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Introduction

The 18th International Conference Work and Organizational Psychology 2019 took
place in Brno, Masaryk University on 22-23 May 2019. Over 130 participants and guests
watched and listened to 64 contributions from academics and practitioners from 10 different
countries. The topic of the contributions covered various areas of work and organization
psychology and related fields. Most represented were psychometric contributions focused on
methods used to measure work-psychology constructs, contributions focused on work
psychology in the context of educational institutions and contributions devoted to the
application of knowledge of occupational psychology in organizations. Applied psychological
disciplines were also significantly represented.

In this book, there are 24 selected studies, presented in the form of a lecture or a poster
at the conference and then positively reviewed by two reviewers. We would like to thank our
colleagues from Charles University, Palacky University in Olomouc, Tomas Bata University in
Zlin, Masaryk University, Comenius University in Bratislava, Constantine the Philosopher
University in Nitra, P. J. Safarik University in Ko$ice and the Slovak Academy of Sciences for
helping with the organization of the conference and for cooperation in the review process. We
wish to the readers of the proceedings to find interesting information and inspiration for their
own praxis.

This conference in Brno was also a jubilee conference. In 2019 it was 20 years since the
1st Conference on Work and Organizational Psychology in Slovakia. Therefore, we wish the
conference a lot of interesting contributions, stimulating meetings and established cooperation
over the next 20 years.

Jakub Prochazka, Tomas Kratochvil a Martin Vaculik,
editors of the conference proceedings



Uvodem

Ve dnech 22.-23.5.2019 se v Brné na pudé Masarykovy univerzity uskute¢nil 18. ro¢nik
mezinarodni konference Psychologie prace a organizace 2019. Celkem 130 tcastnikti a hostt
zhlédlo a vyslechlo 64 pfispévki od akademikl i odbornikid z praxe z 10 rtznych zemi.
Prispévky tématicky pokryvaly riizné oblasti psychologie prace a organizace a blizkych obort.
Nejvice byly zastoupeny psychometrické pifispévky zaméfené na metody slouzici k méfeni
pracovné-psychologickych  konstruktd, piispévky zaméfené na pracovni psychologii
V kontextu vzdélavacich instituci a piispévky veénované aplikaci poznatkli z pracovni
psychologie Vv organizacich. Vyznamné byly zastoupeny také aplikované psychologické
discipliny.

Ve sborniku z konference najdou ¢tenaii 24 vybranych studii, které byly na konferenci
piedstaveny formou piednasky nebo posteru a nasledné ziskaly kladné stanovisko od dvou
recenzentl. Dékujeme kolegiim z Univerzity Karlovy, Palackého univerzity v Olomouci,
Univerzity Tomase Bati ve Zlin¢, Masarykovy univerzity, Komenského univerzity v Bratislave,
Univerzity Konstantina Filozofa v Nitfe, Univerzity P. J. Safarika v Kosicich a ze Slovenské
akademie véd za pomoc s organizaci konference a za spolupréci v recenznim fizeni. Pfejeme
¢tenaiim sborniku, aby v jednotlivych pfispévcich nalezli zajimavé informace a inspiraci pro
vlastni vyzkum nebo praxi.

Brnénska konference byla zaroven jubilejni konferenci, nebot’ v roce 2019 uplynulo 20
let od prvniho ro¢niku konaného na Slovensku. Pfejeme proto konferenci do dalSich 20 let
hodné zajimavych ptispévkil, podnétnych setkani a navazanych spolupraci.

Jakub Prochazka, Tomas Kratochvil a Martin Vaculik,
editori sborniku
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CONTRIBUTIONS IN ENGLISH
PRISPEVKY V ANGLICTINE

The Intolerance of Uncertainty Scale — psychometric characteristics of the
Slovak version, associations with related constructs and applications in
work psychology

Jozef BavoZar?

YPavol Jozef Safarik University in Kosice, Faculty of Arts, Department of Psychology, Slovakia

Abstract

Objective. The study presents the Slovak version of the Intolerance of Uncertainty Scale with
the aim of examining its factor structure and construct validity through relationships with
related variables. It also aims to sketch the possibilities of applying it in work psychology.

Method. The study consists of two datasets which included a total of 220 subjects (age 21-60,
mean age 36.7, 59.5% females). The participants completed four self-reported measures —
Intolerance of Uncertainty (Carleton, Norton, & Asmundson, 2007), Domain-Specific Risk-
Taking (Blais & Weber, 2006), Indecisiveness Scale (Frost & Shows, 1993) and the Decision
Outcomes Inventory (Bruine de Bruin, Parker, & Fischhoff, 2007).

Results. The factor structure and internal consistency of the Slovak version of the Intolerance
of Uncertainty Scale was confirmed. Indecisiveness was found to be related to only one factor
— inhibitory uncertainty. The intolerance of uncertainty was associated more with risk
perception than with risk-taking and no relationship with decision outcomes was found.

Conclusions. The Slovak version of the Intolerance of Uncertainty Scale is an appropriate tool
for measuring this construct. The results of the analysis highlight the importance of
distinguishing its two factors — prospective and inhibitory anxiety.

Limitations. The study is restricted by the absence of variables more directly related to the role
of the intolerance of uncertainty in a work environment.

Keywords. intolerance of uncertainty; psychometrics; risk perception; indecisiveness; decision

outcomes

https://doi.org/10.5817/CZ.MUNI.P210-9488-2019-1
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Introduction

People have a general tendency to prefer known risk over unknown distribution (e.g.,
ambiguity aversion (Ellsberg, 1961)). However, their attitudes to uncertainty differ in real life
which has resulted in establishing the personality characteristic intolerance of uncertainty (for
a closer look at the similarities and differences between the intolerance of uncertainty and
intolerance of ambiguity, see Grenier, Barrette, & Ladouceur, 2005). While the intolerance of
uncertainty (IU) was previously defined as a broad construct reflecting cognitive, emotional,
and behavioural reactions to uncertainty in everyday situations (Shihata, McEvoy, Mullan &
Carleton, 2016), it is currently considered to be the dispositional inability of individuals to
tolerate aversive reactions due to the perceived lack of sufficient information (Bottesi, Noventa,
Freeston, & Ghisi, 2019). Ladouceur, Gosselin, & Dugas (2000) have described IU as “the
predisposition to react negatively to an uncertain event or situation, independent of its
probability of occurrence and its associated consequences” (p934). 1U has been found to be
particularly related to psychopathology (Shihata et al., 2016) although it also manifests itself in
the work and organizational context (Borchers, 2005; Seely, 2013; Williams & Clampitt, 2003).
As a result, the need for an IU measurement in Slovakia has arisen. This study aims to present
the Slovak version of the mostly used self-reported measure — the Intolerance of Uncertainty
Scale-12 (IUS-12) and to sketch the possibilities of applying it in the work and organizational
environment based on IU in real behaviour (risk taking, decision-making).

Intolerance of uncertainty in the organizational environment

While 1U has mainly been investigated in the context of emotional disorders and
psychopathology (e.g., anxiety, depression, obsessive-compulsive disorder; Gentes & Ruscio,
2011), some of its general consequences have had clear implications in work psychology and
some studies have directly focused on its role in the organizational environment. Moreover, the
importance of this construct is emphasized by the fact that uncertainty is present in almost every
decision and the tendency to seek or avoid it can have a serious impact on it. In addition, some
aspects of 1U can affect work behaviour to a great extent. There are several examples of 1U
visible in the work environment such as information-seeking behaviour as a consequence of
high 1IU (Rosen & Knéuper, 2009), prospective 1U as a vulnerability factor in excessive
avoidance behaviour (Flores, Lopez, Vervliet, & Cobos, 2018) and the contribution of 1U to the
initial level of behavioural risk (Kornilova, Chumakova, & Kornilov, 2018). IU is also related
to negative problem orientation, limited access to emotion regulation (Ouellet, Langlois,
Provencher, & Gosselin, 2019) and lower creativity (Kornilova & Kornilov, 2010). With
regards to the role of IU in psychopathology, the identification of individuals with high 1U can
help with the prevention of severe emotional disorders, e.g. by providing counselling services.

Other studies have directly investigated IU in the work environment. Clampitt, Williams,
and DeKoch (2007) have reported that organizations which embrace uncertainty foster more
employee commitment, greater job satisfaction and that their employees are able to cope better
with change. This pattern is independent of employees rating of their own uncertainty
management skills and organizations can even cultivate an uncertainty-embracing climate. The
tolerance to uncertainty at a personal level as well as in work situations in teachers was found
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to be positively related to job-related affective well-being and psychological need satisfaction
(Kamel & Hashish, 2015). However, psychological uncertainty has not been found to be related
to counterproductive work behaviour (Norwood, 2018). Uncertainty management affects job
satisfaction and innovation (Lane & Bocarnea, 2011). On the other hand, students high in 1U
have been found to be more likely to make incorrect clinical decisions, although only in one of
the four provided situations (Innes, Leboeuf-Yde, & Walker, 2017).

Measuring the intolerance of uncertainty

IU has predominantly been measured by self-reported measures with the Intolerance of
Uncertainty Scale being the dominant one (IUS, Freeston, Rhéaume, Letarte, Dugas, &
Ladouceur, 1994). It consists of 27 items grouped into five factors (unacceptability and
avoidance of uncertainty, negative social evaluation caused by uncertainty, uncertainty-related
frustration, uncertainty causes stress, uncertainty preventing action) although it is the short form
of the scale (IUS-12, Carleton, Norton, & Asmundson, 2007) which is most currently used. The
twelve items are divided into two factors — prospective anxiety (fear and anxiety based on future
events) and inhibitory anxiety (uncertainty inhibiting action or experience). Recently, Lauriola
et al. (2018) presented the Intolerance of Uncertainty Inventory focused on IU and its
consequences. With the exception of factor structure, the validations of these measures have
mainly focused on the relationships with selected symptoms of psychopathology such as worry,
anxiety and depression. In the current study, the aim is to investigate the construct validity of
the scale through the correlations with other variables. It is expected that there will be a positive
relationship with indecisiveness and risk perception and negative relationships with risk taking
and decision outcomes.

Method
Sample

Two samples were used in the current study. The first sample consisted of 100
respondents aged 23 to 59 years (mean age 32.9, SDage = 9.28, 50 % females, 68 % secondary
school, 32 % university education). The second sample included 120 participants aged 21 to 60
years (mean age 39.9, SDage = 15.07, 67.5 % females, 48 % secondary school, 52 % university
education). All participants were employed and there was no profession which was more
frequent than 5%. There were three variables measured in both samples — intolerance of
uncertainty, risk perception and risk taking — although decision outcomes were only measured
in the first sample and indecisiveness only in the second sample.

Measures

The intolerance of uncertainty was measured by the short version of the Intolerance of
Uncertainty scale (1US-12, Carleton, Norton, & Asmundson, 2007) which consists of 12 items
divided into two factors — prospective anxiety (7 items, e.g., It frustrates me not having all the
information | need) and inhibitory anxiety (5 items, e.g., When it’s time to act, uncertainty
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paralyses me). The items were rated from not at all characteristic of me (1) to entirely
characteristic of me (5). The scale was translated into Slovak and back-translated into English
by another person and the translations were compared to ensure their equivalence.

Domain-Specific Risk-Taking scale(DOSPERT, Blais & Weber, 2006) was used to
measure risk perception and propensity to risk-taking. There are 30 items divided into five
domains (ethical, financial, health/safety, recreational, social) which are presented twice with
different instructions and response formats. Firstly, subjects were asked how risky each of the
given situations are (from 1-not at all risky to 7-extremely risky) and subsequently what is the
likelihood of them engaging in this activity (from 1-extremely unlikely to 7-extremely likely).
A higher score (total and in each domain) means a higher perceived risk; in other words, a
greater likelihood of engaging in risky behaviour.

Indecisiveness was assessed by the short version of the Indecisiveness Scale (Bavolar,
2018) which contains 9 items asking about symptoms of indecisiveness (e.g., | try to put off
making decisions) rated on a scale from 1 (strongly disagree) to 5 (strongly agree), some items
reversed.

The Decision Outcome Inventory (Bruine de Bruin, Parker, & Fischhoff, 2007) was used
to assess decision outcomes. The items in this measure ask about the occurrence of selected
negative decision outcomes (e.g., missed a flight) given a prerequisite (take a trip by airplane).
The final score ranges from -1 to 0 with higher values reflecting better decision outcomes (fewer
wrong outcomes).

Results

The first step of the data analysis was a confirmative factor analysis with the 12 items
divided into prospective anxiety (7 items) and inhibitory anxiety (5 items). The first solution
was found to have unsatisfactory fit indices (¥2 = 126, df =53, p <.001, RMSEA = .08, CFI =
.89), but after adding covariances in three pairs of items as indicated by the modification indices
(items 8-9 in prospective anxiety and 6-7 and 6-10 in inhibitory anxiety), the fit indices were in
the required intervals (y2 = 81.6, df = 50, p = .003, RMSEA = .05, CFI =.95).

The second step involved examining the relationships of intolerance of uncertainty and
its subscales with other included variables — risk perception, risk-taking, indecisiveness, and
decision outcomes. These correlations, along with the descriptive statistics, are presented in
Table 2.

Generally, 1U was positively related to risk perception, mainly in the recreational and
social domains, although the associations with risk-taking were very weak. IU was also not
significantly related to decision outcomes. The pattern of correlations of prospective and
inhibitory anxiety was only different in the case of indecisiveness which was positively related
to inhibitory, but not to prospective anxiety (the relationships of indecisiveness and decision
outcomes are presented in Appendix A).

15



Table 1. Descriptive statistics and factor loadings for Intolerance of Uncertainty Scale items

UIS-12 items X Mdn SD  Skew. Kurt. Factor
English loadings
Slovak Prosp. Inhib.

anx.  anx.
1. Unforeseen events upset me greatly 271 300 104 042 -014 057

Nepredvidatelné udalosti ma velmi rozrusia.

2. It frustrates me not having all the 356 400 110 -0.35 -0.72 0.60
information I need.

Znepokojuje ma, ak nemdam  vsetky

informacie, ktoré potrebujem.

3. Uncertainty keeps me from living a full 265 3.00 137 027 -1.16 0.74
life.

Neistota mi brani Zit moj zivot naplino.

4. One should always look ahead so as to 3.27 3.00 115 -0.18 -0.71 0.42

avoid surprises.

Clovek by mal vidy pozerat dopredu, aby sa

vyhol prekvapeniam.

5. A small unforeseen event can spoil 264 300 115 025 -0.66 0.66
everything, even with the best of planning.

Mala nepredvidatelna udalost méze vsetko

pokazit, dokonca aj napriek perfektnej

organizdcii.

6. When it’s time to act, uncertainty 2.36 200 116 054 -0.59 0.49
paralyses me.

Ked' je cas konat, ochromuje ma neistota.

7. When I am uncertain, [ can’t functionvery 2.78 3.00 1.15 0.12 -0.89 0.61
well.

Ked’ som si neisty, nemozem velmi dobre

fungovat.

8. I always want to know what the future has 2.85 3.00 127 012 -1.02 047

in store for me.

Vzdy chcem vediet, co mi buducnost

prinesie.

9. I can’t stand being taken by surprise. 250 300 107 030 -044 0.37
Nemézem ostat prekvapeny/a.

10. The smallest doubt can stop me from 240 200 110 049 -044 0.71
acting.

Aj najmensie pochybnosti ma mozu zastavit

V konani.

11. I should be able to organize everythingin  3.36 3.00 121 -036 -0.76 0.36
advance.

Mal/a by som byt schopny/a zorganizovat

vsetko vopred.

12. | must get away from all uncertain 2.68 3.00 121 026 -0.75 0.52
situations.

Musim uniknut zo vSetkych neistych situdci.
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Table 2. Descriptive statistics of all variables and correlations with intolerance of uncertainty

Mean Mdn SD  Cronb. Correlations with
a PA 1A 19]
Prospective anx. (PA) 20.89 21.00 4.89 72 617 91
Inhibitory anx. (1A) 12.87 13.00 440 .79 87

Intoler. of uncert. (IU) 33.75 34.00 8.34 .83

Risk perception

Ethical 29.59 30.00 6.79 .65 .09 147 13
Financial 29.72 30.00 7.76 .83 .03 .10 .07
Health/safety 29.05 30.00 6.85 .70 A2 .15 5
Recreational 27.81 28.00 8.21 .82 .20 .25 .25
Social 18.63 18.00 6.11 .68 .20™ 20" 23"
Total 134.80 135,50 26.55 .89 A7 23" 227
Risk taking

Ethical 14.33 13.50 5.72 .56 .04 .06 .06
Financial 14.83 13.00 7.70 .80 -.05 -11 -.09
Health/safety 21.21 22.00 7.84 .67 .00 .03 .01
Recreational 18.95 19.00 9.44 .76 -.15" -.13 -.16"
Social 27.10 27.50 5.89 51 .02 -.10 -.04
Total 96.42 98.00 2578 .86 -.06 -.08 -.08
Indecisiveness 20.78 20.00 6.58 81 .06 .39™ 24
Decision outcomes -0.13 -0.13 0.10 - -.08 .10 .01

“p<.05 "p<.01, "p<.001

Discussion

This study has presented the Slovak version of the short form of the Intolerance of
Uncertainty Scale. A factor analysis has confirmed the two-factor structure of the 1US-12
distinguishing prospective and inhibitory anxiety, which is consistent with the original study.
Similarly, the internal consistency of the whole scale and its subscales was in satisfactory
interval. The correlations of 1U with risk perception, risk taking, indecisiveness and decision
outcomes were examined to investigate the construct validity and possible applications of the
scale.

The correlation analysis found that risk perception is higher in individuals with higher
IU. In other words, people with higher 1U perceive risks to be more serious. This was mainly
found to be the case in the recreational and social domains. There was a weak correlation in the
domain of health/safety which is in line with O’Neill et al. (2006). They reported a similar value
(r=.11) in women endangered by breast cancer. On the other hand, 1U was related only to the
recreational domain of risk-taking, which indicates that it is manifested more in risk perception
than in real risk behaviour. A similar result was found in decision outcomes as another
behavioural measure not related to 1U.

While the relationships of 1U with risk perception and risk taking were not strong and
mostly similar for inhibitory and prospective anxiety, this was not found to be the case for
associations with indecisiveness. It was not related to anticipatory anxiety, but was associated
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with inhibitory anxiety. This indicates that people may be indecisive not only because they are
aware of the uncertainty related to the forthcoming decision, but more because of their fear of
the unknown. The reduction of this uncertainty can help them make a decision.

While the present study has brought new information about the associations of 1U with
selected variables, its results have some limitations in terms of generalizability. The included
variables do not represent “classic” variables used in IU research concerning psychopathology
and emotional disorders in particular. They are focused more on the manifestations of 1U likely
to occur in daily situations. On the other hand, this has allowed 1U to be used as a predictor of
some of the included variables (risk perception, indecisiveness) with a potential role in certain
decisions. Despite the given limitations, measuring 1U seems to be a useful tool in identifying
people able (and not able) to deal with IU. As perceived uncertainty can have the potential to
evoke work-related stress, recognizing people with different levels of IU can help find an
appropriate position for current or prospective employers. People with higher 1U would be more
satisfied and useful in positions with more stable and structured work, while individuals more
tolerant to uncertainty would fit positions associated with more frequent changes. On the other
hand, weak relationships with variables describing behaviour (risk taking, decision outcomes)
show that the association with real behaviour are not straightforward and further studies should
focus on the role of IU in particular situations.
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Appendix A

Correlations of indecisiveness and decision outcomes with risk perception and risk-taking

Risk perception

E F H/S R S T
Indecisiveness .04 .04 -.04 10 20" .09
Decision outcomes 23" .18 32 25" -.08 26"
Risk-taking
E F H/S R S T
Indecisiveness 22" -.17 33 -.03 -.26™ .02
Decision outcomes -.32" -.25" -.46™" -22" .00 -.38™"

E — ethical. F — financial, H/S — health/safety, R — recreational, S — social, T —total
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Engagement in actions beyond basic professional duties — measurement and
correlates
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Abstract

Obijective. The main purpose of the paper was to present the construct of engagement in actions
beyond basic professional duties (shortly: beyond-duties engagement) and its measurement
with the modified version of the UWES-9 questionnaire. An additional goal was to find
differences in this type of employee engagement depending on personal variables, and the
relationship between it and feedback from others, organizational commitment and burnout.

Methods. A preliminary study was conducted within 61 employees (77% of men) of a medium-
sized company in the automatics-robotics industry. In the main study 137 employees (60% of
women) of private and state-owned enterprises of various industries with minimum 2 years
work experience in one company took part. In the second study the Feedback scale from the
Work Design Questionnaire, Organizational Commitment Scale, and Oldenburg Burnout
Inventory were used.

Results. It was found that the modified UWES-9 questionnaire to measure beyond-duties
engagement is a one-factor, reliable and theoretically valid measure. The higher level of
engagement in actions in leadership positions was established, as well as its positive
relationship with feedback from others and organizational commitment, and negative
relationship with burnout.

Conclusions. Engagement in actions beyond basic professional duties is a homogenous
construct, linked to positive aspects of work. Every employee may engage in additional
activities, although working as a manager may be conducive to greater beyond-duties
engagement.

Limitations. There was rather small, inhomogeneous group in the main study, in both studies
only self-description methods were used.

Keywords. engagement in action; beyond-duties engagement; work engagement; UWES

questionnaire
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Introduction

Employee engagement is one of the few constructs that arouses great interest among
both scientists and practitioners of work and organizational psychology for almost three decades
(Saks & Gruman, 2014). There are many approaches and definitions of engagement and even
names that define the phenomenon itself, e.g.: employee engagement, job engagement (Roberts
& Davenport, 2002) and work engagement (Schaufeli & Bakker, 2010). Two approaches can
be considered as dominant in terms of defining. Historically, Kahn (1990, p. 694) defined
engagement first as "the harnessing of organization members' selves to their work roles; in
engagement, people employ and express themselves physically, cognitively, and emotionally
during role performances"”. Engagement is also associated with a psychological presence while
fulfilling someone’s professional role. This concept, however, was rarely used for the first 20
years, as indicated by its few quotations (Saks & Gruman, 2014). Concepts that contrast the
engagement with burnout gained greater popularity. Maslach and colleagues (2001) described
engagement as characterized by energy, cooperation and effectiveness, which are the opposition
to the three dimensions of burnout. Schaufeli, Salanova, Gonzalez-Roma and Bakker (2002, p.
74) developed this approach, claiming that engagement is a separate construct defined as a
“positive, fulfilling, work-related state of mind characterized by vigor, dedication and
absorption”. Vigor is characterized by high levels of energy and mental resilience while
working, the willingness to invest effort in one’s work, and persistence even in the face of
difficulties. Dedication is understood as a sense of significance, enthusiasm, inspiration, pride,
and challenge. Absorption includes being fully concentrated and deeply engrossed in one’s
work and having difficulties in detaching oneself from work.

Both approaches to engagement have some common points, although they differ to a
large extent. Kahn's concept is more comprehensive because it includes the concept of personal
action and agentic self (Cole, Walter, Bedeian & O'Boyle, 2012), it is also more expressive and
unique as it refers to the fusion of the whole person (on physical, emotional and cognitive levels)
with their professional role (Saks & Gruman, 2014). In the approach of Schaufeli and colleagues
(2002), although engagement is concerned as a separate construct in relation to other, similar
ones, such as job satisfaction or organizational commitment, it is too similar to the concept of
burnout as its opposition (Cole et al., 2012; Crawford, LePine & Rich, 2010), and less
comprehensive compared to the Kahn concept. On the other hand, the difficulty in applying the
Kahn concept in scientific research is the lack of a universally recognized and satisfactory
psychometric tool for measuring such perceived employee involvement, although such attempts
have already been made (see Crawford et al., 2010; Soane et al., 2012).

The interest in employees’ engagement results from the observations and empirical
reports indicating that it contributes to the development of employees, as well as it brings
tangible benefits to employing them organizations (Schaufeli & Salanova, 2008). As shown by
Salanova, Del Libano, Llorens & Schaufeli (2014), engaged employees are characterized by a
high level of energy to work, a sense of job satisfaction and a belief that their work is an
interesting challenge. They also experience a high sense of control in their work, have sufficient
competence to do it well and are attached to the organization. Other authors (e.g. Bakker &
Demerouti, 2008; Schaufeli & Salanova, 2008) show in their research that engaged employees
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are characterized by better mental health (positive emotionality) and physical health, initiative,
proactive behavior and motivation to learn ; they are also more creative, effective and more
willing to do things that go beyond basic duties, which is a work challenge. The meta-analysis
of correlates of engagement showed that its dimensions are positively linked to job resources,
such as social support, autonomy, feedback and self-efficacy; work engagement is also
positively related to positive work results, such as commitment to the organization or health
status, and negatively to negative work results, such as burnout or the intention to leave work
(Halbesleben, 2010). In organizations with engaged employees, financial turnover is increased,
staff fluctuation is reduced (especially talented employees) and expenses related to marketing
and other management tools are decreased (Szabowska-Walaszczyk, 2010). It should also be
pointed out that work engagement is a state much more strongly connected with the results and
behaviors of employees in comparison to other similar states, such as job satisfaction or
organizational commitment (see: Christian, Garza, & Slaughter, 2011). Some studies show (e.g.
Shukla, Adhikari & Singh, 2015; Robinson, Hooker & Hayday, 2007), that employee
engagement is connected also with individual variables, like age, gender, education or job role.

The tendency of the engaged employees to undertake additional tasks on their own
initiative seems particularly important from the point of view of the employer. As shown in the
daily diary studies by Sonnentag (2003), the daily level of employee engagement allows
predicting proactive behavior. Other studies have shown that the proactive generation of goals
by employees was a strong factor predicting their innovative behaviors in individual work
(Odoardi, 2015).

In connection with the above-mentioned findings, it may be important to examine the
phenomenon of employee engagement in actions beyond basic professional duties (also known
as beyond-duties engagement). Engagement understood in this way concerns the thoughts,
emotions and behaviors related to taking action at work on the own initiative of the person and
includes activities that do not result from the basic work requirements of the organization in
which they are undertaken. Beyond-duties engagement is rather a long-lasting state of mind in
which a person undertakes goal-oriented activities and continues them regardless of the
difficulties and alternative aspirations encountered.

We were interested in how the engagement in actions beyond basic professional duties
is associated with personal variables, like age, gender, education and level of position held, with
work resources such as feedback from others, positive states such as organizational
commitment and negative states such as burnout. Because there is no method to measure the
beyond-duties engagement, it was decided to modify the instructions for the respondents and
individual items in the UWES-9 questionnaire (Utrecht Work Engagement Scale) by Schaufeli,
Bakker and Salanova (2006), one of the most popular tools to measure work engagement.

As a consequence, the main objective of the undertaken research was to validate the
modified version of the UWES-PL-9 questionnaire to measure engagement in actions beyond
basic professional duties. An additional goal was to find answers to the following research
questions:

1. What are the differences in the scope of engagement in actions beyond basic
professional duties of employees depending on personal variables, such as age, gender,
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education, level of position held?
2. What are the links between beyond-duties engagement and feedback from others,
organizational commitment and burnout?

Method
Participants and Procedure

The research was carried out on-line in two stages. To the preliminary study all
employees of one the mid-range company from the automation and robotics industry were
invited, from whom 61 employees (77% of men) aged between 25 and 50 years participated in
the study (M = 37.71, SD = 7.48). The majority of them had a Master's degree (80%) and held
a specialist position (69%). The invitation along with a link to the questionnaires was sent to
the company's HR director, who then sent them to all employees. The main study was conducted
among employees of private and state enterprises from various industries, located mainly in
southern Poland. The criterion for selection to the group was a minimum two-year work
experience in a given company, which seems sufficient for a person to be able to commit to the
organization that employs them. The invitation, together with a link to the questionnaires, was
sent to various organizations from the researchers’ database. 164 people took part in the study,
but due to lack of data or failure to meet the criterion, the analysis included 137 employees (82
women and 55 men) between 23 and 67 years old (M = 38.25, SD = 10.06). The majority of
them (60%) had a Master's degree, then post-graduate (18%), Bachelor’s degree (11%),
secondary education (6%) and vocational education (5%). Most of the respondents (48%) held
a specialist position, the remaining managerial (37%) or administrative (15%) positions. The
seniority of the respondents in the current company ranged between 2 and 31 years (M = 8.98,
SD =6.82).

Measures

In order to measure the dependent variable, a modified version of the UWES
Questionnaire (Utrecht Work Engagement Scale) by Schaufeli, Bakker and Salanova (2006)
was used in the Polish adaptation of Szabowska-Walaszczyk, Zawadzka and Wojtas (2011).
The scale consists of 9 statements assessed by respondents on the 7-point Likert scale (0 -
"never”, 6 - "always"). The reliability of the Polish version of the UWES, determined by the
Cronbach's alpha internal consistency indicator, was .94. In the modified version, the
instruction in the manual: The following statements relate to your well-being at work has been
replaced: The following statements relate to your well-being when performing activities that go
beyond basic professional duties - those that do not result from the basic scope of work
responsibilities in your organization. In contrast, in the content of the statements all the words
"work", "I work", were replaced by the words "action™, "I act." Prior to the research, the
intelligibility of the contents of the instructions and items with two psychologists and two non-
academic persons were consulted.

In order to check the psychometric properties of the modified version of the UWES-PL-
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9 questionnaire, the indicators of internal consistency of the questionnaire and the
discriminating power of individual items were calculated. The theoretical validity of the tool
was verified by means of exploratory and confirmatory factor analysis. In order to obtain
answers to the second research questions, the following tools were used:

1. The scale of feedback from others taken from the Work Design Questionnaire (WDQ)
by Morgeson and Humphrey (2006) in the Polish adaptation of Malinowska and Tokarz. The
scale contains three statements rated by the respondents on the 5-point Likert scale (1 - "I
strongly disagree", 5 - "strongly agree"). The Cronbach's alpha internal consistency coefficient
for the original scale was .88. For the needs of the described research, the word "work™ was
replaced by the word "action™.

2. The Organizational Commitment Scale (OCS) by Meyer and Allen (1997) in the Polish
adaptation of Banka, Basinska and Wotowska (2002). The questionnaire consists of 18 items
forming three scales: affective commitment, continuance commitment and normative
commitment (6 items on each scale). Items are evaluated on a 7-point Likert scale (1 - "strongly
disagree”, 7 - "strongly agree"). In the Polish adaptation of the scale, Cronbach's alpha
coefficient for the affective commitment subscale was .84, for the normative commitment
subscale .78, and for the continuance commitment subscale .77.

3. Oldenburg Burnout Inventory (OLBI) by Demerouti and Bakker (2008) in the Polish
adaptation of Baka and Basinska (2016). The questionnaire consists of 16 statements and two
8-item subscales: exhaustion and distance from work. Respondents mark the answers on the 4-
point Likert scale (1 - "agree™; 4 - "do not agree"). In the Polish adaptation of the scale,
Cronbach's alpha coefficient for the exhaustion subscale was 73, and for the distance from work
subscale .609.

Results
Factor validity analysis

In order to verify the factor structure of the questionnaire, in the first step exploratory
factor analysis (EFA) with VARIMAX rotation was performed (preliminary study). At the
beginning, a scree plot was made, which showed a clearly univariate structure of the modified
UWES-9 questionnaire. The 1-factor model was then tested (see Table 1). Factor loads show
the dominance of one factor, despite the relatively low load of the ninth item.

In the second step, confirmatory factor analysis (CFA) was performed (main study). The
calculations were performed only for the 1-factor model (see Table 2), as it was not possible to
estimate data for the 2- and 3-factor model. The obtained values indicate a moderately good fit
of the model to the data (RMSEA = .109, CFI = .913, SRMR = .054). Factor loadings are
presented in Table 1. The structure obtained is consistent with the validation analysis of the
Polish adaptation of the UWES questionnaire.
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Table 1. The loads values of exploratory and confirmatory factor analysis of the modified
UWES-9

UWES-9 items Factor 1 Factor 1
(EFA, N (CFA, N
=0l) =137)
1. When I act, I feel bursting with energy. .689 .698
2. While acting, I feel strong and vigorous. 756 758
3. I am enthusiastic about my actions at work. 618 .601
4. My actions inspires me. 730 734
5. When I get up in the morning, I feel like taking

those actions. 713 716
6. I feel happy when I am acting intensely. 769 77
7. 1 am proud of the actions that I take. .687 .692
8. I am immersed in my actions. .624 .597
9. I get carried away when [ am acting. 409 410

Table 2. Confirmatory factor analysis coefficients of modified UWES-9

Coefficients chi? df RMSE CFI SRMR
A

1-factor model 71.18 27 .109 913 .054

Note. N= 137, df — degrees of freedom, RMSEA - root means square error of approximation; CFI
- comparative fit index; SRMR - standardized root mean square residual; p <.001.

External validity analysis

To assess the theoretical validity of the modified version of the UWES questionnaire,
and at the same time to answer the second of the research questions posed, three criteria
variables were selected: feedback from others; organizational commitment with its three
components: affective commitment, continuance commitment and normative commitment; job
burnout with its two components: exhaustion and distance from work. It was expected that
engagement in actions beyond basic professional duties would positively correlate with
feedback and affective and normative commitment and negatively correlate with continuance
commitment and two components of job burnout.

Correlation analysis results confirmed almost all predictions (see Table 3). Significant
positive correlations of beyond-duties engagement with feedback from others (r = .28),
affective commitment (r = .35) and normative commitment (r = .31) and negative correlations
with exhaustion (r = -.30) and distance from work (r = -.42) were demonstrated. Only the
relationship with continuance commitment turned out to be close to zero and insignificant.
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Table 3. Correlations between engagement in actions and related variables

1. 2. 3. 4. 5. 6. 7
1. Engagement in action -
2. Feedback 28% -
3. Affective commitment 36% 12 -
4. Continuance commitment  -.06  -.17 J35% -
5. Normative commitment 31 .04 0% 24 -
6. Exhaustion -30%  -12 -23% 18%* -25% -
7. Distance from work -42% - 14 -.60* -.05 -.50%* 33% -

Note. *p <0.05

Reliability analysis

The reliability of the questionnaire was estimated using the internal consistency method,
using the Cronbach's alpha coefficient. Statistical analysis (see Table 4) showed that individual
items correlated quite high, reaching a total correlation coefficient between .57 and .73, except
for the ninth item, whose total correlation coefficient was .38. The discriminating power of
individual items was between .85 and .88. Cronbach's alpha coefficient for the entire scale was
87 (N = 137, M = 37.97, SD = 6.82), which indicates a fairly high reliability of the

questionnaire.

Table 4. Descriptive statistics and reliability coefficients of UWES-9

UWES-9 items M S Item-total Discriminatory
correlation ~ power of items

1. When I act, I feel bursting with energy.  37.68 6.14 .62 .86

2. While acting, I feel strong and vigorous. 36.23 6.02 .70 .85

ioika‘lm enthusiastic about my actions at 3824 6.18 53 26

4. My actions inspires me. 35.68 5.97 .69 .85

fakﬁgirlll (I) fee; élt}i) oirrll;he morning, I feel like 36.93 6.08 65 85

6. I feel happy when I am acting intensely. 35.89 5.99 .73 .85

7. 1 am proud of the actions that I take. 36.86 6.07 .63 .85

8. I am immersed in my actions. 37.98 6.16 .58 .86

9. I get carried away when I am acting. 37.87 6.15 38 .88

In order to obtain the answer to the first research question, the following analyzes were
performed: student's t-test for independent groups to determine if there are differences in the
dependent variable between women and men; correlation of r-Person in order to find a relation
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between the age of employees and the dependent variable; one-way ANOVA variance analysis,
to capture differences in the scope of a dependent variable in employees with different
education and occupying positions at different levels.

The research results did not show differences in the level of engagement in actions
beyond basic professional duties of people of different ages, different gender and education.
Significant differences occurred only in terms of the type of position held (F (2, 134) =5.69, p
<.005): managers were characterized by a higher degree of beyond-duties engagement (MM =
40.72) than specialists (MS = 37.0) and administrative employees (MA = 36.5).

Discussion

In this study we analyzed the construct of engagement in actions beyond professional
duties which was introduced to capture the employees’ motivation to extra-role behaviors. We
see it as a psychological gradual process that includes physical-energetic, cognitive and
emotional aspects directed towards activities that do not result from the basic work
requirements of the organization in which they are undertaken. Thus, our conceptualization
differs from previous construct such as proactive behavior, personal initiative and contextual
performance which are focused solely on behaviors. Referring to the main objective of the
research, which was the validation of a modified version of the UWES-PL-9 questionnaire to
measure engagement in actions beyond basic professional duties, it can be concluded that it is
a reliable tool. The reliability coefficient was quite high and not much lower than the Polish
adaptation of the original version.

Analysis of the factorial validity of the modified UWES-9 questionnaire confirmed its
accuracy, although to a limited extent. The obtained one-factor structure is consistent with the
Polish adaptation of the original version of this tool, however, it does not coincide with the
Dutch version of the questionnaire (Schaufeli et al., 2006), the level of matching the one-factor
model to the data is also weak. The results obtained can be explained in two ways. Firstly, a
number of previous studies carried out in different countries did not confirm the three-fold
structure of the UWES questionnaire: sometimes it was one factor, sometimes two (Mills,
Culbertson & Fullagar, 2012). This may be due to cultural differences reflected in a different
approach to work in the Netherlands and other Western countries, and Eastern European
countries where one goes to work primarily because of economic reasons, and proactivity is not
necessarily a value. Secondly, the research group in the main study was very diverse. The
respondents shared only a minimum of two years of professional experience, but differed in age
(23-67 years), actual professional experience (between 2 and 31 years), type and size of
enterprise (state or private), and industry. Considering the differences in the experience of these
people, one can presume that their understanding of activities that go beyond basic professional
duties may be different, consequently it can have impact on the difficulties to obtain the original
factor structure. Thus, it is worth to carry out further research with a modified version of the
UWES-9 questionnaire on more homogenous group.

Referring to the first research question, the research results showed that there are no
significant differences in the scope of beyond-duties engagement of employees depending on
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personal variables such as age, gender and education. Differences appeared only in the type of
position held; for managers this level was significantly higher. This may lead to the conclusion
that rather non-personal variables are responsible for the variance of results, e.g. characteristics
of the working environment. It can be also concluded that personal benefits resulting from
engaging in additional activities at work are achievable at every stage of professional life,
although working as a manager may be conducive to greater engagement in the undertaken
activities. This issue can be explained in two ways. First, the work of the manager is associated
with greater opportunities for self-fulfillment, as it requires the possession and use of more
competences (Deci & Ryan, 2000). Secondly, having responsibility and control naturally
increases motivation to work (Gick & Tarczynska, 1999).

While answering the second research question, it turned out that beyond-duties
engagement is positively related to affective and normative organizational commitment and
received feedback from others and negatively with burnout dimensions. The results obtained
show that people who are more engaged beyond their duties are also more emotionally and
normatively committed to their organization, and vice versa, due to the correlation nature of the
analyzed relationship. Considering the lack of a statistically significant correlation with
continuance commitment, these results show that employees engaged in actions beyond basic
professional duties are optimally committed to their organization. Employees with a high level
of engagement in actions beyond basic professional duties have a positive attitude towards the
organization employing them. The basis of their commitment is not the inability to find another
job, but the emotional bond with the organization and its members, and the desire to work in it
because of a sense of commitment. The result regarding the positive relationship between
feedback from others and the analyzed construct can be interpreted in relation to the function
of this resource at work. Similarly to the work engagement (Bakker, 2011), it can act as a
stimulus for beyond-duties engagement. On the other hand, a positive correlation between
engagement in actions beyond basic professional duties and feedback may indicate that such
employees may themselves look for information on the quality of their work. Other research
(see Baka & Basinska, 2016) confirm the negative relationship of work engagement and
burnout. It can therefore be assumed that this should be similar to the beyond-duties
engagement. This relationship also indicates that people engaged in additional activities do not
feel overloaded with their duties, and that the difficulties they encounter at work may be treated
by them more as challenges than obstacles on the path of their professional development. On
this basis, it is possible to conclude about better professional adaptation and personal
functioning of people with a high level of engagement in actions beyond basic professional
duties.

In addition to their strengths, the research also has its weaknesses. Only two cross-
sectional studies were performed on relatively small groups of employees, using only self-
description methods. In the future, it would be worth repeating the research on larger, more
homogeneous groups of employees, using also objective data on the effectiveness of employees
engaged beyond their duties. It would also be interesting to check the relationship of
engagement in actions beyond professional duties with other job demands and resources.

30



Literature

Baka, L., & Basinska A. K. (2016). Psychometryczne wtasciwosci polskiej wersji
Oldenburskiego Kwestionariusza Wypalenia Zawodowego (OLBI) [Psychometric features
of the Polish version of the Oldenburg Burnout Inventory]. Medycyna Pracy, 67(1), 29—41.
https://doi.org/10.13075/mp.5893.00353

Bakker, A. B. (2011). An evidence-based model of work engagement. Current Directions in
Psychological Science, 20(4), 265-269. http://doi.org/10.1177/0963721411414534

Bakker A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career
Development International, 13(3), 209-223. http://doi.org/10.1108/13620430810870476

Banka A., Basinska R., & Wotowska A. (2002). Polska wersja Meyera i Allen Skali
Przywigzania do Organizacji [The Polish version of Meyer’s and Allen’s Organizational
Commitment Scale]. Czasopismo Psychologiczne, 8(1), 65-74.

Christian, M., Garza, A., & Slaughter, J. (2011). Work Engagement: A quantitative review and
test of its relations with task and contextual performance. Personnel Psychology, 64(1),
89—136. http://doi.org/10.1111/j.1744-6570.2010.01203.x

Cole, M. S., Walter, F., Bedeian, A. G., & O’Boyle, E. H. (2012). Job burnout and employee
engagement: A meta-analytic examination of construct proliferation. Journal of
Management, 38(5), 1550—-1581. http://doi.org/10.1177/0149206311415252

Crawford, E. R., LePine, J. A. & Rich, B. L. (2010). Linking job demands and resources to
employee engagement and burnout: A theoretical extension and meta-analytic test. Journal
of Applied Psychology, 95(5), 834—-848. http://doi.org/10.1037/a0019364

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs and
the self-determination of behavior. Psychological Inquiry, 11, 227-268.
http://doi.org/10.1207/S15327965PL11104 01

Demerouti, E., & Bakker, A. B. (2008). The Oldenburg Burnout Inventory: A good alternative
to measure burnout and engagement. In J. Halbesleben (Eds.), Handbook of stress and
burnout in health care (pp. 65-78). New York, NY: Nova Science.

Gick, A., & Tarczynska M. (1999). Motywowanie pracownikow: systemy, techniki, praktyka
[Motivating employees: systems, techniques, and practice]. Warszawa: Polskie
Wydawnictwo Ekonomiczne.

Halbesleben, J. R. B. (2010). A meta-analysis of work engagement: Relationships with
burnout, demands, resources and consequences. In A. B. Bakker & M. P. Leiter (Eds.),
Work engagement: The essential in theory and research (pp. 102—117). New York:
Psychology Press.

Kahn W. A. (1990). Psychological condition of personal engagement and disengagement at
work. Academy of Management Journal, 33(4), 692—724. http://doi.org/10.2307/256287

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job Burnout. Annual Review of
Psychology, 52, 397-422. http://doi.org/10.1146/annurev.psych.52.1.397

31


https://doi.org/10.13075/mp.5893.00353
http://doi.org/10.1177/0963721411414534
http://doi.org/10.1108/13620430810870476
http://doi.org/10.1111/j.1744-6570.2010.01203.x
http://doi.org/10.1177/0149206311415252
http://doi.org/10.1037/a0019364
http://doi.org/10.1207/S15327965PLI1104_01
http://doi.org/10.2307/256287
http://doi.org/10.1146/annurev.psych.52.1.397

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and
application. Thousand Oaks: Sage.

Mills M. J., Culbertson S. S., & Fullagar C. J. (2012). Conceptualizing and Measuring
Engagement: An Analysis of the Utrecht Work Engagement Scale. Journal of Happiness
Studies, 13(3), 519-545. http://doi.org/10.1007/s10902-011-9277-3

Morgeson, F. P. & Humphrey, S. E. (2006). The Work Design Questionnaire (WDQ):
developing and validating a comprehensive measure for assessing job design and the
nature of work. Journal of Applied Psychology, 91(6), 1321-1339. 10.1037/0021-
9010.91.6.1321.

Odoardi, C. (2015). The relationship between proactive goal generation and innovative
behaviour at work. Journal of Management Development, 34(5), 553-565.
http://doi.org/10.1108/JMD-04-2014-0037

Roberts, D. R. & Davenport, T. O. (2002). Job engagement: Why it's important and how to
improve it. Employment Relations Today, 29, 1-29. http://doi.org/10.1002/ert.10048

Robinson, D., Hooker, H., & Hayday, S. (2007). Engagement: The continuing story. Institute
for Employment Studies. Retrieved from: https://www.employment-
studies.co.uk/system/files/resources/files/447.pdf

Saks A. M. & Gruman J. A. (2014). What do we really know about employee engagement?
Human Resources Development Quarterly, 25(2), 155—-182.
http://doi.org/10.1002/hrdq.21187

Salanova M., Del Libano M., Llorens S., & Schaufeli W. B. (2014). Engaged, workaholic,
burned-out or just 9-to-5? Toward a typology of employee well-being. Stress & Health,
30(1), 71-81. http://doi.org/10.1002/smi.2499

Schaufeli, W. B. & Bakker, A. B. (2010). Defining and measurement of work engagement. In
A. B. Bakker & M. P. Leiter (Eds.) Work engagement: A handbook of essential theory and
research (pp. 10-23). New York: Psychology Press.

Schaufeli W. B., Bakker A. B., & Salanova M. (2006). The measurement of work engagement
with a short questionnaire: A cross-national study. Educational and Psychological
Measurement, 66(4), 701-716. http://doi.org/10.1177/0013164405282471

Schaufeli, W. B. & Salanova, M. (2008). Enhancing work engagement through the
management of human resources. In K. Néaswall, M. Sverke & J. Hellgren (Eds.) The
individual in the changing working life (pp. 380-402). Cambridge: Cambrigde University
Press.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The
measurement of engagement and burnout: A confirmative analytic approach. Journal of
Happiness Studies, 3, 71-92. http://doi.org/10.1023/A:1015630930326

Shukla, S., Adhikari, B., & Singh, V. (2015). Employee Engagement-Role of Demographic
Variables and Personality Factors. Amity Global HRM Review, 5, 65-73.

32


http://doi.org/10.1007/s10902-011-9277-3
http://doi.org/10.1108/JMD-04-2014-0037
http://doi.org/10.1002/ert.10048
https://www.employment-studies.co.uk/system/files/resources/files/447.pdf
https://www.employment-studies.co.uk/system/files/resources/files/447.pdf
http://doi.org/10.1002/hrdq.21187
http://doi.org/10.1002/smi.2499
http://doi.org/10.1177/0013164405282471
http://doi.org/10.1023/A:1015630930326

Soane, E., Truss, C., Alfes, K., Shantz, A., Rees, C., & Gatenby, M. (2012). Development and
application of a new measure of employee engagement: The ISA Engagement Scale.

Human Resources Development International, 15(5), 529-547.
http://doi.org/10.1080/13678868.2012.726542

Sonnentag S. (2003). Recovery, work engagement, and proactive behavior: A new look at the
interface between nonwork and work. Journal of Applied Psychology, 88(3), 518-528.
http://doi.org/10.1037/0021-9010.88.3.518

Szabowska-Walaszczyk A. (2010). Zaangazowanie w pracy i organizacji - przeglad
problematyki i narzedzi pomiaru [Engagement in work and organization - an overview of
problems and measurement tools]. In A. M. Zawadzka (Eds.). Psychologia zarzgdzania w
organizacji, (pp. 143—169). Warszawa: Wydawnictwo Naukowe PWN.

Szabowska-Wlaszczyk A., Zawadzka A. M., & Wojtas M. (2011). Zaangazowanie w prace i
jego korelaty: adaptacja skali UWES autorstwa Schaufeliego 1 Bakkera [Work engagement
and its correlates: adaptation of the UWES scale by Schaufeli and Bakker]. Psychologia
Jakosci Zycia, 10(1), 57-74.

Corresponding author

Mgr. Agnieszka Bozek

Jagiellonian University, Institute of Psychology
Ingardena 6, 30-060 Krakow, Poland

agnieszka.bozek@doctoral.uj.edu.pl

33


http://doi.org/10.1080/13678868.2012.726542
http://doi.org/10.1037/0021-9010.88.3.518
mailto:agnieszka.bozek@doctoral.uj.edu.pl

Starting an entrepreneurial career: Young entrepreneurs’ profiles.

Denisa Feddkovd' & Zuzana KoZdrovd?

ICentre of Social and Psychological Sciences, Slovak Academy of Sciences, Slovakia
2University Councelling Center, Pavol Jozef Safarik University, Slovakia

Abstract

Obijective. The first aim of this paper is to identify the important features of five entrepreneurial
career categories: reasons for pursuing entrepreneurship, preparing for entrepreneurship,
launch of entrepreneurship, risks and family background. The second aim of the paper is to
describe the profiles of young entrepreneurs using the five entrepreneurial career categories.

Method. An 80-minute focus group session with 7 young entrepreneurs aged 26 to 30 years led
by 2 moderators. The discussion focused on launching the business and its subsequent
development. The discussion was audio recorded and transcribed. The transcripts were
processed using Atlas.ti software.

Results. The qualitative content analysis of the transcriptions revealed the building blocks of
the five entrepreneurial career categories. Seven entrepreneur profiles were created. The
findings show various elements and factors affect decisions about entrepreneurial careers.

Conclusions. The paper contributes to knowledge relating to the content of the five categories,
and specifically to beginning an entrepreneurial career. The individual profiles of the young
entrepreneurs reveal the diversity, peculiarities and similarities of the beginnings of an
entrepreneurial career. The aim behind the young entrepreneur profiles is to provide effective
stimuli for university students attending career planning courses.

Limitations. The findings presented here are based on a single focus group discussion, and so
cannot be generalized. The size and composition of the focus group (age, gender and region)
could be considered a limitation, or conversely as a strength.

Keywords. Young entrepreneurs; career beginnings; individual career profiles; focus group.
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Introduction

In our paper, consistent with many authors, we study and describe the career path using
a developmental-contextual —approach: this approach involves investigating a
certain developmental period (young adulthood) and graduation and how these interact with
many different factors and impacts (socio-demographic, personal, interpersonal, external etc.)
(Akosah-Twumasi et al., 2018; Schoon & Duckworth, 2012; Aldrich & Kim, 2007).

The results of a British study indicate that young people are influenced by personal
experiences from their youth when making future career decisions, such as experience of a
family business (Schoon & Duckworth, 2012). In Slovakia this factor is much less common
since the parents of today’s young entrepreneurs are more likely to have been employees than
entrepreneurs.

There are various reasons for embarking upon an entrepreneurial career. The
entrepreneurs in a study by Carter et al. (2003) gave six reasons for setting up their own
business: innovation, independence, financial success, a task/role model, self-fulfilment and
recognition Pilkova et al. (2017) listed other factors shaping decision-making about
entrepreneurial pathways: demographic characteristics, individual characteristics (perceived
business opportunities and fear of failure), resources (human, social and financial capital) and
environmental factors. In our study, we were interested not just in the reasons for embarking
on entrepreneurship, but also in the beginnings and subsequent progress of the business, the
associated risks and family background. The focus groups were crucial to obtaining a picture
of the young entrepreneurs’ experiences of launching a business. We were specifically
interested in young entrepreneurs in eastern Slovakia, where the labour market and conditions
for starting a business differ from in western Slovakia (Report on the Business Environment in
the Slovak Republic, 2018). In the east, entrepreneurship represents an alternative to self-
employment as there is a shortage of high-qualified jobs. The aim of the paper is twofold:

1. To identify the typical features of the beginnings of the entrepreneurial path
2. To outline the career profiles of young entrepreneurs

Method

The sample consisted of seven young entrepreneurs (men aged 26 to 30) engaged in
different types of businesses. Two had completed secondary school education and five had a
master’s degree. The entrepreneurs were contacted personally or online, and selected in
accordance with their availability and willingness to participate in the research. They
participated in an 80-minute focus group led by two moderators. The focus group centred
around the topic of entrepreneurship. It began with the participants being informed about the
aims of the research, and the duration and discussion themes to be covered in the focus group.
They were also told about opportunities to learn more about the research results and our
findings. In order to achieve the first aim, we conducted a literature study to identify the five
categories of factors that play a role at the beginning of an entrepreneurial career: reason for
embarking on entrepreneurship, preparing for entrepreneurship, entrepreneurial beginnings,
risks and family background. Firstly, we were interested in why they had decided to start their
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own business. We investigated this by asking an introductory question: “Why (did you) decide
to pursue an entrepreneurial career?” The remaining questions were based on the factors
presented by Pilkova et al. (2017) (Table 1).

Table 1. Process of formulating the questions relating to the pre-defined factors and categories

Factors playing a role at
beginning of Category Question
entrepreneurship

Individual characteristics Preparing for entrepreneurshi How did you come up with the
(perceived entrepreneurial paring P P business idea/opportunity?

opportunities and fear of ) )
failure) Risks Do entrepreneurs take risks?

Resources (social,
financial capital)

How did you get from idea to

Entrepreneurial beginnings activity?

Family and entrepreneurship?
Environmental factors Family background Family support? Parents'
attitudes?

Having obtained the participants’ consent, the focus group discussion was recorded,
transcribed and processed using Atlas.ti software. To improve the objectivity of the results, the
text material was subjected to two independent analyses. The theoretical approach used in the
qualitative analysis was analytical deduction. The categories were derived from the theoretical
background (Plichtova, 1996). We began with five pre-defined and theory-driven categories
(reasons for entrepreneurship, preparing for entrepreneurship, entrepreneurial beginnings, risks
and family environment) that come up repeatedly in the literature describing entrepreneurial
beginnings. We then examined the two independent analyses in order to identify the most
relevant content pertaining to the categories. The content was then categorized to reflect
agreement between the analyses of the two assessors (authors).

Results

To achieve the first aim of the study, we defined five theory—driven categories based on
the literature study. Those categories are: the reason for entrepreneurship, preparation for the
business, start of the career, risks and the family background. The findings indicated that the
categories were filled/saturated with the mutual interaction of many factors and impacts. The
content of the individual categories is presented in Table 2, including selected quotes.

The second aim of the study was to outline the career profiles of the young entrepreneurs.
Seven profiles of young entrepreneurs are presented below. They cover the five categories
(reasons for entrepreneurship, preparing for entrepreneurship, career launch, risks and family
background). The names of the profiles reflect specific features of the young entrepreneurs.
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Table 2. Features of the beginnings of young people’s entrepreneurial pathways in five

predefined categories

Category 1: Reasons for embarking on entrepreneurship

Building the foundations

Opportunity to stay in Slovakia

Parents had their own business

Not being an employee

Self-development/Self realization

To create values

Pleasure

No restrictions

The need for autonomy and
flexibility

Seizing the opportunity

Solving situations

’

“Get ready for bigger things.’

“Create space for better things that I will enjoy.”

>

“My own business was a way I could stay in Slovakia.’

>

“I have never seen anything else at home.’
“I didn’t want to be an employee.”
“...anything but sitting in an office”

“...to progress, to develop in some way, for me and the
company.”

“I want to hand over values to people.”
“I enjoy it!”

“I can see no limits.”

“There are no limits, that’s why [ have my own business.”

“It was the only way I could devote my time to the sports
club I'm in charge of.”

“I wanted to be in control of my time.”

“There was an opportunity and I wanted to seize it. That’s it.
| didn’t have any other reasons.”

“...the person is looking for something they can’t find, that’s
why they go into business. ”

Finance “I needed to pay my bills.”
Category 2: Preparing for entrepreneurship
In the family “I have the know-kow from my father...”

Looking for the opportunity

Inspiring stories

Studying the theory

With a coach

Getting the contacts

“...what’s the gap in this particular field in Slovakia ...”

“...in my case, reading a book, a business story of a similar
person or a similar company or the field I'm working in
worked very well. There’s much more.”

“There are courses on the theory. I did course XXX. They
teach you all the different aspects in a general sense. You can
learn it.”

“I found a coach who’s had his own business all his life. He
taught me the drive and the skills and | started gaining lots
of abilities.”

“...most of the contacts I have, are from my family.”; “..I met
new people...”
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During my studies

Getting to know oneself

Keeping your eyes open

Getting the starting capital

“..I studied machinery and 3D design and I discovered it
could be used in the family production.”

“...first I told myself what I could do, what | was good at or
even better at than other people...”

“I got the idea abroad, as Itravelled alot and saw new
cultures, met new people, | observed my surroundings so
| had what’s known as an open mind-set.”

“It’s a reasonable amount of money which I'll be able to pay
back doing an ordinary job.”

Category 3: Starting the business

Take action

I do what | like

Listening to (the customers)

Being aware of the environment
Perspective

With someone

’

“To target the first customers and tell them what I can do.’

bl

“... Twant to do this.’

“You have to listen to the customers, to the other side.
Because this is something not everybody is willing to do.”

“To see the market, to see the market situation, to see more
than the others.”

“...this is not the only thing.”

“...with my brother..”; “..with a good friend”; “...with my
parents/father...”

Category 4: Risks

Financial loss

Loss of motivation

Always present

Innovative

Unpredictable situations
Minimizing the risks

Other losses

“It’s common. I mean the financial risks, especially with the
initial investment.”

“I'm lacking the motivation to try it again and again and
again ...”

“..the risks are daily.”

“When someone stops coming up with new ideas and has
been doing one thing for a long time, in a few years’ time
they may not be in business anymore.”

>

“Someone may decide to ruin you.’

“A businessman tries to manage the risks, to make them
smaller, have a smaller impact.”

“You could lose the client.”

Category 5: Parents — Family background

Business experience
No business experience
Supporting

Ironic

“My parents have their own business”; “I’ve seen it since |
was a child.”

bl

“No one in our family has business experience.’
“Every parent wants to support their child.”

“... so I was told: | knew you wouldn’t work it out.”
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Initial scepticism “My mum asked me: When are you going to get a normal

job?”
) ] ) “I was discouraged from going into it full on...”; “At first,
Discouraging, careful, protective 1), harents didn't want either me or my brother to set up a
business.”
Different generation “Our parents grew up in an era when having your own

’

business was forbidden.’

“To me, this is the basic principle of having your own
Good upbringing/responsibility {msii?ess. I'm very responsible when it comes to paying

invoices. | see the person, the other entrepreneur on the

other side who needs money to pay for his business, too.”

PROFILE 1 (ADAPTIVE CREATOR) (aged 28, university degree, jewellery making)

This young entrepreneur’s reasons for going into business were quite clear from
childhood as his family ran their own business. Life and business were just obviously connected
“I'd never seen anything else at home. I took it as being quite natural.” He wanted to bring
something of his own into the family business so he introduced the technological knowledge he
had gained at university into the business. He is continuing the family business using innovative
methods that link his studies with the business opportunity. He started his career using his
creative approach “Business ideas are everywhere”. He feels confident and established and so
is not worried about the risks “You get over them more easily when you start a business at a
young age”. When discussing the family business he said he would prefer a non-family business
“If I could choose, I would never go into business with my parents or with other family
members”.

PROFILE 2 (DISSATISFIED DAREDEVIL) (aged 30, university degree, food imports)

This entrepreneur did not come from an entrepreneurial background. He decided to go
into business having experienced working for companies. His reasons were clear. He disliked
being employed in companies and wanted to achieve something for himself. “I was dissatisfied
with my career and was looking for opportunities to change”. He identified these when
travelling abroad. The idea came to him and he started making preparations to go into business.
He and a friend had a plan so they did some market research, identified a gap in the market and
seized the opportunity.

When he and his friend began their entrepreneurial career, they had no experience, “we
made a rough calculation” never to be entirely happy with anything on principle.

“We said to ourselves, let’s go for it! We had a specific goal we wanted to achieve and
we set out the timeframe within which we wanted to achieve it.” He had no idea what the
potential risks might be: “it was difficult to estimate. You sometimes do things without thinking
and take the bull by the horns but that’s what you have to do when running a business.” AS
there were no entrepreneurial roots in his family, DD’s parents were sceptical but he thought
that was a good thing “... we always listen to our parents, as they look at it all from another
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perspective.”

PROFILE 3 (UNLIMITED OPTIMIZER) (aged 28, secondary education, runs a clothing
shop)

The reason this entrepreneur went into business was that he couldn’t make decisions in
the jobs he did. He tried a number of jobs but was unhappy and terribly bored, “I could only do
what I was told, it was holding me back and I couldn’t make any progress”’. He decided to run
his own business because “...there are no limits”. When preparing to go into business he was
guided by two things: 1) his own strengths (what I'm good at) and 2) what was lacking in
Slovakia. Despite launching a successful career, he sees it as temporary solution “... to me, it’s
not what I want to do forever.” He is a risk optimizer, “I didn’t invest much money into the
business”. He is cautious about risks: “There are always risks, you never know what might
happen...”. Nobody in his family had run a business so his family held negative views about
his entrepreneurial decisions, “...they held me back, told me not to go the whole way, as it would
end in bankruptcy for sure and I would be left with nothing...”, they had no confidence in the
idea, “If I had done it as [ wanted, it would be 30-40% better now.”

PROFILE 4 (PERSUASIVE VALUE CREATOR) (aged 30, university degree, training
and education)

This young man opted for an entrepreneurial career because he lacked flexibility in his
former job. He did not want to be limited by rigid working hours: “I didn 't like the eight to four
routine.” When preparing to launch his own business, he looked for a gap in the market that
would enable him to make full use of his potential and experience “the things that worked for
me, I started to sell on”. He went from idea to activity. “I targeted my first customers and told
them what I could do”. At the start of his career, his aim was to create values for customers. So
he listened carefully to his customers explanations of their requirements and then thought about
how he could improve their training, “I literally tried to read between lines when talking with
customers”’. He is aware of the risks and so he advises them to keep their eyes open, “financial
risks can appear very quickly”. His father had run a business for a short time but it was
unsuccessful and this negative experience remained with the family. His mother pushed him to
get a “normal job”: “she saw that I had created and written something, |1 was in a hurry to
achieve something she didn’t understand and so she tried to stop me. But I felt it was because
she was trying to protect me.”

PROFILE 5 (ADAPTIVE IMPLEMENTER) (aged 30, university degree, construction
project manager)

The reasons this young man became an entrepreneur were obvious: he wanted to be in
control of his own time and to escape from a corporate way of working that he strongly disliked.
When preparing to go into business, he looked at his father’s career and the opportunities in the
family business, “I capitalized on the know-how around me”. He reassessed the possibilities
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and joined his father, “my father clearly supported me, he shares his experience and contacts
with me. My mother keeps asking me when will I get a normal job.” While launching his
entrepreneurial career, he was wondering how he could bring innovation into his father’s well-
established business. He is well aware the risks are always there, the financial ones especially,
but other risks too: “you can lose your name, status and even your health when you fail.”

PROFILE 6 (RESILIENT PREDICTOR) (aged 26, university degree, drinks
manufacturer)

This young man’s pathway into entrepreneurship opened up once he had identified the
opportunity: “there was an opportunity and I wanted to seize it.” My studies and time spent
abroad had enhanced my entrepreneurial activities: “I started my business while I was a
university student, six months before graduating”. He emphasized his “open-minded”
approach to everyday life. He thinks there are many opportunities around; you just have to spot
them. He patiently followed his dream and did not allow other people to distract him from it.
He and his brother shared the work on the final stage of the preparations for launching the
business: “I am in charge of the marketing and my brother is responsible for production. We
help each other, he does one part and I do the other.” Risks present themselves everyday: “an
entrepreneur is a kind of psychopath, as he is willingly to risk his own money, time and part of
his personal life. Something could happen at any time.” He talks of “acceptable risk”: “The
price wasn’t that high, so if it hadn’t worked, I wouldn’t have had huge regrets.” Nobody in
the family had been in business. His parents did not want their sons to run their own business
at the beginning, but... “...when they realized they couldn’t talk us out of going into business,
they began supporting us and they still do”. All in all, the business made us join forces as a
family: “I run the business together with my brother.”

PROFILE 7 (GOAL ORIENTED SELLER OF IDEAS) (aged 27, secondary
education/university studies not completed, soft skills trainer)

This young man decided to become an entrepreneur because he sought financial
independence and personal autonomy. He began preparing to go into business when at
university. He discovered he had the drive to create his own career trajectory: “I was developing
more skills and competences and I immediately put these into practice”. At the start of his
career, he was very active in contacting potential clients and offering his services: “selling the
idea was my main activity.” He was prepared to accept risks. He mentions innovative risk as a
serious threat: “When an entrepreneur stops coming up with new ideas, he/she may go bankrupt
sooner or later.” His family has no business background and his parents were sceptical about
his career at the beginning but are now supportive: “... I was told: Oh, I didn’t think you would
succeed, and of course it was a challenge for me and strong motivation for me to achieve.”

Discussion

This study and the findings presented here contribute to what we know about the
processes and background to the entrepreneurial beginnings of young people. The analyses of
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the material show that young people’s decisions about entrepreneurship are influenced by many
factors. In addition to well-known factors such as the potential for self-realization, autonomy
and family influence (Pilkova et al., 2017), our findings suggest that entrepreneurship presented
young, competent people with a means of staying in Slovakia, and in their home region. The
local market in Slovakia is not saturated, and so it is easier to find business opportunities (gaps
in the market) and there is less competition among SMEs. The responses of the young
entrepreneurs suggest that travelling and seeking inspiration abroad are one way of discovering
business opportunities. Environmental factors and the influence of the family are often
discussed in the literature (Schoon & Duckworth, 2012). Entrepreneurial parents usually play
an influential role, but supportive parents with no business experience can act as good models
by displaying useful competencies through good attitudes to work. Moreover, our findings show
that entrepreneurship strengthens communication and family relationships.

The participants of our focus group demonstrated that they had the courage to take the
first step and set up their own business and the willingness to share their experiences. The
research findings provide valuable insights that we were subsequently able to draw on when
creating a training programme for university students called “Do something!”, on developing
entrepreneurial skills (Kozarova, 2018; Kozarova & Fedakova, 2018). We expect that these
real-life profiles of young entrepreneurs who launched their careers while still at university will
encourage other students embarking on their career path. There is potential for business
universities to focus on developing competencies and to provide a “contact environment” in
which students can gain their first business experience (Salem, 2014). More than 50% of
graduates do not work in the field they studied (Trexima, 2019). Entrepreneurship could
therefore present an alternative means of self-assertion while preventing brain drain.

The limitations of our study are the small research sample, the fact that all the participants
were men within a single age category from one region in Slovakia. However, group
homogeneity can also be considered a strength in qualitative analysis. In the future, we are
planning to carry out a study with female entrepreneurs. Comparing different age categories
when investigating the start of the career path could also enrich the research. The outputs of the
content analysis may serve as a basis for measuring the entrepreneurial start.
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Abstract

Objective. This paper wants to empirically test hypothesis that team leader's (who is the
strongest determinant of communication climate and shared mental models within the team)
higher frequency and quality of communication leads to higher performance.

Method. Hypothesis was tested on a sample of 237 leaders of sales teams from a large financial
institution. The team leaders were rated based on quality and frequency of their communication
by their subordinates. Team leaders had to be in their positions at least for 1 year. Standard
sociomapping items with previously demonstrated reliability and validity were used to measure
communication. Team performance was measured by average team member's annual revenue.

Results. Regression analysis showed positive effect of quality and frequency of team leader’s
communication on team performance.

Conclusions. From theoretical perspective, the paper follows up on studies investigating
relationship between communication satisfaction and team performance. Practical
implications lie mainly in s interventions and other efforts to improve communication within
organizations. Further, it highlights the necessity to consider managers’ communication-
related competencies during their selection and consecutive development.

Limitations. The main limitations of this study are its cross-sectional character and specificity
of the sample (effect of intervening variables such as company culture cannot be excluded).

Keywords. team leader; quality of communication; frequency of communication; team
performance; sociomapping
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Introduction

Work teams are a group of people striving to achieve a shared goal. In order to act
collectively, team members have to coordinate their actions. This coordination necessitates
mutual communication of individual team members (Marks, Mathieu, & Zaccaro, 2001). This
highlights that the team’s ability to achieve shared goals should be dependent on frequency and
quality of mutual communication between individual team members (Marlow, Lacerenza,
Paoletti, Burke, & Salas, 2018) where particularly the team leader’s communication should play
a crucial role (Marks, Mathieu, et al., 2001). However, scientific investigation of this topic
provided mixed results (Bahbouh, 2012; Leenders, Engelen, & Kratzer, 2003).

The first reason for these mixed findings could be that not all communication between
the team members has to be instrumental toward accomplishing the shared team task. In fact,
even though communication about personal topics can promote trust within the team, it can also
serve as a distraction from working on the shared team task (De Dreu, 2008).

Second, the stage of development of the team or the stability of its environment may
come into play. As we described earlier, communication is crucial when individual team
members need to coordinate in their shared goal pursuit. However, after certain experience with
the task, all team members develop a good cognitive representation of how to coordinate; i.e.,
good shared mental models and transactive memory systems are present, and high frequency of
communication can be redundant or even a hindrance while working on the team task (Edwards,
Day, Arthur Jr., & Bell, 2006; Lewis, 2004; Marks, Sabella, Burke, & Zaccaro, 2002).

In addition to these concerns, there are also frequent caveats to team performance
measures. Researchers have either been working with team’s performance in some artificial
tasks in lab settings, which leads to questions about generalizability of such findings (e.qg.,
Marks, Mathieu, et al., 2001), or actual field data about performance are used, where there could
be any number of intervening variables between the effect of frequency and quality of
communication on team’s performance, such as business cycle or dependency on other external
factors (Kendall & Salas, 2004).

Sociomapping and communication research

Sociomapping is a process that allows for an analysis and depiction of team
communication. It uses a set of standard relational scales whose outputs are visualized in the
form of sociomap, which is a graph depicting communication patterns within the team using
landscape metaphor for more intuitive reading (Bahbouh, 2012). Sociomapping has been used
for investigation of team communication since HUBES (Human Behavior in Extended
Spaceflight) high fidelity spaceflight simulation experiment in 1994 and consecutively in
EKOPSY (1995-1996), Mars 105 (2009), Mars 500 (2010-2011) and Sirius 2017 (Bahbouh,
2012).

The importance of communication has been emphasized by cosmonauts themselves.
Especially a conflict between two crew members, which led to premature termination of space
mission or the first recorded space strike leading to cutting off of the control center from the
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space crew. In addition, even SPHINX 1999 high fidelity space flight simulation had to be
terminated due to conflicts within crew. Nowadays, the relationship between communication
and team performance (or its failure) of space crew a well-established fact (Kanas & Manzey,
2008; Landon, Vessey, & Barrett, 2016).

Similar picture can be drawn from aircraft crew setting, where communication failures
presented the most frequent reason for air crashes in the 90es, with estimates from 70 to 80%
(Lauber, 1987; Tajima, 2004).

Nevertheless, aircraft accidents are an extreme example of team failures. It is much
harder to estimate failures in common work teams. Some sources estimate that 50% of work
team failures are due to suboptimal communication (Brent & Dent, 2017). In common work
teams, we can expect similar relationship between communication and performance, which
nevertheless presents some difficulties with operationalization of team performance. Extensive
meta-analysis of 72 studies compiling information about almost 5000 teams showed
relationship between communication, information sharing, and performance (Mesmer-Magnus
& Dechurch, 2009). This relationship is collaborated by other studies (Becerra & Gupta, 2003;
Hirokawa, 1980). Nevertheless, some other studies identified inversed “U” relationship
between communication and performance, where too much communication can hinder team
performance (Leenders et al., 2003; Smith, Olian, Sims, & O’Bannon, 1994).

Role of team leader’s communication

Previous research has shown that among all team members, team leader’s
communication is critical in all stages of team’s task work. Team leader is frequently the source
of information about the task, especially in organizational setting, where leader represents and
disseminates information from the organization to the team as well as communicates on team’s
behalf with the organization (Fleishman et al., 1991). Indeed, previous research has shown that
team leaders’ communication is crucial for team members shared mental models and transactive
memory systems (Marks, Zaccaro, & Mathieu, 2001) and that team leaders’ communication is
perceived as more important and team members communicate with them more frequently as
compared to other team members (Bahbouh, 2014). Team leaders also play key role in creating
team climate. (Dragoni & Kuenzi, 2012). As such, we expect that quality and frequency of team
leaders’ communication will be positively related to team performance, where quality of team
leader's communication is defined as an extent to which it is clear, complete and timely
(Gonzalez-Roma & Hernandez, 2014; Rozehnalova, 2013).

Method
Sample

Data about frequency and quality of communication from 237 managers of sales teams
from a large financial institution was collected. The data collection was a part of more complex
development center program. The inclusion criteria were that the managers had to be in their
position for at least one year. After consenting to participate on the development center
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program, subordinates of each manager were contacted to fill in measures of frequency and
quality of their communication with the particular team members. The average size of the team
was 9.679 (median =9, SD = 4.245), team size ranging from 3 to 26 with average response rate
67.7 %.

Measures

Communication measures. Standard sociomapping questions for measuring frequency
and quality of communication were used (Bahbouh, 2012; Rozehnalova, 2013). Frequency of
communication was measured by “How often does your superior communicate with you about
work-related matters?” statement, which was rated on 5-point scale (1 — almost never, 5 —
almost all the time). Similarly, quality of communication was measured by “Rate your
superior’s quality of communication in terms of its content and timeliness” statement, which
was rated on 5-point scale (1 — could often be higher, 5 — often above average). These scales
showed to have high test-retest reliability (mean r =.798) and validity (e.g., correlation between
current frequency of communication and estimation of time spent together was r = .781; for
more information see Bahbouh, Rozehnalova, & Déchtérenko, 2013; Rozehnalova, 2013).

Table 1. Descriptive statistics for variables of interest

N Minimum Maximum M SD
Communication frequency 237 2.267 5 4.247 0.502
Quality of communication 237 1.8 5 3.844 0.583
Team size 237 3 26 9.679 4.245

Average team member's
annual revenue

Note. * Approximately 1 800 EUR.

237  -112045.055 122530.945 0 45610.831*

Ratings of manager's frequency (rwe mean = 0.8, SD = 0.17, median = 0.85) and quality
(rwe mean = 0.75, SD = 0.13, median = 0.77) of communication showed sufficient within-
group agreement (cf. LeBreton & Senter, 2008) to justify their aggregation to team-level means,
consistent with direct-consensus model (Chan, 1998; Kozlowski & Klein, 2000). For
descriptive statistics, refer to Table 1.

Team performance. Team performance was measured by average team member’s
annual revenue in CZK. Due to the sensitive nature of this information this variable was mean-
centered for the purposes of this paper (SD = 45610.831), see Table 1. for details.
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Table 2. Correlations of variables of interest

Average team

Frequency of Quality of Team .
e 7~ ; member's annual
communication communication size

revenue
Frequency of o § o o
communication 1 0.625 0.287 0.185
Quality of () go5* 1 -0.105 0.196%*
communication
Team size -0.287** -0.105 1 -0.011
Average team
member's annual 0.185** 0.196** -0.011 1
revenue

Note. **. Correlation is significant at the 0.01 level (2-tailed).

Results

To test our predictions about the relationship between manager’s communication and
team’s performance, we conducted linear regression analysis. Previous research showed that
frequency of communication is affected by team size (Vrany & Bahbouh, 2014) and indeed,
even in our sample there was a significant correlation between team size and frequency of
communication, refer to Table 2. Therefore, we always first entered team size as a control
variable into the model. In the first tested regression model, entering Frequency of manager’s
communication explained 3.6% in average team member’s annual revenue and this change in
R? was significant, F(1, 234) = 8.774, p = 0.003!. The relationship between manager’s
frequency of communication and team performance was positive (b = 18027.777, p = 0.003),

refer to Table 3.

Table 3. Regression of communication on team performance.

Model S b SE t p
(Constant) 1120330 7404392 0.151 0.880
Team size 0011  -115.745 700.785  -0.165 0.869
(Constant) -81370.080  28785.285 -2.827 0.005

, Teamsize 0.046  496.997 719.836  0.690 0.491
Egi?%i?}cizaﬂon of 0108 18027777  6086.058  2.962 0.003
(Constant) -60404.236 21351011 -2.829 0.005

3 Teamsize 001  106.708 602.409  0.154 0.878
Quality of communication ~ 0.198 15445814  5039.389  3.065 0.002

Note. Dependent Variable: Average team member's annual revenue

1 R? of the whole model was .036, F(2, 234) = 4.401, p = .013.
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In the second tested model, entering Quality of manager’s communication explained
3.9% in average team member’s annual revenue and this change in R? was significant, F(1,
234) = 9.394, p = 0.0032. Quality of manager’s communication was also positively related to
team performance (b = 15445.814, p = 0.002).

Discussion

Our findings about the positive effect of manager’s frequency and quality of
communication on team performance have several important implications. First, this study
replicates previous findings from lab setting, where team leader’s briefs improved team’s
performance, especially in novel environments (Marks, Zaccaro, et al., 2001). It does so in field
setting using long-term teams with real-life team performance measures (Kendall & Salas,
2004). On the first glance, the effect size of standardized regression coefficients seems
relatively small. However, considering the number of potential intervening variables that can
influence the processes that lead from team leader’s communication characteristics to his or her
team’s objective performance in terms of its sales (i.e., the sources of error, see Mesmer-
Magnus & Dechurch, 2009 for more information) and the practical real-world effect as
described by unstandardized regression coefficients (i.e., the actual change in team’s sales
based on changes in team leader’s communication characteristics), the effect size seems to be
relatively strong (cf. Kelley & Preacher, 2012). Manager’s ability to communicate effectively
and to be in touch with his or her team showed to be a significant predictor of team performance
and as such it should be the focus of training interventions for emerging leaders and
communication-related competences should be considered during team-leader selection
process.

However — and perhaps more importantly — the current study presents evidence for
validity of established communication measurement scales used in sociomapping (Bahbouh,
2012; Rozehnalova, 2013). These seem to be able to capture managers’ key behaviors that are
necessary for effective regulation of team processes that are essential for team performance.

This study has certain limitations. For example, its cross-sectional character should reflect
in certain caution when making claims about causality between our variables of interest. Future
studies should map the relationship between trends in manager’s communication and team
performance over time. In addition, data from one organization were collected, which means
that we cannot exclude the potential effect of intervening variables, such as organizational
culture. As such, it would be desirable to replicate current finding on a more varied sample.
Similarly, information about the size of a branch and size of settlement where the team resided
was not available. Future studies account for these intervening variables in order to make the
team performance more comparable.

Future studies should also investigate the factors that influence perceived quality of

2 R? of the whole model was .039, F(2, 234) = 4.711, p = .010.
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manager’s communication. Our sociomapping scale serves as a starting point for interventions
and as such it is designed to capture as wide scope of problems as possible so it can start the
corrective process. Future studies should use more nuanced models of manager’s
communication so the effect of different aspects of communication behavior can be compared
in their effect on team functioning and performance. In addition, it should be investigated, how
quality of team leader’s communication influences quality of communication within the whole
team. Previous research on similar population showed that communication quality as a team
level concept is a good predictor of team-level performance (Gonzalez-Roma & Hernandez,
2014) and there is a growing body of evidence suggesting that team leaders are strong
determinants of team climate and other team level concepts (Dragoni & Kuenzi, 2012).
Sociomapping tool can be a great source of insight into these processes.
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Replication of psychometric analysis of the 4Elements Inventory (4El) in
the general population
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Abstract

Obijective. The 4EI questionnaire, based on a four-factor personality model derived from the
metaphor of the four elements, was standardized in 2008 in the form of a 100-item version on
a quota representative Czech sample (N=493), after ten years of prior development. Following
that, it was also standardized based on quota representative samples in the US and Spain.
In 2018, the psychometric analysis of 4El was replicated on a sample of the general
population (GP).

Method. The GP sample was comprised of all those who filled out the questionnaire since
the aforementioned standardization (N=13 298, 58.5% females, average age 36.7, SD=9.7).
A basic descriptive statistics item analysis, correlational analysis of the four elements
(dimensions), as well as reliability measures and exploratory factor analysis were all repeated
on this sample and compared with the previous analyses’ results.

Results. In both samples, the difficulty of all items ranged between .1 and .9 and all items
correlated with corresponding scales at least .2 or stronger. All four elements (dimensions)
reached a high reliability, comparable with the previous estimations. The EFA of a priori four-
factor structure showed results comparable to those of the analysis performed ten years ago.
Factor scores as outputs from EFA highly correlate with raw scores of four measured elements
(from .96 to .71).

Conclusions. Our study provides support for the psychometric qualities of the 4ElI
questionnaire, even using the new, extended GP sample.

Limitations. The EFA as an exploratory tool provides sufficient evidence neither for the
stability of factor structure in time nor for the factor validity. Therefore, there is a new article
about 4EI in progress, where the results of CFA and ESEM will be provided.

Keywords. Personality; 4 elements inventory; reliability; validity
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Introduction

The search for the basic elements that are latent in the background of diversity and
variety, started the philosophy itself in the 6th century BC. For more than two thousand years
it has been widely accepted that these are four basic elements - water, fire, air, and earth (Ball,
2004; Rupp, 2005). Aristotle combined four elements with the four basic polarity characteristics
wet-dry and hot-cold (Ball, 2004), continuing the Hippocratic tradition, which, by changing the
ratio of elements (and their properties), explained differences in human behavior and disease
incidence (Hippocrates, 1881). This way of thinking has for long predetermined not only the
perception of the outside world, but also the linguistic and thought metaphors in which people
considered the inner world, that is, personality differences. This can be seen in the long-term
use and extension of the speculative conceptions of the four basic temperaments that many
philosophers, psychologists, and physiologists have returned over the centuries (Matthews,
Deary, & Whiteman, 2003; Chamoro-Premuzic, 2014). Given that factor analysis offers
multiple factor models of personality, we wondered whether the two-and-a-half thousand-year-
old speculative metaphor of the four elements was psychometrically supported. In the
affirmative, we were interested in the relationship of a four-factor personality model to the five-
factor Big Five model, which can be understood as an integrative and generally accepted
personality model that has dominated the number of publications over the past decades (De
Raad, 2009; John, Naumann, & Soto, 2008). Moreover, we also wanted to explore relations of
the four-element personality model to the psychobiological concept of the four-factor
temperament described as a part of TCI-R by Cloninger (1999), as this model of personality
has had considerable influence within psychiatry and psychology during the last 20 years
(Farmer & Goldberg, 2008).

The first step in addressing this issue was to determine whether people were considering
similar characteristics with the individual elements. We first addressed this question through
in-depth interviews, in which we tried to inquire in detail about the behavior and characteristics
of people that the interviewees would select as typical representatives of a particular element
(Bahbouh et al., 2006). For the lexical characteristics that we obtained through this qualitative
research, we then found on another sample whether people tend to associate them with one
element more strongly than with another. These quantitative data were supplemented by the
results of the semantic differential of the individual elements (Abramcuk, 2009). This material
was used to create a pool of items that were repeatedly tested in different assemblies.

4EI has been in development since 2003 and underwent several standardizations and
psychometric analyses in the following five years (Bahbouh et al., 2006, Fajmonovad &
Bahbouh, 2008; Rozehnalova & Bahbouh, 2010, Bahbouh et al., 2012), throughout which
the current 100 items were consecutively selected from originally over 400 items. The 5th
version of 4EI questionnaire was standardized on a quota representative Czech sample (N=493)
in 2008 in the form of a 100-item version (Rozehnalova & Bahbouh 2010). Considering
the number of respondents, exploratory factor analysis was carried out to reveal the latent
structure of the questionnaire. Since the highest factor saturation found for individual items was
in line with the assumption of their elemental assignment, four factors were named by elements.
The questionnaire also showed very satisfactory psychometric characteristics (Bahbouh et al,
2012).
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The test has been used most frequently in workshops and self-development programs.
The main reason for this application area was the fact that the metaphor of the four elements -
unlike many other technical terms - is well (and similarly) understandable. The agreement of
people on the elements’ attributes is due not only to the fact that the elements have generally
known physical characteristics but also to the fact that they are used extensively in metaphors
describing human behavior. For instance, we say that someone is “down to earth”, “having
a heated argument”, “has their head in the clouds”, “is drowning in emotion” and so on.
The advantage of the 4El1 is that it does not consider the elements as categories or types to which
people are assigned, but as four dimensions that we all have developed to a certain extent. None
of the elementary dimensions is perceived as clearly positive or negative. We consider it
advantageous that the concept of personality description, which has been part of the linguistic
and cultural tradition of many nations for more than 2,500 years, can be easily and
psychometrically soundly operationalized in a simple and psychometrically healthy manner
without a significant shift from the common understanding of the elements.

During the ten years, it was possible to gather various proofs of validity. The construct
validity of the 4EI was subsequently analyzed in a series of studies focused on convergent and
discriminant validity. For example, the correlation with EPQ-R or NEO-FF-I (Abramcuk,
2011), NEO-PI-R (Hochel, Fajmonova, Rozehnalova, & Bahbouh, 2011; Bahbouh et al., 2012),
MBTI and HPI (Rozehnalova & Bahbouh, 2010) and Cloninger’s TCI-R (Rezabkova, 2018).
Table 1 and Table 2 show some of the results, more can be found in the original literature and
in the manual of the 5th version of 4EI which is currently in print (Bahbouh & Hoschlova, in
print).

Table 1. Correlations of NEO-PI-R scales and 4El scales, N=342 (Bahbouh, Rozehnalovd,
Fajmonova, & Snehotova, 2012, p. 24)

N E @) A C
Air 10 45 .29 -.19 -.30
Earth -.02 -12 -.35 -.05 .69
Fire -.15 .56 14 -.28 .08
Water .62 -.40 .04 -.01 .26
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Table 2. Correlations of TCI-R scales and 4EI scales, N=51 (Rezdbkovd, 2018,
p. 77)

HA NS RD PS
Air -.55 73 22 .03
Earth 11 -.64 -31 .50
Fire -74 51 -.08 45
Water .69 -.33 .32 - 47

HA=harm avoidance, NS=novelty seeking, RD=reward dependence, PS=persistence

As a part of contrast validity research, several authors studied the differences
in the representation of individual element scores among various types of professions
(Fajmonova, Bahbouh, Rozehnalova, & Hochel, 2011), or specific professions such as athletes

(FrainSicova, 2013), managers (Koldova, 2014), or professional soldiers (Bfeit & Hefman,
2019).

More than 13000 respondents have been tested by the Czech wversion of
the questionnaire over the last ten years. This scope allowed us to perform a confirmatory factor
analysis and compare it with the results of a CFA of other personality tests (to be published as
part of another study being prepared). At the same time, it offered us an interesting opportunity
to repeat after ten years the same exploratory analysis procedure used in 2008, thereby obtaining
and comparing all psychometric data in a replication study, the procedure and results of which
are now summarized here.

Method
Sample description

The general population sample (referred to under the acronym GP) includes all those
who filled out the 4EIl questionnaire between 2011 and 2018; in total 13 298 respondents
(58.5% female, 41.5% male, average age 36.7, SD = 9.7). The majority of the sample is formed
by employees of medium to large companies in a productive age between 25 and 45 who took
part in talent programs, leadership programs or other personal development programs whose
part was the 4El diagnostic. Other respondents in the sample wanted to fill out the 4El
questionnaire out of personal interest and self-development reasons.

This GP sample will further be compared to the Czech standardization sample, which
was collected in 2008 based on quota criteria (age, gender and education), such that it would be
quota representative of the Czech population. This sample (referred to under the acronym CZ2)
included 493 people (49.1% female, 50.9% male).
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4EI Description

The 5" version of 4E| consists of 100 items, and the score of each element trait is always
comprised of a sum of 25 items. The 100 statements are all rated on the same three-point scale:
| agree, | cannot decide, | disagree.

The inventory was constructed exclusively as a development instrument for the adult
working population. Most frequently, it is used by members of top management, higher and
middle management, lower management and team leaders, specialists, administrative workers
and university students.

The study of test-retest reliability from 2013 on the sample of 123 people showed
reasonably stable results even after longer period of time. The average correlation of two
measures after three months was .83 (Air: r = .85; Earth r = .82; Fire: r = .89; Water r = .77)
and after 9 months .79 (Air: r = .81; Earth r = .84; Fire: r = .82; Water r = .68). A thorough
description of the study and its detailed results are available in the 4EI manual (Bahbouh &
Hoschlova, in print).

Internal consistency of individual element scales measured by McDonald’s Omega
(N=13 298) shows convincing results for all elements: Air: @ = .78; Earth: w = .81, Fire: w =
.88, Water: @ = .82. Cronbach’s a coefficients and Guttman’s split-half coefficients are reported
in this paper’s results below, nevertheless they show very similar values as Omega.

The available language versions are Czech, English and Spanish. For the English version,
norms are available from 2010, and a new data collection is presently ongoing based on a quota
representative sample of the US population. Norms from 2010 are also available for the Spanish
version, obtained from a quota representative sample of the Spanish population.

Data analysis

To describe the raw scores (RSs) of the four elements, standard descriptive statistics
were calculated. A comparison of the means of the RSs of elements between the GP and CZ
samples was performed using a t-test, to calculate the correlation coefficient among the RSs of
the elements, the Pearson correlation coefficient was used. Considering the high number of
cases in both samples and no extreme deviations from the normal distribution (skewness,
kurtosis), parametric methods seemed to be appropriate.

In order to confirm the reliability, both samples’ internal consistency was analyzed using
Cronbach’s a coefficient, and the split-half reliability was verified using the Guttman’s
coefficient for unequal length, given that each of the 4 element scores is comprised of 25 items.

The construct validity study, namely the examining of the four-factor structure of the
4EI questionnaire, was performed using exploratory factor analysis; for the extraction method,
the principal axis factoring method was used with the Varimax rotation. We decided on the
exploratory approach for two reasons. Firstly, we wanted to understand whether the search for
four mutually non-correlated factors in the 100-item 4EI data would lead to a solution whose
derived factor scores would correspond to the RSs of the element scales. Besides, given the
sample size, the number of items and the resulting scales of the questionnaire using a
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confirmatory factor analysis would not have been suitable for the CZ sample. In this replication
study, we thus focused on comparing the results while maintaining the same exploratory
approach and FA methods as used in 2008 for the standardization sample CZ.

All analyses were conducted using the statistical software SPSS 25.0.

Results
Description of the raw scores (RSs) of the main scales and their comparison

The basic descriptive characteristics of the four RSs corresponding to the four main
scales of 4El are shown in Table 3. The mean of the Air scale did not differ in a statistically
significant way in the observed samples, despite the large size of sample GP, t(13789) = 0.51,
p =.614). In the subsequent two scales, we observed statistically significant differences, which,
however, had a very low effect size value: Earth, t(13789) = 3.04, p = .002, d = 0.14; Fire,
t(13789) = 3.28, p = .001; d = 0.15. In both cases, the average value of the Earth and Fire scales
was larger for the GP sample than it was for the CZ sample. A different result was found for
the Water scale, where the average value was significantly lower in the GP sample compared
to the CZ population, t(13789) =9.50, p <.0001, d = 0.44. Nevertheless, the observed difference
did not even reach the medium effect size value (0.5).

Table 3. Descriptive characteristics of the raw scores of the four main 4EI scales for both
samples

Sample GP (N=13298) Sample CZ (N=493)

Air Earth Fire Water Air Earth Fire Water
Mean 14.42 17.51 13.06 12.24 14.52 16.89 12.19 14.35
Median 145 18 13 12 15 17.5 12 145
Mode 14 21 15 11 13 20 10 16
Std. Dev. 431 4.44 5.79 4.85 4.52 4.82 5.83 4.70
Variance 18.61 19.71 33.53 23.57 20.46 23.19 33.94 22.10
Skewness -.18 =77 -.10 A2 -21 -.57 A1 -12
Kurtosis =27 .20 -.79 -53 -.35 -.32 -.88 -.50

Item analysis

All items were validated for their difficulty and correlation with the RS; for both samples
(GP and CZ), no item had a lower difficulty than .1 or higher difficulty than .9, and all items
correlate with the corresponding HS element on a .2 level or higher, where the average
correlation of the items with the RS they form was in the range of .39 (Air),
through .42 (Earth), .43 (Water), to .51 (Fire).
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Correlation between the RSs of individual elements

Both correlational studies for the GP sample (Table 4) and CZ sample (Table 5) suggest
negative correlations between the Fire and Water elements, as well as between the Air and Earth
elements. These correlations do not exceed .45; due to the low resulting coefficient
of determination (approx. 20% mutual variance), we consider these pairs to be individual
dimensions, rather than two poles of a single dimension. Aside from the aforementioned pairs,
we repeatedly found an even stronger positive correlation between the Fire and Air element
pairs, which is probably related to extroversion and orientation towards contact with other
people, which is very typical for both of these elements.

Table 4. Correlation between the RS of individual elements in the GP sample (N=13298)

Air Earth Fire
Air
Earth -.36
Fire 49 -.07
Water -.07 -.03 -41

Table 5. Correlation between the RS of individual elements in the CZ sample (N=493)

Air Earth Fire
Air
Earth -45
Fire 47 -.18
Water -.08 .06 -44
Reliability

For both samples, a high reliability level was found, as measured both by the Guttman
coefficient, as well as by Cronbach’s a (see Table 6), for all element scales, where the Fire
element scored the highest for both samples, followed by Earth and Water with comparable
values, and the lowest values was found for the Air element in both standardization samples.
Nonetheless, the reliability values still correspond to an expected level for personality test scales
(above .7).

Factor structure

For the exploration of the factor structure of the 4EI questionnaire, we used EFA with
the principal axis factoring method of extraction (Varimax rotation), where we chose the apriori
number of 4 factors. The model found explains 20.9% of the overall variance of the 100-item
questionnaire, factor 1 (Fire) 6.9%, factor 2 (Earth) 5.4%, factor 3 (Water) 5.0%,
factor 4 (Air) 3.7%. Table 7 shows the correlations between individual element scores
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and factor scores derived from the aforementioned exploratory factor analysis. In table 8,
as a comparison, we indicate the results of the correlations between the raw 4EI scores
and factor scores from the CZ study conducted during the standardization in 2008 and GP study

from 2018.

Table 6. Reliability of the 4EI questionnaire for both standardization samples

Cronbach’s o Split-half
GP Ccz GP Ccz
(2018; N=13298)  (2008; N=493) (2018; N=13298) (2008; N=493)
Air 77 .79 77 a7
Earth .81 .84 .81 .82
Fire .88 .89 .88 91
Water .82 81 .81 .83

Table 7. Correlation between the elements' RSs and factor scores for the GP sample (N=13292)

Factor score 1

Factor score 2

Factor score 3

Factor score 4

RS Fire
RS Earth
RS Water
RS Air

.95
-.03
-.33
43

.96
-01
-41

.90 -
22 71

Table 8. Correlation between the elements’ RSs and factor scores for the CZ sample (N=493)

Factor score 1

Factor score 2

Factor score 3

Factor score 4

RS Fire
RS Earth
RS Water
RS Air

91
-.05
-.28
.36

.95
-.02
-39

.82 -
.30 71

Again, the results from the new sample (GP) replicate the results obtained earlier from
the representational population sample (CZ). The strongest relationship exists between
the factor score of the second factor and RS Earth, followed by a very strong relationship
between the first factor and Fire RS. The correlations are strong enough to consider them
virtually identical. The third factor also correlates strongly with the RS of the Water element;
in the GP sample, the correlation is close to .9, and in the CZ sample it was closer to .8.
The fourth factor score is most closely related to RS of the Air element, where it exceeded .7

correlation coefficient for both samples.
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Discussion

This replication study aimed to compare the results of the psychometric analysis of 4EI
on the two different samples: the general population (GP) and the Czech standardization sample
(C2).

Firstly, the paper introduced the basic descriptive characteristics of the 4EI scales for
the general population (GP) and compared them to the results obtained from the standardization
sample of the Czech population from 2008 (CZ). The differences between the raw scores for
both samples were observed; the Air scale did not show a statistically significant difference, for
the Earth and Fire scales, the difference was significant, albeit with a low effect size not
exceeding the .2 value. In the Water scale, a statistically significant difference was also found,
but again with a low/middle effect size not exceeding the value of .5. Therefore, the distribution
of RS in the Czech population can be considered stable and the GP sample could be potentially
used as a standardization sample for the working population.

The item analysis pointed to stable characteristics of the items fulfilling the quality
criteria both from a difficulty point of view, as well as from the perspective of expected
correlations with individual RSs. The reliability measured by the internal consistency and
split-half proved to be high for all scales (from .77 to .91); for both samples, the highest
reliability was found for the Fire scale and the lowest for the Air scale. Currently, we are
working on IRT analysis including the DIFs for all items, so we would be able to provide even
more detailed descriptions of item functioning.

Using the EFA, we decided to study the latent structure of the data on both samples (GP
and CZ) separately and compare the correlations of RSs of elements with the derived factor
scores. We consider the fact that EFA shows the appropriate categorization of items without
our intervention or help as a non-trivial finding that can enrich item analysis in an interesting
way (especially for small samples). In both samples, we found very strong correlations between
factor scores and raw scores (RSs) of individual scales (in the range of .96 to .77), which shows
the strong relation of RSs with factors in the background of the latent structure of
the questionnaire. For both CZ and GP sample, the two elements with the strongest relation to
the factor scores (Fire and Earth) were also the elements for which people exhibited the highest
degree of agreement in terms of the attributed characteristics as part of the study examining
the usage of the element metaphors to describe personality traits (Abramcuk, 2009).

We are currently preparing an article on the construct validity of 4EIl. We focus
on convergent and discriminatory validity in the form of correlations with other personality and
temperament questionnaires, and also on confirming the latent structure of 4EI. A large sample
(GP) allowed us to process data using CFA. We compare its results not only with the CFA
results of other personality and temperament questionnaires, but also with the results of ESEM
— exploratory structural modeling (Asparouhov & Muthén, 2009). This approach has recently
proved to be useful in investigating the latent structure of the complex personality
questionnaires for which the restrictive CFA does not appear to be the most appropriate
statistical tool (Hopwood & Donnelland, 2010; Marsh et al., 2010; Toth-Kiraly, Bothe, Rigo,
& Orosz, 2017).
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Regarding other language versions, we are collecting a new large quota representative
sample from the USA, so that we could perform CFA and ESEM for the English version as
well and compare its latent structure with the Czech version of 4ElI.
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Validation of the Emotion Recognition Test
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Abstract

Objectives. The Emotion Recognition Test (ERT) was introduced last year as a new tool to
measure the ability to recognize emotions (Bahbouh & Fabianovd, 2019). This paper adds the
support for convergent validity as well as a support for validity based on the way in which the
test items were answered.

Method. The ERT consists of recognizing the seven emotions (anger, contempt, surprise,
happiness, sadness, fear and disgust) presented on 44 photographs that appear in a random
order for a period of three seconds at a time. The test is standardized based on a Czech sample
of 334 respondents (Cronbach’s alpha = 0.77). For the purposes of construct validation, the
MSCEIT test was used based on a sample of 65 quota-selected volunteers, and for the overall
score as well as for the partial dimensions of the MSCEIT, the correlation significances were
tested as part of the convergence validity. For the support of validity based on the way in which
the items were answered, two workshops focused on recognizing emotions for students were
used, wherein one group (N = 19) was tested at the beginning of the workshop and the second
(N = 18) was tested at the end.

Results. The Pearson correlation of the ERT and the overall score of emotional intelligence
measured by the MSCEIT was significant (r = 0.294, p = 0.009). In terms of the individual
dimensions of emotional intelligence, the correlations with Using emotion (r = 0.383, p =
0.001) and Understanding emotion (r = 0.232, p = 0.032) were significant. In the study focused
on the validity given by the way in which test items were answered, the students in both groups
used their understanding of the manifestation of emotions when responding to the questions.
The previously instructed group achieved statistically significantly better results in the ERT (t
=3.396,d = 1.117).

Conclusions. Results of both studies support the validity of the ERT, whose main advantage is
a low time intensity. Additionally, the utilization of the test as part of training in the given
competence was investigated.

Limitations. A limitation of both studies is the relatively small sample in the Czech Republic.

Keywords. Emotional recognition; emotional intelligence; basic emotions; ERT; MSCEIT
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Introduction

The Emotion Recognition Test (ERT) (Bahbouh & Fabianova, 2019) is a performance
diagnostic method focusing on one of the elements of emotional intelligence — recognizing
emotions of other people (Mayer, Salovey, & Caruso, 2000). The test consists in estimating the
seven basic emotions (anger, contempt, surprise, happiness, sadness, fear and disgust)
according to the concept of Ekman (1999), presented on 44 photographs appearing in a random
order for periods of 3 seconds at a time. The test is standardized based on a Czech sample of
334 respondents. Its main advantage (Bahbouh & Fabianova, 2019) is its simplicity and speed
(the average completion takes 6 minutes on average), as well as a high reliability (Cronbach’s
alpha and the split half reliability estimation both resulted equally in 0.77 for the given sample).

Up to now, the support of validity based on the test’s content were maintained by a
comparison of the vocational subgroup “Psychology and Sociology” (n = 95) with the rest of
the population (p <0.001, d = 0.67) (Bahbouh & Fabianova, 2019), in accordance with the APA
Standards of Educational Psychological Testing (American Educational Research Association,
American Psychological Association, & National Council on Measurement in Education,
2001). The objective of this article is to introduce two further studies supporting the validity of
the test according to the APA Standards of Educational Psychological Testing (American
Educational Research Association, American Psychological Association, & National Council
on Measurement in Education, 2001). The first of these supports the convergent validity by the
correlation of the ERT results with the overall score of emotional intelligence as well as with
the individual MSCEIT dimensions (Mayer, Salovey, & Caruso, 2012), which are perceiving,
understanding, using and managing emotions.

The second supports validity by examining the way in which the ERT items are
answered. In prior analyses, it had been shown that the higher the presented item was in the
order of the items’ succession, the higher the likelihood of answering correctly (r = 0.66, p <
0.001). Given the random order of the individual photographs, we considered this a
manifestation of the learning that occurred throughout the completion of the test, even without
feedback. The goal of a validation by the way in which items were answered is to confirm
whether the ERT is able to capture a shift in one’s ability to recognize emotion following the
program that introduces the students to the principles of recognizing emotion.

Methods
Reaserch sample

The data collection for the convergent validation was performed between May-June of
2017 in cooperation with Psychology students of the Charles University Faculty of Arts as part
of Alzbéta Knorkova’s diploma thesis (2018). Each student selected 6 people using a quota
strategy — a man and a woman in three age categories (20-35, 36-50, 51+). Education and
profession were also being observed. The research sample for the validation by the way items
were being answered was obtained as part of high school coursework, where students were
divided via self-selection into two instances of workshops dedicated to recognizing emotions,
each limited to a capacity of 20 people.
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Research process

The respondents confirmed their interest in participating in the correlation validation
study by filling out a form, where they agreed with the processing of their anonymized data and
shared their e-mail to which their access to the ERT and MSCEIT was sent. They were also
informed of the ethical principles and the possibility to quit the experiment at any time without
finishing the testing. Upon a completion of the test, they received an interpretation of their
results, as well as the contact information of a psychologist whom they could turn to for further
consultation if interested. The students’ agreement with their participation in the workshop
aimed at recognizing emotions was given using an informed choice of this voluntary workshop
lead by the school psychologist.

To compare the effect of the provided information on the test’s performance, an in-
between design comparison of the two groups was used. While one group first completed the
test and only then were they instructed on how emotions are manifested in one’s face (the
workshop’s content was the theory of recognizing the basic emotions according to Ekman’s
concept), the second group was first introduced to the manifestation of emotions in one’s face
(the same presentation) and subsequently took the test. The test was completed during the
workshop using an online platform, where the test is available and accessible through a uniquely
generated login, specific to each individual student. The test was also evaluated automatically,
the instructor did not have access to the data, and the students were informed of the results
attributed to their proprietary login credentials. The testing instructions were also presented on
the first page before the actual testing commenced.

A part of the validation by the way items were answered was a discussion on the
recognition of emotions, the difficulty of the test’s items, and on whether the students felt that
they utilized their knowledge and experience concerning emotions. One of the objectives of this
qualitative part was to capture any potential misunderstanding regarding the test, as well as
various strategies of answering the items that do not correspond to the authors’ original
intentions.

Tools used

Besides the aforementioned ERT test, the MSCEIT test was also used for the construct
validation; this test is designed to measure emotional intelligence (seeing as it does not have
norms for the Czech population, the German-Austrian comparison sample of 3653 probands is
used). The test’s internal consistency is 0.91 and the test-retest reliability estimate of the overall
score is 0.86. The individual subtests have a lower reliability, which is why it is recommended
to use aggregate scores for the interpretation rather than those of the subtests (Mayer, Salovey,
& Caruso, 2012). Moreover, the test also indicates the global scores of strategic emotional
intelligence and emotional intelligence given by experience (Mayer, Salovey, & Caruso, 2004).
The test administration normally takes 30-45 minutes.
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Results

In the study of convergent validity, 72 subjects were asked to participate. After
removing those that did not finish one or both questionnaires, the resulting sample size was 65
(33 males, 32 females) with an average age of 40 years (M = 40.15, SD = 13.23). The sample
included 33 people (51%) with a highest achieved education of secondary school or vocational
college, 11 people (17%) with a Bachelor education and 21 people (32%) with a Master’s
education. The research sample also included various professions. The most frequent one was
formed by people from the construction and manufacturing industry (N = 7), followed by people
from IT fields. In the second research, the final group sizes were 19 and 18, comprised of
students of comparable ages.

The main research hypothesis for the convergent validation was a positive correlation
of individual subtests with the overall MSCEIT and ERT score. Given this assumption, the
significance was calculated using one-tailed testing.

Table 1. Pearson Correlation of MSCEIT a ERT results (N=65) (adopted from Knorkova, 2018)

Perceiving  Using Understanding Managing El based on Strategic Overall
emotion emotion  emotion emotion experience El El
ERT Pearson’s  .098 .383* .232* 107 .265* .250* .294**

result r

* Correlation is significant on a 0.05 significance level (one-tailed testing)

** Correlation is significant on a 0.01 significance level (one-tailed testing)

The correlation between the test of recognizing emotion and the overall score of
emotional intelligence measured by the MSCEIT is statistically significant (r = 0.294, p =
0.009). Both global scores of emotional intelligence yielded a significant level — emotional
intelligence based on experience (r=0.265, p = 0.016), as well as strategic emotional intelligence
(r = 0.250, p = 0.022). From the individual parts of the MSCEIT dimensions, the correlation
between the ERT and Using emotions was significant (r = 0.383, p = 0.001), as well as the
correlation with Understanding emotion (r = 0.232, p = 0.032). On the other hand, the
correlations of the ERT and Managing emotion (r = 0.107, p = 0.198), as well as Perceiving
emotion (r = 0.098, p = 0.219) were not significant.

In the validation by the way items were answered, it was also researched whether people
who were familiar with the theory of recognizing emotions were more capable of correctly
categorizing emotions found on previously unseen photographs. The first group (N = 19), which
took the ERT prior to the presentation (interpretation), should have a disadvantage compared
to the second group (N = 18), which listened to the interpretation before the testing; this should
be reflected in a lower success rate of the former group in the test. Seeing as the Shapiro-Wilk
test indicated a normal distribution of the collected data (W(37) = 0.962, p = 0.235), a two-
tailed t-test was used, based on which it was confirmed that the first (M =51.79, SD = 13.164)
and second (M = 66.83, SD = 13.785) groups significantly differed in their ERT results (t(35)
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=-3.396, p = 0.002; d = 1.117). There was only one major outlier in the first group with a score
of 11 (however, even after its removal the resulting differences between the groups remain
significant).

Figure 1. Distribution of ERT results in both groups
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Discussion

The significant correlation between the result of the ERT and the overall score of the
MSCEIT (r = 0.294) was an expected finding, given that the ERT was constructed such that it
measures one of the dimensions of emotional intelligence — recognizing the emotions of other
people. The MSCEIT can be considered the golden standard of emotional intelligence
performance testing (Wilhelm, 2007), certainly also because those that originally came up with
this concept participated in its construction (Salovey & Mayer, 1990; Mayer, Salovey, Caruso,
& Sitarenios, 2001; Mayer, Salovey & Caruso, 2006, 2012). In terms of the ERT’s construction,
the most similar subtest of the MSCEIT is a test of the recognition of emotions from the
photographs of four (subsequent) faces. Unlike Ekman’s list of emotions used in his METT and
SETT tests (Ekman, 2003), there is a slightly different use of basic emotions. ERT is using
contempt and disgust and MSCEIT is using preoccupation and revulsion.

The probands are further instructed to rate the emotion’s intensity. This subtest is a part
of the Perceiving emotion dimension, for which, however, a significant correlation was not
found (r=0.098, p =0.219). This result could also be given by the fact that Perceiving emotion
is also observed by another subtest. The items of this subtest consist of six photographs of nature
and pictures of abstract patterns, to which the aforementioned emotions are assigned. This
subtest strays further from the diagnostic objective, and consequently also from the construction
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of the ERT, which is also apparent from the actual definition of Perceiving emotion, which the
authors (Mayer, Salovey, 2012) believe to be “the ability to perceive emotion in yourself and
others, but also in objects, art, stories, music and other stimuli”. The result could be also given
by the difference between ERT and MSCEIT Perceiving emotion as each method measures
emotional intelligence in a different way. For example, in MSCEIT there is unlimited time to
view the photos and evaluate the emotion. In ERT there is limited time to view the picture and
base on that short time period the proband is supposed to choose one of the emotions. So in
MSCEIT, the pictures could express a mix of emotions but in ERT the photos expresses only
one emotion. The reason of this result could be also because each method uses different
emotions. The correlation between the ERT and Managing emotion also turned out not to be
significant (r = 0.107, 0.198), defined by the authors as “the ability to be open to feelings and
to modulate them in oneself and others so as to promote personal understanding and growth”.
This dimension, too, is further removed from the original construction of the ERT. The highest
correlation was found between the ERT and Using emotion (r = 0.383), i.e. the part of emotional
intelligence based on experience, which is defined as “the ability to generate, use, and to feel
emotion as necessary to communicate feelings, or employ them in other cognitive processes.”
The authors suppose this result is caused by the similarity of those two concepts. They both
based on the practical experience. The next highest significance was found in the dimension of
emotional intelligence falling under the category of strategic emotional intelligence, called
Understanding emotion (0.232), defined as “the ability to understand emotional information,
how emotions combine and progress through relationship transitions, and to appreciate such
emotional meanings.” It thus seems that the ERT better estimates the cognitive components of
emotional intelligence. We would like to explore this area further in the future through factor
analysis on a level of individual subtests of the MSCEIT. In addition, we would like to extend
our investigation to a larger sample of not only Czech probands, which we consider one of the
limitations of our study.

In terms of the second study, we wanted to use the workshop on recognizing emotions
as a venue to discuss with those that were taking the test how well they understood the test
instructions and how they approached its completion. The discussion suggested that the test can
also be utilized for a group of high school students. Even though the students were taking the
test in the classroom, there should not have been any mutual influencing, as they were filling
out the answers on a computer and the test items had been randomly generated and only exposed
for three seconds. The presentation on recognizing emotions did not include any items in the
test, in order to prevent their memorization.

A certain limitation of our experiment is the in-between design combined with the fact
that the students were not assigned into their groups at random, but rather registered for a time
slot that suited them. These circumstances could have theoretically led to a different principle
of randomization, as well as a potential influence of the time of the day. Better results for the
intervention group could also have been achieved by an increased effort while taking the test,
based on the belief that the workshop could have helped them (see Foroughi, Monfort,
Paczynski, McKnight, & Greenwood, 2016). Since this was a performance test, in which
(according to the school psychologist’s assumption) the students wanted to do well in both
groups (they were not informed of the different assignment times of both groups), we assume
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this effect did not play any significant role in our research.

The fact that it is possible to develop one’s ability to recognize emotions through more
detailed information about emotions and their manifestations in people’s face, as well as
through a subsequent training of this capability, is not only a further support of validity based
on the approach taken when answering the items, but also an interesting contribution to the
discussion about the possibilities of emotional intelligence and how to develop its dimensions.
The study dealing with the development of emotional intelligence is divided, according to the
research of Dulewicz and Higgs (2004), into two larger parts. Those that view emotional
intelligence as a trait or competence agree that it is possible to develop it (e.g. Goleman, 1996;
Hopfl and Linstead, 1997). Studies that consider emotional intelligence to be a specific
capability (Mayer et al., 2000) do not agree with these conclusions. The published research
indicates a number of programs designed with the goal of increasing emotional intelligence
(e.g. Farnham, 1996; Harrison, 1997; Cooper, 1997), whose design corresponds to a pre-test
post-test model. A more detailed view on the development of emotional intelligence is provided
by Dulewicz and Higgs (2004), who divided the elements of emotional intelligence into drivers,
constrainers and enablers. According to their definition, they assume that enablers (exhibiting
self-consciousness, sensitivity toward others and influence) are more likely to develop their
emotional intelligence after participating in the course, as opposed to constrainers (high degree
of conscientiousness and emotional resilience) or drivers (motivation and intuition).

A practical result of this study could be a utilization of the ERT to measure the effect of
a targeted development of a given competence. For the future, we assume that the pilot sample
of this study will be further enhanced by other designs, both between group and within group,
allowing us to overcome the limitations given by the small sample size.
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CONTRIBUTIONS IN CZECH OR SLOVAK
PRISPEVKY V CESTINE CI SLOVENSTINE

Think of your financial future
Mysliet’ na svoju finan¢nu budicnost’

Viera Bacovd, Lenka Valus?

L2Ustav experimentdlnej psycholégie CSPV SAV, Slovensko

Abstract

Obijective. Financial competence of an individual is not only about financial knowledge, but
also about attitudes and beliefs. We regard consideration of future consequences of own
financial behavior (CFC-F) as the key variable in personal finance management. That is why
we focused our research on the predictors of this tendency.

Method. 50 financial professionals and 50 non-professionals with equal representation of men
and women in each group, average age 37, with university (72%) and secondary education
(28%), participated in the study. The questionnaire was administered with subscales of
knowledge, attitudes, beliefs and consideration of future consequences in the personal finance
domain.

Results. Linear regression analysis has shown that important positive predictors for CFC-F
are professional experience, positive attitudes towards personal finance management, and debt
rejection. Financial literacy, surprisingly, predicted CFC-F negatively.

Conclusions. Research results point to the importance of attitudes towards personal finance
and suggest that financial knowledge may not contribute to considering the consequences of
financial behavior. Findings can be useful in drawing up financial education programs.

Limitations. Study limits include a small sample of participants and online administration of
questionnaires.

Keywords. consideration of future consequences; financial competence; financial knowledge
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Abstrakt

Ciele. Financnad kompetencia jednotlivca zahriuje nielen vedomosti o financidch, ale aj postoje
a presvedcenia. Za klucovu premennu povazujeme tendenciu zvazovat' buduce dosledky svojho
financného spravania (ZBD-F). Preto sme sa vo vyskume zamerali na prediktory tejto
tendencie.

Metoda. Vyskumu sa zucastnilo 50 financnych profesiondlov a 50 neprofesiondlov s rovnakym
zastupenim muzov a Zien, priemerny vek 37 rokov, s vysokoSkolskym (72 %) a stredoskolskym
vzdelanim (28 %). Administrovany bol dotaznik s testom vedomosti a Skdalami postojov,
presvedceni a zvazovani dosledkov v doméne osobnych financii.

Vysledky. Linedrna regresna analyza ukdzala, Ze vyznamnymi pozitivnymi prediktormi ZBD-F
su profesiondlna skiisenost, pozitivne postoje k manazovaniu osobnych financii a odmietanie
dlhu. Financna gramotnost, prekvapivo, predikovala zvazZovanie buducich dosledkov
financného spravania negativne.

Zavery. Vysledky vyskumu poukazuju na dolezitost postojov k osobnym financiam a naznacuju,
Ze financné vedomosti nemusia prispievat’ k zvaZovaniu dosledkov financného spravania.
Zistenia mozu byt uzitocné pri zostavovani programov financného vzdeldvania.

Limity. K limitom Studie patri mald vzorka participantov a on-line administrdcia dotaznikov.

Kruacové slova. zvazovanie budtcich dosledkov; finan¢na sposobilost’; finanénad gramotnost’

Uvod
Efektivne finan¢né spravanie a finan¢na pohoda

Efektivne finan¢né spravanie obsahuje stanovenie ciel'ov, manazovanie k splneniu
cielov, sporenie, investovanie (Ntalianis & Wise, 2010), vSetko ¢innosti, ktoré¢ sit zamerané do
budutcnosti. Spravat’ sa finan¢ne efektivne znamené konat’ s oh'adom na buducnost’.

Pre efektivne finan¢né konanie su nutné faktické vedomosti (Hershey, Austin, &
Gutierrez, 2015), ich nedostatok ma negativne dosledky (Lusardi & Mitchell, 2014; Allgood
& Walstad, 2016). Finan¢né spravanie je vSak podmienené aj postojmi a presved¢eniami
0 finanénom svete. Skreslené presvedCenia o peniazoch moézu viest' az k patologickému
spravaniu (Klontz, Britt, Mentzer, & Klontz, 2011). Finan¢né spravanie je tiez prepojené s
vlastnostami ako sebakontrola, tolerancia voci riziku, sebadovera, perspektiva budticnosti
(Hershey et al., 2015). Mozno ich chapat ako antecedenty finan¢nej pohody. Netemeyer,
Warmath, Fernandes a Lynch (2018) vymedzuja finan¢nti pohodu ako istotu ohl'adne svojej
finan¢nej buducnosti a schopnost’ blokovat’ neefektivne finan¢né spravanie v pritomnosti, o
privadza ku konStruktu zvaZovania pritomnych verzus budicich désledkov svojho sprévania.

ZvaZovanie buducich désledkov (ZBD)

Strathman, Gleicher, Boninger a Edwards (1994) uviedli Zvazovanie Buducich
Dosledkov (dalej ZBD) ako preferenciu ¢asovo blizkych alebo casovo vzdialenych dosledkov
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svojho spravania. Jednotlivci s nizkym ZBD sa ststred’uji na okamzité dosledky a budtacnost’
nezvazuju vobec alebo minimélne. Na druhej strane st jednotlivci, ktori zohladiiuju budice
dosledky ato urCuje ich aktudlne rozhodnutia. Strathman et al. usilovali vysvetlit, preco
niektori l'udia triedia odpad, dbaju o svoje zdravie, sporia na horsie ¢asy, kym ini to nerobia.
Vytvorili $kélu ,,Zvazovanie budtcich désledkov* (CFC), ktora je intenzivne vyuzivana.

ZBD ako univerzalna vs doménovo-Specificka vlastnost’

Strathman et al. chapali ZBD ako univerzalnu vlastnost: ma ju kazdy jedinec na istej
urovni, ktora je rovnaka vo vsetkych oblastiach Zivota. Paradoxne vyskumy overovali skalu
ZBD hladanim vztahov medzi univerzalnou S$kdlou ZBD a Specifickym spravanim (napr.
zdravym stravovanim; Joireman, Shaffer, Balliet, Strathman, 2012). Preto je malo zname, ¢i a
ako jednotlivec zvazuje budice dosledky naprie¢ réznymi oblastami. McKay, Perry, Cole a
Magee (2017) skonstruovali pre adolescentov Skalu ZBD so Siestimi doménami a extrahovali
Styri faktory: zdravie, globalne oteplovanie, vzdelanie a financie. Overili doménovu
Specifickost’ ZBD: adolescenti zvazovali buduce dosledky v roznej miere v roznej doméne.
Howlett, Kees a Kemp (2008) v skumani vzt'ahu medzi sporenim a orientaciou na budicnost’
s pouzitim s$kaly CFC potvrdili pozitivny vztah medzi zdujmom o sporenie na dochodok
a ZBD.

Prezentovany vyskum

Cielom bolo zistit’ ako sa niektoré Strukturdlne a osobnostné premenné podiel’aju na
ZBD svojho finan¢ného spravania (ZBD-F). Vychadzajlc z doterajSich empirickych zisteni a z
obsahu konstruktu zvazovania finan¢nej buducnosti (ktoré je u zdravej populacie v nekrizove;j
situdcii orientované pozitivne) sme predpokladali, Ze vySSie finan¢né vedomosti, pozitivny
postoj k manaZovaniu osobnych financii, negativny postoj k dlhom (ktoré znamenaji budtce
naklady) a pozitivny postoj k peniazom (v zmysle neodmietania penazi ako zla) budu
predikovat’ vySSie skore v ZBD-F. Zistovali sme aj predikénu silu vzdelania, rodu
a vykonavania finan¢nej profesie na ZBD-F.

Metéda
Participanti

Pre ziskanie finan¢nych profesionalov s vys$sou expertizou sme 0sobne, e-mailom a na
sieti LinkedIn oslovovali moznych participantov s informaciou o dobrovolnej ucasti a
zachovani anonymity. Po ich stihlase a vyplneni dotaznikov on-line sme podobnym sposobom
vyhladavali finanénych neprofesiondlov tak, Ze k jednotlivym profesiondlom sme parovali
neprofesionalov rovnakého veku, rodu, vzdelania a vykonavania veducej pozicie. OdliSovali sa
len prijmom (priem. mesacny prijem profesiondlov 1501 € a viac, neprofesionalov 801 az 1100
€). Priemerny vek u vSetkych participantov bol 37 rokov (21 az 66 rokov), 52 % muzov, 72 %
VS a 28 % SS vzdelanie. Po kontrole a splneni kritérii sme analyzovali iidaje od 50 finanénych
profesionélov a 50 finan¢nych neprofesionalov.
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Metodiky

Finan&né vedomosti. Sest’ otazok, ktoré patria k standardnému zistovaniu finanénej
gramotnosti v medzindrodnych vyskumoch (napr. Van Rooij, Lusardi, & Alessie, 2012),
obsahovali poznanie jednoduchych (inflacia, iroky, diverzifikacia rizik) a sofistikovanejSich
(zlozeny urok, vyber financnych produktov) finanénych pojmov s vol'bou spravnej odpovede
Z alternativ. Priklad otazky: UlozZenie penazi do jednej investicie zvycajne prinasa bezpecnejsi
vynos ako uloZenie penazi do viacerych investicii. Je tento vyrok, podla vas, nespravny alebo
spravny? Za spravnu odpoved’ ziskal participant 1 bod (maximum 6 bodov).

Postoje k manaZovaniu osobnych financii. Podl'a dotaznika Burchela (2002) sme
zostavili: 1. Skalu postojov k manaZovaniu osobnych financii (10 poloZiek; a = 0,84), priklad
polozky: Aby som sa citil/a bezpecne, je pre mna dolezité venovat dostatok casu manazZovaniu
svojich osobnych financii. 2. Skalu postojov k dlhu (10 poloziek; a = 0,77), priklad polozky:
Kreditnad karta mi vyhovuje, pretoze mézem ist do minusu. Participanti v tychto ako aj vSetkych
nasledujucich skalach odpovedali na 4 bodovej Likertovej skéale od silne sthlasim po silne
nesthlasim.

Presvedcenia o vplyve penazi. Z dotaznika Klontza akol. (2011; Money Script
Inventory) sme pouzili subskaly Vyhybanie sa peniazom (Money avoidance) a Uctievanie
penazi (Money worship). Vzhl'adom na nizke hodnoty o sme do vypoc¢tov zahrnuli len jednu
upravenu $kalu, ktorti sme nazvali ,,Presvedcenia o negativnom vplyve penazi“ (6 poloziek; a
=0,87). Priklad polozky: Je tazké byt bohatou a zaroven dobrou osobou.

ZBD finan¢ného spravania. Pouzili sme novl, doménovo-Specificku skalu ZBD-F
(Bacova & Kostovicova, 2018), ktora obsahovala 6 dvojic vyrokov. Jeden pdl dvojice
prezentoval pritomné dosledky, druhy buduce dosledky finanéného spravania. Priklad polozky:
Bez ohladu na prijem, clovek by vzdy mal mat financnu rezervu na nepredvidané vydavky. --
Netreba sa nechat’ znepokojovat financnymi problémami, ktoré mozZno pridu v buducnosti.
Participanti zaznamenavali svoj priklon k jednému polu z vyrokov na 7 bodovej Likertovej
Skale. Koeficient a skaly ZBD-F v nasej vzorke bol 0,76.

Vysledky

Aby sme overili vyber participantov — finan¢nych profesiondlov a neprofesionalov a tym
aj silu vplyvu vykondvania financnej profesie na ZBD-F, porovnali sme ich vysledky
v skiimanych premennych (tab. 1). Finan¢ni profesionali preukédzali vyznamne vysSiu Groven
finan¢nych vedomosti, pozitivnejSie postoje k manazovaniu osobnych financii a vysSie ZBD-F
V porovnani s finanénymi neprofesionalmi. V negativnom postoji k dlhu a presvedceniach
0 peniazoch sa skupiny nelisili. Obe skupiny mali skor pozitivny postoj k manazovaniu,
odmietali dlh a negativne pdsobenie penazi a priklanali sa skor k ZBD nez k nezvazovaniu.
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Tabulka 1. Charakteristiky premennych u financnych profesiondlov (n

financnych neprofesiondlov (n = 50) a rozdiely medzi dvomi skupinami

= 50) a

Finan¢ni

Finan¢ni

o ... Porovnanie

profesionali neprofesionali

M SD M SD
Finanéné vedomosti 5,88 1,04 5,26 1,32 5(9:8()) ;22’60; p=0011;
P021tivvny postoj k 5 3,56 0,38 3,23 0,48 t(9_8) =3,75; p < 0,001;
manazovaniu osob.financii d=0,75
Negativny postoj k dlhu 322 053 331 043 fj(f‘f’oz)lg 0.89;p=0.18;
Negativny vplyv penazi 2,31 0,46 2,37 0,46 ;[1(9:8?():1(;,84; p=017;
Zvazovanie buduacich _ L .
dosledkov finanéného 627 072 58 092 \(929)=247p=0015

spravania

d=0,49

Prediktory ZBD-F

Po kontrole udajov z hl'adiska koreldcie prediktorov, heteroskedasticity, multikolinearity,

outlierov a tzv. ,,influential cases*, ako aj autokorelacie rezidualov sme pre nesplnenie kritérii
vylucili 4 participantov. Uskutocnili sme jednoduchu linearnu regresnt analyzu so ZBD-F ako
zavislou premennou. Do regresnej analyzy sme zaradili idaje od vsetkych participantov, aby
sme zistili jednotlivé nezavislé vplyvy tychto siedmych premennych: vykonavanie finan¢nej
profesie, financné vedomosti, pozitivne postoje k manazovaniu osobnych financii, odmietanie
dlhu, presvedcenie o negativnom vplyve peniazi na charakter ¢loveka, rod a vzdelanie.

Ako ukézali vysledky, vyznamnymi pozitivnymi prediktormi ZBD-F st vykonévanie
finanénej profesie, pozitivne postoje k manazovaniu osobnych financii a odmietanie dlhu.
Vyznamnym negativnym prediktorom ZBD-F st finan¢né vedomosti. Model vysvetluje 32,8
% variancie premennej ZBD-F, F(7; 88) = 6,13; p < 0,001 (tab. 2).

Tabul’ka 2. Vysledky linedrnej regresnej analyzy

Nestandardizované  Standardizované
Model koeficienty koeficienty t P
B SE B
Konstanta 3,76 0,88 4,27 < 0,001
Finan¢na profesia [nie/ano] 0,39 0,15 0,25 2,65 0,009
Finan¢né vedomosti [0-7] -0,23 0,07 -0,34 -3,25 0,002
z;’;‘;;‘gi I%?lztgi ili‘ E‘j‘]azovam“ 0,47 0,19 0,27 2,52 0,013
Negativny postoj k dlhu [1-4] 0,60 0,15 0,36 3,90 < 0,001
Negativny vplyv penazi [1-4] 0,22 0,20 0,11 1,12 0,268
Rod [muz/zena] -0,18 0,15 -0,12 -1,21 0,230
Vzdelanie [SS/VS] -0,06 0,15 -0,03 -0,38 0,708
Diskusia
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Vysledky ukézali, Zze pozitivny postoj k manazovaniu osobnych financii a negativny
postoj k dlhom predikuje ZBD-F. Tieto dve premenné predikuju, ze participanti preferuju vo
finan¢nom spravani buduce dosledky pred pritomnymi dosledkami. ZBD-F pozitivne predikuje
aj vykonavanie financnej profesie. Ako prediktory ZBD-F sa nepotvrdili presvedcenie o
negativnom vplyve penazi, rod a vzdelanie (stredoSkolské vs vysokoskolské).

Prekvapivym vysledkom je, Ze financné vedomosti negativne predikuji ZBD-F:
participant s vysSimi finanénymi vedomostami preferuje okamzité dosledky pred budticimi
viac nez participant s mens$imi finanénymi vedomost'ami. Moznym vysvetlenim je vysSia
sebaistota participantov s vyss$imi finanénymi vedomostami a tym aj ich vyssSia dovera vo svoju
schopnost’ zvratit’ pripadné budiice negativne dosledky svojho finanéného spravania. Ponika
sa tiez ivaha o finan¢nych vedomostiach, resp. finan¢nej gramotnosti. Nastroje na ich meranie
sa Casto obmedzuju len na deklarativne poznanie financnych terminov. Novs$i konStrukt
»financnd sposobilost* (financial capability) je vymedzovany SirSie, zahfiia finan¢n
gramotnost’, finan¢né spravanie a vlastnu finanénu efektivnost’ (Taylor, 2011; Xiao & O'Neill,
2016). Je to schopnost’ primerane aplikovat’ financné vedomosti a finan¢ne konat’ tak, aby
vysledkom bola finan¢na pohoda (Xiao, Chen, & Chen, 2014). V tomto zmysle financna
sposobilost’ znamena efektivne finanéné spravanie. Mozno, ak by sme robustnejSie merali
finan¢nu spdsobilost’, preukazal by sa jej pozitivny vzt'ah so ZBD-F. On-line administracia
nasho dotaznika tiez neumoznila kontrolu, ¢i participanti odpovedali na vSetky otazky v teste
finanénych vedomosti samostatne.

Limity vyskumu

Participantami boli zamestnani ludia strednej a starSej dospelosti, odliSujuci sa
vykonavanim finan¢nej profesie. Neboli vSak vyberani nahodne, ¢o neumoziuje SirSie
zovSeobecnenie vysledkov. Limitom moéze byt aj pouzitie neStandardizovanych metodik
postojov a presvedceni o financidch. Tieto premenné zatial’ neboli na Slovensku skiimané,
metodiky na ich meranie v slovenskej populécii neexistujii, bolo potrebné zostavit’ vlastnl
metodiku ZBD-F a upravit’ existujuce postojové miery.

Nase zistenia viac-menej naznacuju, ze efektivne finan¢né spravanie zohladiujuce
finan¢nt buducnost’ silne suvisi s pozitivnym postojom k manazovaniu osobnych financii
a odmietavym postojom k dlhu, preto vysledky mozu byt podnetné pre tvorbu vzdelavacich
programov financnej spdsobilosti.

Literatura

Allgood, S., & Walstad, W. B. (2016). The effects of perceived and actual financial literacy
on financial behaviors. Economic Inquiry, 54(1), 675-697.
https://doi.org/10.1111/ecin.12255

Bacova, V., & Kostovicova, L. (2018). Thinking about future consequences of the present
behaviour. In C. Saginka, A. Strnadova, Z. Smidekova, & V. Jutik (Eds.), Kognice a umély
Zivot 2018 (pp. 5-6). Brno: Flow.

78


https://doi.org/10.1111/ecin.12255

Burchel, B. (2002). Result of 300 Telephone Interviews: Attitudes, knowledge and emotions
concerning personal finance. Vyhladané 15. 10. 2017. Dostupné na
http://people.ds.cam.ac.uk/bb101/SummaryofResultsof300Telephonelnterviews.pdf

Hershey, D. A., Austin, J. T., & Gutierrez, H. C. (2015). Financial decision making across the
adult life span: Dynamic cognitive capacities and real-world competence. In T. M. Hess, J.
Strough, & C. E. Lockenhoff (Eds.), Aging and Decision Making: Empirical and Applied
Perspectives (pp. 329-349). New York: Academic Press. https://doi.org/10.1016/B978-0-
12-417148-0.00016-9

Howlett, E., Kees, J., & Kemp, E. (2008). The role of self-regulation, future orientation, and
financial knowledge in long-term financial decisions. The Journal of Consumer Affairs,
42(2), 223-242. https://doi.org/10.1111/j.1745-6606.2008.00106.x

Joireman, J., Shaffer, M. J., Balliet, D., & Strathman, A. (2012). Promotion orientation
explains why future-oriented people exercise and eat healthy: evidence from the two-factor
consideration of future consequences-14 Scale. Personality and Social Psychology
Bulletin, 38(10), 1272-1287. https://doi.org/10.1177/0146167212449362

Klontz, B., Britt, I. S., Mentzer, J., & Klontz, T. (2011). Money beliefs and financial
behaviors: development of the Klontz Money Script Inventory. The Journal of Financial
Therapy, 2(1), http://dx.doi.org/10.4148/jft.v2i1.451

Lusardi, A., & Mitchell, O. S. (2014). The economic importance of financial literacy: theory
and evidence. Journal of Economic Literature, 52(1), 5-44.
https://doi.org/10.1257/jel.52.1.5

McKay, M. T., Perry, J. L., Cole, J. C., & Magee, J. (2017). Adolescents consider the future
differently depending on the domain in question: Results of an exploratory study in the
United Kingdom. Personality and Individual Differences, 104(C), 448-452.
https://doi.org/10.1016/j.paid.2016.09.002

Ntalianis, M., & Wise, V. (2010). The relevance of financial education for retirement savings
behavior. International Review of Business Research, 6(1), 631-645.

Netemeyer, R. G., Warmath, D., Fernandes, D., & Lynch, J., Jr. (2018). How am | doing?
Perceived financial well-being, its potential antecedents, and its relation to overall well-
being. Journal of Consumer Research, 45(1), 68—89. https://doi.org/10.1093/jcr/ucx109

Strathman, A., Gleicher, F., Boninger, D. S., & Edwards, C. S. (1994). The consideration of
future consequences: weighing immediate and distant outcomes of behavior. Journal of
Personality and Social Psychology, 66(4), 742—752. https://doi.org/10.1037/0022-
3514.66.4.742

Taylor, M. (2011). Measuring financial capability and its determinants using survey data.
Social Indicators Research, 102(2), 297—-314. https://doi.org/10.1007/s11205-010-9681-9

79


https://doi.org/10.1016/B978-0-12-417148-0.00016-9
https://doi.org/10.1016/B978-0-12-417148-0.00016-9
https://doi.org/10.1111/j.1745-6606.2008.00106.x
https://doi.org/10.1177/0146167212449362
http://dx.doi.org/10.4148/jft.v2i1.451
https://doi.org/10.1257/jel.52.1.5
https://doi.org/10.1016/j.paid.2016.09.002
https://doi.org/10.1093/jcr/ucx109
https://doi.org/10.1037/0022-3514.66.4.742
https://doi.org/10.1037/0022-3514.66.4.742
https://doi.org/10.1007/s11205-010-9681-9

Van Rooij, M. C., Lusardi, A., Alessie, R. J. (2012). Financial literacy, retirement
planningand household wealth. The Economic Journal, 122(560), 449-478.
https://doi.org/10.1111/].1468-0297.2012.02501.x

Xiao, J. J., Chen, C., & Chen, F. (2014). Consumer financial capability and financial
satisfaction. Social Indicators Research, 118(1), 415-432. https://doi.org/10.1007/s11205-
013-0414-8

Xiao, J. J., & O'Neill, B. (2016). Consumer financial education and financial capability.
International Journal of Consumer Studies, 40(6), 712—721.
https://doi.org/10.1111/ijcs.12285

Korespondujici autor

prof. PhDr. Viera Bacova, DrSc.

Ustav experimentalnej psychologie CSPV, SAV
Dubravska cesta 9, 841 04 Bratislava, SR

viera.bacova@savba.sk

Grantova podpora: Vyskum podporila VEGA MS SR a SAV, projekt 2/0118/17.

80


https://doi.org/10.1111/j.1468-0297.2012.02501.x
https://doi.org/10.1007/s11205-013-0414-8
https://doi.org/10.1007/s11205-013-0414-8
https://doi.org/10.1111/ijcs.12285

New creativity and innovativeness inventory Creatixo
(CIQ-CXO) - its formation and pilot verification

Tvorba a pilotni ovéreni nového inventare Kreativity a inovativnosti Creatixo
(DKI-CXO0)

Milan Bobek®
YUniverzita Karlova, Filozofickd fakulta, Katedra psychologie, Ceskd republika

Abstract

Obijectives. In this study we try to verify the reliability and validity of a new questionnaire
(precisely speaking inventory) of creativity and innovativeness, based on review of existing
research, tests and literature on creativity.

Method. Review identified 80 skills and personality attitudes related to a complex creativity
construct according to Urban’s (2002) definition. We preliminarily grouped them into 9 areas:
1. courage, 2. endurance, 3. openness, 4. imagination, 5. empathy, 6. enthusiasm, 7.
assertiveness, 8. analytical and systematic thinking and 9. ability of self-development. Data
collection was done on a public server with 90 respondents of a wide age, educational and
professional range and further on with 35 members of company teams.

Results. 3 items were excluded by correlation analysis. The split-half method verified the
reliability of the questionnaire (0.90) and its internal consistency (Cronbach's alpha of 0.91).
Validisation studies have just begun, only validating the results by respondents themselves and
their surroundings have been done till now and exploratory factor analysis.

Conclusions. The questionnaire proved itself to be reliable, but now it needs adjustment of
some of its items according to the factor analysis, collection of new data from a representative
sample, confirmatory factor analysis and a proper validation.

Limits. Testing of creativity and innovativeness just by a questionnaire. Proper validity
assessment has not yet been done. We plan reduction and readjustment of items based on
exploratory factor analysis that propose just 6 factors, collecting new data from a
representative sample, confirmatory factor analysis and contrast validation with individuals
who are known for their high creativity and innovativeness.

Keywords. creativity; innovativeness; questionnaire; test; competence development

https://doi.org/10.5817/CZ.MUNI.P210-9488-2019-8

81



Abstrakt

Cile. V této studii se pokousime ovérit reliabilitu a validitu nového dotazniku (presnéji receno
inventdre) kreativity a inovativnosti, ktery byl vytvoren na zdkladé reSerse dosavadnich
vyzkumil, testii a odborné literatury.

Metoda. ReSersi jsme identifikovali 80 dovednosti a osobnostnich rysu, které souviseji
s komplexnim konstruktem kreativity dle Urbanovy definice (2002). Ty jsme predbézine
rozclenili do 9 oblasti: 1. odvaha, 2. vytrvalost, 3. otevienost, 4. predstavivost, 5. empatie, 6.
nadseni, 7. asertivita, 8. analytické a systematické mysleni a 9. schopnost se rozvijet. Shér dat
probéhl na verejném serveru s 90 respondenty v Sirokém vékovém, vzdeélanostnim i profesnim
rozpéti a nasledné na 35 clenech firemnich tymii.

Vysledky. Korelacni analyzou byly vylouceny tii polozky. Metodou split-half byla overena
reliabilita dotazniku (0,90) a jeho vnitini konzistence (Cronbachovo alfa 0,91). Validizacni
studie byly teprve zapocaty. Zatim probéhlo pouze posouzeni vysledkii samotnymi respondenty
a jejich okolim a exploratorni faktorova analyza.

Zavery. Dotaznik byl overen jako dostatecné reliabilni, nicméné nyni bude potieba upravit jeho
polozky na zaklade faktorové analyzy, realizovat novy sbér dat na reprezentativnim vzorku a
provést nalezitou validizaci.

Limity. Limitem aktudlni podoby testu je zjiStovani kreativity a inovativnosti pouhym
dotaznikem. Dosud nebylo provedeno dostatecné posouzeni jeho validity. Na zdkladeé vysledki
exploratorni faktorové analyzy, ktera ukazuje na existenci pouze 6 faktorii, je treba provést
redukci a preskupeni polozek, posbirat nova data na reprezentativnim vzorku, provést
konfirmatorni faktorovou analyzu a kontrastni validizaci porovndnim vysledkii jedincii
znamych svou vysokou kreativitou a inovativnosti se zbylou populaci.

Klic¢ova slova. kreativita; inovativnost; dotaznik; test; rozvoj kompetenci.

Uvod

V tomto ¢lanku seznamujeme ¢tenafe S postupem tvorby nového dotazniku (presnéji
feeno inventafe) kreativity a inovativnosti a s vysledky jeho ovéfovani na pilotni skuping 125
respondentll. Dosavadni provedené prace zahrnuji resersi odbornych zdroji, tvorbu inventare,
sbér dat na pilotnim nereprezentativnim vzorku, analyzu jednotlivych poloZek, korelaéni
analyzu, ovéfovani reliability, kalkulaci prvnich ptedbéZznych norem, exploratorni faktorovou
analyzu a prvni zjistovani face validity. Nyni nas ¢eka redukce a uprava polozek, nové
seskupeni polozek do odpovidajiciho poctu faktord, sbér novych dat jiz na reprezentativnim
vzorku, konfirmatorni faktorova analyza, provedeni ndlezitych validiza¢nich studii a tvorba
findlnich norem.

Pro posouzeni kreativity se u néas nejcastéji pouziva Torranceho figuralni (pfipadné i
verbalni) test tvofivého mysleni (Jurova, 1984), dale Urbantv (2002) figuralni test tvotivého
mySleni, Schiireriv (1977) KREATOS, coz je modifikovany Warteggiiv test kreativity a
Vv posledni dob¢€ 1 Schuleriv a Helltiv (2014) ASK — Test deduktivniho a kreativniho mysleni.
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Jejich slabinou je, Ze jsou az na posledni z nich jen kresebné, ale hlavné posuzuji pouze
cast komplexniho konstruktu kreativity, jak jej popisuje odborna literatura, a sice jen napaditost,
originalitu, flexibilitu a fluenci. Pfitom opomijeji ostatni slozky inovativnosti nutné k dotazeni
napadu az do konce a k jeho prosazeni do praxe, jako je napi. odvaha, nadSeni, analytické a
kritické mysleni, vytrvalost, empatie Ci asertivita.

Resersi dosud provedenych vyzkumt, existujicich test a odbornych monografii o
kreativité - z nichz za nejkomplexnéjsi dila lze oznadit prace Frankové (2011), Pritzkera a
Runca (2011) nebo Kaufmana se Sternbergem (2010) - jsme identifikovali 80 hlavnich
nejcastéji se opakujicich dovednosti a osobnostnich a postojovych rysi, které odpovidaji
Urbanové (2002) rozsitené definici, ze u kreativity se jedna nejen o samotnou schopnost
vytvaret napady, ale také je testovat, prosazovat a finalizovat az do konkrétniho produktu ¢i
sluzby, ktera bude spolecnosti ptijata jako uzitecna.

K tomuto seznamu kreativnich ryst jiz od Guilforda (1950) patii pfedevsim divergentni
mySleni (Jur€ovd, 1984) méfené az podnes pomoci fluence (poctu relevantnich odpovédi),
flexibility (mnoZstvi riiznych ptistupll), originality a elaborace (mnozstvi detaild).

Ale napi. Kaufman se Sternbergem (2010) spravné namitaji, ze tyto prvky vibec
nepokryvaji vSechny aspekty kreativity. Kromé generativni faze tviiréiho procesu, kdy vznikaji
nové myslenky (které vyzaduji divergentni myslent), rozlisuji také fazi explorativni, ve které je
potieba mnoha dalSich dovednosti, jako je logika, analyza, syntéza nebo kritické mysleni.

Petrowski (2000) k tomu pfidava intuici a vhled, schopnost udrzet stabilitu a nizkou
urovenn vzruSeni (to znamend pickonat stres a byt odolni), ale zdroven jako pifedpoklad
tvofivosti 1 nutnost byt vystavovani urc¢ité urovni vzruSeni, novym zazitkiim a podnétim.

Kaufman a Sternberg (2010) dale zduraziuji osobnostni rysy kreativnich lidi, jako je
stateCnost, odvaha, spontannost a sebevédomi. MacKinnon (1975) k nim pfidava sebevédomi,
sebekontrolu, citlivost, emotivitu, otevienost ke slozitym podnétlim a preferenci komplexnosti.
Oba hovoti také o vnitini motivaci k dosazeni vysledki, ptekonavani piekazek a dokoncovani
véci.

Csikszentmihalyi (1997) pak dopliuje i sociokulturni aspekty, jako je ochota vzdat se
vefejného hodnoceni, ale zaroven schopnost nakonec dosdhnout nezbytného souhlasu
spolecnosti, coZ vyZaduje komunikacni dovednosti jako je empatie, vyjedndvani a asertivita.

ProtoZe tedy na trhu aktuadln& chybi nastroj, ktery by dokazal méfit takto komplexné&ji
pojatou kreativitu a inovativnost, rozhodli jsme se pokusit se vytvofit vlastni dotaznik a ovéfit
jeho reliabilitu a validitu. Samoziejmé lze mize namitnout, ze takto definovany konstrukt je
piilis Siroky a presahuje standardni definice kreativity.

Nelze nez souhlasit, nicméné jsme presvédceni, ze pravé takovyto konstrukt je
organizacemi zadan v praxi. To, Ze ovefovani jeho validity porovnavanim s jinymi néstroji
meéficimi jednotlivé srovnatelné slozky kreativity a inovativnosti bude naro¢néjsi, je ziejmé.
Nicméné neni to nemozny kol — na nekteré kompetence pouZijeme srovnani s vysledky
klasickych testli kreativity, na jiné s jednotlivymi kategoriemi vybranych osobnostnich
dotazniki a u ne¢kterych pak srovnani s vybranymi relevantnimi testy socidlnich dovednosti.
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Pro nami vytvareny konstrukt tedy pouzijeme nasledujici definici kreativity dle
Urbanova (2002, s.8) vymezeni, které je plné v souladu s vyse uvedenymi vyzkumy, takze je
muizeme pievzit. Zni:

Tvoftivost se projevuje v novém, prekvapujicim produktu, je to tedy schopnost:

1. vytvofit novy, neobvykly a prekvapujici produkt jako feSeni citlivé vnimaného nebo
zadaného problému,

,Vypatranych* informaci,

3. prostiednictvim analyzy a flexibilniho zpracovani zaméfeného na feSeni,
prostiednictvim neobvyklych asociaci, restrukturovanim nebo kombinaci uvedenych
informaci s tidaji z vlastni zkuSenosti a imaginace,

4. syntézou, strukturovanim a skladanim téchto udajii, prvka a struktur elaborovat nova
feSeni (hmotna i nehmotna),

5. vyjadtena jako produkt, resp. v produktu v jakékoliv formé,

6. ktery je nakonec prostfednictvim komunikace s jinymi chépan jako smysluplny.

Doposud bylo nutno takto Siteji chapanou inovativnost posuzovat pomoci celé baterie
testd, ktera tim postradala ucelenost a konzistentnost, proto jsme se rozhodli pokusit se vytvofit
vlastni komplexni integrovany nastroj.

Vznikly inventar kreativity a inovativnosti Creatixo (DKI-CXO) ma slouzit k testovani
a rozvoji zamé&stnanct firem. Jim méfeny konstrukt je v souladu s Urbanovou (2002) definici
kreativity popsan tak, ze diky dané kompetenci je ¢lovék schopen vytvofit, systematicky
analyzovat, kriticky a strategicky zhodnotit, prosadit a dotdhnout az do praktické realizace novy
originalni napad, ktery se projevi v novém produktu nebo sluzbg, bude k uzitku firmé¢ nebo
spolecnosti a bude pfijat relevantnim socidlnim okolim.

Metoda

Resersi odborné literatury, existujicich testti a dosavadnich vyzkumt jsme tedy nalezli
80 nejcastéji se vyskytujicich schopnosti, dovednosti, osobnostnich ryst a postojl, které jsme
podle jejich logické podobnosti roz¢lenili do deviti dil¢ich pfedbézné formulovanych kategorii
— zakladnich kompetenci. Samotny dotaznik DKI-CXO mé po vylouceni tfech dovednosti na
zéklad¢ korela¢ni analyzy nakonec 77 polozek hodnocenych 4stupiiovou Skalou vyjadiujici
miru souhlasu s uvedenym vyrokem, Sest demografickych polozek a sedm otevienych otazek.

Nami vybranych plvodnich 80 polozek, vyskytujicich se v reSerSich s nejvyssi
frekvenci, jsme podle jejich obsahové podobnosti zatim piedbéZné zaradili do deviti
kompetencnich oblasti. Jedna se o 1. ODVAHU A BOJOVNOST (oznacena kdédem B), 2.
VYTRVALOST (V), 3. PREDSTAVIVOST, NAPADITOST A UMELECKOST (P), 4.
OTEVRENOST (0), 5. ANALYTICKE A SYNTETICKE MYSLENI, SYSTEMATICNOST,
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KONCEPCNOST A NADHLED (S), 6. NADSENI A ZVEDAVOST (N), 7. EMPATII (E), 8.
ASERTIVITU (A) a nakonec 9. SCHOPNOST SE ROZVIJET (R).

Naptiklad kompetence B ODVAHA A BOJOVNOST sestava z polozek B1 — Odvaha
jit do neznama, B2 — Odvaha jit do rizika, B3 - Odvaha pfipustit omyly a selhani pied druhymi,
B4 - Schopnost piekonavat odmitnuti, B5 - Odvaha délat rozhodnuti, B6 - Schopnost iniciovat
zmény, B7 - Bojovnost a nevzdavani se a B8 - Odvaha opoustét slepé ulicky.

Kazdou z 80 dil¢ich dovednosti jsme pak vyjadiili jednou sebepopisnou oznamovaci
vétou a ty se staly jednotlivymi polozkami inventére.

Napt. polozka B7 — Bojovnost a nevzdavani se jako soucast kompetence ODVAHA,
BOJOVNOST zni: ,,I kdyz se nekdy zda, ze je véc zcela ztracend, nikdy se nevzddvam a bojuji
az do uplného konce.” Nebo polozka P2 — Plynuly tok napadu, kterd je soucasti kompetence
PREDSTAVIVOST, NAPADITOST A UMELECKOST zni: ,,Pfi vymysleni né¢eho nového
jsem studnici napadii ¢i polozka P3 — Originalita méa podobu: ,,Moje napady byvaji jedinecné
a origindlni.*

Miru souhlasu s témito tvrzenimi respondenti vyjadiuji volbou ze ¢tyf moznosti (1.
Rozhodné souhlasim, skoro vzdy, 2. SpiSe souhlasim, Casto, 3. SpiSe nesouhlasim, ziidka a 4.
Nesouhlasim, témért nikdy.

K hodnoceni dostavaji instrukei, aby posuzovali své chovani za dobu posledniho roku,
a to v pracovnim, a nikoliv v osobnim kontextu. A dale ze u tvrzeni, kterd mohou v jejich
chépani obsahovat dvé rizné casti, tak aby oznacili volbu 1, pokud pln¢ souhlasi s obéma
¢astmi formulace a 2 ¢i 3, pokud u nich piece jen ptevazuje piiklon k jednomu z obou tvrzeni
(naptiklad ve vySe uvedené polozce B7 se sice obvykle nevzdavam, ale nékdy véc az do
uplného konce nedotdhnu). MozZnost sttedovych odpovédi je pouZitim nucené Ctyfstupniové
volby vyloucena. Pro platnost vysledkli musi byt zodpovézena kazda ze 77 Skéalovanych
polozek inventafe. Oteviené otdzky a nckteré demografické udaje mohou ztstat
nezodpovézeny.

Vybér prvniho vzorku respondenti byl prilezitostny a probéhl prostiednictvim
zvefejnéni dotazniku na serveru www.vyplnto.cz. Pilotni testovaci vzorek tak byl sestaveny
Z osob, které si dotaznik na serveru samy nasly, informace o dotazniku byly dale umistény na
socialnich sitich Facebook a LinkedIn a téZ o ném byli informovani VS studenti autort.

V pilotni ovétovaci fazi poloZek dotazniku tak byla béhem ¢tyt tydnii shroméazdéna data
od 90 respondenttl (68 % Zen a 32 % muzil ve vékovém rozpéti od studentt 2. stupné ZS aZ po
duchodce s tim, Zze 39 % bylo ve v&€ku 25-35 let a 28 % mezi 16-24 lety, 62 % respondentt
pravé studuje VS nebo ma ukonéené VS vzdélani. Profesni struktura byla vyvazena a pestra od
nepracujicich studentti (19 %), pfes administrativni profese (13 %), manazery (12 %),
pomahajici profese (11 %), podnikatele (9 %), az po diichodce (3 %) a manudlni pracovniky (2
%). Navratnost dana pomérem zobrazenych a do konce vyplnénych dotaznikii Cinila 23.5 %
(¢ili dotaznik si alespoii otevielo 383 navstévnikil serveru). Mnozi se tedy nechali odradit jeho
ponékud vétsi rozsahlosti, nez je na daném serveru bézné — vyplilovani zabralo v priméru 25
minut.
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Tento vzorek samoziejmé neni reprezentativni k tvorbé finalnich norem, nicméné k
ovéteni jednotlivych polozek a jako zéklad pro dalsi analyzy a vylepSovani inventare je podle
nas dostacujici, 1 kdyz tento samovybér obecnou platnost vysledki samoziejmé snizuje. To se
projevilo i tim, Ze celkovy pramérny vysledek odpovédi vSech respondenti dosahl hodnoty 59.7
%., tedy vice, nez by odpovidalo idealni primérné poloZce s obtiZnosti 0.50.

To miize naznaCovat, jak mensi obtiznost polozek, nez by bylo vhodné, ptfeceniovani se
ucastnik, tak i to, Ze zucastnit se pilotniho Setfeni méli vétsi motivaci lidé, kteti se o kreativitu
zajimaji vice a je u nich tudiz pravdépodobny nadprimérny vysledek.

Oteviené otazky dotazniku se ptaji na aktudlni a zZadouci profesi, klicové dovednosti
Vv nich potiebné, jak se v nich projevuje jejich kreativita a inovativnost a jaky zajimavy pracovni
inovativni projekt by radi realizovali. Demografické polozky na uvod dotazniku jsou standardni
a krom¢ veku, pohlavi a vzdélani umoziuji i vybér z katalogu typickych profesi.

V dalsi fazi praci s daty probéhla polozkova a korela¢ni analyza, ovéteni split-half
reliability a vnitini konzistence testu, posouzeni face validity, sestaveni prvnich pfedbéznych
norem K porovnani ostatnich respondentt s ivodnim pilotnim vzorkem a exploratorni faktorova
analyza.

Vysledky

Po sbéru vysledkti od 90 prvnich ucastniki vyzkumu jsme provedli analyzu jednotlivych
polozek co se tyka jejich obtiznosti. Zadné piili§ t&zké (pod 0.1) ani piili§ lehké (nad 0.9)
polozky nebylo nutné vyloucit. Primérnd obtiZznost polozek byla na trovni 0.59 a celkové se
pohybovala v rozmezi 0.37 az 0.79.

Na zaklad¢ korela¢ni analyzy nebyly zjiStény duplicity poloZek, ale bylo nutné vytadit
tii polozky, které mély korelaci s hrubym skérem dané oblasti pod 0.3 a tudiz se ukazalo, Ze s
nami sledovanym konstruktem kreativity pfili§ nesouviseji. Jednalo se o pamét’ (korelace s HS
oblasti Analytické a systematické mysleni byla 0.28 a korelace s celkovym HS dokonce jen
0.02), uméni se zklidnit (0.16 korelace s HS oblasti Pfedstavivost, napaditost a uméleckost a
0.32 s celkovym HS) a schopnost vnimat detaily (0.28 korelace s HS oblasti Analytické a
systematické mysleni a 0.02 s celkovym hrubym skorem).

Tabulku vsech zjisténych korelacnich vztahti zde neuvadime pro jeji rozsahlost. Pouze
muizeme shrnout, ze korelace jednotlivych polozek s celkovym hrubym skérem se pohybovala
vV rozpéti 0.02 u jiZ zminéné polozky Pamét’ aZ po 0.63 a korelace jednotlivych polozek
s hrubymi skory oblasti, do kterych byly zatazeny, se pohybovala od zminénych 0.16 u
Zklidnéni az po 0.76.

Korelace hrubych skort jednotlivych 9 kompetencnich oblasti s celkovym hrubym
skorem se pak pohybovala v rozmezi od 0.56 do 0.79.

Metodou split-half byla ovéfena reliabilita celého dotazniku na trovni 0.90 a vnitini
konzistence celého testu vyjadiena Cronbachovym alfa dosahla hodnoty 0.91, coz jsou solidni
hodnoty.
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Hodnoty vnitini konzistence u jednotlivych kompetenci ndm vysly: B—0.78; V —0.71; P
—-0.77;0-0.55:5S-0.69: N-0.72; E—-0.79; A—-0.80 a R — 0.57. U osobnostniho dotazniku
povazujeme hodnoty nad 0.60 za dostate¢né, nad 0.70 za vysoké. Z hlediska tohoto kritéria se
tudiz neprokazaly jako dostatecné konzistentni soubory polozek zafazenych pod Otevienost (O
—0.55) a Schopnost se rozvijet (R — 0.57). To ukazuje na potiebu jesté jisté upravy, piipadné
vypusténi a preusporadani polozek minimaln¢ v téchto dvou oblastech.

Vystupem této Casti praci bylo sestaveni prvnich pfedbéznych norem umoznujicich
porovnavani dalSich ucastniki s pilotnimi respondenty. Nasledné jsme do této chvile sesbirali
data jesté od dalSich 35 osob, povétsinou ¢lenti pracovnich a manazerskych tymi z nékterych
oslovenych firem.

Vysledky ucastnikit v samotném dotazniku jsme vyjadfili v procentech jako kreativni
kvocient (oznaceny malymi pismeny — cq), a to jak celkovy, tak i dil¢i tykajici se deviti
pfedbézné formulovanych kompetenci. Celkovy vysledek testu jsme pak u jednotlivych
respondenttl jesté na zéklad€ predbéznych populacnich norem sestavenych z odpovédi prvnich
90 respondenti vyjadfili v podobé tzv. kreativniho kvocientu (oznaceného velkymi pismeny —
CQ) ve formatu 1Q.

Celkovy vysledny kreativni kvocient se u jednotlivych ucastnikii pohyboval od 29 do 87
% (coz odpovida rozpéti 62—142 CQ) a vysledky odpovidaly normalnimu rozlozeni.

Nakonec jsme provedli exploratorni faktorovou analyzu v programu SPSS, ktera ukazala
existenci jednoho, tii, Sesti nebo deseti faktorti (viz Obrazek 1).

Ze zobrazeni scree plotu je vidét, Ze jeden faktor je zdaleka nejvyraznéjsi, coz naznacuje,
7e dotaznik skute¢né méfti tvofivost jako jednu vyrazngjsi vlastnost odpovidajici standardnim
testlim kreativity (coz opraviiuje pokusit se jeho vysledek vyjadrit kvocientem kreativity CQ)
a pak dalsi dopliujici kvality, které odpovidaji Urbanové (2002) rozsifené definici aplikované
kreativity a inovativnosti.

10faktorovy model vysvétloval témétr 50% variability vSech polozek. SlozZeni
jednotlivych faktor se mirné liSilo od ndmi ptivodné navrzenych deviti shlukti dovednosti (jak
naznacila analyza konzistence jednotlivych kategorii) a nékteré polozky takeé sytily na podobné
urovni vice faktort.

Bylo proto nutné postupné odstraiiovani téchto polozek a nékolik opakovani exploratorni
faktorové analyzy, dokud syceni jednotlivych faktorti poloZkami nebylo dostatecné
jednoznacné a konzistentni. Nakonec jsme takto dospéli k modelu se 6 faktory a 47 nové
pfeuspofadanymi polozkami.

Nové objevené faktorové kategorie jsme prozatim pracovné nazvali PROSAZENT] SE,
SAMOSTATNOST (ozna¢eno kédem A), EMPATIE, OHLED NA DRUHE A SOCIALNI
INTERAKCE (kéd E), NAPADITOST A INOVATIVNOST (kéd N), ODVAHA,
ROZHODNOST, NEVZDAVANI SE A ODOLNOST (kéd O), OTEVRENOST KRITICE A
POKORA (kdéd P) a nakonec SYSTEMATICNOST, DUKLADNOST, RACIONALN]{ A
KRITICKE MYSLENTI (kod R). Podrobn&jsi ukazka vysledkii exploratorni faktorové analyzy
je jiz nad ramec rozsahu tohoto textu.
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Obr. 1. Faktorova analyza (Sikma rotace) naznacuje existenci jednoho, t7i, Sesti nebo deseti
faktoru
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Factor Number

Nyni ndm tedy zbyva provést novy sbér dat na reprezentativnim vzorku a nas§ 6faktorovy
model ovéfit konfirmatorni faktorovou analyzou a poté provést nalezitou validizaci dotazniku.

Pfi neexistenci vhodného uceleného ovéfeného testu odpovidajiciho nami definovanému
konstruktu nebylo mozné jej rovnou piedlozit respondentim spolu s nas§im inventafem a
porovnavat jejich vysledky v naSem dotazniku 1 s timto standardem. Z hlediska validity tedy
zatim prob&hlo pouze posouzeni face validity samotnymi respondenty, Ze jejich vysledky
odpovidaji jejich sebepoznani a sebehodnoceni, dale posouzeni vysledkd nékterych
respondentti lidmi, ktefi je znaji a téz porovnani sebehodnoceni vybranych respondentl
S hodnocenim pomoci stejného dotazniku druhym c¢lov€kem, ktery respondenta dobte zna.

Diskuse
Zavéry
Na zaklad¢ reSersi uvedené odborné literatury vznikl inventaf Sifeji pojaté kompetence
kreativity a inovativnosti s diirazem nejenom na napaditost, ale i na kritické zhodnoceni napadu

a jeho prosazeni do praxe. Jeho prvni pfedstaveni ve firemnim prostfedi se setkalo s ocenénim
jeho komplexnosti a relevantnosti pro praktické firemni vyuZiti.
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Popsanymi dosavadnimi kroky byla potvrzena reliabilita dotazniku, ale také potieba
vypusténi nékterych polozek a preuspotradani zbylych do novych faktort. Tyto prace spocivajici
v nékolika iteracich exploratorni faktorové analyzy a v postupném vypousténi polozek
nekorespondujicich s jednotlivymi jasné odliSenymi faktory vedly k 6faktorovému modelu a
redukci dotazniku na 47 polozek. Tak byla vytvofena nova verze dotazniku, kterd bude nyni
distribuovana reprezentativnimu vzorku respondenti.

Jakmile nové testovani podstoupi cca 235 osob (coz je 2.5ndsobek dvojnasobku
soucasného poctu polozek dotazniku) pak piistoupime ke konfirmatorni faktorové analyze.

Dalsim planovanym krokem je realizace kontrastni validizace na firemnich tcastnicich,
kde chceme posuzovat, zda pracovnici, ktefi jsou svym okolim vnimani jako zvlast' kreativni a
inovativni, piipadné ktefi vykonavaji kreativni profese, skutecné budou v odpovidajicich
polozkach dotazniku skorovat vyse nez jejich kolegové ze zbytku populace.

Dale budou probihat dalsi validiza¢ni studie porovnavajici vysledky respondentli v naSem
dotazniku s jinymi standardizovanymi metodami (kresebnymi testy kreativity, s relevantnimi
polozkami vybranych osobnostnich dotazniki a testd socidlnich kompetenci).

Limity
Nejvyraznéjsim limitem nasi metody v aktudlni podobé je zjistovani kreativity a
inovativnosti pouhym dotaznikem/inventdfem. I kdyz Kaufman (2019) k tomu uvadi své

pozorovani, ze sebehodnotici dotazniky nejsou sice idedlni, ale davaji lepsi vysledky, nez
bychom si mysleli.

Na zaklad¢ faktorové analyzy bylo nutné odstranit nékteré nejednoznaéné polozky, které
sytily vice faktorli zaroven a zbylé preuspotfadat do novych 6 clusteri. Nyni nas ¢eka novy sbér
dat na reprezentativnim vzorku a fadné posouzeni kontrastni validity porovnanim obecné
populace s jedinci, ktefi jsou znami svou vysokou kreativitou a inovativnosti a dal$i relevantni
validiza¢ni studie.

Otazky

V dalSich studiich budeme muset diikladnéji prokéazat spravnost naseho Sestifaktorového
modelu a opravnénost odvozovat existenci jednoho kvocientu kreativity a inovativnosti
reprezentovaného naSimi Sesti kompetencemi. Také je otdzkou vhodnost pouzivani
sebehodnoceni pii testovani kreativity a postupné bude ziejm¢ tfeba hledat objektivné;si
metodu.

Nicméné piredpokladdme, Ze po ovéfeni konfirmatorni faktorovou analyzou a po
nalezitych validizacnich studiich budeme moci zacit dotaznik pouZivat ve firemnich
rozvojovych programech a ovéfit jeho schopnost méfit posuny jejich ucastnikl v kreativité a
inovativnosti dosazené béhem rozvojového programu.
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Attitudes towards migrants in the Slovak population based on
Eurobarometerdata (2017)

Postoje k migrantom v slovenskej populacii na zaklade udajov Eurobarometra (2017)

Miroslava Bozogdﬁovdl, & Tatiana Lorincovd?

ISpolocenskovedny vistav CSPV Slovenskej akadémie vied, Kosice, Slovensko
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Abstract

The opinion of the Slovak population is based on the assumption that there are hundreds of

refugees in our country. In 2018, 37 persons were granted international protection (MU MV
SR, 2019).

Objectives. The goal of this study is to analyze attitudes towards migrants by gender,
employment and perceived social class.

Method. The research sample consisted of 1080 respondents in the SR - 43.1% men and 56.9%
women of the age of 15 — 93 years (M=49.45, SD=16.83).). Data collection was carried out in
a face-to-face interview in the (2017) form of multi-stage probabilistic selection in
Eurobarometer 88.2 (2017). Attitudes toward migrants were measured by a 7-item scale
(Cronbach = 0.861). We used descriptive analysis, Student t-test for two independent samples,
Mann-Whitney U-test and one-way analysis of variance.

Results. It was found that women do not differ from men in attitudes towards migrants,
employed do not differ from unemployed and respondents from working social class have more
negative attitudes towards migrants than respondents in higher classes.

Conclusion. The paper provides insight into attitudes towards migrants in the Slovak
population. We used the data which are currently the most up-to-date source of this information
(April 2018) and provide opportunities for further research.

Limits. The nature of the data does not allow us to examine the psychological characteristics
of respondents in more detail.

Keywords. migrants; attitudes; Eurobarometer; social class
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Abstrakt

Nazor obyvatelov SR je zalozeny na predpoklade, Ze sa u nas nachadzaju stovky utecencov. V
roku 2018 bola medzindrodnd ochrana poskytnutd 37 osobam (MU MV SR, 2019).

Ciel’: Cielom prispevku je analyzovat' postoje k migrantom na zaklade rodu, zamestnania a
vnimanej socialnej triedy.

Metody. Vyskumny subor tvorilo 1080 respondentov SR — 43.1% muzov a 56.9% Zien vo veku
15 — 93 rokov (M=49.45, SD=16.83). Zber dat prebiehal sposobom Face-t0-face v ramci
Eurobarometer 88.2 (2017) formou viacstupniového probabilistického vyberu. Postoje k
migrantom boli merané 7 polozkovou skalou (Cronbach = 0,861). Pouzili sme deskriptivne
analyzy, Studentov t-test pre dva nezavisle vybery, Mann-Whitney U-test a jednovchodovii
analyzu rozptylu.

Vysledky. Ukdzalo sa, Ze Zeny sa neodlisujuii od muzov v ich postojoch k migrantom, zamestnani
sa neodlisuju od nezamestnanych a respondenti robotnickej triedy maju k migrantom
negativnejsie postoje ako respondenti vyssich socidlnych tried.

Zaver. Prispevok poskytuje pohlad na postoje k migrantom na slovenskej populacii. PouZité
data su v sucasnosti najaktualnejsim zdrojom tychto informacii (april 2018) a poskytuju
prilezitosti pre dalsie skumanie.

Limity. Charakter dat nam neumoznuje detailnejsie skumanie psychologickych charakteristik
respondentov.

Kruacové slova. migranti; postoje; Eurobarometer; socialna trieda

Teoretické vychodiska

Eurépske krajiny su vystavené prilivu ziadatelov o azyl vel'mi heterogénne, napr.
Nemecko a Svédsko spracovava velké mnozstvo Zziadosti na osobu, zatial &o Spojené
kralovstvo a Ceskéa republika zdielajii ovel'a mensiu zodpovednost. Na Slovensku panuje
nazor, ze sa tu nachadzaju stovky/tisice utecencov. V roku 2017 Slovenska republika udelila
azyl 29 osobam (IOM, 2018) a v roku 2018 bolo zaznamenanych 178 ziadosti o azyl, pricom
medzinarodna ochrana bola poskytnuta 37 osobam (MU MV SR, 2019).

Stale prebieha diskusia o vhodnom pomenovani migrantov (utecenci; ne/dobrovol’ni,
1/legdlni migranti), kde podla dohody OSN, pojem migrant pokryva vSetky pripady, kde
rozhodnutie migrovat’ bolo prijaté slobodne danym jednotlivcom. Pojem zahffia heterogénne
kategorie vo verejnych a politickych debatach (Moses, 2006; Verkuyten, Mepham & Kros,
2018). Podl'a vysledkov reprezentativneho vyskumu IOM o postojoch verejnosti k zahrani¢ne;j
migracii a migrantom v Slovenskej republike, maji obyvatelia Slovenska relativne malo
osobnych skusenosti s migrantmi a maju malo znalosti o migrantoch, ktor¢ si ¢asto vytvaraja
podla informdcii z médii. Domace obyvatel'stvo sa obava, ze na Slovensku zije vysoky pocet
migrantov, ktori beru pracovné miesta Slovakom, rozSiruju nebezpecné choroby, su
ekonomickou zat'aZou pre Statny rozpocet, a Ze kriminalita migrantov mdZe postupne narastat’.
Migranti st vnimani ako ohrozenie pre domacu populaciu a tento pocit ohrozenia generuje
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d’alSie predsudky (Vasecka, 2009). Tieto presvedCenia maji negativny dopad na postoje voci
migrantom, nie len na teoretickej Grovni, ale aj na behavioralnej — ide napriklad o extrémne
pravicové strany mobilizujuce obCanov v otdzkach azylu, utoky na azylové centra, ¢iastocné
uzavretie Schengenskych hranic, etnocentrizmus, marginalizacia, segregacia a pod. (Moses,
2006; Verkuyten et al., 2018).

Murray a Marx (2013) uviedli, ze v rdmci vyskumu migrantov a migracie ide najma o
ohrozenie ,,domacich* z hl'adiska ekonomiky, kultirnych a socidlnych zaujmov, ¢o v ramci
pomysleného boja o ,,zdroje* mdze viest' k negativnym postojom voci migrantom. Orak a
Solakoglu (2016) piSu o dvoch zékladnych smeroch vo vyskume postojov k migrantom — prvom
z pohl'adu ekonomickych faktorov a druhom, ktory sa ststredi na neekonomické faktory ako st
napr. osobnostné, kulturne, nabozenské a politické faktory. Vyskum v oblasti migracie
demonstruje, Ze postoje k migrantom su scasti skupinovo Specifické a zavislé na kultirnej
podobnosti migrantov, vzdelanostnej trovni a pracovnych zru¢nostiach (Helbling & Kriesi,
2014), jazyku a farbe pleti (Hopkins, 2015), narodného pévodu (Hainmueller & Hangartner,
2013), ekonomickom prinose a naboZenstve (Bansak, Hainmueller & Hangartner, 2016).

Vo vyskumoch venujucim sa efektu rodu na postoje k migrantom su vysledky
nejednoznacné. Ponce (2017) uvadza, ze neexistuje dokaz o vysSej miere xenofobie u muzov
ako u zien. Existuju vsak pripady, kde sa u zien ukazuji negativnejSie postoje k migrantom ako
u muzov, najma ak ide o moslimskych migrantov. Délezité je poznamenat’ aj to, ze obdobie,
kedy st vyskumy konané ovplyviiuje postoje k migrantom. Dalej uvadza, Ze negativne postoje
voli ,.ekonomickym® migrantom st castejSie u muzov. Ponce (2017) poskytuje prehlad
vysledkov efektu rodu na postoje k migrantom v ramci medzinarodnych $tadii. Hellwig a Sinno
(2016) zdoraziujii potrebu rozliSovania typu migrantov vzhladom na postoje k nim
(schopnosti, ndbozenstvo, dobrovolnost’ migracie, hodnoty). Ekonomicky kontext je moznym
vysvetlenim rozdielnych postojov medzi rodmi — Zeny su na trhu préace zranitel'nejSie ako muzi
a preto si robia viac starosti vzhl'adom na dosledky migracie, pretoze td& moZze ovplyvnit’ trh
prace a tym padom aj udrZateI'nost’ socialneho Statu (Chafetz, 2006).

Podla teoérie etnickej sutaze, ti jedinci, ktori st socidlne zranitelni buda
pravdepodobnejsie sutazit’ s migrantmi o zdroje a budl ich vnimat’ ako hrozbu. Tito jedinci sa
odliSuju od ostatnej populacie v tom, ako su vystaveni roznym informacidm a afektivnej
kategorizacii migrantov. Vzhl'adom k socialnej pozicii a Struktire sa da ocakavat’, ze riziko
kontaktu s migrantom aktivuje rozne urovne pozornosti a obav v tejto oblasti (Zaller, 1992).

Metoda
Ciel’ a hypotézy

Ciel'om prispevku bolo analyzovat’ postoje k migrantom v kontexte vybranych socio-
demografickych charakteristik. Migranti st podla Eurobarometra (2017): ,,I'udia, ktori sa
narodili mimo EU, opustili svoju rodni krajinu a v sucasnosti sa legalne zdrziavaju na
Slovensku“. Postoje k migrantom sme porovnavali na zaklade rodu, zamestnania a vnimane;j
socialnej triedy respondentov.
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Na zéklade teoretickych vychodisk sme si stanovili vyskumné otazky:
1. Existuju rozdiely medzi muzmi a zenami v postojoch k migrantom?
2. Existuju rozdiely medzi zamestnanymi a nezamestnanymi v postojoch k migrantom?
3. Existuju rozdiely medzi respondentmi rbéznych socidlnych tried v postojoch

k migrantom?

Vyskumny subor

Analyzovany vyskumny subor tvorilo 1080 respondentov (Eurobarometer 88.2,2017) SR
—43.1% muZzov a 56.9% Zien vo veku 15 — 93 rokov (M=49.45, SD=16.83). Zber dat prebichal
v oktobri 2017 formou Face-to-face interview v ramci Eurobarometer 88.2 (2017) formou
viacstupiiového probabilistického vyberu, ktory v rdmci SR vykonala agentira TNS Slovakia,
Bratislava. Data a dotaznik s voI'ne dostupné na strane https://www.gesis.org/eurobarometer-
data-service/search-data-access — ZA6927: Eurobarometer 88.2 (2017). Sociodemografické
charakteristiky vyskumného stiboru st uvedené v tabul’ke 1.

Tabul’ka 1. Socio-demografické charakteristiky vyskumného siiboru

Rod % Vek % Vzdelanie % Pracovny status %
N do 15 ) " ,

Muz 431 15-24 8.2 6.7 Podnikatel’/Zivnostnik 6.7
rokov

Jena 569 25— 39 241 1619 6904  Manazér 73
rokov

40 — 54 262 208V 479 Uradnici 17.6
rokov

55 aviac 41.5 Manualny pracovnici 25.6

Osoba v domacnosti 1.6

Nezamestnani 8.1

Déchodcovia 28.4

Studenti 4.6

Metodika

Polozky, s ktorymi sme v ramci Stadie pracovali, pochddzaji z hlavného dotaznika
Eurobarometer 88.2 (2017) — Cast’ Integracia migrantov v Eurdpskej tunii. Postoje respondentov
k migrantom boli merané 7-polozkovou skalou od 1 — rozhodne stihlasim po 4 — rozhodne
nesthlasim (Cronbachova alpha = 0,861). Polozky sa tykali tak ekonomickych faktorov (napr.
., Pristahovalci vo vSeobecnosti maju celkovo pozitivny vplyv na slovenskii ekonomiku. ), ako
aj neekonomickych faktorov (napr. ... ,,0bohacuju slovensky kulturny Zivot (umenie, hudba,
jedlo a pod. ). Pozitivne ladené polozky boli prekddované - vyssie skore znamena pozitivnejsi
postoj. Pre urenie dimenzionality dat sme pouzili faktorova analyzu — metddu principal axis
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factoring (Kaiser-Meyer-Olkin = .852; Bartlett's Test of Sphericity X?= 2912.671; df = 21; p <
.01), kde boli vyextrahované dva faktory. Prvy faktor sme pomenovali ,,Migranti ako pomoc*
(Cronbachova alpha = .882) a druhy faktor ,,Migranti ako zataz* (Cronbachova alpha = .814).
Rotovana matica a konkrétne znenie poloziek je uvedend v tabulke 2.

Tabulka 2. Rotovana faktorova matica

) ) Faktor
Migranti...
1 2

...prinasaji nové napady a/alebo podnecuju inovacie na Slovensku. 817

...maju celkovo pozitivny vplyv na slovenskt ekonomiku. 7194
...obohacuju slovensky kultarny zivot (umenie, hudba, jedlo a pod.). 778
...poméhaju obsadit’ pracovné miesta, na ktor¢ na Slovensku tazko najst’ 246
pracovnikov. '

...su zatazou pre nas socialny systém. ,815
...zhorsuju problémy s kriminalitou na Slovensku. 134
...bert pracu pracovnikom na Slovensku. ,669

Statisticka analyza

Pre Gcely spracovania dat sme pouzili deskriptivne analyzy, Studentov t-test pre dva
nezavisle vybery, Mann- Whitney U-test a jednovchodovu analyzu rozptylu. Pri pouziti
jednotlivych testov sme respektovali podmienky pouzitia (Pallant, 2016; Field, 2017). Data boli
spracovavané v programe IBM SPSS Statistics v21 a JASP v 0.11.1. V ramci datasetu sa
vyskytuju chybajice data (respondent neodpovedal), preto uvadzame aj pocet respondentov
zahrnutych do jednotlivych analyz.

Vysledky

Pre porovnanie postojov k migrantom na zéklade rodu (vyskumna otazka 1) sme pouzili
Studentov t-test pre dva nezavisle vybery. Vysledky st uvedené v tabulke 3.

Ukazalo sa, ze existuju $tatisticky vyznamné rozdiely medzi muzmi a zenami v postojoch.
V ramci vyrokov, ktoré sa tykali migrantov ako pomoci (t(826)= -2.775, p < 0.01), Zeny viac
stihlasili s pozitivnymi vyrokmi (M=9.300, SD=3.060) k migrantom ako muzi (M=8.699,
SD=3.159) so slabym efektom (d= - 0.194). V ramci postojov vo¢i migrantom, ktoré povazuju
migrantov za zataz sa rozdiely medzi muzmi a zenami nepreukazali (p > 0.05). Na zaklade
tychto vysledkov moéZeme konStatovat, ze medzi muzmi a Zenami vramci Slovenske]
republiky neexistuju rozdiely v postojoch k migrantom (aj napriek tomu, Ze v prvom pripade
sa rozdiely preukazali, sila efektu je slaba).
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Tabul’ka 2. Porovnanie postojov k migrantom u muzov a Zien (Studentov t-test pre dva

nezavisle vybery)
Postoje Rod N Priemer  SD t df p d
Migranti Muzi 375 8.699 3.159
ako -2.775 826 0.006 -0.194

pomoc Zeny 453 9300  3.060

Migranti Muzi 405 6.109 2.346

oy 0.055 913 0.956  0.004
ako zitaz  7eny 510 6.100 2.334

Dalej sme porovnavali postoje medzi zarobkovo ¢innymi respondentmi a respondentmi,
ktori st nezamestnani. K zamestnanym respondentom sme zaradili tych, ktori patria medzi
podnikatel’'ov/zivnostnikov, manazérov, iradnikov a manualnych pracovnikov (vid’ tabulku 1).
Studentov, déchodcov a 0soby v domécnosti sme pre téely analyz vynechali. Pouzili sme
Mann-Whitney U-test.

Tabulka 3. Porovnanie postojov k migrantom u zamestnanych a nezamestnanych (Mann-
Whitney U-test)

Postoje Praca N Priemer SD wW p g

; ; zamestnani 487 9.226 3.221
Migranti ako 20428.000 0.002  0.234
pomoc Nezamestnani 68 8.103 2.760
Migranti ako zamestnani 526 6.183 2.362
zataz nezamestnani 73 6.438 2.309

*p< 0,05

17891.500  0.341 0.068

Na zéklade vysledkov sa nam preukazali Statisticky vyznamné rozdiely medzi
zamestnanymi a nezamestnanymi V rdmci subskaly ,,Migranti ako pomoc* (W=20428.000; p <
0.01) so slabym efektom (Hedgesovo g = 0.234). V subskale ,,Migranti ako zat'az* sa rozdiely
medzi zamestnanymi a nezamestnanymi respondentmi nepreukazali (p > 0.05). Mdzeme
konStatovat, Ze medzi zamestnanymi a nezamestnanymi v ramci Slovenskej republiky
neexistuj rozdiely v postojoch k migrantom (aj napriek tomu, ze v prvom pripade sa rozdiely
preukdzali, sila efektu je slabd).

Napokon, jednovchodovéd analyza rozptylu bola vykonana za ucelom porovnania
postojov k migrantom u robotnickej triedy, nizsej strednej triedy a strednej a vysokej triedy.
Respondenti sa k jednotlivym triedam priradzovali sami.

Vysledky preukazali signifikantny efekt wvnimanej socidlnej triedy na postoje
k migrantom (,,Migranti ako pomoc*) [F(2, 801) = 8.338, p < 0.01] so slabym efektom
(f=0.251). Tukey HSD post hoc test indikoval, ze priemerné skore postojov k migrantom sa
signifikantne 1i8i. Existuju rozdiely medzi robotnickou triedou (M=8.485, SD=9.732) a niZSou
strednou triedou (M=9.732, SD=3.199, d=-0.394, p < 0.01), ale aj strednou a vysSou triedou
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(M=9.108, SD=3.011, d=-0.203, p < 0.05). Vysledky ukazujt, Ze respondenti, ktori sa zaradili
do robotnickej triedy maji negativnejsi postoj k migrantom v ramci subskaly ,,Migranti ako
pomoc* ako respondenti ostatnych tried. Vysledky su znazornené na obrazku 1. V rdmci
subskaly ,,Migranti ako zat'az* sa rozdiely nepreukazali [F(2, 884) = 1.870, p > 0.05].

Obrdzok 1. Vnimand socidlna trieda a postoje k migrantom
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Diskusia

Prispevok sa zaobera problematikou postojov k migrantom v ramci slovenskej populécie.
Analyzované data su v stcasnosti najaktudlnej$im zdrojom tychto informacii (zverejnené v
aprili 2018) a poskytuju prilezitosti pre d’alSie skimanie témy. V ramci prispevku bola
vykonand komparacia muzov a zien v oblasti postojov k migrantom, kde bolo zistené, Ze Zeny
sa vo svojich postojoch od muzov v zasade neliSia, tak ako uvadza Ponce (2017). NaSe zistenie
si vysvetlujeme ako dosledok pouzitej metodiky a dat. Migrant je v Eurobarometri 88.2 (2017)
definovany ako &lovek, ktory sa narodil mimo EU, opustil svoju rodnii krajinu a v sii¢asnosti
sa legéalne zdrZiava na Slovensku. V tomto kontexte nie je explicitne stanovené, ¢i sa jedna o
moslimského migranta, migranta z vychodnej Eurdpy a pod. Na zéklade vysledkov Ponceho
vyskumu (2017), Zeny maju negativnejSie postoje k moslimskym migrantom — v naSom
vyskume nebol dany ,,typ* migranta zadefinovany, preto si respondenti mohli pod tymto
pojmom predstavit’ kohokol'vek. Autori Dion a Dion (in Berry, 2001) poukazuji na dolezZitost’
rodu v ramci porozumenia migrantom a v ramci adaptacie migrantov v prijimajucej spolocnosti.
Napr. socialna Struktura faktorov a hodndét vztahujucich sa k rodinnym vztahom moéze viest’ k
odlisnej skusenosti tak pre muzov, ako aj pre zeny. Rodové charakteristiky vo vyznamnej miere
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stivisia so samotnym postojom k migracii (Berry, 2001). Postoje by bolo vhodné porovnavat’ aj
s ohl'adom na kultirne, ndboZenské a hodnotové orientacie migrantov.

Komparacia respondentov z hl'adiska zamestnanosti nepreukazala rozdiely v postojoch.
Zamestnanost’ sme v naSom vyskume vnimali ako charakteristiku socialnej zranitelnosti
(nezamestnany ¢lovek je socialne zranitel'nej$i ako ten, ktory pracuje). Absencia rozdielov v
postojoch moéze byt spdsobena aj nepomerom skupiny zamestnanych a nezamestnanych.
Dal$ou z charakteristik socidlnej zranitelnosti je v nafom vyskume vnimana socidlna trieda,
kde podla tedrie etnickej sut'aze je nizsia socialna trieda spojend s vac¢sou pravdepodobnost’ou
sutazenia o zdroje s populaciou migrantov (Zaller, 1992). V tomto pripade sa ukazalo, ze
respondenti, ktori sa zaradili do robotnickej triedy, maju k migrantom negativnejsi postoj ako
ti, ktori sa zaradili do vyssich tried . Ostatné skupiny sa od seba vzéjomne neodliSovali. M6Zeme
predpokladat’, ze zastupcovia robotnickej triedy pracuji na menej kvalifikovanych miestach,
kde by ich migranti mohli 'ahSie nahradit’ a tak vnimaju tito ekonomicka hrozbu viac ako
ostatné triedy (niz$ia, strednd, vysoka).

Limitom vyskumu je sposob merania postojov k migrantom. Rozdelenie postojov na
ekonomické a neekonomické faktory by mohlo priniest’ spolahlivejsie vysledky. Dalej je to
vSeobecna definicia pojmu migrant v ramci Eurobarometra 88.2 (2017), ktord otvara
respondentom moznost’ roznych predstav ,,migranta“, pri odpovediach na polozky dotaznika.

Hlavnym prinosom vyskumu je zékladny prehl'ad informacii o postojoch k migrantov
u slovenskej populacie na vyskumnom subore, ktory sa priblizuje charakteristikdm
reprezentativnej vzorky respondentov Slovenskej republiky (zber dat prebehol podla
Standardov Eurobarometra). NaSe zistenia mézu pomoct pri pochopeni toho, ako odlisne
vnimaju rézne socialne triedy populaciu migrantov. Uvedené zistenia by bolo vhodné skimat’
hlbsie, o ale charakter dat neumoznuje v potrebnej miere. Zaujimava by mohla byt’ komparécia
takych respondentov, ktori neodpovedali na polozky tykajlice sa migrantov s tymi, ktori
odpovedali.

Zaver

Migracia a migranti st diskutovanou témou v kontexte viacerych vednych disciplin. V
ramci prispevku boli porovnavané vybrané sociodemografické charakteristiky vzhl'adom na
postoje k migrantom. Zistili sme, Ze muzi a Zeny, zamestnani a nezamestnani sa od seba
V postojoch vo¢i migrantom neodliSujt, ich postoje st podobné. Robotnicka socidlna trieda
vnima migrantov negativnejSie ako zastupcovia, ktori sa zaradili do vysSich socialnych tried.
Nazory a postoje k migrantom st doleZitou sucast’ou akulturacie tak z psychologického, ako aj
socidlneho hl'adiska. Na zaklade toho je mozné konStatovat’, ze vyskum v oblasti migrantov a
migracie ma svoje opodstatnenie aj v budiicnosti.
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Assessment of bossing and mobbing manifestations in the context of
personality traits of employees

Posudzovanie prejavov bossingu a mobbingu v kontexte osobnostnych ¢t zamestnancov
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Abstract

Objectives. Bossing is a specific form of mobbing as a long-term, systematic negative influence
of the superior towards the subordinates. In terms of operationalization of this construct, the
original BOSSING methodology is presented in the paper.

Methods. The NAQ-Negative Acts Questionnaire methodologies were used to detect mobbing
manifestations and the B5 questionnaire enabling the personality traits to be specified in terms
of the Big Five concept. Based on the data obtained from the research sample of 636 employees,
the paper presents the results of the validation of the BOSSING methodology, which was
carried out using the NAQ methodology.

Results. The overall NAQ score correlated statistically significantly with both factors - Work-
Aimed Bossing (0,267) and Psyche-Aimed Bossing (0,117). Basic psychometric characteristics
of the methodology and content specification of extracted factors Work-Aimed Bossing
(Cronbach alpha —0,926) and Psyche-Aimed Bossing (Cronbach alpha — 0,813) are presented.
The research findings supported a multidimensional understanding of the bossing construct.
Conclusion. The results of the correlation analysis between employees’ personality traits and
the assessment of bossing and mobbing prove the fact that the more the employees consider
themselves as extraverted, open, friendly and conscientious, the less sensitive they perceive the
occurrence of bossing and mobbing. Applying the BOSSING methodology in practice can
contribute to identifying bossing manifestations in various work contexts.

Limits. The limiting factors of interpretation and generalization of the results are related to a
limited research sample, taking into account cultural contexts and situational conditions of
perception of bossing manifestations. At the same time, it is necessary to draw attention to the
determination of the line between bossing and normal, though strict behaviour of a superior.

Keywords. bossing; mobbing; personality traits, BOSSING methodology; NAQ methodology
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Abstrakt

Ciele. Bossing predstavuje specificku formu mobbingu ako dlhodobého, systematického
negativneho posobenia nadriadeného smerom k podriadenym. Z hladiska operacionalizacie
tohto konstruktu je v prispevku prezentovana povodna metodika BOSSING.

Metody. Zaroven boli pouzité metodiky NAQ - Negative Acts Questionnaire na zistovanie
prejavov mobbingu a dotaznik B5 umoznujici Specifikovat osobnostné c¢rty z hladiska konceptu
Big Five. Na zaklade udajov ziskanych od vyskumného suboru 636 zamestnancov su v prispevku
prezentované vysledky validizacie metodiky BOSSING, ktord bola uskutocnend pomocou
metodiky NAQ.

Vysledky. Celkové skore metodiky NAQ statisticky vyznamne korelovalo tak s faktorom Bossing
zamerany na pracu (0,267), ako aj s faktorom Bossing zamerany na psychiku (0,117). Uvedené
su zakladné psychometrické charakteristiky metodiky a obsahova Specifikacia extrahovanych
faktorov Bossing zamerany na prdacu (Cronbachova alpha — 0,926) a Bossing zamerany na
psychiku (Cronbachova alpha — 0,813). Vyskumné zistenia podporili multidimenziondlne
chapanie konstruktu bossing.

Zavery. Vysledky korelacnej analyzy medzi osobnostnymi crtami zamestnancov a posudenim
bossingu a mobbingu svedcia o skutocnosti, zZe c¢im sa zamestnanci posudili ako viac
extravertovani, otvoreni, privetivi s svedomiti, tym menej citlivo vnimaju vyskyt prejavov
bossingu a mobbingu. Aplikacia metodiky BOSSING méze v praxi prispiet k identifikacii
prejavov bossingu v réznych kontextoch prace.

Limity. Limitujuce faktory interpretdicie a zovseobecnenia vysledkov suvisia s obmedzenou
vyskumnou vzorkou, zohladnenim kulturnych kontextov a situacnych podmienok vnimania
prejavov bossingu. Zdroven je potrebné upozornit na vymedzenie hranice medzi bossingom a
normalnym, aj ked’ tvrdym spravanim nadriadeného.

KPacové slova: bossing; mobbing; osobnostné ¢rty, metodika BOSSING; metodika NAQ

Uvod

LCudia, predovSetkym ekonomicky aktivni, travia podstatnti Cast’ svojho Zivota v préci,
V konkrétnom pracovnom prostredi. Vztahy medzi zamestnancami st zdkladnym prvkom
kazdej firemnej kultiry. Priaznivd klima a dobré vztahy medzi 'udmi v organizacii
zabezpecuju viac Casu a sil, ktoré je mozné venovat’ pracovnym povinnostiam (Birknerova,
Frankovsky, 2017). Pdsobenie pracovného prostredia je multidimenziondlne. Zahfiia tak
fyzikalne vplyvy, ako aj rozne psychologické aspekty. V tomto kontexte do popredia vstupuje
aj posobenie negativnych socidlno-psychologickych faktorov.

Viaceri autori (Bennett, 2000; Hafidz, 2012; Howladar et al., 2018) poukazujii na
skutoCnost’, ze tieto faktory poSkodzuju produktivitu a st v kontradikcii so zdujmami
organizacie. Maju tieZ negativny vplyv na konkrétnych zamestnancov, na ich psychické
a fyzické zdravie. Za negativne formy spravania sa podl'a Skopalovej (2000) povazujui vsetky
neziaduce prejavy, ktoré st v rozpore s oCakavaniami, pravidlami, normami. Je to spravanie,
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ktoré sa odchyl'uje od existujucich noriem, predovSetkym morélnych a etickych. Pri Stadiu
neziaduceho spravania na pracovisku je réznymi autormi pouzivana odlisna terminologia, napr.
deviacie na pracovisku (Robinson, Bennett, 1995), kontraproduktivne pracovné spravanie
(Spector, Fox, 2002), ako aj antisocialne spravanie, zI¢ spravanie v organizacii, ¢i dysfunkcné
spravanie. V tomto kontexte sa objavuji pojmy ako Sikanovanie na pracovisku, mobbing,
bossing (Einarsen, et al., 2011).

Mobbingu uz od 80-tych rokov 20. storocia venuje pozornost $védsky psycholog
Leymann (1990), ktory ho charakterizuje ako neprimerané ponizujiice spravanie, pricom je
vedena nepriatel'skd a neetickd komunikacia, ktorti vykonava jedna alebo viacero osob smerom
k inej vybranej osobe. M6ze sa jednat’ napr. o socialne izolovanie, slovné napadanie, psychické
tyranie, Sirenie zlej povesti (Zapf, Leymann, 1996). Podstatna cast’ tejto Siroko koncipovanej
definicie ma emocionalny kontext, na ktory upozornili aj Gorgiilii et al. (2014). Tito autori
vymedzili mobbing ako emociondlny utok, ktory sa prejavuje netctivym a Skodlivym
spravanim.

Specifickym, vyznamne negativnym socialno-psychologickym prejavom na pracovisku
je bossing, ktory predstavuje vel'mi Specifickii formu mobbingu, pri ktorom je inicidtorom
psychického natlaku nadriadeny (Borska, 2005).

Uvedena problematika ma podl’a Hirigoyen (2000) dlh histériu. Pri vymedzeni bossingu
je posudzované pravidelné a dlhodobé negativne pdsobenie medzi nadriadenym a jeho
zamestnancami. Aj Birknerova, Juhas a Litavcova (2010) uvadzaja ako hlavny znak bossingu
systematickost’ a dlhodobost’. Vystavenie takymto systematickym, negativnym a socialnym
aktom mozno vnimat’ ako typ psychologického obliehania. Leymann (1990) ho oznacil za
psychologicky teror, ktory moéze viest k zdvaznym fyzickym, psychickym a socidlnym
problémom.

Z hladiska prejavov bossingu sa zamestnanec cCasto ocitd v situdcii, ktora ho ohrozuje
ovela viac nez akakol'vek ina. Nejde len o spolocenské kontakty a pocit osobného $t’astia, ale
aj o odbornu identitu, kariéru a z ekonomického hl'adiska Casto aj o vlastnu existenciu
(Huberova, 1995). Podla OlSovskej (2013) sa jedna o vedomé znizovanie dostojnosti,
zastraSovanie zamestnanca zo strany nadriadeného, nasledkom ktorého je duSevné, moralne,
fyzické alebo socidlne ubliZenie. Cielom bossingu je naruSenie pracovnej atmosféry
pracovnika, povicsine z dovodu zddraznenia svojho hierarchického postavenia v spolocnosti,
udrZania si moci, alebo z r6znych osobnych zaujmov voci zamestnancovi.

V kontexte prezentovanych zisteni bola vo vyskumnom projekte pozornost’ sustredena na
overenie hypotézy, v ramci ktorej bola predpokladana Statisticky vyznamna stvislost’ medzi
vybranymi osobnostnymi ¢rtami zamestnancov a posudzovanim prejavov  bossingu
a mobbingu.

Metody

Cielom prezentovaného vyskumu bolo obohatit’ poznanie v oblasti operacionalizacie a
konceptualizacie problematiky bossingu a mobbingu na zaklade posudzovania ich prejavov
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Vv kontexte osobnostnych ¢ft zamestnancov. Zaroven bolo cielom overit’ povodni metodiku
posudzovania prejavov bossingu konsStruovanti na baze multidimenzionalneho chapania tohto
konstruktu. Vyskumny stibor tvorilo 636 zamestnancov. Z hl'adiska rodu bolo vo vyskumnej
vzorke 392 (62 %) zien a 244 (38 %) muzov. Priemerny vek respondentov bol 30,7 rokov
(smerodajna odchylka bola 10,237 rokov), vekové rozpitie bolo od 20 do 58 rokov. Priemerna
dizka praxe bola 10,5 rokov (smerodajna odchylka bola 10,090 rokov), rozpitie rokov dizky
praxe bolo od 1 do 37 rokov. Stredoskolské vzdelanie malo 27 % respondentov a vysokoskolské
vzdelanie malo 73 % respondentov. V sukromnych organizaciach pracovalo 65 %
zamestnancov a vo verejnom sektore pracovalo 35 % zamestnancov. Vo vyskume bol pouzity
prilezitostny vyber respondentov.

Vo vyskumnom projekte boli aplikované tri dotazniky, ktoré boli respondentom
administrované skupinovo a anonymne. Uvedené dotazniky umoznili operacionalizovat
premenntl mobbing (celkové skore dotaznika NAQ), premennu bossing (Bossing zamerany na
pracu a Bossing zamerany na psychiku) a premennu ¢rta osobnosti (Extraverzia, Privetivost’,
Svedomitost’, Neurotizmus, Otvorenost’).

Dotaznik NAQ (Einarsen, Raknes, Matthiesen a Hellesay, 1994) obsahuje 29 poloziek,
ktoré popisuju negativne formy spravania. Respondenti odpovedali, ako Casto sa stretli s
uvedenymi formami spravania na pracovisku na $kale od 1 do 5 (1 — nikdy; 2 — ob¢as; 3 —
mesacne; 4 — tyzdenne; 5 — denne). Metodika je vyhodnotena jednym celkovym skoére, v ramci
ktorého vysSia hodnota reprezentuje vysSiu mieru prejavov negativneho spravania na
pracovisku. Metodika bola pouzita ako preklad originalu.

Dotaznik BOSSING (Frankovsky a kol., 2019) bol v prezentovanom vyskumnom
projekte pouzity ako povodnd, origindlna metdda autorov. Obsahuje 20 poloziek, ktoré popisuju
rozne negativne formy spravania voci zamestnancovi zo strany nadriadeného. Respondenti
odpovedali na skale od 1 do 5 (1 —uplne nestihlasim; 2 — skor nesthlasim; 3 — ani stthlasim, ani
nesthlasim; 4 — skor suhlasim; 5 — uplne suhlasim). Metodika umoznuje identifikovat’ 2
faktory, ktoré vysvetl'uji 54,9 % variancie. Uvedené faktory je moZné obsahovo Specifikovat’
nasledovne:

e Bossing zamerany na pracu: Respondenti s vysokym skore v danom faktore maji
pocit, ze ich nadriadeny im nedovol'uje vyjadrit’ sa ku kritike, nepozve ich na
operativne porady, neposkytne im priestor na vyslovenie svojho zaujmu,
neumoznuje im pristup k neskreslenym informacidm na plnenie ich uloh,
komunikuje s nimi minimalne, ndhle ukon¢i rozhovor, ked’ vstipia do miestnosti,
§iri nepodlozené tvrdenia, polopravdy a intrigy 0 nich, ignoruje ich nazory a
spochybniuje ich nazory (Cronbachova alpha: 0,926).

e Bossing zamerany na psychiku: Respondenti, ktori maji vysoké skére v danom
faktore sa domnievaju, Ze ich nadriadeny kritizuje za ich politické, ndbozenské a
iné presvedcenie, Ze nadriadeny poskodzuje ich veci a vysledky ich prace,
ohrozuje ich fyzickym nasilim, sexudlne ich obt'azuje, spochybnuje ich dusevny
stav, dava im hanlivé prezyvky (Cronbachova alpha: 0,813).
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Dotaznik BS5: skratena verzia Big Five (Janovska, 2011) pozostava zo 40-tich vlastnosti,
ktoré st posudzované na 8-bodovej skale (1 —uplne nepresne; 2 — vel'mi nepresne; 3 — pomerne
nepresne; 4 — trochu nepresne; 5 — trochu presne; 6 — pomerne presne; 7 — vel'mi presne; 8 —
uplne presne). Vlastnosti st v dotazniku usporiadané nezavisle a spadaju do piatich subskal:

e Extraverzia (vesely, extrovertny, culy, kamaratsky, nadSeny, priatel'sky,
spolocensky)

e Privetivost' (dobrosrdecny, laskavy, nezny, citlivy, ustretovy, napomocny,
vludny, sucitny)
e Svedomitost’ (svedomity, dokladny, poriadny, usporiadany, pokorny, pedantny,

spol’ahlivy, sebadisciplinovany)

e Neurotizmus (napéty, neuvolneny, nevyrovnany, ustarosteny, precitliveny,
nervozny, nesebaisty)

e Otvorenost (nekonvenény, abstraktne mysliaci, hibavy, s¢itany, premyslavy,
zaujimajuci sa, patrajici, vynachadzavy)

Vysledky

Na zéklade vysledkov testovania normality rozlozenia ziskanych tdajov (pouzité boli
Sikmost’ a Spicatost’) sa nepotvrdilo normalne rozlozenie. Pri analyze suvislosti boli pouzité
neparametrické metody, konkrétne Spearmanov korela¢ny koeficient (tabul’ka 1).

Tabulka 1. Test normality rozlozenie udajov pre faktory metodiky BOSSING a metodiky NAQ

Bossing zamerany Bossing Mobbing
na pracu zamerany
na psychiku
Skewness 1.516 3.312 0.266
Kurtosis 1.976 2.680 2.032

Z hladiska validacie metodiky BOSSING boli analyzované korelacné koeficienty medzi
extrahovanymi faktormi Bossing zamerany na pracu, Bossing zamerany na psychiku a
celkovym skore Mobbingu (metodika NAQ) (tabul’ka 2). Ziskané vysledky potvrdili existenciu
Statisticky vyznamného, ale slabého vzt'ahu medzi faktorom Bossing zamerany na pracu a
celkovym skore metodiky NAQ. Zarovenn vztah medzi Bossingom zameranym na psychiku a
Mobbingom nebol identifikovany. Aj napriek uvedenym charakteristikim vztahu medzi
pouzitymi metodikami, je mozné identifikovat’ tendenciu, ze ¢im vysSie je skore respondentov
v metodike NAQ, tym vyssie st ich vysledky v metodike BOSSING.

Toto zistenie dokazuje, Ze ¢im negativnejSie respondenti hodnotili fenomén Sikanovania
vo vSeobecnosti, tym negativnejSie hodnotili prejavy bossingu z hl'adiska prace aj psychiky
(tabul’ka 2). Hodnoty zistenych korelacnych koeficientov svedcia v prospech potvrdenia
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validity metodiky BOSSING, zaroven vSak poukazuji na skutoCnost, Ze uvedenymi
metodikami nie su zistované totozné charakteristiky.

Tabul’ka 2. Vztah medzi faktormi Bossing zamerany na pracu, Bossing zamerany na psychiku
a Mobbingom

Bossing zamerany Bossing zamerany
na pracu na psychiku
Mobbing 0.267 0.117
p 0.000 0.000

Analyza vztahov medzi faktormi bossingu, ukazovatelom mobbingu a osobnostnymi
¢rtami potvrdila existenciu viacerych Statisticky vyznamnych zapornych korelacii (tabul’ka 3).
Statisticky vyznamné vztahy neboli zistené len medzi osobnostnou &rtou neurotizmus
a skimanymi faktormi bossingu. Ziskané vysledky sved¢ia o skutoCnosti, Ze ¢im sa
zamestnanci posudili ako viac extravertovani, otvoreni, privetivi s svedomiti, tym vyjadrili
niz§iu mieru frekvencie vyskytu prejavov mobbingu a tym menej citlivo vnimaju vyskyt
prejavov bossingu na pracovisku.

Tabulka 3. Vztahy medzi posudzovanim prejavov bossingu, mobbingu a osobnostnymi crtami
zamestnancov

Bossing zamerany Bossing zamerany Mobbing
na pracu na psychiku
Neurotizmus -0.016 -0.009 -0.102
p 0.690 0.825 0.010
Extraverzia -0.246 -0.250 -0.323
p 0.000 0.000 0.000
Otvorenost’ -0.146 -0.147 -0.199
p 0.000 0.000 0.000
Privetivost’ -0.266 -0.272 -0.388
p 0.000 0.000 0.000
Svedomitost’ -0.193 -0.194 -0.294
p 0.000 0.000 0.000

Prejavy bossingu menej citlivo vnimaji zamestnanci, ktori st veseli, nadSeni, priatel’ski,
spolocenski, dobrosrde¢ni, Ustretovi, ndpomocni, svedomiti, spolahlivi, sebadisciplinovani,
nekonvencni, abstraktne mysliaci, skimajtci. Su to zamestnanci, ktori st pozitivne orientovani.
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Diskusia

V kontexte vyskumov neziaducich foriem spravania nadriadenych k podriadenym je
mozné diskutovat’ o viacerych pojmoch, ako je Sikanovanie smerom nadol (Oberhofer, 2018),
vertikalny mobbing (Arnejcic¢, 2016; Zikic et al., 2013), toxicky bossing (Hamilton et al., 2017),
boss syndrom (Emelander, 2011). Oberhofer (2018) uvadza, Ze bossing je Specificky pojem
pouzivany predovsetkym v niektorych eurdpskych, nemecky hovoriacich regionoch. Arnejcic
(2016) kategorizuje bossing v ramci tzv. vertikalneho mobbingu, ku ktorému dochadza, ked’
jednotlivec ohovara podriadeného zamestnanca. Zikic et al. (2013) suhlasia s touto teoriou a
tvrdia, ze vertikdlny mobbing alebo bossing nastava, ked je podriadeny mobovany
supervizorom. Hamilton et al. (2017) predstavujil pojem toxicky bossing, ktory deSifruju ako
formy zneuzivajuceho spravania zamerané na podriadenych na pracovisku. V tomto kontexte
Emelander (2011) pouziva vseobecnejsi vyraz ,,boss syndrom®, ak nadriadeni nevedia, ako
zaobchadzat’ s najddlezitejSim zdrojom spolo¢nosti, t.j. s l'ud’mi.

Viécsina vyskumov orientovanych na osobnostné kontexty bossingu je zamerana na
skimanie osobnostnych ¢ft nadriadeného, ako subjektu neziaducich foriem spravania (Camps
et al., 2016; Wilson, Nagy, 2017). Menej vyskumov je zameranych na analyzu osobnostnych
¢ft podriadenych v kontexte ich vnimania neziaducich foriem spravania nadriadenych (Brees,
etal., 2016). Uvedeni autori skiimali stivislosti medzi osobnostnymi ¢rtami zamestnancov a ich
vnimanim zneuzivajiceho, urazlivého spravania nadriadeného. Zistili, Ze podriadeni, ktori
skorovali vyssie v negativnej afektivite, hnevu, nepriatel'skosti vnimali citlivej$ie uvedené
prejavy nadriadenych. Uvedené zistenia koreSponduji s vysledkami prezentovaného
vyskumného projektu.

Prejavy bossingu a mobbingu st vyznamnym faktorom pri predikcii a interpretacii
spravania l'udi v roznych kontextoch prace. Jednym zo spolo¢nych menovatelov tychto
prejavov je znizovanie produktivity prace, absentérstvo, fluktuacia, zniZovanie angazovanosti
a vyrazné ekonomické désledky (Hirigoyen, 2000 a i.). Zaroven je nevyhnutné poukazat’ na
posobenie bossingu a mobbingu na psychiku kazdého zamestnanca s dosledkami aj na fyzické
zdravie l'udi. Pri posudzovani prejavov bossingu v spravani nadriadenych a prijimani zaverov
je nevyhnutné akceptovat’ komplexny pristup, ktory zahfiia kultirne vzorce spravania, situacné
podmienky vyskytu tohto spravania, ako aj osobnostné ¢rty zamestnancov. Potrebné je
upozornit’ na subjektivnost’ vnimania tychto prejavov spravania.

Uvedeny pristup stvisi s holistickym konceptom vymedzenia tejto problematiky.
Z hl'adiska tohto konceptu je nutné chapat ekonomické, socidlno-kultirne a osobnostné
atributy ako jeden celok, ktory sa odliSuje od sthrnu vysledkov §tidia jednotlivych prvkov
bossingu. Tento koncept zaroven prispieva k vymedzeniu hranice medzi bossingom a
normalnym, aj ked’ tvrdym spravanim nadriadené¢ho. Ked'Ze v kazdej firme su zamestnanci
zvyknuti na rézne Standardy, niekedy je vel'mi tazké rozpoznat’, ¢o eSte je a Co uz nie je
pripustné a spadéa do prejavov bossingu (Bednat, 2016).

V kontexte tohto pristupu bola v prezentovanom prispevku pozornost sustredend na
problematiku stvislosti medzi osobnostnymi ¢rtami zamestnancov a posudzovanim prejavov
bossingu. Rovnaky koncept je nevyhnutné akceptovat’ aj pri skiimani problematiky mobbingu.

Vysledky vyskumu potvrdili zmysluplnost’ uvazovania o suvislostiach medzi osobnostnymi
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¢rtami zamestnancov a posudzovanim prejavov bossingu, resp. mobbingu. Analyza stvislosti
medzi faktormi bossingu a osobnostnymi ¢rtami zistovanymi z hl'adiska konceptu Big Five
potvrdila, okrem &rty neurotizmus, existenciu $tatisticky vyznamnych korelacii. Cim st
zamestnanci viac extravertovani, otvoreni, privetivi a svedomiti, tym menej citlivo vnimaja
vyskyt prejavov bossingu na pracovisku.

V tejto etape vyskumu je mozné za limitujuci faktor povazovat’ pdsobenie situaénych
faktorov a kultarnych suvislosti. Zaroven na zaklade vysokych hodnot Cronbachovej alpha je
mozné zvazit’ pocet jednotlivych poloziek sytiacich faktory.
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Smart Factory. What Employees Will the Company Need in the Future?
Smart Factory. Jaké zaméstnance bude firma potiebovat v budoucnu?
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Abstract

Obijective. The purpose of the paper is to provide information about a research project aimed
at supporting the implementation of the Smart Factory concept (management system with
support of digitization and robotization) in the production plant ALPS Electric CZ, Sebranice,
regarding changes in working roles, working conditions, development of employees, changes
in conditions for in-company communication and overall changes in corporate culture in ALPS
Electric CZ, Sebranice. For research purposes, the research problem was formulated and six
research questions were set.

Method. About 400 employees work at ALPS, of which about 350 are in production. The
research target groups are six work groups that are directly related to production - process
engineers, foremen, purchasing, planning and production preparation, logistics (focusing on
material supply), manufacturing operators and middle management. Methods for data
collection: document analysis, interviews, questionnaire, and findings from selected
companies. With regard to the realization of research in one company, we will use descriptive
statistics for the analysis and interpretation of data.

Conclusion. The findings of the research will help ALPS management to identify and eliminate
potential barriers concerning employees when implementing the Smart Factory concept. We
will propose measures to support the implementation of the Smart Factory concept in the ALPS
specifically focused on work positions and system measures supporting the “smart” change of
the ALPS Electric corporate culture.

Limitations. The conclusions of the research are based on one medium-sized production plant,
and are not generally valid. The Smart Factory concept focuses only on the range of jobs that
are directly related to production; it does not take into account the need to assess the impact of
digitizing jobs indirectly related to production (ECO, HR, MKT).

Keywords. Smart Factory; management system; digitization, robotization; work position;
qualifications, working conditions; organizational culture
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Abstrakt

Cil. Ucelem prispévku je podat informaci o vyzkumném projektu, jehoz cilem je podpora
implementace konceptu Smart Factory (systém fizeni s podporou digitalizace a robotizace) v
prostiredi vyrobniho zavodu ALPS Electric CZ, Sebranice, s ohledem na zmény pracovnich roll,
pracovnich podminek, kvalifikacnich poZadavku, kariérovych modelu rozvoje pracovniku,
zmény podminek pro vnitrofiremni komunikaci a celkové zmeény firemni kultury v ALPS Electric
CZ, Sebranice. Pro ucely vyzkumu byl formulovan vyzkumny probléem a stanoveno Sest
vyzkumnych otdzek.

Metoda. V ALPS pracuje cca 400 pracovniku, z toho cca 350 operdtorii ve vyrobé. Cilovou
skupinou vyzkumu je sedm okruhii pracovnich mist, kterd maji primy vztah k vyrobé — procesni
inZenyri, preddaci a mistri, nakup, planovani a priprava vyroby, logistika (se zamérenim na
zasobovani vyroby materialem), operatori ve vyrobé a stredni management. Metody pro sbér
dat: analyza dokumentii, rozhovory, dotaznik, poznatky z vybranych firem. S ohledem na
realizaci vyzkumu v podminkdch jedné firmy pouzijeme pro analyzu a interpretaci dat popisnou
statistiku.

Zavery. Zavery vyzkumu pomohou vedeni ALPS identifikovat a eliminovat mozné bariéry na
strané pracovnikii pri implementaci konceptu Smart Factory. Navrhneme opatreni na podporu
implementace konceptu Smart Factory v prostiedi ALPS specificky zamérené na jednotlivé
okruhy pracovnich pozic a systéemova opatieni podporujici ,, smart” zménu firemni kultury
ALPS Electric CZ.

Limity. Zavéry vyzkumu vychazeji z podminek jednoho vyrobniho zdavodu stredni velikosti,
nemaji obecnou platnost. Koncept Smart Factory je zaméren jen na okruh pracovnich mist,
které maji primy vztah k vyrobé, neni brana do uvahy potieba vyhodnocovat vliv digitalizace
pracovnich mist neprimo souvisejicich s vyrobou (EKO, HR, MKT).

Kli¢ova slova. Smart Factory;, systém fizeni; digitalizace, robotizace; pracovni pozice;
kvalifikace, pracovni podminky; organizacni kultura

Uvod

Chytra tovarna (smart factory, SF) je systém fizeni s podporou robotizace, digitalizace,
big data, Industrial Internet of Things (IloT) a umélé inteligence (Artificial Intelligence, Al).
Koncept SF predstavuje skok vpted od tradi¢ni automatizace k plné pfipojenému a flexibilnimu
systému, ktery miiZze pouzivat nepfetrzity tok dat z ptipojenych operaci a vyrobnich systémd,
aby se ucil a ptizpusobil se novym pozadavkim. I v inteligentni tovarné se ale predpoklada, ze
lidé stale budou kli¢em K operacim a procestim. Dojde vsak k velkym zménam v charakteristice
pozadovanych operaci a tim ke zméné roli na podporu novych procesi, ke zméné pozadavki
na znalosti, dovednosti a schopnosti pracovnikil. Cast roli bude postupné zanikat, protoze je
budou nahrazovat kolaborativni roboti a automatizace procest. Dalsi role budou doplnény o
nové funkce napiiklad o virtualni realitu, vizualizaci dat a umélou inteligenci. Objevi se také
role nové, zatim neznamé (Balga, 2018; Frey & Osborne, 2013).
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Nové technologie odstrani fyzicky namahavé a rutinni prace, prace, které jsou zivotu
nebezpecné, Ci jejichz dlouhodoby vykon ohrozuje zdravi a zpusobuje nemoci z povolani.
Pfinesou také moznost kvalitativniho obohaceni prace, jejtho vykonu v zajimavéjSim
pracovnim prostiedi, vét§i autonomii a vice pfilezitosti pro profesni rozvoj a prostor pro
inovativni mysleni. Na druh¢ stran€, nové vyrobni postupy kladou jiné pozadavky na pracovni
zpusobilost pracovnikt (Kolektiv NVF-NOZV, 2017; Ras et al., 2017; Chmelaf et al., 2015).

Proces digitalizace ekonomiky neznamena jen ohrozeni urcitych profesi a pracovnich
mist, popf. jejich vyznamnou transformaci, ale vytvaii také predpoklady pro vznik profesi a
pracovnich mist zcela novych. Nejvétsi potencidl vzniku pracovnich mist je spojovan s
rozvojem ICT a zavadénim novych technologii, s budovanim platformy Primyslu 4.0 a obecné
Spolecnosti 4.0. Vzhledem k tomu, Ze firma ALPS je napojena na automobilovy pramysl, musi
vénovat velkou pozornost postupu digitalizace, robotizace a rozvoji ICT. Charakteristiky SF
V automobilové vyrobé sméfuji k trvalému zvySovani vykonosti, orientaci na zdkazniky,
individualizaci vyroby, zlepSovani pracovnich podminek ve vyrobnim procesu, snizovani
pracovni zatéze uplatnénim ergonomickych opatieni a k zodpovédnému vztahu k zivotnimu
prostiedi (Kohout & Paliskova, 2017; Yuan et al., 2017).

Pravdépodobné vzroste pocet pracovnich mist vyzadujicich vyssi uroven vzdélani.
Pozadavek na uzkou specializaci v jednom oboru ustoupi a budou vyzadovany soucasné
hluboké odborné znalosti v jednom oboru a §iroké znalosti napti¢ mnoha disciplinami. Budouci
zam&stnanec by mél tedy disponovat komplexné&jsimi znalostmi a dovednostmi, aby byl
schopen uvazovat a rozhodovat se v SirSich souvislostech (Jackson et al., 2003; Davenport &
Prusak, 1998).

Zaméstnanci budou muset rozumét procestim, jejich vzajemné provédzanosti a budou
potfebovat znalosti a dovednosti spojené se sbérem a pouzitim dat (Ras et al., 2017). Proto by
soucasti zakladniho vzdélani kazdého jedince méla byt digitalni gramotnost, zeyména schopnost
umét informaéni a komunikaéni technologie pouzivat k efektivnimu feSeni probléml a
schopnost efektivné pracovat s informacemi. Kromé hard-skills (odbornych, technickych a
jazykovych dovednosti) bude dale nartstat vyznam soft-skills (Kohout & Paliskova, 2017,
Horvathova et al., 2016; Frey & Osborne, 2013).

Dtlezitd bude schopnost komunikace, koncepéniho a kritického mysleni, socidlni
inteligence, kreativita, schopnost vedeni tymu a spoluprace, odolnost viici stresu, schopnost
rychle reagovat a samostatné se rozhodovat a fesSit problémy, schopnost sdilet informace,
schopnost tolerance a sebetizeni (Kolektiv NVF-NOZV, 2017; Amidi et al., 2017).

Zaroven budou kladeny vétsi naroky na flexibilitu pracovnikli. Bude vyZadovana rychla
reakce v odpovédi na zmény potfeb riznych zdkaznikd i profesni flexibilita ze strany
pracovnikd, jejich neustalé vzdélavani a vychova ptislusnych specialistl, které si kazdy podnik
bude dopliiovat vzdélani podle svych potieb. S tim souvisi nartstajici vyznam celozivotniho
vzdéelavani, naptiklad schopnost priibézné si osvojovat nové trendy v technologiich a neustéle
rozvijet své IT znalosti a dovednosti a potfebnost proaktivniho pfistupu a samostatnosti
zameéstnancl. Zaméstnanci budou muset akceptovat zménu jako pfirozenou soucast Zivota
(Kohout & Paliskova, 2017; Ras et al., 2017; Yuan et al., 2017).

113



V souvislosti s postupujici ekonomickou globalizaci a internacionalizaci 1ze ocekavat, Ze
zameéstnanci budou stale ¢astéji pracovat v prostiedi multikulturnich tymi. To bude vyzadovat
interkulturni senzitivitu, tj. disponovat ur€itymi interkulturnimi kompetencemi, do kterych se
promitaji osobnostni pfedpoklady jako sebereflexe, empatie, kulturni citlivost, zvidavost,
zkuSenost, tolerovani odliSnosti a sebeduvéra C¢i snizend mira uzkostlivosti. Pracovnici
Vv multikulturnim tymu by méli umét respektovat druhé, mit znalosti o jinych kulturach a nefikat
si, ze v8e umi nejlépe a netrvat na tom, ze véci se musi délat bezpodminecné jen jejich
osvédCenym zplsobem. Je zapotiebi, aby se lidé naucili respektovat jiny zptusob mysleni
kolegt, jejich odlisny styl prace, ptistup k lidem, konfliktiim a jejich odliSné nastaveni priorit
v pracovnim i osobnim Zivoté (Slapalova Cempelova, 2013; Yuan et al., 2017; Frey & Osborne,
2013).

Vyzkumny problém vyplyvajici z teoretického uvodu 1ze formulovat nasledovné:

Jaky vliv ma digitalizace fizeni vyroby a implementace konceptu SF na zaméstnance?
Jak podporovat implementaci konceptu SF s ohledem na tGspésné zvladnuti zmény pracovnich
roli, zmény pracovnich podminek, zmény kvalifikacnich pozadavkd, zmény karierovych
modell rozvoje pracovnikil, zmény motivacnich faktor, zmény podminek pro vnitrofiremni
komunikaci a celkové zmény podnikové kultury v ALPS?

Vyzkumné otazky vyplyvajici z teoretického ivodu lze stanovit nasledovne.

VOI: Které okruhy pracovnich pozic jsou relevantni pro systém fizeni SF v prostiedi
ALPS?

VO2: Které specifické povinnosti, potieby a pozadavky pro jednotlivé okruhy
pracovnich pozic jsou relevantnich pro systém fizeni SF v ALPS?

VO3: Kter¢ Key Performace Indicators (KPI) pro jednotlivé okruhy pracovnich pozic
jsou relevantni pro systém fizeni SF v ALPS?

VO4: Které prekazky v jednotlivych okruzich pracovnich pozic jsou relevantni pro
implementaci systému fizeni SF? Jaka jsou opatteni pro jejich ptekondni?

VOS5: Jaky je vliv systému fizeni SF na stavajici firemni kulturu ALPS (hodnoty, normy
chovani, artefakty)?

VOG6: Jaka jsou opatieni pro formovani ,,smart* firemni kultury pro ALPS jako podpora
systému fizeni SF v prostfedi ALPS?

Metody

Pro zodpovézeni VO1 bude provedena analyza sou€asného stavu, tj. piehled pracovnich
mist, popisy pracovnich mist, roztfidéni pracovnich mist podle relevance ve vztahu
k implementaci systému fizeni SF v podminkach ALPS. Pro tfidéni pracovnich mist bude
pouzita tfibodova Skala: ,,ano, mozna, ne*“, s ohledem na to, do jaké miry budou jednotliva
pracovni mista ovlivnéna implementaci SF, pfi¢emz ano = 2 body, mozné = 1 body, ne = 0 bod.
Toto hodnoceni provedou individualné ¢lenové pracovniho tymu (10 osob).

Pro zodpovézeni VO2 bude vyuzita Néarodni soustavu povolani, a nasledn¢ budou
vytipovany, které specifické povinnosti, potieby, pozadavky, odborné¢ a obecné znalosti a
dovednosti u zaméstnancti mize prechod ke SF ovliviiovat.
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Pro zodpovézeni VO3 bude provedena analyza soucasné¢ho stavu KPI pro jednotlivé
okruhy pracovnich pozic relevantnich pro systém fizeni SF v ALPS a budou navrzena opatteni
pro jejich upravu.

Pro zodpovézeni VO4 bude provedena analyza soucasného stavu existence piekazek v
jednotlivych okruzich pracovnich pozic relevantnich pro implementaci systému fizeni SF a
budou navrzena opatteni pro jejich prekonani.

Pro zodpovézeni VOS5 a VO6 bude provedena analyza vlivu systému fizeni SF na
stavajici firemni kulturu ALPS (hodnoty, normy chovani, artefakty) a budou navrzena opatieni
pro formovani ,,smart“ firemni kultury pro ALPS jako podpory systému fizeni SF v prostiedi
ALPS.

Pro zodpovézeni otazek VO1 az VOG6 budou vyuzity také poznatky z vybraného okruhu
firem, které se tématem digitalizace fizeni vyroby a konceptem SF zabyvaji (publikace,
konference, seminaie, workshopy).

Pro zodpovézeni otazek VO3 az VO6 budou vyuzity fizené rozhovory, véetné formulaie
pro zdznam odpovédi. Otazky pro fizené rozhovory budou stanoveny na zakladé soucasného
stavu dané problematiky v ALPS a na zaklad¢ poznatki z literatury Kk danému tématu.
Piedpokladame, ze rozhovory s pracovniky ALPS probéhnou v Fijnu/listopadu 2019, cca 20
rozhovoru, délka 30-45 minut.

Pro zodpovézeni otdzek VOS5 a VOG6 bude vyuzita metoda dotazniku. Dotaznik bude
vybran z okruhu dotaznikii pouzivanych pii vyzkumu firemni kultury (Bock et al., 2005; Yang,
2007). Dotaznikové Setfeni probehne na jate 2020, cca. 100 respondentd.

Firma ALPS ma cca 400 pracovnik, z toho cca 350 na pozicich operatorii ve vyrob¢ a
na montdzi. Respondenty budou pracovnici z téchto sedmi okruht pracovnich mist: procesni
inzenyti, pfeddci a mistii, nakup, pldnovani a ptiprava vyroby, logistika (se zamécfenim na
zasobovani vyroby materidlem), operatofi ve vyrobé a stfedni management. Téchto sedm
okruhti pracovnich mist bylo stanoveno po konzultaci s personalnim oddélenim firmy ALPS.
Kritériem pro tento vybér byl pfimy vztah téchto pracovnich pozic k vyrobnimu tseku.

S ohledem na realizaci vyzkumu v podminkach jedné firmy (ALPS) bude pro analyzu
a interpretaci dat pouzita popisna statistika.

Zavér
Vysledkem feSeni projektu budou opatieni na podporu implementace konceptu SF s
ohledem na Uspésné zvladnuti zmény pracovnich roli, zmény pracovnich podminek, zmény
kvalifika¢nich poZadavki, zmény karierovych modelli rozvoje pracovnikil, zmény motivacnich
faktor(i, zmény podminek pro vnitrofiremni komunikaci a celkové zmény podnikové kultury ve
firmé ALPS. K formulaci opatieni budou vyuZity poznatky z odbornych publikaci, informace
zjisténé pomoci rozhovort ve vybranych firmach (best practices), vysledky vyzkumu
realizovaného ve firmé ALPS Electric CZ Sebranice.
V podminkach firmy ALPS byly definovany tyto oblasti vyzkumu:
e stanoveni okruhti pracovnich pozic relevantnich pro implementaci konceptu SF
v prostiedi ALPS,
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e stanoveni specifickych povinnosti, potfeb a pozadavkl pro jednotlivé okruhy
pracovnich pozic relevantnich pro SF v ALPS,

e stanoveni KPI pro jednotlivé okruhy pracovnich pozic relevantnich pro SF
v ALPS,

e identifikace potencialnich implementacnich ptekazek v jednotlivych okruzich
pracovnich pozic relevantnich pro SF a stanoveni moznych opatieni k jejich
piekonani,

e identifikace vlivu SF na stavajici firemni kulturu ALPS (hodnoty, normy
chovani, artefakty),

e stanoveni opatfeni pro formovani ,,smart” firemni kultury pro ALPS jako
podpora implementace SF v prostiedi ALPS.

V soucasnosti je velmi obtizné piesné urcit, jak se budou jednotlivé pracovni pozice
menit, popi. zanikat ¢i vznikat zcela nové, jaké konkrétni znalosti a dovednosti budou s nimi
spojeny, lze identifikovat jen urcit¢ obecné trendy. To, jaké dopady bude mit zavadéni
technologii na zaméstnance, zda zaméstnanci budou technologie vnimat jako uZzitecné nebo
ohroZzujici, bude mimo jiné ovlivnéno firemni kulturou dané organizace. S jistotou vsak lze fici,
ze ziskané znalosti a dovednosti budou zastardvat mnohem rychleji, nez je tomu nyni. Z tohoto
diivodu vzroste vyznam celozivotniho vzdélavani, vcetné podnikovych forem vzdélavani
(Kohout & Paliskova, 2017).

Je ziejmé, ze kromé posunu ve formach zaméstnavani budou v disledku digitalizace a
robotizace probihat na pracovistich minimalné dvé dalsi zasadni zmény. Zaprvé, bude ve
zvySené mife dochazet k zdniku a vzniku pracovnich mist a profesi, popt. k jejich transformaci.
Zadruhé, vyznamné vzrostou naroky na kvalifikaci pracovnikd resp. jeji zménu (na vSech
urovnich), proto oblast personélniho fizeni ve firmach musi projit zménou od tradi¢ni orientace
na administrativu spojenou s pracovni silou, k podpofe rozvoje a angazovanosti pracovnikii.
Poroste vyznam podnikového vzdélavani, a to i u starSich zaméstnancti ¢i u operatort. [
operatoii budou muset rozumét datim a umeét si pro jejich praci potfebna data zobrazit,
analyzovat a interpretovat je. Bude zapotiebi pracovniky pribézné pieskolovat a rekvalifikovat
na nove technologie.

V souvislosti s riznymi generacemi zaméstnancii (generace X, Y a Z), které se ve firmé
potkavaji, jejich odliSnostem v pfistupu k praci, IT schopnostem a dovednostem, je potfebné
pfijmout koncept Age managementu, ktery pracuje s prednostmi vSech v€kovych kategorii
zaméstnancl. Dulezité bude podporovat angazovanost zaméstnanct a jejich zapojeni do chodu
firmy. Ke kli¢ovym motivatorim pro pracovniky bude patfit, osobni riist (ptilezitost pro jedince
pln¢ realizovat sviij potencidl), autonomie, uspokojeni z prace vysoké kvality, vyznamné pro
firmu. Dale, oteviené vztahy na pracovisti, kvalitni komunikace, soulad s poslanim organizace,
sdilené firemni hodnoty, silné firemni kultura.

Vyzkum ftesi digitalizaci a robotizaci jako podporu pro fizeni vyroby, neni feSena
transformace fizeni dalSich useki (EKO, HR, MKT). Koncept SF musi fesit transformaci celé
firmy v souvislosti s digitalizaci a robotizaci. Tento pozadavek je zadanim pro dalsi
pokracovani vyzkumu v oblasti SF v ALPS.
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The Causes and Context of Job Insecurity in Slovakia
Priciny a kontexty pracovnej neistoty na Slovensku
Michal Kentos*
L Spolocenskovedny vistav, CSPV SAV, Slovensko

Abstract

The presented study deals with the research of job insecurity. Job insecurity is in this context
defined as perceived threat that of job lose.

Obijective. The aim of the study is to analyze the current level of job insecurity in our conditions
in the context of contradictory findings on the level of job insecurity in Slovakia. At the same
time, the causes of job insecurity were investigated.

Method. Following the findings on the incidence, intensity and context of job insecurity,
research of the working population was conducted using an online panel on a sample of 1010
respondents, including 508 women and 502 men.

Results. The results of the study indicate that the level of job insecurity is mainly due to the
method of its measurement. Factors of job insecurity, along with traditional socio-demographic
predictors at its level, were influenced by factors of organizational changes, competence, and
individual's influence on work.

Limits. The limit of the study as well as the results is the method of data collection only by
Internet users.

Keywords. job insecurity; working conditions; sociodemographic predictors
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Abstrakt

Prezentovana studia sa zaobera vyskumom pracovnej neistoty. Pracovnu neistotu v tomto
kontexte vymedzujeme ako vnimanie hrozby, zZe jedinec strati svoju pracu.

Ciele. Cielom Studie je v suvislosti s protichodnymi zisteniami o miere pracovnej neistoty na
Slovensku analyzovat aktualnu uroven pracovnej neistoty v nasich podmienkach. Zaroven boli
analyzované priciny pracovnej neistoty.

Metoda. V nadviznosti na zistenia o vyskyte, intenzite a suvislostiach pracovnej neistoty bol
uskutocneny vyskum pracujucej populdcie pomocou online panelu na vzorke 1010
respondentov, z toho 508 Zien a 502 muzov.

Vysledky. Vysledky studie naznacuju, Ze uroven pracovnej neistoty je podmienend najmd
metodou jej zistovania. Z faktorov pracovnej neistoty sa popri tradicnych sociodemografickych
prediktoroch na jej urovni podielali faktory zmien v organizdcii, kompetencie a vplyv jedinca
na pracu.

Limity. Limitom Studie ako aj ziskanych vysledkov je zber tidajov len u pouzivatelov internetu.

Klacové slova. pracovnad neistota; pracovné podmienky; sociodemografické prediktory

Uvod

Pracovnu neistotu moZeme charakterizovat’ ako vnimanie hrozby, Ze jedinec strati pracu,
alebo  kontinuity pracovného miesta do buducna. DeWitte (2005) vymedzuje niekol’ko
charakteristik, ktoré su spolo¢né pre rozne pristupy k pracovnej neistote. Prvou je subjektivita
jedinca, ktora je zalozena na vnimani a interpretacii jeho aktualnej pracovnej situacie. Dalsou
je neurcitost ohl'adom buducnosti, resp. kontinuity prace. Tretou spolocnou Crtou je jej
nedobrovol'ny charakter. Vymedzenie pracovnej neistoty nesuvisi len s hrozbou straty prace,
ale zahna aj ohrozenie kI'icovych charakteristik prace ako napr. mzda, kompetencie a pod.
Ako uvadzaju Leka aJain (2010) pracovnd neistota predstavuje jeden z klicovych
psychosocialnych rizikovych faktorov na pracovisku, ktory ma zasadny vplyv na zdravie
a subjektivnu pohodu zamestnancov.

Vyskyt pracovnej neistoty

Ako uvadza Shoss (2017), napriek vel'kému poctu Studii o pracovnej neistote, mnoho
Z nich prinasa vysledky o jej vyskyte s limitovanou validitou s ohl'adom na vel'kosti vzoriek
ako aj ich reprezentativnost’. Tuto nevyhodu eliminuji data medzinarodnych komparativnych
projektov. Liibke a Erlinghagen (2014) skiimali pracovnl neistotu na zaklade dat projektu
European Social Survey (ESS) z rokov 2004 a 2010. Miera pracovnej neistoty sa v roku 2004
pohybovala v rozsahu od 7,1 % v Slovinsku po 45,3 % na Slovensku s priemerom na tGrovni
16,1 %. V roku 2010 to bolo v rozpiti od 3,3 % v Estonsku po 48,5 % na Slovensku s
priemerom 15,8 %.

Odlisnu distribuciu poskytuju vysledky projektu European Working Conditions Survey
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v

neistoty identifikoval v Norsku a Dansku a najvyssie vo vychodnej Europe. Kym Slovensko vo
vyskume ESS vykazovalo najvacsi podiel pracovnej neistoty, Vv datach EWCS jeden
z najmensich. Opa¢né hodnoty dosiahlo v oboch vyskumoch Estonsko. Z prezentovaného st
zrejmé pomerne velké rozdiely v miere zistenej pracovnej neistoty medzi krajinami ako aj
medzi projektami.

Faktory pracovnej neistoty: individualna urovein

Individualne faktory pracovnej neistoty st najmé sociodemografické charakteristiky ako
aj premenné pracovnej historie. NajcastejSie skimanymi faktormi na individudlnej urovni su
rod, vek, vzdelanie a dizka praxe zamestnancov. Vo vztahu k rodu prevlada vo vyskumnych
zisteniach nazor o absencii jeho vyznamu vo vztahu k pracovnej neistote (Green et al., 2001,
Erlinghagen, 2007). Vo vztahu k veku zamestnancov doposial’ nepanuje zhoda o jeho efekte
na uroven pracovnej neistoty. Niektoré vyskumy vplyv veku nepotvrdili (Naswall, & De Witte,
2003), iné naopak identifikovali klesajucu pracovnu neistotu s rastiicim vekom (Green et al.,
2001, Anderson, & Pontusson, 2007). Vulkan (2012) v zmienenom kontexte uvadza, Ze vek vo
vzt'ahu k pracovnej neistote nema linedrny vztah a preto ma len zanedbatelny vplyv. Ako
mozné vysvetlenie uvedeného tvrdi, Ze pracovna neistota najviac zasahuje zamestnancov vo
veku 30 — 50 rokov, ktori maju vicsie finanéné zaviazky a zodpovednost’ za zavislych ¢lenov
domacnosti v porovnani s mlad§imi a star§imi pracovnikmi. Podobny pricbeh ma aj dizka
pracovného pomeru. Zamestnanci s kratkym a vel'mi dlhym pracovnym pomerom vykazuja
niz8iu pracovnl neistotu. Inym vyznamnym faktorom, ktory negativne koreluje s neistotou, je
vzdelanie resp. kvalifikacia. Ako zistili Green et al. (2001) va¢Siu pracovnu neistotu prezivaju
nizko kvalifikovani zamestnanci, zamestnanci s do¢asnymi zmluvami a ako aj ti, ktori maja
sktisenosti s nezamestnanost'ou. Zarovei nizSiu pracovnu neistotu vykazuju ¢lenovia odborov,
zamestnanci vo verejnom sektore a pracovnici vacsich firiem (Mauno, & Kinnunen, 2002).
Doposial’ malo prebadanou oblast'ou su faktory na Grovni osobnosti a motivacie.

V nadvéznosti na protichodné zistenia o miere pracovnej neistoty na Slovensku nas
zaujimala aktualna troven pracovnej neistoty na Slovensku. Tiez sme analyzovali pri¢iny
pracovnej neistoty.

Metoda

Vyskum bol realizovany v mesiacoch jul a august 2018 prostrednictvom online panelu
na vzorke 1010 pracujucich respondentov, z toho 508 zien a 502 muzov. Vyber tvorili
respondenti vo veku 19 az 65 rokov (M=39,87, SD=13,75). Priemerny vek muzov bol 40,88
(SD=10,81) azien 38,88 (SD=12,76). Zaroven bolo kontrolované vzdelanie ako aj ich
regionalne zastlpenie.

Pracovna neistota bola skimana pomocou dvoch metodik. Job Insecurity Scale (De
Witte, 2000) a jej revidovanej verzie Revised Job Insecurity Scale (Barnard, 2014).

Job Insecurity Scale (JIS) skima kvantitativnu pracovni neistotu, pri¢om zohladiuje
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kognitivny pristup ,,Myslim, ze moézem stratit svoju pracu v blizkej buducnosti“ ako aj
afektivny pristup ,,Citim sa neisto ohladom buducnosti mojej prace”. Skélu tvoria 4 polozky,
po dve pre kazda dimenziu. Respondent odpoveda na 5 bodovej $kéle. Skala bola vyskumne
otestovana v roznych jazykovych mutdciach a na rozlicnych populaciach (Vander Elst, De
Witte, & De Cuyper, 2014). Autori uvadzaju uspokojivé vysledky konstruktovej a kritériovej
validity ako aj vnutornej konzistencie $kaly v rozmedzi 0,82 — 0,88.

Revised Job Insecurity Scale (RJIS) vznikla ako odpoved’ na poziadavku komplexnejsie
skamat’ kvantitativnu pracovnu neistotu. Celkovo je tvorena 17 polozkami, ktoré respondent
hodnoti na 5 bodovej likertovej $kale. Skalu povodne upravili Pienar et al. (2013) a neskor
doplnil Barnard (2014). Autor revidovanej verzie uvadza hodnotu vnutornej konzistencie
a=0,86 pre pozitivnu aj negativnu Cast’ skaly.

Psychological Empowerment (Spreitzer, 1995) je Skala ktora tvoria 4 subskaly
s celkovym poctom 12 poloziek. Jednotlivé subSkaly su zamerané na 1. vyznam prace, 2.
kompetencie, 3.autonémiu a4. vplyv. Respondenti odpovedaji na polozky na 5 bodovej Skale.
Vnutornu konzistenciu jednotlivych subskal autor udava v rozsahu 0,81 — 0,88.

Osobitnu skupinu tvorili tri polozky, ktoré mapovali zmeny v praci za poslednych 12
mesiacov: 1. plat alebo prijem 2. rozsahu vplyvu nad svojou pracou 3. vV pracovnych tlohach a
povinnostiach. Respondenti odpovedali na 5 bodovej Skale, kde 1=podstatne zvysil,
S5=podstatne znizil.

Zaroven boli zistované zakladné sociodemografické informacie, informacie o zavislych
osobach ako aj informdcie o po¢te odpracovanych rokov, type pracovnej zmluvy, sektore,
prijme a pod. Data boli analyzované metodou viacnasobnej linearnej regresie.

Vysledky

V prvej Casti analyzy sme zistovali aktudlnu mieru pracovnej neistoty V slovenskych
podmienkach, ktord dosahovala tiroven 14,9 % (RJIS) resp. 18% (JIS).

V d’alSej casti sme overovali v literatire diskutované prediktory pracovnej neistoty
v slovenskom pracovnom kontexte. V tejto stvislosti sme pre potreby analyzy vytvorili dva
modely pracovnej neistoty, ktoré vychadzali zo sociodemografickych premennych, atribitov
prace a psychologickych premennych. Prvy model sktimal vplyv sociodemografickych
charakteristik na vnimanie pracovnej neistoty. Ako vyplyva z prezentovanych vysledkov prvy
model F(7,881)=18,61, p<0,001, vysvetlil R>=13% variancie. Ako vyznamné sa vo vztahu
k pracovnej neistote prejavili vek, nazor na prijem atyp pracovnej zmluvy. Naopak,
nevyznamnym prediktorom bol napriek o¢akavaniam sektor zamestnania.

Druhy model F(12,869)=33,05, p<0.001, po pridani motivaénych prediktorov
psychologického posilnenia ako aj zmien za poslednych 12 mesiacov zvysil svoju explanacnu
hodnotu na R?=31% variancie. Ako vyznamné sa ukazali faktory zmien v organizicii,
kompetencie a vplyv jedinca na pracu.
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Tabul’ka 1. Regresna analyza prediktorov pracovnej neistoty

Model 1 Model 2
B SEB  Sig. B SEB Sig.
Rod (M=0, Z=1) 0,201 0852 0814 -0,571 0,762 0,454
Vekové kategorie 1,388 0,382  0,000*** 1,896 0,350 0,000***
Vzdelanie 0,126 0,107 0,239 0,120 0,097 0,213

Prijem (1=1-4=) 3,272 0,433  0,000*** 0,174 5,966 0,000***
Sektor (sukromny=0

. -0,494 0,893 0,581 -0,328 0,810 0,686
verejny=1)
Prac. ~ WA g4 1133 0000%** 5810 1031 0,000%%*
(neurcita=0 urcita=1)
Pocet 0sob v organizacii  -0,001 0,001 0,088 -0,001 0,001 0,086

Zmeny v org. (O=negat -

_ -1,299 0,350 0,000***
1=pozit)

Zmysel prdace (0= | -.405 0,185 0,029*

1=

KO”Spe’e”Cie 0= 1 1115 0236  0,000%**
]:T 1 1 L
Autonomia (0= | 1=1) -,395 0,220 0,073
Vplyv (0= | 1=1) 1138 0148  0,000%**

Diskusia

Z prezentovanych vysledkov vyplyva viacero zaverov. Zo skumanych prediktorov
individualnej trovne, v stilade s o€akavaniami, nebol vo vzt'ahu k pracovnej neistote vyznamny
rod. Vysledky vyskumov vplyv rodu potvrdili len ¢iastoéne (IStonova, 2015) alebo ho vobec
nepotvrdili (Berntson, Néaswall, & Sverke, 2010; Liibke, & Erlinghagen, 2014). Keim et al.
(2014) vo svojej metaanalyze uvadzaju korelaény koeficient na urovni -0,03, ziskany z 39
vzoriek respondentov. Vek sa naopak ukazal ako vyznamny. Aj napriek tomu, ze v literatire
nepanuje zhoda ohl'adom vzt'ahu veku a pracovnej neistoty, vacsina vyskumov vplyv veku
nepotvrdila. Vo vztahu k vzdelaniu sme nezaznamenali vyznamny koeficient, hoci vyskumy
prinaaju zmieané vysledky. Cast’ vyskumov potvrdzuje suvislost’ nizSieho dosiahnutého
vzdelania a pracovnej neistoty (Moore, Grunberg, & Greenberg, 2004), Cast’ naopak zistila
reverzny vztah (Kinnunen, Mauno, & Siltaloppi, 2010). Keim et al. (2014) analyzovali vzt'ah
vzdelania apracovnej neistoty v celkovo 21 vzorkach a vysledna hodnota korela¢ného
koeficientu bola -,03. Aj napriek tomu, Ze problematika prijmu nebyva beznou sucastou
vyskumov pracovnej neistoty, prezentované vysledky ukazuji, Zze prijem je vyznamnym
prediktorom. Ako uvddza Shoss, (2017) ekonomicka vulnerabilita jedinca mozZe byt zdsadnym
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faktorom pre vnimanie pracovnej neistoty. Financény stres teda nepdsobi negativne len na
pracovnu neistotu, ale aj na celkovii osobnti pohodu jedinca (Ervasti, & Venetoklis, 2010).

V spojitosti pracovnej neistoty a verejného resp. stkromného sektora existuju
predpoklady o niz$ej urovni pracovnej neistoty vo verejnom sektore (Mauno, & Kinnunen,
2002; Anderson, & Pontusson 2007), ¢o vSak vysledky v slovenskych podmienkach
nepotvrdili. Naopak potvrdil sa predpoklad o vdéSej pracovnej neistote zamestnancov
s doCasnymi pracovnymi zmluvami.

Druhy model analyzoval okrem tradi¢nych prediktorov aj zmeny na Grovni organizacie
ako aj motivacie. Ako uvadza Shoss, (2017, v ramci pracovnej neistoty existuje pomerne vela
neznamych, najmé na Urovni antecendentov, ktoré doposial’ neboli dostato¢ne preskumané.
Inym pohl'adom na uvedené je dynamika zmien v pracovnom procese, vysledkom ktorych
moze byt prezivana pracovna neistota. Ide najmé o interakciu dynamicky sa meniaceho
pracovného prostredia a jedinca, ktory na uvedené zmeny reaguje. Aj v naSom vyskume sme
zaznamenali zmeny Vv organizacii prace ako aj absenciu posilnenia v stvislosti s pracovnou
neistotou.

Mnozstvo vysvetlenej variancie pracovnej neistoty tradi¢nymi prediktormi dosiahla
urovenn porovnatelnu aj vinych vyskumoch, napr. IStonova a Fedakova (2015). Uvedené
zistenia je vSak potrebné interpretovat v kontexte individualnych prediktorov pracovnej
neistoty. Obmedzenim tohto pristupu je absencia premennych mezo urovne (premenné na
urovni organizacie) a makro urovne (napr. miera nezamestnanosti, ¢i aktivne politiky trhu
prace), ktoré , ako uvadza Shoss, (2017), doterajsi vyskum prehliadal.
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Job Satisfaction and Personality Characteristics in Connection with the
Change of Body Constitution

Pracovni spokojenost a osobnostni charakteristiky v souvislosti se zménou télesné
konstituce

Klaudia Kubalovad®, Ivana Toman C’erget’ovdl

YHochschule Fresenius, Banskd Bystrica, Slovakia

Abstract

Objective. Our empirical study investigates whether there is a difference in job satisfaction in
relation to targeted physical activity. It deals with the context of changes in body constitution
and job satisfaction, the quality of workplace relationships and motivation to exercise. At the
same time, it examines the differences in job satisfaction between men and women. It notes the
impact of exercise on the personality characteristics of a person, especially on the degree of
anxiety, the rate of depression, in the period before starting with regular exercise and after
repeated physical activity for 4 months.

Method. 77 respondents participated in the research, where differences in the level of job
satisfaction were detected before and after regular sports activities. The sample of respondents
was composed of 46 women and 31 men, with 75.3 % of participants aged 20-30. In terms of
work orientation, the research sample is divided into 52 % of technical professions and 25 %
of assisting professions. In research, we use Zung's self-assessment scale of depression, Beck's
anxiety inventory, five-factor personality model — Big Five and Body Mass Index.

Results. In the study, we point to the interrelationships between variables. We deal with the
positive link between exercise and job satisfaction. At the same time, we point out the positive
relationship between job satisfaction, motivation to performance and the quality of workplace
relationships.

Conclusions. Research points out that physical and psychological conditions largely affect the
survival and behavior of man in the workplace.

Limits. The results of the study could be affected by the understanding of the questionnaire. It
is possible that respondents have responded to their feelings directly after exercise. This aspect
could affect the responses in the variables depressive and anxiety.

Keywords. job satisfaction; physical activity; performance motivation; relationship in work

enviroment
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Abstrakt

Ciele. Nasa empiricka studia zisfuje, ¢i nastane rozdiel v miere pracovnej spokojnosti v
suvislosti s cielenou pohybovou aktivitou. Zaoberd sa suvislosrami zmeny telesnej konstiticie
a pracovnej spokojnosti, kvality vzzahov na pracovisku a motivacie k vykonu. Zdrover skuma
rozdiely v miere pracovnej spokojnosti medzi muzmi a zenami. Vsima si vplyv cvicenia na
osobnostné charakteristiky ¢loveka, najmd na mieru uzkosti, mieru depresivity, a to v obdobi
pred zacatim s pravidelnym cvicenim a po opakovanej pohybovej aktivite v trvani 4 mesiacov.

Metoda. Vyskumu sa zucastnilo 77 respondentov, u ktorych sa zistfovali rozdiely v miere
pracovnej spokojnosti pred a po vykondvani pravidelnej sportovej aktivity. Vzorka
respondentov bola zlozena z 46 zien a 31 muzov, pricom 75,3 % ucastnikov bolo vo veku od 20-
30 rokov. Z h/adiska pracovného zamerania vyskumni vzorku clenime na 52% technickych
profesii a 25% pomdhajucich profesii. V ramci vyskumnych metod pouzivame po vyskume
Zungovu sebaposudzovaciu stupnicu depresie, Beckov inventar uzkosti, pdtfaktorovy model
osobnosti — Big Five a Body Mass Index.

Vysledky. V studii poukazujeme na vzdjomné vzrahy medzi jednotlivymi premennymi.
Zaoberame sa pozitivnou suvislosfou medzi cvicenim a pracovnou spokojnosrou. Zdroveri
poukazujeme na pozitivny vz¢zah medzi pracovnou spokojnostou, motivdciou k vykonu a kvalitou
vzrahov na pracovisku.

Zavery. Vyskum poukazuje na to, ze fyzicky a psychicky stav do velkej miery ovplyvriuje
prezivanie a spravanie ¢loveka na pracovisku.

Limity. Vysledky studie mohli byt ovplyvnené ponatim dotaznika. Je mozné, Ze respondenti
vztahovali svoje odpovede na pocity priamo po cviceni. Tento aspekt mohol ovplyvnit odpovede
V premennych depresivita a uzkost.

Kracové slova. pracovna spokojnost’; pohybové aktivity; motivacia k vykonu; vztahy na

pracovisku

Teoretické vychodiska

VSsetky veci maji urcity tvar a ten tvar so sebou nesie svoj Specificky vyznam. Aj l'udské
telo ma svoju telesni konstituciu, ktora zabezpecuje celkové fungovanie organizmu. Pohyb
a vykonavanie beznych aktivit si astokrat uvedomujeme len podvedome. Anatomia 'udského
tela stvisi s dynamickym Zivotnym procesom — tvarom skusenosti, ktory umoziiuje vznik
citenia, myslenia a konania (Keleman, 2013). Zivy organizmus sa prostrednictvom svojich
pohybov vyjadruje zretelnejSie neZ prostrednictvom slov (Lowen, 2017), priCom toto
prepojenie tela a psychickej zlozky si najviac uvedomujeme v situaciach, ked” su nase vnutorné
pocity sprevadzané telesnymi prejavmi. Hybnou silou su vzdy naSe emdcie, ktoré hybu nielen
s nasou psychikou, ale zaroven telom (Morschitzky, Sator, 2007). Celkovy telesny vyraz je
vnimany ako odraz celého ¢loveka, pricom telo a jeho tvar zrkadli osobnu a emocionalnu
historiu jedinca (Greene, Goodrich-Dunn, 2004; Hartley, 2004). Biosyntéza a biodynamika
(Lowen, 2017, Boadella, Frankel, Correa, 2009, Keleman, 1979, 1981, 2013) vnimaju telo
osobitym spdsobom. Vnimanie seba samého je vedl'ajsim produktom bunkového metabolizmu
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a tkanivového napitia zapisaného v mozgu. Tento zapis vyjadruje spdsob nasho fungovania.
Tvar tkaniva tak zohrava ulohu v determindcii vlastného vnimania a citenia.

Z aplikacného hladiska tejto témy v oblasti psychologie prace moézeme vnimat
pracovnu spokojnost’ ako vyrazny aspekt osobnej pohody, ktord sa spdja s diagnostickymi
a terapeutickymi moznost’ami v pracovnom prostredi. Miera osobnej pohody je vel'mi stabilna
v priebehu Casu aukazuje sa, ze l'udia maji pravdepodobne vnuatorne nastavenu akusi
vychodiskovli hodnotu urovne osobnej pohody (DeNeve & Coper, 1998). Tvrdenia studii
a propagatorov wellness businessu tvrdia, ze wellness zivotny §tyl mdze zlepsit moralku
pracovnej sily, zlepsit' pracovny vykon, znizit’ absencie, prildkat’ a udrzat’ si zamestnancov,
znizit' néklady, zvysit’ bezpecnost’ pracovnych sil, podporit’ firemny imidz a zlepsit’ plnenie
spoloCenskej zodpovednosti (Vogel, 2010). Zdravie je dolezitym faktorom pre aktivny
a spokojny zivot a rovnako aj pre udrzanie vyssej kvality zivota ¢loveka, ktoré sa tizko viazu
na priznaky depresivity a tizkosti ako negativnych faktorov pracovnej spokojnosti.

Vo vyskumnej Casti sa odvolavame na fakt, Ze osobnostné ¢rty Big Five stvisia s
pracovnymi postojmi a pracovnou spokojnostou. Podl'a Judgeho et al. (Judge, Heller, Mount,
2002), osobnostné ¢rty ovplyviiuju vsetky tri zlozky postojov — kognitivnu, behaviordlnu
i afektivnu. Z kognitivneho hladiska pOsobi na pracovné postoje vlastnd interpretacia
charakteristik organizacie a prace. Pri afektivite su tieto postoje ovplyvilované emocnymi
skiisenostami a naladou.

Behavioralne ovplyvituje pracovné postoje dosahovanie uspechu — dobré pracovné
vysledky a zvySovanie pocitu kompetencie. Ako priklad sa ¢asto uvadza najmé pracovny vykon
(Barrick, Mount, 2002) a taktiez vplyv situacii na pracovisku a vyber socialnych situacii
(Judge, Heller, Mount, 2002). Vyssi pracovny vykon sa povaZuje za ziaduci, je ocefiovany
vnatornymi i vonkaj$imi odmenami aje spojeny s dimenziou svedomitosti, extravrzie
a negativne s neuroticizmom (Barrick, Mount, 1991). Sociélne situdcie na pracovisku, ¢im sa
myslia socialne interakcie s inymi l'ud'mi aich preferenciami, su spojené predovSetkym
S extraverziou, pretoze extroverti maju tendenciu pohybovat sa v socidlnych situaciach, ktoré
im prinasaju radost’ (Magnus, 1993 in Judge, Heller, Mount, 2002).

Vyskumna ¢ast’
Ciele a vyskumné otazky

Cielom nasho vyskumu bolo identifikovat rozdiely, ktoré nastanu v pracovnej
spokojnosti v stvislosti s cielenou pohybovou aktivitou po dobu 4 mesiacov. Zaroven sme sa
snazili zistovat' suvislosti medzi premennymi pracovna spokojnost’, depresivita, uzkost,
extraverzia, privetivost, svedomitost’, neuroticizmu a otvorenost’ (Big Five). Predpokladali
sme, ze v suvislosti s vykondvanim pravidelnej pohybovej aktivity dojde k zvySeniu miery
pracovnej spokojnosti a zniZzeniu miery uzkosti a depresivity, ktoré sa prejavia na zvysenej
motivacii a vykone v préci, pri€om osobitne nas zaujimali rozdiely medzi Gi¢astnikmi vyskumu
z hl'adiska pohlavia a profesijného zamerania.
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Vyskumny subor a metodika vyskumu

Vyber ucastnikov vyskumu podliehal dlhodobej pripravnej faze a to najma z dévodu, ze
bolo potrebné nadviazat’ spolupracu s viacerymi trénermi vo fitnescentrach. NaSou cielovou
skupinou boli osoby, ktoré sa rozhodli realizovat’ pravidelnu pohybovu aktivitu, pricom
podmienkou bolo, aby trénovali minimalne 3-krat tyzdenne po dobu 4 mesiacov. Prvého
merania — pred zacatim tréningového programu — sa zGc¢astnilo 86 0sob, ktorych pocet sa pri
druhom merani — po ukonceni tréningového programu — znizil na 77 respondentov (60% Zien
a 40% muzov). Vicsina ucastnikov (75,3%) bolo vo veku od 20 do 30 rokov). Z hl'adiska
pracovného zamerania sme mali zastupenie profesii pracujucich s 'ud’'mi v rozsahu 68% (ucitel’,
psycholédg, terapeut, asistent predaja, manazér, pracovnik call centra). Osob z technickych
profesii (pracovnik vyrobnej linky, strojarsky technik, zvarac, programator) sme identifikovali
V niz§om zastipeni 33%.

Distribucia dotaznikov prebiehala v roku 2018, pricom prvé meranie sa realizovalo
V januari 2018 a druhé meranie za¢iatkom jina 2018. Casovy rozdiel medzi prvym a druhym
meranim bol 4 kalenddrne mesiace. Zber dat sme realizovali prostrednictvom viacerych
Standardizovanych dotaznikov s kratkym demografickym ivodom doplnenym o udaje tykajuce
sa pracovného posobenia ucastnikov vyskumu. Okrem toho sme na meranie miery pracovnej
spokojnosti pouzili vlastni 1-polozkovu skdlovu otdazku (10-bodova Likertova Skala
S vyjadrenim miery suhlasu), ktora bola prvou dotazovacou metdédou (Ankur & kol., 2015).
Respondenti hodnotili nasledovné polozky: Celkova pracovna spokojnost’ (Cronbachova o
0,71), Motivacia k vykonu prace (Cronbachova a 0,71) a Kvalita vztahov na pracovisku
(Cronbachova a 0,72). Mieru depresivity sme merali pomocou 20-poloZzkovej Zungovej
sebaposudzovacej stupnice depresie (SDS; Self Rating Depression Scale, Kane, Radosevich,
2011). Hodnota Cronbachovej o dosiahla 0,79. Daldim pouzitym Standardizovanym
dotaznikom bol 21-polozkovy Beckov inventar uzkosti (BAI; Beck Anxiety Inventory, Beck et
al., 1979), ktory umoziuje subjektivne vyhodnocovat’ aktudlnu mieru tizkosti a jej somatickych
a psychickych priznakov. Hodnota Cronbachovej o vo vyskume dosiahla hodnotu 0,76.
Osobnostné charakteristiky sme merali pomocou 44-polozkového dotaznika Big Five
(Goldberg, 1993). Cronbachova a ma v jednotlivych skalach Big Five nasledovné hodnoty:
extraverzia 0,74; privetivost’ 0,75; svedomitost’ 0,75; neuroticizmu 0,76; otvorenost’ 0,78.
Poslednou hodnotou, ktort sme v nasom vyskume sledovali, bol Body Mass Index (BMI) —
index telesnej hmotnosti, nazyvany tiez Queteletov index, ktorym sme zist'ovali mieru telesnej
hmotnosti.

Vysledky vyskumu

Z vysledkov vyskumu moézeme identifikovat’ pokles BMI u ucastnikov vyskumu.
Hodnoty priemerného poradia boli v pripade prvého merania na trovni 32,97 a pri druhom
merani na urovni 16,82 (W = -4,696; p = ,000). Pocas tréningového programu trvajiiceho 4
mesiace doslo u respondentov k vyraznému ubytku telesnej hmotnosti ateda aj telesnej
konstitucie. Zaroven sme identifikovali rozdiely v premennych medzi jednotlivymi meraniami.
U ucastnikov vyskumu doSlo k zvySeniu miery pracovnej spokojnosti, motivacie k vykonu

prace a kvality vzt'ahov na pracovisku. Zaroven sme zistili pokles miery depresivity a uzkosti.
130



Rovnako sme identifikovali rozdiely medzi pohlaviami a taktiez vramci profesijného
zamerania na hladine vyznamnosti p > 0,05.

Tabul’ka 1. Porovnanie jednotlivych premennych v ramci 2 merani (Wilkoxon test)

Priemerné poradie W p

12,50

Celkova pracovna spokojnost’ -5,718 ,000
22,23
11,50

Motivacia k pracovnému vykonu -5,555  ,000
22,51
0,00

Kvalita vzt'ahov na pracovisku -5,535 ,000
19,00
] o 40,88

Miera depresivity -6,530  ,000
15,14
36,66

Miera uzkosti -5,702 ,000
16,83

Tabul’ka 2. Porovnanie jednotlivych premennych vramci 2 merani — rozdiely medzi
pohlaviami (Mann-Whitneyho U test)

Pohlavie Prlememe U p
poradie

; ; nost muzi 38,13
Celkrova pracovna spokojnost 686,00 0,774

(prvé meranie) zeny 39,59

: : 1 0sp muzi 36,66
Celko,va pracovna spokojnost 640,00 0,434

(druhé meranie) Zeny 40,58

Miera depresivity muzi 37,81
_ 676,000 0,700

(prvé meranie) zeny 39,80

Miera depresivity muzi 35,48
. 604,000 0,257

(druhé meranie) zeny 41,37

Miera uzkosti muzi 41,98
) _ 620,500 0,336

(prvé meranie) zeny 36,99

Miera izkosti muzi 44,06
556,000 0,102

(druhé meranie) Zeny 35,59

Vysledky nasho vyskumu d’alej poukézali na negativny vztah medzi depresivitou a
otvorenost'ou (r = -0,329), privetivost'ou (r = -0,289) a svedomitost'ou (r = -0,387). Na zaklade
tychto vysledkov sa domnievame, ze l'udia s vySSou mierou depresivity sl viac uzavreti,
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negativne ladeni a bez vySSieho zaujmu o okolie. Tieto faktory mdézu vyrazne ovplyviiovat
samotny pracovny vykon a celkovu pracovnu spokojnost’. Zaroven sme zistili pozitivny vztah
medzi depresivitou a uzkostou (r = 0,422) a depresivitou a neuroticizmom (r = 0,513). Uzkost’
negativne koreluje so svedomitost’ou (r = -0,289), extraverziou (r = -0,207), otvorenost'ou (r =
-0,191), privetivost'ou (r = -0,266) a pozitivne s neuroticizmom (r = 0,324).

Tabul’ka 3. Porovnanie jednotlivych premennych vramci 2 merani — rozdiely medzi
profesijnym zameranim (Mann-Whitneyho U test)

Priemerné

Pohlavie poradie U p

: : aep  techn. 35,44
Celkyova prgcovna spokojnost 561,000 0,321

(prvé meranie) pomah. 40,71

3 3 nost  techn. 37,22
Celkolva pracovna spokojnost 605,500 0,615

(druhé meranie) pomah. 39,86

Miera depresivity techn. 39,82
_ 629,500 0,823

(prvé meranie) pomah. 38,61

Miera depresivity techn. 37,84
. 621,00 0,752

(druhé meranie) pomah. 39,56

Miera tzkosti techn. 42,78
) _ 555,500 0,303

(prvé meranie) pomah. 37,18

Miera uzkosti techn. 41,16
. 596,000 0,555

(druhé meranie) pomah. 37,96

Diskusia

Neustadle viacero zamestnavatelov zafina prihliadat na spokojnost’ svojich
pracovnikov, pri¢om sa snaZia 0 h'adanie vhodnych benefitov a faktorov spokojnosti, ktorymi
by sa stali atraktivnymi pre pracovny trh. Vychadzajuc z teoretickych vychodisk Kelemana
(2013) sme sa snazili preukdzat’ suvislost’ medzi pohybom a emociami. Rovnako Mayerova
(1997) vnima, Ze motivaciu k vysSiemu vykonu prace je mozné docielit aj podporou
zdravotnych podmienok prace a zdokonalovanim kvality pracovného Zivota. ZlepSovanim
tychto podnetov sa tUroven stresu dostava do spravnej hladiny, zvySuje sa motivacia
zamestnancov a efektivita prace. Jednym z prostriedkov k zvySeniu vykonnosti a kvality prace
su preventivne antistresové programy v podnikoch (Mayerova, 1997). Kollarik (1986, s.21)
uvadza, Ze: ,,pracovna spokojnost’ je mnohorozmerny socidlny jav, ktory v sebe zahfna
psychologické, ekonomické, sociologické, pravne, organizacné, pedagogické a zdravotné
aspekty*.

V naSom prvom merani respondentov mala celkova pracovna spokojnost hodnotu M =
12,50; v druhom merani sa jej hodnota zvySila na M = 22,23. Motivacia k vykonu prace mala
pocas obdobia bez pohybovej aktivity hodnotu M = 11,50; nasledne stipla na M = 22,51.
Kwvalita vztahov na pracovisku vzrastla z M = 0,00, na M = 19,00. Zaroven pozorujeme pokles
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depresivity a uzkosti v ramci druhého merania respondentov. Rozdiel medzi tymito hodnotami
je signifikantny.

Na tomto zéklade potvrdzujeme, ze pravidelnym cvicenim nastdva zvysenie pracovnej
spokojnosti a znizenie depresivity a uzkosti. Opierame sa pri tom o vyskum Morgena a Batha
(1998), ktory poukazuje na fakt, ze 'udia, ktori nevyvijaji dostato¢ni pohybovu aktivitu, trpia
depresiami dvakrat viac ako aktivni l'udia. Potvrdili sme aj tvrdenie Harveyho (2017), ktory
uvadza, ze pocas cvicenia sa v mozgu uvolniuju chemické latky, ktoré dodavaju ¢loveku pocit
osobnej pohody (well-being) a pohyb méze rovnako pomoct aj 'udom trpiacim uzkost'ou
a depresivitou. Jeden z vyskumov, o ktory sa opierame a rovnako sme potvrdili jeho zamery,
skumal pracovnu spokojnost’ na vel'kej vzorke respondentov (az 30 837 l'udi) a uskutoc¢nil pod
vedenim Y. Tinga (1997). Vyskum poukdzal na suvislosti pracovnej spokojnosti s
individudlnymi osobnostnymi charakteristikami zamestnancov.

Vysledky nam potvrdili, Ze fyzicky a psychicky stav do velkej miery ovplyviiuja
celkové prezivanie a spravanie Cloveka. Z tychto vysledkov usudzujeme, ze ak clovek trpi
depresivnymi priznakmi, ¢asto sa s nimi spaja pocit tizkosti a r6zne psychosomatické prejavy.
Na zdklade naSich vysledkov predpokladame, ze Tl'udia, ktori vykazuju tzkostné prejavy
pocituji nadmerné obavy, strach, nespavost’ a pocity ohrozenia. Na zéklade pozitivneho vzt'ahu
medzi uzkostou a neuroticizmom usudzujeme, Ze tieto osoby su podrazdenejsie, maju potiaze
s koncentraciou; z pychosomatického hl'adiska sa tento vztah moéze prejavovat pocitmi
vnutorného chvenia, ¢ervenanim alebo blednutim, potenim, bolestami a pod.

Na zaklade vyskumu Bugelovej a Kostelnej (2000, in Blatny, Svoboda, Ruisel, Vyrost,
2000, s.30) usudzujeme, ze muzi vykazuju vyssiu mieru pracovnej spokojnosti ako zeny. Tento
predpoklad sa ndm vo vysledkoch nepotvrdil. Jednym z dévodov mohol byt pomer Zien a
muzov v naSom vyskume. Predpokladali sme, Ze Zeny maji vysSiu mieru depresivity a tzkosti
ako muzi. Vychadzali sme z viacerych $tatistik, ktoré zeny v tychto dvoch diagnézach oznacuju
ako rizikovejSiu skupinu. V naSom vyskume vysledky hovoria, Ze zeny maji vysSiu mieru
depresivity, ale vyS$iu mieru uzkosti maji muzi. Takéto vysledky sa mézu odvijat’ od
jednotlivych poloZiek v dotazniku, ktoré respondenti hodnotili. Niektoré polozky zistovali
mieru potenia, buSenia srdca, dychavi¢nosti. Ak respondenti (muzi) hodnotili tieto faktory na
zaklade pocitov po cviceni, mdze to byt dovod zvySeného skore v miere tizkosti u muzov.

V naSom porovnani sme neziskali Statisticky vyznamné rozdiely medzi typmi
profesijného zamerania. Napriek tomu je doleZitd v€asna prevencia zniZovania stresu aj
pohybovou aktivitou. Predcasné opatrenia su omnoho jednoduchSou cestou k spokojnosti
cloveka.

Jednotlivé premenné, ktoré sme vo vyskumnej Casti prace sledovali navzajom suvisia.
Ukaézalo sa, Ze rovnako vel'ky stivis ma aj pravidelnost’ pohybovych aktivit. Nasi respondenti
cielene cvi€ili minimalne trikrat tyZdenne. V dosledku pravidelného cvicenia nastala u naSich
respondentov ret'azova reakcia. UZ po prvych tyzdiloch sa zacali citit’ lepSie, ¢o bolo spdsobené
najmi vyplavovanim endorfinov. Ich ndlada bola pozitivnejSia, zvysila sa celkova osobna
pohoda. Tento stav zaroven viedol ku kvalitnejSiemu spanku, lepSej regeneracii tela a rano k
zvySenej miere energie. Predpokladdme, ze tieto faktory nasledne ovplyvnili aj pracovny
vykon, motivéciu a efektivitu na pracovisku.
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Zaver

Svetové aj slovenské vyskumy sa dnes vo velkej miere zaoberaji skimanim faktorov
pracovnej spokojnosti, nakol'’ko spokojni zamestnanci su jednou z najvacsich konkurenénych
vyhod na trhu. Nasa vyskumna $tadia sa pokusila zistit’, ¢i sa zvysi miera pracovnej spokojnosti
na zaklade pravidelnej pohybovej aktivity pocas 4 mesiacov sledovania. Na zéklade vysledkov
naSej Studie mozeme potvrdit’ zvySenie celkovej pracovnej spokojnosti, motivacie k vykonu
a kvality vztahov na pracovisku. Rovnako sme potvrdili vzdjomnu stvislost’ s premennymi
depresivita a uzkost, ktorych uroven sa u nasich respondentov znizila medzi prvym a druhym
meranim. Limity nasho vyskumu vidime najmé v nezrovnalosti v ponati dotaznika. Je mozné,
ze respondenti vztahovali svoje odpovede najmi na pocity priamo po cviceni. Tento faktor
mohol vyrazne ovplyvnit’ odpovede v premennych depresivita a uzkost’. Dal$im vyznamnym
faktorom, ktory sme z dévodu naroéného ziskavania respondentov nezaznamenavali je dizka
aktudlneho pracovného pomeru. Niektori respondenti boli zamestnani v prebiehajicom
zamestnani niekol’ko rokov, ini len niekol'ko mesiacov. Ak by bola vzorka respondentov
vyberana aj podla tohto kritéria, je mozné, ze hodnoty v miere pracovnej spokojnosti by boli
kompaktnejSie. Opierajic sa o teoretické vychodiskd naSej Stadie moéZeme zaverom
konstatovat,, Ze zmena tvaru tela tvaruje aj emocie ¢loveka a z daného dovodu je tento aspekt
vyznamny pri podpore pracovnej spokojnosti zamestnancov.
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Perception of motorbike riding safety in Taiwan and the Czech Republic
Vnimani bezpe&nosti Fizeni motocykli na Taiwanu a v Ceské republice
Vaclav Linkovt, Vit Gabrhel*, Chun-Hua Hu? & Shiao-Tzu Ma’?
YCentrum dopravniho vyzkumu, v.v.i., Ceskd republika

2Graduate Institute of Injury Prevention and Control, College of Public Health, Taipei Medical
University, Republic of China

Abstract

Obijective. Perception of traffic safety might differ in various cultures. If we study what people
in various cultures consider to be important for safe riding, we might enhance our ability to
prepare good traffic infrastructure.

Method. Sample consisted from 122 Czech and 57 Taiwanese motorcycle or scooter riders.
They filled questionnaire with 31 items about how much risky for riders they consider various
traffic issues and how often they engage in risky driving activities. Answers of Czech and
Taiwanese participants were compared using Mann-Whitney U.

Results. Czech riders consider behavior of other drivers to be larger risk for traffic safety than
it is considered by Taiwanese riders. Taiwanese riders consider their own riding behavior to
be more risky than Czech riders. Taiwanese riders consider themselves to be better riders than
Czech riders, they also think (in comparison with Czechs) that they have fewer patience with
other drivers and get more easily angry. Taiwanese riders more often agree that they overtake
cars from the right side. Czech riders more often than Taiwanese engage in activities allowing
to use driving skills like overtaking cars during traffic jam by riding between two lines of cars
or riding through solid line in curves.

Conclusions. It might be beneficial if Taiwanese riders get information about safe overtaking
before riding in the Czech Republic.

Limitations. Main limitation is small sample especially in Taiwan. Also, samples in both
cultures were collected in different ways. Questionnaire used was constructed for the Czech
sample, we didn’t use any internationally used questionnaire.

Keywords. Motorbike riders; Traffic safety; Czech Republic; Taiwan.

https://doi.org/10.5817/CZ.MUNI.P210-9488-2019-14

136



Abstrakt

Cil. Vnimani dopravni bezpecnosti se lisi v jednotlivych kulturach. Pokud studujeme, co lidé
V riiznych kulturdch povazuji za dulezité pro bezpecnou jizdu, miizzeme zlepsit nasi schopnost
vwytvaret dobrou dopravni infrastrukturu.

Metoda. Vyzkumny soubor tvorilo 122 Ceskych a 57 taiwanskych aktivnich ridici motocyklii
nebo skutrii, kteri vyplnili dotaznik se 31 polozZkami tazajicimi se, co povazuji respondenti za
rizikové pri jizde na motocyklu/skutru a jak casto se pri Fizeni dopoustéji riiznych rizikovych
aktivit. Odpovedi ceskych a taiwanskych respondentii byly porovndny s pomoci Mann-Whitney
U.

Vysledky. Cesti motocyklisté povazuji vice nez taiwansti za riziko pro bezpecnost chovani
ostatnich ridicii, ale meéné vlastni Fidicské chovani. Taiwansti motocyklisté povazuji své viastni
ridicské chovani za riskantnéjsi nez cesti motocyklisteé, dale se povazuji za lepsi Fidice nez cCestt,
oproti ceskym si mysli, Ze maji méné trpélivosti s ostatnimi ridici a snadnéji se rozcili, dale vice
souhlasi s tim, Ze castéji predjizdéji vozidla zprava. Cesti motocyklisté se castéji vénuji
aktivitam umoznujicim predvést manévrovaci schopnosti jako napr. projizdeni kolony mezi
vozidly nebo prejizdeni pres plnou édru v zatackach.

Zavery. Muze byt uzitecné, aby taiwansti motocyklisté dostali informace o bezpecném
predjizdént predtim, nez ridi v CR.
Limity. Hlavnim limitem je maly vzorek na Taiwanu. Ddle, vzorky v obou zemich byly ziskany

rozdilnym zpusobem. Pouzity dotaznik byl vytvoren pro cesky vzorek, nejde o mezindarodné
vyuzivany dotaznik.

Kli¢ova slova. Ridi¢i motocyklii; dopravni bezpe&nost; Ceska republika; Taiwan.

Uvod

oblasti bezpec¢nosti silnicniho provozu, napt. na Taiwanu predstavuji imrti fidi¢ motocykla a
skutrti kolem 40% umrti pti dopravnich nehodach (Lin, Chang, Pai & Keyl, 2003). Vyzkumu
faktorti ovlivitujicich bezpecnost fizeni motorek a skutri se proto vénuje hodné prostoru. Vétsi
riziko nehody existuje u mladSich motocyklista (Lin et al., 2003) a motocyklistti, kteti jsou hlife
viditelni (Pai, 2011). Jezdci vnimaji jako nebezpecnéjsi fizeni na venkove nez ve mésté, protoze
vys§i povolend rychlost svadi k nebezpecné jizdé v Casto obtiznéjSich podminkéach
(Musselwhite et al., 2012). Motocyklisté proskoleni v pokro¢ilém ovladani motocyklu jezdi
V nebezpecnych mistech pomaleji nez stejné zkuSeni motocyklisté, kteti proSkoleni nebyli
(Crundall, Stedmon, Saikayasit & Crundall, 2013). Agresivni jizda u motocyklistii je mensim
problémem nez u fidi¢t osobnich aut (Rowden et al., 2016). Nebezpecna jizda u motocyklistl
nejvice souvisi (na rozdil od fidi¢l osobnich aut) s tim, Ze na motocyklu jezdi, protoZe jim to
piinasi vzruseni a zazitky (Jevti¢ et al., 2012).

Jizda na motocyklu je negativné ovlivnéna po konzumaci alkoholu, zejména pfii
obtizngjsich jizdnich ukonech. Ridi¢i pod vlivem alkoholu zejména pomaleji reaguji na
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nebezpeci, jezdi rychleji v zatackach, castéji prejizdéji cary a jezdi blize ke sloupkim
ohrani¢ujicim silnici (Creaser, Ward, Rakauskas, Shankwitz & Boer, 2009). Rizeni pod vlivem
alkoholu tak vede k vétsi pravdépodobnosti zranéni a umrti pti dopravni nehodé (Chen & Pai,
2019; Chen, Chen & Pai, 2018).

Bezpecnost motocyklisth muze zvysit i promitani jizdy z pohledu motocyklisty fidicim
automobilt, ktefi pak 1épe chapou, které situace jsou pro motocyklisty nebezpecné a mohou se
tak vic¢i nim chovat bezpetnéji (Shahar, Clarke & Crundall, 2011). Jizda motocyklista se

Mevr

(Vidotto, Bastianelli, Spoto & Sergeys, 2011).

Dle ndzoru motocyklistl nejsou rizné styly jizdy nebezpecné samy o sobé, ale zalezi na
jizdnich schopnostech jezdce, stavu vozovky, jizdnich podminkach, kapacité¢ motocyklu a jeho
jizdnich vlastnostech apod. Nebezpec¢nd je unava jezdce. Mezi nebezpecné manévry dle
motocyklisti patii piejizdéni plnych &ar, zejména pii naklandni se pii zatadeni. Ridici
dvoustopych vozidel motocyklisty ohrozuji udrZzovanim pftili§ kratké vzdéalenosti za nimi nebo
predjizdénim v momenté, kdy je predjizdi motocykl. Pii predjizdéni automobilu je tak vhodné
se ujistit, Ze fidic motocyklistu vidél (Huth, Fiissl & Risser, 2014). Nejvice nebezpecnym
manévrem je jizda s akrobatickymi prvky, napf. na zadnim kole (Ozkan et al., 2012).
Rizikovymi situacemi pii bézné jizdé jsou dale zména jizdniho pruhu, kdyz jiny fidi¢
nerespektuje motocyklistovo pravo prednosti v jizde, ne¢ekand zména pruhu nebo zpomaleni
vozidla veptedu, ota¢eni motocyklu po startu nebo jizda ve vétru (Aupetit et al., 2016).

V prezentovaném vyzkumu jsme se zajimali o to, jak se li§i vnimani zadvaznosti riznych
faktorti ovliviiujicich bezpe¢nost jizdy a vniméni vlastniho jizdnich stylu v Ceské republice a
na Taiwanu. Za timto u¢elem jsme v obou zemich distribuovali dotaznik.

Metoda
Vzorek

V Ceské republice vyzkumny soubor tvofilo 122 Gcastnikil kurzu bezpeéné jizdy pro
fidi¢e motorek a skutri v roce 2016. Kurzu se zucastnilo celkové 410 osob, 341 muza a 69
zen, primérny veék 37 let (SD = 9,5). O pohlavi a véku téch z nich, ktefi vyplnili dotaznik,
nemame informace. Na Taiwanu byl vyzkumny soubor ziskan v roce 2018 tak, ze byl dotaznik
umistén na internet a nasledné byli obeslani studenti Graduate Institute of Injury Prevention
and Control na Taipei Medical University, aby jej vyplnili. Nasledn¢ byl dotaznik se zadosti o
vyplnéni umistén rovnéz v taiwanskych motorkarskych diskusnich skupinach na Facebooku.
Vysledny soubor tvofilo 57 respondentl, 37 muzd a 17 Zen (u 3 respondentd informaci o
pohlavi neméame), primérny vek 27 let (SD = 9,3; u 4 respondentti nemame informaci o véku).

Dotaznik

Dotaznik byl vytvotfen pro ucel zjiStovani nazord motocyklistli navstévujicich kurzy
bezpeéné jizdy. V CR jsme pouzili dotaznik v papirové podobé. Dotaznik mél dvé &sti, prvni
¢ast, v niz respondenti odpovidali na pétistupiiové skale ,,neni rizikové* — | extrémné rizikové®,
lze nalézt v tabulce 1. V druhé c¢asti respondenti vyznacili na Ctyfstupnové Skale ,,aplné
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nesouhlasim* — ,,ipln€ souhlasim* sviij souhlas s polozkami, které jsou uvedeny v prvnim
odstavci ¢asti vysledky.

Na Taiwanu jsme pouzili tento dotaznik, ktery byl nejprve prelozen do ¢instiny, nacez
byl ¢insky preklad zkontrolovan a upraven prvnim autorem. Nasledné byl umistén na web.

Vysledky

Polozky dotazniku byly zpracovany faktorovou analyzou s polychorickymi korelacemi
s extrakci metodou nejmensSich Ctvercti (minres) a rotaci geominQ. Protoze prvni faktor
obsahoval pouze (a vSechny) polozky z prvni Casti dotazniku a v piipad¢ faktorové analyzy
pouze na této prvni ¢asti dotazniku vyhovovalo pouze jednofaktorové feSeni (coz pfi
interpretaci nedavalo smysl), analyzovali jsme tuto prvni ¢ast zvIast’ po jednotlivych otazkach.
Pti faktorové analyze druhé ¢asti dotazniku jsme na zékladé scree plotu vybrali ¢tyifaktorové
feSeni (RMSEA index = 0,11). Do jednotlivych §kal jsme zatadili polozky, které v daném
faktoru mély néboj alespon 0,4. Prvni faktor sytil poloZzky ,,Je jen malo fidi¢t, ktefi v provozu
na silnici reaguji 1épe nez ja“, . Ridim lip nez vétSina ostatnich fidi¢t*, ,,Necekané situace v
provozu zvladam 1épe nez ostatni fidi¢i, ,,Sam/a dopravni nehodu nezavinim®, ,,Pfi fizeni jsem
nikdy nezapochyboval/a®“ (McDonald’s omega 0,84). Tento faktor jsme nazvali ,,dGvéra ve
vlastni fidi¢ské schopnosti®“. Druhy faktor sytil polozky ,,Pro bezpe¢nou jizdu mé nemusi vidét

Vv

wewvr

nebojim pii jizdé na motocyklu riskovat®, ,,KdyZ mam ve vyhledu horizont, snizim svou
rychlost (R) (omega 0,72). Tento faktor jsme nazvali ,,ochota riskovat®. Tteti faktor sytil
polozky ,,Kdyz je prazdna silnice, pfi projizdéni zatackou si najedu do protisméru®, ,,Kdyz je
na to na silnici prostor, piedjizdim po sttedové care®, ,,Pti jizd¢ na motocyklu mam rad vyzvy*,
,Povolenou rychlost nikdy neptekracuji* (R), ,,Pti jizdé na motocyklu vyhledavam trasy, které
jsou pro me¢ vyzvou*, ,,Je-li kolona, projedu ji mezi vozidly* (omega 0,71). Tento faktor jsme
nazvali ,,vyuzivani fidi¢skych dovednosti“. Ctvrty faktor sytily polozky ,Jednani n&kterych
fidi¢d me dokaze roz¢ilit™, ,,Mam trpelivost pro fidice, ktefi neumé;ji dobte jezdit™ (R), ,,Kdyz
mé opravdu roz¢ili jednani druhého fidice nebo chodce, ddm mu najevo, co si 0 ném myslim*
(McDonald omega 0,71). Tento faktor jsme nazvali ,,hostilita vii¢i ostatnim fidicim®. Polozky
,»1 kdyZ spécham, nema to vliv na styl mé jizdy*“ a ,,Pfedjedu vozidlo zprava, kdyZ je na to
dostatek mista“ nebyly v pozadované mife syceny zadnym z faktort, proto jsme je analyzovali
zvIast.

Polozky sycené faktory 1 az 4 z odstavce vyse jsme analyzovali jako Skdly. Na zakladé
Shapiro-Wilkova testu jsme u vSech ¢ty $kal zamitli hypotézu, ze dané skory maji normalni
rozlozeni. Proto jsme rozdily mezi odpovéd'mi v obou zemich porovnavali s pomoci Mann-
Whitney U jak u skori vzniklych ze ctyf Skal, tak u deseti polozek z prvni casti a dvou
samostatné analyzovanych z druhé ¢asti dotazniku. Pti celkové poctu Sestnécti porovnani jsme
pouzili Bonferroniho korekci, zvolili jsme tedy hladinu vyznamnosti 0,0031.

Cesti motocyklisté povazuji za vétsi problém nez taiwansti motocyklisté nedani
pfednosti ze strany ostatnich fidi¢t. Taiwans$ti motocyklisté naopak povazuji za vétsi riziko
vlastni agresivni jizdni styl a nedostatek fidi¢skych zkusenosti a dovednosti (vice v Tabulce 1).

Taiwansti motocyklisté veéfi svym fidi¢skym schopnostem vice nez ¢esti motocyklisté.
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Cesti motocyklisté se ale vice nez taiwansti snazi fidi¢ské dovednosti vyuzivat. Taiwansti
motocyklisté si vice nez ¢esti mysli, Ze jsou vice jinym fidi¢lm hostilni. Taiwansti motocyklisté

------

Tabulka 1. Odpovédi na otazku ,, Ohodnotte prosim, jak vnimdte zdvaznost nasledujicich rizik
zZ pohledu motocyklistii

Primeér Primér Mann- p
T™W Cz Whitney U

Nepozornost jiného fidice 4,42 4,59 3700 0,4184
Agresivni chovani ze strany ostatnich fidict 4,46 4,39 3069,5 0,1567
NeresPektvc.)V.avnol motocyklisth ze strany 4,28 4,22 3133 0,2496
ostatnich fidict
Nedani pfednosti v jizd€ ze strany jiného fidice 4,30 4,77 4358 0,0005"
J,leda Pood YIIY?II} alkoholu a drog u ostatnich 4,58 4,62 3451 0,9195
ucastniku silni¢niho provozu
Vlastni jizda pod vlivem alkoholu ¢i drog 4,60 4,76 3759,5 0,2203
Vlastni agresivni jizdni styl 4,46 4,11 2442 0,0005"
Nedostatek fidi¢skych dovednosti 4,42 3,94 2073 0,0001"
Iljrcrel()iostatek vlastni fidi¢ské zkusSenosti (najeté 3,93 3,49 24915 0,0017"
Vlastni nepozornost 4,42 4,57 3599 0,6605

Poznamka. *p < 0,0031.

Tabulka 2. Odpovédi na otazku ,, Oznacte, do jaké miry souhlasite s ndsledujicimi vyroky *

Primér Pramér  Mann- p
TW Cz Whitney
U
Faktor 1 - dtvéra ve vlastni fidi¢ské schopnosti 13,54 10,36 1448,5 0,0001"
Faktor 2 - ochota riskovat 8,53 7,77 2954 0,1017
Faktor 3 - vyuzivani fidi¢skych dovednosti 9,35 10,98 4561 0,0008"
Faktor 4 - hostilita vi¢i ostatnim Fidi¢im 8,56 7,09 1730,5  0,0001"
I kdyz spécham, nema to vliv na styl mé jizdy. 2,58 2,35 28455  0,0381
Piedjedu vozidlo zprava, kdyZ je na to dostatek mista. 2,40 1,47 1409,5  0,0001"
Poznamka. *p < 0,0031.
Diskuse

V prvni ¢asti dotazniku povazovali ¢esti fidi€i vice nez taiwansti za problematické pro
bezpecnost nedani prednosti ze strany jiného fidice, taiwansti naopak vice nez ¢esti nedostatky
vlastni jizdy. Atribuce problému spojenych s bezpecnosti na druh¢ lidi misto na sebe miize byt
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ostatnim oproti sob¢é samému nez lidé na Zapad¢ (Heine, 2003).

Taiwansti fidi¢i maji pocit, ze jejich fidicské schopnosti jsou lepsi nez je tomu u fidich
ceskych, a mysli si, ze se pii jizdé Castéji rozCili kvili jinym fidicim. Zda se tedy, Ze pro
taiwanské fidice je vlastni jizdni styl dualezitéjsi jak z hlediska atribuce nebezpeci, tak
z pozitivniho hlediska, tj. na ostatni fidi¢e berou pii uvazovani o jizd¢ a dopravnich situacich
mensi zfetel nez na sebe. Cesti ¥idi¢i v porovnani s jinymi evropskymi zemémi &ast&ji souhlasi
S tim, ze divodem proc jezdi na motocyklu je svoboda (91%) a pocit z jizdy (83%, Cestac &
Delhomme, 2012:190). Oproti jingm evropskym zemim je také v CR velké procentualni
zastoupeni sportovnich motorek (s. 144). Je tedy mozné, ze tato vétsi sebejistota taiwanskych
fidi¢d je zplisobena tim, ze na Taiwanu jsou jednostopa motorova vozidla hlavnim zptisobem
individudlni dopravy, kdezto v CR jde hlavné o rekreadni aktivitu. S vétiimi zkuSenostmi tak
muze piijit 1 vetsi sebejistota. S moznymi veétsimi zkuSenostmi taiwanskych motocyklisti se
muize pojit 1 to, ze méné nez CeSti motocyklisté zkouseji své fidi¢ské dovednosti napft. pti
projizdéni mezi kolonou vozidel.

Limitem vyzkumu je vybér vzorku v CR i na Taiwanu. V CR §lo o téastniky kurzu,
kdezto na Taiwanu o studenty a ¢leny motorkatskych skupin na Facebooku, zjisténé rozdily
tedy mohou byt zptisobeny odlisnymi vzorky v obou kulturach. Rovnéz jsme pouzili dotaznik
vytvoreny ad hoc pro ucastniky kurza pro motocyklisty, ktery nebyl nijak standardizovan.

Zavér

Prezentovany vyzkum mize mit prakticky vyznam pro instruktaz fidici z obou zemi
Vv ptipad¢, Ze se rozhodnou fidit motocykl nebo skutr v druhé zemi. Evropsti fidi¢i motocykla
povazuji predjizdéni zprava za vysoce rizikové chovani (Cestac & Delhomme, 2012:184). Ti,
ktefi za sebou maji dopravni nehodu, jej povazuji za méné¢ rizikové nez ti, kteti nehodu nezazili
(s. 224), je tedy mozné se domnivat, Ze nehodovost souvisi s podcenénim rizika predjizdéni
predtim, nez za¢nou fidit v CR, upozornit na spravny zptisob piedjizdéni. Zatimco taiwansti
fidi¢i automobili mohou byt na tento zplisob piedjizdéni ze strany motocykli zvykli, u ceskych
fidi¢d tomu tak byt nemusi.
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The psychometric characteristics of the Hexaco-100 questionnaire used in
the selection and non-selection situation
Psychometrické charakteristiky dotaznika Hexaco-100 pouZzitého vo vyberovej
a nevyberovej situacii
Elena Lisdt, Mojmir Kalis?
YFakulta psycholégie, Paneurépska vysoka skola. Slovensko

2Asocidcia psycholégov prdce a organizdcie Slovenska, Slovensko

Abstract

Objective. To compare some psychometric characteristics of the Hexaco-100 questionnaire by
K. Lee and M. C. Ashton used in the selection situation and for comparison in the non-selective
situation.

Method. The sample of candidates in the selection situation (N = 173) and the non-selection
hospital staff (N = 63).

Results. Applicants in the selection scored higher in the dimensions of extraversion,
conscientiousness and lower in the emotionality. They achieved lower Cronbach o. scores in
emotionality and conscientiousness. Overall, internal consistency of both samples was lower
than Cronbach a in the foreign comparison samples. Cronbach a for Altruism was very low.

Conclusions. In the selection situation, we recommend except the Hexaco-100 to check the
conscientiousness and emotional stability by another method; interpretation of altruism is not
recommended; data in the honesty-humility factor are applicable for selection situation. For
the next research, we recommend verifying the internal consistency and factor structure of the
Slovak translation. The benefit of the study lies in real field data.

Limitations. The limits of the research study are in the difference between selection and non-
selection sample.

Keywords. Hexaco-100; IM; selection situation
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Abstrakt

Ciel’. V prispevku rozoberame niektoré psychometrické vlastnosti dotaznika Hexaco-100
autorov K. Lee a M. C. Ashtona pouzitého v situdcii vyberu a pre porovnanie v nevyberovej
situdcii.

Metoda. V studii analyzujeme subor uchadzacov z vyberovej situdacie (N=173) a nevyberovu
vzorku zamestnancov nemocnice (N=63).

Vysledky. Uchadzaci vo vybere skorovali vyssie v dimenzidach extraverzia, svedomitost a nizsie
vo faktore emocionalita. Dosiahli nizsie skore Cronbach o v dimenziach emocionalita
a svedomitost. Celkovo su hodnoty vnutornej konzistencie nizsie ako v zahranicnych
porovnavacich suboroch. Vnutorna konzistencia faktora altruizmus bola velmi nizka.

Zavery. Vo vyberovej situacii odporucame overit svedomitost' a emocionalnu stabilitu aj inou
metodou ako je Hexaco-100; interpretdciu vysledkov pre faktor altruizmus neodporucame;
udaje vo faktore poctivost-pokora su pouzitelné pre vyber. V dalSom vyskume odporucame
overit vautornu konzistenciu a faktorové sytenie dotaznika HEXACO v slovenskom preklade.
Prinos studie spociva v redlnych datach z terénu.

Limity vyskumnej studie spocivaju v odlisSnosti vzorky vyberovej a nevyberovej.

Kruacové slova. Hexaco-100; IM; vyberova situcia

Uvod

Dotaznikom Hexaco sa v psychodiagnostike osobnosti za¢ina na zaciatku tohto storocia
pisat’ nova kapitola faktorovych modelov osobnosti zalozenych na lexikalnej analyze.
Sest'faktorovy model je schopny zmerat’ pritomnost’ antisocialnych &t osobnosti (Visser, et.
al., 2016). Tato skutoCnost’ bola zistena na zaklade vysledkov mnohych empirickych Stadii
(Hodson, Book, Visser, Volk, Ashton, Lee, 2018; Djeriouat, Trémoliere, 2014; Aghababaei,
Mohammadtabar, Saffarinia, 2014; Lee, Ashton, Wiltshire, Bourdage, Visser, Gallucci, 2013;
Gaughan, Miller, Lynam, 2012; Bresin, Gordon, 2011; De Vries, Van Kampen, 2010), zv1ast’
Siesty faktor poctivost-pokora dopiia Standardné pohPady na osobnost. Z tohto dévodu je
Hexaco aj zaujimavou prilezitostou pre psychodiagnostiku v oblasti psychologie prace
a organizacie — manazéri pozaduji informdacie o charakterovych vlastnostiach uchadzacov
0 zamestnanie. Dotaznik Hexaco je v poslednych rokoch podrobovany mnozstvu Studii
v rozdielnych kultrach s cielom identifikovat’ jeho psychometrické charakteristiky a d’alSie
psychosocialne stvislosti (zoznam Stadii je uvedeny na stranke
http://www.hexaco.org/references). Specifické pouzitie Hexaca v Situcii vyberu bolo skiimané
najmd v stvislosti s impression managment (IM) pri vyberovych rozhovoroch (Roulin,
Bourdage, 2017; Bourdage, Wiltshire, Lee, 2015; Buehl, Melchers, 2017). Vyberova situacia
je Specificka tym, Ze respondenti m6zu mat’ tendenciu falSovat’ vypovede, aby dosiahli lepsie
vysledky. Metaanalyza ukazala, ze faloSné odpovede pri psychometrickom testovani vo
vyberovej situacii maji za nasledok vysSie hodnoty priemerného skore, nizsSie hodnoty
Standardnych odchylok a nizSie hodnoty vnutornej konzistencie (Salgado, 2016). Aj Cattell
a Shuerger (2003) upozoriiujt na skresl'ujuce vplyvy vyberovej situdcie pdsobiace na vypovede
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0 sebe. Validitu posudzovania osobnostnych vlastnosti vo vztahu k rozhodovaniu o prijati tak
znizuje prirodzeny sklon l'udi posudzovat sa v stlade sich predstavou o vhodnom type
osobnosti pre pracu. Levashina a Campion (2007) rozliSuja aprimny a klamlivy IM. Uchéadzaci
s taktikou uprimného IM sa snazia vytvorit’ zdanie kompetencie, zvyraziuji pozitivnu pravdu
0 minulych skusenostiach a podobnosti s organizaciou. Naopak, klamlivy IM je typicky tym,
ze uchéadzaci uvadzaju nepravdivé informacie o svojich skusenostiach a kompetenciach. Podl'a
vysledkov Roulin, Bourdage (2017) uchadzaci s taktikou uprimny IM skoruju vyssie
v extraverzii ajadrovom sebahodnoteni. Uchadzaci s taktikou klamlivy IM maji menej
skusenosti, skoruju nizSie v poctivosti-pokore, svedomitosti, no vysSie v extraverzii
a v dimenziach temnej triady.

V stilade s tvrdeniami niektorych autorov (Salgado, 2016) predpokladame, ze vyskumny
stubor uchddzacov o zamestnanie bude skorovat’ vyssie v sledovanych premennych, s niz§imi
hodnotami Standardnych odchylok a niz§imi hodnotami vnutornej konzistencie, nez subor
Zzamestnancov.

Metody

Pouzili sme 100 polozkovy dotaznik Hexaco-PI-R (Lee, Ashton, 2018) zo stranky
http://hexaco.org/ v slovenskom preklade. Dotaznik bol experimentalne administrovany 173

uchaddzacom o zamestnanie (obchodné, manazérske a administrativne pozicie) ako prvy
Vv batérii vyberovych testov a dotaznikov. Skupinu uchadzacov o zamestnanie tvorilo 77 Zien
a 96 muzov v priemernom veku 32,46 (SD = 8,29). Vysokoskolské vzdelanie malo 90 %, uplné
stredné vzdelanie 10 % uchddzacov. Porovnavacia nevyberova skupina pozostdvala zo 63
zdravotnickych pracovnikov (sestry, lekari, administrativa a manaZment). Zamestnanci
vypliali dotaznik na principe dobrovolnosti, vymenou za vysledky. Manazment organizacie
k vysledkom nemal pristup. Vyskumny subor ,,zdravotnici® tvorilo 63 0sdb, 11 muzov a 52
zien v priemernom veku 45 rokov, v rozmedzi od 22 do 72 rokov. Vysokoskolské vzdelanie
ukoncilo 44 % a stredoskolské 56 % zamestnancov.

Vysledky

V tabul’ke 1 uvadzame vysledky vnitornej konzistencie vyskumného suboru a pre
porovnanie aj udaje o vnutornej konzistencie z nevyberovych vyskumnych suborov inych
krajin (Lee, Ashton, 2018; Babarovic, Sverko, 2013; Burtiverde, 2015). V subore uchadzacov
sa hodnoty Cronbach o pohybuji od 0,62 do 0,73, v subore zamestnancov od 0,65 do 0,81.
Porovnatelné st hodnoty Cronbach alfa pre skéalu poctivost’ pokora (0,62 vs. 0,65), pricom
mierne vysSia alfa je v sibore nevyberovom. Vo faktore emocionalita s hodnoty vnutornej
konzistencie vysSie v nevyberovom subore (0,73 vs. 0,81). Vo faktore extraverzia st hodnoty
vnutornej konzistencie rovnaké v oboch vyskumnych suboroch (0,72 vs. 0,72). Vo faktore
privetivost’ bola namerand vysSia hodnota vnutornej konzistencie v stibore nevyberovom (0,67
vs. 0,70), tak isto vo faktoroch svedomitost’ (0,65 vs. 0,78), otvorenost’ ku sktsenosti (0,71 vs.
0,72) a altruizmus (0,16 vs. 0,49). Celkovo sa hodnoty Cronbach alfa odliSovali v oboch
vyskumnych stiboroch v rozpéti od 0 v pripade extraverzie do 0,13 v pripade
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Tabulka 1. Vnutorna konzistencia vysledkov

Hexaco skaly 1 2 3 4 5

I. Cestnost’ a pokora 0,62 0,65 0,89 0,83 0,74
Uprimnost’ 0,54 0,37 0,78

Férovost’ 0,58 0,63 0,83

Nechamtivost’ 0,64 0,74 0,83

Skromnost’ 0,44 0,21 0,79

II. Emocionalita 0,73 0,81 0,84 0,78 0,83
Bojazlivost’ 0,53 0,56 0,78

Uzkost 0,31 0,57 0,83

Zavislost’ 0,62 0,72 0,83

Precitlivenost’ 0,57 0,65 0,79

I11. Extraverzia 0,72 0,72 0,86 0,82 0,87
Socialne sebavedomie 0,53 0,59 0,70

Socialna odvaha 0,24 0,30 0,72

Sociabilita 0,41 0,47 0,77

Zivost 0,64 0,61 0,78

IV. Privetivost 0,67 0,70 0,86 0,85 0,82
Odpustenie 0,49 0,53 0,78

Miernost’, plachost’ 0,48 0,66 0,72

Flexibilita 0,37 0,47 0,64

Trpezlivost’ 0,55 0,63 0,80

V. Svedomitost’ 0,65 0,78 0,82 0,83 0,85
Organizovanost’ 0,62 0,68 0,73

Pracovitost’ 0,45 0,70 0,71

Perfekcionizmus 0,45 0,55 0,69

Opatrnost’ 0,47 0,55 0,70

VI1.Otvorenost’ k skuisenosti 0,71 0,72 0,82 0,83 0,61
Esteticka orientacia 0,62 0,69 0,65

Zvedavost’ 0,66 0,59 0,70

Inovativnost’ 0,37 0,45 0,73

Nekonvencnost’ 0,17 0,00 0,79

VII. Altruizmus 0,16 0,49 0,57

Vysvetlivky. 1 = uchadzaci o zamestnanie; 2 = zdravotnicki pracovnici; 3 = USA (Lee, Ashton, 2018); 4
= Chorvatsko (Babarovié¢, Sverko, 2013); 5 = Rumunsko (Burtaverde, 2015)

svedomitosti. V Siestich velkych faktoroch je hodnota Cronbach alfa spornej az dobrej tirovni
(Bailey, 2017), v rozmedzi od 0,6 po 0,81. Vel'mi nizky koeficient je vSak v pripade Skaly
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altruizmus, pri¢om je nizs$i v subore uchadzacov o pracu. Analyza vnutornej konzistencie
navyse preukdzala nizsie hodnoty v siboroch slovenskych respondentov v porovnani s udajmi
z USA, Chorvatska a Rumunska.

V analyze sme d’alej pokracovali testovanim rozdielov medzi vyskumnym stborom
vyberovej a nevyberovej vzorky. Pretoze sa hodnoty Cronbach alfa v subskalach pohybovali
Casto na slabej trovni, v d’alSej analyze budeme interpretovat’ len rozdiely v Siestich faktoroch
dotaznika Hexaco-100. Hodnoty priemerov, Standardnych odchylok ako aj hodnoty Statisticke;j
avecnej vyznamnosti rozdielov uvadzame v tabulke 2. Budeme opisovat’ len faktorové
rozdiely vysoko Statisticky (p < 0,001) a silne vecne vyznamné (Cohenovo d > 0,8). V tomto
zmysle sa nepreukazali rozdiely vo faktore poctivost-pokora, privetivost’ a otvorenost. Vo
faktore emocionalita prejavovali uchadzaci o zamestnanie nizsie skore a hodnotili sa tak, Ze sa
menej obavaju cestovat’ za zlého pocasia a fyzického nebezpecenstva, odlucenia na dlhsie od
blizkej osoby, st menej ovplyvnitelni negativnymi alebo sentimentadlnymi emodciami inych,
menej prepadaju panike, prezivaju nizsiu uzkostou pred dolezitymi rozhodnutiami. V ramci
faktora extraverzia dosiahli uchadza¢i o zamestnanie vysSie skore a hodnotili sa ako
spokojnejsi sami so sebou, nevyhybajlci sa nezavdznym debatdm o pocasi s inymi 'ud’'mi, ako
skoro stale plni energie, obl'ibenejsi u inych, obl'ubujuci mnozstvo 'udi okolo seba, s ktorymi
sa dd rozpravat, vesel$i, optimistickejsi, dynamickejs$i, schopnej$i a hodnotnejsi. Vo
svedomitosti sa hodnotili uchadzaci vyssie, ¢ize ako osoby, ktoré si kladi ambicidznejsie ciele,
su snazivejSi a nevzdavaju sa pri dosahovani cielov, maju vy$$iu pracovni moralku a st
ochotnej$i vynakladat’ vysoké pracovné Usilie, zaroveil ako starostlivejSie zvazujlici svoje
moznosti a pracovné plany, s vys$Sou tendenciou ovladat’ svoje impulzy.

Porovnanie standardnych odchylok preukazalo rozdiely medzi uchadzaémi o pracu
a zamestnancami Vv rozpéti od -0,01 do 0,07. Ked’Ze sa tieto hodnoty pohybuji okolo nuly,
mozeme povedat’, Ze rozdiely v Standardnych odchylkach neevidujeme.

Diskusia

Rozdiely medzi skupinou uchadzacov o zamestnanie azamestnancami nemocnice
ukazuju, ze celkovo sa uchadza¢i hodnotili ako emocne stabilnejsi, extravertovanejs$i a
svedomitej$i. Od nevyberovej vzorky zamestnancov sa nelisili vo faktore poctivost-pokora,
privetivost’ a otvorenost’. Za predpokladu, Ze sa uchadzaci o pracu vykresl'uju v lepSom svetle,
mozeme povedat’, Ze uchadzaci sa prikraslovali najma v postoji K praci, v profesionalnom
odstupe od emocii, v usilovnosti, rozvaznosti a Vv pripravenosti Kk socialnym kontaktom.
Posobili ako za kazdych okolnosti spolahlivi pracovnici a profesionali. Nestylizovali sa
v dimenziach kvality socialnych vztahov v zmysle poctivosti-pokory a privetivosti. Rozdiely
medzi vyberovou a nevyberovou vzorkou neboli vyznamné vo faktore poctivost-pokora, no
naopak, boli vyznamné v dimenzii extraverzia a svedomitost’, preto sa mozno domnievat, ze
uchéadzaci o vyber prejavovali skor tzv. aprimného IM (Roulin, Bourdage, 2017). Nepotvrdil
sa predpoklad, Ze uchadzaci skoruji vyssie vo vsetkych premennych (Salgado, 2016).
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Tabul’ka 2. Opisné statistiky a rozdiely v subore uchddzacov o zamestnanie a zdravotnickych

pracovnikov

Group  Mean SD SE t p Cohen'sd
1 3.766 0.399 0.030

Poctivost-pokora 1.320 0.188 0.194
2 3.689 0.385 0.048
1 2.782 0.449 0.034

Emocionalita -7.674 <.001 -1.129
2 3.307 0503 0.063
1 3.893 0.352 0.027

Extraverzia 10.252 <.001 1.509
2 3.348 0.389 0.049
1 3.295 0.395 0.030

Privetivost’ 3.173 0.002 0.467
2 3.103 0455 0.057
1 3.995 0.390 0.030

Svedomitost’ 9.307 <.001 1.370
2 3.432 0464 0.058
1 3.472 0454 0.035

Otvorenost’ ku skisenosti 4807 <.001 0.707
2 3.150 0.459 0.058

Vysvetlivky. 1 =uchadzaéi o zamestnanie; 2 = zamestnanci

Tieto vysledky mohli byt ovplyvnené nerovnakym zlozenim vyskumnej vzorky. Je
pravdepodobné, Ze zdravotnicki pracovnici by mohli skérovat’ v §kéle poctivost-pokora vyssie,
nez je priemer dospelej populdcie, zvlast v porovnani so zamestnancami na primarne
obchodnickych a manazérskych poziciach. V takom pripade, aj keby sa uchadzaci
0 zamestnanie Stylizovali do poctivejSej podoby, tento rozdiel by kvoli prirodzene vyssej irovni
Vv pripade zdravotnickych zamestnancov zanikol. Takisto vysSie skore extraverzie mohlo byt
spdsobené pracovnym zameranim vyskumného suboru uchadzacov o pracu za predpokladu, Ze
uchadzac¢i na obchodnicke a manazZérske pozicie st prirodzene extravertovanejsi. Tieto
interpretacie by vSak bolo treba overit na vyskumnych stboroch zamestnancov z iného
profesionalneho prostredia, popripade na reprezentativnejSich vyskumnych suboroch, alebo
idedlne na rovnakom vyskumnom subore I'udi v oboch situacidch (vyberovej aj nevyberovej).
Zaujimavym vysledkom je vySSie skore emocnej lability v pripade zdravotnickych
Zamestnancov, nez v pripade uchadzacov o pracu. Zdravotnicke prostredie vyzaduje vysoku
uroven emocne;j stability, preto sa mozno domnievat, ze v pripade uchadzacov o zamestnanie
iSlo naozaj o Stylizovanie sa do idedlneho obrazu pokojného profesionala. Podobne by sme
interpretovali vysSie skore svedomitosti u uchadzacov o pracu v porovnani so zdravotnickymi
zamestnancami.

Rozdiely v standardnych odchylkach oboch suborov sa pohybovali okolo hodnoty nula,
¢o vyvracia predpoklad, Ze uchadzaci o pracu dosiahnu klamlivymi vypoved’ami niz§ie hodnoty
Standardnych odchylok (Salgado, 2016).
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Takisto sa nepotvrdil predpoklad, ze hodnoty Cronbach alfa buda nizSie vo vyberovom
subore uchadzacov o pracu (Salgado, 2016). Uchadzaci o pracu vsak dosiahli niz§iu vnatorna
konzistenciu v porovnani so zamestnancami najmé vo faktoroch emocionalita a svedomitost’.
Za predpokladu, Ze vo vyberovom konani sa ¢lovek vykresluje v lepSom svetle a podava
klamlivé vypovede, vysSie hodnoty stability a svedomitosti, zaroven s niz§imi hodnotami
vnutornej konzistencie by mohli hovorit’ o prilepSovani sa najmi v dimenzidch svedomitost’
a emocionalita. LepSie priemerné skore emocionality a svedomitosti, ako aj nizSie hodnoty
Cronbach alfa v tychto skalach potvrdzuju teoreticky model Salgada (2016) o Klamlivych
vypovediach. Celkovo vSak boli v oboch vyskumnych suboroch zo Slovenska dosiahnuté nizsie
hodnoty Cronbach alfa, nez v zahrani¢nych stidiach (Lee, Ashton, 2018; Babarovi¢, Sverko,
2013; Burtaverde, 2015). Dovody tychto nizkych hodnét mézu spocivat v redlnej vzorke
dospelych pracujucich z terénu, v protiklade so zvyc€ajnymi vyskumnymi vzorkami tvorenymi
Studentmi. No kedZe dotaznik Hexaco-100 nie je psychometricky overeny v slovenskom
jazyku, je tazké usudzovat’ na to, aké hodnoty st v slovenskom preklade normalne.

Na zéklade dosiahnutych vysledkov sme formulovali odporucania do praxe vyberovych
konani, ako aj odporucania pre d’al§i vyskum.

Odporicania do praxe pre vyberové konania

Ak chceme overit’ uchadzacovu uroven svedomitosti a emociondlnej stability, je vhodné
tieto vlastnosti overit’ aj inou doplnkovou metddou a nespoliehat’ sa len na vysledky dotaznika
Hexaco-100.

Kvoli nizkym hodnotdm vnutornej konzistencie neodporucame v praxi vyhodnocovat’ a
interpretovat’ vysledky pre Skalu altruizmus.

Odportacame, v sulade s vysledkami aj inych vyskumnych $tadii (Roulin, Bourdage,
2017; Bourdage, Wiltshire, Lee, 2015; Buehl, Melchers, 2017) vyhodnocovat’ a interpretovat’
vysledky pre faktor poctivost-pokora, ako prediktora etického a moralneho spravania. Tento
faktor poskytuje relativne spolahlivé informacie pre vyber v kontexte, ze vyberame vhodného
uchadzaca/ov spomedzi viacerych kandidatov.

Z doévodu spornych hodnét vnitornej konzistencie (Cronbach alfa medzi 06 az 0,7)
neodporuc¢ame pouzivat’ faktor poctivost-pokora pre individualne hodnotenie pracovnikov.

Odporucania pre d’alsi vyskum

V d'alSom vyskume povaZujeme za potrebné overit vnutorni konzistenciu a faktorové
sytenie dotaznika Hexaco-100 v slovenskom preklade na pocetnejSej alebo reprezentativnej
vzorke respondentov. Standardizacia dotaznika Hexaco 100 by mala prebehnut’ nielen v beZnej
populécii, ale aj v populacii v situacii vyberu. Pretoze pontika moznost’ predikovat’ etické
a moralne spravanie pracovnikov, moze byt’ dotaznik Hexaco-100 pre zamestnavatel'ov vel'mi
atraktivny. Na potrebu osobitnej Standardizacie pre situdcie vyberu upozornuju aj Sedldkova a
Knapova (2017) v stvislosti s dotaznikom LMI.
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Takisto odporacame, v zhode so ZasSkodnou a Dostalom (2016) revidovat preklad
jednotlivych poloziek. Na Slovensku napriklad nie je bezné studovat’ encyklopédie v takom
meradle, ako v USA. Nie je bezné, ze by Vam na dvere zaklopal predajca encyklopédii. Otazka
na Citanie encyklopédii nemusi u slovenského respondenta rezonovat® rovnako ako
u respondenta zo severoamerického kontinentu.

Pretoze podla néas hlavny limit Stadie spociva v rozlicnom zlozeni porovnavacich
suborov, do budiceho vyskumu odporicame realizovat’ analyzu na vzorkach rovnocennych
v zakladnych demografickych premennych, akymi st vek, pohlavie, vzdelanie, pripadne
pracovné zaradenie. Idedlne by bolo samozrejme realizovat porovnanie na rovnakom
vyberovom subore, raz v situacii vyberu a druhy raz uz v situécii na pozicii zamestnanca.

Za prinos S§tadie povazujeme data ziskané dotaznikom Hexaco-100 v realnych
podmienkach vyberového konania a zamestnaneckého pomeru. Domnievame sa, ze takto
ziskané vysledky sa mézu odliSovat’ od vysledkov ziskanych na vzorkach vysokoskolskych
Studentov. Za d’al$i prinos povazujeme zistenie, ze Skala poctivost-pokora sa javi ako intaktna
Vv kontexte vyberovej situacie. Pre zdvaznejSie zavery je vSak potrebné metédu Hexaco-100
Vv slovenskom preklade este blizSie preskimat’.
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The reflection of transformational, pseudotransformational and laissez-
faire leadership in employee engagement, trust and innovation (pilot phase
— movie method)

Reflexia transformacného, pseudotransformacného a laissez-faire leadershipu v
angazZovanosti, dovere a inovacii zamestnancov (pilotna faza — metéda filmu)

Jana Liskovd®, Denisa Drabovd®

1Comenius University in Bratislava, Slovakia

Abstract

Objectives. The aim of the paper is to present the pilot phase of the second part of the research
on verifying the new leadership concept (transformational - TL, pseudotransformational -PTL
and laissez-faire - LFL) in terms of employee engagement, trust and innovation.

Method. In a between-subject experimental design, categories of leadership were manipulated
by the movie method (12 Angry Men). The role of the participants was to focus attention on
selected characters (leaders) while watching the film and then respond to self-assessing scales
(engagement, trust, innovation). The sample of the pilot study consisted of 36 students.

Results. The results were analysed by variance analysis (ANOVA) and showed statistically
significant differences in engagement, trust and innovation depending on the type of leadership.
Participants perceived the highest engagement, trust and innovation in the TL condition, the
lowest in the condition with PTL.

Conclusions. The TL reiterated its positive effects on working attitudes and behaviour; on the
other hand, PTL again appears to be the “worst” among the selected leadership styles. The
LFL did not appear as negative in our research as it is described in the literature. We consider
the pilot study to be a necessary step to carry out research on a target sample of employees.

Limits. The limit of research is undoubtedly the size of the sample, the use of self-assessing
scales and the risk of the possible impact of the movie's character un / sympathy on the outcome.

Keywords. transformational leadership; pseudotransformational leadership; laissez-faire
leadership; engagement; trust; innovation
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Abstrakt

Ciele. Cielom prispevku je prezentovat pilotni fazu druhej casti vyskumu overovania novej
koncepcie leadershipu (transformacny - TL, pseudotransformacny - PTL a laissez-faire - LFL)
v suvislosti s angazovanostou, doverou a inovdciou zamestnancov.

Metoda. V medzisubjektovom experimentalnom dizajne boli kategorie leadershipu
manipulované metédou filmu (12 Angry Men). Ulohou participantov bolo pocas sledovania
filmu zameriavat’ pozornost na vybrané postavy (leaderov) a nasledne odpovedat na Skaly
(angazovanost, dovera, inovdacia). Vyberovy subor pilotnej studie tvorilo 36 Studentov.

Vysledky. Vysledky boli analyzované prostrednictvom analyzy variancie (ANOVA) a preukadzali
Statisticky vyznamné rozdiely v angazovanosti, dovere aj inovacii v zavislosti od leadershipu.

evve

Zavery. TL opdtovne poukdzal na svoje priaznivé ucinky na pracovné postoje a sprdavanie, na
druhej strane PTL sa opdt javi ako najhorsi spomedzi vybranych stylov vedenia. LFL sa v
nasom vyskume neprejavil tak negativne, ako byva popisovany v literature. Pilotny vyskum
povazujeme za nevyhnutny krok potrebny pre uskutocnenie vyskumu na cielovej vzorke
zamestnancov.

Limity. Limitom vyskumu je nepochybne velkost vzorky, pouzitie sebaposudzujicich skal i
riziko mozného vplyvu ne/sympatii filmovych postav na vysledok.

KPlacové slova. transformacny leadership; pseudotransformaény leadeship; laissez-faire
leadership; angazovanost’; dovera; inovacia

Uvod

V problematike leadershipu existuje mnoZzstvo koncepcii a tedrii. Transformacny
leadership uz patri k ,staliciam* vo vyskume S$tylov vedenia, avSak jeho protipol —
pseudotransformacny leadership, doteraz zostdval skor mimo focus vedeckej obce. Jeho
implikacie na pracovné postoje (ako napr. angazovanost, dovera, inovacia) si len malo
preskiimané a malo rezonuju ako v praxi, tak aj v tedrii. Zamerom nasej praca je preto doplnit’
tuto medzeru a to najmd v kontexte pracovnych postojov, ktorych vyskum je Casto Ziadany
najmid praxou — samotnymi organizaciami (angaZovanost a ddvera, nakolko suvisia
s vykonom, Kovjanic, Schuh & Jonas, 2013; Kelloway, Turner, Barling, & Loughlin, 2012;
a inovacia, ktora je kI'aCom k rozvoju organizacie; Contreras, Espinosa, Dornberger, & Acosta,
2017). V naSej praci preto vychadzame z koncepcie Christie, Barlinga a Turnera (2011), ktori
rozliSuji medzi uvedenymi typmi vedenia (transformacnym (TL), pseudotransformacénym
(PTL) a laissez-faire (LFL) leadershipom) a zameriavame nasu pozornost na uvedené
pracovné postoje a spravanie.
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Leadership

Charakteristiky vybranych $tylov mozno popisat’ prostrednictvom 4 komponentov TL:
idealizovany vplyv, inSpirujuca motivacia, intelektudlna stimulacia, individualny pristup.

Transformacny leader je vd’aka charizme pre ostatnych vzorom, ide mu o kolektivne
dobro (idealizovany vplyv); podnecuje timového ducha, motivuje a inSpiruje tym, ze dodava
vyznam praci a poskytuje podriadenym vyzvu (inspirujiica motivdcia), podporuje tvorivost,
povzbudzuje kreativitu a inovaciu preformulovanim uloh, novymi pristupmi k doterajSim
problémom, nekritizuje inych myslienky kvoli odliSnosti od svojich vlastnych myslienok
(intelektualna stimulacia); kazdému z timu venuje zvlaStnu pozornost, posobi ako
kou¢/mentor, akceptuje individudlne odliSnosti zamestnancov (individualny pristup; Bass &
Riggio, 2006).

Pseudotransformacny leader zdorazinuje domnelé hodnotové rozdielnosti ,,my* vs.
,,oni, pricom dobré hodnoty pripisuja sebe, tzn. ,,my* (idealizovany vplyv,; Bass & Steidlmeier,
1999); talent inSpirovat’ druhych vyuziva k dosahovaniu vlastnych ciel'ov prostrednictvom ich
manipulovania (inspirujiica motivacia); vedome usiluje proti nezavislym nazorom
podriadenych, brani tvorivému a kritickému mysleniu (intelektudlna stimulacia); rozvoj a
podporu zamestnancov akceptuje a poskytuje dovtedy, dokedy z toho profituje (individudlny
pristup; Christie, Barling & Turner, 2011).

Laissez-faire leader sa nepoktsa inspirovat k dosahovaniu vyziev a cielov
(idealizovany vplyv); ojedinele motivuje podriadenych (inspirujiica motivacia),; podriadeni od
neho nedostavaju podporu pre rozvijanie ich vlastnych ndzorov a myslenia, ale LFL ani im v
tom nebrani, teda nezasahuje do intelektualneho napredovania (intelektudlna stimuldcia);
nezaujima sa o rozvoj 'udi (individualny pristup; Christie, Barling & Turner, 2011).

AngaZovanost’

Schaufeli, Bakker, a Salanova (2006) povazuji angaZzovanost’ za pozitivny na pracu sa
vztahujuci stav (nevzt'ahuje sa na ziadny konkrétny objekt/udalost’/spravanie), ktory je
odrazom vnutornej motivacie. V ich koncepcii angazovanost’ tvoria 3 faktory: energickost
(vysoky level energie a mentalnej odolnosti, ochota investovat’ usilie a vytrvat’ napriek
pohltenie (plna ststredenost’ a ponorenost do prace). Suvislost medzi angazovanostou
a pracovnym vykonom uz preukazalo niekol’ko autorov (napr. Kovjanic, Schuh & Jonas, 2013),
rovnako, ako bol preukdzany pozitivny vzt'ah medzi TL a tymto pracovnym postojom (Liskova
& Tomascikova, 2019; Lee Whittington, & Galpin, 2010). Vo vyskume Liskovej

vve

a PTL nebol rozdiel Statisticky vyznamny.
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Dovera

Dovera je subjektivne ocakavanie, presvedcenie alebo predpoklad, o pravdepodobnosti,
ze buduce konanie druhych I'udi bude mat’ priaznivy vplyv na zadujmy jednotlivca (Robinson,
1996). Vztah medzi doverou vo vedenie a vy$§im pracovnym vykonom, rovnako aj TL ako
sprostredkovatelom, bol podporeny viacerymi vyskumnymi zisteniami (Kelloway, Turner,
Barling, & Loughlin, 2012). Bol zisteny negativny vplyv PTL na déverou (Christie, Barling, &
Turner, 2011). Tosunoglu a Ekmekci (2016) vyskumne zistili, Ze zamestnanci pracujici pod
LFL maju znizen doveru v organiziciu. Vo vyskume LiSkovej a Tomascikovej (2019)
participanti doverovali LFL vyznamne menej ako TL a vyznamne viac ako PTL.

Inovacia

Inovécia je myslienka, postup alebo vec, ktort jednotlivec, organizacia , alebo iny celok
(ktory predstavuje prijemcu), vnimand ako novéa (Carreiro, & Oliveira, 2019). Je rozhodujuca
pre udrzatelnost’, rozvoj a konkurencie schopnost’ spolocnosti v stcasnosti (Contreras,
Espinosa, Dornberger, & Acosta, 2017). Medzi inovativnym pracovnym spravanim a TL bol
preukazany priamy pozitivny vztah (Contreras, Espinosa, Dornberger, & Acosta, 2017).
Literatira naznacuje negativne spojenie inovacie s LFL, ked’Ze napomadhanie inovacidm
predpoklada podporu pri odstraniovani zauzivanych postupov (Ryan & Tipu, 2013), ¢o je podl'a
autorov v rozpore s LFL. V prestudovanej literatire sme nenasli vyskumné zistenia, ktoré by
urcovali aky je vzt'ah medzi inovaciou a PTL. V pilotnom vyskume Liskovej a Tomascikove;j
(2019), realizovanom metddou tryvkov, bola zistend najnizsia Uroveil inovacie u PTL.

Metody
Ciel’ vyskumu a hypotézy

Ciel'om vyskumu je pilotné testovanie reflexie vybranych druhov leadershipu (TL, PTL,
LFL) v ramci pracovnych postojov (angaZzovanost’, dovera) a pracovného spravania (inovacia).

H1: Predpokladame Sstatisticky vyznamny rozdiel v urovni angaZovanosti, dovery
a inovdcie v zavislosti od druhu leadershipu.

Vyskumny dizajn

Hoci je v sucasnosti dostupnych niekol’ko verzii dotaznika MLQ (Multifactor leadership
Questionaire) zameraného na skimanie TL, podl'a nam dostupne;j literatiry, doposial’ nebola
vytvorena metdda, ktora by umoznovala spol'ahlivo rozliSovat’ medzi vSetkymi sledovanymi
druhmi vedenia (TL, PTL, LFL). Rozhodli sme sa preto inSpirovat’ pracou Christie, Barlinga a
Turnera (2011) a volime experimentalny medzisubjektovy dizajn.
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Vyskumné metody — Leadership

Na manipulaciu leadershipu sme zvolili metédu filmu®. Okrem uZ vyssie spominaného
sme sa pre tuto metddu rozhodli tiez v sulade s ndzorom Christie, Barlinga, a Turnera (2011),
podla ktorych metéoda filmu zvySuje externu validitu pouzitim viac komplexného
reprezentativneho spravania. Ako podnetovy material bol pouzity film 12 Angry Men (Donnely
& Friedkin, 1997) v ¢eskom dabingu. Dej filmu sa odohrava v jednej miestnosti, vybrané
postavy st v zabere priblizne rovnaké mnozstvo asu®. Konkrétnejsie prejavy spravania, na
zaklade ktorych boli postavy (porotcovia) identifikovani ako predstavitelia jednotlivych typov
leadershipu uvadzaju vo svojej praci Christie, Barling a Turner (2011).Vhodnost’ filmu aj efekt
uvedenych typov vedenia postav na pracovné postoje (napr. dovera) uz boli preukazané
(Liskovéa & Roskova, 2017; Christie, Barling, Turner, 2011).

Kontrola manipulacie. Napriek vyssie uvedenému sme vSak povazovali za nevyhnutné
opdtovne overit’, ¢i zvolené filmové postavy naozaj reprezentuji vybrané typy leadershipu.
Pred realizaciou samotného pilotného vyskumu bola teda vykonand kontrola manipulécie.

Kontrola manipuldcie — vyskumny sibor. Kontrola manipulacie bola realizovana na
vzorke 57 participantov — 22 muzov a 35 zien (M = 22,77; SD = 5,43). Vyskumny subor
kontroly manipulacie bol tvoreny 44 Studentmi a 13 zamestnancami.

Kontrola manipuldcie — vyskumné metody. Na vykonanie kontroly manipuldcie sme
pouzili film 12 Angry Men (Donnely & Friedkin, 1997) a stru¢ny opis TL, PTL, LFL
validizovany v praci Tomaitikovej (2018) a Liskovej a Tomaséikovej (2019). Ulohou
participantov bolo precitat’ si definicie TL, PTL, LFL, pri pozerani filmu venovat’ $pecialnu
pozornost vybranym postavam a nésledne rozhodnut' ¢i, niektord z postdv reprezentuje
vybrany typ leadershipu definovany struénym opisom.

Kontrola manipulicie — vysledky adiskusia. Statisticka analyza dat prebehla v
Statistickom programe SPSS. Pre zistenie ne/ndhodnosti vyskytu odpovedi sme pouzili vypocet
Chi-kvadrat. Postava porotcu #1 predstavujiiceho LFL bola spravne urc¢ena v 36 pripadoch z 57
(63,16%). Porotca #3 bol z 57 pripadov v 52 (91,23%) spravne priradeny k PTL. Porotcu #8
(TL) spravne urcilo 56 participantov z 57 (98,25%). Pri vSetkych 3 porotcoch sa preukézal
Statisticky vyznamny rozdiel (p = 0,000). Participanti boli schopni tspesne identifikovat’
kategorie leadershipu, priradenie druhu vedenia ku konkrétnej postave porotcu nebolo ndhodné,
metodu sme preto vyhodnotili ako vhodnl na pouzite v d’alSom vyskume.

Vyskumné metody — Angazovanost’, dovera, inovacia
Angazovanost’ bola merana dotaznikom UWES (Schaufeli, Bakker, & Salanova, 2006).

Skalu tvori 9 poloziek (0 = nikdy — 6 = vzdy). Koeficient vnutornej konzistencie: o= 0,962. Na
meranie dovery bola pouzitd 7polozkova Skala (1 = vébec nesuhlasim — 5 = uplne suhlasim)

3 Tato praca je sucastou SirSie koncipovaného vyskumu (Liskova & Roskova, 2017). Jeho komplexnejsi
popis a podrobnejsiu argumentaciu pouzitia metoddy filmu je mozné najst’ v praci Liskovej a Roskovej (2017).

4 Podrobné dovody na zvolenie prave tohto filmu popisuju Christie, Barling a Turner (2011).
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Schoormana, Mayera a Davisa (2007). Vnutorna konzistencia skaly a = 0,795. Inovécia bola
merana 10polozkovou skalou (1 = nikdy — 5 = vzdy) od autorov de Jong a Den Hartog (2008).
Koeficient vnutornej konzistencie dosiahol hodnotu o = 0,968.

Vyskumny subor

A priori power analyza prostrednictvom programu G*Power indikovala (na zaklade
udajov z vyskumu Liskovej a Tomascikovej (2017); a = .05; n? =.54; pocet skupin:3) potrebna
vel'kost’ vyberového stiboru na 57 participantov. Pilotného vyskumu sa zacastnilo 36 Studentov
°(M = 23,81; SD = 2,07) — 5 muzov a 31 zien. (Vyber vyskumného stiboru bol nihodily.
Participanti boli ndhodne prideleni do 3 skupin (1. TL, 2. PTL, 3. LFL) po 12.

Procedura

Participantom bol im predlozeny informovany suhlas a dokladne vysvetlené instrukcie —
pocas sledovania filmu mali venovat’ mimoriadnu pozornost’ vybranej postave, vS§imat’ si jej
vystupovanie voc¢i ostatym. Participanti boli poziadani, aby sa odosobnili od vlastnych
skusenosti a plne sa ststredili iba na filmovu situéciu. Po premietnuti filmu si mali participanti
predstavit, ze by sa postava, ktorej mali venovat’ Specialnu pozornost, takto spravala k nim
a nasledne odpovedat’ na skaly angazovanosti, dovery a inovacie.

Vysledky

Na Statistickil analyzu vysledkov bol pouzZity program SPPS. Analyza variancie
(ANOVA) odhalila statisticky vyznamné rozdiely v urovni angazovanosti (F(2,27) = 8,094, p
=.002), dovery (F(2,36) =39,951, p =.000) aj inovacie F(2,36) = 30,054, p =.000.) v zavislosti
od skimanych typov leadershipu. Pozorovali sme vysoku mieru sily efektu pre angaZzovanost’
(m?=.57), doveru (n2=.71), aj inovaciu (n? =.65).

Pri angaZovanosti post hoc analyza pouzitim Tukey HSD testu ukdzala Statisticky
vyznamné rozdiely medzi vSetkymi kategériami leadershipu, pricom najvySSia miera

v

s PTL (M=17,75; SD=5,79). LFL sa umiestnil na ,,strednej priecke* (M=28,5; SD=11,01).

Taktiez dovera bola signifikantne vysSia pri TL (M=25,83; SD=2,59) v porovnani
s podmienkou PTL (M=14,17,3; SD=3,04). Rozdiel vo vnimanej dovere v podmienke LFL
(M=23,33; SD=4,35) a TL (M=25,83; SD=2,59) vsak nebol §tatisticky vyznamny (p=0,179).

Vel'mi podobné vysledky ako pri angazovanosti boli pozorované aj pri inovacii. Medzi
vSetkymi kategoriami leadershipu boli Statisticky vyznamné rozdiely, pricom najvySSia miera

v

(M=20; SD=5,54) a stredna miera inovacie pri LFL (M=29,33; SD=8,18).

® Hoci a priori power analyza odportcala vacsi poget participantov (57), nakolko sa jednalo len o pilotné
testovanie a nahodily vyber, povazujeme pocet 36 participantov za dostacujuci na Gcely pilotného testovania.
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Diskusia

V sulade s H1 sme pozorovali Statisticky vyznamné rozdiely vo vsetkych sledovanych
pracovnych postojoch (angazovanost’, dovera) aj v pracovnom spravani (inovacia) v zavislosti
od vybranych stylov vedenia (TL, PTL, LFL) a to s veI'mi vysokou mierou sily efektu. Rovnako
ako v nasom predoslom vyskume (Liskova & Tomasc¢ikova, 2019) sa aj v tomto pripade ukazal
TL ako ,najlepsi“ spomedzi sledovanych Stylov vedenia. V podmienke s TL participanti
vnimali najvys$iu mieru angazovanosti, dovery aj inovacie. Naopak PTL sa prejavil ako Styl

vve

Rozdiel medzi angazovanost'ou TL a PTL bol viac ako dvojnasobny. Uvedené je v stlade
s vysledkami nasho predchadzajuceho vyskumu (Liskova & Tomascikova, 2019), ako aj
v sulade s autormi, ktori potvrdili pozitivny vztah medzi angazovanostou a TL (Kovjanic,
Schuh a Jonas, 2013). Domnievame sa, ze vysledky priamo odrazaji charakteristiku
jednotlivych stylov, ako ich popisuje aj literatira — TL vytvaranim vyziev, entuziazmom, ¢i
povzbudzovanim podnecuje angaZovanost' (Bass & Riggio, 2006), kym PTL jej vyslovene
brani (Schuh, Zhang, & Tian, 2013). Sme toho ndzoru, Ze ,,stredné* umiestnenie LFL odraza
jeho typicky indiferentny pristup, ktory k angazovanosti nenabada (ked’ze sdim o sebe vacsinou
angazovany nebyva) ale zarovei ju ani neblokuje (ked’ze mu neprekaza v planoch).

Pri dovere nebol rozdiel medzi TL a LFL S§tatisticky vyznamny, priemerna troven dovery
sa vV oboch podmienkach lisila na trovni 2bodov. Dany vysledok interpretujeme tak, ze je
mozné, ze volnost’, ktord plynie z nezucastneného pristupu typického pre LFL mdze byt
vnimand aj ako priestor pre vlastné rozhodnutia, ¢iny, resp. ako prejav dovery zo strany
nadriaden¢ho, ako tomu byva pri TL (LiSkova & Tomascikova, 2019). PTL vSak ani v tomto
pripade neprekvapil a skore v tejto podmienke bolo najnizsie, ¢o je v sulade jednak so zavermi
nasej predchadzajucej prace (Liskova & Tomascikova, 2019), prace Christie, Barlinga, a
Turnera (2011) ale aj samotnej tedrie, podla ktorej PTL svojich podriadenych zneuziva a nema
na srdci ich dobré zauymy, €o priam vytvara priestor na nedoveru (Bass & Steidlmeier, 1999).

Urovei inovécie dopadla velmi podobne ako troven angazovanosti — najvys$ia miera
dosiahol strednu Groven. Nakol'ko intelektudlna stimuldcia je priamou podstatou TL, a nakol'’ko
jej branenie je priamou podstatou PTL, tento vysledok nie je prekvapenim a koreSponduje
s literatirou (Bass & Riggio, 2006; Christie, Barling, & Turner, 2011).

V minulom vyskume (Liskova & Tomasc¢ikova, 2019) typ vedenia vysvetloval az 40 %
variance angazovanosti, 41 % variancie dovery a 47 % variancie inovacie. V aktudlnom
vyskume sme ale pozorovali zasadne vysSiu mieru danych efektov — angaZovanost’ 57 %,
dovera 71 % a inovacia 65 % variancie. Myslime si, Ze uvedeny néarast moze suvisiet’' s vySSou
,nazornostou‘ pouzitej metdody manipulacie leadershipu. Film vs. vignette (metoda v minulom
vyskume; Liskovd & Tomacsikova, 2019) poskytuje SirSi kontext, ddva postavam ovela viac
priestoru a najmd umoznuje komplexnejsie prejavit’ spravanie voci okoliu.

Za najzaujimavejSie povazujeme pozorovanie aopakované potvrdenie trendu
V postupnosti ,,priaznivosti: TL — LFL — PTL, kde pri TL bola pozorovana najvysSia miera
sledovanych postojov a spravania, pri LFL strednd miera a pri PTL najnizsia miera, pricom
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rozdiel medzi TL a PTL bol viac ako dvojnasobny a s vynimkou dovery, sa LFL v tejto
,»stupnici® nachadzal takmer presne v strede. Zaujimavym je pre nas taktiez pozorovanie, ze
LFL nemusi mat’ tak zdsadne negativny vplyv na pracovné postoje, ako mu pripisuje doterajsSia
literatura (Ryan & Tipu, 2013), ale moze vykazovat’ charakteristiky, ktoré na pracovné postoje
(napr. na doéveru) mozu posobit’ prospesne — (rozdiel medzi TL a LFL v dovere bol len 2b).

Uvedomujeme si, ze vnimanie leadershipu mohlo byt’ ovplyvnen¢ aj ne/sympatiami voci
samotnym hercom. Nemozeme tiez vylucit’ vplyv tinavy (napr. klesajiica pozornost’) spdsobeny
dizkou experimentalnej situacie (cca 2,5h) na vysledky. Pri interpretacii sme preto vysledky
porovnavali aj s vysledkami LiSkovej a Tomasc¢ikovej (2019), ktory na manipulaciu leadershipu
pouzil inil metddu (vignette).

Napriek uvedenym limitom vsak pilotny vyskum povazujeme za nevyhnutni pripravu
pre realizaciu vyskumu na cielovej vzorke zamestnanych respondentov. Vyskum umoznil
preverit’ reprezentativnost’ metddy manipulacie leadershipu, 1 sebaposudzujicich $kal. Zistenia
naznacuju potvrdenia sucasnych trendov (pozitivny vplyv TL, negativny vplyv PTL), platnost’
koncepcie leadershipu od autorov Christie, Barlinga a Turnera (2011) a upozoriiuju na mozny
nie nevyhnutne nic¢ivy vplyv LFL na pracovné postoje a spravanie zamestnancov (Yang, 2015).
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Consumer behavior in the context of selected socio-demographic
characteristics

Spotrebitel’ské spravanie v kontexte vybranych socio-demografickych charakteristik
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Abstract

Consumer materialism is defined as the accumulation of property and subsequent exposure of
this property to admiration. Compulsive consumer behavior is a compulsive activity aimed at
uncontrolled shopping and consumption. Ethnocentric consumers consider purchasing foreign
products to be a bad act in view of the impact on the domestic economy.

Objectives. The aim of the contribution is to examine specific forms of consumer behavior in
terms of gender and consumer education.

Method. The research sample consisted of 160 respondents, namely 95 women and 65 men
aged 18-65 (m = 35,621, SD = 2,578). For the research purposes, the Consumer Ethnocentric
Tendencies Scale (CETSCALE) was used by Shimpa and Sharma (1987) to determine the level
of consumer ethnocentrism. Consumer behavior was also found in two sub-scales inspired by
Schiffman and Kanuk (2004), namely the subconscious of consumer materialism and the
subconscious of compulsive consumer behavior.

Results. Using t-tests for two independent samples were found statistically significant
differences in the level of compulsive consumer behavior in favor of women. At the level of
consumer ethnocentrism, consumer materialism and compulsive consumer behavior, there
were no statistically significant differences in the secondary and higher education of
respondents.

Limitations. The limitation of research study is an occasional choice of research sample.

Keywords. consumer behavior; consumer ethnocentrism; gender; education
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Abstrakt

Spotrebitel'sky materializmus je definovany ako hromadenie majetku a ndsledné vystavovanie
tohto majetku na obdiv. Pri nutkavom spotrebnom spravani ide o nutkavu ¢innost zameranu na
nekontrolované nakupovanie a spotrebu. Etnocentricki spotrebitelia povazuju ndkup
zahranicnych vyrobkov za zIy ¢in vzhladom na dopad na domdacu ekonomiku.

Ciele. Cielom prispevku je skumat Specifické formy spotrebitelskeho spravania z hladiska
rodu a vzdelania spotrebitelov.

Metéoda. Vyskumnui vzorku tvorilo 160 respondentov, konkrétne 95 Zien a 65 muzov vo veku od
18 do 65 rokov (m= 35,621, SD= 2,578). Na vyskumné ucely bola pouzita metodika
CETSCALE (Consumer Ethnocentric Tendencies Scale) od autorov Shimpa a Sharma (1987),
ktora zistovala uroven spotrebitelského etnocentrizmu. Spotrebitelské spravanie bolo
zistované aj dvoma subSkalami inspirovanymi Schiffmanom a Kanukom (2004), konkrétne
subskala spotrebitel'ského materializmu a subskadla nutkavého spotrebného spravania.

Vysledky. Na zaklade pouZitia t- testov pre dva nezavislé vybery boli zistené Statisticky
vyznamné rozdiely v urovni nutkavého spotrebného sprdavania v prospech Zien. V urovni
spotrebitelského etnocentrizmu, spotrebitelského materializmu a nutkavého spotrebného
spravania neboli zistené Statisticky vyznamné rozdiely vzhladom na stredoskolské
a vysokoskolské vzdelanie respondentov.

Limity. Limitom vyskumnej Studie je prilezitostny vyber vyskumnej vzorky.

Krucové slova. spotrebitel'ské spravanie; spotrebitel'sky etnocentrizmus; rod; vzdelanie

Teoretické vychodiska

S ekonomickym rozmachom vyspelych krajin intenzivne rastie aj spotreba.
Spotrebitel'ské spravanie je proces, kedy jednotlivci alebo skupiny vyberaju, nakupuju,
pouzivajl a zbavuju sa tovarov, sluzieb, myslienok alebo zaZitkov, aby naplnili svoje potreby
a tuzby (Kretter et al., 2008). Spotrebitel'ské spravanie vygenerovalo rézne vlastnosti potreby
a vlastnictva smerujlice k Specifickym formam spotrebitel'ského spravania, ktoré Casto krat
nemozno povazovat za ziaduce. V naSom prispevku sa zaoberame spotrebitel'skym
materializmom, nutkavym nakupnym spravanim a spotrebitel'skym etnocentrizmom.

Za materialistov oznac¢uje Siler (2014)konzervativnych jedincov, ktori sa stistred’uju na
seba a chcu vzbudit’ spravny dojem, ku ktorému sa hlasia a uznava ho aj spolo¢nost’ (bohatstvo,
uspech). Z tohto dovodu maju radi (prestizne) znacky, aby pomocou nich vyjadrili svoju
identitu. Schiffman aKanuk (2004) uvadzaji tieto charakteristiky materialistickych
spotrebitelov:

- hromadia majetok a vystavuji ho na obdiv,
- sl uzavreti a sebecki; ich Zivotny $tyl je plny majetku,

- ich velky majetok ich neuspokojuje.

165



Nutkava spotreba je pripadom nenormalneho sprévania, je ndvykova, pricom spotrebitelia
sa Vv niektorych pripadoch nekontroluju a ich ¢iny maju pre nich a ich okolie znicujtice nasledky
(Schiffman &Kanuk, 2004). Nutkavé aimpulzivne nakupovanie je vysvetlované ako
mechanizmus, ktory zniZzuje stres sposobeny tlakom okolia na vykon jednotlivca, resp. stres
vyplyvajuci z nizkeho sebavedomia (Balaz, 2014).

Ako uvadza Dad'o (2017), spotrebitel’sky etnocentrizmus vychadza zo vieobecnych
konceptov etnocentrizmu, ktorych zaklad prameni z viery, ze naSa skupina je nadradend ine;j
skupine. Etnocentrizmus je forma spravania, ktord chrani vlastni skupinu pred ostatnymi
skupinami, prispieva k identifikacii s vlastnou skupinou a predstavuje vyznamny mechanizmus
socialnej integracie. Schiffman a Kanuk (2004) poukazuju na to, ze vel'mi etnocentricki
spotrebitelia povazuju nakup zahrani¢nych vyrobkov za nepatri¢ny alebo zIy ¢in vzhl'adom na
dopad na domdcu ekonomiku. Neetnocentricki spotrebitelia naopak ocenujii zahrani¢né
vyrobky, €asto aj pre ich nepodstatné vlastnosti. Spotrebitel'ské spravanie sa odliSuje z hl'adiska
rodu aj vzdelania spotrebitela. Birknerovda a Kovalova (2016) poukazuji na rozdielne
spotrebitel'ské spravanie muzov a zien. Ich vyskum bol zamerany na oblast’ manipulacie,
angazovanosti, stresu a asertivity pri nakupovani, kde rod zohraval dolezita ulohu. Vyska
vzdelania ovplyvilovala vnimanie, spravanie a rozhodovanie ¢loveka v jeho kazdodennom
zivote, a teda aj v spotrebitel'skom spravani.

Metoda

V nasom prispevku boli sledované Specifické formy spotrebitel'ského spravania
v kontexte rodu avzdelania spotrebitelov. Predpokladali sme existenciu Statisticky
vyznamnych rodovych rozdielov v urovni spotrebitel'ského materializmu, nutkavého
spotrebného spravania a spotrebitel'ského etnocentrizmu. Predpokladali sme existenciu
Statisticky vyznamnych rozdielov v urovni spotrebitelského materializmu, nutkavého
spotrebného spravania a spotrebitel'ského etnocentrizmu vzhl'adom na vzdelanie spotrebitel'ov.

Vyskumny subor

Vyskumny stubor bol tvoreny 160 respondentmi vo veku od 18 do 65 rokov (m=35,621,
SD=2,578), pricom pozostaval z0 95 Zien a 65 muzov. Respondenti mali ukoncené
stredoSkolské (84 respondentov) a vysokoskolské vzdelanie (56 respondentov). Respondenti
boli do vyskumnej vzorky vyberani prileZitostnym vyberom, ktori pracuji vo verejnom
a stkromnom sektore.

Metodika

Na vyskumné tcely bola pouzita skala Spotrebitel'ského etnocentrizmu (Consumer
Ethnocentric Tendencies Scale) od autorov Shimpa a Sharma (1987). Pévodny 17-polozkovy
model CETSCALE bol orientovany skor na amerického spotrebitel’a a zameriaval sa na Styri
oblasti stivisiace s ekonomikou krajiny, nezamestnanostou, vlastenectvom a dostupnostou
produktov. Cely model je zalozeny na posudzovani reakcii respondentov na vyroky stvisiace s
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uvedenymi oblastami. Kvantifikacia odpovedi na jednotlivll otdzku pouZiva sedem stupiiovi
Likertovu skalu, v ktorej hodnota 1 znamena silny nesthlas a naopak hodnota 7 znamena silny
sthlas. Z toho vyplyva, ze CETSCALE (sumarny ukazovatel’) moze nadobudat’ hodnoty z
intervalu <17;119> pric¢om plati, ze ¢im je hodnota CETSCALE vyssia, tym je etnocentrizmus
spotrebitelov vyssi. Dolezité je podotknut, Ze model CETSCALE meria iba celkovy
etnocentrizmus spotrebitelov (Cronbach alfa= 0,868), nezohl'adiiuje typ produktu, ale iba
miesto vyroby (Richterova et al., 2005).

V ramci pouzitej metodiky bol zistovany aj spotrebitel'sky materializmus pouzitim
metodiky Consumers Values Orientation od autorov Richinsa a Dawsona (1992), ktory bol
reprezentovany 16 polozkami so 7-bodovou Skdlou sthlasu a nesuhlasu (Cronbach alfa=
0,686). Nutkavé spotrebné spravanie bolo zistované pouzitim Compulsive Buying Scale od
autorov Valence, Atous a Fortier (1988), pricom bolo prevzatych 5 poloziek so 7- bodovou
Skéalou sthlasu a nesthlasu (Cronbach alfa = 0,714). Jednotlivé skély boli pouzité z publikacie
Nakupni chovani od autorov Schiffman a Kanuk (2004) v ¢eskom preklade od Jungmanna.
P6vodna reliabila jednotlivych poloziek bola v ramci §kaly CETSCALE s Cronbach alfa=
0,842, v ramci metodiky Consumers Values Orientation bola Cronbach alfa= 0,91 a v rdmci
metodiky Compulsive Buying Scale bola Cronbach alfa= 0,824.

Vyskumné vysledky

Predmetom vyskumnej S$tadie bola komparacia spotrebitel'ského etnocentrizmu,
spotrebitel’ského materializmu a nutkavého spotrebného spravania v kontexte rodu a vzdelania
spotrebitelov. Vyskumné vysledky boli spracované v Statistickom programe IBM SPSS 20.00.
Na zaklade pouzitia parametrickej rozdielovej Statistiky, konkrétne t-testov pre dva nezavislé
vybery, boli zistené vyskumné vysledky, ktoré st prezentované v tab. 1.

Tabulka 1. Kompardcia urovne spotrebitel'ského spravania vzhladom na rod spotrebitelov

rod n M SD t SV p

Spotrebitel'sky Zeny 95 2615 0616
etnocentrizmus  Muzi 65 2614  0.622
Spotreblte]’sk}’, Zeny 95 2.973 0.400
materializmus  Muzi 65 2.882  0.439

0.014 158 0.989

1.371 158  0.172

Nutkavé spotrebné Zeny 95 3.218 0.686

(o 2095 158 0.038
spravanie Muzi 65 2.983 0.717

Na zéklade tab. 1 je mozné konStatovat’, ze boli zistené Statisticky vyznamné rodové
rozdiely v arovni nutkavého spotrebného spravania v prospech zien (t= 2,095; p=0,038).
V urovni spotrebitel'ského etnocentrizmu a spotrebitel'ského materializmu neboli zistené
Statisticky vyznamné rodové rozdiely. V ramci vyskumnej §tidie boli porovnavané jednotlivé
zloZky spotrebitel'ského spravania v kontexte vzdelania spotrebitelov.

167



Tab. 2.Kompardcia urovne spotrebitelského spravania vzhladom na vzdelanie spotrebitelov
vzdelanie n M SD t SV p

Spotrebitelsky Stredoskolské 84  2.634 0.622 0813 141 0417

etnocentrizmus ~ Vysokoskolské 59  2.554 0.621

R Stredoskolské 84 2.949 0.417
Spotrebitel'sky 0.969 141 0.718
materializmus Vysokoskolské 59  2.924 0.420

. . Stredoskolské 84  3.204 0.707
Nutkavé spotrebné 0361 141 0.334

spravanie Vysokoskolské 59  3.083 0.767

Na zaklade tab. 2 je mozné konstatovat’, ze neboli zistené Statisticky vyznamné rozdiely
Vv arovni spotrebitel'ského etnocentrizmu (t= 0,813; p= 0,417) medzi spotrebiteImi so
stredoSkolskym a vysokoskolskym vzdelanim. V tirovni spotrebitel'ského materializmu neboli
zistené Statisticky vyznamné rozdiely (t = 0,969; p = 0,718) vzhladom na vzdelanie
spotrebitelov a v rovni nutkavého spotrebného spravania taktiez neboli zistené Statisticky
vyznamné rozdiely (t = 0,361; p = 0,334) medzi spotrebitelmi so stredoskolskym
a vysokoskolskym vzdelanim.

Diskusia

Z vysledkov spotrebitel'ského spravania u slovenskych spotrebitelov (Dad’o, 2017)
vyplyva, Ze vac¢Sina respondentov vykazuje stredne silné az silné etnocentrické spotrebitel’'ské
tendencie. Najviac sa respondenti stotoziiovali s vyrobkami, ktoré¢ zdoérazinovali prepojenost’
podpory domacej produkcie so zamestnanostou a blahobytom krajiny. V oblasti kvality
produkcie hodnotila va¢Sina respondentov potraviny za kvalitnejSie alebo rovnako kvalitné ako
zahrani¢né produkty. Nas§ vyskum poukazuje na to, Ze v ramci spotrebitel'ského etnocentrizmu
nezaznamenavame Statisticky vyznamné rodové rozdiely a rozdiely z hl'adiska vzdelania. Na
zaklade vyskumnych vysledkov je mozné konStatovat’, Ze muZzi rovnako ako aj Zeny preferuju
rovnaky druh vyrobkov (domdace vyrobky). Rozdiely neboli potvrdené ani medzi spotrebitel'mi
so stredoskolskym a vysokoSkolskym vzdelanim, ¢o naznacuje, Ze s rasticou uroviiou
vzdelania nedochadza k rozdielom v ramci etnocentrického postoja v spotrebe. Petrusek (2007)
uvadza, Ze Cast’ spotrebitel'ov sa prestiva k post- materidlnym hodnotam. Vysekalova et al.
(2011) poukazuje na zaznamenané rozdiely v spotrebitel’skom spravani s ¢isto materialistickym
zameranim a jednotlivcom, ktory vyzndva post- materialistické hodnoty, a to: udrZiavanie
poriadku v state, pravo l'udi spolurozhodovat’ v dolezitych verejnych zalezitostiach, boj proti
rastu cien a ochranu slobody prejavu. Petrusek (2007) d’alej uvadza, ze tento presun K post-
materidlnym hodnotam vSak nemusi nutne znamenat zniZenie spotreby, aleZe spotreba sa
presuva smerom z oblasti materidlnej, ktora predstavuje skoér boj o naplnenie zakladnych
potrieb, k oblasti ,,duchovnej, pretoze sa skor zmenila povaha materialnych veci, ich kvalita
a ich socialna funkcia. NaSe vysledky poukazuji na fakt, Ze ani z hl'adiska rodu, ani z hl'adiska
vzdelania nie su v spotrebitel'skom materializme zaznamenané vyznamné rozdiely. Vyskum

168



naznacuje, Ze zeny aj muZi su v spotrebitel'skom spravani z hl'adiska materializmu na rovnakej
urovni. Rovnako tak moézeme predpokladat, ze vyska vzdelania mieru spotrebitel'ského
materializmu nemeni.

Vyskumnici (Chiger, 2001; Marks, 2002; Otnes & McGrath, 2001) preukézali rodové
rozdiely v kontexte preferencie nakupu a nakupného spravania, no naprieck modernym
tendenciam bagatelizovat’ rodové rozdiely je mozné konStatovat, ze sa zenské a muzské
spotrebitel'ské spravanie odliSuje na viacerych trovniach (nakup produktov z rozdielnych
dovodov, pristup k nadkupnej tlohe, atd’.)

Vyskum od Mattosa et al. (2016) naznacuje, Ze sa sice rodové rozdiely v nutkavej
spotrebe nepreukdzali, no na druhej strane boli zistené vyznamné kvalitativne rozdiely.
Konkrétne sa jednalo o muzov so sklonom nebyt’ heterosexudlnymi a S nizSim vzdelanim. Na
druhej strane vyskumu od autorov (Dittmar et al., 1996; Rook & Hoch, 1985) naznacuju, ze
zeny vd’aka svojej nachylnosti nakupovat’ viac ako muzi, vo vSeobecnosti vykondvaji viac
impulzivnych nakupov. V naSom vyskume sa v nutkavej spotrebe z hl'adiska rodu $tatisticky
vyznamné rozdiely potvrdili, pricom Zeny inklinovali k takémuto spravaniu viac ako muzi.
Naopak vyskum nepreukazal rozdiely v urovni nutkavej spotreby medzi spotrebiteI'mi so
stredoSkolskym a vysokoskolskym vzdelanim.

Zaver

Na S$pecifické formy spotrebitel'ského spravania je mozné nahliadat’ tak z pohladu
psychologického, ako aj zpohladu obchodnikov. Spotrebitel'sky etnocentrizmus nie je
potrebné vnimat’ ako problém v osobnosti spotrebitel’a a pristup k nemu, jeho podpora alebo
naopak potlacanie, je vecou nazoru viac- menej obchodného pohladu. Spotrebitel'sky
materializmus suvisi s hodnotou orientaciou osobnosti, priCom jeho podpora moéze byt
prospesna hlavne z pohl'adu obchodnika. Nutkavé spotrebné spravanie je z psychologického
hl'adiska istou formou zavislosti, ktort obchodnici vyuzivaji vo vlastny prospech a vnimajt ju
pozitivne. Je mozné konstatovat’, Ze oblast’ spotrebitel'ského spravania je multidimenzionélna,
ked’Ze je mozné k nej vyskumne pristupovat’ z viacerych hl'adisk.
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Internal Factors of Work Satisfaction of Employees in Manufacturing
Companies in the Czech Republic

Vnitini faktory pracovni spokojenosti zaméstnancii ve vyrobnich podnicich v CR
Vladimira Lovasova®, Olexandr Kushch?
1Zapadoceska univerzita v Plzni, Ceskd republika

2Kremenchuk Mykhailo Ostrohradskyi National Universitym, Ukraine

Abstract

Objectives. Manufacturing firms in the Czech Republic today address the increasing staff
turnover and the issue of employee satisfaction is very topical. The aim of this study was to find
out whether the job satisfaction of manufacturing company employees is influenced by their
existential attitudes and personality in the context of Eysenck’s dimensions.

Method. The research was carried out in four production plants in the Czech Republic during
2018. Questionnaires DUSIN, EPQ-R and ESK were used.

Results. It has been found that neuroticism and psychoticism negatively correlate with most
areas of job satisfaction. Positive correlations were found between job satisfaction and the
emotional component of existential attitudes, the ability to make choices, acceptance of
responsibility and basic existential moments.

Conclusions. Existential attitudes and moments and Eysenck's personality dimensions of
employees most often enter into satisfaction with job opportunities, satisfaction with the job
description and satisfaction in the working team, they less affect work evaluation and
satisfaction in relationships with superiors.

Limits. The limits of research are mainly that employees of manufacturing companies are
treated as a homogeneous group and variables from anamnestic data that would give a more
plastic image are not taken into account.The results can be influenced by the fact that the
questionnaire filling was very demanding for the respondents. The key question is also whether
it is possible to quantify the spiritual qualities of the personality without losing the very essence
of existential abilities.

Keywords. work satisfaction; neuroticism; psychoticism; existential attitudes
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Abstrakt

Cil. Vyrobni podniky v CR v soucasné dobé esi rostouct fluktuaci zaméstnancii a problematika
pracovni spokojenosti je velmi aktualni. Cilem predkladané studie bylo zjistit, zda do pracovni
spokojenosti zaméstnancii vyrobnich podnikii vstupuji jejich existencidalni postoje a osobnost v
kontextu Eysenckovych dimenzi.

Metody. Vyzkum byl realizovin ve ctyfech vyrobnich podnicich v CR v pribéhu roku 2018 (N
=411) za pouziti dotaznikii DUSIN, EPQ-R a ESK.

Vysledky. Bylo zjisteno, Ze neuroticismus a psychoticismus negativné koreluji s vétsinou oblasti

pracovni spokojenosti. Pozitivni korelace byly shledany mezi pracovni spokojenosti a
emocionalni slozkou existencidlnich postojii, schopnosti svobodného rozhodovani, prijimani
odpovédnosti a zakladnimi existencialnimi momenty.

Zavéry. Existencialni postoje a momenty a Eysenckovy osobnostni dimenze zaméstnance
nejcastéji vstupuji do spokojenosti s pracovnimi moznostmi, spokojenosti s naplni prdace a
spokojenosti v pracovnim kolektivu, méné ovliviuji spokojenost s pracovnim ohodnocenim a
spokojenost ve vztazich s nadrizenymi.

Limity. Limity vyzkumu spocivaji zejména v tom, Ze je k zaméstnanciim vyrobnich podniki
pristupovano jako k homogenni skupiné a nejsou zohlednéné promeénné z anamnestickych dat,
které by poskytly plastictéjsi obraz. Vysledky mohou byt zaroven ovlivnény tim, Ze vyplinovani
dotaznikit bylo pro respondenty velmi narocné. Klicovou otdazkou je také to, zda je vitbec mozné
duchovni vlastnosti osobnosti kvantifikovat, aniz by se tak vilastni podstata existencialnich
schopnosti neztratila.

Klic¢ova slova. pracovni spokojenost; neuroticismus; psychoticismus; existencialni postoje

Uvod

Vyrobni podniky v CR se v soudasné dob& potykaji se zvySujici se fluktuaci
zameéstnancl, coz piinasi nemalé procesni i ekonomické problémy. Z tohoto diivodu je
problematika pracovni spokojenosti zaméstnanct jest¢ vice aktualni. Stupen pracovni
spokojenosti zaméstnancii dnes vystupuje jako jedno z klicovych kritérii hodnoceni personalni
politiky podniku. Vyrobni podniky se zaméfuji na zlepSovani pracovnich podminek, snazi se
uspokojovat rozvojové potieby pracovnikil a zavadéji stale nové a nové benefity. Programy,
které podniky implementuji, vS§ak mnohdy nepfinaseji ocekavané efekty a jednou z pfticin
mohou byt i osobnostni specifika zaméstnanci.

Teoreticka vychodiska

Locke (1976) definoval pracovni spokojenost jako afektivni vztah k praci, nebo jako
emocionalni stav vyplyvajici z hodnoceni a ocenéni vlastnich pracovnich zkusSenosti. Pracovni
spokojenost zahrnuje v podstaté vSechny projevy pracovnika ve vztahu k vykonavané praci, k
pracovnimu zafazeni a k profesi, k pracovnim podminkam a pracovnimu prostiedi, k pracovisti
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a podniku, k pracovnimu kolektivu (Diener at al., 2002). Podle Luthanse (1992) lze pojem
pracovni spokojenost chépat tfidimenzionalné, a to jako emoc¢ni odpoveéd’ na pracovni situaci,
jako reakci na splnéné nebo nesplnéné ocekavani ve vztahu k naplni prace a k pracovnim
podminkam a také jako jev, ktery vyjadiuje nékteré vzajemné spjaté postoje. Kollarik (1986)
rozliSuje mezi celkovou pracovni spokojenost a dil¢i spokojenosti s jednotlivymi oblastmi.

Celkova pracovni spokojenost odrazi obecny vztah k vykondvané praci a zahrnuje rizné
slozky dil¢i spokojenosti, napi. spokojenost s pracovni Cinnosti, se vztahy na pracovisti,
s platem, s vyhlidkou na povysSeni apod. Pracovni spokojenost je ovlivnéna vnéj$imi a vnitinimi
faktory, pricemz vnéjsi faktory jsou na pracovnikovi nezdvislé. Jednd se napt. o finan¢ni
ohodnoceni, charakter samotné prace, moznost pracovniho postupu, zptisob vedeni, specifika
pracovni skupiny a pracovni podminky (Stikar et al., 2003). Do vnitinich faktorti pracovni
spokojenosti vstupuje osobnost pracovnika.

Také Kollarik (1986) povazuje pracovni spokojenost za slozity jev, ktery v sobé
zahrnuje a spojuje faktory objektivni i subjektivni souvisejici s hodnotami jednotlivced, jejich
potfebami a urovni motivace. Ting (1997) rozliSuje celkem tfi oblasti, které se na pracovni
spokojenosti podileji: charakteristiky organizace, charakteristiky vztahujici se k praci a
osobnostni charakteristiky. Kollarik (1986) zvlasté vycleituje motivacni faktory, objektivni
osobnostni ¢initele a osobnostni vlastnosti. Motivacni faktory zahrnuji potfeby, postoje, zajmy,
o¢ekavani, plany, aspiraci, z objektivnich osobnostnich ¢initeli ma na pracovni spokojenost
vliv v€k, pohlavi, délka zaméstnani v podniku, funkce, rodinny stav a z hlediska osobnostnich
vlastnosti jedince se do pracovni spokojenosti promitd napt. emociondlni stabilita, vyrovnanost,
extroverze, frustracni tolerance apod.

Tokar a Subich (1997) ve svém vyzkumu stanovili osobnost jako zakladni prediktor
spokojenosti, naopak Furnham, Petrides, Jackson a Cotter (2002) dospéli k zavéru, Ze osobnost
nema silny vliv na pracovni spokojenost. Nejcastéji sledovanymi osobnostnimi
charakteristikami ve vztahu k pracovni spokojenosti dosud byly neuroticismus a extraverze
(Connoly a Viswesvaran, 2000; Judge, Heller a Mount, 2002; Furnham, Petrides, Jackson a
Cotter, 2002). Dal§im castym piedmétem zajmu mnoha studii je sebehodnoceni jedince a
signifikantni vztah K pracovni spokojenosti prokdzalo mnoho autori (Kollarik, 1986;
Abrahamova, 1999; Judge a Bono, 2001; Alavi a Askupir, 2003).

Aktudlni vyzkumy mapujici vliv osobnostnich faktorti na pracovni spokojenost se
orientuji také na oblast duchovni dimenze osobnosti (May, Gilson a Harter, 2004; Tracey, Scott
aKelly, 2011; Garg, 2017). Duchovni dimenze je podle Némcekové (2004) nejuzsim zpiisobem
spojena se smyslem zivota a ma piimy dopad na uroven spokojenosti jednotlivce a uroven jeho
psychické a subjektivni pohody. Napt. studie Hu a Hirsh (2017) doklada, Ze pracovnici by
ptijali i niz8i pocate¢ni platy za praci, kterou povazuji za smysluplnou. Frankl (1997) vsak
neustale zdlraznuje, Ze smysly se nevytvareji, ale nalézaji. Nemohou nam byt poskytnuty a my
si miizeme pouze vybrat vyzvy, jejichZ prostfednictvim smysl nalézame.

Prozivana smysluplnost svéd¢i o schopnosti ¢loveéka vyrovnavat se se sebou samym i s
vngjSimi situacemi a podminkami vlastniho zivota, a tim smysluplné utvéfet svilj Zivot a
autenticky jej zit (Langle, 1997). Podle Langleho ¢lovek v ramci procesu nalézani smyslu

uplatiiuje nékolik specialnich schopnosti: schopnost sebeodstupu, sebepiesahu, svobody a
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odpovédnosti. Sebeodstup znamend schopnost poodstoupit od sebe, od svych citd, pfani,
predstav a tim mén¢ zkreslen¢ vnimat situaci. Sebeptesah oznacuje schopnost vyjit za hranice
sebe a svych potieb a pocitll a schopnost vstoupit do citového vztahu k nééemu ¢i nékomu
jinému. Svoboda vypovida o schopnosti rozhodovat se pro moznosti podle vlastniho nazoru a
subjektivniho ocenéni a odpovédnost zahrnuje schopnost piijmout a nést disledky svych
jednani. Léngle, Orgler a Kundi (2001) tyto specialni schopnosti souhrnné¢ povazuji za
existencialni kompetence.

Metoda

Stavajici vyzkumy, které se zabyvaji vlivem osobnostnich charakteristik jedince na jeho
pracovni spokojenost, vztahuji duchovni dimenzi osobnosti predev§im k pracovnimu zapojeni,
angazovanosti, hodnotam a motivaci. Nepohlizeji na ni jako na dispozici. A lze viibec o této
osobnostni roving uvazovat jako o mozném dispozi¢nim faktoru pracovni spokojenosti? Cilem
vyzkumu bylo zjistit, zda do pracovni spokojenosti zaméstnanct vyrobnich podnikli vstupuji
zékladni existencidlni postoje a momenty a ve kterych oblastech pracovni spokojenosti se
propojuji s Eysenckovymi dimenzemi osobnosti.

Do studie bylo zahrnuto 411 zaméstnancii ze &ty velkych vyrobnich podniki v CR.
Z hlediska vyrobniho odvétvi se jednalo o automobilovy primysl, farmaceuticky primysl a
vyrobu elektroniky. VSechny zapojené podniky mély zahrani¢niho vlastnika a marginalni podil
vlastniho vyvoje na uzemi CR. Vyzkumu se G¢astnilo 192 muzii a 219 Zen, nejmladiimu
respondentovi bylo 19 let, nejstar§Simu 63 let (M 31,4 SD 6,8). Z hlediska organizaéni struktury
byli do Setfeni zapojeni pracovnici na v§ech hierarchickych trovnich podniku.

Sbér dat byl realizovan za pouziti dotazniku Zjistovani struktury a dynamiky Zivotni
spokojenosti a frustrogennich podminek a situaci (Miksik, 2004), Eysenckovych osobnostnich
dotaznikl pro dospélé (Eysenck, 1993) a Existencialni $kaly (Léngle, Orgler a Kundi, 2001).

Dotaznik Zjistovani struktury a dynamiky zivotni spokojenosti a frustrogennich
podminek asituaci DUSIN je zaméfen na subjektivni hodnoceni spokojenosti
s klicovymi oblastmi Zivota, pficemz kazda oblast zahrnuje dvé posuzovaci stupnice, Skalu
dilezitosti a Skalu naplnéni (Miksik, 2004). Vahovy rozdil mezi nimi urcuje miru frustrace a
spokojenosti. Za ucelem naplnéni vyzkumného cile byla pozornost vénovana slozkam
spokojenosti v pracovni oblasti. Pracovni moznosti PM oznacuji subjektivné vnimanou
dostupnost pfiméfeného zaméstnani ¢i moznosti vhodné podnikat v dosahu bydliste.
Spokojenost s pracovnim uspokojenim PU se tyka naplné prace, zda ji jedinec povazuje za
zajimavou a schopnostem odpovidajici. Pracovni ohodnoceni PO zahrnuje informace o tom,
zda pracovnik vnima materidlni a spole¢enské ohodnoceni prace jako odpovidajici vynakladané
namaze 1 kvalifikacnim narokiim. O percepci moZnosti zvySovat vlastni kvalifikaci a ziskat
vy$$i pracovni zafazeni ¢i ocenéni vypovida kategorie perspektivy pracovniho riistu PR. Vztahy
s nadfizenymi VN znamenaji hodnoceni korektnosti vzajemnych vztahii s nadiizenymi se
smyslem pro vzajemnou uctu a spolupraci. Vztahy se spolupracovniky VS obsahuji vzajemné
vztahy bez vyrazngjSich konfliktd se smyslem pro spolupraci a vzajemnou pomoc. Do vyzkumu
byla zahrnuta jesté jedna klicova oblast dotazniku DUSIN, ktera postihuje kli¢ové existencidlni
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momenty a obsahuje pfiméfenost zivotnich narokd, realizovani zZivotnich cili, optimismus a
sebediivéru a celkovou zivotni spokojenost.

Existencialni skala (ESK) je plné€ standardizovany sebeposuzovaci dotaznik, ktery méti
tzv. schopnost ¢lovéka k existenci. Postihuje subjektivni prozivani, vnimani a myS$leni ve
vztahu k tomu, jak dobfe ¢lovék své duchovni schopnosti uplatiiuje. Podle autori Lingle,
Orgler, Kundi (2001) méii kompetenci zachazet se sebou samym a S okolnim svétem
a ptipravenost ke smysluplnému zivotu. ESK sleduje Ctyii zakladni komponenty smysluplného
ziti: sebeodstup, sebepiesah, svobodu a odpovédnost. Prvni dvé uvedené komponenty spolu
tvoti faktor osobnich predpokladi, tzv. personalitu, druhé dvé postihuji vztah k situa¢nim
jevum, existencialitu. Jednotlivé hodnoty vypovidaji o tom, jak je ptislusna osobnostni ¢i
existencialni schopnost u ¢lovéka rozvinuta a jak ji dokéze uplatitovat. Celkové skore (CS) méri
prozivani smysluplné osobni existence.

Za ucelem orienta¢niho zachyceni moznych souvislosti jsou data predkladana v podobé
korelacnich koeficientii (Pearson). Bliz§im charakteristikdm identifikovanych vztahi budou
vénovany nasledujici studie.

Vysledky

V tabulce €. 1 jsou znazornény korelacni vztahy mezi celkovou pracovni spokojenosti i
dil¢imi aspekty pracovni spokojenosti a Eysenckovymi dimenzemi osobnosti.

Tabulka 1. Korelace aspektt pracovni spokojenosti k faktorim EPQ-R

PM PU PO PR VN VS HO CPS
Psychoticismus -0,31** -0,27** -0,11  -0,15 -0,05 -0,33**  -0,09 -0,20*
Extraverze 0,11 0,12 0,17 0,18 0,15 0,18 0,22* 0,05

Neuroticismus  -0,24* -0,26** -0,08 -0,26** -0,20r -0,35** -0,18 -0,19

Poznamky. PM — pracovni moznosti, PU — pracovni uspokojeni, PO — pracovni ohodnoceni, PR — perspektivy
pracovniho ristu, VN — vztahy s nadiizenymi, VS — vztahy se spolupracovniky, HO — prace jako hodnota, CPS —
celkova pracovni spokojenost. * p < 0,05; ** p < 0,01.

Z Eysenckovych dimenzi osobnosti do jednotlivych slozek pracovni spokojenosti
vstupuji neuroticismus a psychoticismus. Mira extraverze se ve vyzkumném souboru vztahuje
spiSe k hodnotdm nez ke spokojenosti. Prestoze stupen neuroticismu piimo nekoreluje s
celkovou pracovni spokojenosti na statisticky vyznamné urovni, negativné pisobi na vétSinu
dil¢ich oblasti pracovni spokojenosti. Nejsilngjsi negativni vztah byl identifikovan mezi mirou
neuroticismu a spokojenosti se spolupracovniky, ddle moznostmi pracovniho riistu, pracovnim
uspokojenim a obecné€ pracovnimi moznostmi. Slaba korelace byla zaznamenéna ve vztazich
s nadiizenym. Psychoticismus se negativné vztahuje ke spokojenosti ve vztazich s kolegy,
spokojenosti s pracovnimi moZnostmi a s pracovnim uspokojenim. Vztah pracovni spokojenosti
k zakladnim existencialnim postojim zachycuje tabulka 2.
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Tabulka 2. Korelace aspektit pracovni spokojenosti k existencialnim postojim v ESK
PM PU PO PR VN VS HO CPS

Personalita 0,28** 028 013 015 011 028 018 0,4

Existencialita 027** 028 011 024* 023* 026% 020* 017

Sebeodstup 011 016 -004 00l 002 016 009 003
Sebeptesah 0,35%* 0,32** 023* 022* 0,16 0,33** 0,21* 0,20*
Svoboda

027** 024* 008 022* 019  025%* 023* 012
Odpovédnost o0 ogex 013  024* 025% 024* 015 0,19

Smysluplnost g ogwx  930%* 013 021* 019 029** 0,20% 047
Pozndmky. PM — pracovni moznosti, PU — pracovni uspokojeni, PO — pracovni ohodnoceni, PR — perspektivy
pracovniho ristu, VN — vztahy s nadfizenymi, VS — vztahy se spolupracovniky, HO — prace jako hodnota, CPS —
celkova pracovni spokojenost. * p < 0,05; ** p < 0,01.

U prozivani smysluplné existence (CS) byla vazba nalezena s pracovnim uspokojenim se
spokojenosti s pracovnimi moznostmi a vztahy se spolupracovniky. Sebepiesah se pozitivné
vztahuje k pracovnim moznostem, ke vztahtim se spolupracovniky a k pracovnimu uspokojeni.
Svoboda se promita do spokojenosti s pracovnimi moznostmi a mira odpovédnosti se projevuje
V pracovnim uspokojeni.

Tabulka 3. Korelace aspektii pracovni spokojenosti k existencialnim momentiim v DUSIN

PM PU PO PR VN VS HO CPS
Seberealizace 0,46*** 0,31** 0,33** 0,43*** (0,18 0,34** 0,18 0,54***
Priméfenost
ziv.naroki 0,37**  0,40** 0,25** 0,36** 0,38** 0,43*** 0,06 0,41***
Realizace ziv. cila ~ 0,44*** 0,35** 0,40**  0,42*** (,26** 0,28** 0,04 0,42***
Sebediivéra 0,35**  0,27** 0,13 0,36** 0,22 0,26** 0,13 0,25*

Zivotni spokojenost  0,39**  0,30** 0,41*** 0,34** 0,13 0,35** 0,08 0,35**

Poznamky. PM — pracovni moznosti, PU — pracovni uspokojeni, PO — pracovni ohodnoceni, PR — perspektivy
pracovniho ristu, VN — vztahy s nadfizenymi, VS — vztahy se spolupracovniky, HO — prace jako hodnota, CPS —
celkova pracovni spokojenost; * p <0,05; ** p < 0,01 *** p <0,001.

Pozitivni korelaéni vztah mezi celkovou pracovni spokojenosti a seberealizaci je
vyznamny. Z hlediska pracovnich aspektll souvisi pifedev§im s pracovnimi moznostmi a s
perspektivami pracovniho ristu. Dulezité jsou také vztahy se spolupracovniky, pracovni
ohodnoceni a uspokojeni ze samotné prace. Hodnoceni pfimétenosti Zivotnich narokd souvisi
se vS§emi oblastmi pracovni spokojenosti v potadi: vztahy se spolupracovniky, celkova pracovni
spokojenost, pracovni uspokojeni, vztahy s nadfizenymi, pracovni moznosti, perspektivy
pracovniho rastu. Realizovéani Zivotnich cill je nejvice odvozovano od pracovnich moznosti,
perspektiv pracovniho rustu, celkové pracovni spokojenosti, pracovniho ohodnoceni,
pracovniho uspokojeni. Mira optimistického pohledu na budoucnost a diivéra ve vlastni sily a
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schopnosti jsou zavislé zejména na perspektivach pracovniho riistu a pracovnich moznostech.
Pocity spokojenosti s dosavadnim prubéhem zivota a se soucasnou zivotni realitou pomahaji
napliovat pracovni ohodnoceni, pracovni moznosti, vztahy se spolupracovniky a perspektiva
pracovniho rastu.

Diskuse

Vétsina soucasnych vyzkumi zaméfenych na vliv osobnostnich faktori na pracovni
spokojenost se vénuje srovnavani s Velkou pétkou. Napft. Judge, Heller a Mount (2002) v rdmci
metanalytické studie dosSli k zavéru, ze neuroticismus, svédomitost a extraverze jsou
signifikantnimi predikatory miry pracovni spokojenosti. V rdmci naSeho Setfeni vSak stupeni
neuroticismu nekoreluje piimo s celkovou pracovni spokojenosti, ale plisobi na vétSinu dil¢ich
sledovanych oblasti pracovni spokojenosti.

Ze sledovanych Eysenckovych dimenzi se do nékterych slozek pracovni spokojenosti
promitl jesté psychoticismus. Jestlize Eysenck (1993) charakterizuje jedince s vysokym skore
v psychoticismu jako samotaie bez zajmu o lidi, Casto problémové, kteti nikam nezapadaji a u
kterych se projevuje nedostatek empatie, je logicka negativni korelace se spokojenosti ve
vztazich se spolupracovniky, s pracovnimi moznostmi i pracovnim uspokojeni.

Seberealizace v ramci konstrukce dotazniku DUSIN postihuje zakladni existencialni
momenty. Zahrnuje pfimétenost zivotnich naroki, realizovani zivotnich cili, optimismus a
sebedivéru a celkovou zivotni spokojenost. Pozitivni korelacni vztah k celkové pracovni
spokojenosti je vyznamny a z hlediska jednotlivych pracovnich aspekti souvisi piedevsim
S pracovnimi moznostmi a perspektivami pracovniho rustu. Podle Abrahamové (1999)
sebehodnoceni signifikantné ovliviiuje vztah pracovni spokojenosti i vnimané spravedlnosti a
vztahuje se k fluktuaci (Abrahamova, 1999). Také vyzkumy Alavi a Askupira (2003) ukazuji,
ze lidé s vysSim sebehodnocenim jsou v praci spokojencjs$i, a to s povahou a druhem
vykonavané prace, s nadiizenym, spolupracovniky, moznostmi postupu i s platem.

V ramci této studie se sebediivéra projevila zejména v hodnoceni perspektiv pracovniho
ristu a pracovnich moznosti. Navic kategorie ,,pfiméfenost zivotnich narokd* a ,realizace
zivotnich cild®, které se vztahuji témét ke vSem oblastem pracovni spokojenosti, 1ze vnimat
kontextu Bandurova pojmu self-efficacy. Judge a Bono (2001) v ramci metaanalytické studie
prokazali, Ze se lidé s vysokym v€domim vlastni ii€innosti efektivnéji vypotadavaji s nesndzemi
a odolavaji lépe selhani. Tim jsou pravdépodobné&ji schopni dosdhnout cenénych vysledki, coz
vede ke spokojenosti z prace. Zakladni existencialni postoje se promitaji do pracovniho
uspokojeni, spokojenosti s pracovnimi moznostmi a se vztahy se spolupracovniky.

Ke vSem témto dil¢im aspektim pracovni spokojenosti se vztahuje schopnost citove se
angazovat a zam¢fit 1 na jiné hodnoty, nez jsem ja sam, tzv. sebepiesah. Svoboda jako schopnost
nachdzet v bézném zivote redlné moznosti jednani a vnimat moznosti volby logicky souvisi
S pracovnimi moznostmi. Mira odpovédnosti je navdzdna na pracovni uspokojeni, nebot
jedinec s nizkymi hodnotami v odpovédnosti si zivot neplanuje, proziva ho jako nezavisly na
vlastni vali a je zvySené pasivni. Pravé pracovni uspokojeni, spokojenost s pracovnimi
moznosti a se vztahy se spolupracovniky byly identifikovany jako dil¢i slozky pracovni
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spokojenosti, ve kterych se vliv existencialnich postojii a Eysenckovych dimenzi osobnosti
propojuji.

Z dtavodu nedostatku pfimo timto zplisobem zamétenych studii 1ze zatim mozny vztah
mezi existencialnimi kompetencemi a pracovni spokojenosti odhadovat od vazby na celkovou
spokojenost se zivotem jako funkce spokojenosti v jednotlivych oblastech, k nimz patii pravé
prace, rodina, zdravi, pratelé (Hamplova, 2004; Rode 2004; Jones, 2006; Lovasova, 2017).
Nasemu pojeti se nejvice piiblizuje studie Young, Glerum, Wang a Joseph (2018), ze které
V obecné rovin€ vyplyva, ze osobnostni rysy sdileji mnoho korelaci se zkusenou smysluplnosti.

Zavér
Eysenckovy dimenze osobnosti nejvice vztahuji k pracovnim moznostem, pracovnimu
uplatnéni a vztahtim se spolupracovniky, minimalné ke spokojenosti ve vztahu s nadiizenym

a neovliviiuji spokojenost s pracovnim ohodnocenim. Existencidlni postoje zasahuji do
oblasti pracovnich moznosti, pracovniho uspokojeni, vztaht se spolupracovniky a perspektiv
pracovniho rlstu, minimalné vstupuji do vztahl s nadfizenymi a Zadny vztah nebyl
identifikovan k pracovnimu ohodnoceni. Zakladni existencidlni momenty se siln¢ promitaji
V percepci pracovnich moznosti, v pracovnim uspokojeni, vztazich s kolegy a perspektivach
pracovniho rlstu, méné ve spokojenosti s pracovnim ohodnocenim a nejméné ve vztazich
s nadfizenym. Bez ohledu na silu korela¢niho vztahu lze shrnout, Zze Eysenckovy dimenze
osobnosti a existencidlni postoje a momenty pracovnika nejvice ovliviiuji pracovni uspokojent,
spokojenost s pracovnimi moznostmi a spokojenost ve vztazich se spolupracovniky. Nejméné
vstupuji do spokojenosti s pracovnim ohodnocenim a s jednanim nadtizeného, coz jsou také
motivacni prostfedky, se kterymi mohou vyrobni podniky operativné pracovat.
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Effectiveness of mindfulness training programs in improving work stress
management in teachers

Efektivita mindfulness tréningov v zlepSeni zvladania pracovného stresu u ucitelov
Alexander Loziak!

! Centre of Social and Psychological Sciences, Slovak Academy of Science, Institute of Social
Sciences, Kosice. Slovakia

Abstract

Obijective. The main aim of the study is to describe current scientific knowledge about effectivity
of so-called mindfulness training programs that are focusing on improving work stress
management in teachers. Nowadays, teaching is one of the most stressful professions.
Nevertheless, we pay very little attention to educating teachers about stress management skills
(Meiklejohn et al., 2012). Mindfulness is the ability to focus attention on present moment with
open and non-judgmental attitude. Its practice belongs to most promising ways how to help
teachers handle their work load (Emerson et al., 2017).

Method. This paper is literature review that analyses 10 current studies which concerned with
effect of mindfulness training programs on teacher’s work stress. Trainings included education
about mindfulness principles and its individual and group practices. Every analyzed study was
published in 2012 or later.

Results. Results of the study indicates high effectivity of mindfulness-based programs. All
analyzed resources repeatedly show programs lower stress and negative emotions and improve
emotional regulation ability.

Conclusions. Issue of teacher work stress requires more attention in research but also in
practice. Mindfulness training programs might be a solution.

Limitations. Limitations of the paper are caused by its briefness because we were not able to
grasp specificity of each intervention.

Keywords. work stress; mindfulness; teacher

https://doi.org/10.5817/CZ.MUNI.P210-9488-2019-19

181



Abstrakt

Ciele. Cielom prispevku je priblizit aktudlne vedecké poznanie o efektivite takzvanych
mindfulness tréningov, ktoré su zamerané na zlepSenie manaZmentu stresu u ucitelov.
Ucitelstvo je v sucasnej dobe jedno z najstresujucejsich povolani. Aj napriek tomu sa
vzdelavaniu ucitelov o schopnostiach zvladania stresu venuje malo pozornosti (Meiklejohn a
kol., 2012). Mindfulness je schopnost zamerat pozornost’ na sucasny moment s 0tvorenostou a
nekritickostou. Jej nacvik patri k najslubnejsim sposobom, ako pomoct ucitelom zviadat ich
pracovnu zataz (Emerson a kol., 2017).

Metoda. Prispevok je prehladova studia, ktora analyzuje 10 sucasnych studii, ktoré sa
zaoberali efektom mindfulness tréningov na pracovny stres ucitelov. Tréningy zahrnali ucenie
mindfulness principov, a ich individualne aj skupinové precvicovanie. Kazda analyzovanad
Studia bola publikovana v roku 2012 alebo neskor.

Vysledky. Vysledky tohto prispevku poukazuju na efektivitu mindfulness tréningov. Vsetky
analyzované zdroje opakovane ukazuju na zniZenie stresu a negativnych emocii u ucitelov a
zvySenu schopnost' emocnej reguldcie.

Zavery. Otazka stresu ucitelov vyzZaduje viac pozornosti, vyskumne a tiez prakticky.
Mindfulness tréningy by mohli byt riesenim.

Limity. Limity prispevku su spésobené jeho strucnostou, kedZe sme nedokdzali zachytit
Specifickost jednotlivych intervencil.

Kruacové slova. pracovny stres; mindfulness; ucitel

Uvod
Uc¢itel’stvo a pracovny stres

Ucitelia hraju kI'a€ovi rolu vo vytvarani triednej a Skolskej klimy, ktora pontka Ziakom
vhodné podmienky nielen na ucenie, ale aj na spravny socialny a emocionalny vyvin. AvSak
ucenie a zvladanie Skolskej triedy moze byt stresujuce. Ucitel'stvo je ako profesia spajana
s vysokou pracovnou fluktuaciou, ¢asto sposobenou syndromom vyhorenia. 40 % ucitelov
v USA oputsta profesiu behom prvych 5 rokov (Ingersoll, 2002) a 73 % cerstvo kvalifikovanych
ucitel'ov vo Velkej Britanii zvazuje odchod zo zamestnania (Flook a kol., 2013).

Stres z prace zasahuje ucitel'om do viacerych oblasti zivota. Nesie so sebou dva druhy
zavaznych dosledkov — doésledky v pracovnej sfére a dosledky v osobnej sfére. V ramci
pracovnych dosledkov mdZze stres napriklad naruSit’ vzt'ah ucitel-Ziaci. Ked’ sa ucitelia nevedia
efektivne vyrovnat’ so zatazou, zhorSuje sa komunikécia a nasledne vzt'ah so Ziakom. Na to
nadvézuje zhorSenie akademickych vysledkov aj spravania Ziakov (Meece, Eccles, 2010).

Chronicky stres moZe rovnako viest k vaZznym osobnym doésledkom, napriklad
k syndromu vyhorenia. Syndrom vyhorenia sa najcastejSie vyskytuje prave v pomahajucich
a pedagogickych profesiach. Vyhorenie, ako akumuldcia reakcii na stresory v praci, je
charakterizované emocionadlnym vycerpanim, nizkou seba-uc¢innostou, cynizmom a niZSou
kvalitou Zivota (Bentea, 2017; Maslach, Schaufeli, Leiter, 2001).
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Emociondlne vycerpanie anizka seba-ti¢innost pramenia z tazko zvladnutelnych
pracovnych poziadaviek az nedostatocnych zdrojov tieto naroky zvladat. Ak nenastava
zmiernenie stresu, ucitel'om hrozi cynizmus — stracaju ideély, nadsenie pre profesiu slabne, ich
emocie su narusené. V tychto pripadoch je obzvlast’ dolezita efektivna emociondlna regulacia
(Herman, Hickmon-Rosa, Reinke, 2017).

Beruc do tivahy tieto nepriaznivé dopady stresu na ucitelov, je prekvapivé, ako malo
pozornosti tomuto problému venujeme (Meiklejohn a kol., 2012). Zda sa nevyhnutné
identifikovat’ programy, ktoré¢ ucitel'om dokazu pomdct’. Tieto intervencie by mali adresovat
zlepSenie emociondlnej regulacie v naro¢nych situdcidch a mali by uclitela podporovat
Vv udrZani si zdravia aj v pohodovom vykonavani svojej profesie (Emerson a kol., 2017).

Mindfulness

Mindfulness je schopnost zamerat pozornost na sifasny moment s otvorenostou
a nekritickost’ou (Emerson a kol., 2017).

Podla definicie Kabata-Zinna je mindfulness uvedomovanie si, ktoré vyplyva z
umyselného sustredenia pozornosti na pritomny moment, okamih za okamihom (Kabat-Zinn,
2003). Podstata stavu ,,okamih za okamihom* spoc¢iva v plnej pritomnosti v danej chvili, bez
posudzovania, bez hodnotenia, bez spédtného premietania spomienok, bez pohladu do
budicnosti, ktoré v nas vzbudzuju starosti. A tiez bez snahy menit’ pritomnost’ alebo vyhnut’ sa
neprijemnym aspektom v danej situacii (Teasdale, Segal, Williams, 1995).

Mindfulness je teda plné vedomie, plné bdelost’ v pritomnom okamihu. To zahtiia bdelost’
na urovni vSetkych zmyslov: zrakov1, sluchovi, chut'ova a hmatovia bdelost’. Tiez ide o bdelost’
na Grovni poznavacej, vedomej a emocionalnej (Napoli a kol., 2005).

Definicie mindfulness najcastejsSie zahriuju dva zakladné pojmy — pozornost’ (attention)
a uvedomenie si (awareness). Pozornost mézeme definovat’ ako proces zaostrovania vedomia,
ktoré zvySuje citlivost’ vo¢i obmedzenému rozsahu skusenosti. Jeho zakladnou vlastnost'ou je
selektivita. Vedomie a pozornost’ su teda vzajomne prepojené tak, Ze pozornost’ vybera ,,figaru*
z ,,pozadia“ vedomia a zamerne ju udrzuje na rdézne dlhi dobu. Uvedomenie sa popisuje ako
Hradare, v pozadi vedomia, ktory neustale monitoruje vnutorné a vonkajSie prostredie.
Rozvinutost’ tychto schopnosti bola korelovana s nizSou tzkostlivostou, depresiou a naopak
vys§im pozitivnym afektom a zivotnou spokojnost'ou (Brown, Ryan, 2003).

Tréning mindfulness principov opakovane ukazuje na zlepSenie indikatorov psychického
zdravia. Jeho u¢innost’ sa spdja aj so zlepSenim emociondlnej regulacie, o je kltucovy
komponent schopnosti ucitelov zvladat’ svoju pracu (Emerson et al., 2017). Taktiez jeho
relativna finan¢né a ¢asova nendrocnost’ poskytuje vel’ka vyhodu pri praci s uc¢iteI'mi. Vyskum
poukazuje, Ze mindfulness intervencie mozu byt zmysluplnym nastrojom zvladania stresu
ucitel’ov.

Avsak zavery vyskumov uskuto¢nenych na vSeobecnej populacii a teoretické
predpoklady nestacia k utvoreniu jasnejSich zaverov. Preto je cielom tejto prehl'adovej Stadie
zreferovat’ sicasné zistenia ohladom efektu mindfulness intervencii na pracovny stres
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konkrétne v populécii ucitelov.

Vzhl'adom na literaturu nds zaujimaju tieto premenné — znizenie vnimaného pracovného
stresu, zniZzenie vnimanych symptoémov vyhorenia, znizenie vnimanej uzkosti, zniZenie
fyziologickych symptomov stresu a tiez zlepSenie emocionalnej regulacie a celkovej zivotnej
spokojnosti (pohody). Vybrali sme S$tadie s kontrolou skupinou a meraniami pred a po
intervencii. Prinosom tejto Studie je jasny obraz o tom, ¢i su mindfulness intervencie dobrym
rieSenim prebiehajlcej krizy stresu medzi ucitel'mi.

Metoda

Do analyzy sme zaradili len povodné studie, avSak na ich vyhl'adavanie sme vyuzili aj iné
prehl'adové a meta-analytické Stiidie. Vyhl'adavali sme ich pomocou vedeckych elektronickych
databaz: Google Scholar, ScienceDirect, Scopus, Microsoft Academic Research, Web of
Science a DOAJ.

Tri zadkladné kritéria vyberu zahffali: vyskumy boli zalozené na mindfulness
intervencidch, merali redukciu pracovného stresu a vzorka pozostavala z ucitel'ov zédkladnych
a strednych $kol. Studie sme teda vyhladavali na zaklade hesiel: ,,mindfulness®, ,, mindfulness
intervention®, ,,stress*, ,,work stress®, ,,occupational stress®, ,,teachers*.

Dal§imi kritériami vyberu boli rok publikovania $tadii a dizajn vyskumu. Aby sme sa
zamerali na aktualny vyskum, vybrali sme $tadie publikované najneskoér v roku 2012. Za
adekvatny dizajn vyskumu sme povazovali pritomnost kontrolnej skupiny a meranie
premennych pred a po intervencii.

Stadie pracovali s roznorodymi mindfulness intervenciami. Niektoré tréningy boli
zalozené na uceni mindfulness principov, iné tréningy boli formalnejSie a pozostavali
zZ individualneho aj skupinového precvicovania roznych meditacii.

Okrem efektu na pracovny stres vécSina z tychto $tudii mapovali aj efekt na iné zavislé
premenng, ktoré so stresom suvisia - Uzkost’, fyziologické prejavy stresu (stresové hormony,
kvalita spanku), celkova pohoda ¢i emocionalna regulacia. Len tri z vybranych §tadii merali
efekt aj s vacSim ¢asovym odstupom (dva az tri mesiace).

Vysledky
Na zaklade uréenych kritérii sme vybrali 10 povodnych stadii. Sthrnné vysledky
potvrdzuju efektivitu mindfulness programov na redukciu pracovného stres ucitelov. 9 z 10
Stadii priamo poukazuji na redukciu stresu alebo symptémov vyhorenia, ktoré suvisia
s vykonavanim ucitel’'skej profesie.

Vyskum Franka sice nepotvrdil signifikantné zlepSenie symptémov vyhorenia, avSak
dosledkom mindfulness programu sa dokdzalo zlepSenie kvality spanku (Frank a kol., 2015).
Kvalita spanku sa povazuje za spolahlivy indikéator hladiny stresu. Viaceré z vyskumov
preukdzali aj zvySenie celkovej zivotnej pohody. Sticastou polovice ndjdenych stadii bolo aj
zistovanie efektu mindfulness programov na emocionalnu regulaciu. VSetkych 5 §tadii, ktoré
sa zaoberali touto premennou potvrdili, Ze mindfulness programy maji pozitivny vplyv na
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emocionalnu regulaciu. Informécie o jednotlivych Studidch a ich vysledky su zhrnuté v tabul'ke
(vid’. Tabul’ka 1).

Tabulka 4. Suhrnné informacie a vysledky studii

Autor, rok Dizajn, metoda Z4av. premenné Vzorka Hlavné zistenia
o , Pracovny stres Redukcia stresu
Benn a kol. Nezévislé skupiny, {izkost’, a uzkosti aj po 2
(2012) pre-pos'f test, emocionalna 38 mesiacoch, zlepSenie
dlhodoby efekt regulacia emoc. regulacie
Beshai akol.  Nezavislé skupiny, Pracovny stres, 89 Rqukc.ia stresu
(2016) pre-post test celkova pohoda a zvysenie pohody
. Znizenie symptomov
(g . Symptomy ymp
Flook a kol. Nezavislé skupiny, vyhorenia, stresové 19 vyhorenia a stres.
(2013) pre-post test hormény horménov
Symptomy Ziadne zlepSenie sym.
Frankakol.  Nezavislé skupiny, vyhorenia, kvalita 36 vyhorenia, lepSia kvalita
(2015) pre-post test spanku, emoc. spanku, lepf»l? emoc.
regulacia regulacia
Harrisakol.  Nezavislé skupiny, Tolerancia stresu, 64 Zlfp§?nie tol. stresu,
(2015) pre-post test stresové hormony zniZenie st. hormonov
Jenaabadi a Nezavislé skupiny, Pracovny stres, 30 Re’dvu k(_3ia stresu,
kol. (2017) pre-post test celkova pohoda zvysenie pohody
Jennings a Nezavislé skupiny, Stres, emoc. - ZniZenie stresu, lepSia
kol. (2017) pre-post test regulacia emoc. regulacia
. Redukcia stresu
. (s . Symptomy stresu, '
Jennings a Nezavislé skupiny, celkové pohoda, 50 zvy3enie pohody,
kol. (2013) pre-post test emoc. regulacia zlepsenie e. regulacie
Nezavislé skupiny Redukcia vyhorenia
Roeser a kol. , Symptomy a uzkosti aj po 3
(2013) pre-post test, vyhorenia, Gizkost’ 113 i
dlhodoby efekt ’ mesiacoch
Tavior a Kol Nezavislé skupiny, Symptomy Redukcia Fymptémov
322016) ' pre-post test, pracovného stresu, 59 pracovného stresu,

dlhodoby efekt

emoc. regulacia

zlepsenie e. regulacie

Diskusia

Zamerom tejto prehl'adovej Studie bol prehl'ad sucasnych stadii s adekvatnym dizajnom
vyskumu, ktoré sa zaoberali efektom mindfulness programov na redukciu pracovného stresu
ucitelov. Z naSej analyzy vyvodzujeme niekol’ko zaverov a myslienok.

Precvicovanie mindfulness pontka na zaklade literatiry mnoho psychologickych, aj
praktickych benefitov. Hoci prospesnost’ tohto pristupu (a z neho odvodenych technik) je
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nesporna, je otazne, za akych podmienok je mozné tito prospesnost’ realne vyuzit'. Skola je
pracovné prostredie, v ktorom sa stretdva mnozstvo stresovych faktorov — pomoct’ ucitelom
s ich kazdodennou zat'azou je vel’ka vyzva. Je precviCovanie mindfulness dostatocne efektivne,
aby pomohlo nie len ako vSeobecny princip (a mozno pristup k Zivotu), ale aj ako konkrétne
rieSenie?

Vysledky tejto stadie naznacujt, ze mindfulness by mohlo byt’ sucast’'ou rieSenia. Aj ked’
je narocné pohybovat’ sa v spleti réznych symptoémov a faktorov, ktoré poukazuji na stres (a
zlepSenie stresu), zda sa, Ze tento typ intervencii prospieva ,.celkovému obrazu“ vnimania
zat'aze. Premenné spojené so stresom nasledkom intervencii ukéazali skor klesajucu tendenciu,
naopak premenné spojené s prevenciou proti stresu, ako emociondlna reguldcia a zivotna
spokojnost’, stupli. Vysledky st konzistentné a vcelku presvedcivé.

Tieto vysledky vSak vo vicsine pripadov ukazuju len na okamzity stav po intervencii,
dlhodoby efekt (po dobe dvoch a troch mesiacov) preukdzali len 3 z analyzovanych §tadii. Je
teda diskutabilné, ¢i mindfulness intervencie dokdzu priniest’ benefity, ktoré su trvalé a dokazu
obstat’ aj v dlhodobom horizonte. Existuje totiz riziko, Ze hoci mindfulness dokaze priniest’
okamziti Glavu, nedokdze ucitelom pontknut spolahlivy ndstroj, ktory by sami aktivne
vyuzivali na zvladanie stresu aj v buducnosti. Dlhodobé precvicovanie a ,,pestovanie®
mindfulness totiz predstavuje zavazok vyzadujlci vel'a energie a vnutornej motivacie.

Prinos tejto Studie je v tom, ze ponuka suc¢asny obraz mindfulness intervencii ako s'ubne;j
a uzito¢nej metddy pomoci uéitel'om. Tato prehl’'adova Studia sa nezameriava striktne na jednu
premennu, ktorou by mohol byt vnimany stres, ale mapuje celil Skalu réznych indikatorov
pracovnej zataze. Verime, ze strucne a efektivne zhriiuje dolezité vysledky spolahlivych
vyskumov v tejto oblasti od roku 2012.

Limity tejto Studie vidime v tom, Ze stru¢nost’ Studie obmedzila informacie tykajice sa
Specifik jednotlivych intervencii. Mindfulness je Siroky pojem a spdsob, ako konkrétne sa
vyucuje aprecviCuje je nepochybne podstatnym faktorom zasahujicim do celkovych
vysledkov. Tento limit sa d4 z Casti ospravedlnit’ tym, zZe v rdmci vyskumov nie je moZné verne
opisat’ hibku, kvalitu a rozsah konkrétnej intervencie — preto sme tieto informacie pri opise
jednotlivych programov nezhrnuli.

Na zaklade naSich vysledkov odpori¢ame, aby sa dalSie skumanie mindfulness
intervencii na pracovny stres u ucitel'ov sustredilo najmi na jeho dlhodoby efekt. Povazujeme
za kl'icove zistit, ¢i su mindfulness intervencie schopné zabezpec€it’ skuto¢nu a trvalu zmenu.
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Sense of meaningfulness of work and satisfaction of grammar school
teachers

Smysluplnost prace a spokojenost ucitelti gymnazii
Karel Paulik*

! Ostravska univerzita, Ostrava, Ceskd republika

Abstract

Obijective. The aim of the paper is to analyze the relationship between the work satisfaction of
the grammar school teachers and perceptions of the meaningfulness of their own work, ie
phenomena that are based on the evaluation of work and working conditions and can be
assumed to be related to working behavior. The influence of the personality features included
in the Big Five five-factor model is also monitored.

Method. The research was carried out at the grammar schools in Olomouc and Moravian-
Silesian Region with the participation of 169 teachers using questionnaire methods such as
pencil and paper (questionnaire of life satisfaction DZS, inventory of work meaningfulness
WAMI and NEO FFI personality questionnaire).

Results. The obtained data were evaluated using correlation and regression analysis. Achieved
results suggest that work satisfaction and work meaningfulness is positively related to work
sense, personality traits, exztraversion, agreeablesness and conscientiousness, and negative to
neuroticism. In a relationship with work satisfaction, the sense of meaningfulness of work
comes out as a predictor along with satisfaction with financial situation and leisure time.

Conclusion. The results achieved correspond to expectations based on the theoretical
knowledge and the results of further research.

Limitations. wider generalization of achieved results is limited the shortcomings of the used
methodology.

Keywords. work meaningfulness; work satisfaction; personality; Big Five
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Abstrakt

Cil. Cilem prispevku je analyza pracovni spokojenosti uciteltt gymndazii v souvislosti s jejich
percepci smysluplnosti viastni prace. Jde tedy o fenomény, které jsou zalozeny na hodnoceni
prace a pracovnich podminek a lze u nich predpokladat souvislost s pracovnim chovanim.
Pritom je sledovan take vliv osobnostnich vlastnosti zahrnutych v pétifaktorovém modelu Big
Five.

Metoda. Vyzkum byl realizovin na gymndziich v Olomouckém a Moravskoslezském kraji za
ucasti 169 ucitelii s vyuzitim dotaznikovych metod typu tuzka — papir (dotaznik Zivotni
spokojenosti DZS, inventdr pracovni smysluplnosti WAMI, osobnostni dotaznik NEO FFI).
Vysledky. Ziskana data byla vyhodnocena s vyuzitim korelacni a regresni analyzy. Dosazené
vysledky naznacuji, ze pracovni spokojenost i smysluplnost prace souvisi pozitivné s pracovni
smysluplnosti, osobnostnimi vlastnostmi extraverzi, privétivosti a svédomitosti a negativné
s neuroticismem. V relaci s pracovni spokojenosti vystupuje pocit smysluplnosti prdce spolu se
spokojenosti s financni situaci a volnym casem jako jeji prediktor.

Zaver. dosazené vysledky odpovidaji ocekdavanim oprenym o teoretické poznatky i vysledky
dalsich vyzkumii.

Limity. Sirsi generalizaci dosazenych vysledki limituji nedostatky pouzité metodiky.

Klic¢ova slova. pracovni smysluplnost; pracovni spokojenost; osobnost; Big Five

Uvod

Cilem naseho ptispévku je analyza pracovni spokojenosti ucitelli gymnéazii v souvislosti
S jejich percepci smysluplnosti vlastni prace. V tomto vztahovém rdmci zde vénujeme
pozornost zejména osobnostnim vlastnostem a véku ucitelti. Naroky spojené vykonem uditelské
profese jsou vSeobecné povazovany za vysoké a neziidka vyzaduji od ucitelit vysoké pracovni
nasazeni vyplyvajici mimo jiné z ocekavani Zakl nadtizenych, rodicl i vefejnosti vitbec. Pfitom
vetejnost chovani ucitelll vice méné pozorné sleduje a prace ucitelt byva nezfidka podrobovéana
kritice, ktera se nezfidka tyka i toho, co ucitelé sami (napt. diky nedostate€né spolupraci rodiny
zéka, legislativnim omezenim apod.) pfimo ani nemohou ovlivnit. K naplnéni ocekéavani
vefejnosti souvisejicich se spolecenskym vyznamem ucitele jako zdsadniho Cinitele ve vychoveé
nové generace potiebuji ucitelé urcité subjektivni 1 subjektivni predpoklady. Ze subjektivniho
hlediska l1ze povazovat za dllezité zejména to, do jak miry ucitelé povazuji svou praci za
smysluplnou a uspokojujici. Pracovni spokojenost i smysluplnost spojené se subjektivnim
hodnocenim vlastni prace se promitaji do pracovniho chovéni i do ekonomickych vysledkl
organizace i spoleCnosti. Z jejich podstaty plyne, pravdépodobné vzajemné propojeni i
souvislost s komplexnéjsim fenoménem osobnost zahrnujicim mimo jiné individualni
charakteristiky ovliviiujici pracovni chovani i prozivani v danych podminkach. Problematika
pracovni spokojenosti a smysluplnosti prace vitbec se dostava do poptedi zajmu véd o praci
v souvislosti s orientaci na jeji humanistické a existencidlni aspekty, dopliujici diive
preferovany akcent na byrokratické momenty prace (srovnej Paulik, Novotny, Blaha,
Horvathova, & Mikusova, 2014).
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Pracovni spokojenost ucitelti (srovnej Paulik, 2011) vychazi z hodnoceni momentalni i
celkové zivotni situace jedince. Dulezita je ptitom komparace reality s oéekavanim opirajici se
zejména o individudlni hodnotovy systém. Pracovni spokojenost je soucasti Zivotni
spokojenosti. Pfedmétem hodnoceni je zde komplex prace a pracovnich podminek vibec i
jejich dil¢i stranky. Jevi negativné ovliviiujicich pracovni spokojenost ucitelt je celé fada (viz
napt. Rehulka, 2016). Nékteré z nich (jako nevhodné chovani zaku, nejasnost & rozporuplnost
ucitelskeé role ¢i pocit nedostatecného ocenéni spolecnosti véetné platovych podminek atd.) 1ze
povazovat za vice mén¢ specifické. Spokojenost v ucitelské profesi se vzhledem k fad¢ narok
a ¢etnym uskalim a jeviim obtézujicim ucitele viibec se zda byt pomérné dosti vysoka (Srovnej
Paulik, 2012).

Pracovni smysluplnost, na jejimz vymezeni nebylo dosud dosazeno shody, se odviji od
pociti (srovnej Isaksen, 2000), Ze je prace nutnou a uzite¢nou soucasti vétsiho smysluplného
celku, Ze skytd moznost vytvoteni vazby k vykondvané ¢innosti a pracovnimu prostiedi, a také
moznost zapojit se do socidlnich vztahii na pracovisti véetn¢ starostlivosti o druhé a také
piresvédceni, ze prace piinaSi moznost ucit se, radost, pocit naplnéni, autonomie,
zodpovédnosti, hrdosti, svobody apod. Z jevi, snimiz souvisi smysl prace 1 pracovni
spokojenost, zde vénujeme pozornost zejména véku a osobnostnim faktoram.

Pro pracovni spokojenost i smysluplnost jako fenomény vychézejici ze subjektivniho
hodnoceni prace a pracovnich podminek jsou dulezité jak situacni, tak osobnostni faktory
(napf. Armstrong, 2012; Blatny, Kvéton, Jelinek, Solcova, Zabrodska, Mudrik, &
Machovcova, 2018; Rosso, Dekas, & Wrzesniewski, 2010 Popelkova, Siskova, & Zatkova,
2010 a dalsi). Pii sledovani vlivu osobnostnich faktorti uplatitujeme podobné jako mnozi dalsi
autofi model osobnosti Big Five, ktery se snazi postihnout podstatu osobnosti prostfednictvim
peti faktort (Hiebickova, 2011). V piedchozich vyzkumech (srovnej napt. Paulik, 2017; Paulik
2018b; Woods & Sofat, 2013) se ukazaly nékteré souvislosti osobnostnich charakteristik
S pracovni spokojenosti 1 hodnocenim smysluplnosti vlastni prace. Negativné se v téchto
souvislostech projevoval zejména neuroticismus, podstatné pozitivni souvislosti byly shledany
u extraverze, svédomitosti 1 piiveétivosti.

Zamé&feni naSeho vyzkumu lze konkretizovat prostfednictvim nasledujicich
vyzkumnych otazek:

1. Jak hodnoti sledovani uditelé na gymnaziich smysl své prace a jaka je uroven jejich
pracovni spokojenosti?

2. Jaké jsou souvislosti vniméani smyslu vlastni prace a pracovni spokojenosti téchto
ucitelt s jejich vékem?

3. Jak souvisi pracovni spokojenost a hodnoceni smyslu prace uciteld gymnazii s jejich
osobnostnimi rysy v pojeti Big Five?

Metodika

Ve vyzkumu jsme pracovali se souborem ucliteli gymndzii z Olomouckého a
Moravskoslezského kraje ziskanych ke spolupraci v ramci diplomové prace pftilezitostnym
vybérem (S¢udlova, 2017). Do souboru byli zatazeni u¢itelé, ktefi po objasnéni uéelu vyzkumu
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projevili ochotu se jej (s védomim vedeni) zacastnit. Tento soubor je prakticky identicky se
souborem ucitell vyuzitym v dals§im vyzkumu (Paulik, 2018a). U¢itelé byli osobné pozadani o
spolupraci pti navstéve skol vybranych studentkou zpracovavajici diplomovou praci na zakladé
jejich ¢asovych moznosti a dostupnosti $kol. Slozeni souboru ucitelii priblizuje tabulka 1.

Tabulka 1. Charakteristiky vyzkumného souboru

Pocet Primérny veék/smérodatna odchylka
Muzi Zeny Celkem Muzi Zeny Celkem
62 (37%) 107 (63%) 169 42,10/9,74  43,11/10,35 42,81/10,12

Respondenti byly sezndmeni s ucelem vyzkumu a byli pozadini o vyplnéni
dotaznikovych metod typu tuzka-papir, S nimiz pracujeme i v dalsich studiich. Jejich popis jsme
s drobnymi Gpravami ptevzali z naseho textu (Paulik, 2017, s. 14-15).

1. Skéla pracovni smysluplnosti Work Meaning Inventory — WAM I (Steger, Dik & Duffy,
2012). Ceska mutace byla ovéfena zpétnym piekladem. Respondenti se vyjadiovali, k
10 vyrokiim tykajicich se vlastni prace na pétibodové Skale (od 1 = viibec neplati po 5
= zcela plati). Rozmezi hodnot celkového skore je 10 az 50. Autofi Skaly uvadéji
dostate¢nou konstruktovou, predikéni a diskriminaéni validitu i vnitfni konzistenci.
V nasich piedchozich vyzkumech (Paulik, 2016; 2017; 2018b) se hodnota Cronbachovy
alfy pro tuto skdlu pohybovala vesmeés nad 0,8.

2. Dotaznik Zivotni spokojenosti — DZS (Fahrenberg, Myrtek, Schumacher, & Bréhler,
2001). Metoda ptelozend do ceStiny a standardizovand s ovéfenou validitou a
reliabilitou. Dotaznik je sestaven ze 70 polozek, které postihuji spokojenost pomoci
sedmibodovych §kal (od 1 = Gplna nespokojenost po 7 = silnd spokojenost), v deseti
riznych oblastech zivota: /1/ zdravi, /2/ prace a zaméstnani, /3/ finan¢ni situace, /4/
volny Cas, /5/ manZelstvi a partnerstvi, /6/ déti, /7/ vlastni osoba, /8/ sexualita, /9/ pratelé
znami, ptibuzni a /10/ bydleni. Kazda oblast je sycena 7 polozkami. Do celkového skore
se zapocitava 7 z 10 skal. Rozpéti celkového skore je tedy od 49 do 343. V naSich
vyzkumech (napt. Paulik, 2016; 2017; 2018b) hodnota Cronbachovy alfy pro celkovou
zivotni spokojenost i pro vSechny subskaly vzdy presahovala 0.7.

3. Osobnostni dotaznik NEO Five Factors Inventory — NEO FFI  upraveny a
standardizovany pro ceskou populaci (Hiebic¢kova & Urbanek, 2001. Obsahuje 60
polozek zachycujicich faktory Big Five (neuroticism, extraversion, openness to
experience, agreeableness; conscietiousness). Kazdy faktor je postizen 12 polozkami
hodnocenymi na pétibodovych Skalach (od 0 = viibec nevystihuje po 4 = tUplné
vystihuje). Rozmezi hodnot celkového skore pro jednotlivé faktory je 0 az 48.
Reliabilita jednotlivych skal (Hiebickova 2011) se pohybuje od 0.67 po 0.81.
Konstruktova, konvergentni a diskriminacni validita byla ovéfena pomoci srovnani
sebeposuzovani a externiho hodnoceni a srovnavanim méfteni urcitého rysu riznymi
metodami.
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Vysledky

Tabulka 2. Deskriptivni charakteristiky sledovanych proménnych

N M SD o
Neuroticismus 169 19,68 7,44 0,81
Extraverze 169 30,60 7,32 0,86
Otevienost zkuSenosti 169 27,48 6,84 0,71
Piivétivost 169 33,12 5,16 0,67
Svédomitost 169 34,32 5,40 0,76
Pracovni smysluplnost 169 38,20 6,70 0,90
Celkova spokojenost 169 265,04 45,50 0,96
Spokojenost se zdravim 169 35,42 6,58 0,84
Spokojenost s praci a zaméstnanim 169 36,05 7,42 0,89
Spokojenost s finan¢ni situaci 168 30,73 8,05 0,93
Spokojenost s volnym ¢asem 169 36,61 7,28 0,92
Spokojenost s manzelstvim a partnerstvim 151 38,64 7,84 0,94
Spokojenost se vztah k vlastnim détem 119 41,30 5,74 0,89
Spokojenost s vlastni osobou 168 35,84 6,02 0,92
Spokojenost se sexualitou 160 35,49 6,79 0,92
Spokojenost s prateli a znamymi 167 37,59 5,60 0,87
Spokojenost s bydlenim 167 38,64 6,23 0,83

Ad vyzkumna otazka 1) hodnoceni pracovni spokojenosti, jehoz priimér u naseho souboru
byl 5,21 ze 7 moznych (74,43% maxima), napovida na spie vyssi hodnotu. To lze fici také o
celkové Zivotni spokojenosti naSich respondentl, kdyZ piislusné skore bylo 265,03 z 343, coz
je 77,27% maxima. Podobn¢ vyzn€lo hodnoceni smyslu vlastni prace, kde dosazena prumérna
hodnota na pétibodove Skéle inventafe smysluplnosti prace (WAMI) byla 3.82 z moznych 5

(76,40% maxima).

Ad vyzkumni otazka 2) korelace pracovni spokojenosti a smysluplnosti s vékem nebyly

vyznamne.

Ad vyzkumnéd otazka 3) pracovni spokojenost korelovala statisticky vyznamné
s pracovni smysluplnosti (r = 0,63 p<0,001) a stejn¢ jako pracovni smysluplnost se vSemi
faktory Big Five s vyjimkou otevienosti zkusenost. Vyznamné korelace pracovni spokojenosti
byly také s dal§imi sou¢astmi Zivotni spokojenosti zjistovanymi DZS. Pracovni smysluplnost
rovnez statisticky vyznamné souvisela se slozkami Zivotni spokojenosti kromé spokojenosti

S vlastnim zdravim.
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Tabulka 3. Korelace sledovanych proménnych

Pracovni spokojenost ~ Pracovni smysluplnost

Neuroticismus -25 ™ -31
Extraverze 38 ™ 39 ™
Otevienost zkusenosti ,04 ,10

Piivétivost 18 * 18 ©
Svédomitost 30 29 ™
Veék A2 -,01

Spokojenost s vlastnim zdravim 27 13

Spokojenost s financemi 55 ™ ,30 ™
Spokojenost s volnym ¢asem AT 27 ™
Spokojenost s manzelstvim a partnerstvim 287 34
Spokojenost se vztahem k vlastnim détem 30 ™ ,317)
Spokojenost s vlastni osobou 53 44
Spokojenost se sexualitou 29 ™ 24
Spokojenost s prateli, znamymi, ptibuznymi 34 31
Spokojenost s bydlenim 30 ,18 ™

Poznamka. * hladina vyznamnosti p < 0,05; ** hladina vyznamnosti p < 0,01

K identifikaci nejlepSich prediktortt pracovni spokojenosti z osobnostnich vlastnosti,
veku, pracovni smysluplnosti a dalSich slozek Zivotni spokojenosti byla provedena regresnich
analyza. Pro jeji uplatnéni soubor spliuje ptislusné predpoklady (linearni vztah mezi prediktory
a zéavisle proménnou, shodny rozptyl zdvisle proménné pro rizné uUrovné prediktori
/homoskedascita/ a piiblizné normalni rozdéleni rezidui). Z analyzy byly vylouceny odpovédi
respondentl, u kterych nebyla data analyzovanych proménnych tplna. Do linearni regrese
S pracovni spokojenosti jako zavisle proménnou byly jako prediktory zadany: vék, pohlavi
(0 =muz; 1 =Zena), hopdnota pracovni smysluplnosti, jednotlivé skaly NEO-FFl a DZS. Model
byl statisticky signifikantni [F7; 102) = 15,16, p < 0,001] a vysvétloval piiblizné 51 % rozptylu
[R?=0,510; Steinovo R? = 0,434]. Statisticky vyznamné prediktory pracovni spokojenosti byly
pracovni smysluplnost, spokojenost s finan¢ni situaci a volnym casem. Parametry tohoto
modelu zachycuje tabulka 4.

Tabulka 4. Linedarni regrese s pracovni spokojenosti jako zavisle proménnou

95% Clpro b

spodni vrchni SEs P P
konstanta 0,258 -0,887 1,425 0,543 0,635
Spokojenost s financemi 0,298 0,134 0,459 0,071 0,319 < 0,001
Spokojenost s volnym ¢asem 0,069 0,106 0,246 0,081 0,064 0,005
Pracovni smysluplnost 0,590 0,318 0,868 0,125 0,360 < 0,001
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Diskuse

Pracovni spokojenost a pocit smyslu vlastni prace u naseho souboru uciteld Ize hodnotit
jako mirng zvysené podobné jako v dal$ich vyzkumech (napft. Paulik, 2016; 2017). O vztazich
pracovni smysluplnosti a pracovni spokojenosti se zmifuje fada autort. Casto uvadéji, ze
vnimani vlastni prace jako smysluplné se promita do vyssi spokojenosti a pozitivniho vztahu
K praci viibec (viz napi. Alacron & Lyons, 2011; Steger, Dik, & Duffy, 2012 a dalsi). Tento
vyzkum piedpoklad existence takového vztahu podporuje i u uciteli gymnazii podobné jako
nase predchozi vyzkumy zaméfené na ucitele zakladnich a stfednich skol (Paulik, 2017). Vyse
korelaci mezi pracovni spokojenosti a smysluplnosti (nizkd, respektive stfedni) svédci o tom,
ze je ovliviiovan jesté dalsimi faktory.

Analyza relaci pracovni smysluplnosti a pracovni spokojenosti dotazanych ucitelt
S jejich osobnostnimi vlastnostmi, tedy souvislosti, které jsou v odborném pisemnictvi
zminovany pomérné Casto (napi. Armstrong; 2012; Blatny et al., 2018; Paulik, 2016;
Popelkova, Siskova, & Zatkova, 2010, Steger, Dik, & Duffy, 2012; Woods & Sofat, 2013 a
dalsi), ukazuje, Ze u sledovaného souboru ucitelti byly patrné souvislosti pracovni spokojenosti
1 pracovni smysluplnosti se vSemi faktory pétifaktorového modelu s vyjimkou otevienosti
zkuSenostem. Cili zvySujici se pocit pracovni smysluplnosti a spokojenosti souvisi se
snizovanim neuroticismu a nartstem extraverze, svédomitosti a piivétivosti. Korelace
potvrzujici tyto souvislosti vzhledem k povaze ucitelského povolani veelku plausibilni, nelze
precenovat. Piislusné koeficienty nepiesahuji stfedni silu vztahu, takze je zde potteba pocitat i
s pravdépodobnym uplatnénim i dal$ich vlivii. K ovéfeni nékterych z nich jsme provedli
regresni analyzu s pracovni spokojenosti jako zavisle proménnou. Jako prediktory byly zadany
vek, pohlavi, mira smysluplnosti prace, faktory Big Five a zbyvajici jednotlivé oblasti
zjistované DZS (spokojenost se zdravim, finanéni situaci, volnym Gasem, manZzelstvim a
partnerstvim, vlastnimi détmi, vlastni osobou, sexualitou, ptateli zndmymi, pfibuznymi a
bydlenim). Vyznamnymi prediktory pracovni spokojenosti byly pracovni smysluplnost,
spokojenost s finan¢ni situaci a spokojenost s volnym casem. Pokud jde o v€k, v naSem
vyzkumu jsme (podobné jako Vv dalSim vyzkumu — Paulik, 2017) na rozdil od autord
predpokladajicich jejich zvySovani s vékem (napi. Steger, Dik, & Duffy, 2012) nezjistili
vyznamné souvislosti S pracovni spokojenosti ani vnimanim smyslu vlastni prace.

Zavér

Na zékladé€ naseho vyzkumu u souboru ucitelll gymnazii 1ze podpofit predpoklad, ze
ucitelé gymnazii maji tendenci povazovat svou praci spiSe za smysluplnou a jsou S ni spiSe
spokojeni.  Jejich pracovni spokojenost souvisi vedle pracovni smysluplnost s dalSimi
soucastmi zZivotni spokojenosti, osobnostnimi faktory extraverzi, ptivétivosti, svédomitosti a
(negativni) s neuroticismem. Jako prediktory pracovni spokojenosti se ukazaly pracovni
smysluplnost a spokojenost s finanéni situaci a volnym ¢asem. Zjistovani hodnot sledovanych
proménnych a jejich psychologickych souvislosti u uditelli v konkrétnich podminkach i
V obecném smyslu ma nesporny vyznam pro praxi pfi nejmenSim vzhledem k tomu, Ze se
promitaji do subjektivniho prozivani a do pracovniho chovani.
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Limity vyzkumu

Moznost zobecnéni vysledkil limituje zvolena metodika zalozend na dotaznikovém
Setfeni i skute¢nost, Ze jsme neméli reprezentativni soubor uéitelii. Uroveti a detaily zjisténych
souvislosti bude vhodné ovéfovat v dalSich vyzkumech.
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Leadership in Education — Characteristics of the Key Concepts

Lidersip v edukacii — charakteristika kPuc¢ovych konceptov
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Abstract

Obijectives. Education and development of “leaders in education” in the Slovak Republic is not
sufficiently grounded, theoretically or empirically. Within these circumstances the APVV
project no. 17-0557 ("Psychological approach to development, implementation and evaluation
of the competence model of educational leaders’ development”) has an ambition to contribute.
As a precondition of a theoretically grounded competence model, there is a need to understand
and define key concepts of leadership as applied to the educational setting which is the aim of
the paper.

Method. The method of the Frame Analysis by Ritchie & Spencer (1994) using CAQDAS and
multiple evaluations, was applied to selected representative international literature sources
from the area of leadership in education dated 2002 to 2018.

Results. The sources analyzed are of high thematic and methodological variance. Defining
leadership in education can be categorized according to the key concepts of school, educational
and teacher leadership, which is discussed together with related concepts identified as well as
the psychological knowledge of leadership applied in the educational setting.

Conclusions. Specifications of the key concepts in leadership in the education setting seems
inspirational for further processing of the project, as well as areas or topics identified where
psychological knowledge and research findings seem to be insufficiently applied.

Limitations. Narrowing the focus on the North American context as other studies (eg European)
will follow.

Keywords. school leadership; educational leadership; rapid review; framework analysis
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Abstrakt

Ciel’e. Vzdeldvanie a podpora lidrov v edukdcii v SR nie su dostatocne teoreticky a empiricky
ukotvené. V tychto suvislostiach ma ambiciu prispiet’ projekt APVV-17-0557 "Psychologicky
pristup k tvorbe, implementdcii a overovaniu kompetencného modelu rozvoja lidrov
V edukacii”. Predpokladom koncipovania teoreticky ukotveného kompetencného modelu je aj
vychodiskové uchopenie a definovanie klucovych konceptov oblasti lidersipu aplikovaného do
edukacného kontextu, co predstavuje hlavny ciel prispevku.

Metoda. Na vybranych reprezentativnych medzindarodnych zdrojoch z oblasti lidersipu
V edukacnom prostredi z obdobia rokov 2002 az 2018 bola aplikovand metoda Ramcovej
analyzy (Ritchie & Spencer) s vyuzitim CAQDAS a zapojenim viacerych posudzovatelov.

Vysledky. Analyzované zdroje maju vysoku tematicku i metodologicku variabilitu.
Vymedzovanie lidersipu v edukdcii sa da kategorizovat podla klucovych konceptov Skolského,
edukacného a ucitelského lidersipu, co je v prispevku diskutované spolu so suvisiacimi
konceptmi v oblasti, ako aj mierou zastupenia psychologického poznania témy lidersipu.

Zavery. Potencialne podnetné sa javi porovnanie charakteristik konceptov Sskolského
a edukacného lidersipu, ako aj identifikovanie tém nedostatocne ukotvenych v psychologickej
teorii a vyskume.

Limity. Zuzenie zaberu na severoamericky kontext, kedze inym (napr. europskemu) sa budu
venovat dalsie studie.

KPucové slova. skolsky lidersip; edukacny liderSip; rychly prehl'ad; ramcova analyza

Uvod

Liderstvo je jednym z najskumanejSich fenoménov v socidlnych vedach a zo ziskanych
poznatkov Cerpa aj Skolstvo. Analyticky néstroj Google Trends prinaSa dokaz o tom, Ze téma
vzdeldvania v spojeni spojmom liderSip je od roku 2004 po sucasnost jednou
z najvyhl'adavanejsich. Vyraz ,,school leadership® je na 4. mieste po spojeniach s vyrazmi
,management®, ,leadership management* a ,,leadership quotes. To odréza trend, ktorému
Celia vSetky krajiny sveta — potrebu prisposobit’ svoje vzdelavacie systémy sucasnosti.

Sprava OECD ,,Improving School Leadership — policy and practice* (Pont, Nusche, &
Moorman, 2008/OECD) konstatuje, Ze tvorcovia politik musia udrzatel'nym sposobom zvysit
kvalitu vysledkov §kol. KI'ai¢om k tomu je podl'a mnohych §tadii prave liderstvo v edukacii ako
celosvetova priorita vzdelavacej politiky (Schleicher, 2015/0OECD).

,»School leadership® je konceptom, ktory v poslednom c¢ase pritahuje pozornost
Vv diskusidch k transformacii Skolstva. Leithwood a Riehl (2009, s. 20) ho navrhuji definovat’
ako ,pracu zamerani na mobilizovanie a ovplyvilovanie druhych s cielom artikulovat
a dosiahnut’ zdiel'ané ciele a zdmery Skoly*, pricom ciel'ovl skupinu predstavuje manazment
skoly. Dalsi pristup, oznatovany ako ,.educational/teacher leadership“, zahfiia, pripadne
samostatne vyclenuje aj ucitelov ako aktérov inovovania Skolského prostredia a klimy
podporujucej spolupracu (napr. Moureira, 2006). Ujasnenie vSetkych tychto pojmov je pre nas
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projekt dolezité, pretoze sa nésledne premietne do vymedzeni Standardovych modelov, ktoré
vytvoria bazu pre navrh vzdelavacich programov.

Hlavnym ciePom prispevku je prispiet’ k vymedzeniu konceptu ,,liderstvo v edukacii‘
V kontexte (a) poznania podobnosti a rozdielov terminov ,,educational/teacher leadership* a
,»school leadership®; (b) ich rozsirenia o d’alSie stvisiace koncepty; a (c) inventarizacie ich
psychologickej dimenzie. K tomu formulujeme nasledujuce vyskumné otazky:

VOi: Je vymedzenie pojmov , school leadership“ a, educational/teacher
leadership “ v literature dostatocne jasne diferencované?

VOz2: Aké dalsie suvisiace pojmy Specifikuju oblast lidersipu v edukdcii?

VVOs: Do akej miery saV literature v aplikacii lidersipu do edukacného kontextu
uplatiuje psychologicka perspektiva a poznanie?

Terminologicka rozmanitost’ vyuzitych dokumentov v tejto etape vyskumu neumoznuje
stabilizovat’ prekladatel’ské konvencie. Striedanie terminov “leadership”, “liderstvo”, “liderSip”
nechce rozliSovat’ vyznamové odtiene, hoci prekladmi “liderstvo” a “liderSip” prizndvame
dominanciu anglosaskych zdrojov. TaZisko vyznamovych rozligeni odpora¢ame hladat’ v
kombindcii s réznymi adjektivami, vymedzujicimi odlisné konStrukty.

Metody
Dizajn Stidie a metodika

Tato prehl'adova Studia je sti¢ast'ou ivodnej konceptualizacnej etapy vyskumu s cielom
vybudovat’ ¢o najvystiznejsi terminologicky rdmec projektu. Vyskumné zamery aplikaéného
projektu vSak nepotrebuji systematicky prehlad. Preto sme zvolili kombindciu Hendlom
(2016) zmietiovanych metdd Rychleho prehl'adu (Khangura et al., 2012) a Rdmcovej analyzy
(framework analysis, Ritchie & Spencer, 1994). Autorky Ramcovej analyzy navrhuji na
vytvaranie rychlych prehl'adov postup: (1) Oboznamenie sa s materialom; (2) identifikovanie
tematického ramca; (3) indexovanie dat; (4) tvorba diagramov alebo tabuliek (,,charting®); (5)
mapovanie a interpretacia, v ramci ktorej sa definuju koncepty, tvoria typoldgie, hl'adaju
asocidcie a navrhuju explanécie (Ritchie & Spencer, 1994, s.178-194). Ambiciou rychlych
prehl'adov nie je vyCerpéavajice pokrytie vSetkych zdrojov, skor ich reprezentativna vzorka.

Rémcovl analyzu sme realizovali CAQDAS softvérom Atlas.ti (verzia 7), uréeného na
kvalitativne spracovanie dat, t.j. na ich indexovanie, kategorizaciu, reorganizéciu, triedenie,
vizualizaciu a analyzu prostrednictvom jazyka SQL. Krok (1) obozndmenie sa s materialom
spo¢ival v itvodnom bookmarkovani dokumentov a orientaénom prieskume tivodov kapitol.
Krok (2) identifikovanie tematického ramca predstavovalo prvé triedenie dokumentov
Z hl'adiska relevantnosti voc¢i pojmom ,,educational leadership* a ,,school leadership* a nacrt
stratégie tvorby indexov. Krok (3) indexovanie (v Atlase kddovanie) sa skladal z niekol’kych
priechodov vSetkymi textami a postupnym vyvojom kodovacieho systému (oznacili sme 1130
uryvkov textu a aplikovali 284 kddov). Krok (4) tvorba diagramov spocival v redukcii kategorii
a krok (5) mapovanie a interpretacia v ich zuzitkovani vo vztahu k ciel'om $tudie.
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Analyzovany subor

Skumanu populaciu tvorili dokumenty z oblasti praxe a vyskumu liderstva v edukacii. Pri
tvorbe vzorky sme pouzili sampling, oznacovany ako teoreticky vyber, presnejSie vzorkovanie
na zaklade konstruktu. Kvoli redukcii rizika prehliadnutia zasadnych zdrojov sme kombinovali
aktualne diela so suhrnnymi publikaciami z minulosti podl'a tychto kritérii: (1) Dokumenty s
ambiciou priniest’ reprezentativny obraz z pohl'adu mnoZzstva autorov (typ ,,handbook* alebo
,encyclopedia®); (2) prehl'adové Stidie danej oblasti (typ ,.research review™ alebo ,,meta-
analysis®); (3) publikécie, v nejakom ohlade presne zodpovedajiice zameraniu nasho projektu.
Signalom pre zastavenie samplingu bolo dosiahnutie potrebnej tematickej saturacie a bohatosti
(Hendl, 2016). Vychodiskovu vzorku po vSetkych procedirach napokon tvori 23 dokumentov
v rozsahu vyse 8 tisic stran, publikovanych v rozpéti 22 rokov a vytvorenych takmer vyhradne
medzinarodnymi autorskymi timami, ako uvadza Tabulka 1.

Tabulka 1. Vyber tematicky relevantnych zdrojov pre ramcovu analyzu (n = 23)

No Skrateny nazov Autor/Editor, Rok Typ/Prisp  Kap Str
1 School Leadership — Beyond Ed.Management Grace, 1995 monografia[1l] 12 240
2 Internat. Handbook of Educational Leadership... Leithwood et al., 1996  handbook[45] 31 1172
3 Educational Leadership—A Reference Handbook Williams-Boyd, 2002 monografia[l] 7 341
4 Second Internat. Handbook of Ed. Leadership... Leithwood et al., 2002  handbook[55] 34 1246
5 Understanding School Leadership Earley & Weindling, 2004 monografia[2] 14 203
6 School Leadership that Works Marzano et al., 2005 monografia[3] 7 194
7 Encyclopedia of Educational Leadership English, 2006 encykl.[317] A-Z 1086
8 OECD - Improving School Leadership Pont et al., 2008 zbornik[13] 13 452
9 Conceptualizing School Leadership and... Spillane & Healey, 2010 ¢lanok[2] 1 28
10 Emotional Intelligence and Resilience as... Maulding et al., 2012 ¢lanok[5] 1 29
11 School Leadership Effect Revisited - Review ... Scheerens, 2012 zbornik[5] 5 152
12 School Leadership in the Context of Standards... Volante, 2012 zbornik[14] 11 263
13 OECD - Leadership for 21st Century Learning... Istance et al., 2013 zbornik[16] 6 204
14 Modeling School Leadership across Europe.... Pashiardis, 2014 zbornik[7] 9 203
15 The Teacher Leader — Core Competencies and... Tomal et al., 2014 monografia[3] 9 192
16 Unmasking School Leadership — A Longitudin... Sugrue, 2015 monografia[l] 12 302
17 A Decade of Research on School Principals... Arlestig et al., 2016 zbornik[43] 25 543
18 Mindful School Leadership: Guidance from... Gates & Gilbert, 2016 kapitola[2] 1 16
19 Competencies in Teaching, Learning and Educ... Spector et al., 2016 zbornik[59] 21 363
20 The Wiley Internat. Handbook of Educational... Waite & Bogotch, 2017 handbook[60] 24 475
21 Quandaries of School Leadership — Voice from... Touchton et al., 2018 zbornik[21] 13 248
22 The Nature of School Leadership — Global... Miller, 2018 monografia[l] 9 211
23 The Practice of School Middle Leadership Grootenboer, 2018 monografia[l] 9 196
Spolu [675] 274 8359

Vysvetlivky. Typ/Prisp — typ publikacie a pocet prispievatel'ov [v hranatej zatvorke], Kap — pocet kapitol zdroja
(okrem A-Z, ¢o je encyklopedicky zdroj)
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Diferencovanie pojmov ,,school leadership“ a ,,educational leadership“ (VO1)

Vv novsich pramenoch je vSak uz zriedkavejsie. Prostrednictvom ramcovej analyzy, v ktorej
sme pouzili tak zdroje americkej, ako i1 medzindrodnej proveniencie sme sa pokusili
identifikovat’ tematicky zreteI'né subkategorie liderstva v edukécii. Nasli sme ho v 19 z 23
zdrojov. Dospeli sme k rozdeleniu kl'ic¢ovych konceptov do troch kategorii liderSipu: skolsky
(school), edukacny (educational), a ucitel'sky (teacher) liderSip tak, ako to zobrazuje Tabulka 2.
Pri tejto kategorizdcii sme zatial nezohladiiovali stvisiace Specifikacie liderSipu (napr.
transak¢ény, transformacny, inStruktdzny, kolaborativny, atd’.)., ale iba cielové skupiny, t.j.

Vysledky a diskusia

Prvym rozliSenim je pomerne jasné oddiferencovanie pojmu ,leadership* od pojmov
,management, ,,administration, resp. ,,bureaucratic administration (napr. Grace, 1995).
Zasadné handbooky z nedavnej minulosti (Leithwood et al., 1996, Leithwood & Hallinger,
2002) sice eSte nesu v ndzvoch spojenie ,,Educational Leadership and Administration®,

hlavne manazment Skoly a ucitel'ov.

Tabulka 2. Tri subkategorie ,, liderstva v edukacii* identifikované ramcovou analyzou

No Nazov/ Autor

School
L

Educ
L

Teacher
L

g B~ OWOWDNPE

O©oo~N O

10

11
12
13
14
15

16

17
18
19

Internat. Handbook of Educat. Leadership and Adm. (1996)
Educational Leadership - A Reference Handbook (2002)
Earley, P & Weindling, D. (2004)

Encyclopedia of Educational Leadership and_ Vol.2 (2006)
OECD - Improving School Leadership - Vol.1 - Policy and
Practice (2008)

OECD - Improving School Leadership - Vol.2 - Case studies
on system leadership (2008)

Bar-On (2012)

Scheerens (2012)

Volante (2012)

OECD - Educational Research and Innovation Leadership for
21st Century Learning (2013)

Tomal et al. (2014)

Pashiardis, P. (2014)

Sugrue, C. (2015)

Arlestig et al. (2016)

Spector et al. (2016)

The Wiley International Handbook of Educational Leadership
(2017)

Touchton et al. (2018)

Miller (2018)

Grootenboer (2018)

X

X X X X

X

X X X X

Vysvetlivky. Hoci analyzovanych bolo 23 zdrojov (Tabulka 1), tu uvadzame len tych 19, v ktorych sme nasli

definicie a vymedzenia lidrov / liderstva.
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Najjasnejsie vymedzované s "school leadership”, v zmysle riadiacich pracovnikov
Skoly a "teacher leadership", v zmysle ucitelov. Pojem "educational leadership" je chapany
variabilnejsie (od ekvivalencie so "school leadership" az po prienik s "teacher leadership").
Napriklad: “Pojem ,,skolsky lidersip* je v niektorych vzdelavacich systémoch totozny
S vyznamom ,,8kolsky manazment* a ,,riadenie Skoly (administration)* (Miller, 2018, s.8).
,Lidersip je proces ovplyviiovania, ktory vedie k dosiahnutiu Zelanych cielov. Uspesni lidri
rozvijaju viziu svojich §kdl zaloZzenu na osobnych a profesionalnych hodnotach; touto viziou
ovplyviuju svojich kolegov, aby ju zdielali a pod. LiderSip zahfna aj inSpirovanie a podporu
druhych v smere dosiahnutia vizie Skoly, ktord je zalozend na jasnych osobnych a
profesiondlnych hodnotéach...“ (Earley & Weindling, 2004, s. 5). ,.,Edukacny lidersip
zdoraziuje rolu lidrov v posiliiovani a udrziavani prostredia vyucovania (teaching) a ucenia sa
(learning) pre vsetkych ¢lenov Skolskej komunity...” (Waite & Bogotch, 2017, s. 239).
,Ucitelsky lidersip (teacher leadership) je vo vSeobecnosti povazovany za schopnost’ a energiu
prispiet’ k rozvoju Skoly nad rdmec vlastnych povinnosti v triede. U€itel'ski lidri st ti, ktori
pracuju so svojimi kolegami tak, aby ovplyvnili vzdelavaciu a pedagogicku prax v rdmci celej
Skoly...“ (English, 2006, s. 583).

Odpoved” na VO1: Analyzované pojmy nie st optimalne diferencované, v ich
vymedzovani vSak su urcité konvergencie. Najcastejsie su chapané ako dve nerovnako vel'ké
mnoziny so spolo¢nym prienikom, kde ,,school leadership* je nickedy podmnozinou, inokedy
samostatnou mnozinou voc¢i "educational leadership”. ,,Edukacny lider* naznacuje Sirsi kontext
nez len riadenie Skoly a zahfia aj lidrov na vysSich stupiioch riadenia. ,,School leader* viac
zdoraziiuje vyucovanie (teaching) a ucenie sa (learning).

DalSie suvisiace koncepty (VO2)

Adjektiv, s ktorymi sa kombinuje “leadership” sme identifikovali viac ako 60. Niektoré
su pouzivané ,,ad hoc* na oznacenie vlastnosti (,,class-cultural®, “collegial®, ,creative®,
»operative®, ,strong®, ,socially just*), iné su teoreticky fundovanejsie. ,,Encyclopedia of
Educational Leadership... (English et al., 2006) blizSie opisuje napr.: ,distributed,
,participatory®, ,,situational®, ,,spiritual®, ,transformational®, ,,system-/task-oriented".

Obrazok 1. Konstrukt ,,integral school leadership “ (Kriiger & Scheerens, 2012, s.26)

Vysvetlivky: T (biele Casti) — ,,transformational leadership“; D — ,,distributed leadership* ako podmnozina T;
I1 (sivé casti) — ,,instructional leadership 1“ SirSie chapany ako smerovanie, stimulacia na Glohu zameranej klimy
a manazovanie uceb. programu; 12 — ,instructional leadership 2% uzSie chapany ako riadenie ucebného
programu; prienik T-1 — vyvoj na ulohu orientovanej kultary; zjednotenie T a |11 — ,jintegral leadership.
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Kombina¢ni nesystematickost’ sa pokusili prekonat’” Kriiger & Scheerens (2012)
konstruktom "integral school leadership" (Obrazok 1), vychadzajuc z metaanalyz zdrojov Web
of Science, ERIC a ERA v ¢asovom rozpiti 1985 az 2005, novsich metaanalyzach OECD (17
krajin) a d’al$ich 25 studii z obdobia 2005-2010. Medzi novsie pokusy patri Millerov (2018)
model, definujtci “school leadership” ako: (1) ,,Personal and internally motivated*; (2) ,,policy
driven and mediated*; (3) ,,change oriented*; (4) ,,teacher dependent; (5) ,,enterprising and
entrepreneurial®; (6) ,,context dependent®; (7) ,,partnership dependent®.

Odpoved’ na VO2: Typickymi konceptami suvisiacimi so "school / educational
leadership" je "transformational", "transactional", "distributed", zatial ¢o pre "teacher
leadership™ je typicka vézba na "intructional”, "task-oriented" a "innovative". Nachadzame vsak
aj pokusy o vztahové resp. viacdimenzionalne konceptualizacie.

Miera uplatiiovania psychologickej perspektivy v eduka¢nom liderSipe (VO3)

V ramci 147 najrelevantnejSich kapitol sa psychologické témy objavili 41krat,
napriklad: (1) International Handbook... (1996) 5x: ,,problem solving®, ,,managerial problem
processing®, ,,values in educational administration®, ,,organizational learning®, ,,psychology of
change®. (2) Second International Handbook... (2002) 13x: ,,lessons from successful leader®,
,leadership and self-assessment®, ,,leadership and cognition®, ,,distributed leadership®, ,,team
work®, ,,developing capability®, ,,models of mind“, ,reflective practice®, ,,accountability®,
»leader formation®, ,,developing leaders®, ,,emotions in educational administration®, ,,the
meaning of mentoring®. (3) Understanding School Leadership (2004) 5x: ,,characteristics of
outstanding leaders®, ,.ethically responsible leadership®, ,,metaphors of leadership*, ,,senior
leadership®, ,,developing leaders”. (4) OECD - Improving School Leadership (2008) 3x:
,Jleadership responsibilities®, ,,leadership skills“, ,,accountability®. (5) The Wiley International
Handbook... (2017) 4x: ,.creativity and leadership®, ,leadership and emotion®, ,,decision in
leadership®, ,,motivation of leader”. (6) Quandaries of School Leadership (2018) 7x:
,performance of leader®, ,,expectations of leaders®, ,,assessment®, ,,emotional intelligence®,
,trust building®, ,,cognition®, ,,leadership competencies*. (7) The Nature of School Leadership
(2018) 4x: ,,personality®, ,,motivation®, ,,values®, ,,partnership®.

Odpoved’ na VOs: Literatra o ,Skolskom/eduka¢nom liderSipe® psychologicki
tematiku neignoruje, no ani ju nepovazuje za svoje tematické t'azisko. Oblast’ tak urcite pontka
znacny priestor pre rozsirujici psychologicky vyskum.

Zavery
Tento rychly prehl'ad poskytuje podnety a spresiiuje nasu orientaciu nasledovne:
(1) Rozne konceptualizacie liderstva v edukacii rozliSuju: (a) liderstvo vztahujice sa na

pracovnikov Skoly, resp. Skolstva (school, resp. educational leadership), a (b) liderstvo
riadiacich pracovnikov aj ucitel'ov suvisiace s vyucovanim a u¢enim sa (teacher leadership).

(2) Frekvencia privlastkov ukazuje ako pretrvavajuci vplyv “osvedcenych” konstruktov
(transformational, distributed), inovovany snahami o systémovejSie chéapanie (integral,
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holistic), tak silnejlici zaujem o socidlno-psychologickt dimenziu (personal, relational).

(3) Prieskum psychologického potencidlu témy naznaCuje viaceré perspektivne
roz$irenia, napr. kogniciu, emocie, hodnoty, zdravie atd’.

Za hlavny limit stadie povazujeme dominanciu konceptov z anglosaskych zdrojov. Hoci
celkovy zaber je nepochybne internacionalny, rezervy vidime v hlbSom prieniku do chapania
vyznamov liderstva v inych kultirach a v kontexte inych edukacnych systémov. To je pre nés
vyzvou pre spracovanie systematickejSieho prehl'adu v tomto smere.

Poznamka

Na tuto Studiu nadvizuje posledna Studia 7 tohto zbornika od Sollarovej et al. —
Leadership Competency Models within the Educational Setting [Kompetencné modely liderstva
v edukacnom prostredi].
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Employees’ opinions to management in SMES in the Czech Republic

Nazory zaméstnanci na management v MSP v Ceské republice
Jana Marie Safrdnkova® & Martin Sikyi*
1 College of Regional Development and Banking Institute — AMBIS, Czech Republic

Abstract

Objective. Small and medium-sized enterprises (SMESs) play an important role in economic
development and many of them consider management of employees to be the important source
for achieving expected goals. Theoretical background is based on characteristic of different
management styles.

Method. The paper main aim is analysis of current problems in line management and compare
any approaches to management in monitored six Czech SMEs. The survey was conducted from
March to April 2018, by questionnaire. The relevant data were obtained from 258 respondents.
The data analysis was based on the calculation of relative frequencies and the evaluation of the
dependence of responses on gender and age of respondents using contingency tables. The
research question is: What are the opinions of employees of the surveyed companies on
management and how do they differ according to the type of company?

Results. The results show that surveyed SMEs are able to effectively manage. Management
practices in SMEs should be focused on management styles, employee evaluation and
compensation to achieve expected organizational results through achieving desired employee
results.

Conclusions. The paper summarizes the results of the authors' questionnaire survey on
managing people in six Czech profit SMEs. The results are interesting for the research and
managers of SMEs who are responsible for managing employees. The results open up new
possibilities for further research in the field of management.

Limitations. The main limitation are results of only six SMEs and sample size.

Keywords. Czech Republic; management styles; people management; small and medium-sized

enterprise
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Abstrakt

Cil. Malé a stiedni podniky (MSP) hraji diileZitou roli v ekonomickém rozvoji a mnozi z nich
povazuji vedeni zaméstnancui za diilezity zdroj pro dosazeni ocekdavanych cilii. Teorie vychazi z
charakteristiky riiznych stylii rizeni.

Metody. Hlavnim cilem prace je analyzovat aktudalni pristupy k rizeni zaméstnancii na liniové
urovni a porovnat nékteré pristupy k rizeni ve zkoumanych Sesti ceskych MSP. Dotaznikovy
pruzkum byl proveden od brezna do dubna 2018, udaje byly ziskany od 258 respondentii.
Analyza dat vychazela z vypoctu relativnich frekvenci a hodnoceni zavislosti odpovéedi na
pohlavi a veku respondentii, kontingencni tabulky. Vyzkumnd otdazka zni, Jaké jsou nazory
zameéstnancii zkoumanych firem na rizeni a jak se odlisuji podle typu firmy?

Vysledky. Vysledky ukazuji, Ze zkoumané malé a stiedni podniky jsou schopny efektivne ridit.
Manazerské postupy v malych a strednich podnicich by mély byt zaméreny na styly rizeni,
hodnoceni zaméstnancii a odménovani, aby se dosdhlo ocekdavanych vysledkii organizace
prostrednictvim dosazeni pozadovanych vysledkii zaméstnancil.

Zaver. V prispévku jsou shrnuty vysledky dotaznikového Setieni autorii o Fizeni lidi v Sesti
ceskych MSP. Vysledky jsou zajimavé pro vyzkum a manazery malych a strednich podniku, kteri
Jjsou odpovedni za rizeni zaméstnancu. Vysledky prinaseji nové moznosti dalsiho vyzkumu v
oblasti Fizeni.

Limity. Hlavnim omezenim jsou vysledky pouze Sesti malych a strednich podnikii a velikost
vybérového souboru respondentii.

Kli¢ova slova. Ceska republika; styly fizeni; Fizeni lidi; maly a stfedni podnik

Uvod
Malé a stfedni podniky (MSP) hraji dtlezitou roli v ekonomickém rozvoji a mnohé z
nich povazuji vedeni zaméstnancti za diilezity zdroj pro dosaZeni ocekavanych cilid. Hlavnim
cilem staté je analyzovat ptistupy k fizeni zaméstnancti na liniové Grovni a porovnat nékteré
piistupy k fizeni ve zkoumanych Sesti ¢eskych MSP vyplyvajici z vysledki dotaznikového
Setfeni autorti o nékterych aspektech Fizeni lidi v malych a stfednich podnicich v Ceské
republice.

Malé a stfedni podniky jsou dulezitou soucasti hospodaiského rozvoje a vyznamné
pfispivaji k regionalnimu hospodarskému rozvoji vytvafenim novych pracovnich mist,
poskytovanim investi¢nich pfileZitosti a vytvafenim ekonomického kapitdlu a potencidlu
potiebného pro udrzitelny hospodaisky rist (Safrankova & SikyF, 2017). Lidsky potencial
predstavuje schopnosti a motivy lidi k plnéni dohodnuté prace, k dosazeni pozadovanych
vysledki a k realizaci o¢ekavanych cili organizaci a zaroven k rozvoji sebe sama (Vodak &
Kuchar¢ikova, 2011). Prostfednictvim efektivniho fizeni a vedeni je mozZné efektivné
ovlivitovat dovednosti, motivaci a vykonnost lidi i vykonnost organizace.

ManaZer nese odpoveédnost za vysledky nejen své prace, ale i za vysledky svych
podiizenych (Armstrong, 2015; Koubek, 2015). Optimalnim nasazenim vSech zdroju
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dosédhnout nejlepsich vysledkti (Pilatova, 2016). Je odpovédny za své chyby i za chyby
spolupracovnikt. To vyzaduje Skalu manazerskych dovednosti spolu se schopnosti kooperace
s ostatnimi spolupracovniky a synchronizace prace podiizenych. Uspéch zavisi na schopnosti
jednat s lidmi, predvidat, rozhodovat, komunikovat, dilezita je spoluprace a tymova prace.
Zajistit rovnovahu cila, které maji dosahovat maximalnich ziskt, ale zaroven se potykaji s
pozadavky podfizenych na maximalni mzdy, do konfliktu se dostavaji ekonomické cile s cili
ekologickymi, pozadavek na snizeni nakladl jde ¢asto na ukor kvality vyrobka. Byt piipraven
rozhodovat v kazdych podminkach, rozhodnuti mohou byt vice nebo méné rizikova, mira
nejistoty miize byt planovana a co nejvice redukovana, ale nikdy nelze vyloucit neocekavané
problémy.

Cilem fizeni diverzity je vytvotit podminky v organizacich, které umozni vSem lidem
plné rozvinout sviij osobni potencial bez ohledu na jejich individudlni rozdily (Kocianova,
2012). Uplatiovani principu fizeni diverzity, pravé proto, Ze zvySuje potencial tvofivosti
pracovnich skupin a naléza nova feseni SirSiho spektra ndzorli, ndzorti a myslenek ¢lenti riiznych
pracovnich skupin (Kislingerova et al., 2008). Dobie fizené fizeni diverzity mize pozitivné
ovlivnit vysledky jednotlivct, tymu a organizaci. (Parker, Arrowsmith, & Haar, 2017).

Metoda

Prizkum zaméfeny na spokojenost zaméstnanct s vedenim ve firmach s vazbou na
problematiku diverzity managementu, byl realizovan v bieznu a v dubnu 2018, udaje byly
ziskany od 258 respondentt (100 respondentl vyplnilo pouze ¢ast dotazniku, nezpracovano) v
Sesti ceskych MSP. Podniky byly vybrany podle poZadavki projektu na izemi hlavniho mésta
Prahy, z oslovenych padesati o Setfeni zamétené na diverzity management souhlasilo 15 a
nasledné bylo vybrano zkoumanych Sest na zdklad¢ diferenciace v poctu zaméstnanci a
¢innosti. V projektu bylo schvaleno podrobné zkoumani $esti MSP.

Dotaznik byl vytvofen autory na zéklad¢ vlastnich pfedchdzejicich dotaznikti a
zkuSenosti s vyzkumy v podnicich. Nékteré otazky byly vytvoteny podle Likertovy Skaly,
nckteré byly oteviené, tak aby se zajistila nejlep$i vypovédni schopnost v jednotlivych
oblastech. Vyzkumna otazka: Jaké jsou nazory zaméstnancii zkoumanych firem na fizeni a jak
se odliSuji podle typu firmy? Dotaznik obsahoval 112 otdzek s vybérem otdzek tykajicich se
fizeni, fizeni vykonnosti a spokojenosti s benefity, moznosti vzd€lavani zaméstnanci a tizeni
diverzity. Ze 112 otazek je 31 zaméfeno na fizeni, dal$i na problematiku personalistika a na
diskriminaci.

Ttidéni bylo realizovano podle pohlavi, véku, ndrodnosti, urovné vzdelani, postaveni v
podniku. Sbér dat byl ptes dotaznik Survio.

Analyza dat vychazela z vypoctu relativnich frekvenci a hodnoceni zavislosti odpovédi
na identifikacnich znacich respondentii, kontingen¢ni tabulky.

Podniky byly riznorodé¢ a vétSinou se dotaznikového Setfeni zucastnila vétSina
zaméstnanctl. Firma zaméfena na Uetnictvi - 12 zaméstnanctl, vyplnili v§ichni, tj. 5 % celého
vybérového souboru, Wellness - 61 respondentil (celkem 67 zaméstnanct), tj. 24 % celého
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vybérového souboru, Vzdélavani - 52 respondentt (celkem 70), tj. 20 % celého vybérového
souboru, Personalni agentura 1— 53 respondentti (celkem 456), tj. 20 % celého vybérového
souboru, Personalni agentura 2 — 48 respondentd (celkem 250), tj. 19 % celého vyberového
souboru, Vyroba potravin — 32 respondent (celkem 75,), tj. 12 % celého vybérového souboru.

V celém vybérovém souboru je 54 % Zen a 46 % muzl, takze vysledky mohou byt
komparovany z hlediska diferenciace ndzort podle pohlavi respondenti. Podle véku, je ve
sledovaném vybérovém souboru zaméstnancti, rozdéleni vybérového souboru nasledujici: 37
%, tj. 96 osob je mladSich 25 let, 54 %, tj. 138 osob je ve véku mezi 26 do 54 let a 9 %
pracovnikl nad 55 let v&ku.

Z hlediska narodnosti je 93 % Cechti &i Slovéaki a jen 7 % piislusnikd jiné narodnosti,
84 % (216 osob) respondentli je na pozici fadového zaméstnance, 12 % (30 osob) na pozici
nizsiho a stfedniho managementu a 4 % (12 osob) na pozici vrcholového managementu. U
jednotlivych firem pracuji respondenti vétSinou kratce do 1 roku, je to 70 % respondentt, 1-4
roky 26 % anad 5 let 4 %. Zménu pozice u stejné spolecnosti v dob¢ trvani pracovniho poméru
uvadi 31 % z nich, nespokojeny se zménou jsou 4 %, 62 % pozici neménilo a 7 % nemohlo
zm¢énit, a proto neni spokojeno.

Vysledky

Zakladem efektivniho fizeni jsou vzédjemné pracovni vztahy mezi nadiizenym a
podiizenymi, tzn. mezi vedoucim a vykonnym pracovnikem a pak z hlediska spoluprace kvalita
vztahli mezi jednotlivymi pracovniky.

Ve sledovanych podnicich uvedla vétSina respondentti, Ze maji podporu pii praci od
nadfizenych (tfi ¢tvrtiny respondentd (72 %), 19 % jen Caste¢nou a 9 % uvedlo, Ze ne). Vztahy
na pracovisti hodnoti vétSina respondentli jako vétSinou pratelské (85 %). S kolegy se styka
mimo pracovni dobu 28 % dotazanych, ostatni méalo nebo viibec. Ve stresu v praci se citi jen
celkem 13 % dotazanych.

Vice jak polovina respondentl uvedla, ze je fizena spiSe participativné s diirazem na
samostatnost prace (Cetnictvi, wellness, vzdélavani, ¢aste¢né personalni agentury). Direktivni
fizeni prevaZuje ve vyrob€ potravin, Castecné persondlni agentury. Styly fizeni odpovidaji
vétSinou typu pracovniho mista.

Spory v praci jako vyjimecné uvadi vétsSina respondentl (63 %), obCasné jsou podle
jedné pétiny, tj. 22 % dotazanych a jen 15 % se se spory v praci setkava Castéji. Krizové situace
v préci fesilo 42 % dotazanych, 58 % uvedlo, ze jesté ne. Skoro polovina respondentil (47 %)
ale uvedla, Ze v praci fesi drobné konflikty. Reseni konfliktni situace bylo pro 10 % dotazanych
nesmirné obtizné, pro 25 % spiSe obtizné a pro ostatni spiSe jednoduché a psychicky nendrocné.
S vysledkem bylo 60 % dotazovanych spokojeno. Vice jak poloviné respondentli pomohl
vedouci (55 %). Dvé tietiny (67 %) respondentll se domnivaji, ze firm¢ zalezi na predchéazeni
konfliktim.

Se systémem hodnoceni vedoucim je spokojena polovina respondentl, tj. 49 %,
pramérnou spokojenost uvadi 22 %, tj. vice nez jedna pétina a urcitou nespokojenost 29 %, tj.
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skoro jedna tfetina dotdzanych. Vice jak polovina respondentli uvadi, ze s nimi nadiizeni vedou
hodnotici pohovory. Dv¢ tetiny respondentii (62 %) uvadi, Ze jsou nadiizenym motivovani,
vice jak jedna ¢tvrtina je motivovana ¢aste¢né (25 %), pouze 14 % respondentli uvedlo, ze se
neciti byt motivovano.

S hodnocenim souvisi spokojenost s platem, resp. mzdou, které jsou ale duvérnou
informaci, takze lze konstatovat jen pocit a domnénky respondentli. Diskriminovano u vyse
platu/mzdy z hlediska véku se citi pouze 6 respondentd, coz jsou 2 % a kvili jiné narodnosti
nez Ceské nebo slovenské (1 respondent). U vySe mzdy tedy respondent uvadéji svlj pocit
diskriminace jen jednotlivé, neni to problém ani u jedné ze zkoumanych firem.

Vedouci pracovnik odpovida také za dalsi vzd€lavani svych podiizenych. Ve
zkoumanych podnicich vice jak polovina respondentli nebyla v poslednim roce na zadném
Skoleni, coz je velkym problémem, nebot’ je povinnosti podniku zajistit pribézné dalsi
vzdélavani zaméstnancti. 26 % respondentl absolvovalo v minulém roce jeden aZ maximalné
deset dni profesnich Skoleni. Jedna tfetina respondentt absolvovala Skoleni ze zdkona a jedna
pétina odborna pro vykon povolani. Skoleni m&kkych dovednosti a cizich jazykii se zaéastnili
jen jednotlivei. Dotdzani by se radi vzdélavali v oblasti mékkych dovednosti a v cizich jazycich.
Vétsina dotazanych se vzdélanim neni spokojena (70 %) a polovina by uvitala vétsi nabidku
vzdélavani ze strany zaméstnavatele. S vysledky Skoleni se systematicky pracuje jen ve 30 %.

Jednou z dulezitych oblasti podpory spokojenosti zaméstnancu jsou benefity. Ty
nesouvisi pifimo s vedenim, ale vyznamné podporuji stimulaci k pracovnimu vykonu. 16 %
respondentl uvedlo, ze spole¢nost dava benefity, jini respondenti nevédéli. Spokojenost s
benefity ale uvedlo 31 % respondentt, ¢aste¢né spokojenych s 30 % a €astecné spokojenych s
33 %, 6 % se k nim nevyjadiilo. Respondenti ¢asto nevédi, Ze jsou moznosti flexibilni pracovni
doby soucasti benefitl. VétSina zkoumanych spolecnosti vyuziva flexibilni pracovni dobu,
praci z domova a prispévek na dopravu, stravenky. Soucasné stravenky byly nejvice uvedeny
jako pozadavek u firem, které je neposkytuji. Pruznou pracovni dobu vyuzivd 37 % a 14%
respondent by mélo zdjem ji vyuZivat, ale jejich firmy ji nenabizi. Zkraceny pracovni tvazek
vyuziva 16 % dotazanych, 13 % by mélo o zkraceny pracovni uvazek zajem, ale jejich firma je
neposkytuje.

Ve zkoumanych podnicich, vzhledem k tomu, Ze se jednd o MSP, jsou malé moZnosti
postupu, tzn. zmény pozice a soucasné omezené moznosti zvySovani kvalifikace. Zijem
respondentll o postup odpovidd moznostem podniku, tzn., ze 70 % o zvySovani kvalifikace
nema zajem, 20 % uvadi, Ze zdjem melo a vedeni je podpofilo a pouze 8 % (19 respondentil)
uvedlo, ze zajem m¢éli, ale nesetkali se s podporou vedeni.

Zménu pozice pro stejnou spolecnost v dobé zaméstnavani uvadi 31 % z nich,
nespokojeni se zménou 4 %, 62 % se nezménilo a 7 % se nemohlo zménit, a tudiZ nespokojeno.
Negativni nazory se objevily pouze u 4 respondentti, ktefi zménu pozice vnimali jako ¢astecné
diskriminacéni z hlediska pohlavi.

V celém Setfeni se neprokazaly statisticky vyznamné rozdily podle pohlavi a veéku
Vv oblasti otdzek zamétenych na problematiku fidicich ¢innosti.
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Diskuse

Jak doporucuje souCasnd odbornd literatura (srov. Armstrong & Taylor, 2015;
Pauknerova, 2012; Pilatova, 2016,) tak liniovy manaZzer by m¢él fidit pfedev$im situacnim
fizenim, tzn. podle schopnosti pracovnika a konkrétniho tkolu. I v tomto rozsahem malém
Setfeni se prokdzalo, ze vétSina zaméstnancl je fizena participativné, pouze tam, kde je to
vhodné, tzn. ve vyrobé¢ direktivné. Odpovidd tomu typ prace a vzdélani a kvalifikace
pracovniki. Ti zaméstnanci, ktefi maji stiedni a vysokosSkolské vzdé€lani a vykonavaji pozice
S vy$si mirou zodpovédnosti jsou fizeni participativng, ti, ktefi vzdélani stfedni odborné bez
maturity a vykonavaji prdce manudlni, pfevazuje fizeni direktivni. Déle uvadi, ze liniovy
manazer nese odpovédnost za vysledky svych podfizenych, s timto souhlasi skoro vSichni
z respondenttl. Vedeni vyzaduje schopnosti jednat s lidmi, pfedvidat, rozhodovat, komunikovat,
dilezita je spoluprace a tymova prace. Zkoumani pracovnici se piiklanéji k tomu, ze jejich
vedouci s nimi feSi konfliktni situace. Relativné rozsdhld oblast odpovédnosti liniovych
manazerl je za persondlni Cinnosti. Respondenti se shoduji, Ze jsou celkem spokojeni se
zpisobem hodnoceni, mzdou a motivaci. Jedna tfetina je spokojena se stimulaci formou
benefitl, které vétSina ze zkoumanych firem neposkytuje. Ve vétSiné zkoumanych firem je
moznost pruzné pracovni doby a prace z domova, kterd vyhovuje vétsin¢ dotazanych. Problémy
se prokazaly v oblasti vzdélavani, kdy respondenti v poslednim roce neabsolvovali zadné
odborné Skoleni. Soucasné se prokazuje mald moznost postupu, omezena predev§im plochou
strukturou fizeni v malych a stfednich firmach. Zjisténé vysledky odpovidaji situaci v malych
a stfednich podnicich publikovanych v odbornych ¢lancich (srov. Barbuto & Gottfredson,
2016; Madera, 2018; Ruchkina, Melnichuk, Frumina & Mentel, 2017).

Zavér
Pro liniovy management z vysledku Setieni 1ze obecné doporucit sledovani komunikace,

vztaht s podiizenymi, které ovliviiuji spokojenost zaméstnanct a pak s tim souvisejici kvalitu
a produktivitu prace.

Vztahy s manaZery a pracovnimi vztahy vétSina respondentll hodnoti jako pratelské. S
kolegy je v dobrych vztazich i mimo pracovisté jedna tretina respondentll. Dvé tietiny
respondentll se domnivaji, ze organizace je odhodlana predchézet konfliktim. Jedna tfetina
respondentll vi, Ze v organizaci existuji postupy feSeni konfliktl. Pouze jedna desetina
respondentll pocituje stres v praci. Hodnotici pohovory neprobihaji ve vSech zkoumanych
organizacich. Pribézna motivace pracovniktl probiha.

Vysledky ukazuji situaci v analyzovanych Sesti malych a stfednich podnicich v ptistupu
k fizeni a k fizeni diverzity. Nekteré rozdily jsou v nazorech a vnimani diskriminace z hlediska
véku a pohlavi, vice z té€chto problémi se projevuji u mladych lidi do 30 let.

Ve zkoumanych organizacich se z hlediska managementu lidi oblasti pro zlepSeni
projevuji predevsim ve vzdélavacich a evaluacnich procesech. Vsech Sest firem nema program
pro zaméstnance 50+. Benefity nejsou pfipraveny pro zaméstnance, jsou zejména pro
management. Zeny se nepovazuji za diskriminované.

Z vysledki byly vytvofeny a predany vedeni zkoumanych firem névrhy na revizi
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mzdového systému, systému benefitll, systému vzdélavani, zavedeni vice principli tymové
prace a systematického fizeni konfliktd. Hlavnim omezenim vysledku je realita, ze vysledky
se tykaly podrobné analyzy pouze Sesti malych a stfednich podnikti a nelze je zobecnovat.
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Effect of entrepreneurial education on development of entrepreneurial

competencies
Efekt podnikatel’ského vzdelavania na rozvoj podnikatel’skych kompetencii
Andrea Zelienkovd®, Zuzana KoZdrovd?
! Institute of Experimental Psychology, Slovak Academy of Science

2Centre of Social and Psychological Sciences

Abstract

Obijectives. The purpose of this paper was to explore the impact of entrepreneurial education
on entrepreneurial competence development, specifically knowledge, abilities and attitudes of
university students. Entrepreneurial education was conducted at two universities.

Method. A quasi-experimental study was conducted on 12 university students with no
entrepreneurial experience. We undertaken semi-structured interviews with participants after
completing training programme to explore in depth changes in entrepreneurial competencies.

Results. Content analysis of semi-structured interviews showed significant change in
entrepreneurial competencies. The most frequent changes were showed in category of
knowledge for both universities.

Conclusion. Results of content analysis support conclusion, that our entrepreneurial education
was effective for development of entrepreneurial competencies, foremost development of
entrepreneurial knowledge.

Limitation. Limits of study stems from social desirability bias of respondent’s answers and
missing triangulation of methods.

Keywords. entrepreneurship education; knowledge; abilities; attitudes
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Abstrakt

Ciel’. Cielom tohto vyskumu bolo preskumat vplyv podnikatelského vzdeldvania na rozvoj
podnikatelskych kompetencii, konkrétne vedomosti, schopnosti a postojov univerzitnych
Studentov. Podnikatelské vzdeldvanie sa uskutocnilo na dvoch univerzitdch.

Metoda. Vyskum mal charakter kvazi experimentu realizovaného na vzorke 12 Studentov bez
podnikatelskej skusenosti. Po ukonceni programu sme so Studentmi realizovali semi-
Struktiirované rozhovory na zistenie hibkovych zmien v podnikatel'skych kompetencidch.

Vysledky. Obsahovad analyza semi-Strukturovanych rozhovorov poukdzala na signifikantné
zmeny V kompetenciach. Najviac frekventované zmeny sa ukdzali v kategorii vedomosti na
oboch univerzitach.

Zavery. Na zaklade vysledkov obsahovej analyzy sa javi, Ze ucastnici povazovali nas
podnikatel’sky program za rozvijajuci podnikatel'ské kompetencie, predovsetkym podnikatel’ské
vedomosti.

Limity. Limity Studie vyphvaju zo socidlnej Ziadiucnosti odpovedi respondentov a chybajicej
triangulacie metod.

Kracové slova. podnikatel'ské vzdelavanie; vedomosti; schopnosti; postoje

Uvod

Globalny monitor podnikania (2017) v medzinarodnom porovnani poukazal na vel'mi
nizku atraktivitu podnikania ako kariérovej vol'by na Slovensku. Uvazovanie o podnikani ako
potencidlnej kariére posilituje podnikatel'ské vzdelavanie, avSak Slovak Business Agency
poukazuje na nedostatocnu realizaciu podnikatel'skych programov, absenciu kompetenéného
zardmcovania a vel'ku zameranost’ na formélne vzdelavanie (Slovak business agency, 2019).
Caird (1990) deli podnikatel'ské vzdelavanie na vzdelavanie o podnikani (education about
entrepreneurship), vzdelavanie pre podnikanie (education for entrepreneurship) a vychovu
podnikavého jedinca (education for enterprising person). Cielom vzdelavania pre podnikanie
je podpora podnikatel'skej aktivity, cielom vzdeldvania v podnikani je nadobudanie
kompetencii typickych pre podnikavého jedinca a napokon, rozvoj povedomia o podnikani je
zamerom vzdelavania o podnikani. Vychadzajuc z delenia Caird (1990) je podnikatel'ské
vzdelavanie mozné definovat ako rozvoj podnikatel'skych kompetencii a zvySovanie
povedomia o podnikatel'skej kariére. Morris, Webb, Fu a Singhal (2013) kritizuju slabé
zameranie na Specifické podnikatel'ské kompetencie, akymi je napriklad rozpoznavanie
prilezitosti a hodnotenie podnikatel'skych prileZitosti v rdmci podnikatel'skych programov.
Ciel'om nasho podnikatel'ského programu bolo reagovat’ na kritiku Morrisa a kolektivu (2013)
aviac klast doraz na rozvoj vSeobecnych podnikatel'skych kompetencii (vedomosti,
schopnosti, postoje), ako aj Specifickych podnikatel'skych kompetencii.
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Vyskumny ciel’

Cielom nasho vyskumu bolo skimat’ vplyv podnikatel'ského vzdeldvania na rozvoj
podnikatel'skych kompetencii — vedomosti, schopnosti a postojov. Okrem kvalitativnej analyzy
rozhovorov planujeme zistovat' aj frekvenciu zastupenia konkrétnych podnikatel'skych
kompetencii.

VO: Aké podnikatelské kompetencie nadobudli ucastnici programu ?
VOI: Aké podnikatel'ské vedomosti nadobudli ucastnici programu ?
VO?2: Aké podnikatelské schopnosti nadobudli ucastnici programu?

VO3: Aké podnikatelské postoje nadobudli ucastnici programu ?

Popis podnikatel’ského programu

KIiacova linia vzdelavania bola zostavena v stlade s procesom pripravy podnikatel'skej
¢innosti s pociatoénym zhodnotenim vlastného potencidlu, pokracujiic rozvojom vlastného
podnikatel'ského népadu az po vytvorenie podnikatel'ského planu ajeho prezentaciu.
Podnikatel'ské¢ vzdelavanie bolo rozdelené do siedmich tematicky zameranych modulov
pozostavajucich z hlavnych prezentacii rozvijajicich kompetencie (ako napriklad ekonomické
a pravne aspekty podnikania), prezenticii vzorov — uspeSnych podnikatelov a rdznych
aktiviza¢nych metdd (diskusia s podnikatel'mi, timova préca, prezentacia napadu...) (Malach,
2008). V tréningovom programe sme vyuzivali kombinaciu tradi¢ného pristupu k vzdelavaniu
— vyklad (modul 5 a 6), avSak dominovali aktivizujice metddy, ktoré sa odporucaju pre rozvoj
podnikatel'skej kompetencie (Malach, Durda, 2007). ISlo napr. o brainstorming, timovu pracu,
hry, a iné (modul 1,2,3,4,7). Sucast'ou jednotlivych modulov boli prizvani externi lektori (napr.
expert na financie, ¢i prdvo v oblasti podnikania) a hostia - podnikatelia, ktori pdsobia v
lokalnom prostredi. Ucastnici tak dostali najrelevantnejsie informécie z biznis prostredia,
efektivne sa prepdjala akademicka poda s podnikatel'mi a zaroven sa vytvorila prilezitost’ na
networking. Participacia v programe plnila 1 motivaénli funkciu programu, ked’Ze ucastnici
programu mali moznost’ vypocut’ si inSpirativny pribeh podnikatel'ov a diskutovat’ s nimi na
rozne témy (blizSie o podnikatel'skom programe autorky Zuzany Kozarovej v publikacii
Kariérové poradenstvo v teorii a praxi, 2018).

Obsah modulov podnikatel’ského programu bol nasledovny:

. modul = sebapoznanie, zamestnanec vs. podnikatel

. modul = osobnost’ podnikatel'a, hodnotenie podnikatel'ského potencidlu

. modul = vnimanie, identifikovanie a hodnotenie podnikatel'skych prileZitosti
. modul = podnikatel'sky plan

. modul = ekonomické aspekty podnikania

. modul = pravne aspekty podnikania

. modul = finalna individudlna prezentacia vlastnych podnikatel'skych planov

N N R W N

Vyskumna vzorka
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Vyskumnii vzorku tvorilo 12 $tudentov (7 — TP UPJS v Kosiciach,5 — TP UK
V Bratislave). Vyber ucastnikov bol prilezitostny, participanti sa prihlasili do programu
dobrovolne.

Tabul’ka 1. Charakteristika vyskumnej vzorky

N Muz Zena M (Vek) Stupeti $tudia Odbory
1,2,3)

UPJS Experimentalna 7 4 3 22,29 4 1 2 Psychologia

skupina Fyzika

Verejna

sprava
UK Experimentalna 5 0 5 21,4 3 2 0 Aplikovana
Skupina psychologia

Zber dat

Rozvoj podnikatel'skych kompetencii vplyvom podnikatel'ského programu sme skimali
prostrednictvom polo-struktirovanych rozhovorov. Jednym z moznych hodnotiacich ramcov
podnikatel'skych vzdeldvani je Kirkpatrickova hodnotiaca schéma, ktori patri medzi
najakceptovanejSie a najvplyvnejSie ramce. Jednym z hodnotenych aspektov je ucenie v
zlozkéch vedomosti, schopnosti a postojov. Nadobudnuté podnikatel'ské kompetencie je mozné
skumat’ prostrednictvom diskusie o vystupoch programu alebo nepriamymi metodami, akymi
su hodnotiace skaly alebo dotazniky (Gedeon, 2017). Ked'Ze kvantitativne skiimanie rozvoja
kompetencii na malej vzorke ma svoje obmedzenia z hl'adiska vyznamnosti, rozhodli sme sa
rozvoj podnikatel'skych kompetencii do vi¢sej hibky preskamat’ prostrednictvom rozhovorov.

Realizacia rozhovorov prebiehala po stihlase respondentov o vytvoreni audio nahravok,
ktoré boli nésledne prepisané alebo boli odpovede respondentov pisomne zaznamenavané.
Rozhovory realizovali  lektorky programu. Na zaklade relevantnej literatary
0 rozvoji podnikatel'skych kompetencii (napriklad Lackéus, 2013; Lackéus, 2015) sme ur¢ili tri
otazky na zistovanie rozvoja podnikatel'skych kompetencii (Vedomosti - ,, Co si sa naucil/a na
tréningovom programe?“, Schopnosti - ,,Aké schopnosti si ziskal/a na tréningovom
programe? “, Postoje - ,, Zmenil sa tvoj pohlad na podnikanie? , ,, Ako? ©). V pripade uvadzania
menej Specifickych odpovedi respondentov sa lektorky programu situa¢ne dopliujicimi
otazkami pytali na rozvoj konkrétnych kompetencii. Prvy program sa realizoval
v akademickom roku 2017/2018, v ktorom boli otazky v rozhovoroch pilotne overené.
Podnikatel'sky program, ktorého efektivitu v oblasti rozvoja kompetencii sme skimali, sa
realizoval v akademickom roku 2018/2019.

Metdéda analyzy dat

Déta boli analyzované prostrednictvom kvalitativnej obsahovej analyzy doplnene;j
0 analyzu frekvencie kodov v rozhovoroch scielom detailne preskimat’ vzdelavanim
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nadobudnuté podnikatel'ské kompetencie. Obe vyskumnicky koédovali data z jednotlivych
programov samostatne. Z textu boli vyvodené kody a ku kédom boli priradené pocetnosti.
Nésledne boli data spolocne zaradené do prisluchajicich kategorii podnikatel'skych
kompetencii. V pripade nezrovnalosti kategorizacie kdédov sme vychadzali z publikacie
Lackéus (2015, 2013). Doveryhodnost’ analyzy bola zabezpecena opakovanym kontrolovanim
stiladu medzi identifikovanymi znakmi a rozhovormi s ucastnikmi programu. Pre dosiahnutie
spolahlivosti analyzy sme si s druhou vyskumnickou vymenili prepisy rozhovorov. Ked'ze bol
predmetom analyzy manifestny obsah textu a vychadzali sme z rovnakého teoretického ramca,
po precitani textov druhej autorky sa spolocnéd diskusia tykala najmid zjednotenia ndzvu
niektorych kédov (napr. zrealnenie podnikania). Vysledky obsahovej analyzy podporujeme
slovnhymi vyjadreniami respondentov a vyznamnost témy z hl'adiska frekvencie sme sa
rozhodli spracovat v numerickej podobe absolutneho poctu tvrdeni respondentov (v
zatvorkach) (Gavora, 2015).

Tabul’ka 2. Obsahovad analyza zmien v postojoch, schopnostiach a vedomostiach

Postoje N  Schopnosti N  Vedomosti N
Bratislava Odvaha a kreativita 6 Vypracovanie podnika- 9 Financie (2) 9
Q) tel’'ského planu (3)
Zreélnenie Metody hodnotenia Ziskanie kapitalu (3)
podnikania (4) napadu (3)
Viacsia Zameranie na napad (1) Poznatky 0 podnikatel-
zodpovednost’ (1) skych centrach (1)
Strategické myslenie (1) Planovanie (1)
Vyhladavanie informacii Rozdiel zamestnanec vs.
1) podnikatel’ (1)
Prehl'ad v podnikani (1)
Kosice Zrealnenie 4 Vypracovanie podnika- 10 Planovanie (1) 31
podnikania (4) tel'ského planu (3)
Prezentacia napadu (5) Financie (3)
Rozpoznavanie Ziskanie kapitalu (6)
podnikatel'skych

prilezitosti (2)
Podnikatel'sky  potencial
1)
Rozdiely zamestnanec vs
podnikatel’ (1)
Podnikanie ako manaz-
ment l'udi (2)
Pravne aspekty (6)
,,Co neviem* (6)
Struktara podnikatel’ského
plénu (5)

Vysledky

Vo vysledkoch podporujeme slovnymi tvrdeniami respondentov najviac relevantné
kody z hl'adiska obsahu a ciel’a programu. Na zaklade frekvencie tvrdeni respondentov nastal
najviac vyrazny rozvoj vo vedomostiach a poznatkoch o pravnych a finanénych aspektoch
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podnikania. V oboch programoch sa v kategorii vedomosti frekventovane vyskytovali zdroje
veduce k ziskaniu kapitalu a pravne aspekty podnikania. Na otdzku €o sa na tréningovom
programe naucili odpovedali napr.: ,, Urcite hlavne financie — zdroje, odkial’ by som mala mat
financie... “ (Participant 1). — Napriklad tie pravne aspekty. To som fakt nevedela. Nemala som
o tom ani predstavu. To, Ze rodic¢ia mali s.r.o. a najprv Zivnost. Mamka sa snaZila mi to
vysvetlit, lebo som sa o to zaujimala, aky je medzi tym rozdiel. Ona sama sa vsak do toho
nevyznala. Takisto kapital, na co vsetko sa treba pozerat, co vsetko treba riesit a tak. Takze
hlavne takéto veci. Clovek sa to nikde nenauci, lebo v skole nds to neucia. V skole ta nepripravia
na prakticky Zivot, uz len stredna alebo zdkladna skola. Nikde ta nenaucia také tie praktické
veci. “ (Participant 2).

V schopnostiach nastal najviac vyrazny rozvoj vo vypracovani podnikatel'ského planu
—,,Ako schopnost by som pocitala to, Ze som teraz ako-tak schopna vypracovat' si podnikatel'sky
zamer.** (Participant 3), poznani metdéd hodnotenia napadu — ,,...vypracovanie SWOT
analyzy... “ (Participant 4) a prezentacii ndpadu — ,, No to prezentovanie. Sice to bol Sok, Ze som
dokazala prezentovat pred ludmi, ktorych nepoznam...Bola som na seba hrda.* (Participant 5).

V ramci postojov si respondenti uvedomili, ¢o vSetko kariéra podnikatela obsahuje
a frekventovane uvadzali tvrdenia o tom, Ze podnikanie vnimaji viac realne: ,,Beriem to
vaznejsie. V podstate uz to neberiem len tak, zZe ked niekto podnika tak podnika, ze to ma viac
prinosov ako tazkosti. Ale beriem to tak serioznejsie, ze to nie je lahka praca. Myslim, Ze viac
do toho vidim, nez som videla predtym, aj ked’ iba o trosicku a myslim, Ze som viac podnikava.
A som viac rozhodnutd ist' do toho podnikania. Predtym to bola takda myslienka, Ze by som
mohla a teraz uz je to rozhodnutie, Ze chcem.* (Participant 2). Okrem zrealnenia podnikania
maju niektori ucastnici vacSiu odvahu apodla tvrdeni disponuju aj véacSou kreativitou:
,,...mozno byt odvaznejsia a kreativnejsia... * (Participant 6).

Frekvencia kodov v rozhovoroch

Najviac zastipena bola kategdria vedomosti vychadzajic z absolutneho poctu kdédov v
obidvoch programoch. Za vedomostami nasledovali schopnosti a postoje. V niektorych
pripadoch respondenti uvadzali tvrdenia, ktoré neniesli konkrétnu informaciu o rozvoji
kompetencii. V kategoérii postojov respondenti uvadzali, Ze sa ich postoj nezmenil (1), nemali
utvoreny nazor (1) alebo len uviedli, Ze sa ich postoj zmenil pozitivne (6). V rdmci schopnosti
nenastala ziadna zmena u dvoch respondentov (2).

Blizsie uvadzame kody, ktoré sa v rozhovoroch respondentov vyskytovali aspon tri krat.
Na tréningovom programe UK bolo v ramci vedomosti najviac zastipené poznanie zdrojov
veducich k ziskaniu kapitalu (3). V kategoérii schopnosti bolo najviac zastipené poznanie metod
hodnotenia ndpadu (3) a vypracovanie podnikatel'ského planu (3). V kategorii postojov boli
najviac pocetné kody tykajiice sa zrealnenia podnikania (4). Na tréningovom programe UPJS
bolo v kategorii postojov z konkrétnych kodov zastipené len zredlnenie podnikania (4). V
kategorii schopnosti bola frekventovane uvadzana schopnost’ prezentacie napadu (5) a druhé
najviac frekventované schopnosti predstavovali vypracovanie podnikatel'ského planu (3).
V zlozke vedomosti bol frekventovane zastupeny kod tykajici sa zistenia respondentov o tom,

221



kol’ko aspektov podnikania im nie je znamych, alebo ¢o vSetko nevedia (6). Rozvoj vedomosti
nastal v poznani zdrojov veducich k ziskaniu kapitalu (6), v oblasti pravnych aspektov
podnikania (6), poznani Struktiry podnikatel'ského planu (5) a finan¢nych aspektoch
podnikania (3).

Diskusia

Cielom nasho vyskumu bolo preskimanie vplyvu podnikatel'ského vzdelavania
zamerané¢ho na rozvoj podnikatel'skych Specifickych kompetencii. Zmeny v zlozkach
kompetencii — vedomosti, schopnosti a postojov sme zist'ovali prostrednictvom kvalitativnych
metdd. V predoSlych vyskumoch sa wukazalo, Ze podnikatel'sk¢é vzdelavanie rozvija
predovsetkym vedomosti (Matlay, 2008; Chen, Hsiao, Chang, Chou, Chen & Shen, 2015).
Uginnost’ podnikatel’skych programov bola potvrdena v zmene Grovni vedomosti v rovnakych
oblastiach, ako sa ukézalo aj v naSom programe, teda v pochopeni podnikania vSeobecne, ¢i
poznani zdrojov pre rozbehnutie podnikania (Eurdpska komisia, 2012). Vychadzajuc z
frekvencie kodov je mozné nase vzdelavanie povaZovat’ za najviac rozvijajice vedomosti,
Vv stlade so zisteniami predoslych vyskumov. Najviac vyrazné zmeny nastali vo finan¢nych,
pravnych aspektoch podnikania a poznani Struktiry podnikatel'ského planu. Dovodom vyrazne;j
zmeny V zlozke financnych a pravnych aspektov podnikatel'skych vedomosti moze byt aj
skutocnost’, Ze vSetci respondenti Studovali odbory mimo ekonomického a pravneho zamerania.

Druhou zlozkou kompetencii su schopnosti. Rozvoj schopnosti v naSom programe je
Vv stlade so zmenami v schopnostiach predoslych vyskumov, v ktorych sa potvrdila zmena
V rozpoznavani prilezitosti (Karimi, Biemans, Lans, Chizari & Mulder, 2014) a tieZ schopnosti
vytvorit podnikatel'sky plan (Von Graevenitz, Harhoff & Weber, 2010). Rozpoznavanie
a hodnotenie prilezitosti patria medzi kI'i€ové podnikatel'ské kompetencie, ktoré Morris
a kolektiv (2013) oznacili za nedostatocne rozvijané v ramci podnikatel'ského vzdelavania. Na
zéklade frekventovanych tvrdeni o néaraste schopnosti v tejto oblasti je na§ program mozné
povazovat’ za rozvijajuci Specifické podnikatel'ské kompetencie.

Tret'ou zloZkou podnikatel'skej kompetencie su postoje. Lackéus (2015) zaradil medzi
postoje potrebné pre podnikanie kreativitu, proaktivitu a odhodlanie. Okrem viac realneho
nahl'adu na podnikanie boli v nasej vzorke uvedené aj postoje vicSej odvahy podnikat. Na
zaklade tvrdeni respondentov je mozné usudit’, Ze podnikatel'skym vzdeldvanim sa u niektorych
respondentov rozvinuli vlastnosti podnikavého jedinca. Obsahovou analyzou sme dospeli k
zaveru, ze podobny typ programu moéze rozvijat podnikatel'ské vedomosti, schopnosti
a postoje.

Jednym z moznych limitov naSho vyskumu je dostupny vyber. K vysledkom s vys$Sou
kredibilitou bolo mozné dospiet’ prostrednictvom ndhodného vyberu. Vyber nasej vzorky je
vS§ak relevantny vzhl'adom k naSim vyskumnym otdzkam a cielom. Druhym limitom je analyza
manifestného obsahu rozhovorov. K vyssej poznavacej hodnote bolo mozné prostrednictvom
latentného obsahu rozhovorov, avSak ucel nasho vyskumu naplnila analyza manifestného
obsahu rozhovorov doplnena o frekvenciu vyskytu kédov v rozhovoroch. Dal§im limitom je
socidlna Ziaducnost' odpovedi respondentov a skreslenie vyplyvajuce zo sebahodnotenia
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ucastnikov  programu. Vysledok analyzy manifestného obsahu rozhovorov sme
netriangulovali pouzitim inej metddy. Za urcity typ triangulacie vysledkov a teda ukazovatel’
istoty 0 spravnosti zaverov z kvalitativneho vyskumu (Bacova, 2003) je vSsak mozné povazovat’
skutoCnost’, ze kazdy participant UspeSne absolvoval zaverecnu prezentaciu vytvorenych
podnikatel'skych planov, ktora vypoveda o mnohych aspektoch rozvoja podnikatel'skych
vedomosti, schopnosti a postojov.

Zaver

Prinos vyskumu spociva v hlbSom preskiimani vplyvu podnikatel'ského vzdeldvania na
rozvoj podnikatel'skych kompetencii v porovnani so Standardnymi kvantitativnymi metédami.
Vysledky vyskumu poskytuju u¢inna spétna vazbu pre efektivitu programu v oblasti rozvoja
podnikatel'skych kompetencii. V budtcnosti je mozné podnikatel'ské vzdelavanie aplikovat’ aj
na inych univerzitach, ktoré nedostatocne podporuju rozvoj podnikatel'skych kompetencii alebo
si v nizkej miere zamerané na rozvoj Specifickych podnikatel'skych kompetencii.
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Leadership Competency Models within the Educational Setting
Kompetencné modely liderstva v edukaénom prostredi
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Abstract

Obijectives. Standards and requirements on educational leader’s competencies in the Slovak
Republic do not fully use the potential of psychological know-how of leadership competency
models. One of the aims of the APVV project no. 17-0557 ("Psychological approach to
development, implementation and evaluation of the competence mode! of educational leaders’
development”) is to create a competency model for educational leaders that would be
theoretically grounded and research-based. The paper presents the results of the introductory
evaluation of specified international competency models for leaders in the educational setting.

Method. The method of the Frame Analysis by Ritchie & Spencer (1994) using CAQDAS and
multiple evaluations, was applied to selected U.S. educational leadership standards dated 2002
to 2017.

Results. The results show differences in metalanguage used and the structure of the models, as
well as quite wide range of competencies included in the approaches to school and educational
leadership standards/models.

Conclusions. The findings are discussed in the perspective of evaluating the conceptualization
and development of educational leadership standards within the U.S. context.

Limitations. Narrowing the focus on the North American context as other studies (eg European)
will follow.

Keywords. educational/teacher leadership standards; competency model; framework analysis
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Abstrakt

Ciele. V podmienkach SR Standardy a poziadavky na kompetencie lidrov v edukacnom
prostredi nevyuzivaju dostatocne potencial psychologického poznania v téme kompetencnych
modelov liderstva. Jednym z cielov projektu APVV-17-0557 "Psychologicky pristup k tvorbe,
implementdcii a overovaniu kompetencného modelu rozvoja lidrov v edukacii”" je vytvorit
teoreticky ukotvenu a na vyskumnych zisteniach postavenu koncepciu kompetencii lidrov
V edukacnom prostredi. Prispevok prezentuje vysledky uvodnej evaluacie vybranych
zahranicnych zdrojov v téme kompetencii/kompetencnych modelov lidrov v edukacnom
prostredi.

Metoda. Na vybranych severoamerickych zdrojoch z oblasti standardov/modelov kompetencii
Skolského a edukacného liderstva bola aplikovand metoda Ramcovej analyzy (Ritchie &
Spencer) s vuzitim CAQDAS a zapojenim viacerych hodnotitelov.

Vysledky. Vysledky poukazujii na pomerne velké rozdiely v pouzitom metajazyku a Struktire
modelov, a na Siroky zdber kompetencii v narodnych pristupoch koncipovania kompetencnych
modelov skolského a edukacného liderstva.

Zavery. Zistenia su diskutované v perspektive zhodnotenia konceptualizacie a vyvoja
Standardov liderstva v edukacnom prostredi.

Limity. Zuzenie zaberu na severoamericky kontext, kedze inym (napr. europskemu) sa budu
venovat dalsie studie.

Kruacové slova. standardy edukac¢ného/ucitel'ského liderstva; kompetenény model; ramcova
analyza

Uvod
Hlavnym cielom projektu APVV-17-0577 je vytvorit' taky kompetenény model
liderstva v edukacii (LvEd), ktory vyuZije potencidl sticasného psychologického poznania
Vv tejto oblasti a bude pouzitel'ny ako baza pre systém rozvoja LvEd na Slovensku.

Kompetenéné modely su vztahové ramce, uvadzajice kompetencie potrebné pre
efektivny vykon Specifického povolania, skupiny povolani, pracovnych pozicii; poméhajt ich
pochopit a aplikovat’ (Marelli, 2005). Specifikuju schopnosti, zruénosti, vedomosti, osobnostné
¢rty etc. vhodné alebo nevyhnutné k pozicii, pre ktort je model vytvoreny (Smutny, Prochazka
& Vaculik, 2014). UCelom ich aplikicie v edukadnom prostredi je jednak explicitné
pomenovanie kompetencii, podporujuce efektivne vyucovanie a ucenie sa Studentov, ako aj
umoznenie ich systematického rozvoja.

Vychodiskom ku tvorbe slovenského modelu kompetencii LvEd bola reflexia
medzinarodného stavu problematiky. Zacali sme exploraciou pristupov severoamerickych
edukacnych asociacii, ktoré st nielen celosvetovym iniciatorom vyskumu v oblasti, ale aj
dobrym prikladom variacii, vyvoja a vplyvu na celostatnu politiku vzdelavania.

Jednou z prvych organizacii, ktoré sa v USA a Kanade pricinili o vytvorenie standardov
pre liderstvo v $kolach je The National Policy Board for Educational Administration (NPBEA),
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zastreSujuce pracu dvoch nezavislych konzorcii. Ich modely Standardov liderskych zru¢nosti
z roku 2002 vymenuvaji parametre liderskych zru¢nosti v Skolstve (ISLLC Standards, 2002
a ELCC Standards, 2002, obe neskor aktualizované).

V roku 2008 skupina vzdelavatel'ov vytvorila Teacher Leadership Exploratory
Consortium, kvoli aktualizacii vyskumu vodcovskych rol ucitela. Vysledkom je publikacia
Teacher Leader Model Standards (2010), deklarujica tcel Standardov - stimulovat’ profesny
dial6g o tom, ¢o tvori poznatky, zru¢nosti a kompetencie, ktoré si potrebuju osvojit’ ucitelia vo
vodcovskych rolach. Dalsia nezavislé iniciativa uéitel'skych asociacii The National Education
Association (NEA), the National Board for Professional Teaching Standards, and the Center
for Teaching Quality, spracovala modely Leadership Competencies Guide (LCG) a The
Teacher Leadership Competencies (TLC) (2014/15).

Poznamka: Striedanie terminov ,leadership®, ,,vodcovstvo®, ,liderstvo®, ,lidersip*
vyjadruje pouzitie anglosaskych zdrojov, no i nasu prekladatel'ska dilemu.

V prvotnej rychlej analyze zdrojov sme sa zamerali hlavne na zodpovedanie
nasledujucich dvoch vyskumnych otazok:

VOu1: Ako sui kompetencné modely LvEd konceptualizované v U.S. kontexte?
VOz2: Aké su suvislosti a trendy vyvoja kompetencnych modelov LvEd?
Metody
Dizajn Studie
Rychla prehladova stadia zdrojov prostrednictvom obsahovej analyzy a porovnania

vybranych dokumentov bola sti€astou konceptualizacnej etapy vyskumu, s cielom vytvorit
vychodiskovi predstavu o konstrukceii kompetencnych modelov.

Vyskumna vzorka

Pri vybere dokumentov sme kombinovali vysledky internetového prieskumu a Stadia
literatury (handbookov a encyklopédii). Na rozdiel od mnoZstva publikovanych vyskumnych
Studii je publikovanie celonarodného edukac¢ného Standardu v krajine velmi zriedkavym, az
jedine¢nym, javom. NaSa ,,vyskumnd vzorka* sa preto rozsahom blizi populacii, hoci
s ohl'adom na niekol’komesacné obdobie jej tvorby nie je moZné tvrdit, Ze ide o cenzus.
Tematickl saturaciu dokumentov vSak povazujeme za vel'mi vysoku.

Pre analyzu bolo ziskanych 8 konkrétnych modelov Standardov LvEd (Tabulka 1).
Zamerom bolo zachytit’ reprezentativne organizécie severoamerického kontextu, stojace za ich
vytvorenim a vplyvné vzhl'adom na zavéznost’ ¢i ,,priestorovy* zaber vytvorenych Standardov.
Zaroven sme usilovali o zachytenie réznych koncepénych a vyvinovych trendov. Vsetky
pouzité Standardy boli publikované v rozpéiti rokov 2002-2017.
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Tabulka 1. Vyskumnd vzorka modelov vybranych pre ramcovii analyzu (n = 8)

No Nazov a skratka Vydavajuca platforma / teleso Vydanie

The ISLLC Leadership

1 The Consortium of Chief State School officers (CCSSO) 2002/11
Standards
2 The ELCC Standards The Educational Leaderhip Consortium Council (member of 2002
NPBEA)
Teacher Leader Model . .
3 Standards (TLMS) The Teacher Leadership Exploratory Consortium 2010
4 Standards Based  Teacher Tomal et. al, The Teacher Leader Core Competencies and 2014
Leadership (SBTL) Strategies for Effective Leadership.
5 Professional ~ Standards for The National Policy Borad for Educational Administration 2015
Educational Leaders (PSEL) (NPBEA)
The Teacher Leadership Initiative as a result of cooperation
6 Leadership Competencies of the US bodies- the National Education Association (NEA), 2014/15
Guide (LCG) the National Board for Professional Teaching Standards, and
the Center for Teaching Quality
The Teacher Leadership Initiative as a result of cooperation
7 The Teacher Leadership of the US bodies- the National Education Association (NEA), 2014/15
Competencies (TLC) the National Board for Professional Teaching Standards, and
the Center for Teaching Quality
Leadership ~ competencies _for The Jobs for the Future (JFF) and the Council of Chief State
8 learner-centered personalized 2017

education (LC_LCPE) School Officers (CCSSO)

Vysvetlivky. V zozname literatury su tieto zdroje oznacené hviezdiCkou (*).

Metodika

V rychlom uvode projektu nebolo mozZzné vyuZzit' format systematickej prehladove;
stadie. Nahradili sme ho tzv. rychlym prehl'adom (rapid review, Khangura, 2012; Nusshaumer-
Streti, et al., 2016), ktorého podstatou je vol'ba ¢o najjednoduchsich, no efektivnych kritérii
vyberu, opisu a hodnotenia dat. Za jednu z najlepSich variant tvorby rychleho prehl'adu sa
povazuje tzv. Ramcova analyza (Framework Analysis, Ritchie & Spencer, 1994). Uskuto¢nili
sme ju v prostredi CAQDAS softvéru Atlas.ti, verzia 8 (blizsie in Friese, 2012) podl'a postupu
citovanych autoriek. Krok (1) obozndmenie sa s materialom spocival v ivodnych c¢itaniach
Standardov. Krok (2) identifikovanie tematického rdamca tvorila inventarizacia terminov
(arovni, domén) a nacrt stratégie indexovania. Krok (3) indexovanie (v Atlase kédovanie) sa
skladal z niekol'kych priechodov dokumentami a vyvojom kdédovacieho systému. Krok (4)
tvorba diagramov spocival v redukovani kategorii a tvorbe vizualizacii a krok (5) mapovanie
a interpretdcia V ich zuZzitkovani pre ucely vyskumu. Prvé tri kroky uplatnili na kazdy z 6smych
modelov nezavisle na sebe traja ¢lenovia timu (psychologovia - hodnotitelia), ktorych expertiza
bola nasledne vyuzita aj pri tvorbe diagramov (napr. Obrazok 1), mapovani a interpretacii.
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Vysledky a diskusia

Z obsahovej analyzy Standardov vyberame pre Ucely prispevku zistenia o Strukture,
metajazyku a zaberu oblasti/domén kompetencii. Z Tabulky 2 vidiet, ze kompetenéné
Standardy roznych organizacii pouzivaju odliSny metajazyk a aplikuju rézne pocty
hierarchickych trovni. Z formalneho aspektu vSak eSte nie je mozné presne urcit, ktora
Struktura je efektivnejSia, bude treba systematicky porovnat’ obsahovi stranku.

Tabulka 2. Metajazyk modelov identifikovany ramcovou analyzou (n = 8)

Level 1 Level 2a Level 2b Level 2¢ Level 3 Level 4 Level 5
Nazov modelu Typ Druh Nazov Definicia Obsahl Obsah2  Obsah 3
ISLLC/NPBEA 2002  Ed/L  Standard # Action Behavior

ELCC/CCSSO 2002 Ed/L  Standard # Ability Elements Indicators
TLMS/TLEC 2010 TL Domain Action Competency

SBTL/Tomal 2014 TL Standard Action Competency Functions

PSEL/NPBEA 2015 Ed/L  Standard Title Statement Elements

LCG/NEA 2014/15 TL  Competency Title Definition Theme Behavior 3 stages
TLC/NEA 2014/15 TL  Competency Title Competency  Behavior 4 stages
LC_SCPE/CCSSO2017 Ed/L  Domain Title Competencies Competency  Indicators

Vysvetlivky. Ed/L — educational leadership, TL — teacher leadership, # — iba ¢islo namiesto slovnej Specifikacie.

Uchopit’ Specifické vztahy medzi formélnou a obsahovou S$truktirou nam pomohli
sietové vizualizacie. Obrazok 1 znazoriuje transverzalny vzt'ah medzi vertikalnymi Groviiami
a horizontalnymi doménami prvého zo standardov modelu ELCC z r.2002. Novsie vydania
Standardov maji vo vSeobecnosti zlozitejSie Struktary, nez tie pdvodné.

Zhrnutie k VO1. Konstrukciu kompetenénych modelov LvEd v severoamerickom
kontexte mozno opisat’ nasledovne:

Standardy LvEd pouzivajii rozdielny metajazyk a Struktiru (hierarchizacia urovni, zaber
domén, indikatory), podobné sii v koncipovani ako poznatky (content knowledge), zru¢nosti
a prax (skills and practices), spravanie a atributy ako dispozi¢na zlozka;

Zaber domén v zmysle ich tematického/obsahového zamerania je mozné Struktirovat’
do okruhov: (a) hodnét (misia, vizia, etika); (b) odbornej/pedagogickej kvality (instruktazny
liderSip, inovacie, kurikulum, hodnotenie); (¢) manazmentu (zdrojov, rozvoja personalu...);
(d) vztahov v kontexte vzdelavania (s rodinou, komunitou, pedagogickou odbornou obcou,
riadiacimi telesami); (e) osobnostnych kvalit, relevantnych pre liderSip.
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Obrdazok 1.  Ukdzka vztahu obsahovej a meta Struktiry modelu (Standard 1, ELCC/CCSSO
Standards, 2002, Zdroj: Autori, 2019)

‘ Meta Struktara ‘
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Vysvetlivky: Obsahova $truktira (vlavo a v strede) — hierarchicka stromova §truktara relevantnych obsahov sa
rozvetvuje smerom zhora nadol od zakladného vyroku ("mission") ku $pecifickym subtémam (kompetenciam) a
nasledne az k behavioralnym indikatorom. Meta $truktara (vpravo) — vertikala zachytava jazyk jednotlivych
urovni modelu. Niektoré analyzované modely maju viac nez 4 urovne.

K vyvoju Standardov. Postupny vyvoj Standardov v severoamerickom kontexte je
reakciou na meniace sa prostredie ako je rozvoj technologii, zmeny v demografii aj Strukture
rodiny, vystavenie $kol trhovej konkurencii a zvySend zodpovednost’ za Studijné vysledky.
Standardy s uréené vSetkym trovniam vedenia, pricom podla vymenovania trovni ide
o riadiacich pracovnikov $koly (leaders in administrative roles) aregionalneho S$kolstva
(principals, assistant principals, district leaders). Silnie doraz na Studenta a jeho ucenie sa, ako
aj na vyznam ludskych vztahov vo vyucovani (teaching) a uceni sa Studentov (student
learning). Uvedené vyvojové trendy modelov znazoriuje Obrazok 2.

Programy zamerané na pripravu v Skolskom liderstve aSpiruju na ziskanie akreditacie od
Narodnej rady pre akreditaciu ucitel'ského vzdelavania (the National Council for Accreditation
of Teacher Education; NCATE) a poZzaduju ich zaviaznost. NPBEA aktualizovalo povodné
ISLLC standardy v roku 2015 s oznacenim Professional Standards for Educational Leaders
(PSEL). Tak ako uvedené Standardy boli aktualizdciou povodnych ISLLC, tak aj hlavna
riadiaca organizacia, The Council of Chief State School Officers (CCSSO) aktualizovala
Standardy ELCC z roku 2002 v spolupraci s neziskovou organizaciou The Jobs for the Future
(JFF).
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Obrazok 2.  Vyvojova naslednost analyzovanych kompetencnych modelov (n=38)

Vydanie Educational Leadership Teacher Leadership

The ISLLC Leadership Standards. The National

2002/11 Policy Board for Educational Administration.
2002 ELCC Standards. The Council
of Chief State School Officers (CCSSO)
2010 Teacher Leader Model Standards (TLMS).
Teacher Leadership Exploratory Consortium.
2014 SBTL - Standards Based Teacher Leadership

Tomal et al.

Professional Standards for Educational Leaders
2015 (PSEL). The National Policy Board for Educational

Administration.
2014/15 Leadership Competencies Guide (LCG).
= The National Education Association (NEA).
2014/5 Teacher Leadership Competencies (TLC). The
® National Education Association (NEA).
Leadership Competencies for Learner-centered,
2017 Personalized Education (LCLCPE). The Jobs for

the Future (JFF). & the Council of Chief State
School Officers (CCSSO)

Vysledkom bol model Leadership Competencies for Learner-centered, Personalized
Education (LCLCPE, CCSSO 2017), kde zdoraznili aspekty liderstva pre personalizované, na
ziaka zamerané, vzdeldvanie. M4 byt pomdckou rozvoja efektivnych ,transformativnych®
lidrov vymedzenim vedomosti a zru¢nosti, podporujicich na ziaka zamerané uc¢ebné prostredie.
Kompetencie st Strukturované do vychodiskovej domény (vizia, hodnoty, kultira lidra) a 3
podpornych domén (podpora vykonu druhych, osobné zrucnosti lidra a zdielana
zodpovednost’). Naprie¢ nimi prechadzaju témy inovacie, riadenia zmeny a zamerania na
Studenta.

Druhu liniu vo vyvoji Standardov LvEd predstavuju tie, ktoré su zamerané na ucitel'sky
lidersip (teacher leadership). Teacher Leadership Exploratory Consortium publikovalo v roku
2010 Teacher Leader Model Standards (2010), sumarizujuce poznatky, zrucnosti
a kompetencie, ktoré si uitelia potrebuju osvojit’ vo vodcovskych rolach na skolach. Maju 7
domén, opisujtcich aspekty a funkcie ucitel'ského liderstva, zamerané na jeho roly, dispozicie
a aktivity v kazdodennom fungovani. Postihuju aj uc¢ebnu (learning) klimu a kultaru pre ucenie
sa Studentov ako kritickych aspektov pre zvysenie ich vykonu.

Tim expertov (Tomal et al.,2014) vyvinul Standardy (Standards Based Teacher
Leadership), v ktorych syntetizuju nielen uvedeny model TLMS zr. 2010, ale aj zavdzné
Standardy ICLL zr. 2002, ¢o rozsirili o klI'icové kompetencie identifikované z empirického
vyskumu LvEd. Prepajaju kompetencie, liderstvo a vysledky zamerané na zlepSenie Skoly
(school improvement). Podla autorov ucitel'ski lidri m6zu mentorovat’, obhajovat’ (advocate),
koucovat’ a byt hovorcami Studentov a kolegov na Skole a maju zru¢nosti, podporujuce viziu,
misiu a ciele skoly, a zaroven i ucitel'ska profesiu.

Dalsia nezavisld iniciativa ugitel'skych asociacii vo vytvarani teacher leadership
standards bola vysledkom spoluprace U.S. organizacii: The National Education Association
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(NEA), the National Board for Professional Teaching Standards, and the Center for Teaching
Quality, vysledkom boli modely Leadership Competencies Guide (LCG) aThe Teacher
Leadership Competencies (TLC) (2014/15). Ugelom modelov bolo premietnut vizie
ucitel'ského liderstva do sady kompetencii, typickych pre transformativne liderstvo.
Kompetencie st roz¢lenené na vodcovstvo instruktazne (zdielanie inovativneho vyucovania
s druhymi/kolegami), strategické (fungovanie na urovni mimoskolskych, spravnych
a narodnych urovniach pri tvorbe stratégii) a asociacné (ako tvorit’ a viest’ timy).

Za relevantné pre podmienky SR ipre akcentovanie psychologického pristupu
povazujeme jednotne uplatiiovany pristup k Standardom koncipovanym ako poznatky (content
knowledge), zru¢nosti a prax (skills and practices), spravanie a atributy ako dispozi¢nu zlozku,
kategorizované v 6 (ISLLC Standards, 2002) a 7 (ELCC Standards, 2002) doménach: 1) vizia
amisia, 2) vyuCovanie aucenie sa, 3) manazovanie systémov aklimy, 5) spoluprica
s kI'iCovymi partnermi, 5) etika a integrita a 6) $irsi kontext vzdelavania. ELCC k podobnému
zéberu priddva kategoriu praxe (internship experiences), poskytujic prilezitost’ aplikovat
poznatky a zru¢nosti osvojené v pripravnych programoch.

Zhrnutie k VO2. K stvislostiam a trendom vyvoja kompeten¢nych modelov LvEd:

Otvorenost modelov/standardov — aktualizaciam in$pirovanym najmd zmenami
Vv prostredi (Co sa premieta do zmien v ocakévaniach na LvEd), aktudlnom poznani zalozenom
na vyskume a realnych skusenostiach lidrov a pracovnikov v skolstve.

Zahrnutie kategorie ucitelov do konceptu lidrov v edukacii, ¢im sa rozsirilo povodné
chépanie lidrov iba ako riadiacich pracovnikov §koly a vyssich urovni riadenia.

Posuva sa doraz z pévodne pedagogicky orientovanych tém (napr. inStruktazny liderSip)
na psychologickejsie (holisticky pohl'ad na ziaka, vzt'ahovy charakter prace lidra).

Zavery, limity a perspektivy Studie
Zavery

(1) Transformacia Skolstva prebieha vo svete v roznych podobach a prioritne je rieSena
,,uroven manazmentu $kol a liderstvo, dominantne skvalitiiovanie vzdelavania.

(2) Konceptualizacia kompetencii LvEd v analyzovanom severoamerickom kontexte
sa zameriava dvomi smermi: (a) na manazment $kol (school leadership); (b) na ucitelov
(educational/teacher leadership), s prienikmi aj rozdielmi v doménach/kompetenciach.

(3) Existuje pestrost’ v narodnych pristupoch koncipovania kompetenénych modelov
(a) skolského/edukacéného a (b) ucitel'ského liderstva, ako aj rozdiely Specifickosti
kompetencii a miere zaradenia psychologickych parametrov liderSipu.

(4) Konceptualizacie skimanych Standardov nevyuZzivaji dostato¢ne potencial
teoreticko-empirického psychologického poznania efektivneho LvEd.
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Limity
Zameranie na severoamericky kontext nas ochudobiiuje o poznanie kultarnych aj socio-
ekonomickych osobitosti inych casti sveta. Analyza metajazyka modelov zatial nie je

kompletne zdokumentovana. Chyba tiez konsenzus v preklade terminu ,leadership®
a pribuznych terminov. Na tieto rezervy budeme reagovat’ osobitnymi Studiami.

Prinos a perspektivy Stadie

Ked’Ze medzi ciel'mi aplika¢ného projektu APVV je vytvorenie ndrodne Specifického
kompetencného modelu LvEd, vykonanou analyzou existujicich zahrani¢énych modelov sme
ziskali cenné prvé poznatky o sposobe ich Strukturacie, metajazyku a postupujucich inovaciach.
Po komparicii s analogickymi analyzami eur6épskych standardov to umozni rozhodnut’, ktoré
urovne, dimenzie ¢i domény zvolime pre navrh nasho modelu.

Poznamka

Tato studia nadvdzuje na Studiu ztohto zbornika od Sollarovej et al. snazvom
Leadership in Education — Characteristics of the Key Concepts [LiderSip v edukacii —
charakteristika kl'u¢ovych konceptov].
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Work and Organization Psychology 2019
Jakub Prochazka, Tomas Kratochvil, Martin Vaculik (Eds.)

Abstract

The conference proceedings contain 24 selected papers, presented at the 18" international
conference called Work and Organizational Psychology 2019, held in May 2019 in Brno. It
includes empirical, review and case studies and introduces research projects from various areas
of work psychology. Most of the contributions is devoted to the psychometric characteristics of
methods measuring constructs from the field of work and organizational psychology, factors
influencing work attitudes and engagement as well as leadership. The studies capture the current
knowledge and challenges and the direction of future research in work psychology.

Keywords: Work psychology; organizational psychology; managerial psychology;
psychometrics; job attitudes; leadership; helping professions; psychology in business

Psychologie prace a organizace 2019
Jakub Prochazka, Tomas Kratochvil, Martin Vaculik (Eds.)

Abstrakt

Sbornik obsahuje 24 vybranych prispévka predstavenych na 18. ro¢nikli mezindrodni
konference Psychologie prace a organizace 2019, kterd se konala v kvétnu 2019 v Brné.
Zahrnuje empirické, prehledové a ptipadové studie a predstaveni vyzkumnych projekt
Z raznich oblasti pracovni psychologie. Nejvetsi ¢ast prispévkise vénuje psychometrickym
charakteristikdm metod méticich konstrukty z oblasti psychologie prace a organizace, faktorim
ovlivilujicim pracovni postoje a engagement a také leadershipu. Jednotlivé studie zachycuji
souéasné poznani i vyzvy a sméfovani budouciho pracovné-psychologického vyzkumu.

Kli¢ova slova: Psychologie prace; psychologie organizace; manazerska psychologie;
psychometrika; pracovni postoje; leadership; pomahajici profese; psychologie v byznysu
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