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Foreword

Dear colleagues and friends,

International management and entrepreneurship is currently the essence of economic activity
and global human existence. Especially, throughout the last decades, it has been the driving
force of humanity. Businesses go through different stages of international development out of
which each requires a different strategy and structure, different approaches in different cultures
and different types of managers. The fact that the primary factor of achieving global
competitiveness is highly effective management, cannot be forgotten. Managers must know,
how to sensibly deal with objectives that may contain opposing elements. They must understand
that the organization is made up of individuals with different personalities and patterns of
behaviours, since they come from different cultural backgrounds. This diversity places increased
demands on managerial work and therefore corporate governance in international and
multicultural environment is extremely challenging. People working at international level should
be able to recognize diversity and specification of foreign countries, to tolerate local conditions
and to adapt to them. Particularly managers of multinational enterprises must accept the
differences between countries and nations as a matter of fact and effectively address their
consequences on their managerial practice and company's success.

Proceedings, which are the result of scientific research of academicians and students presented
at International Scientific Conference ,Theory and practice of the international management
and entrepreneurship in multicultural environment" which was held online on May 5th, 2021,
should also contribute to the development of this area. These proceedings are as well the
outcome of the project KEGA 005SPU-4/2019 “Theory and practice of the international
management and entrepreneurship in multicultural environment” granted by the Ministry of
Education, Science, Research and Sports of the Slovak Republic. It contains theoretical
contributions defining the essence of international management and entrepreneurship as well
as the results of qualitative and quantitative research focused on its crucial parts such as
international human resources management and intercultural communication; building an
ethical organizational climate and ethical aspects of business, corporate social responsibility
and philanthropic activities of companies; financial operations of international companies and
their accounting;, marketing in an international and multicultural environment; international
logistics and distribution systems or education in an international and multicultural
environment. Eventually, there is also a topic of practical aspects of international business and
entrepreneurship in the conditions of specific companies, which are of great importance.

Ing. Jana Kozdkova, Ing. - Paed. IGIP, PhD.

The Head of Organizing Committee
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Selected Aspects of Corporate Culture in Multinationals
operating in Slovakia

Jana Kozikova!, Jan Tlu¢hoi?

Slovak University of Agriculture in Nitra!, University of West Bohemia in Pilsen?
Faculty of Economics and Management', The Faculty of Economics?
Trieda A. Hlinku 2, Nitra, Slovakia', Univerzitni 22, 30614 Plzen?
e-mail: jana.kozakova@uniag.sk', jtluchor@kmo.zcu.cz?

Abstract

Corporate culture becomes one of the key managerial problems also in Slovak business
environment. Interrupted history of independent entrepreneurship caused the lack of such tools
in emerging economies where brings them multinational companies in the process of
internationalization. Article summarizes the online questionnaire study conducted on 200
subsidiaries of multinationals in Slovakia aimed at international aspects of corporate culture
such as nationality of employees, communication language, strategies of corporate culture and
intercultural misunderstandings with the focus on differences between them according to
ownership structure and region of headquarters. The significant differences in ownership
structure were found between companies of various size (number of employees) and companies
applying different strategies of corporate culture. Statistically significant differences were
found also in regions of headquarters between companies with distinct positions most often
held by third country nationals and between companies which different language which senior
management communicates the most often.

Keywords: multinational companies, subsidiaries, corporate culture, language, Slovakia
JEL Classification: D02, F23, M14

1. Introduction

The phenomenon of corporate culture is exceptionally good known in industrial countries with
long history of entrepreneurship. In Slovakia and other emerging economies is it novelty caused
by the broken tradition of independent businesses before 1898. After, Slovak business
environment slowly advanced, but still some managerial approaches already incorporated in
western countries remained strange. It was not until the emergence of multinationals in the
Slovak business environment that they began to come to the attention of local entrepreneurs
and the public. Therefore, multinationals were bearers of novelties such as corporate culture,
social responsibility or business ethics in Slovakia and other emerging economies.

Wan, et al., (2020) define corporate culture as a set of norms and values that are broadly shared
and strongly held across an organization. These norms and values constitute the ways in which
people within an organization interact with each other and with stakeholders. Activities of
multinational companies in Slovakia and other emerging economies as their typical host
countries are usually linked up with the foreign direct investments (FDI). These are realized in
afford to invest in entrepreneurial activities with the purpose of ownership, relocation, and
internationalization to maximize equity (Dunning and Lundan, 2008). The primary motivation
of multinational corporations (MNCs), regardless of their country of origin, to conduct FDI is
to maximize profits. MNCs thus use global capitalism and utilise their unique resources to

o0
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invest in economies that provide the most optimal profit opportunities. Therefore, foreign direct
investment involves the total or partial ownership of a company overseas, which can be
acquired by obtaining an existing company or by setting up a new foreign one (Ullah, et al.,
2021). New overseas operations can be set up either as a joint venture or as a company solely
owned by the parent company, commonly referred to as a foreign subsidiary. The moment the
company makes foreign direct investment, it becomes MNC (Multinational Corporation).
According mentioned, Mayrhofer and Prange (2015) define multinational corporation as an
enterprise that deals with foreign direct investment (FDI) and that owns or controls value-added
activities in several countries. These activities are usually carried out within subsidiaries, which
may take the form of exclusively owned subsidiaries in which the MNC owns majority or all
the share capital, minority equity investments where it owns a minority shareholding, or joint
ventures where the MNC shares its capital with another company. Multinational companies
exist in various forms, from smaller companies that invest abroad to large groups that manage
subsidiaries in various countries. Corporate entrepreneurship and global community have long
been critical to multinational enterprises because of their dispersed entrepreneurial efforts
which involves subsidiary initiatives on which it becoming increasingly relied upon (Ahsan and
Fernhaber, 2019). But, despite the global context in which MNEs operate, the conversation has
not fully embraced the degree to which many of its entrepreneurial activities overlap with
internationalization.

1- Since multinational corporations operating across nationalities, countries and cultures,
they need to take special approaches in various management aspects thorough organization.
One of them is the need to adopt characteristics of international human resources management
(IHRM) and one of its most vital components that is global staffing. According to Scullion and
Collings (2006), global staffing based on the employment of home, host and third country
nationals to fill key posts in the headquarters and subsidiary operations. In respect of this, the
concept of global staffing can be defined as a suitable mix of three groups of employees
(Schuler, et al., 1993; Noe, et al., 2006): parent county nationals (PCNs) - employees of the
home country who may work at the home office or a foreign subsidiary (in which case we call
them expatriate); host country nationals (HCNs) - employees hired by a foreign company but
working in their own country, or foreign employees of a foreign subsidiary; and third country
nationals (TCNs) - employees from a country other than the home or host country, working in
the host country, or citizens of one country working in another country for a company
established in a third country. International human resources professionals play a key role in
the implementation of a MNC’s strategy on the world stage. The staffing strategies identified
by Caligiuri and Colakoglu (2007) for filling positions in international companies and aligned
with their corresponding strategic dimensions can be summarized into following four: (1)
Ethnocentric staffing based on centralized strategic dimension which involves filling the most
important positions in foreign subsidiaries with expatriates send from headquarters. Hiring
expatriates has the strategic advantage because they would represent the interests of the home
office the best and their presence can ensure that the foreign operations are aligned with
headquarters (Powoh 2016); (2) Polycentric staffing based on local strategic dimension
necessitates that company hire host-country nationals for all positions at its foreign subsidiary
(from workers up to executives). This strategy has the advantage that local employees may not
be as expensive as expatriates and locals will be more familiar with the customs, values, and
culture of their national society. As expected, this strategy has the disadvantage that it can only
be used in countries with high availability of educated persons to fill key posts. Also, there may
be language and cultural hurdles between the host country employees and employees of
headquarters, and risk that locals may put the local interest first (Grimsley and Heinichen,
2015); (3) Geocentric staffing involves hiring the best employees for key positions globally

regardless of their country/region of origin. The advantage of this strategy is that there is a high
I
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chance of getting highly skilled employees. Nevertheless, this would involve dealing with
diverse people with diverse cultural backgrounds and beliefs. In addition, the host-country’s
immigration policies may limit the implementation of this strategy or make it costlier to
implement than would be for other strategies (Tiwari, 2013); (4) Regiocentric staffing involves
hiring employees within the region in which the company’s subsidiary is located. Multinational
enterprises pursuing this strategy are grouping company offices into regions and employees can
be transferred within the region, but not outside of it. In this case, each region will have its own
human resources practices and policies, with some autonomy from headquarters (Grimsley and
Heinichen, 2015). Described staffing strategies are in line with the categorization of the four
main types of corporate strategic orientation ethnocentric, polycentric, regiocentric and global
(Shong, 2008).

Each organization has its own unique set of shared beliefs, standards, values, and meanings that
defines its identity, acts as a unifying force, and distinguishes it from other workplaces.
Together we can call them culture — the accepted way of conducting, interacting,
communicating, the prevailing ideology and the unwritten/unspoken guidelines of operations
within the organization (Osuigwe, 2016). Organizational culture has become a critical
component of our understanding. There is an interdependence between this and other concepts
such as leadership, organizational structure, motivation, power, and strategy (Linstead, 1999).
In addition, culture is a paradoxical organizational phenomenon to explore to the extent that it
is the product of organic cultural treatment. This tends to be taken for granted and left implied.
And to the extent that it is officially announced and presented, it often shows a perfunctory
sparkle that masks some more deeply held features that subvert the culture as shown (Johnson,
1987). But even though managers are tired or cynical about building organizational culture, it
still has a lot to do with what they think and feel (James and Linstead, 2006). Business
competitiveness in the current globalized environment strongly demonstrates the need for the
development of strategic framework for managing, negotiating and communicating across
cultures. Awareness in cultural differences is increasingly important in achieving the
investment goals of multinational corporations. A good understanding and appreciation of the
culture in which business is conducted may make international managers efficient and
productive (Chaney and Martin, 2011).

During cross-cultural meetings, mistakes can occur when we interact with people whose
behaviours do not meet our expectations. Cross-cultural communication is exciting and
interesting because of simultaneous mixing of culturally based rules of encoding and decoding.
Unfortunately, due to these dynamics, it is also a source of conflict. When negative emotions
are stirred in cross-cultural encounters, these emotions tell us that there is an inconsistency
between our expectations, stereotypes, value system, and reality (Matsumoto, 2000). There are
six primary sources of such irregularities that cause misunderstandings and problems in
intercultural communication (Barna LaRay, 1997): (1) Assumption of similarities (the
“invisible” aspects of our culture lead us to assume our communication style and way of
behaving is how “everyone” communicates and behaves and when someone acts differently,
we may judge them negatively); (2) Language differences (speaking a non-native language can
lead to miscommunication, even people speaking the same language can experience
miscommunication because the same word can mean something hugely different); (3)
Nonverbal misinterpretations (we send and receive wordless messages through body language,
facial expression, and eye contact, even the style of clothing or room furnishings communicates
with us and sends a message); (4) Preconceptions and stereotypes (culture influences the way
we see the world, preconceived notions and stereotyping occur when “oversimplified”
characteristics are used to judge a group of people or an individual associated with a group); =
(5) Tendency to evaluate (we tend to interpret the message or the action through our cultural



https://doi.org/10.15414/2021.9788055223360

"THEORY AND PRACTICE OF THE INTERNATIONAL MANAGEMENT AND ENTREPRENEURSHIP IN MULTICULTURAL ENVIRONMENT"
DOI: https://doi.org/10.15414/2021.9788055223360

lens and we often evaluate the message or behaviour as “good” or “bad” without really
understanding the original intent); (6) High anxiety (misunderstanding what is appropriate or
expected can increase our anxiety, incorrect communication or misunderstanding can be a direct
result of it).

2. Data and Methods

Article examines international aspects of corporate culture in multinational companies
operating in Slovakia. Study based on the analysis of three groups of variables (nationality of
employees, communication language and corporate culture and misunderstandings) with the
focus on differences between them according to ownership structure and region of headquarters.
Study based on the premise that the share of foreign ownership capital (capital of mother
company) affects applied strategy of corporate culture visible thorough the filling of positions
and thus the language used in corporate communication, which secondarily can cause cross-
cultural misunderstandings. The purpose of including variable region of headquarters was to
find possible differences in applying corporate culture in companies from differ regions.
Study examined 200 subsidiaries of multinational companies operating in Slovakia. For the
inclusion in the study, we placed only two requirements on the participating entities: legal
personality (the entity had to be registered in the Commercial Register of the Slovak Republic)
and participation in a multinational company (company had to be a subsidiary of a foreign
parent company). Neither the form of entry into the Slovak market nor the nature of the
relationship with the parent company were a condition for this purpose, given that we consider
them to be variables. Study was conducted as online questionnaire survey. For purpose of this
article, only a part of larger survey aimed at various aspects of international management and
entrepreneurship was used. This part of survey included 210 answers, but after data adjusting
(Munk, et al., 2013) and excluding incomplete answers, the sample was narrowed to 200
respondents. Descriptive statistics of the sample shows Table 1.

Table 1: Descriptive statistics

vi | v2 o1 |Q |Q3 |4 |05 |06 | Q7 [ Q8 | Q9 |Q10|QIl |QI2
Mean 49 1.68 3.63 2.28 1.7 1.5 2.31 1.95 1.83 1.99 2.7 1.87 1.5 2.94

Std. Error 0.098 | 0.084 | 0.049 | 0.059 | 0.018 | 0.042 | 0.058 | 0.063 | 0.049 | 0.034 | 0.027 | 0.052 | 0.048 | 0.084
of Mean

Median 5 1 4 3 1 1 3 2 2 2 2 2 1 3
Std. 1.39 | 1.194 | 0.698 | 0.828 | 0.256 | 0.593 | 0.816 | 0.885 | 0.688 | 0.481 | 0.376 | 0.734 | 0.673 | 1.195
Deviation

Variance 1.932 | 1.425 | 0.487 | 0.685 | 0.065 | 0.352 | 0.665 | 0.783 | 0.473 | 0.231 | 0.141 | 0.539 | 0.452 | 1.428

Range 4 3 3 2 1 2 2 2 2 2 2 3 3 3

Minimum 1 1 1 1 1 1 1 1 1 1 1 1 1 1

Maximum 5 4 4 3 2 3 3 3 3 3 3 4 4 4
Source: Own calculations

For the purpose of the study the four groups of questions were set. The first group includes
sorting questions (the share of Slovak and foreign ownership, region of the registered office of
parent company, size of the company and primary business area) out of which first two were
selected as testing variables for further analyse of statistical significances. According to limited
scope of this paper, other variables were not analysed. Other three groups (nationality of
employees, communication language and corporate culture and misunderstandings) includes
together nine questions market as Q4-Q12 as shows Table 2.
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Table 2: Design of questionnaire
Topic Question Code Options.
Ownership structure (share of Slovak | V1 100 % Slovak -1; 75-99% Slovak-2; 50-74%
and foreign ownership) Slovak-3; 25-49% Slovak — 4; 0-25% Slovak-5;
" 100% Foreign-5.
&)
g Region of headquarters (region of the | V2 European Union - 1, Europe outside the EU-2,
£ registered office of parent company) Asia -3, USA-4
5
S
ap Size of the company (Number of | QI Micro enterprise - 1; Small enterprise - 2;
'g employees) Medium-sized enterprise - 3; Large enterprise- 4
w2
Primary business area Q2 Trade - 1; Services -2; Production- 3
. What are the positions most often | Q3 Senior managers- 1; Middle Managers - 2;
§ held by members of the home country Workers — 3
% (country of headquarters)?
£
cg What are the positions most often | Q4 Senior managers- 1; Middle Managers - 2;
> held by members of the host country Workers — 3
= (Slovakians)?
g
ug What are the positions most often | Q5 Senior managers- 1; Middle Managers - 2;
Z held by third country nationals? Workers — 3
In which language senior | Q6 English -1; Slovak - 2; Other - 3
management communicates most
5 often?
s
= In  which language  middle | Q7 English -1; Slovak - 2; Other - 3
= management communicates most
=
S often?
w
g In  which language operative | Q8 English -1; Slovak - 2; Other - 3
g management communicates most
g often?
S
In  which  language  workers | Q9 English -1; Slovak - 2; Other - 3
communicates most often?
How often do misunderstandings | Q10 Never — 1; Sometimes- 2, On average — 3; Often
occur due to the use of different —4; Very often -5
g g, languages?
g .g How often conflicts occur as a result | Q11 Never — 1; Sometimes- 2, On average — 3; Often
3 g of clashes between members of —4; Very often -5
o g diverse cultures/nationalities?
=]
% § Which model of corporate culture | Q12 Geocentric-1;  Regiocentric-2;  Polycentric-3;
§‘ ‘g does the company apply? Global- 4

Source: own design

Methodically is study divided into descriptive part and part of testing hypothesis. The first part =
describes variables and their frequencies. The second one based on statistical testing of two set
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hypothesis. This part includes the Shapiro Wilk test of normality used with the result that our
examined data are skewed and kurtosis and therefore they do not come from normal
distribution. Next, the Durbin — Watson test of autocorrelation (Abrahamse and Louter, 1971)
was conducted to prove that there is no autocorrelation between variables. According to these
outcomes, the Kruskal-Wallis nonparametric test was chosen to asset the differences among
sample (Kruskal and Wallis, 1952; Rimarc¢ik, 2007) with the hypothesis:

e HO: There is no statistically significant difference in aspects of corporate culture
between observed variables.
e HI: there is a statistically significant difference in aspects of corporate culture in
companies with various ownership structure.
e H2: there is a statistically significant difference in aspects of corporate culture in
companies which headquarters reside in different regions.
For evaluation of the results, the computed p-value lower than the significance level alpha=0.05,
indicates to reject the null hypothesis HO, and accept the alternative hypothesis Ha. Used
significance level of 5% (p = 0.05) indicates, that the risk of rejecting the null hypothesis we
reject the correct hypothesis is exactly 5% (Cyhelsky and Sucek, 2009). Descriptive statistics
and testing of hypotheses were processed by using SPPSS software.

The scope of this study does not allow us to conduct larger statistical analysis of significances
between variables. Therefore, for future research we recommend including also analyse of
statistically significant differences between size of the company (Number of employees) and
primary business area and other variables. Also, remarkably interesting would be enlarge study
also for cultural dimensions (Hofstede, 2001; Hoftede, et al., 2010).

3. Results and Discussion

Study examines international aspects of corporate culture in Slovak affiliates of multinational
companies. It analyzes three groups of variables (nationality of employees, communication
language and corporate culture and misunderstandings) with the focus on differences between
them according to variable ownership structure and region of headquarters.

The first group includes sorting characteristics such as ownership structure, region of
headquarters, size of the company and primary business area.

Table 3: Frequencies V1

Fr N Percent Valid Cumulative
equency eree Percent Percent

1 13 6.5 6.5 6.5

2 29 14.5 14.5 21
. 3 19 9.5 9.5 30.5

Valid

4 5 2.5 2.5 33

5 134 67 67 100

Total 200 100 100

Source: Own calculations

Ownership structure (Table 3) of selected companies was calculated as the share of Slovak and
foreign ownership and questionnaire includes range of 5 various answers. With this variable is
connected the base premise of the study that the share of foreign ownership (capital of mother
company) affects applied strategy of corporate culture visible thorough the filling of positions
and thus the language used in corporate communication, which secondarily can cause cross- |m=
cultural misunderstandings. As shows Table 3, exclusively Slovak capital in ownership (M
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structure has only 13 of examined companies (6,5%); 75-99% of Slovak capital has 14,5% of
them and 50-74% has 19% of them. Just 9.5% of examined companies has 25-49% of Slovak
ownership; and another 2.5% just the share of 0-25%. Majority of subsidiaries in Slovakia
(65%) are fully owned by mother company (100% foreign ownership).

Table 4: Frequencies V2

Frequenc Percent Valid Cumulative
a Y Percent Percent
1 144 72 7 -
i 2 16 8 3 20
Valid
! 40 20 20 100
Total 200 100 100

Source: Own calculations

The region of headquarters was selected as second variable. It shows the region in which
headquarters of parent company has registered office. As shows Table 4, most multinationals
who operates in Slovakia has headquarters in European Union (72/%), in Europe outside the
EU seats just 8% of them and 20% has headquarters in USA. From other regions were no
entities (Table 4)

Table 5: Frequencies Q1

Frequency Percent Valid Cumulative
Percent Percent
1 3 3 3
2 7 3.5 3.5 6.5
Valid 3 43 215 s S
4 144 72 7 100
Total 200 100 100

Source: Own calculations

The third characteristic was a size of the company (Table 5) explained by the number of
employees according to EC (2003). Just 3% of examined affiliates of multinationals in Slovakia
are micro enterprises with less than 10 employees and 3.5% of them are small enterprises under
50 employees. Over 21% were medium-sized enterprises with 50 to 250 employees and
majority of them were large enterprises (72%) with more than 250 employees.

Table 6: Frequencies Q2

Frequenc Percent Valid Cumulative
4 Y Percent Percent
1 48 24 24 24
i 2 48 24 24 48
Valid
3 104 52 5 100
Total 200 100 100

Source: Own calculations

According to structure of primary business area examined companies operates we can conclude
that 24% of them operates in trade and the same share of them in Services. The more than half
of them (52%) primarily operates in production (Table 6)

The second group of questions aimed at nationality of employees and describes positions most =
often held by members of the home country, host country and third country nationals. D
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Table 7: Frequencies Q3

Frequency Percent Valid Cumulative
Percent Percent
1 186 93 93 93
Valid 2 14 p . =
Total 200 100 100

Source: Own calculations

At the beginning of this part, we calculated distribution of members of the home country or
country of headquarters across positions in company. There is no surprise that (93%) examined
companies were managed by home country nationals or employees sent by mother company
from headquarters to manage foreign subsidiary. These expatriates practically held positions in
senior management or top management. Only 7% of examined companies have home country
nationals only in middle management and there is no evidence of companies where expatriate
from headquarters held worker position (Table 7).

Table 8: Frequencies Q4

Fr N Percent Valid Cumulative
cquency eree Percent Percent
1 111 55.5 55.5 55.5
. 2 79 39.5 39.5 95
Valid
3 10 5 5 100
Total 200 100 100

Source: Own calculations

Different situation was identified in case of Slovak employees or we can say members of the
host country. Only half (55,5%) of examined companies were led by Slovak managers.
Additional 39.5% of them have Slovaks just at middle management positions and the rest of
them (5%) have no Slovaks in management at all (Table 9).

Table 9: Frequencies Q5

Fr N Percent Valid Cumulative
cquency eree Percent Percent
1 45 22.5 22.5 22.5
) 2 49 24.5 24.5 47
Valid
3 106 53 53 100
Total 200 100 100

Source: Own calculations

In case of third country nationals or employees from third countries (out of home or host country
of multinational company) we identified that in Slovakia they take part in senior management
just in 22.5% of examined companies and almost the same share of them (24.5%) of them
involve third country nationals in middle management. As expected, the most of examined
companies (53%) employ people from third countries just as workers.

The third part of questionnaire study aimed at langue which is usually use for communication
in examined companies. These questions relate to the fact that multinationals employ people of  jud
different nationalities and consequently of different native languages. Therefore, these (J7J
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companies must find the way of effective communication which means that for example in
situation of prevailed number of senior managers from home country and middle managers
from host country with the workers from third country they choose to use different languages.

Table 10: Frequencies Q6

Fr N Percent Valid Cumulative
cquency eree Percent Percent
1 82 41 41.6 41.6
) 2 43 21.5 21.8 63.5

Valid

3 72 36 36.5 100

Total 197 98.5 100
Missing System 3 1.5
Total 200 100

Source: Own calculations

For the purpose of this part of study we examined the language in which senior management
communicates most often (Table 10). In 41% of examined companies' senior management
communicate mostly in English. Slovak langue using on level of senior management just 2.5%
of companies and surprisingly 36% of multinationals use also other language (depending on the
country of headquarters).

Table 11: Frequencies Q7

Fr N Percent Valid Cumulative
cquency eree Percent Percent
1 67 335 335 335
) 2 100 50 50 83.5
Valid
3 33 16.5 16.5 100
Total 200 100 100

Source: Own calculations

The same analysis in case of language used at middle management level we find different
approach since English is used just in 33.5 % of examined companies and other language in
16.5%. The half of examined subsidiaries using mostly Slovak language at middle management
level (Table 11).

Table 12: Frequencies Q8

Fr N Percent Valid Cumulative
cquency eree Percent Percent
1 24 12 12 12
) 2 154 77 77 89
Valid
3 22 11 11 100
Total 200 100 100

Source: Own calculations

With the purpose of examine possible differences in using language at middle and operative
managerial level we include also question regarding situation at operative level of management
(Table 12). Surprisingly, the difference was found, since at operative level use English just 12%
of examined companies and Slovak language using 77% of them. Other languages are of use
just in case of 11%.

o1
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Table 13: Frequencies Q9

Frequenc Percent Valid Cumulative
a Y Percent Percent
1 8 4 2 p
- 2 171 85.5 85.5 895
Valid
3 21 10.5 10.5 100
Total 200 100 100

Source: Own calculations

Consequently, we examined the language in which workers communicates most often (Table
13). Workers use English just in 4% of examined companies, other language in 10.5% of them
which can be connect with the amount of third country workers in Slovak economy. They come
mainly from Romania, Serbia, and other Balkan countries. Despite this, it is no surprise that
workers usually use Slovak language, what is confirmed in 85.5% of examined companies.
The last part of our study aimed at corporate culture and misunderstandings connect with it.
These misunderstandings can occur in connection with every aspect of corporate culture but
generally the most exposed is cross-cultural communication.

Table 14: Frequencies Q10

Frequency Percent Valid Cumulative
Percent Percent
! 65 325 32.5 3.5
2 101 50.5 50.5 33
Valid 3 30 s s o5
: 4 2 2 100
Total 200 100 100

Source: Own calculations

The cross-cultural communication involves problems of communication across nationalities
and cultures but despite considerable cultural differences between people, generally
misunderstandings occurs firstly when they use different languages. In examined companies,
these types of misunderstandings occur often just in case of 2% of them, on average it is in
15%. Very positive is, that in no examined company representatives indicate very often
occurrence of intercultural misunderstandings (Table 14). It has to be mentioned that these
problems never occur in 32.5% of examined companies and in more than a half of them (50.5%)
it is just sometimes.

Table 15: Frequencies Q11

Frequency Percent Valid Cumulative
Percent Percent
1 119 59.5 59.5 59.5
2 63 31.5 31.5 91
Valid 3 17 8.5 8.5 99.5
4 1 0.5 0.5 100
Total 200 100 100

L1
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Source: Own calculations

As was mentioned, the significant source of cultural misunderstandings can be
misunderstanding spitting out of the clash of multiple cultures. As in previous case, the very
often occurrence of them was not identified in our sample and often occurrence we find in just
0.5% of these companies. On average occurrence was identified in case of 8.5% companies.
Incredibly positive is that conflicts because of clashes between members of diverse cultures or
nationalities never occurs in more than a half of examined companies (59.5) and sometimes in
31.5% of them (Table 15).

Table 16: Frequencies Q12

Frequency Percent Valid Percent Cumulative Percent
1 40 20 20 20
2 29 14.5 14.5 345
Valid 3 35 17.5 17.5 52
4 96 48 48 100
Total 200 100 100

Source: Own calculations

Last question of our study aimed at the model of corporate culture which companies applies.
Just 14.5% of examined companies apply regiocentric strategy, 17.5 % use polycentric strategy,
20% of them use geocentric strategy and 48% of them use global one (Table 16)".

Study examined three groups of variables (nationality of employees, communication language
and corporate culture and misunderstandings) with the focus on differences between them
according to variable ownership structure and region of headquarters. These differences were
statistically analyzed with the use of SPSS software.

Table 17: Kruskal Wallis Test- Grouping Variable: V1

Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12
Kruskal- 13.323 | 5.105 | 2.708 | 5.614 | 9.207 | 0.388 | 8.63 2.397 | 5.899 | 5319 | 4.172 | 9913
Wallis H

df 4 4 4 4 4 4 4 4 4 4 4 4
0.

Asymp. 0.01 0.277 | 0.608 | 0.230 056 | 0.983 | 0.071 | 0.663 | 0.207 | 0.256 | 0.383 | 0.042
Sig.

Source: Own calculations

Study based on the premise that the share of foreign ownership (capital of mother company)
affects applied strategy of corporate culture visible thorough the filling of selected positions
and thus the language used in corporate communication, which secondarily can cause cross-
cultural misunderstandings. For this purpose, the two hypotheses (H1 and H2) were set. A
Kruskal-Wallis H test showed that there was a statistically significant difference in ownership
structure just in case of two variables. Therefore, we can reject the null hypothesis Ho and adopt
a hypothesis HI in case of Q1 and Q12 (Table 17). The significant differences in ownership
structure were found between micro, small and medium size enterprises with the ¥2(2) =13.323
and p = 0.010. In addition, these differences were identified between companies with different
type of applied strategy of corporate culture with the ¥2(2) = 9.913 and p = 0.042 (Table 17).

Table 18: Kruskal Wallis Test- Grouping Variable: V2
QL Q2 |03 |04 |05 |Q6 Q7 Q8 [Q9 |0Q10 |Qll [QI12

8T
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Kruskal- 0.71 1.558 5.57 | 4.658 | 6.881 | 11.404 | 0.225 | 0.924 | 2.784 1.8 3.535 | 3.123
Wallis H

df 2 2 2 2 2 2 2 2 2 2 2 2

Asymp. 0.701 | 0.459 | 0.062 | 0.097 | 0.032 0.003 0.894 0.63 0.249 | 0.407 | 0.171 0.21
Sig.

Source: Own calculations

Finally, our study is closed with the Kruskal-Wallis H test according to variable region of
headquarters (region of the registered office of parent company) connect with the hypothesis
H2. Among all examined variables we can adopt this hypothesis in case of Q5 and Q6. These
outcomes (Table 18), indicate statistically significant difference in regions of their headquarters
between companies with various positions most often held by third country nationals ¥2(2) =
6.881 and p = 0.032 and between companies which different language which senior
management communicates the most often ¥2(2) = 11.404 and p = 0.003.

4. Conclusion

Article examines international aspects of corporate culture in multinational companies
operating in Slovakia. Study based on the analysis of tree groups of variables (nationality of
employees, communication language and corporate culture and misunderstandings) with the
focus on differences between them according to ownership structure and region of headquarters.
Conducted questionnaire study examined 200 subsidiaries of multinational companies
operating in Slovakia selected by stratified randomization with the requirements of individual
legal personality and participation in a multinational company.  Majority of examined
subsidiaries (65%) are fully owned by mother company, they were large enterprises with more
than 250 employees (72%) and has headquarters in European Union (72/%). The more than half
of examined companies (52%) operates primarily in production, 24% in trade and the same
share in services. Just 14.5% of them apply regiocentric strategy, 17.5 % use polycentric
strategy, 20% geocentric strategy and 48% global one. This fact also supports the share of
foreign ownership capital which affects applied strategy of corporate culture visible thorough
fact that 93% of examined companies were managed by expatriates sent from headquarters to
lead foreign subsidiary. Only a half (55,5%) of them have Slovakians in senior management,
5% even have no Slovakians in management at all. Employees from third countries are in 53%
of examined companies just workers. In 41% of them senior management communicate mostly
in English. The middle management level use Slovak language at half of them, the operative
managers use it in 77% of examined companies. Workers use usually Slovak language but at
10.5% it is native language of third country nationals. Positive is, that despite this diversity in
no examined company representatives indicate very often occurrence of intercultural
misunderstandings, in more than a half of them (50.5%) it occurs just sometimes. Conflicts as
a result of clashes between members of diverse cultures or nationalities never occurs in more
than a half of them (59.5%) and sometimes in 31.5%.

The significant differences in ownership structure were found between micro, small and
medium size enterprises. These differences were identified also between companies with
different type of applied strategy of corporate culture. Interesting also is statistically significant
difference in regions of headquarters between companies with various positions most often held
by third country nationals and between companies which different language which senior
management communicates the most often.

Despite the quite large extend of this study it still has some limitations. In respect of them we
recommend for future research to conduct analysis of statistically significant differences [
between size of the company (number of employees) and primary business area and other (O
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variables. Also, methodically would be essential to enlarge study of cultural dimensions
(Hofstede, 2001; Hoftede, et al., 2010).

Findings of this study are of remarkable use in future research aimed at internationals operating
in Slovakia and in larger region of V4 or EU. There is also essential possibility to use our
findings in education process, mainly in case of course International Management and
Entrepreneurship which took place at universities involved in the project KEGA 005SPU-
4/2019.
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Abstract

Nowadays there are differences in the interpretation of the "investment" concept by different
economic schools and scientific trends. This situation complicates the interpretation of the final
results of investment development at the micro and macroeconomic levels, and it leads to
conceptual mistakes in the calculation of gross investment, and even reflected in the reliability
of some statistical reporting. Besides, such a situation necessitates the generalization of
theoretical approaches to defining the category of "investment" and creating a single semantic
space in this area. These actions will improve the classification of forms and types of
investment, justify their implementation, and clarify the essence of various related concepts.
During our research, the main approaches to the interpretation of the "investment" concept
were considered, the essence of investments and investment activities was specified. Besides,
the directions of investment activity of the different countries were analyzed.

Keywords: investment, theoretical approaches, investment activity
JEL classification: E22, E66

Introduction

The modern development of Ukraine's economy is impossible without expanded reproduction
of production, introducing modern scientific technologies. This situation fully applies to
agriculture, which directly affects the increase in employment in rural areas, the implementation
of infrastructure projects, and the achievement of high living standards. All these processes
require an increase in investment in agricultural production by attracting new investment. The
need to accelerate the pace of structural adjustment of agriculture in a limited competitive
environment is particularly acute in recent years due to the long moratorium on the market
turnover of agricultural land.
In the transformational conditions of the country's development, investment is the most
important means of providing conditions for the market economy development, structural
changes in the economy and improving the quality of economic activity in general and
agriculture in particular. The origin of the term "investment" is associated with the German "
investition " or Latin "investure", "insvestio", which translates as "dress, endow, invest".
The perspective of implementation such a market raises a number of issues of the theoretical
plan, in particular:

e formation of a new rural development policy and its natural component - investment N

policy in agriculture, taking into account the requirements of rational land use;
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e definition of strategic tasks of agricultural development, its main beneficiaries and their
social responsibility for socio-economic development of the village;

e further improvement of legislative and normative-legal regulation of investment activity
on the basis of modern methods of land accounting, their owners, etc .;

e providing scientific and expert substantiation of directions, means and methods of
realization of investment activity in agriculture;

e substantiation of the possibilities of the state's influence on the sources, volumes and
conditions of investment activity in agriculture, in particular, the restriction of state
regulation.

The purpose of the article is to reveal and generalize the existing approaches to defining the
category of "investment", clarifying the essence of this concept in the context of the purpose of
their implementation, harmonization of basic related concepts.

Ukrainian and foreign scientists' opinions about the "investment" concept

Determining the essence of investment in the economy is specific to different countries based
on the level of development, socio-cultural characteristics and so on. In Western countries,
investments are often understood as the purchase of securities (stocks, bonds), while in Ukraine
they are equated to the term "capital investment".

Shevchuk and Rogozhin claim that investments have a financial and economic definition. By
economic definition, investments are expenditures on the creation, expansion, reconstruction
and technical re-equipment of fixed capital, as well as unrelated changes in working capital, as
changes in inventories depend largely on the movement of fixed capital expenditures. From a
financial point of view, investments are all types of assets (funds) that are invested in economic
activities for the purpose of obtaining income (Shevchuk, Rogozhin, 1997).

Keynes argued that on the one hand investment is an increase in the value of capital goods, and
on the other - the cost of productive consumption of newly created material goods and services,
and investation is a flow increase in the value of capital assets as a result of production activities.
the use of that part of the profit which has not been used for consumption (Keynes, 2018).
Kirichenko and Kharchenko, believe that from a financial point of view, investment is a system
of economic and other relations concerning the circulation of capital, which is advanced in the
form of money, property, innovation and intellectual values in objects of entrepreneurial and
other activities in order to benefit from the process of expanded reproduction. From an
economic point of view, investments are expenditures on the creation, expansion,
reconstruction and technical re-equipment of fixed capital, as well as related changes in working
capital (Kirichenko, Kharchenko, 2010). Krupka gives an example of the fact that depending
on the object of investment are different. The scientist notes that "in particular, what is an
investment for an individual will not be for the economy as a whole." However, according to
the macroeconomic approach, investments consist of three parts: productive investments, or
investments in fixed capital, investments in housing construction and investments in stocks, and
inevitably create new capital (Krupka, 2012).

The investment attractiveness of the state is one of the important quality characteristics for the
investor. Muzychenko (2000) notes that the investment attractiveness of regions is determined
by the action of a system of factors of both objective and subjective nature. The objective ones
include the socio-economic features of the investment attractiveness of the regions, the main
directions of structural transformation of their economy (Mayorova, 2014). Investors prefer
industrially developed economically advantageous regions. Subjective factors are directly
related to the nature of local government actions aimed at creating a favourable investment
climate to attract foreign investment into the region's economy. Besides, according to (y)
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Muzychenko, investment activity is determined by two main characteristics: investment
attractiveness and investment climate. These two categories are quite important in investment
theory. Another category that needs research is "investment activity".

According to the Law of Ukraine “On Investment Activity” (Verkhovna Rada of Ukraine,
1991d) “investments” are all types of property and intellectual values invested in objects of
entrepreneurial and other activities, as a result of which profit (income) and/or the social and
ecological effect is reached. According to the Law, property and intellectual values are:

e funds, target bank deposits, shares, stocks and other securities;

e movable and immovable property;

¢ intellectual property rights;

e aset of technical, technological, commercial and other knowledge, designed in the form
of technical documentation, skills and production experience necessary for the
organization of a particular type of production, but not patented, "know-how";

e rights to use land, water, resources, buildings, structures, equipment, as well as other
property rights;

e other values.

Some scholars point out that certain provisions of the Law of Ukraine "On Investment Activity"
misinterpret the concept of "investment". In particular, Peresada (2017) points to the following:

e material investments are directed not only to create a profit (income) or achieve a social
effect but also to other forms of development and increase the market value of the
enterprise, which is reflected in the growth of the amount of invested capital. Western
economists emphasize investing as the main goal;

e the object of investment activity specified in the Law needs to be clarified. If the purpose
of investment is to increase the amount of invested capital, then such capital should be
invested only in the objects of entrepreneurial activity, as its direction to the objects of
social, charitable activity, sponsorship will not lead to such growth. In this case, the
term "financing" rather than the investment is more appropriate to denote investment
(Peresada, 2017).

Tatarenko explains that investment activity is a consistent, purposeful activity that consists in
the capitalization of property, in the formation and use of investment resources, regulation of
investment processes and the international movement of investment and investment goods,
creating an appropriate investment climate and aims to make a profit or a certain social effect
(Tatarenko and Lieutenant, 2018).

Kachur (2015) defines the essence of investment activity: "it is the process of realization of
investments, ie investment of material, financial resources and intellectual values in objects of
the economy and social sphere". Investment activity characterizes the investment process in
real terms with an emphasis on the organizational basis of its implementation and management
of this process. Based on the analysis of the approaches of economists to the definition of
investment activity, we can identify the main features of the interpretation of investment
activity: how you can invest available resources for profit or social impact; as a series of
measures aimed at transforming savings into investments; as a process of finding investment
resources, choosing effective investment objects; as an important part of the international
capital movement, etc. ”(Kachur, 2015).

Investment activities regulation in different countries

To improve the state regulation of investment activities, it is necessary to turn to foreign N9
experience. The development of investment has quite various directions in different countries. 4=
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Such a situation occurs primarily due to the specifics of economic development in different
regions and the factors that affect them. In many countries, government regulation creates
regulatory and socio-economic preconditions for intensifying investment processes and
strengthening the investment potential of regions.

Therefore, it would be appropriate to analyze the priority measures of state regulation of
investment activities, which are carried out in different countries by governments and
international organizations to address issues of attracting investment resources (Table 1).

Table 1. Priority measures to regulate investment activities in different countries

Category of countries

Priority measures of state regulation in investment activity

Britain, Germany, France,
the Netherlands, Australia)

Developed countries, | - formation of institutions that provide advisory support to
except Asian countries | investors;
(USA, Canada, Great | - establishment of tax benefits;

- state programs of financial support;
- development of public-private partnership in the investment
sphere.

Developed countries of

Asia (China, Japan)

- preferential tax regime;

- preferential state lending (from state banks of regional
development);

- means of customs regulation of agricultural products
(protectionist measures);

- investment consulting.

(Argentina, Brazil, Egypt,
Mexico, CIS
Eastern Europe)

countries,

Newly industrialized | - creation of centers of international investment programs to
countries (Singapore, | attract funding;

Thailand, South Korea, | - measures to stimulate the development of small enterprises;
Malaysia, UAE, Saudi | - preferential lending for the implementation of long-term
Arabia, Bahrain, Qatar, | programs for the development of agricultural areas (agricultural
etc.) clusters).

Developing countries | - preferential taxation;

- lending to small businesses;
- customs benefits for the export of agricultural raw materials;
- government Procurement.

Source: by the author according to the data (Gale and Gooch, 2018; World Investment Report 2019 / UNCTAD,
2019; Global Food & Agriculture Investment Outlook, 2018, Levandivs'kyy, 2019; Prokopchuk, Horbachova,

2018;)

Conclusion

It can be stated that investment activity should be defined as a system of purposeful actions of
specific entities (investors and other stakeholders of the process, including public authorities),
investing funds and/or other resources to generate income or other positive social effects. Thus,
investment is the use of all forms of financial, property and non-property (including human,
intellectual) resources necessary for economic activities, implemented in business projects and
programs and provide expanded reproduction of the process of social production.

Besides, considering the main existing approaches to the definition of investment, we can

conclude that this concept is quite multifaceted and manifests itself as a broad economic
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category. Researchers who study it do not have a single answer to the question of what is
"investment", what are the values and forms of investment, what is the object of investment and
what result the investor should get from their activities. Such contradictions are due to the
interpretation of the concept of "investment" from different points of view, according to each
area of their study. Therefore, this category should be considered in various aspects (financial,
economic, macroeconomic, technical, industrial, etc.), which will emphasize the importance of
certain aspects in certain areas in the formation of the concept of "investment", without
narrowing its essence.
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Abstract

Family business has had its place in the business world for several centuries. Family businesses
start at the national level and gradually become multinational corporations through
internalization. Globalization brings multinational companies a mix of cultures in all their
foreign branches. Family businesses are affected by the fact that corporate culture is
intertwined with family culture. Does the culture of the family influence foreign branches as
well, or do these companies behave in the same way as non-families after internationalization?
The main aim of this study is to analyze cultural freedoms in examined multinationals from two
points of view: describing the level of tolerance for selected freedoms and searching for
significant differences in these characteristics between family owned, family started (but no
longer owned) and non-family companies. From the research, we found that there is no
statistically significant difference between the marital status of society and the examined
characteristics.

Keywords: multinational companies, corporate culture, cultural freedom, subsidiaries,
Slovakia

JEL Classification: D02, F23, M14

1. Introduction

Each organization has its own unique set of shared beliefs, standards, values, and meanings that
defines its identity, acts as a unifying force, and distinguishes it from other workplaces. These
can be named as culture, in organizations understand as accepted way of behaving, interacting,
communicating, the prevailing ideology and the unwritten/unspoken guidelines of operations
in the organization, or its identity. An organization in which the employees show a shared
important level of understanding and commitment to the core values standards could be
regarded as having a strong culture unlike an organization where employees perform their
duties based on their personal vision and goals (Osuigwe, 2016). Organizational culture can
strongly shape the thinking of individuals across organization and be visible in their decision-
making processes and judgment. Therefore, it is necessary to communicate correctly and in
time so that mistakes in the organizational culture do not negatively impact business processes
(Johnson, 1987). Culture is based on shared interaction among individuals and shared symbols
of thinking as well. It is embedded permanently, but it must be continually in the process of
changes influenced by tension among individuals. It is marked by creative development and

N
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cultural innovation over time (Linstead and Mullarkey, 2003). Organizational culture
influences the further production development of the company and personnel as well. It
determines how the company adjusts to the changing external environment, what objectives it
sets, what methods it uses to accomplish these goals and the spiritual and physical development
of individuals (Osetrova, et al., 2019). Business competitiveness in the current globalized
environment strongly shows the need for the development of strategic framework for managing,
negotiating and communicating across cultures. Consciousness in cultural differences is
increasingly important in meeting the investment objectives of multinational corporations. A
good understanding and appreciation of the culture in which business is conducted can make
international managers effective and productive (Chaney and Martin, 2011).

What may be considered perfectly acceptable and natural in one country, can be confusing or
even offensive in another (Hofstede, 1991). Differences between employees are of key
importance at every workplace, but for multinational and multicultural environments it is twice
as important. Culturally conditional values and expectations are often a source of tension and
misunderstanding in such workplaces. Results of natural differences in cultures, varies from the
tendency of single payers to clamp down on their culture as the only correct one to ignorance
of the resulting prejudices towards other cultures and customs. Therefore, above all,
multinationals should pay close attention to knowledge and methods of eliminating cultural
differences and inequalities. Widely accepted is Hofstede's 6D Model of cultural dimensions
(Hofstede, 2001; Hoftede, et al., 2010) which describes following types of characteristics
between cultures: individualism and collectivism, masculinity and femininity, power distance,
uncertainty avoidance, long —term and short-term normative orientation, indulgence and
restraint.

A multinational enterprise can be characterized as an enterprise in which inter-agency
management is carried out, consisting of a process of planning, organizing, organizing people
and controlling in an international environment (Ubreziova et al., 2013). The expansion of
multinational enterprises occurred after 1989, when globalization allowed national enterprises
to do business internationally by implementing the North American Free Trade Agreement
(NAFTA) and establishing the World Trade Organization (WTO) (Apud et al., 2003).
Globalization is a process of bringing together and influencing economic, social and political
spheres of life in an international environment. Internationalization, the technological
revolution linked to industrialization processes, deterritorialization and liberalization fall under
the globalization process (Dudas et al., 2011). The precession of internationalisation is crucial
for the creation of a global enterprise. This process has become strategic about the importance
of growth and sometimes the survival of family businesses (Kontinen and Ojala, 2010).
Internationalization for enterprises threatens the geographical expansion of the foreign market,
but also the possibility to do business on foreign markets (Cihelkova, 2012).

Family business is the most widespread form of business in the world (Nordqvist et al., 2013).
Although family businesses are created as small firms, over time they can become
multinationals (Poza & Daugherty, 2014). Family businesses become international due to
global competitiveness (Johanson and Vahlne, 2009). The reasons for the company's entry into
the foreign market are sales growth, diversification, and globalization (Horska et al., 2018).
Some businesses succeed, but many do not, because the inability of companies and their
managers to adapt to the demands of the international environment is the root cause of the
failure of international business (Apud et al., 2003).

Many business failures in the international environment are attributed to a lack of intercultural
competence on the part of businesses (Johson et al., 2006). Intercultural competence is the
ability of individuals to function effectively in another culture (Gertsen, 1990). This failure
arises from a lack of understanding of the local economic, political and sociocultural N9
environment (Hill, 2001). Intercultural management often fails, where the performance of
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employees outside the homeland can be particularly demanding. These are contextual
influences that may hinder the effective functioning and intercultural communication of
(Glinow et al., 2004). Up to 40-55% of posted people abroad are failing (Black et al., 1999),
estimated at between $250,000 and $1 million in costs (Hill, 2001). It is estimated that
Emigrants in foreign branches leave the company within 2 years (GMAC, 2003). A globally
competent manager needs to have an overview of many foreign cultures, perspectives, tastes,
trends, technologies and approaches to business. He should be skilled at working with people
from many cultures, being able to adapt to life in other cultures, knowing how to communicate
with foreign colleagues as equals (Adler and Bartholomew, 1992). The functioning of
international management should involve 3 dimensions of interdependent dimensions: affective
dimension (personality traits and attitudes), cognitive dimension (how individuals acquire and
categorize cultural knowledge) and the communication dimension of behaviour (to be an
effective communicator) (Gertsen, 1990). A business culture can foster innovation and
company performance, but it can also be a hinder to the values that culture promotes (Naranjo-
Valencia et al., 2015).

Family businesses are based on strong social capital: they share a common language and stories,
norms, responsibilities, and high trust. They can build more efficient relationships with
suppliers, customers and other organizations (Kontinen and Ojala, 2010). They differ from non-
family companies in careful employee training and closer ties with customers are sought to
maintain business. In the international sphere, caring for these aspects can be difficult because
the cooperating partners are culturally and psychologically different and often territorially far
away. On the other hand, such care could lead to the establishment of particularly good
international relations once confidence is (Miller et al., 2008).

In each country has its values, attitudes, language, history, customs, rituals, etc. (Ubreziova et
al., 2013), affecting management in a given country. Unlike individual, the values of the
organization focus on common preferences, which are also presented externally. They are key
elements that define binding ideas affecting people's (Tureckiova, 2004). Attitudes constitute
positive or negative opinions taken against a person, problem or situation. Customs are
purposefully organized and help integration in the organization. The language reflects the
specific values and beliefs of the organization, while (Lukasova, 2004). Corporate rituals have
the most symbolic value to customs. It is a specific way of behaving in a specific place and in
a specific way (Kachanakova, 2003).

2. Data and Methods

Article examines cultural freedoms of employees of multinational companies in Slovakia with
the focus on differences between these freedoms in family, family started and non-family
companies. The reason of connection between family companies and cultural freedom is in a
widely used premise that family-owned companies are more tolerant to cultural expressions of
their employees since in these companies are stronger cultural background and pressure for
creating organizational culture based on respect for human rights and tolerance.

The main aim of this study is to analyze cultural freedoms in examined multinationals from two
points of view: describing the level of tolerance for selected freedoms and searching for
significant differences in these characteristics between family owned, family started (but no
longer owned) and non-family companies.

Study aimed at multinational companies operating in Slovakia, which direct us to reach out to
branches of multinational companies operating in Slovakia. The condition for stratified
randomization was for companies to be single legal entity registered in the Commercial Register
of the Slovak Republic and be a part of multinational company (to be a Slovak branch of a
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foreign parent company). The form of entry Slovak market or level of autonomy were not
important for the purpose of this study.

For the purpose of the study, we realized online questionnaire survey on the sample of 210
companies, but after data adjusting (Munk, et al., 2013) and excluding incomplete answers, the
sample was narrowed to 200 respondents. Descriptive of this sample presents Table 1. Our
problem was a part of larger study included various problems of international management and
entrepreneurship in Slovakia. For this study, only part of cultural freedoms was involved. This
part consists of seven ordinary questions (Q1-Q7) with the four possible closed answers and
one sorting question (QO) of three distinctive characteristics.

Table 1: Descriptive statistics

N Mean Std. Minimum | Maximum Percentiles
Deviation 25th 50th 75th
(Median)
Ql 200 1.85 0.831 1 5 1 2 2
Q2 200 1.825 0.948 1 5 1 2 2
Q3 200 1.675 0.896 1 5 1 1 2
Q4 200 2.685 1.325 1 5 2 2 4
Q5 200 2.42 1.246 1 5 1 2 3
Q6 200 2.64 1.364 1 5 1 2 4
Q7 200 2.65 1.377 1 5 1 2.5 4
Qo0 200 2.4 0.538 1 3 2 2 2

Source: Own calculations

For the purpose of the study, we set one sorting question QO and a set of variable questions
(Q1-Q7) as following:

Q0  Family status of the company; with alternatives:

e Yes, it was established as a family business and is still run by members of the founding
family (1);
e No, it's never been a family business (2);
e [t was created as a family business, but today it is no longer (3).
Q0-Q7 Degree of respect for cultural practices of employees; with alternatives:
Absolute freedom (1);
Few restrictions (2);
Significant limitations (3);
Very strong restrictions (4);
Absolute refusal (5).
The degree of respect for cultural practices of employees was anylsed from 7 perspectives:
Ql Space to celebrate holidays (stay at home with family, etc.);
Q2  Space to follow traditions (edgy female colleagues during easter, have a Christmas tree
at the workplace, etc.);
Q3 Space for speaking your native language/dialect;
Q4  Freedom to express yourself culturally through clothing (costume elements, ethnic
motifs, burqa, etc.);
Q5 Freedom to practice religious rituals (e.g., pray);
Q6  Option to listen to folk or national music at work;
Q7  Freedom to surround yourself with folk art.
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As enrichment of descriptive statistics of variables, the testing of set hypothesis was included.
At the beginning the Shapiro Wilk test of normality was used with the result that our examined
data are skewed and kurtosis and therefore they do not come from normal distribution, which
confirmed calculated p-value, histogram, and normal Q-Q plots. Next, the Durbin — Watson test
on autocorrelation (Abrahamse and Louter, 1971) proved no autocorrelation between variables.
Subsequently the Kruskal-Wallis nonparametric test was chosen to asset the differences among
sample (Kruskal and Wallis, 1952; Rimarcik, 2007) with the assumptions set as:

e HO: There is no statistically significant difference between cultural freedom in family-
run companies, family started companies and non-family companies which are
subsidiaries of foreign multinationals in Slovakia.

e Ha: There is a statistically significant difference between cultural freedom in family-run
companies, family started companies and non-family companies which are subsidiaries
of foreign multinationals in Slovakia.

Computed p-value lower than the significance level alpha=0.05, indicates to reject the null
hypothesis HO, and accept the alternative hypothesis Ha. The significance level of 5% (p =0.05)
indicates, that the risk of rejecting the null hypothesis we reject the correct hypothesis is exactly
5% (Cyhelsky and Sucek, 2009). Descriptive statistics (Table 1- 9) and testing of hypotheses
(Table 10) were processed by using SPPSS software.

This study aimed at cultural freedoms of employees in examined multinationals, but the scope
of the paper does not allow us to fully describe cultural context of freedoms and its connection
with the strategic approach of multinationals in applying preferred culture across companies
connected in multinationals. Study also do not aim to the description of cultural dimension and
cultural specifics in Slovakia and home countries of analysed multinationals.

3. Results and Discussion

We conducted research on the sample of 200 subsidiaries of multinational companies in
Slovakia with the aim to describe and analyse their attitudes to the corporate culture and
specifically cultural freedoms of their employees. Subsequently we connect stronger corporate
culture and greater tolerance in respecting the needs and values of individuals with family
businesses. While respecting this permit, we analysed the existence of statistically significant
differences between family-owned companies, companies which starts as family, but they are
not at the time and non-family business. Regarding this, calculating of frequencies was of key
importance.

Table 2: Frequencies Q0

Frequency Percent Valid Percent Cumulative Percent
Valid 1 25 12.5 12.5 12.5
2 142 71 71 83.5
3 33 16.5 16.5 100
Total 200 100 100

Source: Own calculations

As shows Table 2, there are 25 family-owned business in our sample (12.5%) and 33 companies
which starts as family, but they are not owned by it now (16,5%). Other 142 companies (71%)
can be considered non-family business. Our outcomes conflict with previous research of Mucha
et al., (2016) who claimed that family businesses make up about 60 to 80% of all businesses in
Slovakia.
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Table 3: Frequencies Q1

Frequency Percent Valid Percent Cumulative Percent
Valid 1 75 37.5 37.5 37.5
2 89 44.5 44.5 82
3 29 14.5 14.5 96.5
4 5 2.5 2.5 99
5 2 1 1 100
Total 200 100 100

Source: Own calculations

In Table 3, that multinational companies in Slovakia give their employees space to celebrate
the holidays. Absolute freedom is given by 37.5% of multinational companies that have adapted
to customs in the country, but up to 44.5% of companies respect these holidays with a few
restrictions. Significant restrictions were introduced by 14.5% of companies. There are also
corporations that have not adapted to the country and have very strict restrictions (2.5%) until
they absolutely reject these holidays (1%).

Table 4: Frequencies Q2

Frequency Percent Valid Percent Cumulative Percent
Valid 1 89 44.5 44.5 44.5
2 75 37.5 37.5 82
3 21 10.5 10.5 92.5
4 12 6 6 98.5
5 3 1.5 1.5 100
Total 200 100 100

Source: Own calculations

Traditions belong to the culture of each country and multinational companies are aware of it,
as we see in Table 4. As many as 44.5% of companies give employees complete freedom to
follow traditions. Several restrictions were imposed by 37.5% of companies. We can say that
up to 82% of multinational companies can adapt to the traditions of a given country. 10.5% of
companies have introduced significant restrictions, 6% of companies have very strict regulation
of traditions, and 1.5% of companies have introduced a complete rejection of traditions.

Table 5: Frequencies Q3

Frequency Percent Valid Percent Cumulative Percent
Valid 1 108 54 54 54
2 61 30.5 30.5 84.5
3 22 11 11 95.5
4 6 3 3 98.5
5 3 1.5 1.5 100
Total 200 100 100

Source: Own calculations

The language of each country is its symbol, in Table 5 we see that up to 54% of multinational W
companies speak the language of the country and in 30.5% only a few restrictions. Significant
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restrictions have been imposed by 11% of companies and only 3% of multinational companies
have very strict restrictions on the use of the national language. Absolute rejection manifested
itself in only 1.5% of companies. Significance of restrictions on the degree with a job position,
therefore, we can state that the higher the position, the stricter restrictions on communication in
the native language.

Table 6: Frequencies Q4

Frequency Percent Valid Percent Cumulative Percent
Valid 1 41 20.5 20.5 20.5
2 65 32.5 32.5 53
3 38 19 19 72
4 28 14 14 86
5 28 14 14 100
Total 200 100 100

Source: Own calculations

Freedom of expression through culture is very difficult in an international environment, as it
focuses on the global market. As we can see in Table 6, multinational companies largely
regulate the clothing of their employees. Only 20.5% of companies have complete freedom and
32.5% of restrictions. Significant restrictions have been imposed by 19% of multinational
companies, and the same number (14%) of companies have very strict restrictions on corporate

dress code and also reject cultural expression through clothing.

Table 7: Frequencies Q5

Frequency Percent Valid Percent Cumulative Percent
Valid 1 57 28.5 28.5 28.5
2 57 28.5 28.5 57
3 49 24.5 24.5 81.5
4 19 9.5 9.5 91
5 18 9 9 100
Total 200 100 100

Source: Own calculations

Religion is an intimate issue for every individual, as we see in Table 7. Thus, multinational
companies give employees absolute freedom of only 28.5% and, in the same number, a few
restrictions. Significant restrictions in religion blame 24.5% of companies and up to 9.5% of
multinational companies have very strict restrictions on religious rituals during working hours.
9% of companies have an absolute rejection of any religious rituals.

Table 8: Frequencies Q6

Frequency Percent Valid Percent Cumulative Percent
Valid 1 52 26 26 26
2 49 24.5 24.5 50.5
3 47 23.5 23.5 74
4 23 11.5 11.5 85.5
5 29 14.5 14.5 100
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‘ Total 200 100 100
Source: Own calculations

National music is not a typical problem of international management interest. However, these
are melodies typical of a particular nation in the national language. This turn involves many
options for listening to music, whether through the radio or through headphones. In Table 8, we
see that only 26% of multinational companies give complete freedom in listening to music in
the workplace, and we also see that 24.5% of companies have several restrictions on listening
to national music in the workplace. 23.5% of companies have significant restrictions, 1.5% of
multinational companies very strictly and up to 14.5% of multinational companies absolutely
reject national music and the workplace.

Table 9: Frequencies Q7

Frequency Percent Valid Percent Cumulative Percent
Valid 1 54 27 27 27
2 46 23 23 50
3 44 22 22 72
4 28 14 14 86
5 28 14 14 100
Total 200 100 100

Source: Own calculations

In recent years, folk art and folk patterns on clothing have gone back into fashion. In Table 9,
we see that employers largely check the dress code of their employees, which is understandable
for safety reasons in production or for conservative reasons in management. Only 27% of
companies give their employees complete freedom to surround themselves with traditional folk
art. 23% of companies have introduced a number of restrictions that employees must comply
with, and 22% of companies have significant restrictions on folk art issues. At the same time,
14% of multinational companies identified very strict restrictions and absolute rejection of folk
art.

Table 10: Kruskal Wallis Test - Grouping Variable: Q0

Q1 Q2 Q3 Q4 Q5 Q6 Q7

Kruskal-Wallis H 0165 | 0921| 0429 1317| 0523| 0387| 1362
df 2 2 2 2 2 2 2
Asymp. Sig. 0921 | 0631| 0807| 0518 0770| 0824| 0506

Source: Own calculations

Regarding set aim of the study we conducted Kruskall-Wallis test of the factor Q0 - Family
status of the company (with alternatives: companies established as a family business and is still
run by members of the founding family (1); companies which never been a family business (2);
companies created as a family business, but today it is no longer (3)) analysed with variables
Q1-Q7 (Table 10) with the assumption Ha: There is a statistically significant difference between
cultural freedom in family-run companies, family started companies and non-family companies
which are subsidiaries of foreign multinationals in Slovakia. Surprisingly, analysis shows no
significant differences since all calculated p-values are of higher numeric value than 0,05.
According this, we can reject the alternative hypothesis Ha and adopt the null hypothesis with Ul
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the result of no significant differences in evaluated cultural freedoms among family owned,
originally family owned and non-family subsidiaries of foreign multinationals in Slovakia.

4. Conclusion

Article examines cultural freedoms of employees of 200 Slovak affiliates of foreign
multinational companies with the focus on differences between family, family started and non-
family companies. We believe, that family-owned companies are more tolerant to cultural
expressions of their employees since in these companies are stronger cultural background and
pressure for creating organizational culture based on respect for human rights and tolerance.
Except describing the level of tolerance for seven selected freedoms we aimed at searching for
significant differences in these characteristics between mentioned types of companies.
Realised analyses of frequencies shows the ownership structure of examined subsidiaries with
the 12.5% representation of family-owned business, 16.5% companies which starts as family
businesses and 71% of non-family business. From the results of the questionnaire survey, we
learned that international companies largely respect the culture of the countries where their
foreign branches judge. They respect the country's traditions, but still the biggest restrictions
have been placed on work environment issues. According to realised subsequent statistical
analysis we can conclude no significant differences in evaluated cultural freedoms among
family owned, originally family owned and non-family subsidiaries of foreign multinationals
in Slovakia.

This study aimed at cultural freedoms of employees in examined multinationals, for the future
research we recommend enlarging problem of cultural context of freedoms and its connection
with the strategic approach of multinationals in applying preferred culture across daughter
companies in various cultural zones of host countries. Subsequently, we consider description
of cultural dimensions and specifics of home country and host countries as essential (with the
respect of impact of cultural stereotypes of third country nationals). Outcomes of this study can
be used in teaching process at faculties involved in project KEGA 005SPU-4/2019. Our results
can also help to multinationals involved in the study for better understanding of their cultural
climate as the base for improvement of the issue.
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Abstract

Globalization has a huge impact on the beverage industry, especially on alcoholic beverages
such as beer, wine, or other spirits. These changes could happen based on the consolidation
resulting from mergers, acquisitions, and joint ventures, and the strongest companies
expanding into new regions. During the last decades, multinational companies took over the
majority of the global beer market such as InBev, SABMiller, Anheuser-Busch, or Heineken.
This resulted mainly based on the effective marketing strategies of standardized products. The
main goal of this article is to provide an overall view on the effects of globalization in the
brewing industry, which completely changed the structure of this industry in several countries.
Based on the highly standardized global beer market, a completely new segment started to
emerge in most of the countries locally. This segment is characterized by the establishment of
several local microbreweries, which appeared to be a new trend. Craft breweries produce
unique beer products from local ingredients, representing tradition and originality that is the
exact opposite of the global beer products of multinationals.

Keywords: brewing industry, craft beer, globalization, microbreweries

JEL Classification: F63, L15, L66

1. Introduction

Globalization is still a frequently debated topic that affected the market of beer products, as
well. While it covers the concept of global capitalism and imperialism, some refer to
globalization as a force of progress, democracy, and increased standard of living. Supporting
the positive view, defenders of the idea of globalization agree that it generates fresh economic
opportunities, political democratization, cultural diversity, and the connection of the global
market and world. On the other hand, the critics of this phenomenon agree that it brings
increased domination and control by wealthier nations over the poor countries. Furthermore,
they agree that it causes cultural homogenization, undermines democracy, and supports the
destruction of the environment (Kellner, 2002). Since the early decades of the 20th century, the
volume of beer production has been increasing globally. Mainly Europe was the top beer
producer with the exception of the years after the 1950s when American and Asian countries
caught up with the strongest producers. Therefore, these changes together with other factors
strengthened the world beer trade (Bielekova, Pokriveak, 2020). In the 1990s, the beer market
was mainly characterized by restructuration and modernization, which caused some significant
changes. Strong brewing companies such as Heineken, Carlsberg, SABMiller, and AB InBev
entered the European market and consolidated the existing breweries. Industrial breweries were

W
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strengthened by technological, organizational, and marketing changes that enabled them to
reduce costs and increase profits. The result of these changes was the creation of an oligopolistic
market segment controlled only by a few corporations (Hunculak, 2004). The oligopolistic
market situation, the homogenization of beer products globally, and also other factors have led
to the rapid expansion of craft breweries in several countries. In this research paper, we provide
a universal overview of how globalization affected the brewing industry and what trends are
the effects of it. In general, microbreweries produce a so-called craft beer, that remains
unfiltered, brewed based on a traditional recipe with high-quality ingredients (Maier,
Fabianova, 2011). According to IBS, microbreweries are producing beer and then sell it in three
directions: through a wholesaler to retailers and then to customers; selling as a wholesaler, to
retailers, and then to customers; or directly to the customer through carry-outs or on-site sales
(Wesson, Neiva de Figueiredo, 2001).

1.1 Globalization in The Brewing Industry

Globalization caused many positive changes such as faster and more effective information
transfer, faster flow of ideas, intensification of social relations, that lead to the easy transfer of
the trend of craft beer production, as well (Wojtyra, 2020). Globalization in the food and
beverage industry results in several advantages. First of all, alcoholic products such as beer,
wine or other spirits become more standardized, which increases the overall quality of the
beverages available. Secondly, the global distribution networks are more effective
economically, and they create opportunities for economies of scale in production and
marketing. Furthermore, global goods can gain advantages from the global division of labour,
based on the comparative advantage among multiple countries to develop new products, gain
ingredients, diffuse technological advantages from more - to less - developed countries, place
manufacturing, and develop effective global marketing campaigns (Jernigan, 2009).
Furthermore, several researchers discuss the highly concentrated globalized segment of the
alcohol industry, that is under the control of a small number of global companies. Based on the
words of David Jernigan, the top five brewers own about 50% of the global market and the top
5 spirits companies own about 50% of the global spirits’ market. He also emphasizes the
importance of the employment of a high range of promoting activities (Anderson, Drummond,
Hellman, Rosengqvist, 2009). Additionally, industrial breweries are able to keep the prices lower
than microbreweries for their craft products. This is possible because industrial breweries have
more power to engage in anti-competitive practices that can be both legal or illegal by including
control over suppliers, distributors, retailers, and competitors. They have more power for
negotiating contracts with suppliers that results in lower costs for the ingredients. For example,
in countries such as the U.S., the largest firms provide to the distributors exclusive contracts
and cause high pressure to minimize the offers from other smaller competitors (Howard, 2014).

1.3 Craft Beer as a Product of Antiglobalization

There are several definitions for craft beer, depending on the country and its legal requirements
but the main difference between craft and industrial beers is in the type of ingredients (malts,
hop, yeasts), the application of not standardized processing conditions, and the combination of
beer styles (Baiano, 2021). Another difference is that craft breweries can experiment easier than
industrial producers (Mastanjevi¢ et al., 2019). The target customers of craft beer producers
remain in most of the cases local, which was also showed in an analysis by Wesson and Nieva
de Figueiredo (2001). The research showed that those microbreweries that sell their products
mostly on the local market, performed better than those that were expanding geographically.
This could be explained by the fact that orientation on the local market reduces distribution €
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costs, strengthens customer loyalty, and use limited resources more effectively and efficiently
(Wesson, Nieva de Figueiredo, 2001).

During the last years, also the dominant players on the market realized the increasing demand
for craft beer products and they reacted in various ways. One of them is the acquisition of craft
beer producers and the use of their influence on pubs and bars and therefore retailers to include
those craft beers within their references (Garavaglia & Swinnen, 2017). The next strategy is
joining the segment with a ,,crafty” brand. These are products inspired by craft beer products
that are easier to drink and cheaper than the original craft beer products. This strategy is
confusing the consumer since the brands are communicated as hand-crafted products (Baiano,
2021). In the U.S. the Brewers Association (2017) reacted to this trend by establishing the
,Independent Craft Brewer Seal that can be put only on products produced by craft brewers
(Codifava, 2018).

2. Data and Methods

Several types of research concluded that the number of craft breweries has rapidly expanded
during the last decade in Europe, also in small countries like Slovakia (Pokrivéak, Chovancova,
Lancaric, Savov, et al., 2019). In our research, the core information was microbrewery-specific
data obtained from The Brewers of Europe’s report (2020) and previous collections of data.
These years were chosen because most of the European countries are still experiencing the
“craft beer revolution” that can be clearly seen in Figure 1. Furthermore, the number of active
breweries is also increasing that as shown in Figure 2. which represents the data for the selected
European countries.

3. Results and Discussion

As it was introduced, globalization also affected the brewing industry and provoked several
trends. One of them is the expansion of microbreweries offering high-quality craft products
mainly locally, produced in smaller volumes. This trend can be noticed in several countries all
around the world. To demonstrate the rising success of microbreweries, we selected some
European countries with various cultures.

Table 1: Number of microbreweries in the selected European countries between years

2009 — 2018

2009 | 2010 | 2011 2012 | 2013 2014 | 2015 2016 | 2017 | 2018
Austria 103 101 97 92 109 109 114 123 129 126
Bulgaria 3 4 5 5 5 6 6 7 13 16
Czech Republic | 51 65 90 20 207 238 202 350 402 440
Estonia 3 3 3 4 7 12 17 30 40 50
Finland 14 22 22 27 22 25 41 55 104
France 263 322 373 433 504 566 690 850 1000 1450
Germany 628 646 659 666 673 682 723 738 824 853
Italy 242 294 336 407 491 505 540 718 693 692
Luxembourg 3 4 4 2 2 12 15 22 29 31
Malta 0 0 0 0 0 0 1 1 1 2
Norway 13 21 24 21 35 51 76 85 107 103
Portugal 0 0 1 3 12 30 60 89 115 115
Romania 0 0 2 2 3 7 15 20 31 50
Slovakia 9 14 20 26 28 29 39 48 55 57
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Spain 27 46 70 114 203 233 307 363 392 395
Sweden 21 33 50 70 100 149 214 270 328 369
Switzerland 232 280 313 328 363 440 573 703 818 933
Turkey 5 5 5 5 3 - 7 8 9 1
UK 694 778 898 1032 1192 1378 1527 1817 1878 1978

Source: Eurostat

Based on Table 1. for all of the observed countries there was at least a slight increase in the
number of existing microbreweries. As an example, in the Czech Republic, which is considered
a strong “brewing country” with rich brewing history, the number of microbreweries increased
from 51 to 440 between 2009 — 2018. The most significant increase is observable in the case of
the UK, where the number went from 694 to 1978. We collected the data for small countries,
such as Malta, as well. While in 2009 there were no existing microbreweries at all, in 2018
there were 2.

Table 2: Number of active breweries in the selected European countries
between 2009 - 2018

2009 | 2010 | 2011 2012 | 2013 | 2014 | 2015 | 2016 |2017 | 2018
Austria 172 172 170 173 194 198 214 235 273 298
Bulgaria 8 8 13 13 13 16 18 17 25 29
Czech Republic | 133 151 191 213 308 338 390 398 450 488
Estonia 6 6 6 7 10 15 20 33 43 53
Finland 18 25 25 30 30 49 59 82 - 104
France 322 387 442 503 580 663 793 950 1100 1600
Germany 1331 1333 1347 1340 1349 1352 1388 1408 1492 1539
Italy 256 308 391 421 509 599 688 757 868 874
Luxembourg 6 7 7 7 7 7 7 30 32 34
Malta 1 1 1 1 1 1 2 2 2 2
Norway 22 30 33 41 52 75 101 128 136 128
Portugal 7 7 8 9 18 22 30 34 45 64
Romania 21 18 17 17 18 22 30 34 45 64
Slovakia 15 19 25 30 38 39 51 61 68 73
Spain 47 65 88 132 221 332 427 483 521 538
Sweden 30 45 65 75 105 154 219 283 338 375
Switzerland 280 328 360 375 409 483 623 753 869 1021
Turkey 11 11 11 11 12 9 12 10 15 14
UK 745 828 948 1080 1240 1430 1580 1870 1930 | 2030

Source: Eurostat

The second condition we analyzed was the number of active breweries in the selected European
countries between 2009 — 2018. As it is shown in table 2. the number has increased in all the
observed countries, for example, in the UK the number went from 745 to 2030, in Portugal
from 7 to 64, in Spain from 47 to 538 or in Austria from 172 to 298. Both table 1. and table 2.
provide us the evidence of how craft beer products are getting more popular in various
countries.
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4. Conclusion

Considering all the information presented, we can conclude that globalization had a huge impact
on the global brewing industry. Basically, an oligopolistic market condition has been formed
with a few giants like InBev, SABMiller, Anheuser-Busch, or Heineken that dominate the
global brewing industry. Therefore, beer products became homogenized and that enabled the
creation of a new market segment represented by craft breweries. Hand-crafted beers that are
produced in low production volume by microbreweries are unique in taste, production process
and are sold mainly locally. As it is presented in our article, the number of microbreweries in
Europe has increased rapidly during the last decades that confirm the increase in the demand
for craft beer products all over the world. Consequently, the number of active breweries has
grown in Europe, as well. Giant industrial breweries realized this trend and consequently
reacted by the introduction of their own “crafty” beer products or by acquiring other small craft
breweries. This step can be for “real” microbreweries a slight threat since industrial breweries
are able to negotiate on the prices with the suppliers and therefore are able to sell their “crafty”
products for cheaper than local microbreweries. This can be really promising but confusing for
some of the beer consumers. Besides all the strengths of the industrial breweries, we still remain
optimistic and believe that the near future of local craft beer products and microbreweries will
still get brighter.
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Abstrakt

Energia je klicom k ekonomickému rastu Europy, ktory musi byt'v sulade s trvalo udrzatelnym
rozvojom. AvSak, vyuZivanie rastlinnej produkcie na riesenie energetickych probléemov nesmie
ohrozovat’ vyrobu potravin a krmiv, regenerdaciu podnej urodnosti a nesmie byt' v rozpore s
trvalo udrzatelnym rozvojom vyuzivania polnohospodarskej krajiny.

Jednym z hlavnych rieSeni ako systematicky znizovat energeticku zavislost clenskych statov
Eurdpskej Unie je stdl intenzivnejSie vyuzivanie obnovitelnych zdrojov energie, ktorymi s
solarna, geotermdlna, fotovoltaicka, vetrna, vodna energia a energia z biomasy. Prave tieto
druhy energii su vhodnou alternativou k vycerpatelnym zdrojom energie, ktorych cena bude
neustale narastat prave z dovodu ich vycerpatelnosti. Podla navrhov Eurdpskej Komisie je na
rozhodnuti clenskych §tatoch EU, ako najlepsie dosiahnut stanovené ciele v oblasti
obnovitelnych zdrojov energie. Hlavnym cielom prispevku je abalyza mnozZstva a druhu
energetickej plodiny ako suroviny urcenej na vyrobu bioetanolu a bionafty v rokoch 2011 —
2018 v EU28. Prispevok je doplneny o sledovanie mnozstva pddy urcenej na pestovanie
vybranych energetickych plodin v EU28 za obdobie 2010-2018.

KUlucové slova: biopaliva, bioetanol, bionafta, EU2S,

JEL Kod: O 13, Q 24, Q 56

1. Uvod

Spolo¢na pol'nohospodarska politika Europskej tunie, ktora bola zavedena zaciatkom
Sest'desiatych rokov minulého storocia, sa vyvinula podl'a spolocenskych zmien a poziadaviek,
najma pokial’ ide o jej ciele a implementacné nastroje. Ciel zvySenia pol'nohospodarske;j
produktivity (s cielom zabezpecit' potravinovi sebestacnost’) bol predovsetkym postupne
nahradeny opatreniami zameranymi na podporu pol'nohospodérskej udrzatelnosti a
ekologickych postupov v polnohospodarstve (World Commission on Environment and
Development, 1987). Zosuladenie 'udskych potrieb s potencidlom biosféry — to je prvorada
vyzva pre celé ludstvo. Ide nam o udrzate'ni budicnost’ spolocnosti a ekosystémov. Na
dosiahnutie trvalej udrzatel'nosti by sme mali biomasu pouZzivat’ v uzavretych aj otvorenych
cykloch. To vedie k dosiahnutiu obehovych bio ekonomickych procesov, ktoré budu
minimalizovat’ straty a odpad v priebehu vyrobnych, distribucnych aj spotrebnych cyklov
(goodwill.eu, 2017). V sucasnosti predstavuji fosilne paliva ako ropa, uhlie a zemny plyn
hlavné zdroje energie na svete. OCakava sa vsak, ze tieto zdroje energie sa vyCerpaju v priebehu
nasledujucich 40 - 50 rokov. (Saidur. R., Abdelaziz. E. A. et.al., 2011). Cudstvo spotrebuva
nadmerné mnoZstva energie, viac nez 80 % z fosilnych zdrojov; a o€akava sa, ze spotreba bude £
pocas nasledujtcich 40 rokov rast’ najmenej o tretinu s tym, ako svetovéa populacia narastie o
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d’al$ie dve miliardy I'udi ( Rhein. E., 2012). Medzi priklady biologicky rozloziteI'nych odpadov
patria slama, drevo, hnoj, ryzové Supky, odpadové vody a potravinovy odpad. Pouzitie paliv z
biomasy moZze preto prispiet’ k rieSeniu s nakladanim s odpadmi, aj ked’ nie st komplexnym
rieSenim tychto problémov (Davis, S.C. et. al., 2013). Podl'a ¢lanku zverejnené¢ho v Casopise
Biopaliva z roku 2010 je ropa Ciastocne tvorend zo starych lozisk rias. Niektoré vel'mi staré
loziska ropy su pripisované cyanobaktériam, aj ked’ identita povodcov je stale neista. Mladsie
loziska ropy pravdepodobne vznikli z eukaryotickych morskych rias, kokcolitoforidov a inych
mikroskopickych morskych rastlin. Tieto loZiska ropy su obmedzené zdroje a pomaly klesaju s
Pudskym vyuzitim. V dosledku toho vedci skumaju rézne alternativy (Vidyasagar, A., Live
Science Contributor, 2016). Biomasa a biopaliva vyrobené¢ z biomasy st alternativhymi
zdrojmi energie pre fosilne palivéa ako st uhlie, ropa a zemny plyn. Spalovanie fosilnych paliv
alebo biomasy uvoliuje oxid uhli¢ity (CO2), sklenikovy plyn. Dym, ktory vzniké spalovanim
dreva obsahuje Skodlivé latky, ako je oxid uhol'naty a rozne iné Skodlivé Castice. V dosledku
pouzivania dreva ako biopaliva, 'udia zberaji drevo rychlejSie ako stromy mozu narést’, a to
sposobuje odlesiiovanie. Vysaddzanim rychlo rasticich stromov na palivo méze pomoct’
spomalit’ odlesniovanie a zlepsit’ Zivotné prostredie. Pri spalovani komunalneho, tuhého odpadu
na vyrobu energie, v zariadeniach ur¢enych na vyrobu energie z odpadu, sa znizuje mnozstvo
odpadu na skladkach. Na druhej strane, spalovanie odpadu sposobuje znecistenie ovzduSia a
uvol'nenie chemickych latok do ovzdusia. Niektoré z tychto chemikalii mozu byt nebezpecné
pre I'udi a Zivotné prostredie, ak nie su riadne kontrolované (Bowd. R. Donovan N.W. et.al.,
2017).

2. Metodika

Objektom skumania je Europska Unia 28 ajej snahy o energetickli nezavislost. Hlavnym
cielom je analyza mnoZstva a druhu energetickych plodin ako suroviny urcenej na vyrobu
bioetanolu a bionafty. Prispevok sa sustred’uje na zhodnotenie v obdobi od 2010 — 2018 v EU
28. Sledovanie mnoZzstva pody uréenej na pestovanie vybranych energetickych plodin v EU 28
za obdobie 2010-2018 je ddlezitou sucast'ou prispevku.

3. Vysledky a Diskusia

V EU sa na pestovanie energetickych plodin kazdoroéne najviac vyuZivaju trvalé travnaté
porasty, ktoré v priemere tvoria okolo 60 milionov ha v celom sledovanom obdobi (obrazok 1).
Je to spdsobené tym, Ze v snahe znizovat’ stavy hospodarskych zvierat dochddza k zarastaniu
trvalych travnych porastov naletovymi drevinami. Tak isto d’al§i z moznych dévodov je, ze v
marginalnych oblastiach, kde nie je obhospodarovanie pol'nohospodarskej pody dostatocné,
dochadza k viacerym negativnym sprievodnym javom ako napriklad k postupnej degradacii
pody néletom burin a sukcesnymi procesmi. Prave pestovanie energetickych plodin pre
biomasu v tychto oblastiach je sposob, ako zachovat’ vegetaciu a zabezpecit’ udrzbu krajiny.

Druhou najvyuzivanej$ou plochou v EU28 je orna pdda, na ktorej sa uéelovo pestuji obilniny
ako energetickd plodina. Treba ale dodat, ze v sucasnosti je tito plocha vyrazne menej
vyuzivana (55,6 mil.ha — obrazok 1) v porovnani s rokom 2014, kedy sa tejto plochy vyuzivalo
o 2,8 miliona hektarov viac. Celkova vyuzivana pol'nohospodarska plocha uréena na pestovanie
obilnin sa od roku 2005 znizila az 0 4,1% t.j. 7,7 miliona hektarov.
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Obrazok 1: Mnozstvo pddy urcenej na pestovanie vybranych energetickych plodin v
EU28 v rokoch 2010 — 2018 (v mil.ha)
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Zdroj: European Commission - Medium-term prospects for EU agricultural markets and income 2018-2030,
vlastné spracovanie

V pripade olejnin vSak mézeme pozorovat ndrast vyuzivanej polnohospodarskej plochy
a v pripade krmovin sledujeme relativne stabilné vyuzivanie pddy. Oblasti, ktoré nie su
dostatocne alebo dokonca vobec vyuzité alebo opustené predstavuju az 15,8% z celkového
vyuzivania pody v EU28, &o predstavuje znaéné mnozstvo pddy, ktoré by sa dalo potencialne
vyuzit na pestovanie energetickych plodin. Takymito plochami disponuji krajiny ako
Chorvatsko, Grécko, Spanielsko alebo Velka Britania, kde percento opustenych
a nevyuzivanych oblasti tvori viac ako 25% z plochy vyuZitel'nej pre pestovanie energetickych
plodin. K takymto krajna sa radia aj krajiny ako Malta a Cyprus. No v tychto dvoch krajinach,
je vzhl'adom na ich velkost’, mnozstvo plochy v absoltitnej hodnote pomerne malé. Krajiny,
ktoré v skuto¢nosti disponujii najva¢iou nevyuzitou alebo opustenou plochou su Spanielsko,
Svédsko, Taliansko, Francuzsko a Velka Britania.

Jednoucelové energetické plodiny ako su topol’, viba, agat, ozdobnica ¢inska, eukalyptus —
vyuzivany najma v Spanielsku, &i iné rychlorastice lignocelul6zové plodiny st slubnou formou
plodin urcenych na vyrobu bioenergie. NavySe maju nizke vstupné naklady na ich pestovanie,
vyznamny potencial rastu a taktiez znizuja emisie CO2 v ovzdusi, ¢im su schopné poskytovat’
ekosystémové sluzby a prispievat’ tak k zmierfiovaniu negativnych klimatickych zmien.
Sucéasné vyuzivanie pddy v EU na pestovanie energetickych plodin je viak stile margindlne a
odhaduje sa priblizne na 117,401 ha lignocelulézovych plodin, ¢o je priblizne 0,03% rozlohy
EU28. Treba viak povedat, Ze $tatistické udaje v tejto oblasti su neuplné a tazko dostupné,

pripadne nie su k dispozicii.

Najbeznejsimi pol'nohospodarskymi plodinami, ktoré sa vsSeobecne vyuzivaji na vyrobu
biopaliv ako je bioetanol, teda etylalkohol, st zrna z kukurice, pSenica, ja¢men, raz, taktiez
cukrova repa a cukrova trstina a v malej miere sa vyuziva aj celul6zova biomasa (obrazok 2).
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Obrazok 2: Vyvoj mnoZstva energetickej plodiny ako suroviny urcenej na vyrobu
bioetanolu v rokoch 2011 -2018 v EU28 (v 1000 ton)
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Zdroj: USDA, EU Biofuels Annual 2018, vlastné spracovanie

Bioetanol sa vyrdba fermentaciou uhl'ohydratov zlozky rastlinnych materidlov. PSenica je
najviac pouZzivanou surovinou na vyrobu bioetanolu v Nemecku, Franctzsku a vo Velkej
Britanii, zatial’ ¢o kukurica sa pouZiva hlavne v Mad’arsku, Holandsku a Spanielsku. Vi¢sina
kukurice pouZzivanej na vyrobu bioetanolu v EU28 pochadza z Ukrajiny, teda z krajiny mimo
EU, napriek tomu, Ze tejto energetickej plodiny uréenej na vyrobu tohto biopaliva, sa v EU
urodi najviac (obrazok 2). V roku 2018 bola troda obilia v EU niZ§ia kvoli suchému a horacemu
letu, ¢o ovplyvnilo ziskovost’ odvetvia vyroby bioetanolu a v niektorych ¢lenskych Statoch,
napriklad v Nemecku a Svédsku, sa vyroba bioetanolu zniZila. Najvi¢sia Giroda z energetickych
plodin, uréenych na vyrobu bioetanolu, bola zaznamenana v roku 2014. Este v roku 2011 bola
v EU28 najviac vyuZivanou plodinou pre produkciu tohto druhu biopaliva pSenica, ktorej sa
v tom ¢ase vyprodukovalo az 4 458 tis.ton. V roku 2018 bola zaznamenana najvicsia uroda
kukurice, ¢o v absolutnom vyjadreni predstavuje hodnotu 5 250 tis.ton kukurice, v snahe
znizovat’ zavislost’ na dovoze tejto energetickej plodiny z krajin mimo Eur6pskej tnie.

Bionafta je metylester mastnej kyseliny a hydrogenacne rafinovany rastlinny olej, tiez
oznacovany ako obnovite'na nafta (FAME) vyrdbany esterifikdciou. Bionafta bola vobec
prvym vyvinutym biopalivom v EU, ktoré sa zacalo pouzivat v Eurdpe v sektore dopravy uz v
90. rokoch. Jej relativne rychle zaclenenie do sektoru dopravy bolo néasledkom neustaleho
zvySovania cien ropy na trhu. Ustanovenia o produkecii olejnin pouzivanych na vyrobu bionafty
boli zaclenené do Spolo¢nej pol'nohospodarskej politiky (CAP) ana jej pouzivanie boli
stanovené velkorysé dafiové stimuly, hlavne v Nemecku a Franctzsku. Ciele EU v oblasti
biopaliv boli stanovené v smernici 2003/30/ES a v RED 2009/28/ES na d’alSiu podporu
vyuzivania bionafty.

EU je vstGcasnosti najvadsim vyrobcom bionafty na svete a z energetického hladiska
predstavuje asi 75% z celkovych biopaliv pouzivanych v doprave. V roku 2018 boli najvacsimi
spotrebite’mi bionafty Franctizsko, Nemecko, Spanielsko, Svédsko a Taliansko, ¢o predstavuje
63% z celkovej spotreby bionafty v EU, no zarove sa v krajinach ako Taliansko, Svédsko &i
Ceska republika spotreba bionafty zniZila. Toto zniZenie nastalo v dosledku zrusenia dafiovych
tlav pre bionaftu v stvislosti so snahami zniZovat mnoZstvo sklenikovych plynov, ¢o je 4=
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narodnym cielom kazdej ¢lenskej krajiny EU28. V tomto pripade bolo zdkladnym problémom
dosledovatel'nost’ emisii spdsobenych prave pouzivanim bionafty.

Obrazok 3: Vyvoj mnoZstva energetickej plodiny ako suroviny urcenej na vyrobu
bionafty v rokoch 2011 — 2018 v EU28 (v 1000 ton)
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Zdroj: USDA, EU Biofuels Annual 2018, vlastné spracovanie

Z obrazku 3 je zrejmé, Ze najpouZivanejSou surovinou na vyrobu bionafty v EU28 je repkovy
olej vyrabany z repky olejnej nielen v sledovanom obdobi, ale aj pocas celej doby, odkedy sa
v EU bionafta vyraba. To vysvetluje aj dovod neprehliadnuteného zafarbenia viésiny nasej
krajny na Zlto za ucelom produkcie kvalitného potravinarskeho oleja. Ma vel’ky hospodarsky
vyznam nielen ako energeticka plodina, ale posobi aj ako zlepSujuca plodina na osevnych
plochach. Este v roku 2010 sa v EU z repkového oleja vyprodukovalo takmer 9 miliénov ton
bionafty. V ostatnom obdobi vSak zaznamenavame pokles, ktory je spdsobeny lacnym
dovozom bionafty vyrobenej zo so6jového oleja z Argentiny, ¢i palmového oleja z Indonézie.
Ako je tiez vidno z obrazku 3, EU nie je vo vyrobe palmového &i sdjového oleja schopna
konkurovat' takymto krajinam. Vysledkom je, Ze produkcia bionafty v EU klesla o 8%.
Najvyraznejsi pokles nastal vo Francuzsku, Nemecku, Taliansku a Portugalsku. No na rozdiel
od vieobecného klesajuceho trendu sa $panielska produkcia bionafty zvysila, ¢im Spanielsko
vyuzilo prilezitost vyvazat’ bionaftu v ramci &lenskych krajin EU ako napriklad do Talianska,
Francuzska a Holandska.

4. Zaver

Pol'nohospodarska biomasa a z nej vyrobené biopalivd mozu prispiet’ ku vzniku novych
pracovnych prilezitosti a tiez zabezpecit’ trvalo udrzatelny manazment starostlivosti o krajinu.
Prave pestovanie energetickych plodin pre biomasu v tychto oblastiach je spdsob, ako zachovat’
vegetaciu a zabezpecit’ udrzbu krajiny. Celkova vyuzivana pol'nohospodarska plocha ur¢ena na
pestovanie obilnin sa od roku 2005 znizila az 0 4,1% t.j. 7,7 milioéna hektarov ktora je druhou
najvyuzivanejSou plodinou ako energeticka plodina. Pozitivnym prinosom moze byt
pestovanie pol'nohospodarskej biomasy na menej hodnotnych plochach, na ktorych nie je
primarna pol'nohospodarska produkcia konkurencieschopna. Najbeznejsimi
pol'nohospodérskymi plodinami, ktoré sa vSeobecne vyuzivaji na vyrobu biopaliv ako je

| ESEE—


https://doi.org/10.15414/2021.9788055223360

"THEORY AND PRACTICE OF THE INTERNATIONAL MANAGEMENT AND ENTREPRENEURSHIP IN MULTICULTURAL ENVIRONMENT"
DOI: https://doi.org/10.15414/2021.9788055223360

bioetanol, su zrnd z kukurice, pSenica, jacmen, raz, taktiez cukrova repa a cukrova trstina.
Najvicsia uroda z energetickych plodin, uréenych na vyrobu bioetanolu, bola zaznamenana
v roku 2014. V roku 2011 bola v EU 28 najviac vyuZivanou plodinou pre produkciu tohto druhu
biopaliva pSenica. V roku 2018 bola zaznamenana najvacsia tiroda kukurice v snahe znizovat
zavislost’ na dovoze tejto energetickej plodiny z krajin mimo Eurdpskej tinie. NajpouZzivanejSou
surovinou na vyrobu bionafty v EU28 je repkovy olej vyrabany z repky olejnej pocas celej
sledovanie doby. Produkcia energetickych plodin na vyrobu bionafty v EU28 v posledom
obdobi vzrastla menej neZ sa oakavalo. Tento narast sa ocakaval spustenim novych zavodov
na vyrobu bionafty v Taliansku a Franctizsku.
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Abstract

Entrepreneurs try to do business efficiently in an effort to maximize their profits. One of the
ways to be efficient is to optimize the time required for many tasks that are performed in the
company. This is exactly what new trends in the field of ICT are focused on - simplifying access
to information and its subsequent processing, increasing security, shortening time in the
logistics chain. We found out how international companies work with these possibilities of
streamlining their activities. The main goal of the paper was to evaluate the role of ICT to
increase the efficiency of international companies in Slovakia. Almost 70% of international
companies rate their operation as more efficient after the introduction of new ICTs.

Keywords: business efficiency, IT, ICT, new trends in ICT

JEL Classification: M20

1. Introduction (First-level heading, Times New Roman 12pt, Bold)

Information and communication technologies are an integral part of our lives. They include all
technical means used for information management and communication - computer and network
hardware, as well as their software. (Eurostat, 2016) IT is only a tool that allows users to work
with data. (Huzvar and Laco, 2014) ICT is a diverse set of technological tools and resources
used to transmit, store, create, share or exchange information. These technological tools and
resources include computers, the Internet (websites, blogs and e-mails), live broadcasting
technologies (radio, television and webcasting), recorded broadcasting technologies
(podcasting, audio and video players and storage devices) and telephony ( fixed or mobile,
satellite, visio / video conferencing, etc.). (Unesco, 2020) ICTs have changed the way humanity
has discovered space and time. Distances seem to be shorter and things suddenly happen faster.
Everything seems to be more intense. In other words, intensification is ongoing and will
continue. (Korunka and Hoonakker, 2014)

1.1 New trends in ICT

We live in an information society and information technology is already completely
intervening in every area of our lives. ICT is one of the fastest growing in the world. Some of
the latest trends in this area, which can be applied in the company and be a tool to make it more
effective:
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The Internet of Things - a network of physical devices, vehicles, home appliances, and
other items built into electronics, software, sensors, controllers, and connections that allow
these objects to connect and exchange data. (Bresciani, Ferraris, Del Giudice, 2018) In
2020, 8.74 billiards were connected to the Internet of Things. It is expected that by 2025 it
will be almost double the number. (Holst, 2021)
3D printing - refers to processes in which material is joined or solidified under computer
control to create a three-dimensional object, with the material being added together. 3D
printing is used in the rapid production of prototypes and in the production of additives.
Objects can have almost any shape or geometry and are usually produced using digital
model data from a 3D model or other electronic data source, such as an additive production
file. There are many different technologies. Unlike material removed from stock in a
conventional machining process, 3D printing creates a three-dimensional object from a
computer-aided construction model, usually by gradually adding a material layer by layer.
3D printing allows you to produce complex (functional) shapes using less material than
traditional manufacturing methods. Compared to other EU countries, Slovakia uses 3D
printing only at the level of 3%. (Shahrubudin, Lee and Ramlan, 2019)
Robotics - an interdisciplinary branch of mechanical engineering and science, which
includes mechanical engineering, electrical engineering, informatics and more. Robotics
deals with the design, construction, operation and use of robots, as well as computer
systems for their control, sensory feedback and information processing. In Slovakia, there
are only about 5% of companies that actively use robotics in their activities. The percentage
is not high, but compared to the data of other European countries, we are somewhere in the
middle of the ranking. (Groover, et al. 2012)
Biometrics - measurement and statistical analysis of unique physical and behavioral
characteristics of humans. This technology is mainly used to identify and control access or
to identify supervised individuals. The basic premise of biometric authentication is that
each person can be accurately identified by their own physical or behavioral characteristics.
Most often using a fingerprint or facial biometrics. (Jain, et al. 2011)
Virtual Intelligence - a program designed to facilitate the use of modern computer
systems. They should not be confused with artificial intelligence, as they are only used to
help users how to process. Although they appear to be intelligent, they are not really aware,
they are just made using sophisticated programming. (Makarius and Larson, 2017)
Autonomous vehicles - can move automatically from the starting point to a predetermined
destination in "autopilot" mode, using various technologies and sensors built into the
vehicle, including adaptive cruise control, active steering, anti-lock braking systems, GPS
navigation technologies, lasers and radars. (Litman, 2017)
Cryptocurrencies - a virtual currency that uses encryption to secure and authenticate
transactions. Its operation is most often based on blockchain technology. Cryptocurrency
properties:
- Decentralization - the currency is not controlled by the government or any other
institution.
- Transparency - is fully transparent thanks to the public blockchain database, which
displays all transactions in the network.
- Open source - gives more credibility to the whole system, as anyone can check the
source code and make sure that nothing else has been inserted into it.
- Low (no) transaction fees - digital currencies offer only a voluntary fee that ensures fast
transaction processing.

- No payment refusal - the already sent currency cannot be canceled or canceled in any (8]

way. (Pavlicek, Galba and Hora, 2017)
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1.2 ICT in the enterprise environment

Technologies affect many areas, and the company can consider them as its competitive
advantage. In business, we can use ICT systems to improve, for example, reduce costs, increase
efficiency, improve decision-making and increase market competitiveness. (Linton, 2018)

+ Better decision making - ICT systems allow a company to store, process, analyze and share
huge amounts of data. The information available from corporate data enables managers
and employees to make quick and accurate decisions so that they can effectively manage
operations and respond quickly to business opportunities or threats. Communication
networks also allow decision-makers in different places to cooperate easily when they need
to make joint decisions. good business decisions are based on solid market research.
(Linton, 2018)

» Increased production productivity - by automating business processes and providing ICT
tools to employees, the company can improve its individual and overall productivity. For
example, on a production line, solutions such as computer-aided design can help reduce
setup times and improve production accuracy, so employees spend less time reworking.
Access to production data allows managers to plan production more efficiently, make better
use of resources and shorten delivery times. (Linton, 2018)

» Improved customer service - the quality of customer service is an important differentiator
for companies. A company can use ICT solutions to offer its customers a faster response
and a higher level of service. For example, if you run a call center, your agents have access
to databases that provide comprehensive customer information, including purchase history
and product preferences. This information helps them resolve issues quickly and efficiently
and increases customer satisfaction. Field service personnel have access to databases of
customers, services and products using smartphones with a secure internet connection. This
allows them to solve problems quickly and efficiently, which again increases customer
satisfaction. (Linton, 2018)

» Greater and virtual collaboration - Communication networks enable your project teams to
collaborate effectively. Through video conferencing or web conferencing over the Internet,
teams can organize virtual meetings where members from different cities or from different
organizations, such as suppliers or business partners, meet. This helps create stronger
project teams and allows teams to maintain progress on important projects rather than
waiting for members to meet in one place. For example, in a product development program,
teams can reduce overall project time and bring new products to market faster, giving the
company a strong competitive advantage. (Linton, 2018)

» Improved financial performance - ICT solutions can help an organization reduce costs,
increase revenue and increase profitability. For example, using video conferencing to hold
members' meetings in different locations reduces travel costs. Production data can help
employees identify quality issues, reduce waste and reprocess costs. Call center agents can
use the information available in their customer databases to increase revenue by identifying
opportunities to sell additional products or services. Cost reductions and revenues
significantly contribute to overall profitability. (Linton, 2018)

Today, the operational capabilities of information and communication technologies directly
predetermine the direction of the business itself and the services of hitherto unseen and
unimaginable areas. (Ruzicka, 2019) In the 21st century, ICTs have become a strategic asset
for organizations to provide innovative services and achieve a sustainable competitive
advantage. (Ekuobase and Olutayo, 2016) Technologies play a significant role in reducing costs
and maximizing business profits. (Jameel, Abdul-Karem and Mahmood, 2017)
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Internet activity in the company:

- presentation of information, interactive information retrieval, interactive purchasing of goods
and services, interactive provision of services, internet banking, presentation of opinions,
advertising and marketing campaigns. (Sajbidorova, 2010)

The implementation of ICT in practice significantly increases the level of production, employee
satisfaction is still high and overall business efficiency benefits from the speed at which
communication can occur. From customer satisfaction to better communication between
employees and management, ICT is accelerating the growth rate of large and small businesses.
Developments in IT have radically improved accounting systems. Computers and other digital
technologies have increased office productivity and facilitated the rapid exchange of
documents, data collection and analysis. The use of ICT in businesses has a significant impact
on their performance. (El-Haridi and Mandour, 2020) The business benefits of effective ICT
generally relate to the reliable and consistent adaptation of ICT services to users' needs, 1. j.
quality of service. This contributes to the overall success of the organization's business through
higher productivity. (Andrabi, Wani and Kirmani, 2015) Competition is one of the driving
forces of the market mechanism. We generally characterize it as different, usually conflicting
interests of different market participants. That is why we describe competition as one of the
determinants of a company's behavior and its efficient operation. (Marasova, et al., 2018) ICT
tools are important in a company to support its key activities and ecosystem activities. However,
they are also important for business and services that serve as support activities. This was
caused by the transformation of the communication platform - from paper to digital. (Linhardt,
2017)

ICT is the driving force of the European economy, helping businesses and countries to
overcome the effects of the crisis and thus secure economic growth. According to a 2004 SAS
study, an increase in ICT investment of 1% increases GDP growth by 0.11%. However, an
increase in ICT investment alone will not bring the desired benefits without the existence of a
developed information infrastructure, which is characterized by a sufficient skilled workforce,
easy access for businesses to capital and the existence of a high-quality telecommunications
infrastructure. (Fabova, 2014) A company or organization that underestimates trends in ICT
development and does not transform its corporate communication infrastructure in a timely
manner according to current trends in the field of IT will be gradually doomed to failure. He
risks losing productivity, employees' lack of interest in work and inefficient services.
(Mihalovi¢, 2019)

2. Data and Methods

The main goal of the paper was to evaluate the role of ICT to increase the efficiency of
international companies in Slovakia.

The research method used was a questionnaire survey. Our electronic questionnaire contained
questions that were focused on companies. In addition to filtering questions, it included
questions about the use of ICT in the company. We found out what specific forms of ICT they
use in companies. We were also interested in whether and how much companies invest in ICT
development. The last question was made by statements that compared the situation from the
past and the current (current) situation in the company with the use of ICT at work. We
contacted selected companies via email and sent them a questionnaire. We used closed

questions - alternative answers are prepared in advance, so the respondent must choose from N
the offer.
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We also used the liqueur scale. This technique measures the attitudes of respondents in
questionnaires. The question was formed from statements in which the respondent expressed
the degree of agreement on the scale "strongly agree" - "agree" - "I can not judge" - "disagree"
- "strongly disagree". The claims were worded positively. We performed the evaluation using
an MS Excel spreadsheet processor. We evaluated the questionnaire with descriptive statistics.

The sample of the questionnaire survey consisted of large and medium-sized international
enterprises (from enterprises with exclusively foreign capital participation or combined capital
participation).

Research hypotheses

H1: The use of ICT does not affect more prompt management decisions.
H2: The use of ICT does not have the effect of increasing employee training.
H3: The use of ICT does not affect the more efficient functioning of the company as a whole.

To test the hypotheses, we used the Kolmogorov-Smirn test, which is used for ordinal data for
1 sample. This test is used to measure preferences. Abbreviations used: fi - empirical relative
abundances, Fi - cumulative number fi, gi - theoretical abundances, Gi - cumulative number gi,
Abs - test characteristic (difference Fi and Gi).
The testing procedure is as follows:

e Determination of the null hypothesis - hypotheses sound negative. Each option on the
Likert scale is assigned the same relative frequency (1/5 = 0.2 =20%).
Calculation of empirical relative frequencies.
Calculation of cumulative empirical and theoretical frequencies.
Determination of test characteristics.
Determination of the table value - determined from special tables or approximations
(determined based on the size of the sample and the level of significance).
e Conclusion of the test - comparison of the table value and the calculated value.

3. Results and Discussion
3.1 Use of specific forms of ICT in the company

The basic data for the research was to find out what forms of ICT companies use.

We have found that the most used are those that are part of our everyday lives - smartphones,
computers and laptops. A computer or laptop is used in each of the surveyed companies, a
smartphone is a necessity in only 82% of companies. 25% of companies also use new forms of
ICT, which we could include among the new trends - the Internet of Things and 3D printing are
used by 12.5% of companies. This percentage is relatively low. This is probably due to the high
input costs of new technologies.

We found that 25% of companies invest up to € 10,000 in ICT development every year. 18.75%
of companies make more investments. Large companies invest the most (more than € 50,000),
accounting for 25% of respondents.

3.2 Evaluating the effectiveness of the use of ICT in enterprises

We found out how companies evaluate the use of ICT in their activities. In the questionnaire,
they received the last question, which compared 2 periods. The first period was in the past - a
time when ICT resources were not used to such a high degree. The second period was the
presence - the period of recent years, when we assumed that many of the ICT tools are already
in place in most companies.

We can see the evaluation of the question in Figure 1.
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Figure 1 Evaluation of the effectiveness of the use of ICT in enterprises
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Source: own processing, 2021

All companies agree that work is easier for their employees thanks to ICT. Most companies that
have given their full consent do business in the field of healthcare and services. Simplifying
work gives employees more time, which they can make better use of. If it's working time, they
can work on tasks that help the business move forward.

Businesses that find work easier for employees after the introduction of ICT agree that their
employees also work more efficiently.

Only 32% of companies fully agree that management can make more prompt decisions. 44%
of companies agree in part and the remaining 24% could not assess this claim. Businesses that
fully agree with this statement are among those that invest in ICT development.

81.5% of companies pursue several activities simultaneously. fully agrees with this statement.
However, 6% of the companies surveyed completely disagree with this statement. Companies
that do not completely agree, ie do not pursue several activities at the same time, do business
in the field of construction. The disagreement of "builders" is probably due to the fact that
construction work has specific procedures that cannot be influenced by the introduction of any
ICT tools. The only place where they could save some time is the administration in the
company. On the contrary, companies in the banking, services and wholesale sectors fully
agreed.

Businesses that fully agree that their employees have had to start more education invest
considerable sums of money in the development of ICT. They are companies in the field of
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construction and energy. The implementation of specific IS and new ICT tools requires well-
trained staff. Therefore, companies that invest more in development and introduce new
technologies need more training for their employees.

Only 7% of companies agree that their time-management has improved. These are small and
medium-sized enterprises. In an SME environment where such a large number of employees
do not work, such an improvement in time management will be noticed by management and
employees much earlier than in a large company that employs hundreds of people.

Only a partial agreement that the meetings were shorter was 37.5% of companies. Businesses
often use the time saved by ICT to present or address another point that has occurred in the
business.

32% of companies fully agree that they can operate more efficiently thanks to ICT. 37.5%
expressed partial consent. Businesses that consider their operations to be more efficient are in
the areas of banking, energy, services and healthcare.

13, 25% of companies agree that the division of tasks is clearer after the introduction of ICT.
56% of companies expressed partial consent. Businesses that have a clearer division of tasks
through ICT belong to the banking, services and energy sectors. Among the means that can help
ensure a clearer division of tasks, we include computers, laptops, smartphones, intranets, the
Internet and certainly a quality information system.

More effective control is perceived mainly by companies in the field of healthcare and services.
We didn't get a negative answer. This is a sign for us that ICTs can really streamline the control
process, which will significantly help managers in companies.

3.3 Hypothesis testing

Based on the answers of our respondents in the questionnaire survey, we can test the established
hypotheses at the end of this chapter. We performed all analyzes with 95% confidence.

HI: The use of ICT does not affect more prompt management decisions.

We tested this hypothesis based on the answers to the last question in the questionnaire, as they
agree with the statement that if they use ICT in the company, management can make more
prompt decisions (Label 1).

Label 1 H1 testing

fi Fi g Gi Abs
1 — totally agree 0,3125 0,3125 0,2 0,2 0,1125
2 — agree 0,375 0,6875 0,2 0,4 0,2875
3 —can’t judge 0,25 0,9375 0,2 0,6 0,3375
4 — don’t agree 0,0625 1 0,2 0,8 0,2
5 — completely disagree 0 1 0,2 1 0
SUM 1 1

Source: own processing, 2021
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calculated value: 0.3375

tabular value: 0.327 calculated > tabular
We reject the established hypothesis. We found that the use of ICT in the company influences
more prompt management decisions.

H2: The use of ICT does not have the effect of increasing employee training.
We tested the second hypothesis based on the degree of agreement with the statement that after
the introduction of ICT, employees in the company had to start more training (Label 2).

Label 2 H2 testing

fi Fi gi Gi Abs
1 — totally agree 0,125 0,125 0,2 0,2 0,075
2 — agree 0,625 0,75 0,2 0,4 0,35
3 —can’t judge 0,0625 0,8125 0,2 0,6 0,2125
4 — don’t agree 0,125 0,9375 0,2 0,8 0,1375
5 — completely disagree 0,0625 1 0,2 1 0
SUM 1 1

Source: own processing, 2021
calculated value: 0.35
tabular value: 0.327 calculated > tabular
We also reject the second stated hypothesis. We have found that companies that have introduced
ICT need to educate their employees more than when they did not use ICT to the same extent
as today.

H3: The use of ICT does not affect the more efficient functioning of the company as a whole.
We tested the third hypothesis based on the evaluation of companies to what extent they agree

that the company as a whole operates more efficiently after the introduction of ICT (Label 3).

Label 3 H3 testing

fi Fi gi Gi Abs
1 — totally agree 0,3125 0,3125 0,2 0,2 0,1125
2 — agree 0,375 0,6875 0,2 0,4 0,2875
3 —can’t judge 0,25 0,9375 0,2 0,6 03375
4 — don’t agree 0 0,9375 0,2 0,8 0,1375
5 — completely disagree 0,0625 1 0,2 1 0
SUM 1 1

Source: own processing, 2021
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calculated value: 0.3375
tabular value: 0.327 calculated > tabular

We must also reject our third hypothesis. Business responses show with 95% confidence that
businesses operate as a whole more efficiently after the introduction of ICT.

We all rejected the hypotheses we set out at the beginning of this thesis. We had to accept
alternative hypotheses and thus that:

The use of ICT has an impact on more prompt management decisions.
The use of ICT has the effect of increasing employee training.

The use of ICT has an impact on the more efficient functioning of the company as a whole.

4. Conclusion

martphones, laptops and computers are clearly among the most widely used ICT tools to help
international businesses operate more efficiently. They are used by 100% of companies on a
daily basis, but only 6.25% use biometrics, the Internet of Things and a data projector daily.
The weak use of ICT to make operations more efficient is evidenced by the fact that only 63%
of companies regularly invest in ICT development. Energy and banking companies invest the
most. The smallest investments are made by companies in the manufacturing and construction
sectors and do not invest at all in gastronomy and wholesale. All companies that invest at least
a small part of their funds in ICT development consider these investments to be effective.

Regarding the use of ICT and its impact on business efficiency, we have found that all
international companies consider the work of their employees to be easier after the introduction
of ICT. All of these companies agree that their employees also work more efficiently.
Businesses that invest in ICT development also say that their management can make more
prompt decisions. Almost 70% of the companies surveyed agree that the introduction of ICT
has helped to improve their performance and that the company as a whole is therefore working
more efficiently. 81% of businesses that have a clearer division of labor due to ICT belong to
the banking, services and energy sectors. ICT has also helped to introduce more effective
control in up to 69% of businesses.

Almost 70% of international companies rate their operation as more efficient after the
introduction of new ICTs. To improve this situation, we would propose greater education for
entrepreneurs, the opportunity to try new funds in a form of trial rental, or simplification of
access to funding for ICT development in businesses. We recommend greater information
among companies about the possibility of drawing contributions from various operational funds
from EU funds.
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Abstract

In the current globalized business environment multinational companies has the position of
leaders from many aspects. They employ thousands of people worldwide and connect them in
multinational teams. With the development of informational and communication technologies
the virtual teams become very effective tools for grouping people from different subsidiaries
around the world to units which can work on common tasks without the need of physical
closeness in the form of traditional sharing of offices. In the current pandemic situations this
tool become common also in the conditions of inner cultural communication and cooperation
of colleagues, which makes it one of the most popular types of forming teams nowadays. Article
in the form of structured interview examined opinions of two global leaders working for IT
multinational companies which has subsidiaries in Slovakia. Both examined mangers are
Slovaks but lead international teams with the members of diverse cultures and nationalities.
These two managers express their opinions on the preconditions for global leading, its
advantages and disadvantages and ways of building the effective international corporate
culture.

Keywords: global leader, multicultural teams, multinational companies, virtual teams

JEL Classification: F23, M12, M54

1. Introduction

The human resources management concept has grown from using human capital in organization
reasonably and efficiently. Businesses have already started to pay more attention to HR (Human
Resources) policies and applications to achieve a sustainable competitive advantage and high
performance in business operations (Vardarhier, et al., 2013). Today, the preservation of
necessary HR is one of the most complex tasks of top management (Bagheri, 2016) with the
problem of leadership of the key importance. Because of operating across borders of countries
and cultures, leadership in multinational companies is more complex and demanding comparing
with leadership in companies which are not internationalized. In respect of this in international
environment whole topic is known as IHRM (International Human Resources Management)
since it operates on a much larger scale, with more complex strategic considerations,
coordination and control demands it can not be identified with classic HRM (Human Resource
Management) (Bjorkman and Stahl, 2006).

A leader is a person who can perform the tasks and overcome the problems by effectively
directing people's activities, planning, monitoring, and teaching. Within these activities,
thoughtful and accurate communication is of paramount importance. It is a leader’s
communication skills that motivate and inspire teammates to work hard and meet team goals as )
well as organizational objectives (Hasim and Abdullah, 2017). Effective communication is an [N)
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advantage of a leader and the ability to communicate effectively is a challenge globally. In
addition, each communication may content misunderstandings related to diverse cultural
backgrounds, even when both sides speak the same language (Hilton, 2007). Therefore, leaders
must keep in mind the effort to communicate clearly, understandably and continually improve
their skills to make leadership more effective. Just intercultural competent persons can be an
effective member of international and multicultural team and be able to establish an
interpersonal relationship with a foreign national via an exchange of both verbal and nonverbal
levels of behaviour (Matveev and Milter, 2004). Successful leader in international business
needs to be able to balance organizational goals with external global challenges. Ability to
interact with strangers of diverse cultural backgrounds, being aware of own cultural values that
drive attitudes, behaviours, and beliefs, is called “cultural intelligence™ (Rabotin, 2008). In
global such cultural intelligence is one of the key prerequisites of leader. Innovative leader must
be developed and have the skills to take the organization to the next level (Cohn, et al., 2008).
There should also be a well-developed talent management process that identifies innovators,
connects them to the mission of the organization, and provides the necessary internal resources
for them to succeed (Matthews and Thakkar, 2012).

Bringing people from different cultural backgrounds will lead to conflict; however, this does
not have to be perceived as a negative. Leaders should encourage healthy conflict among
diverse groups of people, which may drive the growth of their organization (Gehani and Gehani,
2007). Without any conflict to spark discussion, there would be no innovation. Increased
attention to innovation has led organizational leaders to develop systems to manage the process
and support the efforts of staff. Being able to identify the right process for implementing
innovation will directly affect success (Dooley and O'Sullivan, 2001). In the light of the
increasing de-centralization and globalization of work processes, many organizations have
responded to their dynamic environments by introducing virtual teams, in which members are
geographically dispersed and coordinate their work via electronic and communication
technologies (e-mail, videoconferencing, etc. Virtual teams are a new and exciting work shape
with plenty of intriguing opportunities. As a result of these opportunities, virtual teamwork
becomes increasingly popular within organizations. Although many practical questions how
such teams should be managed still await empirical investigation, there are already many
concrete recommendations that might support those managers and employees for whom virtual
teamwork is widespread practice today (Hertel et al, 2005).

2. Data and Methods

Article examines attitudes of global leaders from two international IT companies. These two
companies are multinationals which has subsidiaries in Slovakia. Both examined managers are
Slovaks and they both lead international virtual teams. Members of these teams are of different
nationalities and cultural backgrounds and work for monitored MNCs in different subsidiaries
worldwide. Manager A is Treasury Operations Liquidity Initiatives and Projects Manager,
Manager B is financial manager. Study was realized in the form of structured interview with
the set of seven pre-prepared questions Q1-Q7.

Interview is universal research technique that can be used to evaluate others, as well as for self-
evaluation, at diverse levels. "Because if we want to know what people think, the simplest is it
to ask them" (Albert and Zel'ova, 2002). Interview is a formal face-to-face communication
between two people, the interviewer, and the respondent (Nevoralové, 2012). In terms of
content, it bases on decisive goals, the purpose and aim of using the data obtained. Albert and
Zelova (2002) distinguish between two types of interviews: structured (standardized) interview
and unstructured (non-standardized) interview. Guided structured interview (guided interview)
is one of the techniques of data collection in which the interviewer proceeds question by @)
question according to a pre-prepared questionnaire and the respondent answers. The interviewer
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records the answers, and the completed questionnaires are statistically processed and evaluated
(Kotyrova, 2012).

3. Results and Discussion

Study based on the structured interview with two global managers of international IT companies
which has subsidiaries in Slovakia. Both examined managers are Slovaks, and they are at the
same time global leaders of multinational teams which members are employees of various
subsidiaries of monitored companies worldwide. Their positions along with the previous
experiences with expatriate assignments abroad allows them to comment and evaluate selected
aspects of international leading as for example managerial skills needed for these positions,
attitudes, and principles. Finally, these managers are suitable for asses the problems of
international communication with team members form different countries and nationalities. In
connection with this, they are also describing their experiences with virtual teams which are in
current pandemic situation an only tool for leading internationally.

The first question aimed at manager’s previous experiences with cross- border leading and tier
current position in monitored company.

Q1: How many members does the team you lead have? And of how many nationalities it
consists of?

A. As aproject manager, I coordinated a global project involving about 15 colleagues from
China, Malaysia, Singapore, Romania, Slovakia, Ireland, the USA, and Brazil.

B. Currently, I coordinate a virtual team within "world-wide" projects consisting of 5
nationalities and it has 12 members. In the past, I led team where was mainly Bulgarians,
as I was on expatriate assignment in Bulgaria for two years. Slovaks and Moldovans
were also members of this team. A total of 12 people. In the other team I had only a
Slovak representation of 10 members.

As shows Q1 bot managers are experienced in global leading and manage up to 10 person’s
international teams.

Q2: Did you get over any form of cultural training before taking up the position (or during
its duration)? Have team members receive similar training?

A. 1did not complete cultural training explicitly due to the coordination of this project, but
during my practice I completed 2 cultural trainings on a voluntary basis within the
development education programs, which I was a part of. If some of the other members
of the team underwent culture related training, it was on their own initiative, not
explicitly because of the project itself.

B. Certainly yes. There were several of them. They were very interactive and took place
with people from different countries. Online courses were also included. Team members
have similar training on different educational topics, so I can say yes.

Q2 shows that both managers experienced some form of cultural training which was conducted
to help them improve their intercultural leading skills.

Q3: According to your experience, is it possible to be theoretically prepared for work with
a multicultural team? How can such training help the manager and what, on the contrary,
he/she cannot be prepared for?

A. Theoretical preparation is a good basis, but certainly a particularly vital role plays
authentic experience of working in a multicultural environment and interaction with
people from diverse cultures. Preparation gives you an idea of what you can expect from
interacting with other cultures, and then it will help you to adapt more quickly in
practice. What one cannot be prepared for in advance is the fact that each person you

o))
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work with is a different type of personality (e.g., introvert vs. extrovert, material vs.
emotional, ...), which also to a considerable extent will affect the way of cooperation.
And this can only be found out directly by interacting with the man.

B. Theoretically yes. If we really talk about theory. This form of training provides some
insight into a given culture or nation. What to avoid and what to use. Of course, this is
not a completely accurate guide, as each person is unique, but there are features in
cultures and nationalities that are specific. In some countries, certain topics are taboo,
since in our country it can be part of a common debate. Also, banalities such as football
and cheering can evoke extremely negative emotions if used incorrectly in
communication. There are numerous examples where such preparation can help.

Both managers highlighted that previous theoretical training itself does not guarantee the
success in multicultural communication and leading. This is, according to their answers to
question 3, cultural sensitivity and empathy of the individual.

Q4: What do you consider as the main advantages and disadvantages of leading
multicultural teams?

A. The advantage is the wide variety of constructive opinions, ideas, and solutions. At the
same time, operating in a multicultural team has a positive effect on the members
themselves by broadening their horizons, discovering other ways of thinking,
approaches to work and learning to respect cultural and value differences between them.
The disadvantage is the great complexity of managing such a team, as each must be
approached to a certain extent separately and adjust the way of communication and
work, to individuals. The language barrier can also be a complication. Everyone may
speak English, but each nation has a different pronunciation and accent, which at first
may not be well understood by other nations and it may take some time to get used to
different accents. In the case of virtual teams, the fact that people can be physically on
different continents and in different time zones can regularly be a complication since
they are often literally on opposite sides of the globe. In such cases, it is exceedingly
difficult to find a suitable time for example for teleconference if you want all team
members from Asia, Europe, North or Latin America to attend.

B. The advantage is in every aspect in diversity. Diversity is what we should build on if we
want to have a successful company. Different ideas, different views on the same issues.
However, mostly it is not about culture, but about the skills of the individual. I consider
the language barrier to be a disadvantage. It happens that you do not always understand
each other immediately and the project may take longer or not go in the right direction
at first. Even a person who is very funny and eloquent can become quieter because he
does not speak English, which using is common in our corporation, fluently.

According to answers on question 4, both managers agree that communication in non-native

language is problematic for every member of multicultural teams, virtual teams specifically.

They also mentioned problems with different time zones and cultural backgrounds as the

main in multinational virtual teams.

QS5: In your opinion, does the managing of a multicultural team require specific
managerial skills? What kind of skills?

A. I think yes. I would like to highlight effective communication skills (being able to
flexibly change the style and way of communication according to the other party), good
language skills (understanding different pronunciations and different dialects when
using the same (commonly English) language, being aware of cultural and social
differences between nationalities and ability to act according to them.

B. The leader should have skills which are not connected with cultural differences at all.

He should be understanding of the needs of the individuals. Of course, culture or origin____
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plays arole, but the good leader can handle it by conventional methods. There are certain
specifics, but they are more about the form of communication or the use of "body
language", but not about the specific skills of the leader.
Both examined managers highlighted communication skills as crucial for global manager.
These are according to them (Q5) including verbal and non-verbal communication skills which
cannot be fully understand as outcome of previous training since good global leader has to have
some specific theness in it.

Q6: Based on your experience, is it possible to treat all members of one nation
stereotypically in the same way?

A. There are certainly stereotypes that can be expected from individual nations. You surely
do not make a mistake if you respect and follow those typical specifics of selected
nations. Nevertheless, it is always necessary to choose an individual approach to each
employee because every person is an unconventional character, and the personality can
sometimes be at odds with the stereotypes of a given nation. However, this can be
detected very quickly directly when interacting with a certain person.

B. It is not right to approach anyone stereotypically, regardless of nationality or culture.
Every person is unique. I do not consider person’s nationality or kind of culture he came
from, but what his skills are.

Also, they agree that (Q6) despite the need of common and equal approach to all team members
despite their differences, global leader must be able apply diverse and culturally sensitive
approach to every single individual he/she led.

Q7: Would you say that it is gradually possible to create a certain global (multicultural)
corporate culture in which differences between nationalities blurred?

A. Tthink yes. Even though it takes some time for an employee to "get along" with a certain
corporate culture. If he/she is identified and comfortable with it, then its process is easier
and faster. Proper implementation by the company can also contribute to this, either,
through various trainings and workshops or through team leadership by their managers.
Most of senior employees, with whom I worked, and who spent several years in the
company during which they had the opportunity to work in a multicultural environment,
had a remarkably similar style of communication and approach to work, regardless of
their nationality.

B. Absolutely yes. The corporation operates on corporate and human values where age,
gender, culture, nationality, religion, or sexual orientation play no role. It is about the
individual, his skills, and abilities.

Surprisingly both examined managers also agree that (Q7) it is possible to build common
multinational and multicultural corporate culture with the communication style unified for
every subsidiary of multinational company. But at the same time, they add that such goal is a
long term one and its achievement is exceedingly difficult and demanding.

4. Conclusion

Human resource management has been considered a key area of management in recent decades,
as it deals with the management of the company's most valuable resources, which are
employees. Due to the differences in the characteristics of individuals, the management of
human resources is a challenging area in many ways depending on good interpersonal
relationships which are difficult to support even in conditions of one nationality or culture.
Companies whose business transcends national borders have the challenging task of managing
human resources diversified at several levels, which makes IHRM one of the most complex and @Y
compound issues in the management of multinationals. Human resources management in @
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multinationals require the professional approach of a culturally sensitive manager who, to
succeed in the turbulent conditions of global business, must have specific knowledge and skills
that predispose him to leadership of multicultural and multinational teams.

Examined leaders of virtual global teams are experienced in leading and manage up to 10
person’s international teams. They both experienced some form of cultural training they agree
that it does not guarantee the success in multicultural communication and leading because
global leader also needs cultural sensitivity and empathy. Also, they mentioned that
communication in non-native language is problematic in multicultural teams. In addition, when
these teams are virtual there are usually also problems with different time zones and cultural
backgrounds of members. Therefore, communication skills are of key importance for global
manager. These includes specific individual sense for verbal and non-verbal communication.
Despite the need of common and equal approach to all team members, global leader must also
be able apply diverse and culturally sensitive approach to individual team members. Last but
not least, it is possible to build common corporate culture with the unified communication
across multinational company but is a long and demanding process.
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Abstract

In the current conditions of socio-economic crisis, determination of determination of strategic
directions of enterprise activity and development of its marketing strategy acquires particular
importance. To achieve long-term success and obtain a number of sustainable competitive
advantages in the future in unstable and changing conditions of the marketing environment, it
is necessary to assess the strategic position of the enterprise. The basis for management
decisions, ensuring the development and timely response to crises, is the effective planning and
implementation of marketing strategy. The aim of the paper is to study the patterns of formation
and selection of marketing strategy of the enterprise on the example of PrJSC Vetropack
Gostomel Glass Factory (Ukraine). In the process of the research, the following general
scientific research methods were used, such as system analysis, the method of analysis and
synthesis, as well as financial, economic and statistical analysis. We analysed the marketing
environment, assessed the strategic position of PrJSC Vetropack Gostomel Glass Factory. We
have developed recommendations for improving the marketing strategy and strengthening the
market position of PrJSC Vetropack Gostomel Glass Factory.

Keywords: glass packaging production, marketing environment, marketing strategy, product
profitability.

JEL Classification: L20, M21, M30, M31.

Introduction

To timely detect market changes in conditions of instability of the external environment and
adapt to them, it is advisable to use a system of monitoring and strategic analysis of the
marketing environment. The head of any enterprise, regardless of its size or location at the
regional level, must take into account the impact of the external environment, because the
enterprise, as an open system, depends on the outside world in terms of supply of resources,
energy, personnel, consumers, competitors. The marketing environment of an enterprise is a set
of factors that affect its ability to develop and maintain relationships with the target market
(Bielik et al., 2020).

Analysis of the external environment allows you to timely predict the impact of external threats
and opportunities on the activities of enterprise and allows you to develop situational plans and
form a strategy that will achieve the goals in the future. The purpose of internal analysis is to
identify its internal strengths for maximum use of external opportunities and identify
weaknesses of the enterprise. Thus, the opportunities and threats identified as a result of the (e
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analysis of the external environment, as well as the strengths and weaknesses of the enterprise
serve as an information base for determining marketing development strategies.

PrJSC Vetropack Gostomel (Ukraine) has been a part of Vetropack Holding Ltd. (Switzerland)
since March 2006. PrJSC Vetropack Gostomel Glass Factory is the plant with the largest
capacity within the Vetropack Group. Vetropack is one of the leading European manufacturers
of glass packaging. Producing a huge range of glass bottle for the food and beverage industry,
as well as providing a wide range of services.

Comprehensive service is a fundamental reason why Vetropack has a leading position in seven
markets, namely Switzerland, Austria, the Czech Republic, Croatia, Slovakia, Ukraine and
Italy. As part of the corporate strategy, Vetropack manufactures its products and provides
services based on the demands of each of these markets. A glass packaging products comply
with the highest industry standards. All production enterprises of the company are certified to
meet the requirements of the quality standard ISO 9001:2015 and the certification scheme FSSC
22000.

The company provides a variety of services from the development of first-class packaging to
timely consulting services and assistance in resolving issues related to bottling technology, air
conditioning and sealing of finished products. Also, Vetropack supplies custom-made glass. It
has a wide range of opportunities for the design and development of glass containers in
cooperation with customers, so the resulting product, from a formal point of view and visually,
best reflects the idea and corresponds to the marketing strategy, and satisfies the wishes of
consumers.

Lightweight glass is also an important achievement of Vetropack. In addition to the obvious
production and logistics savings, the use of glass packaging of lower mass makes a significant
contribution to the preservation of the environment by reducing the anthropogenic load on it.
Because lightweight glass packaging is 100% recyclable, saves raw materials, weight and
transport costs.

It is a leader in the field of environmental protection, as the plant has implemented a system of
recycling old glass and monitoring of environmental pollution. PrJSC Vetropack Gostomel
advocates the processing of its materials produced by it and supports the concept of a circular
economy. The production process is optimized for the reuse of recycled glass, which is more
economical and environmentally friendly. There are centers for receiving glass containers. In
addition, the company has implemented a process of emissions and waste management.
Disposal of slag, together with constant investment in modern production equipment, has
significantly reduced emissions of CO», consumption of raw materials and energy resources in
recent decades. This provides economic, environmental and social competitive advantages to
the company.

Stability and sustainable development in all its manifestations is fundamental for a business
partner and supplier. This is a basic principle and a decisive factor in management tasks. The
basis of the philosophy and responsibility of PrJSC Vetropack Gostomel is thinking and
working on the principles of sustainable development in all its aspects. Sustainable corporate
governance, a mandatory, unambiguous and well-defined code of conduct, comprehensive
health and labour actions, a democratic management style on which the management decision-
making process is based, and all social needs of employees are the main principles of
sustainable development of PrJSC Vetropack Gostomel.

Sustainable development and stable long-term economic success are interconnected. Efficient
use of energy and raw materials allows cost savings, which are necessary from a production ~
and economic point of view to exist in a competitive environment. Commercial success is an
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important prerequisite for sufficient amount of financial resources for investment, which in turn
provide the company with high quality products, environmental protection and
competitiveness. That is why, PrJSC Vetropack Gostomel undertakes to adhere to the three
basic principles of sustainable development, recognizing its economic, environmental and
social responsibility. Thanks to the strategy of responsible approach, PrJSC Vetropack
Gostomel has formed a high image and trust among customers.

Data and Methods

Development of marketing strategy of the enterprise is a very important element of activity of
any enterprise as by means of the marketing plan the company can understand what its real
market position, to set the right goals, as well as determine the ways to achieve these goals.
Currently, grow the role of using strategic marketing management in order to increase the
measurability of its results and rise the role of marketing in attracting new customers,
developing niches in the market, increase sales, increase product competitiveness, revenue
generation and increase its value.

Strategic marketing arose in the conditions of considerable strengthening of a competition
which has caused necessity of accurate understanding by the enterprises of their goals and
objectives; ability to optimally allocate and use resource opportunities, choose the market, form
a long-term product and pricing policy, establish strong, reliable and long-term business
contacts; study and forecasting of macro- and micro-environment and many other phenomena
and factors that shape the market and business environment. The essence of strategic marketing
is to use marketing principles of organization production and economic activities at a
qualitatively higher level of development and implementation of enterprise development
strategy to achieve to achieve long-term, promising goals (Bozhkova et al., 2010).

Marketing strategy can be defined as a general plan to reconcile the company's marketing goals
and capabilities, market research and consumer requirements, identify on this basis those
products that have the greatest value for consumers and the best sales prospects (Popova and
Matsenko, 2018). Marketing strategy is the basis of the company's actions in specific market
conditions, which determines the ways of applying marketing to expand target markets and
achieve effective results. The main purpose of marketing strategies is to align the marketing
goals of the enterprise with its capabilities, consumer requirements, to use the weak positions
of competitors and their competitive advantages (Bozhkova et al., 2010). Marketing strategies
are the most appropriate and adequate in a crisis, because they are flexible and provide for the
search for new effective ways of enterprise development.

Profitability refers to the economic value of the factors of production invested in the business.
Common to the various constructed profitability indicators is that they generally compare the
net result of the business activity with the base, which is expressed in the volume of invested
capital or the volume of business activity (Bielik et al., 2018).

Profitability indicators are relative indicators that characterize the level of efficiency
(profitability) of the enterprise. They characterize the relative profitability of the enterprise, are
measured in percentages or coefficients, have several varieties (modified forms), which depend
on the profits and resources(costs) used in the calculations (Boichyk, 2016).

Profitability of products (services) shows how much profit makes a company per unit of sales.
The growth of this indicator is a consequence of an increase in prices with constant costs for
the production of sold products (works, services) or a decrease in production costs at constant
prices, that is, it indicates a decline in demand for enterprise services.

Product profitability indicator includes the following indicators (Dziubenko, 2018):

~
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e profitability of all sold products (operating income margin), which is the ratio of
operating income to sales revenue;

e profitability of sales on net profit (net profit margin ratio), which is calculated as the
ratio of net profit to sales revenue.

Results and Discussion

Glass is a natural and neutral raw material that reliably protects high-quality products. Due to
its exceptional properties, glass has become indispensable as a packaging material in the market
of food and beverages, as well as medicines and perfumes. Glass is a strong, inert, hygienic,
plastic, airtight, aesthetic and natural material. High-quality products remain fresh and retain
their taste and natural aroma for a long period if they are stored in a completely clean protective
glass shell. It is transparent, the content is visible through the glass, which causes positive
emotions of buyers. Therefore, glass is the only packaging material that is "considered generally
safe" and can be used for packaging beverages and food, in addition, such containers are
relatively inexpensive.

Focus on the production of high-quality exclusive packaging allows PrJSC Vetropack Gostomel
to annually strengthen its leading position in the most capacious and complex bottle segment
of the glass market of Ukraine. PrJSC Vetropack Gostomel is the largest manufacturer of glass
containers and the leader of the domestic market, as its market share is 29%. It focuses on the
highest quality to meet consumer values. PrJSC Vetropack Gostomel provides its clients in the
field of beverages and food with glass containers of the highest standards. Not only consumers
but also the environment benefits. Such packaging keeps the contents safe and provides the
appropriate level of quality for the implementation of marketing strategies. The services of
PrJSC Vetropack Gostomel vary from packaging design to production, from logistics to
technical advice.

Thus, today PrJSC Vetropack Gostomel is the only factory in Ukraine that produces more than
670.1 million units. products per year. This is due to the growing demand for glass containers
in the local market and in Europe. In 2019, continued the project to optimize the capacity of the
plant's furnaces and a complicated complex renovation was successfully implemented, which
will ensure sustainable development and energy efficiency. The plant has the largest and most
powerful furnace for making coloured glass in Ukraine. The company has 3 glass furnaces,
which are equipped with 8 modern machine lines with automatic control and packaging lines
DHG manufactured by Emhart Powers, as well as Multi, MCAL, CO, TTL, M1 manufactured
by MSC & SGCC. They provide a capacity of 820 tons of glass per day. Products of PrJSC
Vetropack Gostomel are represented by glass containers of BB, PB, NNPB technology: glass
containers for beverages (glass bottles for beer — high demand in the Ukrainian market), glass
containers for food (glass bottles and jars for dairy products — stable demand during the year
growth up to 5% annually).

In Ukraine, several factors led to a decline in demand for glass containers. For one thing,
depopulation caused by the political situation there is reducing demand, while a trend favouring
products such as beer over spirits is also pushing it downwards. PrJSC Vetropack Gostomel
continues to focus primarily on domestic demand at the expense of exports. Thanks to optimised
production costs and the stable local currency, it was possible to further improve performance.

Analysing the indicators of economic activity of the enterprise (Table 1) it is seen that in 2019
the income from sales amounted to 2 390 056 thousand UAH, which is 8.63% more than in
2018. The cost of goods sold in 2019 decreased by 3.90%, this was due to a decrease in ~J
production due to the modernization of production equipment. In 2018, compared to 2017, there N9
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was an increase in cost by 36.31%. This indicates a significant increase in prices for raw
materials and energy resources, as well as improvements and updates to the plant's technical
base. Net financial result (profit) in 2019 amounted to 574 598 thousand UAH, compared to
2018 it increased by 74.17%. That is, during 2017-2019 we observe a positive dynamics of net
profit growth.

Table 1: Indicators of economic activity of PrJSC Vetropack Gostomel in 2015-2019
Year Growth rate, %

Indicator 2016/ | 2017/ | 2018/ | 2019/
2015 2016 2017 2018 2019 2015 2016 2017 2018

1330511 | 1443117| 165032 | 22002360 | 2390056 8.46| -88.56| 1233.22| 8.63

Sales revenue,
thousand UAH.
Cost of goods
sold, thousand 948610 | 1036312 | 1170923 | 1596141 | 1533836 9.25| 12.99 36.31| -3.90
UAH.

Operating result,
thousand UAH.

Net financial
result, thousand -80340 62393 71713 328031 | 574598| -177.66| 14.94| 357.42| 75.17
UAH.

-56659 | 129983 | 162167 474785| 767036| -329.41| 24.76| 192.78| 61.55

Operating
income margin, -4.26 9.01 98.26 21.58 32.09| -311.51]990.96| -78.04| 48.72
%
Net profit

o -6.04 432 43.45 1491 24.04| -171.60| 905.07| -65.69| 61.25
margin, %
Production, t. 234617 | 287300| 218437 239539 | 252400 22.45| -23.97 9.66 5.37
Number of 641 637 656 637 645  -0.62| 298| -2.90| 1.26
employees
Export, % 7.70 24.6 24.9 26 30.7| 219.48 1.22 4.42| 18.08

Source: (authors own calculations based on data from financial statements of PrJSC Vetropack Gostomel)

Based on the calculations given in table.1. the following conclusions can be drawn:

e the profitability of sold products (operating income rate) decreased from 98.26% in
2017 to 21.58% in 2018, i.e. decreased by 78.04%. This suggests that in 2018, every 1
UAH of good sales brought a profit in the amount of 0.22 UAH of operating profit. In
2019, this indicator was 32.09%, which is 48.72% higher than in 2018. Thus, in 2019,
1 UAH of sales brought a profit of 0.32 UAH of operating profit;

o the profitability of net profit sales increased from 14.91% in 2018 to 24.04% in 2019.
This indicates that in 2019 by 1 UAH of sold products the company received 0.24 UAH
of net income.

The decline in production in 2019 was demonstrated by almost all domestic industries,
including glass production. 2019 was quite difficult and tense. Irrespective of the continuing
military conflicts in the east of the country and the escalation of the conflict in the Sea of Azov,
the economy is recovering steadily. The demand for spirits and sparkling wine declined. There
was an increase in production costs due to the economic crisis. The final outcome of the
development and the consequences of the political and economic crisis are difficult to predict,
but they can have a further serious negative impact on the economy of Ukraine and the operating
activities of the enterprise.
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Due to economic, political and financial problems in the country, the company faced new
problems. There was a decrease in sales in the local beer segment, due to a decline in purchases
of one of the main customers in the segment. That is why, the main tasks for factory are: finding
new buyers, suppliers, reducing dependence on the beer segment, increasing exports to the
European Union. Because some regions of the Ukrainian territory turned out to be inaccessible
for any cooperation, which led to the loss of some regular customers and suppliers of raw
materials. Thus, the severance of contacts with the Crimean Soda Plant led to a shortage of one
of the types of raw materials — soda ash, which necessitated the import of raw materials. On the
other hand, rising gas prices and the instability of foreign currency have led to higher prices for
glass products.

In these difficult conditions, PrJSC Vetropack Gostomel in 2019 maintained its achievements
and improved them (data compared to 2018): the growth of annual production from 239.5
thousand tons. up to 252.4 tons; maintaining the leading positions of 30% in the Ukrainian
market of glass manufacturers; modernization of production equipment; expansion of the range
to 40 new types; expansion of the standard colour range of glass with new shades: olive, "dry
leaf", cuvée; improvement of production technologies — method of narrow neck press and blow
(NNPB), method of pressing and blowing (PB), double blowing process (BB).

Analysis of the performance of PrJSC Vetropack Gostomel shows that the company operates
in conditions of declining consumer demand — a process of stagnation. The main market is
Ukraine (69.3%). There is no dependence of demand for products on seasonal changes.
Competition in the glass container industry is fierce, but the company is a leader in the industry.
Prospects in the work are given to the introduction of lightweight bottle production,
development and increase of the share of production of wide neck jars for food and dairy
products. The main sales channels are direct channels and sales methods, long-term contracts
with liabilities by volume.

Since the sale of products is carried out in the domestic market, therefore, marketing activities
should be aimed in this area. According to the degree of market coverage, the company uses
differentiated marketing. PrJSC Vetropack Gostomel adheres to the "strategy of advantages" —
the company has a stable advantage over competitors due to opportunities to improve
production technologies, development of consulting services and logistics, which allows non-
price competition through products known in the market for their unique characteristics.

Depending on the state of market demand, PrJSC Vetropack Gostomel applies a strategy of
supportive marketing, which is aimed at maintaining the volume of demand. At the same time,
PrJSC Vetropack Gostomel applies a differentiation business strategy in order to overcome its
competitors, namely:

e leadership strategy — creation of new types of products, the production of which is based
on unique technologies;

e quality and reliability strategy — implementation of improvements in technology and
product design. PrJSC Vetropack Gostomel annually confirms its reputation as an
innovator and produces glass containers of original design and colour, which often has
no analogues in the Ukrainian market of glass manufacturers.

Since PrJSC Vetropack Gostomel operates in a market that is developing with strong
competition, a combined strategy aimed at solving its competitive advantages and deeper
penetration and geographic development of the market, followed by vertical integration
upwards, would be the best for it.

Assessing the strategic position of PrJSC Vetropack Gostomel, it can be argued that the
following groups of factors have a high degree of influence:

~
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e weaknesses — high depreciation of fixed assets, increased production costs and reduced
profitability;

e forces —unique technologies of production, individual approach to the client, belonging
to the international group of companies PrJSC Vetropack Gostomel, favourable
geographical location;

e opportunities — vertical integration with domestic manufacturers of glass containers,
expanding the range and range of products, obtaining tax benefits, increasing exports;

e threats — the rapid rise in prices for raw materials and energy resources, high inflation
and constant fluctuations in foreign exchange rates, increasing demand for PET
packaging, the emergence of new domestic or foreign competitors in the market of beer
glass containers.

The analysis shows that the product is a strength of PrJSC Vetropack Gostomel. The products
produced at the enterprise are high quality, reliable, safe and environmentally friendly. It is
necessary to pay attention to the sale and promotion of goods on the market. Using a well-
thought-out marketing campaign can help promote a product in the market.

Thus, PrJSC Vetropack Gostomel taking into account its strengths and weaknesses, as well as
possible threats and opportunities has developed its own mix of consumer-oriented strategies.
Considering the capabilities of PrJSC Vetropack Gostomel, its weaknesses and strengths,
threats to the environment, we can conclude that the strategic position of PrJSC Vetropack
Gostomel in the market is unstable. Despite a number of achievements in the implementation
of the latest standards, the difficult political situation and the steady rise in prices for raw
materials and energy limit the ability of PrJSC Vetropack Gostomel to export products. That is,
to reduce costs, it is necessary to implement the latest technologies, upgrade equipment and
increase energy efficiency. Therefore, in order to maintain its position in the market, PrJSC
Vetropack Gostomel must more actively implement the latest technologies to reduce costs and
improve product quality.

PrJSC Vetropack Gostomel should apply a growth strategy, namely a strategy of expanding
sales markets. It is necessary to improve the advertising policy, applying new types of
technologies for product promotion. Conduct promotions aimed at advertising goods, take an
active part in specialized exhibitions. It is necessary to keep the share of their products in the
market because they are of great importance for the current activities of the enterprise and are
in great demand. However, to maintain market share, strengthen and expand production,
requires additional investment. Therefore, PrJSC Vetropack Gostomel needs to concentrate
efforts on determining the right balance between income and investment in order to guarantee
a return of money and profit in the future.

Thus, based on the results of the analysis, it can be concluded that PrJSC Vetropack Gostomel
should choose a strategy to expand markets and at the same time a defence strategy to maintain
its market position, make additional investments in product modernization, price reduction,
production efficiency, and conquering a significant proportion of new consumers.

The strategic goal of its development should be to expand the share of exports. Areas of
application of measures are the constant modernization of production through improving
quality and reducing costs. Taking into account the results of the company's activities, we can
conclude that PrJSC Vetropack Gostomel has developed its own mix of customer-oriented
marketing strategies, which are implemented at various organizational levels and include such
processes as quality assurance, account key management, customer service, business
partnerships and market information systems. Adherence to these activities will contribute to

the development of new technological solutions that will allow the company's clients to increase =
the efficiency of their business and get a positive social and economic effect.



https://doi.org/10.15414/2021.9788055223360

"THEORY AND PRACTICE OF THE INTERNATIONAL MANAGEMENT AND ENTREPRENEURSHIP IN MULTICULTURAL ENVIRONMENT"
DOI: https://doi.org/10.15414/2021.9788055223360

Thus, as a result of the analysis of the marketing environment and the general economic
condition of the enterprise, we have reason to conclude that the enterprise PrJSC Vetropack
Gostomel Glass Factory has chosen a protective and developing marketing strategies. The
combination of these two strategies allows the company to be more flexible in a changing
marketing environment, which helps to increase the effectiveness of marketing activities of the
enterprise and the feasibility of management decisions made at the enterprise.

Conclusion

The strategic competitive advantage of PrJSC Vetropack Gostomel is that under the conditions
of the modern packaging market, glass packaging was and remains one of the main components
of the packaging market for beverages and food products. PrJSC Vetropack Gostomel
consistently and steadily improves the quality control systems of its products. Each bottle is
inspected for compliance with geometric parameters, the absence of cracks, foreign inclusions
and optical defects. It must meet the needs of the client and the requirements of the end-use
market.

Thus, PrJSC Vetropack Gostomel is a company whose products comply with both Ukrainian
and European standards, which has ample opportunities to design and manufacture glass
containers to meet customer needs, optimize production, and control product quality. The
company has a developed set of interconnected marketing strategies focused on the consumer.

Therefore, the marketing strategy of PrISC Vetropack Gostomel should be aimed at expanding
the production of glass containers, updating fixed assets, introduction of lightweight glass bottle
production technology, improving the quality of glass packaging, increasing market share of
soft drinks and food, attracting new customers, improving financial condition.

Our analysis shows that product quality is a strength of PrJSC Vetropack Gostomel. The
products produced at the enterprise are high quality, reliable, safe and environmentally friendly.
Almost all products of PrJISC Vetropack Gostomel combine high market growth prospects with
strong positions of the company in this market; are a source of not only short-term but also
long-term profit for the company, and therefore they are the best object for profitable
investments.

PrJSC Vetropack Gostomel needs to choose a strategy for expanding market share and a
strategy for maintaining competitive advantage, marketing strategy for using profits to develop
and maintain the existing state. It is necessary to pay attention to the sale and promotion of
goods on the market. The company can use such methods of marketing communication as:
advertising, sales promotion, public relations, personal sale, direct marketing. Nowadays such
method of product promotion as sponsorship is becoming widespread. It provides for the
company's participation in the costs of holding a mass event (concert or sporting event).

For the factory, could be applied a diversification strategy — the development of new goods,
product markets as well as types of services, including not only the diversification of product
groups, but also the expansion of business activities to new areas that are not related to the
company's main activities, for example implementation of environmentally friendly, practically
waste-free production.

In the current crisis conditions in Ukraine, it is necessary to constantly carry out marketing
analysis of the external and internal marketing environment. Based on the obtained data, the
existing marketing strategy should be constantly adjusted and improved and the following
measures should be implemented:

e Develop a market entry strategy for the wide neck glass jars.
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e Expand the implementation of NNPB technology (lightweight glass packaging) in
various market segments of the glass packaging consumer market.
e Increase market share in soft drinks.
e Expand the assortment of glass bottles and jars for dairy products, baby food, jars for
sauces, jams and honey.
e Upgrade outdated equipment.
e Increase production capacity and reduce costs.
So, taking into account the deterioration of the financial and economic situation in the current
crisis in Ukraine, the primary task of PrJSC Vetropack Gostomel Glass Factory is to implement
the practice of marketing crisis management. For this, it is necessary, based on existing
scientific and methodological approaches, to select and form marketing strategies that
correspond to modern economic conditions and take into account the specific problems of the
factory, and can be used in the development of a marketing anti-crisis program.
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Abstrakt

Na skumanie jednotlivych hladisk medzindrodného podnikania sme sa zamerali na spolocnost Slovak
Telekom a.s., ktoru sme skumali z viacerych oblasti. Spolocnost sidli v Bratislave aje najvicsim
poskytovatelom telekomunikacnych sluzieb na Slovensku. Jej materska spolocnost a 100% vlastnik
Deutsche Telekom AG, sidliaca v Nemeckej spolkovej republike, vyraznym spésobom ovplyvituje

fungovanie spolocnosti na Slovensku. Spolocnost Slovak Telekom a.s. si uvedomuje dodlezitost

zodpovedného podnikania a preto je aktivna vo vsetkych oblastiach CSR aktivit, kde bola aj ocenena.
Svoju iniciativu vyznamne prejavuje v boji proti korupcii, ktoru sa snazZi minimalizovat' a uplne
odstranit. Spolocnost ma zriadeny eticky kodex a jeho organizacna kultura je zaloZend na Specifickych
pilieroch, ktoré su dodrziavané vo vsetkych krajinach posobenia. Okrem uvedeného sa v prispevku
venujeme aj postaveniu Zien v spolocnosti, pricom v tomto pripade su znacne podporované viacerymi
sposobmi. Spolocnost akceptuje kultirne rozdiely a snazi sa svojim zamestnancom vytvorit perspektivne
pracovné prostredie prostrednictvom viacerych projektov zameranych na ich osobny a pracovny rozvoj.

KUlucové slova: eticky kodex, etika, Slovak Telekom a.s., spolocenska zodpovednost, spolocnost

1. Uvod

Medzinarodné podnikanie je podnikanie, ktoré sa nesustred’uje iba na obeh tovarov ale aj
sluzieb. Skimany podnik Slovak Telekom a.s. patri medzi spolo¢nosti, ktoré poskytuju svoje
sluzby na medzinarodnej trovni. Tento podnik je dcérskou spolocnostou Deutsche Telekom
AG, ateda je zvelkej miery ovplyvneny riadenim znemeckej materskej centraly.
Medzinarodné podnikanie je Specifickd ¢innost, ktora je definovana viacerymi hl'adiskami.
Tieto hl'adiskd sa daji analyzovat’ z viacerych pohl'adov. Ciel'om tohto prispevku je priblizit
jednotlivé hladiska definujuce medzinarodné podnikanie spolo¢nosti Slovak Telekom a.s.
a priblizit’ tak profil tejto spolo€nosti a obozndmit’ Citatel'a s roznymi skuto¢nostami.

1.1.  Praktické aspekty medzindarodného podnikania v spolocnosti Slovak Telekom a.s.

Spoloc¢nost” Slovak Telekom a.s. je jednou z najznamejSich spolo¢nosti na Slovensku. Svoj
predmet podnikania realizuje prostrednictvom viacerych ¢innosti, ktoré vykonavaji jednotlivé
Casti spoloCnosti. Tieto Casti si znazornené v organizacnej Strukture, ktord je zobrazena
v Obrézku ¢.1 a nachadza sa na d’alSej strane.
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Generalny
riaditel
Zastupca
riaditela
T
| [ \ | | |
Riaditel pre mass Riaditel’ RiaditeF Riaditel’ velkoobchodu Riaditef pre Fudské Riaditel zakaznickych
market segment technologii a IT financii a korporaénych zdroje skisenosti
zaleZitosti a transformacie

Obrazok 1 Organizacna Struktura Slovak Telekom a.s.
Zdroj: viastné spracovanie podla Vyrocnej spravu z roku 2019

Ako je mozné vidiet na obrazku, jednotlivé funkcie zastreSuju riadiaci manazéri- riaditelia,
ktorych pracovnd naplil je zamerana na rézne oblasti. Priblizenim sledovanej spolocnosti sa
dostavame k viacerym praktickych aspektom, ktoré definuju spolo¢nost’ z viacerych pohl'adov.
Tieto aspekty su blizSie definované v jednotlivych castiach prispevku, kde sa zameriame na
bliz§iu charakteristiku spolo¢nosti, kde je vymedzeny vzt'ah s materskou spolo¢nostou,
uvedené jednotlivé finan¢né vysledky, spolocenskd zodpovednost, etika a eticky
kodex, manazment l'udskych zdrojov a d’alSie témy. Po preskimani jednotlivych sekcii
vznikne urcity profil spolocnosti, ktory priblizuje postavenie Slovak Telekom a.s.
v medzindrodnom podnikani.

1.1.1. Charakteristika sledovanej spolocnosti

Spoloc¢nost’ Slovak Telekom a.s. bola zalozena v roku 1999 so sidlom v Bratislave, ¢ize spada
pod Bratislavsky kraj. Povodne bola spolo¢nost’ zaloZzend bez zahrani¢nej majetkovej ucasti,
ked’ze bola vylucne Statnym podnikom, ktory sa nazyval Slovenské telekomunikacie §.p. Az v
roku 2000 stat, ktory bol 100% vlastnik, podpisal zmluvu so spolocnost’ou Deutsche Telekom
AG o odpredaji 51% podielu. V dnesnej dobe je spolocnost’ Deutsche Telekom AG 100%
vlastnikom spoloc¢nosti Slovak Telekom a.s., kde je momentalny pocet Statutdrnych organov
tri osoby. Z uvedeného vyplyva, ze spolo¢nost’ je zahrani¢ny podnik, ktory sa prostrednictvom
akvizicie stal suc¢ast'ou skupiny podnikov Deutsche Telekom Group a majoritnym akcionarom
a vlastnikom Slovak Telekomu a.s. je Deutsche Telekom AG, ktora je zaroven aj materskou
spolo¢nost’ou.

Sucasné peniazné ukazovatele poukazuju na to, ze hodnota majetku dosahovala v roku 2019
1 622 352 000 €. Vysledok hospodérenia po zdaneni dosahoval kladn1 hodnotu, a to konkrétne
111 899 000 €. Trzby spolo¢nosti Slovak Telekom a.s. boli vo vyske 715 295 000 € a celkové
vynosy 746 230 000 €. Naklady spolo¢nosti sa vySplhali do vysky 634 331 000 €. Spolo¢nost’
Slovak Telekom a.s. je dodnes najvacSim poskytovatelom telekomunikacnych sluzieb na
Slovensku, ktory pokryva celé tizemie. Spolo¢nost’ posobi v oblasti sluzieb, konkrétne v oblasti
telekomunikacnych sluzieb, ¢im prechddzame na primarne odvetvie posobenia-
telekomunikacie. V sucasnosti zamestnava od 2000-2999 zamestnancov, ako uvadza FinStat,
avSak na webovej stranke, sa uvadza, ze pocet zamestnancov v roku 2019 bol 2908.
Zaujimavostou je aj fakt, Ze v spolocnosti pracuje viac muzov ako Zien a priemerny vek
zamestnancov je 41 rokov.

1.1.2. Organizacné clenenie nadnarodnej spolocnosti

Materska spolo¢nost’ Deutsche Telekom AG sidli v Nemeckej spolkovej republike, konkrétne
v Bonne. Spolo¢nost’ pdsobi v 50 krajinach, aco sa tyka Slovenska, tu disponuje 105 €
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pobockami. Ohl'adom jednotlivych €innosti, ktoré v spolocnosti prebiehaju, tak vylu¢ne na
Slovensku sa pre Slovensko tvori marketing a ¢innosti suvisiace s predajom sluzieb kone¢nému
zékaznikovi. Cinnosti prebichajice na Slovensku a v zahranici su: strategické riadenie, ndkup
materidlu a ¢innosti spojené s planovanim sluzieb. Materska a dcérska spolo¢nost’ st vel'mi
prepojené a Castokrat spolupracuju na roznych zmenach bez toho, aby vynechali svoju dcérsku
spolo¢nost’. Strategické rozhodnutia sa tykaja problematiky ohl'adom druhov novych vyrobkov
aich dizajnu, marketingu a PR, CSR aktivit, investicii. Taktické rozhodnutia zastreSuju
vyrobené a predané¢ mnozstva, vysku platov a benefity. Operativne rozhodnutia sa zaoberaju
prijimanim zamestnancov, ich vzdelanim a rozvojom.

Co sa tyka organizadnej $truktiry materskej spolo¢nosti, t4 pozostava z jednotlivych divizii,
ktoré zastreSuji Nemecko, USA a Eurdpu. Z uvedeného vyplyva, Ze ide o divizionalnu- izemnt
organizacnu Struktiru. Okrem uvedeného je na rovnakej horizontalnej Grovni aj systémové
podnikanie a divizia rozvoja. Organiza¢na Struktura spolocnosti Slovak Telekom a.s. je
v naSom podani funkcionalna. Na cele spolo¢nosti pdsobi generalny riaditel’ Jose Severino
Perdomo Lorenzo, pod nim sa nachadza zastupca riaditel’a. Tieto dva subjekty su nadriadené
riaditelovi technologii a IT, riaditelovi zdkaznickej skusenosti a transformécie, riaditelovi
financii, riaditelovi pre mass market segment, riaditelovi pre l'udské zdroje a riaditel'ovi
velkoobchodu a korporaénych zélezitosti. Z naSho pohl'adu hodnotime organiza¢nu Struktiru
za prehladnt, ¢o je velkou vyhodou najmid pre podniky, ktoré patria medzi velké, ateda
prehladnost’ OS by mala byt v takomto pripade dodrzani. Okrem spominanej organizaénej
Struktury by sme chceli priblizit' aj Urovne riadenia. Na vrchole pomyselnej pyramidy je
generalny riaditel’, ktory predstavuje vrcholovy manazment. Pod tymto riaditelom pdsobi
riaditel’ financii, d’alej regionalny manazér a subregiondlny manazér, ktori predstavuji strednt
uroven riadenia. Na poslednej trovni riadenia je koordinator, shop manazér a nakoniec samotny
predajca. Organizacnu Struktiru, ktorth sme zndzornili, sme vypracovali samostatne, nakol’ko
ich spolo¢nost’ neuvadza v takejto podobe.

1.1.3. Spolocenska zodpovednost' v podnikani

CSR aktivity st v sledovanej spolo¢nosti zahrnuté pod oddelenim Compliance. Na oznacenie
tychto aktivit pouziva spolo¢nost” oznacenie CSR aktivity, pripadne na webovej stranke sa
uvadza aj slovné spojenie: ,,Spolocenskd zodpovednost' v podnikani“. Kedze predmetom
podnikania spoloc¢nosti Slovak Telekom a.s. st primarne, okrem iného, telekomunikacné
sluzby, tak povaha CSR aktivit nesivisi so zameranim tohto podnikania, ale Cinnosti sa
vykonavaju za zamerom zlepSenia imidZzu spolocnosti. Hlavnhym dévodom, preco Slovak
Telekom a.s. zacal vykonavat CSR aktivity bola potreba prispiet’ k verejnému blahu.
Spoloc¢nost’ svoje CSR aktivity zverejituje v Specializovanej sprave a informacie si dostupné aj
na webovej stranke www.telekom.sk, aby sa k nim dostali ¢i uz potencidlni alebo aj stéli
zékaznici. Spolocenskd zodpovednost pozostava z troch zakladnych pilierov. Tieto piliere
delime na ekonomické, ekologické a socialne aktivity. Jednotlivé oblasti st spracované
v podniku Slovak Telekom a.s. vo vyroc¢nej sprave a v CSR dokumente. Tento CSR dokument
sa v spolo¢nosti presne nazyva: ,,Sprava o zodpovednom podnikani spolo¢nosti‘.

Stupeni zamerania socidlnych oblasti poukazuje na fakt, ze vacSine socidlne zameranych aktivit
CSR je venovanad silnd pozornost azvelmi silnd pozornost. Jedinou moznostou, kde
spolo¢nost’ disponuje priemernym zameranim je oblast’ work-life balance. Je to najmé z toho
dovodu, Ze zamestnanci nemaju flexibilny pracovny ¢as. Pocas rozhovoru sa nam vsak veduci
predajne zdoveril, Ze v pripade dohody medzi kolegami a v pripade, Ze momentalne na predajni
nie su zdkaznici, tak moze zamestnanec opustit’ zamestnanie o 15 minut skor vo velmi 0o
vynimo¢nych pripadoch. V spolo¢nosti je zriadeny tzv. Program zdravia, ktory je pristupny
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zamestnancom dvakrat do roka, kde si mézu dat’ vySetrit' napriklad zrak, odmerat’ tlak
a podstupit’ podobné vySetrenia. Socidlne zameranie funguje aj v oblasti pomoci nepocujucim
(online tlmoc¢nik) a podpore angazovanosti zamestnancov spolo¢nosti Slovak Telekom a.s. na
miestach, kde zija. Priama podpora sa poskytuje aj tym, ¢o to potrebuju a to prostrednictvom
nadac¢ného fondu spolocnosti, prostrednictvom ktorého sa prispieva aj k zlepSeniu $kolstva na
Slovensku. Spolo¢nost’ realizuje aj projekt s ndzvom ,,Pomahame komunite®, vd’aka ktorému
zrealizovalo svoje projekty az 35 neziskovych organizacii.

Environmentalnemu zameraniu sa spolo¢nost’ venuje aktivne. Jednou z najdélezitejSich oblasti
je ochrana vod a raciondlne vyuzivanie vodnych zdrojov. V roku 2016 sa oproti roku 2015
podarilo znizit'" spotrebu vody o020% a dal$i rok occa 26%. Okrem spominaného sa
v spolo¢nosti Slovak Telekom a.s. recykluje priblizne 80% odpadu. Dalej sa spolognost’ usiluje
o znizenie spotreby pohonnych hmot, plynu atym zlepSovat urovenn ovzduSia a zniZenie
elektrickej energie. Spolo¢nost’ sa venuje aj ochrane pred klimatickou zmenou a ochrane
ozdénovej vrstvy Zeme a to tak, Zze ukoncila vyuzivanie chladiva R22 v 30 zariadeniach. Vo
vSeobecnosti vSak spolo¢nost’ Slovak Telekom a.s. prispieva najmé na vzdelavanie, socidlnu
starostlivost’, zdravie, umenie a kultiru a az potom na environmentalnu stranku.

Co sa tyka ekonomickych CSR aktivit, vo vietkych pripadoch ma spoloénost’ velmi silné
zameranie. Tému korupcie, spolo¢nost’ neberie na l'ahkti vdhu a kazdoroCne 9.decembra
organizuje celofiremny ,,Deii boja proti korupcii®, kde bola hostom aj prezidentka Slovenskej
republiky pani Mgr. Zuzana Caputovd. Okrem uvedeného sa v spolo¢nosti vykonaval aj
prieskum, kde 6% respondentov uviedlo, Ze v podnikani existuju dovody na korupciu, 50% je
ochotnych nahlasit’ podnet, ak su svedkom nekalych praktik a 65% si mysli, Ze prijaté opatrenia
pre odhal’'ovanie praktik su adekvatne.

Spolocnost, €o sa tyka sluzieb pre zakaznikov, zaviedla Gspesny projekt, kde spustila nahrady
pevnych sluzieb pocas ich nedostupnosti. V praxi to moze vyzerat tak, ze v pripade
nefunk¢nosti televizie alebo nefunk¢nosti internetu spolo¢nost’ zadarmo zabezpe¢i ndhradné
rieSenie ako napr. zadarmo data na telefone, prostrednictvom ktorych si zakaznik moze pozriet’
online program na svojom zariadeni. Dalej sa spoloénost’ zaviazala dodrziavat’ zakon o reklame
a zékon o ochrane spotrebitel'a, kde prisltubili, ze nebudt tvorit’ klamlivé reklamy.

Zodpovednost’ voci dodavatelom a obchodnym partnerom prispela najmé k elektronizacii
nakupného procesu vo vztahu k dodavatelom. Dalej si spolo¢nost’ zakladd na vybudovani
transparentného kontrolného prostredia, ktoré zamedzi akymkol'vek pripadnym pokusom
o manipulaciu s finanénymi Udajmi spolo¢nosti, uzatvara Dohodu o ochrane ddévernych
informacii, archivuje transakcie, vybera doveryhodnych partnerov, ktori disponuju potrebnymi
certifikdtmi, kde odmietaji spolupracu s dodavatelmi, ktori zneuzivaju detsku pracu
a podobne.

Dopad CSR aktivit je v regione silne citel'ny a spolocnost’ dostava mnoho pozitivnych reakcii.
Spoloc¢nost’ nepokladd CSR aktivity za marketingovy ndstroj zvySovania zisku ale za pomoc
a zlepSenie mena spolo¢nosti. Slovak Telekom a.s. disponuje aj roznymi certifikdtmi medzi
ktoré patri napriklad EN ISO 9001, EN ISO 14001, Charta ETNO, Systém ISO 27001 a mnoho
d’alSich. Spolo¢nost’ ziskala aj ocenenie v kategoérii Dobry partner komunity prestizneho
ocenenia Via Bona Slovakia 2018.

Co sa tyka CSR aktivit a pandémie, ktora je spojena s COVID-19, tak spolognost’ dba na
hygienu a dodrziava vSetky nariadenia avSak nepodiel’a sa na pomoci ohl'adom testovania alebo
vyskume. Tejto téme sa vSak budeme dalej venovat a priblizime aj reakciu skumanej
spolo¢nosti k danej situacii.
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1.1.4. Eticka klima v organizdcii

Etika je v spoloc¢nosti zaclenena pod oddelenie Compliance a spolo¢nost’ ma vybudovanu
vel'mi silnu eticku klimu. Oblast’ riadenia etiky je riadend z materskej centraly. Spolo¢nost’ je
vel'mi silne eticka vo vzt'ahu k zamestnancom, dodavatel'om, odberatel'om, prirode, vlastnikom
a silne eticka k miestnej komunite a konkurencii. Sledovana spolo¢nost’ zverejnuje svoje etické
postoje v jednotlivych dokumentoch, avSak nie pravidelne. Eticky kodex tykajici sa
dodavatel'ov, odberatelov a podobnych subjektov sa nachddza na internetovej stranke
spolo¢nosti, ale eticky kodex tykajuci sa zamestnancov sa nachadza vyluc¢ne v intranete.
Spolo¢nost’  cCelila  viackrat problémom v oblasti korupcie, ktora sme priblizili
v predchadzajucej podkapitole, marketingovym problémom v oblasti klamlivej reklamy
a vzt'ahom s odberateI'mi z dovodu nedodrzania podmienok. Okrem spominanych oblasti ma
spolo¢nost’ Slovak Telekom a.s. tzv. Skandaly tykajuce sa sledovania byvalych zamestnancov,
ktori pracovali na vysokych pozicidch, ¢im bolo na spolo¢nost’ podané aj trestné oznamenie.
Etické principy v suvislosti s COVID-19 spolo¢nost’ doplnila zdsadne najmé v oblasti ochrany
svojich zamestnancov ako napriklad prekrytie tvare, kde sa na rasku nachadza logo spolo¢nosti,
hygiena ruk, socialny odstup, stanoveny pocet zdkaznikov na m2, extra sluzby zékaznikom
apodobne. Co sa tyka extra sluzieb, tak spoloénost po¢as pandémie poskytla vybranym
zékaznikom nekonecné data, alebo iné extra sluzby. Hlavnym ciel'om bolo prinutit’ 'udi, aby
ostali doma a mohli napriklad vykonéavat’ pracu z domu, Studovat’, viest’ konferencie, spojit’ sa
s blizkymi.

S etikou uzko suvisi eticky kodex. Hlavnym doévodom prijatia Etického kodexu bol tlak
materskej spolo¢nosti a aj udalosti, ktoré sa stali a neprispeli k dobrému menu spoloc¢nosti.
Nielen spolocnost’” Slovak Telekom a.s. disponuje Skandalmi ale aj spoloc¢nost” Deutsche
Telekom AG, ktora Celi Skandalu tykajiceho sa vyplacania Gplatkov v balkanskych krajinach.

1.1.5. Eticky kodex

Oblast’ etiky je spracovana v Etickom kdédexe spolo¢nosti. Zverejneny Eticky kodex
spolo¢nosti je v rozsahu 11-25 stran (konkrétne 12 stran) a je zrealizovany ako samostatny
dokument, ktory je profesiondlne graficky upraveny a v ktorom sa nachadzaju fotografie
zamestnancov spolo¢nosti. Zasadny podiel jednotlivych oblasti etického kddexu maju témy
odmietania neetickych praktik, personalneho obtaZovania, kultirnych rozdielov, vztahov
k vladam, odberatelom a zdkaznikom, rovnako ako aj kvality vyrobkov, ktora je prave
kl'icovou oblastou v Etickom kodexe. Eticky kodex bol prijaty v roku 2006, kde hlavnym
autorom bol vrcholovy manazment materskej spolocnosti. Dary v spolo¢nosti st povoleng, ale
nemaju konkrétnu vysku. Veduci podniku uviedol, Ze je to na kazdého uvazeni a mysli si, ze
vacsina vie odhadnut’ mieru toho, €o je vhodné a ¢o naopak nie je. Spolo¢nost’ Slovak Telekom
a.s. sa detailne venuje vo svojom Etickom kodexe oblasti kazdej formy obt'azovania, ktora
absolutne netoleruje. Rovnako odmietavy postoj je aj v oblasti Sikany ¢i uz zo strany kolegov
alebo nadriadenych. Eticky kodex odmieta taktiez rozne formy diskriminécie av§ak podrobne
ich v zverejnenom Etickom kodexe neSpecifikuje, a k internému Etickému kédexu nema
verejnost’ pristup. Veduci predajne, s ktorym sme spolupracovali, uviedol, Ze spolo¢nost’ riesi
primarne diskriminéciu a Eticky kodex sa pravidelne modifikuje. V suvislosti s COVID- 19 sa
ich Eticky kodex nemenil, zamestnanci v§ak dostali jasné instrukcie. Dalej je v Etickom kodexe
presne uvedeny navod ako postupovat’ pri nahlaseni jednotlivych typov etickych problémov.
V suvislosti s tym mé spolo¢nost’ zriadentl linku, ktorej nazov je ,,Povedzte nam®, kde je
zaruc¢end anonymita rovnako ako aj v ostatnych formach nahlasenia porusenia etického kodexu,
ktory mézeme definovat’ ako regula¢ny. Zaujimavostou je, ze v Etickom kodexe spolo¢nosti
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je dokonca prikazané, Ze pocas viano¢ného obdobia je na predajni povinnostou mat’ zriadeny
viano¢ny stromcek.

Co sa tyka upravy vzhladu etickym kédexom, ten upravuje najmi nosenie rovnosaty, ktoré je
povinné a poukazuje na firemnu kultaru. Téma tykajuca sa tetovania, Sperkov, ucesu, make-
upu a podobne je prenechana na osobnych preferenciach zamestnanca. Eticky kdédex musia
vsetci zamestnanci dodrziavat’ v oblastiach povinnych viet, zdkazu vybavovania sikromnych
zalezitosti pocas prace, prisne sa zakazuje oponovanie zakaznikom a podobne. Zamestnanci
maju v etickom kodexe presne opisany postup rozhovoru, pravidla ako sediet’ na stolicke, zékaz
hrania sa s perom pocas rozhovoru, zdkaz pozerania sa do obrazovky pocitacu pocas rozhovoru
a podobné pripady, na zéklade ktorych by mohol zakaznik nadobudnut’ pocit neprofesionality
zo strany zamestnanca spolo¢nosti.

1.1.6. Organizacna kultura a medzikulturny manazment

V spolocnosti Slovak Telekom a.s. pracuji zamestnanci z viacerych krajin. V tejto suvislosti je
samozrejmostou jazykova nekompatibilita. Vo vrcholovom manazmente sa dorozumievaju
manazéri anglictinou, stredny manazment komunikuje jazykom materskej krajiny rovnako ako
aj najniz8§i manazment a radovi zamestnanci. Nedorozumenia v dosledku pouZzivania ré6znych
jazykov vznikaju zriedka a konflikty spdsobené rozli¢nou kultirou takmer nikdy. Zamestnanci
jednotlivych stupiiov podniku nemaji len moznost’, ale aj povinnost absolvovat’ kultirny
tréning. Ide najmd o vrcholovy a stredny manazment. Ostatni zamestnanci to nemaji ako
povinnost’, ale dobrovolnt ¢innost’. Firemna kultira je znama symbolom, ktoré sa oznacuje ako
,Magentové T*. Okrem uvedeného je cela kultra spolo¢nosti zaloZena na kultrnych pilieroch
ktorymi st: nadSenie zdkaznika a jednoduchost’ sii naSou hnacou silou, koname zodpovedne
a s reSpektom, spolu ¢i zvlast’ sme jeden tim, najlepSie miesto pre vykon arast, ja som T-
spolahni sa na mia. Podnik d’alej kladie velky doraz na logo spolo¢nosti, farby ( v tomto
pripade konkrétne rizova), unifikovany vzhl'ad priestorov, kde taktiez prevlada ruzova farba,
vybavenie reklamnymi predmetmi ako ruzové pera ¢i trickd, webovu stranku spolo¢nosti, Gcty
na socialnych sietach, mobilnu aplikaciu a podobne. Priemerne rozpracovanou oblast'ou je
unifikovany vzhl'ad podnikovych automobilov. Okrem spominaného podnik pravidelne
organizuje pre vsetkych zamestnancov firemné Team Buildingy, viano¢né velierky a
udelovanie oceneni. Aktivity, ktorych sa zacastituju vybrané Casti podniku st spolo¢né obedy,
firemné oslavy, navsteva kulturnych podujati, regeneracia. Manazment sa podiel’a na firemnych
oslavach s partnermi resp. s rodinou. Oslavy menin a narodenin sa neorganizuju. Spolo¢nost’
nema kulturneho hrdinu a uplatituje globalny kultirny model.

1.1.7. Medzinarodny manazment ludskych zdrojov

Stratégiu obsadzovania riadiacich pozicii méa spolo¢nost’ globalnu. Clenovia manazmentu
pochadzaju zroznych krajin. Vykonny riaditel’ Jifi Vacek aJitka Adamkova st ceskej
prislugnosti. Co sa tyka témy ohladom povinnosti vycestovat do zahrani¢nej centraly ako
expatriate ma riaditel’ a vrcholovi manazéri. Manazéri na strednom stupni mézu vycestovat’ ale
nemusia a operativni vedulci, radovi zamestnanci aini pracovnici nemézu. Tento pobyt
zvycajne trva menej ako mesiac. Veduci predajne uviedol, ze je zndme Ze pobyt je podmieneny
zmluvou, avsak nie si zname jej podmienky. Po prichode expatrianta zo zahranicia sa zvycajne
vrati na povodnu poziciu alebo dostane vyssiu poziciu.

Medzinarodny manazment l'udskych zdrojov sustred’uje svoju pozornost’ aj na kultirne
zvyklosti. Kultirne zvyklosti s obmedzované nasledovne. Slavenie sviatkov doma a priestor
hovorit’ v rodnom jazyku nie je vyrazne obmedzovany. Co sa tyka narecia, to sa toleruje v ramci
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sukromnej konverzacie medzi zamestnancami pripadne, ak si to vyzaduje zdkaznik. Sloboda
kultirne sa vyjadrit’ na pracovisku ohl'adom oblecenia podlieha vel'mi znaénym obmedzeniam.
Po otazke, ¢i mdze na pozicii predajcu pracovat’ Zena, ktora nosi hidzab bolo zodpovedané, Ze
hidzab jej zakazat’ spolo¢nost’ nemoze, ale pracovné obleCenie dodrziavat’ musi (firemné tricka
s logom). Pocas pracovnej doby sa po dohode s manazmentom moZze zamestnanec venovat’
svojim modlitbam, i ked’ to mé svoje prisne obmedzenia (napriklad nemo6ze opustit’ kvoli
modlitbe predajiiu na 30 minat, pripadne prerusit’ predajny rozhovor so zdkaznikom kvoli
modlitbe). V takomto pripade sa mdze venovat’ modlitbe vtedy, ked’ ma pracovnu prestavku a
ak tym neobt’azuje svojich kolegov, pripadne zédkaznikov, ktori sa nachddzaji na predajni. Pri
praci zamestnanci nemézu pocuvat’ vlastnu, ani 'udovi hudbu a nemdézu sa taktiez obklopovat’
I'udovym umenim, ked’Ze predajia svojim dizajnom poukazuje na firemnu kultaru.

1.1.8. Zeny v medzinarodnom manazmente a podnikani

Clenovia $tatutarneho organu spolo¢nosti Slovak Telekom a.s. st traja, pri¢om jedna z nich je
Zena, ktora je Nemka a dvaja muzi, kde je jeden Rakiigan a druhy Spaniel. Z uvedeného teda
vyplyva, Ze vSetci traja st inej nez slovenskej Statnej prisluSnosti. Vykonnym riaditelom
spolo¢nosti je muz a pomer zien a muzov vo vrcholovom manazmente je priblizne 70% muzov
a 30% zien. Rovnako to je aj v strednom manazmente. Tu je vSak potrebné uviest’ fakt, ze
spolo¢nost’ nijako vtomto smere nediskriminuje postavenie Zien a dokonca vytvorilo aj
program W-lab, ktory je urCeny pre zamestnancov zenského pohlavia s cielom podporit’ ich
potencial tykajuci sa schopnosti obsadit’ riadiace pozicie. V priebehu roka mali moznost
pracovat’ na projekte zadanom manazmentom, zucastnili sa rozvojovych aktivit na podporu
manazérskych kompetencii, vyuzili kou€ing/mentoring a r6zne networkingové prileZzitosti.
Celkovy pomer muzZov a zien v podniku je 65% muzov a 35% Zien.

Podra zistenych informacii v priebehu vyskumu ndm bolo vysvetlené, Ze podmienky pre rozvoj
a kariérny rast zien su naozaj vel'mi dobre rozvinuté, avSak o tieto pozicie sa nejavi prili§
vysoky zaujem zo Zenského pohlavia. Zeny viak &asto reprezentujii podnik, zastavaju aj
vrcholové pozicie, zarabaji rovnako ako muzski kolegovia na rovnakej pozicii, maju vytvorené
podmienky pre kariérny rast, pravidelne ostdvaji na materskej dovolenke 3 roky, maji rovnaka
moznost’ kariérneho rastu ako muzi, zacastiuju sa rovnakych podujati ako muzi a st beznou
sucastou neformalnych podujati/vztahov. Jedinym obmedzenim je, Ze Zeny zriedka
vykonavaju svoju pracu v plnom rozsahu pocas tehotenstva prave preto, Ze sa prihliada na ich
zdravotny stav. Ak im to vSak zdravotny stav umoziuje, spolo¢nost nema vyhrady voci
vykonavaniu pracovnej ¢innosti. Faktom je vSak skutoCnost, Ze len zriedka maji svoje
hygienické zariadenia delené na muzské a Zenské.

Spoloc¢nost” podporuje dovolenku z rodinnych dévodov, podporuje prispevok pri narodeni
dietata, upravu charakteru prace v tehotenstve a bezne podporuji tpravu pracovného casu
v tehotenstve a poskytuji iné vyhody pre rodicov. Vsetky aktivity, ktoré zosuladuja rodinny
a pracovny zivot st uréené rovnako pre Zeny ako aj muzov.

Zaver

Spolocnost’ Slovak Telekom a.s. je 100% zahrani¢ny podnik, ktory podla po¢tu zamestnancov
zarad'ujeme do velkého podniku a ktory vykazuje kladné finanéné vysledky. Spolo¢nost’ sa
aktivne venuje vSetkym oblastiam CSR aktivit a bola ocenena aj prestiznou cenou Via Bona
Slovakia 2018 v kategorii Dobry partner komunity, pricom sa aktivne venuje najmi
nepocujucim. Etickd klima vyplyva zo zasad Etického kodexu, ktory spolo¢nost’ prijala v roku
2006 a ktory ustanovuje zakladné pravidld spravania sa na pracovisku a zaroven upravuje aj
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vzt'ahy spolo¢nosti voci svojim odberatel'om, dodavatel'om aj zdkaznikom. Kultira spolo¢nosti
ma silné postavenie a vyplyva zo zdkladnych kultirnych pilierov, ktoré ma spolo¢nost
stanovené. Okrem toho je toto prostredie definované aj typickymi prvkami ako je tzv.
Magentové T, ruzova farba, pracovné obleCenie arovnaky vzhlad predajni. Spolo¢nost
akceptuje kultirne rozdiely apodporuje zeny v kariérnom raste, kde dava priestor na
obsadzovanie vysSich pracovnych pozicii. Muzi aZeny maju vtomto podniku rovnaké
postavenie.

Prehlasenie

Prehlasujem, Ze na spracovanie tohto prispevku boli pouzité verejne dostupné informdacie
o sledovanom podniku, alebo neverejné informacie publikované so suhlasom sledovaného
podniku.

Author Contributions: Conceptualization, data investigation, methodology, software
analysis, formal analysis, resources, writing, visualization, supervision, project administration,
and funding acquisition: N.M.
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Abstrakt

Hlavnym cielom prispevku je zhodnotit praktické aspekty medzindarodného podnikania
v slovenskej pobocke nadnarodného podniku OSRAM Licht AG. Tato pobocka sidli v Novych
Zamkoch a jej obchodny nazov je OSRAM, a. s. Predmetom podnikania je predovsetkym vyroba
a predaj elektrickych svietidiel. Medzi praktické aspekty medzinarodného podnikania skumané
v tomto prispevku patria organizacna Struktura podniku, aktivity vyplyvajuce zo spolocenskej
zodpovednosti podniku (CSR), eticka klima v organizdcii, podnikova kultura, medzindarodny
manazment ludskych zdrojov a postavenie Zien v medzinarodnom manazmente a podnikani.
Na zaklade ziskanych informdcii mozno OSRAM, a.s. charakterizovat’ ako podnik, ktory ma
funkcénu organizacnu Strukturu, kedZe su pozicie v podniku hierarchicky usporiadané podla
jednotlivych  funkcnych  oblasti.  Spolocenski  zodpovednost v podnikani  uplatiuje
v ekonomickej, socidlnej aj ekologickej oblasti. Podnik velmi dba na dodrziavanie etickych
noriem, ktoré su uvedené v Kodexe spravania sa. Snazi sa predchadzat diskrimindcii a korupcii
v akejkolvek forme. Taktiez sa usiluje o zachovanie silnej podnikovej kultury prostrednictvom
dodrziavania kulturnych hodnot.

KUrucové slova: medzinarodné podnikanie, organizacnd Struktura, oddelenie
Compliance, Kodex spravania sa, spolocenska zodpovednost

1. Uvod

V sucasnosti sa vo vel’kej miere rozvija medzinarodné podnikanie. Hlavnym megatrendom 21.
storo¢ia je globalizdcia. Mnohé podniky sa usiluji preniknit’ na medzinarodny trh, aby
realizovali svoju Cinnost’ v €o najvacSom pocte krajin a vyrabali ¢o najvac¢sie mnozstvo
produktov, vd’aka ¢omu moédzu dosiahnut’ Gspory z rozsahu, ziskat’ novych zikaznikov a v
kone¢nom désledku zvysit’ svoju konkurencieschopnost’.

V tomto prispevku sa zameriame na praktické aspekty medzinarodného podnikania slovenske;j
pobocky nadnarodnej spolo¢nosti OSRAM Licht AG a tou je OSRAM, a. s. Avsak, v mensej
miere budeme analyzovat’ aj materskll spolo¢nost’, vd’aka ¢omu budeme moct’ porovnat’ ich
organizacné Struktury. Jadro prispevku obsahuje osem menSich Casti, z ktorych prva sa
zameriava na charakteristiku tak dcérskej, ako aj materskej spolo¢nosti. Ostatnych sedem casti
tvoria jednotlivé praktické aspekty medzinarodného podnikania. Udaje potrebné k vyskumu st
cerpané z webovej stranky podniku, podnikovych dokumentov a od kontaktnej osoby, ktora je
zamestnancom skumaného podniku.
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1.1 Praktické aspekty medzindrodného podnikania vo vybranom podniku

Nakolko OSRAM a. s. je pobockou nadnarodnej spolocnosti OSRAM Licht AG, vyznamnu
ulohu v nej zohrdva medzinarodné podnikanie, teda podnikatel'ské aktivity realizované aj za
hranicami Slovenska. Tieto aktivity uskutocnuje v kazdodennej praxi, pricom je ich velké
mnozstvo. Z toho dovodu su predmetom nasho vyskumu praktické aspekty medzinarodného
podnikania.

Medzinarodné podnikanie mozno hodnotit’ z viacerych hl'adisk. M6Zeme napriklad analyzovat’
organizacnu Strukturu nadnarodného podniku, zistovat’ informéacie o aktivitach suvisiacich so
spolo¢enskou zodpovednostou, ktoré maju viac ¢i menej vyznamny dopad na region, v ktorom
sa tieto Cinnosti uskutociuju, alebo mozeme skiimat’ podnikovu kultaru, ¢i ju ma podnik
jednotnt vo vSetkych krajinach, alebo je ovplyviiovand narodnymi kultirami. V prispevku sa
zameriame na tychto sedem aspektov: organizacné clenenie nadnarodného podniku,
spolocenské zodpovednost’ v podnikani, eticka klima v organizacii, eticky kddex, organizacna
kultira a medzikultGrny manazment, medzindrodny manazment l'udskych zdrojov a Zeny
v medzindrodnom manazmente a podnikani.

1.1.1 Charakteristika sledovanej spolocnosti

OSRAM je nadnarodna spolocnost’, ktorej slovenska pobocka bola zapisand do Obchodného
registra 28.12.1990 pod menom Tesla Nové Zamky, a.s. Sidlo spolo¢nosti je na Koméarnanske;j
ceste 7 v Novych Zamkoch. 23. 5. 1996 odkupil Teslu Nové Zamky OSRAM a vd’aka tejto
akvizicii sa podnik stal dcérskou spolo¢nostou centrdly OSRAM-u. Obchodné meno
spolo¢nosti sa zmenilo na OSRAM Slovakia. 5.11. 2010 sa spolo¢nost’ premenovala na
OSRAM, a. s. Predmetom podnikania je vyroba a predaj elektrickych svietidiel. OSRAM patri
medzi velké podniky, podla SU SR zamestnava 500 - 999 zamestnancov. Zakladné imanie
spolo¢nosti zapisané v Obchodnom registri ma hodnotu 10 696 444 €, pricom je celé splatené.
Slovenskd pobocka tohto podniku je celd v zahranicnom vlastnictve, pricom jedinym
akcionarom je OSRAM GmbH. Statutarnym organom akciovej spolo¢nosti je predstavenstvo,
ktoré sa v tomto pripade sklada z dvoch ¢lenov. Predsedom predstavenstva je Dipl. - Ing. Bernd
Giinther Naujoks a &lenkou predstavenstva je Ing. Miriam Kollarova. Cinnost’ predstavenstva
kontroluje dozornd rada, ktora ma troch cClenov. Pocas celej svojej Zivotnosti dosahuje
spolo¢nost’ kladny vysledok hospodarenia [2].

OSRAM so sidlom v Mnichove je poprednou svetovou spolo¢nostou v oblasti high-tech
fotoniky so 114-ro¢nou histériou. Jej ndzov vznikol z prvkov osmium a wolfram, ktoré sa
kedysi najcastejSie pouzivali na vyrobu svetelnych vlékien. Je druhou najvacsou spolocnostou
vyrabajucou osvetl'ovaciu techniku na svete po spolocnosti Philips a je sesterskou spolocnostou
v celkovom vlastnictve spoloc¢nosti Siemens AG [1]. Ma pobocky v Nemecku, Franctzsku,
Holandsku, LotySsku, Rusku, Cine, Indii, Indonézii, Argentine, na Slovensku a v mnohych
d’alsich krajinach, priCom zamestnava vyse 40 000 zamestnancov. Produkty spoloc¢nosti sa
primarne zameriavaju na technoldgie zaloZené na polovodi¢och a pouzivaju sa vo vel'mi
rozmanitych aplikaciach od virtudlnej reality po autonémne riadenie a od inteligentnych
telefébnov po siet'ové inteligentné riesenia osvetlenia v budovach a mestach [6]. OSRAM sa
zaobera vyrobou a predajom ziaroviek a ziariviek na vSeobecné pouzitie, ziaroviek pre
motorové vozidla, Specidlnych svetelnych zdrojov, trpasli¢ich Ziaroviek a vysokotlakovych
ortutovych vybojok. V oblasti automobilového osvetlenia je spolo¢nost’ svetovym lidrom na
trhu a v oblasti technologii [S]. OSRAM dba aj na ekologickost’ vyroby, zaviazal sa dosiahnut’
do roku 2030 uhlikovu neutralitu [4].
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1.1.2 Organizacné clenenie nadndrodnej spolocnosti

I

Obrazok 1 Organizacna Struktira spolo¢nosti OSRAM, a.s.
Zdroj: Vyro€na sprava spolo¢nosti OSRAM, vlastné Uprava

Slovenska pobocka mé funk&nt organizacnu Struktiru, priCom na cele organizacnej Struktury
je predstavenstvo, ktoré sa skladd z dvoch l'udi — predsedu a d’alSieho ¢lena. Predsedom
predstavenstva je Dipl.-Ing. Bernd Giinther Naujoks, ktory je zaroven aj vykonnym
a technickym riaditelom. Clenkou predstavenstva je Ing. Miriam Kollarova, ktora je zaroven
finanénou riaditel’kou pobocky. Na pozicii komerénej riaditel’ky je E. Santava a regiondlnym
riaditel'om je B. Berec. Kazdy z tychto riaditelov mé int sféru poésobenia a inych podriadenych.
Priamymi podriadenymi Bernda Naujoksa su manazér 'udskych zdrojov, manazér vyroby a
manazérka kvality. Ich podriadenymi st pracovnici pdsobiaci v oblasti vyroby, predaja
a logistiky a taktiez tzv. compliance officer, ¢ize manazérka, ktora je zodpovedna za sulad
¢innosti pobocky s pravnymi predpismi. Pod komer¢nou riaditelkou je manazér predaja,
manazér IT a manazér dodavatel'ského retazca (Supply Chain Manager). Regionalny riaditel ©QQ
je zodpovedny za report manazérov, ktorych ulohou je podavanie sprav o ¢innosti vedeniu, (O
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manazéra servisu ataktiez za controlling. Napokon, finan¢nd riaditel’ka zodpovedd za
uctovnictvo. [3]

Obrazok 2 Organizaéna $truktira centraly sledovanej spolo¢nosti
Zdroj: The Official Board (2020) [13], vlastna uprava

Materska spolo¢nost’ ma taktiez funkEnu organizacnu Struktiru. Na jej Cele je generalny
vykonny riaditel’, ktorym je Dr. Olaf Berlien. Na jeho ¢innost” dozera dozorna rada, ktora sa
sklada z predsedu a 11 ¢lenov. Priamymi podriadenymi generalneho vykonného riaditela st
generalny finan¢ny riaditel’ a generalny technicky riaditel. Generalnou finan¢nou riaditel'’kou
je Kathrin Dahnke a generalnym technickym riaditelom Stefan Kampmann. Pod vedenim ¢
generalneho vykonného riaditel'a st taktiez veduci oddelenia pre juzni Eurdpu, pre
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obstaravanie, pre pravne zalezitosti, oddelenia predaja a oddelenia komunikécie a stratégie
znacky [11].

1.1.3 Spolocenska zodpovednost' v podnikani

Spoloc¢enska zodpovednost’ v podnikani sa uplatiiuje aj v spolocnosti OSRAM. Za aktivity,
ktoré sem patria je zodpovedné oddelenie Compliance v Mnichove a v ostatnych pobockach
manazéri Compliance. Pre tieto aktivity sa pouziva ndzov CSR (Corporate Social
Responsibility) aj na Slovensku. CMS (Compliance Management System) bol zaloZeny
primarne za ucelom prevencie korupcie a zabezpecenia suladu podnikatel'skych aktivit s
pravnymi normami. Jeho ulohou je vytvorit’ taka podnikova kultiru, ktora odsudzuje nekalé
praktiky a chrani tak svojich zamestnancov a aj reputaciu podniku. OSRAM uplatiiuje stratégiu
nulovej tolerancie voci poruSovaniu pravnych a etickych noriem. Spolocnost’ zverejiuje
¢innosti patriace do CSR kazdoro¢ne v Specialnej sprave. Tak ako v inych podnikoch, aj v tomto
mozno rozdelit’ aktivity CSR do troch oblasti. Prvou z nich je ekonomicka, do ktoré patri v
prvom rade spomenuté odmietanie korupcie a ochrana duSevného vlastnictva, takisto je vel'mi
dolezita transparentnost’ podnikatel'skych Cinnosti. OSRAM taktiez velmi dba na kvalitu
svojich vyrobkov, pricom na ziarovky do automobilov poskytuje zvySent az 5-ro¢nu zaruku
[6]. DalSou oblastou je socialna, kam sa zaraduje uz spomenuté dodrziavanie etiky na
pracovisku a takisto rovnost’ prileZitosti pre zamestnancov. Zamestnanci spolocnosti maju
mnoho benefitov, napriklad letny a viano¢ny bonus, ro¢né a mimoriadne odmeny. Vel'ky doraz
sa kladie aj na vzdeldvanie zamestnancov a na vyvazenost ich pracovného a osobného Zivota.
Maju ciastocne flexibilny pracovny c¢as a nadcasy su kompenzované nahradnym volnom. V
suvislosti so suc¢asnou situaciou sa spolocnost’ snazi o zvySenu hygienu na pracovisku a takisto
poskytuje moznost’ tym zamestnancom, ktori si schopni pracovat’ z domu, zostat’ doma a
chranit’ sa tak pred nadkazou. Ti zamestnanci, ktori zostdvaju na pracovisku su testovani na
naklady zamestnavatela. Podnik sa takisto zameriava aj na ekologicku oblast’, usiluje sa o
ochranu zivotného prostredia najméa znizovanim emisii, vyuzivanim obnovitelnych prirodnych
zdrojov a investovanim do ekologickych technologii [12]. Podnik ziskal v r. 2005 certifikat The
UN Global Compact — je zaloZeny na desiatich principoch v oblasti I'udskych prav, zivotného
prostredia a boja proti korupcii [8]. Napriek tomu, ze viaceré pobocky spolo¢nosti OSRAM a
aj materska spoloc¢nost’ sa zii€astnili réznych sutazi zameranych na spolo¢enskt zodpovednost’,
slovenska pobocka sa zatial' ziadnej takejto sutaze nezucastnila. Aj ked’ st CSR aktivity
sledovanej spolo¢nosti pocetné, na region maju len priemerny dopad. Vplyv na vysledky
podniku je o nieCo vyssi, najmé na posilnenie podnikovej kultiry a dobrého mena spolo¢nosti
maju aktivity CSR vyznamny efekt.

1.1.4 Eticka klima v organizacii

V slovenskej pobocke je vybudovana pomerne silna eticka organiza¢na klima a je vyznamnou
sucast’ou podnikovej stratégie, avSak predovsetkym kvoli dorazu na etickost’ podnikatel'skych
aktivit zo strany materskej spoloCnosti. Materska spolo¢nost” veri, ze trvalo udrzatelny
hospodarsky uspech firmy nezavisi len od toho, ¢i sa plnia ekonomické ciele, ale aj od toho,
ako sa dosahuju. Zakaznici, obchodni partneri, akcionari, investori, verejnost’ aj zamestnanci
oCakéavaju, ze OSRAM bude konat’ Cestne vo vSetkych obchodnych vzt'ahoch. Zékladné
pravidla spravania v skupine OSRAM stanovuje smernica Compliance. Dopliuje a
konkretizuje zékladné principy stanovené v Kodexe spravania (BCG). Téato smernica upravuje
preventivne opatrenia proti korupcii, nelegalnej sutazi a praniu Spinavych peiazi, ako aj
disciplinarne nasledky takychto ¢inov a zodpovednost’. V podniku plati zékaz korupcie, tak ()
aktivnej, ako aj pasivnej. OSRAM vSak nezakazuje poskytovanie darov a benefitov bez jud
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o¢akévania protihodnoty, ani ich prijimanie, st kazdodennou stcastou podnikania. Pravidelne
poskytuje dary nielen svojim obchodnym partnerom, ale aj charitativnym organizaciam. Ked'ze
mozu byt silnym komunikaénym nastrojom, oddelenie Corporate Communications & Brand
Strategy je zodpovedné za stanovenie toho, na aky ucel a za akych podmienok je mozné
poskytovat’ dary [12].

Z pravneho pohladu musia dary spifiat’ nasledovné zasady:

* dary nie je mozné poskytovat’ prijemcom, ¢i uz jednotlivcom alebo organizaciam, ktorych
ciele su nezlucitelné s firemnymi hodnotami OSRAM alebo ktoré by mohli poskodit’ dobré
meno OSRAM;

* dary sa nemo6Zzu poskytovat’ v hotovosti;

* okrem riadne zdovodnenych pripadov nie je mozné vyplacat’ dary na iné Ucty ako je ucet
prijemcu [9].

Pri poskytovani alebo prijimani benefitov je nutné dodrzat’ nasledujuce zésady:

* benefit musi byt povoleny miestnymi zdkonmi, predpismi a smernicami;

* benefit nesmie byt’ poskytnuty vymenou za nevhodnt protisluzbu;

* povaha, hodnota a Castost’ benefitu musia byt’ primerané prilezitosti, pri ktorej sa poskytuju,
a postaveniu a situdcii prijemcu;

* benefit musi byt poskytovany a prijimany transparentne — musi byt viditeIny
a skontrolovatelny [9].

Spolocnost’ sa taktiez snazi vyhybat’ konfliktu zdujmov zo strany zamestnancov. Osobnym
zaujmom mozu byt financné zaujmy (napr. podiel v inych firmach, vedl'ajsi pracovny pomer,
obchodné vztahy, dary ¢i pohostenia, iné¢ vyhody) alebo mdze vyplyvat zo znamosti
(pribuzenstva) ¢i moze byt spolocenskej povahy (priatel'stvo, zévislost, donutenie). Aby
nedochadzalo ku konfliktu zaujmov, zamestnanci musia svojich nadriadenych a prislusné
personalne oddelenie informovat’ o kazdom osobnom zaujme, ktory maji vo vztahu k plneniu
svojich pracovnych povinnosti. Nadriadeny potom po dohode s personalnym oddelenim
rozhodne o prislusnych opatreniach, aby ku konfliktu zdujmov nedoslo. Podnik dba aj na
ochranu Zivotného prostredia a bezpecnost’ prace. Spolocnost OSRAM implementovala
celosvetovy systém riadenia zivotného prostredia, dba o dodrziavanie zdkonov v tejto oblasti a
kladie si naro¢né ciele. Zodpovednost' voCi zamestnancom si vyzaduje prijatie najlepSich
moznych opatreni na prevenciu urazov a tyka sa technického planovania pracovisk, zariadeni a
procesov, riadenia bezpec¢nosti a kazdodenného osobného spravania na pracovisku. Pracovné
prostredie musi zodpovedat’ poziadavkdm zdravotne bezchybného rieSenia. Za dodrziavanie
Statutarnych ustanoveni a internych predpisov zodpovedd vedenie OSRAM aj kazdy jeden
zamestnanec. Ulohou kazdého je spravat’ sa podla firemnych hodnét a podporovat’ kultiru
dodrziavania pravidiel v celom podniku. Compliance im v tom pomaha, vydava smernice,
zaist'uje potrebné riadenie a procesy. Compliance manazérovi treba taktiez nahlasovat’ pripady
porusovania podnikatel'skej etiky. V pripade dokadzania porusenia sa stanovi primerané
disciplindrne opatrenie zodpovednym osobam. Veduci pracovnici musia vzdy zdoraziiovat’
dolezitost’ etického spravania a dodrziavania predpisov pri kazdodennej praci [12].

1.1.5 Eticky kodex

Koédex spravania (Business Conduct Guidelines, BCG) obsahuje zdkladné principy a pravidla
spravania vSetkych OSRAM zamestnancov. Urcuje eticku a pravnu zodpovednost’ spolo¢nosti.
Platia v rdmci firmy, ako aj vo vztahu k externym partnerom a k verejnosti. Zakladom Kddexu
spravania su pravne ustanovenia a medzindrodné dohody o l'udskych pravach, boji proti
korupcii a trvalo udrzatel'nom rozvoji. Cielom Kdédexu spravania je posilnit’ povedomie o
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zakonoch a moralnych Standardoch ako neoddelitelnej stcasti podnikatel'skych aktivit.
KIacovym odkazom je, Ze len Cestné podnikanie je podnikanim spolo¢nosti OSRAM. Kodex
spravania je dolezitou sucastou Compliance systému v spoloc¢nosti OSRAM. Compliance je
zékladom pre vSetky podnikové rozhodnutia a aktivity. Kodex spravania sa tyka vsetkych
OSRAM zamestnancov celosvetovo. Tento kddex je rozdeleny na osem casti. Prva popisuje
zékladné poziadavky na spravanie, konkrétne spravanie v stlade so zdkonom, vzajomnu tuctu,
Cestnost’ a bezuhonnost' a zodpovednost' za dobré meno spolo¢nosti. Zakazuje akékol'vek
obtazovanie a diskriminaciu na pracovisku. Taktiez popisuje potrebu slusného obliekania
primerané¢ho pracovnej pozicii. Druhd cast’ popisuje styky s obchodnymi partnermi a tretimi
osobami, medzi inymi aj dodrziavanie zakona o hospodarskej stit’azi, boj proti korupcii, dary a
sponzorovanie, Statne zédkazky, boj proti praniu Spinavych peiiazi a spolupracu s dodavatel'mi.
Tretia Cast’ sa venuje predchadzaniu konfliktu zdujmov, d’alSia upravuje zaobchddzanie so
zariadenim firmy. Zariadenie spolo¢nosti slizi zamestnancom iba na sluzobné ucely, maju
zakazané¢ ho pouzivat’ na vybavovanie sukromnych veci. Piata Cast’ je o zaobchadzani s
informéciami. Firma kladie doraz na pravdivé tdaje v zaznamoch a finan¢nych vykazoch,
doverny charakter informécii a ochranu a bezpe¢nost’ idajov. V d’alSej Casti sa podnik venuje
zivotnému prostrediu a bezpec€nosti a zdraviu pri praci. Za technicku bezpecnost’ zariadeni a
zabezpecenie ochrannych prostriedkov je zodpovedny podnik, avSak za dodrziavanie
bezpecnostnych predpisov a pouzivanie ochrannych prostriedkov st zodpovedni zamestnanci.
Predposledna Cast’ sa venuje postupu pri podavani staznosti a pripomienok. Okolnosti, ktoré
poukazujii na porusenie kédexu spravania sa musia nahlésit’ na Chief Compliance Officer-a,
prislusného Compliance Officer-a alebo na elektronicka linku “Tell OSRAM”. Vsetky
staznosti mozu byt podané dovernym a anonymnym spdsobom, a vSetky staznosti buda
presetrené. V pripade potreby budu zavedené nadpravné opatrenia. VSetka dokumentécia sa bude
uchovavat’ ako doverna v rozsahu stanovenom zakonom. Poslednd Cast’ je o zabezpeeni
dodrziavania predpisov a jeho monitorovania. Dodrziavanie zdkonov a reSpektovanie BCG sa
musi pravidelne kontrolovat vo vSetkych spolo¢nostiach celosvetovo a to v sulade s
prislusnymi procesmi a zadkonnymi ustanoveniami platnymi v jednotlivych krajinach [9].

1.1.6 Organizacna kultura a medzikulturny manazment

Oblast’ podnikovej kultury, tak isto ako aj podnikatel'skej etiky patri v spolo¢nosti OSRAM pod
oddelenie Compliance. Podnik uznéva isté¢ kultirne hodnoty, medzi ktoré patri posilnenie
vzt'ahov na pracovisku, otvorenost’, ochota podstupovat’ riziko, tizba zlepSovat’ svoj vykon a
schopnost’ zmeny. Pod posilnenim vztahov sa rozumie podpora schopnosti a zodpovednosti s
doverou a vzijomnym reSpektom, otvorenost’ zahfiia zdielanie informécii s ostatnymi a
podpora spitnej vizby a spoluprace, d’alSou kultarnou hodnotou je odvazne a odhodlané
konanie, priCom sa rata s istymi rizikami. Podniku zalezi na tom, aby sa zamestnanci usilovali
o vynikajuce a udrzate'né vysledky spolo¢ne ako tim a aby pochopili potrebu zmeny. Do
podnikovej kultury patria aj principy vedenia. Su to budovanie talentov, jednoznacnost’,
formovanie spdsobu myslenia zamerané¢ho na zmenu a inovacie a vyuzitie sily dovery a
budovanie vztahov [10]. Tato podnikova kultira je nova, podnik sa v sti€asnosti zameriava
predovSetkym na I'udi a komunikaciu medzi nimi. Mozno povedat’, Ze je globalna, nakolko sa
vo vSetkych pobockéach uplatiiuju rovnaké kultirne hodnoty a pravidla. Zamestnanci sa
zucCastiiuji roznych teambuildingovych aktivit, firemnych oslav, kultirnych a Sportovych
podujati a kazdy rok sa organizuje viano¢ny vecierok. Ciel'om je utuzit’ medziludské vztahy
na pracovisku a posilnit’ timovu pracu. Podnik nezabuda ani na vonkajSie znaky podnikove;j
kultary. Ma l'ahko rozpoznatelné logo, v ktorom sa nachddza ziarovka, ked’Ze predmetom
podnikania je vyroba svetelnych zdrojov. Charakteristicka pre podnik je oranzova a biela farba. (O
Spolo¢nost’ sa intenzivne prezentuje aj na internete, ma detailne prepracovant internetovia (A
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stranku, stronku na socialnych sietach a taktiez vlastnii mobilna aplikiciu. Co sa tyka
narodnych kultir manazérov, isté rozdiely sa najdu, ked’ze v najnizSom a strednom manazmente
sa nachadzajl aj l'udia z tretich krajin, avSak k nedorozumeniam spdsobenym tymito rozdielmi
nedochadza takmer vobec. Taktiez nedorozumenia sposobené neznalostou cudzieho jazyka sa
takmer nevyskytujt, nakol’ko vSetci manazéri ovladaji anglictinu.

1.1.7 Medzinarodny manazment ludskych zdrojov

Oddelenie 'udskych zdrojov podporuje stratégie OSRAM Nové Zamky po stranke 'udskych
zdrojov. Vyhladdva novych zamestnancov a rozvija schopnosti tych existujucich, ¢im
podporuje dosahovanie vysokych vykonov. Tiez sa stard o odmeiiovanie zamestnancov,
vytvara atraktivne pracovné podmienky pre udrzanie talentov na kI'iCovych poziciach. V
neposlednom rade prispieva k podpore firemnej kultary. Oddelenie lI'udskych zdrojov ma
taktiez na starosti vysielanie zamestnancov do zahrani¢ia a prijimanie zamestnancov z
materskej spolo¢nosti [12]. Toto vycestovanie do centraly je dobrovol'né a moznost’ vycestovat
ma riaditel' pobocky, vrcholovi a stredni manazéri. Pracovnici na nizSich poziciach tuto
prilezitost’ nemaji. Pobyt v zahrani¢i trva obvykle po dobu 1 - 2 rokov, potom sa manazéri
vratia na Slovensko na svoju povodnu pracovnu poziciu. AvSak, moézu sa rozhodnuat’, ako dlho
budi v zahrani¢i a podla toho im bude prispdsobena zmluva. Co sa tyka prijimania
zahrani¢nych zamestnancov, OSRAM reSpektuje ich kulturne zvyky a tak ako aj stali
zamestnanci pobocky maju Uplnu slobodu v slaveni sviatkov. Zamestnanci sa taktiez mozu na
pracovisku rozpravat’ s kolegami v ich rodnom jazyku alebo néreci. Ist¢ obmedzenia st pri ich
obleceni, nakol'ko sa vyzaduje primerany odev ich pracovnej pozicii.

1.1.8 Zeny v medzinarodnom manazmente a podnikani

Spolocnost’ sa usiluje o zabezpeCenie a zachovévanie rovnopradvnosti muzov aZzien na
pracovisku. Podrl'a etického kddexu je ulohou podniku dbat’ na to, aby sa zabranilo akejkol'vek
forme diskriminécie, vratane diskriminécie na zaklade pohlavia [13]. Zeny rovnako ako aj muzi
maju moznost’ zastavat’ vysoké pozicie a reprezentovat’ podnik. Podnik im zabezpecuje vhodné
podmienky na kariérny rast a taktiez zohl'adiiuje ich Specifické potreby pocas tehotenstva
a materstva. Takisto sa mo6zu v rovnakej miere zicastiiovat’ neformalnych podujati.

Statutarny organ slovenskej pobocky tvori predstavenstvo, ktoré sa sklada z predsedu a jedného
d’algieho ¢lena, pri¢om touto d’aliou ¢lenkou je Zena. Co sa tyka organizaénej §truktury, figuruje
tu 9 zien z celkového poctu 28 T'udi vo vrcholovom a strednom manazmente. V percentudlnom
vyjadreni je to 32,14%. Treba podotknut, Ze najvysSia pozicia v organizacnej Strukture —
predseda predstavenstva a zaroven vykonny riaditel’, je obsadend muzom. NajvysSie pozicie
pobocky, ktoré zastavaju Zeny st finan¢na riaditel’ka a komercna riaditel’ka. Pri zamestnancoch
na niz§ich poziciach je pomer muzov a zien viac-menej vyrovnany.

Co sa tyka zien vo vedeni materskej spolo¢nosti, tie tvoria priblizne 40% Tudi na najvyssich
poziciach. Generalnou finan¢nou riaditel'’kou je zena a takisto v dozornej rade je z 12 ¢lenov 5
zenského pohlavia. AvSak Uplne najvysSie pozicie — generalny vykonny riaditel’ a predseda
dozornej rady, si obsadené muzmi.

Materska spoloCnost’ organizuje program cross-mentoringu pre Zenskeé liderky, ktorého ciel'om
je vzdelavanie zamestnankyn tak, aby si mohli budovat’ svoju kariéru v zahranici a taktiez ich
motivovat’ k zvySovaniu svojich schopnosti v zdujme kariérneho postupu. Program vedu
sktseni mentori s dlhoro¢nou praxou z 20 uspesnych spolo¢nosti. V Mnichove taktiez existuje

O
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Forum veducich Zien, ktoré sa kona kazdy rok a zG€astiiuju sa na nom vrcholové manazérky
z celého sveta. Pocas dvoch dni trvania tohto fora skimaju, ako sa mozu rozvijat’ svoju kariéru,
aky maju potencial a ako sa li$i Zensky a muzsky §tyl vedenia. Odpovede na tieto otdzky st
prediskutované na intenzivnych stretnutiach s kariérnym koudovanim. Ugastni¢ky vyplnia
osobnostny dotaznik a zapoja sa do 360 ° spétnej vézby, ktoré su tiez sicast'ou programu. Na
zéklade neho dostanu tipy na dlhodobé planovanie kariéry, ako aj tipy na kazdodenny pracovny
zivot a konkrétne rady tykajuce sa ich osobného spravania, rétoriky, vnimania samého seba a
vnimania ostatnymi [7].

Zaver

OSRAM a. s. je slovenskou pobockou tspesnej nadnarodnej spolocnosti OSRAM Licht AG.
Aspekty medzinarodného podnikania v jednotlivych pobockach su do vel'kej miery ovplyvnené
materskou spolo¢nost’ou. Centrala spoloc¢nosti aj pobocky maju funkénti organizacnu Struktaru.
Na cele slovenskej pobocky st vykonny, technicky, komercny, regionalny a finan¢ny riaditel’,
Statutarnym orgénom je predstavenstvo. Vyznamnou poziciou je manazér Compliance, ktory
ma na starosti CSR aktivity, podnikovu etiku aj organiza¢nt kultaru. Podnik vo velkej miere
realizuje CSR aktivity v ekonomickej, socidlnej aj ekologickej oblasti. V Kodexe spravania sa
su obsiahnuté etické pravidla, predovsetkym ohl'adne darov a benefitov a takisto aj ¢o sa tyka
zakazu diskrimindcie, ochrany zivotného prostredia a bezpecnosti pri praci. Podnik ma jasne
definované kultarne hodnoty a rozvinuté kultiirne symboly aritualy. Ulohou oddelenia
I'udskych zdrojov je vyhladdvanie novych zamestnancov, vzdeldvanie a motivacia
zamestnancov, aby dosahovali ¢o najvyssie vykony. Taktiez vysiela riaditelov a manazérov do
zahrani¢ia ako expatriate a prijma zamestnancov z centraly. Co sa tyka postavenia Zien
v podniku, OSRAM, a. s. sa snazi zabezpecit’ zendm vhodné podmienky na kariérny rast, ¢o sa
odzrkadl'uje najmé od stredného manazmentu nizsie, kde je pomerne vyrovnany podiel muzov
a zien.

Prehlasenie

Prehlasujem, Ze na spracovanie tohto prispevku boli pouZzité verejne dostupné informdcie o sl
edovanom podniku, alebo neverejné informacie publikované so suhlasom sledovaného pod-
niku.

Author Contributions: Conceptualization, data investigation, methodology, software
analysis, formal analysis, resources, writing, visualization, supervision, project administration,
and funding acquisition: B.K.
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Abstrakt

Predkladany prispevok sa venuje problematike praktickych aspektov medzindarodného
podnikania v spolocnosti OSRAM, a. s. Blizsie konkretizuje vymedzené oblasti, ktoré su s touto
problematikou uzko prepojené. Prispevok informuje o predmete cinnosti spolocnosti,
viastnickych vztahoch, stanovisko spolocnosti v oblasti spolocenskej zodpovednosti, etike a
etickému spravaniu, organizacnej kulture, medzinarodnom manazmente ludskych zdrojov, ci
postaveni Zien v medzindarodnom manazmente a podnikani. Zistili sme, Ze podnik ma silne
orientované citenie v oblasti spolocenskej zodpovednosti. Zaroven pozorujeme aj silny akcent
na eticku stranku podnikania a vyznavania etickych hodnot vo vztahu k zaujmovym skupinam.

Klucové slova: etika, medzinarodné podnikanie, medzindrodny manazment, spolocenska
zodpovednost

1. Uvod

Svet podnikania za posledné desatrocia presiel vyraznou transformaciou, v réznych ohl'adoch
a ¢innostiach svojho pdsobenia. Rozvoj infrastruktary, digitalizacia procesov, vyvojové trendy
a Coraz viac sa presadzujlca liberalizacia spolo¢nosti sa nepochybne podpisala na kreovani
spoluprace so zahrani¢im s cielom vytvarat podmienky pre rast arozvoj organizacii
a dosahovat’ relevantni konkuren¢nu vyhodu a stabilné postavenie nie len na domacom trhu,
ale svoju poziciu uplatnit’ aj v medzindrodnom prostredi. Prave rastlici zdujem prenikania na
zahrani¢né trhy a roz§irovanie svojej podnikatel’skej posobnosti za hranicami §tatu umoznilo
organizacidm prejst’ z urovne narodnych organizacii na uroveil nadnarodnych korporacii.

Pojem globalizacia je uz niekol’ko rokov vel'mi frekventovany a sklofiovany pojem v désledku
narastajuceho medzinarodného prepojenia v zékladnych oblastiach spolocenskej reality akymi
su ekonomika a podnikanie, politika, kultira a umenie, Sport, Zivotné prostredie a pod.
Hlavnym zamerom globalizacie je potlait’ lokdlne tradicie a vytvorit navzajom zavislé
integrované a homogénne spolocenstva.

1.1 Praktické aspekty medzinarodného podnikania vo vybranom podniku
1.1.1 Charakteristika sledovanej spolocnosti

Spoloc¢nost OSRAM je akciovou spolo¢nost’ou sidliacou v Novych Zamkoch v Nitrianskom
kraji. Pod tymto obchodnym menom vykonéva spolocnost’ svoje podnikatel'ské aktivity od roku
2010. Do roku 2010 spolo¢nost’ vykonavala svoju podnikatel'ski €innost’ pod obchodnym (£
menom OSSRAM Slovakia, a. s. (historicky nazov). Statutarny organ spolo¢nosti predstavuji &
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Clenovia predstavenstva v celkovom pocte 2. Majetok spolo¢nosti bol k 30.09.2019 v celkove;j
vyske 32 470 076 €, ¢o predstavuje medziro¢ny prirastok o 1 380 006 €, cudzie zdroje boli vo
vyske 15 050 336 € a vysledok hospodarenia po zdaneni vykéazal za rok 2019 hodnotu vo vyske
1236 044 € ¢o predstavuje medzirocny pokles o 47 %, zaroven bol tento zisk v plnej vyske
vyplateny matke. V roku 2019 spolo¢nost OSRAM dosiahla trzby v hodnote 68 606 627 € ¢o
predstavuje medzirocny pokles o 22 %. Néklady spolo¢nosti boli v tomto roku vo vyske 68
218 871 € z toho nédklady na vyskum a vyvoj dosiahli k 30.09.2019 vysku 568 999,96 €.

OSRAM je globalna high-tech spolo¢nost’ s vySe 100 ro¢nou historiou. Viac ako 20 000
zamestnancov celosvetovo sa denne usiluje o vyuzitie nekonecnych moznosti svetla na
skvalitnenie Zivota nielen jednotlivcov, ale aj komunit. Spolo¢nost’ sidli v Nitrianskom kraji v
Novych zdmkoch a jej 100 % akcionarom je OSRAM GMBH. Je sesterskou spolo¢nostou v
celkovom vlastnictve spolo¢nosti Siemens AG. Automotive (AM) divizia v Novych Zamkoch
nad’alej vyraba komplexné portfolio svetelnych zdrojov pre automobilovy priemysel tradi¢nou
technoldogiou so zameranim na signalne ziarovky podla eurdpskych a americkych
medzinarodnych noriem. Predchodcom sti¢asnej spolo¢nosti OSRAM, a. s. (od roku 2010) bola
spolo¢nost OSRAM Slovakia, ktord vznikla prevzatim spolocnosti TESLA Nové Zamky v méji
v roku 1996, kedy TESLA Nové Zamky, a. s. ukoncila svoje aktivity po 6 rokoch pdsobenia.
Koncern OSRAM tak ziskal svoj prvy vyrobny zavod v strednej Europe, ktory sa v kratkom
Case zaradil medzi jeho popredné prevadzky. Uz za prvych desat’ rokov sa pocet pracovnikov
v zavode navysil zo 782 na viac ako 1 800.

1.1.2 Organizacné clenenie nadnarodnej spolocnosti

Materska spolo¢nost’ sidli v Nemeckom Mnichove. Internetové zdroje uvadzaji, ze spolo¢nost’
posobi vo viac ako 120 krajinach sveta, pricom na Slovensku ma tato spolo¢nost’ len jednu
pobocku v Novych zamkoch.

Spolo¢nost OSRAM v Novych Zamkoch uplatiiuje maticovy typ organizacnej Struktury.
Maticova organizacna Struktira patri k nov§im organizaénym Struktiram. Je charakteristicka
svojou pruznostou a prispdsobivostou utvarov na rieSenie konkrétnych situacii v podniku.
Maticova organizacia prijima existenciu viacndsobnej autority, resp. podriadenosti. Této
Struktira ma vysoky stupen flexibility pri vyuzivani I'udskych zdrojov a rychle sa dokaze
prisposobit’ zmenam uvadzaji GUSEV, M. — MITREVSKI, P. (2011).

Oblasti podnikatel'skej ¢innosti ako st napriklad strategické riadenie, nakup materidlu/tovaru,
plénovanie, vyroba ¢i predaj produktov konecnému spotrebitel'ovi prebieha ako na Slovensku,
tak aj v zahrani¢i. Na Cele spolo¢nosti je CEO. NiZ§ie urovne su reprezentovany zastupcami
konkrétnych oblasti: CTO, Commercial Director, Financial Director,Regional BSS Lead.

1.1.3 Spolocenska zodpovednost' v podnikani

UBREZIOVA, 1. - KOZAKOVA, J. - DIACIKOVA, A. (2018) vo svojej publikacii uvadzaju,
ze spolocenska zodpovednost’ podnikov oznacuje dobrovolné usilie firiem, ktoré presahuje
bezny ramec dodrziavania pravnych predpisov. Spolocensky zodpovednym podnikanim médze
spolo¢nost’ dosiahnut’ dlhodobt udrzatel'nost’ ciel'ov, ktoré maja pozitivny dopad na spolo¢nost’
ako celok.

Spolo¢nost’ OSRAM vo vyrocnej sprave uvadza aktivity z oblasti spolocenskej zodpovednosti
len v obmedzenom rozsahu. BliZSie su tieto ¢innosti popisané na webovej stranke v sekcii
udrzatel'nost’. Spolocnost OSRAM, a. s. je certifikovand na systém environmentalneho
manazérstva podl'a ISO14001 od roku 2005, Responsible Business Alliance, The UN Global (O
Compact, FTSE4Good, zéaroven ma zavedeny systém manazérstva bezpecnosti a ochrany
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zdravia pri praci. Spolo¢nost’ kazdorocne usporadiiva akciu Den zeme, kde hlavnou témou je
triedenie odpadov a vypocet ekostopy a denn BOZP.

Spolocnost’ pre svojich zamestnancov usporadiva rozne Skolenia, jazykové kurzy, ktoré
prebiehaju pocas pracovnej doby, Sportové podujatia, moznost’ zliav v partnerskych
spolo¢nostiach, v regione a pod. Prioritou oddelenia EHS (Environment, Health & Safety) je
plnenie vSetkych pravnych a inych poziadaviek, zaistuje bezpecné a zdravé pracovné
prostredie. Podnik zabezpecuje, aby boli zamestnanci vyskoleni, informovani a motivovani
konat’ bezpec¢ne a s ohl'adom na ochranu zivotného prostredia.

Pozitivne vysledky boli dosiahnuté aj vd’aka prepracovaniu analyzy rizik, kde bodovi metodu
roz§irili o ndzor hodnotitel’a, ¢im sa analyza rizik prepracovala este dokladnejSie.

1.1.4 Eticka klima v organizacii

Spolo¢nost OSRAM je modernd nadnarodnéd spoloc¢nost’, ktora dokaZze na vysokej urovni
profesiondlnym pristupom vytvarat’ pozitivnu klimu pre zamestnancov v spolo¢nosti a v
neposlednom rade plnohodnotne uspokojovat’ potreby jednotlivych zakaznikov. Etické konanie
ma kldcovy vyznam pre udrzatelné fungovanie spolo¢nosti a je zaroven aj gestom
zodpovednosti voci vSetkym spolupracovnikom a partnerom. ReSpektovanie etiky ma velky
vyznam nie len v otazkach spoloc¢nosti, ale aj v celospolocenskom meradle.

Otéazka etiky je v spolo¢nosti zastipena a vykondvana odbornymi zamestnancami oddelenia
Compliance. Do strategickych cielov spolo€nosti su zakomponované zakladné atributy
etick€ého spravania v spolocnosti s cielom eliminovat’ nekalé praktiky, ktoré by mohli mat’ za
nasledok pokles zdujmu o spolo¢nost, posilnit’ vnutropodnikova disciplinu, pozitivne
motivovat’ zamestnancov a pod.

V oblasti zamestnancov je mozné s urcitostou vyslovit’ tvrdenie, Ze spolo¢nost’ k svojim
zamestnancom pristupuje maximalne korektne s dorazom na ich potreby, poziadavky a snahou
o individudlny pristup. Mozeme teda zhodnotit’ silne eticky pristup spolo¢nosti vo vztahu k
zamestnancom. Za najhlavnejsie prijatie etického kddexu spolocnosti mézeme oznacit’ tlak zo
strany vlastnikov a nutnost’ preberat’ etické principy materskej spolo¢nosti. Eticky kodex a
ziaden iny vnutropodnikovy dokument neupravuje vzhl'ad zamestnancov (ako napr. brada u
muzov, tetovanie, uces a pod.).

1.1.5 Eticky kodex

V etickom kddexe spolocnost’ uvadza pravidla pre vykon prace, spolupracu, vztahy medzi
zamestnancami a vztahy medzi zamestnancami a manazérmi. Koncipovanie etického kodexu
sa odvija od hodndt spolo¢nosti OSRAM, ako aj poziadaviek na vSetkych zamestnancov a
vymedzenych poziadaviek na manazment podniku. Autorom etického kdédexu je vrcholovy
manazér dcérskej spolocnosti v spolupraci s ostatnymi manazérmi podniku. Zamestnanci su
povinni konat’ v sulade s etickym kédexom a zachovat’ vysoky moralny Standard v pracovnom
spravani.

Pravidla su popisané v dvoch zakladnych smerniciach. Jednou z nich je Kdédex spravania,
ktorym sa dava najavo postoj v oblasti dodrziavania zdkonov a etické¢ho nastavenia hodnét.
Druhd smernica o Compliance popisuje konkrétne poziadavky a postupy pri jednotlivych
obchodnych situaciach (dary, pohostenia, pozvania pre obchodnych partnerov, preverovanie
obchodnych partnerov, konflikt osobnych zaujmov a pod.). Obtazovanie navadzanim na
porusovanie pravidiel méZeme zhodnotit’ ako podrobnejSie spracovant problematiku.

Délezity nahlasovaci nastroj predstavuje elektronicka linka ,,Tell OSRAM®, ktort mozu vyuZzit’
zamestnanci ale aj externi partneri spoloCnosti na nahlasenie poruSeni zakonov ¢i predpisov.

O
Yo
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Tell OSRAM predstavuje korporatny nastroj aplikovany pre vSetky OSRAM spolo¢nosti
celosvetovo. Spolo¢nost’ je aktivnym ¢lenom Slovak Compliance Circle, ¢o predstavuje
zaujmové zdruZenie, ktorého cielom je zlepSenie podnikatel'skej etiky na Slovensku ako aj
presadzovania funkcie ,,Compliance.

1.1.6 Organizacna kultura a medzikultirny manazment

Spolo¢nost OSRAM  zamestndva zamestnancov z rdoznych krajin, preto je
najfrekventovanejsSim jazykom na pracovisku prave Anglicky jazyk. V spoloc¢nosti pracuju
l'udia z miesta sidla materskej spolo¢nosti, zamestnanci zo Slovenska, ¢i tretich krajin. Tito
zahrani¢ni zamestnanci pdsobia na postoch strednej irovne riadenia (v strednom manazmente).
V désledku pouzivania cudzich jazykov nevznikaji nedorozumenia takmer vobec. Zaroven ani
v dbsledku stretov r6znych kultar ¢1 narodnosti na neobjavuju mozné konflikty. V spolo¢nosti
maju moznost’ absolvovat’ kultirny tréning vSetci zamestnanci. Najviac zakorenené prvky
firemnej kultary v spolo¢nosti su prave podnikové symboly. Najviac kladeny doraz na
podnikové symboly v spolocnosti je na logo spolo¢nosti, farby a vizudlne prevedenie a webova
stranka spolocnosti.

Podnik pre svojich zamestnancov usporadiva spolocné obedy/desiate, vianocny vecierok,
firemné podujatia pre zamestnancov separatne ale aj v spolo¢nosti ich rodiny a partnerov,
oslavy narodenin, menin a pod. Podnik nema Ziadneho kultirneho hrdinu. Spolo¢nost’ uplatiiuje
globalny model firemnej kultary.

1.1.7 Medzinarodny manazment ludskych zdrojov

Na vrchole organizacnej Struktiry (CEO) je prislusSnikom narodnosti v ktorej sidli materska
spolo¢nost’ (Nemecka narodnost’). Pri obsadzovani riadiacich pozicii spolo¢nost’ uplatituje
globalnu stratégiu, ¢o v praxi znamend, ze riadiace pozicie si obsadzované na zaklade
schopnosti a zru¢nosti uchddzaca, nie na zdklade jeho narodnosti. Moznost vycestovat’ do
materskej krajiny maju zamestnanci vo velkej miere na dobrovol'nej baze, avSak vicsi doraz
tejto aktivite prislicha vrcholovému manazmentu a strednému manazmentu, pricom kazdy
expatriate ma individualne prispdsobenti zmluvu. Po navrate na Slovensko sa zamestnanec vrati
na jeho poévodné pracovné miesto.

Spoloc¢nost’ dava priestor svojim zamestnancom slavit’ sviatky, dodrziavat’ tradicie. Z dovodu
formalnosti a korektnosti sa na pracovisku nekomunikuje nare¢i a teda vzhladom aj na
medzinarodné prostredie je najfrekventovanejSim jazykom na pracovisku anglictina.

1.1.8 Zeny v medzinarodnom manazmente a podnikani

V spolocnosti OSRAM na zéklade idajov z OR SR mézeme zistit’, Ze pocet ¢lenov Statutarneho
organu je v spolo¢nosti v celkovom pocte dva. Jednym ¢lenom Statutarneho orgéanu je predseda
predstavenstva, ktory je nemeckej narodnosti a druhym c¢lenom Statutarneho orgénu je Zena,
poévodom Slovenka a je zaroven aj podpredsedni¢kou predstavenstva. V manazmente podniku
¢i uz vrcholovom alebo na strednej trovni riadenia sa nachddza viac zien ako muzov. Zaroven
mozeme povedat’, Ze reprezentaénych aktivit sa viac zaastiuju Zeny ako muzi. Zeny maju
moznost zastavat’ vrcholové pozicie riadenia rovnako ako muzi. V tejto oblasti neexistuju
ziadne rodové obmedzenia. Zeny sa neformalnych podujati maji moznost ziastiiovat
v rovnakej miere ako ich muzski kolegovia.

Spolo¢nost’ vel'mi silne podporuje ,balanc rodinného a pracovného zivota svojich
zamestnancov a to najmé v oblastiach: ¢erpanie dovolenky z rodinnych dévodov. Prispevok pri
narodeni dietat’a, flexibilny pracovny Cas pre rodicov a pod. Toto zosuladenie pracovnych o
a sutkromnych aktivit je rovnako ur¢ené muzom ako aj Zenam.
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Zaver

Na zaklade zistenych informacii mézeme konStatovat’, ze spolo¢nost’ ma vybudovany silne
pozitivny postoj v oblasti spolocenskej zodpovednosti. Tuto oblast’ verejne prospesnych aktivit
spolo¢nost’ neoznacuje skratkou CSR (Corporate social responsibility) ale pouziva pojem
udrzatelnost’ resp. anglicky ekvivalent Sustainability. Kladny postoj spolo¢nosti v oblasti
spolocenskej zodpovednosti vychaddza z hodnot materskej spolo¢nosti o ¢om svedCi sprava
Sustainability Report, ktoru spolocnost’ vydava kazdoro¢ne a uverejituje ju na svojej webovej
stranke. Sustainability Report prezentuje aktivity, ktoré spolocnost’ vykonala v oblasti
spolocenskej zodpovednosti v prislusnom roku. V neposlednom rade spoloc¢ensky orientované
citenie odrazaju aj ocenenia a certifikaty, ktorych drzitel'om je spolo¢nost OSRAM.

Nie len spolocensky zodpovedné citenie prezentuje silnu stranku spolocnosti, ale aj citenie
v oblasti Etiky aetickych hodnot vo vztahu k zainteresovanym skupindm ktorymi st
zamestnanci podniku, manazment, zdkaznici, obchodny partneri ¢i verejnost’. Pravidla v oblasti
etiky su prezentované v dvoch smerniciach. Prvou smernicou je Kdédex spravania, druha
smernica Compliance pojedndva o konkrétnych postupoch a pravidlach v oblasti darov,
pohostenia, pozvania pre obchodnych partnerov, preverovania obchodnych partnerov a pod. Za
vel'ké pozitivum v oblasti etického postoja spolocnosti vo vzt'ahu k zamestnancom moézeme
povazovat’ existenciu elektronickej linky ,,Tell OSRAM® ktordt mézu vyuzit’ zamestnanci a
externi partneri spolo¢nosti na nahlasenie podnetov porusovani zakonov ¢i predpisov.

Spolo¢nost OSRAM ako nadnarodné spolo¢nost’ zamestnavajtica I'udi nie len zo Slovenska,
ale z réznych inych krajin Celi stretu zaujmov l'udi réznych narodnosti, kultar, postojov,
vyznavanych hodndt a pod. Na zdklade nami zistenych informdcii o spolo¢nosti moéZzeme
konS$tatovat’ pracovné prostredie bez naznakov vyskytu vaznych problémov spdsobenych
rozdielnou narodnost’ou, kultirou ¢i komunikéciu prevazne v anglickom jazyku.

Prehlasenie

Prehlasujem, Ze na spracovanie tohto prispevku boli pouzité verejne dostupné informdcie o
sledovanom podniku, alebo neverejné informacie publikované so suhlasom sledovaného
podniku.

Author Contributions: Conceptualization, data investigation, methodology, software
analysis, formal analysis, resources, writing, visualization, supervision, project administration,
and funding acquisition: M. T.
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Abstract

Businesses are interested in people who bring new blood in the form of innovative original
ideas. These are the people we call talents. If we have such people in the team, it is assumed
that we will outperform our rivals in the market and achieve satisfactory economic results. The
definitions of talent are based mainly on the opinion that points to talent as the disposition and
ability to do something excellent in a certain area and thus be exceptional. The paper analyzes
the differences between Slovak companies and companies with foreign capital in the
identification of talents in the process of talent management in 381 companies. Enterprises with
foreign capital achieved higher average values in each item related to the identification and
acquisition of talents compared to enterprises where foreign capital is not allocated.

Keywords: talent, management, identification, planning, foreign capital

JEL Classification: M12, M16, M51

1. Uvod

Podniky maji zaujem o l'udi, ktori prinesi novu krv v podobe inovativnych originalnych
myslienok. Cudia, ktori maju vysokt vykonnost’ a zaroveil snahu napredovat’, rozvijat’ seba, ale
aj podnik. Zamestnanci, ktori vyraznou mierou ovplyviiuju smerovanie podniku a urcuju jeho
uspesnost’. Su to 'udia, ktorym hovorime talenty. Ak takychto 'udi méme v time, je predpoklad,
ze na trhu budeme prekonavat’ naSich rivalov a budeme dosahovat’ uspokojivé ekonomické
vysledky. Je preto nevyhnutnostou kazdého podniku vediet riadit’ talenty. Dobrym ndvodom
sa javi systém talent manazmentu, ktory musi byt do podniku integrovany. Ide o proces, ktory
zaCina stratégiou, kde vrcholové vedenie podniku jasne deklaruje, ze zamestnanci su
najdolezitejsim zdrojom podniku a strategickym prvkom, na ktorom stavaju buduci dlhodoby
uspech firmy. Stratégia l'udskych zdrojov s dérazom na podporu talentov a jej stlad s
podnikovou a podnikatel’skou stratégiou predstavuje zakladny kamen, na ktorom moze byt
postaveny integrovany proces talent manazmentu zac¢inajuci identifikaciou a ziskanim talentov,
pokracujtici hodnotenim a rozvojom talentovanych jedincov a konciacim udrzanim tychto
talentov v organizacii.

1.1 Definovanie talentu

K definicii talent mozno pristipit’ z viacerych hladisk. Tu st uvadzané najfrekventovanejSie
definicie:
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e QGuthrie (2001) definuje talent ako Spickové majstrovstvo systematicky rozvijanych
schopnosti a znalosti minimalne v jednej oblasti l'udskych ¢innosti.

e Michaels et al. (2001) definuju talent ako sucet vsSetkych schopnosti ¢loveka, jeho
vrodenych darov, zruc¢nosti, vedomosti, skusenosti, inteligencie, ndzorov, postojov a
charakteru. Zaroven to zahfiia aj schopnost’ ucit’ sa a rozSirovat’ potencial pre d’alsi
r0ZVO0j.

e Morton (2005) poukazuje na talent jednotlivca ako na schopnost’ prispiet’ k stcasnej
alebo buducej vykonnosti organizacie a zaroven zdoraznuje, ze talent je cloveku dany,
zatial’ o zrucnosti a znalosti sa ziskavaji u¢enim a praxou.

e Thorn a Pelant (2006) za talent povazuju niekoho, kto ma vyrazne lepsie schopnosti nad
ostatnymi a nasnazi sa ho s ndmahou pouzivat’. Takito 'udia vynikaja 'ahkostou pri
uplatiiovani ich schopnosti a maju urcita auru, ktorti chct ostatni napodobnovat’ resp.

e Vyskumna sprava CIPD (Chartered Institute of Personal Development, 2006) povazuje
za talentovanych jednotlivcov tych, ktori mézu mat’ vysoky prispevok k vykonnosti
organizacie bud’ okamzitym prispenim k vykonnosti, alebo v dlhodobejSom horizonte
demonstraciou vysokého potencidlu.

e Lukac (2009) poukazuje na vSeobecné vnimanie talentu ako kombinaciu schopnosti a
osobnostnych vlastnosti na jednej strane a zru¢nosti (znalosti) na strane druhe;,
obohatena o potencial ich d’alSieho mozného rozvoja.

e Beechler a Woodward (2009) za talent povazuju jednotlivca so schopnostou odlisit’
podnik od ostatnych, resp. dokaze prekonat’ konkurenciu.

e Tansley (2011) charakterizuje talent ako vrodenu schopnost, ktorou disponuje
jednotlivec v Specifickych oblastiach ¢innosti a je spojend s mimoriadnym vykonom.

e Horvathova (2011) konStatuje, Zze talentom je kazdy, kto pomaha prispievat’ k
dosiahnutiu podnikovych cielov.

Ked’ sa pozrieme na tieto definicie, tak méZeme sumarizovat’, Ze sa opieraju najma o nazor,
ktory poukazuje na talent ako dispoziciu a schopnost’ robit’ nieco vynikajtico v urcitej oblasti a
tak byt vynimo¢nym. Niektoré definicie v§ak pontkaju aj SirSie definovanie talentu. Avedon a
Scholes (2010) rozSiruji pojem talent na skupiny, nielen na jednotlivca. Podl'a nich talent
predstavuje tych jednotlivcov a skupiny, ktoré su strategicky dolezité pre dosiahnutie cielov
podniku. Rovnako aj Silzer a Dower (2009) ponukaju Sirsi pohl'ad na talent. Talent podl'a nich
predstavuje:

e individudlne zrucnosti a schopnosti, ktorymi c¢lovek dokéze prispiet k cielom
organizacie,

e vynimo¢nu osobu so Specifickymi zru¢nost'ami a schopnost’ami v urcitych oblastiach,

e skupinu zamestnancov v organizacii, ktori maji vynimo¢né zrucnosti a schopnosti.

1.2 Identifikovanie a planovanie talentov

Identifik4cia talentov pomaha rozoznat talenty, ktorymi podnik disponuje a zaroven odhal'uje
tie, ktoré v podniku absentuju (Effron a Ort, 2011). Pre ne sa snazi pripravit’ a realizovat
rozvojové plany. Ide teda o systematicky proces, v ktorom sa hodnotia lidri spolo¢nosti a
zaroven sa uvazuje o planovani ich nastupcov v buducnosti. Prvotnou fazou je identifikovanie
kl'icovych pozicii a ndsledné definovanie talentov. V ramci identifikacie kI'ai¢ovych pozicii ide
najmai o vykonanie analyzy organizacnej a manaZzérskej $truktary, analyzy opisov pracovnych ==
pozicii a nasledné projektovanie profilov idedlnych I'udi na prislusné pozicie. Zakladom su o
kompetencie, ktoré s pre prislusné kl'aicové pozicie najdolezitejSie z hl'adiska sucasnych, ale
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aj buducich potrieb organizacie (Lukac¢, 2009). Pred samotnou identifikaciou talentov sa
odporuca uskuto¢nit’ analyzu manazérskej a organizacnej Struktury podniku a podla nich sa
vytvaraju profily kandidatov, ktori su idedlni na stanovené pozicie. Uskutociiuje sa aj analyza
opisu pracovnych ¢innosti na prislusnej pozicii (Mihal¢ova, 2007).

Hlavnym cielom identifikacie a ziskania talentov je podl'a Hitku et al. (2010) najst’ vhodnych
zamestnancov schopnych vykonavat’® pracovni poziciu v stulade s vopred stanovenymi
kritériami. Aj napriek tomu, Ze vo svete existuje mnoho nezamestnanych, sa podniky stretavaja
s problémom nedostatku talentov.

2. Data a metody

Vyskum bol realizovany na vzorke 381 podnikov realizujticich svoje podnikatel'ské aktivity na
Slovensku. Vyskumné vzorka podnikov bola nasledovna. Viac ako polovica podnikov (57,7%)
zahrnutych do vyskumu podniké bez zahrani¢ného kapitalu a 41,7% zo skiimanych podnikov
realizuje svoju podnikatel'skti Cinnost’ s u€ast'ou zahrani¢ného kapitalu. Dva podniky nevyplnili
tuto polozku a preto neboli zahrnuté do vysledkov, kde sa faktor ucasti zahrani¢ného kapitalu
skimal. Na ziskanie udajov bolo pouzité¢ vyberové zistovanie. Ako uvadza Munk (2013),
selektivne zistovanie znamend, Ze Udaje tvoria iba urcitu ¢ast’ zo zdkladného suboru a preto
presnost’ vysledkov je limitovand. Vyberovy stbor bol ur¢eny nahodnym spdsobom. Na
ziskanie udajov bol vyuzity dotaznik, ktory vznikol v rdmci vedeckého projektu, na ktorom
participovali vedecké autority zo Slovenska, Ceska, Pol'ska a Mad’arska. Vybrané polozky
dotaznika viazlice sa k identifikacii a planovaniu talentov st uvedené v tabulke 1.

Tabul’ka 1: PoloZzKky dotaznika

Oznacenie Polozka

110 Pracovné pozicie st rozdelené na kI'i¢ové a ostatné.

111 Pracovné kompetencie zamestnancov st prispdsobované ich pracovnej pozicii.
112 V sucasnosti sa identifikuju talenty spomedzi uz zamestnanych osob.

V sucasnosti sa identifikuji pracovné pozicie, ktoré treba obsadit’ osobami z
113 externého prostredia.

Pri ziskavani talentov z externého prostredia vyuzivame vopred stanoveny

114 pléan.

Systém naboru zamestnancov umoziiuje ziskat’ osoby z najvyssim rozvojovym

115 potencialom.

116 O talentoch naSich zamestnancov mame dostatok informacii.

117 Talentovani 'udia maji zdujem o pracu spolocnosti.

118 Vieme, aké talenty budu v budicnosti potrebné.

119 Vieme, kol’ko talentovanych 'udi budeme v buducnosti potrebovat'.
120 Vykondvaju sa Speciadlne aktivity zamerané na ziskavanie talentov.

Zdroj: vlastné spracovanie

Najskor bola preverovana celkova spol'ahlivost’ tohto dotaznika. Cronbachova alfa je na Grovni
0,864 a ako uvadza Nunnaly a Bernstein (1994), ak hodnota Cronbachova alfa (CA) je vyssia
nez 0,7, tak mozno povazovat dotaznik za spolahlivy. V naSom pripade teda mozZeme tato
meraciu proceduru povazovat’ za spolahlivi. Navyse hodnoty Cronbachovho koeficientu alfa
a Standardizovaného koeficientu alfa st priblizne rovnaké, ¢o znamend, ze polozky maju
priblizne rovnaku variabilitu. V tabulke 2 vidime vysledky analyzy spol’ahlivosti jednotlivych
poloziek.

o
%))
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Tabulka 2: Overenie spol’ahlivosti dotazika

Smerodajna odchylka po Korelacia (polozka | CA po odstraneni
odstraneni polozky - celok) polozky
110 17,5146 0,2176 0,8643
I11 17,4998 0,2733 0,8631
112 17,1835 0,5629 0,8576
113 17,2780 0,4075 0,8604
114 17,2125 0,5225 0,8583
115 17,0357 0,6259 0,8557
116 17,2584 0,4648 0,8594
117 17,3321 0,5041 0,8594
118 17,2631 0,4523 0,8596
119 17,3055 0,4330 0,8601
120 17,2094 0,5102 0,8585

Zdroj: vlastné spracovanie

V prispevku je rozoberana vyskumna otdzka, ¢i proces identifikacie a pldnovania talentov je
ovplyvneny alokéaciou zahrani¢ného kapitalu v podniku.Na zistenie Statisticky vyznamnych
rozdielov v odpovediach respondentov v jednotlivych polozkach podla triediacich kritérii
(velkost’ podniku, vlastnictvo, G€ast’ zahrani¢ného kapitalu, ekonomické vysledky podniku,
existencia utvaru ludskych zdrojov) a overenie hypotéz bola vyuzita analyza rozptylu
(ANOVA). Analyza rozptylu skiima zéavislost’ resp. nezavislost’ kvantitativnej premennej of
faktora. Cielom analyzy rozptylu je identifikovat’, ¢i rozdiely priemerov jednotlivych skupin
(podl'a faktora) su Statisticky vyznamné t.j premenna je zavisla od faktora alebo su iba nahodné
t.j. premenna nezavisi od faktora (Munk, 2011). Pre zistenie robustnosti vysledkov bolo
vykonané aj neparametrické testovanie prostrednictvom Mann-Whitneyho testu. Mann-
Whitneyho test patri medzi najsilnejSie neparametrické testy a je testom o zhodnej urovni
spojitej premennej v dvoch suboroch. Vsetky Statistické testy boli realizované na hladine
vyznamnosti alfa=0,05, prostrednictvom Statistického programu SPSS.

3. Vysledky a diskusia

Identifik4cia a ziskanie l'udi, ktori mézu podniku priniest’ pridani hodnotu je narocnym, ale
dolezitym procesom. Je mozné tento proces uskutociiovat’ vo vnutri firmy, ale aj smerom von.
V praxi sa najskor identifikuju talenty vo vnutri spolo¢nosti a nasledne sa talenty hl'adaji v
externom prostredi. Treba si preto uvedomit’ moznosti a identifikovat’ zdroje pracovnych sil na
prislusné pracovné pozicie. V podnikoch st pozicie, ktoré st vyznamnejsie a preto sa nazyvaju
kl'a¢ové. Obsadenie nespravneho cloveka na takato poziciu by malo katastrofalne néasledky pre
podnik. K obsadeniu pracovnych miest by preto mal byt vopred vypracovany plan, ktory
odzrkadl'uje potrebu pracovnikov s reSpektovanim poziadaviek pracovného miesta. Na ziskanie
kl'icovych zamestnancov je potrebné vykonavat’ Specialne aktivity ako je napriklad analyza
pracovnych miest, personalne planovanie a vyber zamestnancov.

Podniky so zahrani¢nym kapitdlom dosiahli v kazdej polozke tykajlicej sa identifikdcie a
ziskavania talentov vyssie priemerné hodnoty v porovnani s podnikmi, kde nie je alokovany
zahrani¢ny kapital (obrazok 1). Z uvedeného mozno usudzovat’, Ze vyssSiu uroveit ohl'adne
identifikécie a ziskavania talentov dosahuju podniky so zahrani¢nym kapitalom.
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Obrazok 1: Priemerné hodnoty poloZiek 110-120 podPa ucasti zahrani¢ného kapitalu v
podniku

Zdroj: vlastné spracovanie

Zahrani¢ny kapital predstavuje dolezity faktor ovplyviiujuci identifikaciu a ziskavanie talentov
v podniku. V rdmci testovania bolo identifikovanych 7 Statisticky vyznamnych rozdielov
(zvyraznené v tabulke 3) v odpovediach respondentov podl'a tohto faktora. Tieto rozdiely boli
zistené v polozkach 110, 113, 114, 117, 119, 120.

Tabulka 3: Statisticky vyznamné rozdiely v identifikacii talentov z hl’adiska tlasti
zahrani¢ného kapitalu v podniku (ANOVA)

110 111 112 113 114 115 116 117 118 119 120

Mean 6,650 2,652| 4,451| 6,307| 16,853 | 4,968| 3,435| 7,319| 3,554| 6,983| 27,539
Square
F 4,711 2,583 | 3,665| 4,941 12,293 | 3,789 2,807| 7,850| 2,710| 5,788 | 22,636

p value 0,031 0,109| 0,056 0,027 0,001 0,052| 0,095| 0,005 0,101| 0,017| 0,000

Zdroj: vlastné spracovanie

Z vysledkov testov mozno usudzovat’, ze v podnikoch so zahrani¢nym kapitdlom vo vicsej
miere su pracovné pozicie jasne rozdelené na klI'aiCové a ostatné (I110) a zaroven sa identifikujua
pracovné pozicie, na ktoré sa vyzaduje obsadenie osobami z externého prostredia (I13). Na
rozdiel od podnikov s iba slovenskym kapitalom sa pri ziskavani talentov z externého prostredia
vyuziva vopred stanoveny plan (I14). Talentovani jedinci prejavuju zvySeny zaujem o pracu
prave v spolocnostiach, kde je alokovany zahrani¢ny kapital (I17). Podniky so zahrani¢nym
kapitalom maju lepSie zmapovanu buducu potrebu talentovanych jednotlivcov (I19) a z toho
dévodu aj vykondvaji Specialne aktivity zamerané na ziskavanie talentov (120). Zvlast’ sa
zameriavajui na l'udi s vysokym rozvojovym potencialom.
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Zaroven boli tdaje podrobené aj testovaniu pomocou neparametrického testu (tabul'ka 4). V
nom sa potvrdili vysledky, resp. bol identifikovany dodato¢ny Statisticky vyznamny rozdiel v
polozke 115, o naznacuje, Ze nastaveny systém naboru v podnikoch so zahrani¢nym kapitalom
umoziuje lepsie ziskat’ osoby s najvyssim rozvojovym potencialom (I15).

Tabulka 4: Statisticky vyznamné rozdiely v identifikacii talentov z hadiska uasti
zahrani¢ného kapitilu v podniku (Mann — Whitney)

110 111 112 113 114 115 116 117 118 119 120
Mann-
. 14682,5 | 15567,5 | 13772,0 | 13688,5 | 11581,0 | 14400,0 | 14980,0 | 13712,5| 14220,0 | 12656,5 | 10631,5
Whitney U
p value 0,040 0,171 0,090 0,044 0,001 0,036 0,123 0,009 0,154 0,012 0,000
Zdroj: vlastné spracovanie
4. Zaver

Ludské zdroje su povazované za najddlezitejsi zdroj v podniku. Je to preto, Ze prinasaji nové
myslienky, su tvorcami hodnét a vytvaraji konkurenénu vyhodu. Akykol'vek finan¢ne silny
podnik, bez Sikovnych T'udi a kvalitnej prace s nimi, by nemal Sancu uspiet’ v dlhodobom
konkurenénom boji. Do popredia sa tak dostava pozornost’, ktord by mala byt venovana
vynimo¢nym zamestnancom, talentom. Talent manaZzment sa tak stal relativne novym
nastrojom na kontinuédlne zabezpecenie dostato¢ného mnozstva kvalifikovanej pracovnej sily s
ohl'adom na potreby, viziu a ciele podniku, ale aj s vnimanim externych zmien vyvolavajucich
pre podniky prilezitosti aj ohrozenia.
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Abstract

One of the results of globalization is that large corporations with growth potential are able to
concentrate their operations in different locations around the globe based on the competitive advantage
of particular country. This trend is possible to observe also in Slovakia since early 90-ties after the
change of political establishment and opening the boarders of the country. International companies
have been entering Slovak market and establishing here their factories and business centers because of
relatively low labor costs in combination with highly qualified workforce. The following paper is
analyzing different aspects of international business within the company Dell s.r.o., Slovak subsidiary
of American IT international corporation. The study describes how company’s operations are influenced
by the fact, that Dell s.r.o. is a branch of global international organization and how global company
Strategy within human resources, diversity management and corporate social responsibility is
implemented on the subsidiary level in Slovakia.

Key words: Corporate Social Responsibility, Diversity Management, Globalization, Human Resources,
Talent Management

1. Introduction

By connecting different parts of the world globalization has been influencing the international
trade and labor markets for the last few decades. Originally only local companies but with
growth ambitions are no longer limited just by the local market but can expand their businesses
to different countries, even continents. As a part of this international expansion, very common
practice is to transition company’s operations abroad to gain the competitive advantage that
different countries are offering. As a result, factories and business centers of international
companies can be found in countries with relatively low labor costs and highly qualified
workforce. In Slovakia, a significant shift in the situation began to occur only after societal
changes in 1989. The cancelation of the central planning system brought with it several
opportunities, and the subsequent privatization enabled a rapid change of ownership of the
originally state-owned enterprises and the inflow of the first foreign direct investments. This
foreign direct investment inflow causes that originally local companies are becoming a part of
international organizations and subsidiaries or foreign companies are being established in
Slovakia. Inflow of foreign direct investment brings to Slovakia also new management styles
and company cultures from the home locations of foreign companies. This type of expansion is
also very likely accompanied with increased international mobility and migration of employees,
which increases the workforce diversity of historically relatively homogenous Slovak labor
market.
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1.1 Practical aspects of international business in a selected company

1.1.1 Characteristics of Analyzed Company

DELL s.1.0. is an indirect subsidiary of the US company Dell Technologies Inc. a world leader
in information technology based in Austin, Texas, USA. Dell s.r.o. was founded in Slovakia in
2002 firstly as a call center. The main task of the company at that time was to offer its clients
high quality services and achieve the highest possible added value. After a successful start and
satisfactory performance as a call center and few years of growth and development, Dell s.r.o.
was fulfilling the important role of a business center. In 2007, the company inaugurated the new
European Business Center for the EMEA (Europe, Middle East and Africa) region in Bratislava.
Dell s.r.0. has become a key location for Dell Technologies and now integrates several functions
such as finance, marketing, human resources, technical support, sales, and others. The Slovak
branch is continuously becoming Dell's main financial center in EMEA. Dell s.r.o0. started to
expand into the Slovak IT market in June 2006 by selling its own and partner products by using
the sales commission model. In the fiscal year 2018, the company's business model has
changed. The company canceled the commissionaire agreement and began purchasing the
computer equipment for direct resale (DELL, 2020).

As of January 2020, Dell s.r.0. reported assets in amount of 118,993 thousand EUR. Compared
to the previous financial period ending January 2019, the total amount of assets has increased
by 33,523 thousand EUR, which corresponds to an increase of 39%. This change was mainly
driven by the increase in the volume of services billed by the SSC (Shared Services Center).
The amount of long-term financial assets as of January 2020 remained the same compared to
January 2019 in amount of 22 million EUR. The capital structure of the company has not
changed significantly compared to the previous period. The ratio of liabilities in the capital
structure of the company, expressed as the ratio of total debt as compared to January 2019,
increased from 40% to 49%. Short-term liabilities in the liability structure were 75% as of
January 2020, compared to 53% as of January 2019. The main activities of the company during
the recent accounting period were based on the business plan of the company, and it can be
concluded that the planned economic activities were achieved. For the fiscal year ending in
January 2020, the company achieved revenue of 188,982 thousand EUR. This corresponds to
an average increase of 19% compared to the previous period, which was caused mainly by
recharge of increased operating expenses of SSC. Net profit increased by 640 thousand EUR,
which corresponds to 9% increase compared to the previous period (DELL, 2020).

The purpose of Dell Technologies and consequently also of Dell s.1.0. is to create technologies
that drive human progress. The company vision is to become the essential infrastructure
company from the edge to the data center to the cloud, not only for today’s applications, but for
the cloud-native world we are entering. Resulting strategy can be formulated as using Dell’s
unique strengths to consolidate the markets in which the company competes and create
differentiated Dell Technologies solutions (DELL, 2021).

1.1.2 International Human Resources Management

At the end of January 2020 (which is the end of fiscal year 2021 for Dell), Dell s.r.o. had 2,401
employees. For instance, in 2003, when the company was established in Slovakia, number of
full-time employees was only 300, but huge potential in terms of human resources was one of
the reasons, why DELL has decided to expand its operations in its Slovak branch. The company
still manages to find enough highly qualified staff in Slovakia and at the same time considers
the employees and their working conditions. Specialists in sales, finance, marketing, customer
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service, human resources, and technology work for the company, and university graduates are
also in high demand (DELL, 2020).

With the continuing globalization, Slovakia is starting to lose its low labor cost advantage in
favor of other countries mainly from Eastern Europe and South East of Asia, where
international corporations are concentrating their operations more intensively in recent years.
Because of this trend, one of the pillars, on which Dell s.r.o. is building their competitive
advantage comparing to other DELL branches around the globe is highly qualified employees
with their experiences, knowledge, and expertise.

While most of Dell s.r.o. employees are still Slovak (84%), it is also very clear, that the
company is the branch of international holding, which is demonstrating the fact, that in
Bratislava office are working 57 nationalities and speaking by 24 languages (English being the
company language used for global communication within the company). From gender diversity
perspective, 48% of employees are female and 52% are male. Having a look at the gender
diversity on leadership positions, Dell s.r.o. has 42% of female managers and 52% male
managers with 1% female managers increase year over year, which is considered as positive
trend (DELL, 2021).

Due to DELL functional organizational structure on a global level, it is not unusual, that
employees from DELL Slovak branch have opportunity to go to short-term or long-term
international work assignments to other countries, not only within Europe, but also within
America, Asia, or Australia. Supporting the professional and career development of employees
by providing them the opportunity to learn and gain experiences in different parts of the world
is one of the practices of talent management at DELL. Another way of talent management
implementation at DELL is running development programs for the most talented individuals
with the highest potential. These development programs can be functionally or cross-
functionally oriented and employees can become part of them based on successful passing of
selection process.

1.1.3 Diversity Management

Dell Technologies and consequently also Dell s.r.o0. belongs to those group of companies, that
have decided to take active approach in workforce diversity management. From governance
perspective, Diversity and Inclusion area is important part of official global company goals. In
order to achieve these goals, DELL has set up a global team, which is monitoring diversity and
inclusion activities within the company and is also overseeing their implementation. For Dell
s.r.0. with its workforce diversity mix (57 nationalities speaking 24 languages, 48% female and
52% male employees) plays diversity management very important role in its daily operations.
Current Diversity & Inclusion goals are set by 2030 and DELL has identified three areas of
focus in which is company organizing initiatives and measuring the progress in this respect.
The first area is called “Building and attracting the future workforce” and its purpose is to create
a workplace that is more accessible, equitable and attractive to a diverse talent pipeline.
“Developing and retaining an empowered workforce” is second area with the aim to foster an
internal community that is more engaged, productive, and innovative. Third area “Scaling for
maximum impact” is focused on the development of stronger customer alliances and an external
community that recognizes, respects, and embraces company’s shared value (DELL, 2021).

The way how DELL has decided to approach the diversity management is through Employee
Resource Groups (ERGs), which should help the company to create the sense of inclusion for
all. ERGs are communities within DELL in which team members with common interests or
backgrounds can come together to connect, learn, and develop new skills, and impact the =
business. Globally within DELL has been set up 13 ERGs while 8 out of them are also operating N
within Dell s.r.o. ERGs focus their annual programming around five key pillars: community,
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business innovation, professional development, team member experience and unconscious bias
foundational learning. Team members who participate in ERGs are encouraged to think outside
the box, using their unique expertise and perspectives to enhance the work environment and
bring about business impact (DELL, 2021).

1.1.4 Corporate Social Responsibility

As part of the broader community of employees, shareholders, customers, suppliers and others,
Dell s.r.0. is committed to act in an environmentally friendly manner and to minimize the impact
of its activities on the environment. Through its Corporate Responsibility Policy, Dell s.r.0. has
as purpose to follow all legal requirements for environmental protection and make employees
aware of environmental issues and encourage their active participation in efforts to minimize
the impact of the company's business on the environment. Within the corporate social
responsibility strategy, DELL continuously develops innovative packaging design, uses energy
efficient solutions and recycling to minimize environmental impact. In addition, the company
also uses a separate waste collection facility and has traditionally taken actions to support the
environment (DELL, 2020). Despite difficult situation in 2020 caused by COVID-19 pandemic,
up to 1,283 people from the company took part in volunteer activities last year, and employees
spent all together up to 7,699 hours of volunteering throughout the whole year (DELL, 2021).

Conclusion

This study describes, how business operations of Slovak company Dell s.r.0. are influenced by
the fact, that this company is a branch of global international organization and how global
company strategy within human resources, diversity management and corporate social
responsibility is implemented on the subsidiary level.

Dell s.r.o. has a dominant role in company’s global operations, not because of the amount of
revenue generated from the sale of its products, but mainly because of its Shared Services
Center function, within which Dell s.r.o. is billing its services from field of finance, marketing,
customer service, human resources, technology etc. to other subsidiaries within the global
holding.

Headcount of the company increased from 300 to more 2,400 since the establishment of the
company in 2003, which makes from Dell s.r.o. 4" biggest business shared services center in
Slovakia. After slowly losing the advantage of relatively low labor costs, Dell s.r.o. is now
building its competitive advantage and reputation based on its highly qualified employees.
Strong commitment of the company to talent management is demonstrated by talent
development programs, that the company is running and by international work assignments,
which are available for employees.

57 nationalities speaking 24 languages, 48% female and 52% male employees are figures
describing Dell s.r.o. workforce diversity. Company is taking active approach in diversity
management by managing 8 Employee Resource Groups (ERGs), communities in which team
members with common interests or backgrounds can come together to connect, learn, and
develop new skills, and impact the business.

Corporate Social Responsibility is another important area, where Dell s.r.o. is aligned with the
company’s global principles by implementation of Global Responsibility Policy. Dell s.r.0. is
continuously implementing innovative ideas to minimize environmental impact and its
employees were supporting the community they are part of by 7,699 hours of volunteering
throughout the whole last year.
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Abstract

Neuroscientific decision-making has very great potential, which scientists are increasingly
discovering and find its application in practice. Therefore, many countries have a huge interest
in neuroscience research. The paper theoretically process and highlight selected aspects of the
application of neuroscience in management. Neuroscience reveals how the human brain works

and helps us to understand it. Recently, experts have been trying to apply this knowledge to

management. They are looking for better ways to motivate employees and improve the work of
human resources. The application of neuroscience in human resource management takes place
in four phases, which differ in the behavior and reaction of employees. In practice, human

resource management uses neuroleadership, which serves as a link between neuroscientific
knowledge and leadership, leading employees to better access to the brain and results.

Neuroscience is also used in employee training to better understand learning processes. The

success of these methods is evidenced by many practical examples, which are also presented in

the article.

Keywords: neuroscience, neuromanagement, HRM,

JEL Classification: M11, M12, M54

1. Introduction

The emergence of neuroscience is associated with the development of knowledge of the central
nervous system of a person. The first mentions of manipulation with the human brain can be
found in ancient Egypt. We also encounter swallowing on the brain in ancient Greece, the
Roman Empire, the Renaissance period, etc. (Jancurova, 2013). Neuroscience itself is a science
involved in exploring the nervous system. It uses approaches of anatomy, molecular biology,
mathematical modelling and psychology to understand the functioning of nerve cells and the
brain (Mashour & Engelhard, 2019). By focusing on the brain, neuroscientists investigate its
effect on behavior and cognitive function. Neuroscience also reveals what happens to the
nervous system when people have neurological, psychiatric and neurodevelopulary disorders.
A neuroscientist can specialise in a range of areas, from neuroanatomy to neuropsychology
(Carter, 2019). Neuroscience has also recently focused on human resources research, where
they help understand employees. Thanks to neuroscience techniques, employee satisfaction and
performance are easily identifiable (Ol¢ekciler, 2017).
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Neuroscience in management

Neuroscience applies neurophysiological and neurobiological methods in order to better
understand human behavior. The findings of the research provide insights into the fact that our
decisions are not entirely rational and focused only on evaluating the benefits. They also
provide new information on the assumptions of what motivates human behaviour. One area
where this knowledge can be applied is human resource management (Toporcerova, 2018).
Neuroscience in management is used in working with human resources. It focuses on leadership
development, management training, change management, education, counselling and coaching.
Understanding neuroscience in management improves leadership practices, changes in
management efforts and a positive impact on innovation and creativity, even employee
engagement (Gibaldi & Gibaldi, 2015).

The application of neuroscience in management can be divided into four phases:

1. Rejection: Staff are rejecting the necessary changes and trying to prove that the new
solutions will not work. Leaders should over-communicate with employees at this stage.
At this stage it should be thought of as a marketing campaign - you have to sell this idea.

2. Anger: Employees complain, are negative and blame others. Although the manager does
not take every complaint seriously, he tries to have an open speech, promote trust and
openness.

3. Review: Employees try to agree favorable results and offer alternatives to the proposed
solution. Leaders should facilitate participation in the project and encourage employees
to offer their proposals constructively. This phase is stitched up when employees
become less complaining and focus on optimizing the solution.

4. Adoption: Employees agree that change is necessary and deal with a new solution or
process. Leaders should reward employees for their commitment and acceptance, as
well as recognize the success of the change initiative. (laserfiche.com).

The following three principles are probably the most important of the new studies on
neuroscienticient research and change management:

e Understanding and successfully managing the learning and re-learning process,

e redefining resistance, how to identify its different types and how to overcome it
effectively,

e facilitating the adoption of changes and behavioural changes (Reed & Bogardus, 2012).

A person's performance is closely related to human health (both physical and mental).
Neuroscience examines genes, the heart, the brain and other parts of the human body. Its results
are still limited by technologies used to observe part of the human body. Scanners, meanwhile,
are large and expensive devices. There are predictions that further development of sensing and
imaging technologies will be able to detect what is happening in the human brain, heart and
other parts of the body (Kasaki et al., 2016). In management, it is essential for the manager to
know his brain, learn to fully exploit it and experience work as well as personal life to his liking
(Dubnicka, 2018). 1t is therefore very important to be able to think properly and to be able to
make the right decisions in the manager's work (Freeman, 2018). The brain is primarily a
"social organ", therefore a great leader perceives the role with empathy. Empathy is often
discussed in connection with a business, but is rarely applied in management. Scientists say that
leaders who are empathetic learn to understand emotions in the workplace, are aware of

behavioral changes and create an environment that will benefit the business as a whole. It is

important to learn and understand the emotions that are provoked in specific situations. The =
right leader should learn how to build trust in a team instead of relying on older established
techniques such as employee intimidation (Brandon, 2016). Managers should provide a friendly
brain environment with appropriate tools, which affects employees' creativity and enjoyment
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of teamwork (Dameron & Durand, 2017). Findings in the field of neuroscience indicate that
for processes, planning, technical knowledge, etc., we mainly use those parts of the brain that
are responsible for logical and analytical thinking. While social behaviour and thinking are just
deactivated (Tuka, 2016).

In practice, human resources management uses neuroleadership, which acts as a link between
neuroscientific knowledge and leadership to lead employees to better access brains and achieve
results. It is an application of methods and knowledge from neuroscience, as well as an
understanding of the function of the human brain. We can look at this from the side of how
employees act or how they react to situations in the working world (Elger, 2013). Leaders
should therefore gain a better understanding of the behaviour of their employees, thus
implementing and optimising change processes using the latest neuroscienticient findings
(Waldman et al., 2011). In the past, efforts to organisational changes focusing on the structural
aspects of organisations have systematically failed. The fact that change will not be effective if
individual people, especially managers, do not change their thinking, behaviour or beliefs was
underestimated. Therefore, managers should understand and apply behavioural psychology
knowledge and brain science knowledge before the change in order to successfully overcome
organisational changes (Williams, 2016).

Neuroscience explains why it is difficult for some employees to change the way things are done.
It explains why some process changes are challenging, sweeping and frustrating. Mastering the
principles of neuroscience allows the HR manager to apply individual values to the
organization. Learning to apply these principles should be the basic task of HR manager as one
that shows direction and focus (Reed & Bogardus, 2012). People's running is a complex process
that is usually based on intuition, experience, and presentation. When choosing employees, it
is the knowledge of neuroscience that can be a great advantage for the manager. Neuroscience
provides a rational, computational problem-solving method for making good decisions (4byad,
2019). In this way, specialized procedures help the manager, using key mathematical
complexes, to design a profile that the employee must meet. Some neuroscience models consist
of complex calculations that help managers solve complex problems (Tavis, 2018).

Methods that require modern management (e.g. risk management, overall quality management,
configuration management, funding, current engineering, partnership and procurement) have
evolved from project management. Project management is a tool that managers use in
management to solve special tasks. Not using project management tools may lead to a failure
of the company's progress (Jovanovic & Beric, 2018). The main objective of many companies
is survival, the use of the project management method can help to achieve this (Ozmen, 2019).
Project managers can use the methods to select project members and take other decisions, so
they are closest to neuroscience (Abyad, 2019).

Neuroscience also deals with education in the workplace. New findings show that it is important
that education is positive and enjoyable. Negative situations have a significant impact on the
education process. Emotions are essential for a person, on the other hand, we must learn to
control and regulate them for our own benefit. Emotions influence the decision-making and
reasoning process. As a result, emotions and education as well as cognitive processes are an
integral part of the manager's work (Freeman, 2018). Within the action of emotions and the
educational process, a person mostly uses his main better developed hemisphere. In a sense, the
hemispheres perform the function of a mirror. The right hemisphere controls the left part of the
calf, and the left hemisphere controls the right part of the calf. They might seem to work the
same way, but the opposite is true. Someone's right hemisphere may be better developed,
someone's right hemisphere. As part of staff training, we should strive for the balance, use and
use of both hemispheres (Kollarova, 2017).
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Neuroscience practices in motivation

Neuroscience is also used to motivate a person in the workplace. Connecting the brain with
motivation in humans creates the necessary energy for the realization of the practices that are
necessary for it:

e Split a larger goal into smaller tasks - dopamine levels increase when we complete the
task or reach the target. This release of dopamine makes us feel good and also leads us
to complete the remaining tasks with a pleasant feeling. It would be advisable to arrange
a working day in order to get such small hits of dopamine (Hamid et. al., 2016). The
happy feeling of achieving the goal generated by this release helps to develop a sense
of repetition of the same actions that resulted in previous success. Neuroscientists refer
to it as "self-driving learning." That is why achieving smaller objectives is an effective
way of continuing to be motivated to achieve long-term goals. Research also suggests
that our brain feels satisfied when some items are logged off the to-do list and release
dopamine, which motivates us to repeat steps that would lead to a reduction in items
(Marchese, 2016).

e Finding new things, engaging creativity - dopamine production is started when an
individual finds something new and exciting. This increase in dopamine levels can be
achieved by practicing simple creative interests. At the organisational level, we can
create opportunities for employees by alleating a new project, creating working groups
to create new product lines, encouraging them to participate in research, etc. We can
also organize entertainment activities, which may include photographic competitions,
workshops, activities requiring creativity, slogan contests on certain topics, involvement
of employees and their children and families in the creation and drawing of competitions
during annual celebrations, etc. (Londhe, 2018).

e Positive thinking - our thoughts affect our serotonin levels, the level of which is higher
when subjects are more positive (Dolcos et. al., 2018). In the workplace, we can support
positive thinking by visually presenting photos of past successes, meetings,
negotiations, etc. Organizations can also edit and prepare calendars with such photos
and donate them to employees during the new year (Suardi et al., 2016).

e Social interaction, social dominance - social connectivity triggers the release of
oxytocin. Social dominance increases more serotonin and tryptophan, increasing
dominant behavior. Increases in serotonin and tryptophan have also been found to
reduce aggression and quarrels. Organisations can create multiple social groups with
certain objectives, such as working groups, commissions, sports teams and individuals,
and can provide opportunities for individuals to participate actively in these groups,
thereby increasing their social dominance (Londhe, 2018).

e Opportunities to celebrate at work - in the workplace, it is important to create
opportunities to celebrate small wins, celebrate victory, slicing cake, sending
commendable emails, etc. Through these practices, we create a sense of success,
fulfillment, bringing positive energy and motivation to move forward (Wildermuth,
2018).

e Shake hands and hug - practices such as talking to colleagues, making eye contact,
shaking hands, etc., increasing oxytocin levels. Zak (2013) recommends eight hugs a
day, creating confidence, which is the highest form of motivation that makes an
individual happy.

e Donation and charity - accepting donations increases oxytocin, so organisations should |
do regular endowed practices in various ways, such as entertaining events, birthday |
gifts, participating in charitable activities and encouraging employees to participate OO
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voluntarily in activities that promote social affairs, etc. These activities create a positive
environment and increase the feeling of happiness in the workplace (Londhe, 2018).

e Humor at work - the process of laughter increases the immune system, lowers blood
pressure and reduces stress hormones. Organisations should promote humor at work.
They can do this, for example, by inviting an artist who draw cartoons and then display
them in the workplace. Intellectual and polite jokes placed in a humorous board every
day create positive energy, happiness and excitement among employees (Londhe, 2018).

e Developing a corporate culture and a grateful attitude across the organization -
expression of gratitude and appreciation plays a role in increasing productivity. It is
recommended to spend time with ourselves, to devote yourself to positive thoughts and
to create a list of things for which we must be grateful every day. In order to promote
such a corporate culture, activities such as 'awards week' can be applied, in which they
send awards to colleagues for the help and support they receive from them. Awards for
the most valuable employees and award winners were institutionalized to recognize the
behavior they wanted, increase participation and entertainment among employees at
such events (Burton, 2016).

e Sufficient exposure to light and sunlight - clear exposure to light and sunlight helps to
synthesize vitamin D in the body and increases the production of serotonin and
dopamine. However, it is also important to follow safety instructions regarding exposure
to sunlight. Organisations can plan activities such as trainings, events, sports days. It is
recommended to have lunch or snacks in a place that is exposed to sunlight and thus
adapt the canteens (Hansen et. al., 2016).

e Exercise and meditation in the workplace - in addition to alleviating stress, exercise
helps to achieve better physical health and increases individual productivity. In the
workplace, organizations can arrange a gym in their own premises, where employees
can practice before or after a day's work, organize meetings at aerobic exercises,
organize weekly yoga exercises, train yoga techniques to practice at work desks at work
intervals. Furthermore, they can help employees learn meditation through experienced
trainers, who can teach them the right techniques of concentration and meditation
between work intervals, or organizing meditation and similar meetings, creating space
for employees to meditate before starting work, etc. (Dolcos et. al., 2018).

e Aromatherapy - the smell of vanilla and lavender is associated with the production of
endorphins. The smell of lavender is associated with reduced anxiety and improved
mood. Organizations can deploy fragrant oils at the employee's work - table, reception,
meeting rooms (Londhe, 2018).

e Music - When we listen to our favorite melodies, our brain releases dopamine. At the
workplace they can play during lunch or in the café, reception. Businesses can organise
music education after office hours for employees, organise competitions to find
employees' talents and other activities related to listening to music (Londhe, 2018).

Neuroscience in education

Examples of how organizations apply neuroscience principles to learning when educating
employees, here are some examples in the U.S. and Asia:
a) Building a friendly and favorable workplace - r echo of the brain and behaviour is
influenced by the environment. Many of the world's leading companies have invested
in designing a nature-friendly office environment. Uniqlo, the world's leading apparel
manufacturer and Japan's largest clothing retail chain, has refurbished its open office |jusb
headquarters to facilitate communication between employees and promote teamwork |
(Flamer, 2017). Amazon has built its new headquarters as a functional office space in (£
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2019, with more than 40,000 plants inside. The reason for proposing this unprecedented
and innovative forestry office was the belief that when people are surrounded by plants
or nature, it promotes thinking and work so that employees can function better
(McGregor, 2018). Google has climbing walls and rooms for a variety of computer
games and entertainment activities at its headquarters so employees can use these
activities while they work. These activities are expected to increase the creativity of
employees. Google has also built a workplace that provides a work environment
conducive to nature (Loubier, 2017). In South Korea, most educational establishments
are located in rural areas where employees and trainees are exposed to nature. When
students see natural scenery and hear natural sounds, they feel connected to nature and
become energetic, creative, bright and productive (Lim et. al., 2019).

b) Using brainwaves to learn in the workplace - The South Korean automaker launched a
neurofeedback program for 1,300 employees in one of its manufacturing divisions in
2011. This initiative aimed to understand employees, actively communicate with them
and positively transform their working lives by measuring brain waves -
electrocorticography. In the pilot test, they selected several employees from each factory
in South Korea and measured their brain waves before and after the program ended.
After measuring the brainwaves of employees, the company provided training programs
that aim to improve self-control and self-development based on the type of brain wave
of each employee. Using an electrocorticographic machine, we obtain information about
individual brain characteristics based on the alpha, delta, theta and sensorimotor rhythm
(SMR) wave report. Engagement is shown on the waves of SMR, and creativity is on
the waves of theta. Based on this data, the company provides its employees with a
customized workplace teaching program and can also find out where employees work
best (Lim et. al., 2019).

c) Using neuroscience to train creativity - The company in South Korea has provided
different types of workplace education programs to improve employee performance,
including dedicated brain-based programs, to increase the creativity of workers in the
workplace. They monitored the level of brain activity of employees when they were
creative. In its program, the company found that employees can create more intuitive
thinking and more creative execution when practicing physical exercises and cognitive
tasks. During this program, employees were also able to better understand themselves
and quickly reduce stress (Stopper, 2016).

Conclusion

Neuroscience is entering a period marked by the rapid expansion of the size, scope, and
complexity of neural data obtained from large parts of the nervous system and the spanning of
multiple levels of organization (Beugré, 2018). Thanks to organizational neuroscience, it is
possible to understand many fundamental processes in organizations, such as planning and
change management, training, decision-making and leadership. For example, poorly managed
change can result in negative messages in our minds. Managers need to be aware of how their
words, emotions and behaviors have a significant impact on the team's results and the
environment in which they work (Pandya & Prabhu, 2018).

Managers should constantly learn about neuromanagement and apply their knowledge. As a |
result, they can more effectively manage the ways that emotions affect business. They can also N
improve communication, leadership, productivity and innovation. When managers can more ©
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quickly understand what is going on in the human brain, it can have a better effect when dealing
with people at all levels of their organization. The application of neuromanagement will create
better relationships between managers, employees, colleagues, but also between individual
teams (Allen, 2018).

The potential of neuroscience to study human behavior in organizations depends on the ability
of scientists to evaluate, design, analyze, and accurately interpret neuroscience research.
Neuroscience decision-making is a promising and complicated industry that is rapidly gaining
popularity in many areas (Chandrinos et al., 2018), where the human brain was considered a
specific model in neuroscience decision-making (Kirsch, 2019). Nowadays, countries are
growing interested in participating in technological research into neuroscience decision-making
in order to improve life (Wang et al., 2018). 1t is expected that most neuro-researches in the
future will focus on locating and more accurately mimicking parts of the brain and clarifying
the psychology responsible for decision-making (Naili et al., 2015). If the human brain can
indeed be imitated in some respects, research in this area will continue to advance (Sindhu et
al., 2019). However, one negative impact on society will be that many problems will be solved
by machine learning or computer instead of using human input, which can have a negative
impact on society. Technology is progressing and with the type of technologies using
neuroscience knowledge, it is also important to prevent it from being (Wang et al., 2018).
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