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WPROWADZENIE

Rozwdj organizacji gospodarczych oraz o charakterze publicznym i typu
non-profit posiada réznorodne cechy, formy i uwarunkowania. Jego zrodta tkwig
zarowno w dalszym i sektorowym oraz bezposrednim otoczeniu organizacji, jak
1 w ich potencjale wewnetrznym. W zwigzku z tym przebieg procesd6w rozwojowych
moze charakteryzowaé si¢ pewna ciagtoscia, ale tez dokonywac¢ si¢ w formie
skokowej z uwzglednieniem sytuacji kryzysowych. Procesy rozwoju przybieraja
szczegblng posta¢ w warunkach wspoélczesnej gospodarki, ktéra cechuje sie¢
znaczacym postgpem technologicznym i jest okre$lana czgsto mianem przemystu
czy rewolucji 4.0.

Réznym aspektom tak pojmowanych procesdw rozwojowych jest po§wigcona
niniejsza monografia. Jej celem jest identyfikacja, analiza i ocena wybranych
wyzwan rozwojowych, jakie stoja przed pracownikami, organizacjami i innymi
podmiotami w warunkach wspdtczesnej gospodarki.

Opracowanie sktada sie z 11 rozdzialéw przygotowanych przez réznych
autorow. Michal Comporek zwrocit uwage na finansowy aspekt rozwoju przed-
siebiorstw gietldowych. Wskazat na wystepowanie w praktyce gospodarczej
zjawiska znacznego sektorowego zréznicowania wielkosci i technik intencjonal-
nego ksztattowania zysku (straty) netto w przedsigbiorstwach publicznych.

Z kolei Wojciech Glod poruszyt problem przemian w jednostkach ochrony
zdrowia i wykazat w jakim stopniu styl przywodztwa w tych jednostkach moze
przyczyniac si¢ do poprawy efektywnosci ich funkcjonowania.

Zagadnienie barier w procesie zmian w zarzadzaniu systemem emerytalnym
z perspektywy interesariuszy stato si¢ przedmiotem analiz Malgorzaty Gumoli.
Autorka wskazuje, ze zmiany demograficzno-zawodowe we wspotczesnych
spoteczenstwach i ewolucja rynku pracy wptywajg istotnie na potrzebe reformy
systemow emerytalnych. Duzo takich reform przeprowadzono juz wiele lat temu
1 stad istnieje koniecznos¢ dalszych zmian. Nalezy tu uwzgledni¢ doswiadczenia
z prywatnego sektora biznesowego, a zwlaszcza role réznych grup interesariuszy
systemow emerytalnych. W tym kontekscie zostata przeprowadzona identyfikacja
barier w zarzgdzaniu zmianami w systemach emerytalnych.

Na istotng role kreatywnosci w biznesie wskazuje Antonina Litinska.
Autorka przedstawia problem Scistego zwigzku zjawiska kreatywnosci z kultura


https://doi.org/10.34658/9788366287082.01

6 Wybrane problemy zarzadzania rozwojem organizacji w przemysle 4.0

organizacyjng firmy. W rozdziale tym zwrdcono tez uwage na wyzwania wspot-
czesnego biznesu, ktore zostaty zaprezentowane w formie pigciu rodzajow zmian.

Kolejne opracowanie, Edyty Marcinkiewicz, traktuje o wykorzystaniu
pracowniczych programoéw emerytalnych w zarzadzaniu zasobami ludzkimi.
Autorka wskazuje, ze obnizeniu wysokosci emerytur z systemdéw publicznych
(obowiazkowych) powinno towarzyszy¢ zwiekszenie rangi oszczgdnosci indywi-
dualnych oraz oszczednosci gromadzonych w ramach pracowniczych programéw
emerytalnych. W oparciu o analizg literatury przedmiotu i wynikoéw badan z roz-
nych panstw mozna postrzega¢ pracownicze programy emerytalne z perspektywy
771 jako sktadnik wynagrodzenia z odroczong platnoscia, element systemu
motywacyjnego lub tez instrument zwigkszajacy konkurencyjnos¢ przedsigbior-
stwa na rynku pracy.

Pewng kontynuacj¢ tych zagadnien zawiera tekst Aleksandry Polak-Sopin-
skiej. Autorka koncentruje si¢ w nim na roli ergonomii w procesie zarzadzania
wiekiem w okresie czwartej rewolucji przemystowej. Zmiany demograficzne
i 0 innym charakterze zachodzace we wspodtczesnych spoleczenstwach, wptywaja
na wzrost liczebnos$ci ludzi z niepetnosprawno$ciami oraz na spadek populacji
0sOb pracujacych. Stad tez nalezy w przedsigbiorstwach wprowadza¢ strategie
1 rozwigzania racjonalizujace systemy organizacji pracy i zast¢pujace czlowieka
w procesach produkcyjnych. W artykule wskazano na duze znaczenie metod
1 narzedzi ergonomicznych, ktére moga wspieraC procesy decyzyjne w sferze
zarzadzania wiekiem.

Pavel Pavlov, Elena Zashchitina i Sebastian Bakalarczyk zaj¢li si¢ w opra-
cowaniu pt. Successes and failures of modern companies in the Industry 4.0
waznym problemem interakcji pomiedzy uczelniami a przedsi¢biorstwami we
wspotczesnych czasach. Szczegdlng uwage zwroécili na role tych relacji w ksztat-
towaniu zasoboéw ludzkich. W oparciu o analizy o charakterze iloSciowym i jakosScio-
wym Autorzy zaproponowali model wspolpracy pomigdzy szkotami wyzszymi
a organizacjami biznesowymi. Pozwala on zapewni¢ odpowiednie wsparcie eduka-
cyjne w przygotowaniu profesjonalnej kadry pracownicze;j.

Kolejny rozdzial monografii, napisany przez Jarostawa Ropege, dotyczy
fundamentalnego dla rozwoju gospodarki i poszczegdlnych sektorow oraz firm
zagadnienia motywacji przedsigbiorcéw i zrodet zachowan przedsiebiorczych.
Motywacja przedsigbiorcéw posiada bardzo duzy wptyw na tworzenie i kontynu-
acje dziatalno$ci gospodarczej. Autor rozroznia dwie kategorie przedsiebiorcow:
tych, ktorzy zakladaja biznes po raz pierwszy oraz przedsigbiorcéw doswiadczo-
nych (notorycznych), ktorzy kontynuujg dziatalnos¢ zatozong przez wczesniejsze
pokolenia lub prowadzg kilka firm czy tez poniesli wczeéniej porazke w biznesie
i zaktadaja kolejne przedsigbiorstwa.
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Szczegbdlng uwage poswieca Autor tym, ktorzy zdobyli juz doswiadczenie
w biznesach nieudanych i podejmujg nowg szanse, wykorzystujac lekcje z btedow
i porazek z prob wezesniejszych. Ich podejscie 1 sposob zachowania przedsigbior-
czego jest odmienny i bardziej dojrzaty, na co wskazuja przyktady badan podanych
w tym opracowaniu. W Polsce jest to obszar jeszcze stabo zbadany i stad tez
wynika potrzeba glebszej eksploracji tej sfery przedsigbiorczosci.

Alicja Smolbik-Jeczmien wraz z zespotem trzech Autorek z Uniwersytetu
Ekonomicznego we Wroctawiu analizujg kwesti¢ zywotnosci zespotéw pracow-
niczych w $wietle wyzwan dla wspoétczesnych przedsigbiorstw. W teoretycznej
czgsci opracowania pokazano rézne koncepcje zywotnosci zespolu. Natomiast
W czgSci empirycznej zostaly zaprezentowane obszary i uwarunkowania zZywot-
nos$ci zespolow pracowniczych we wspotczesnym srodowisku pracy.

Specjalng uwage zwrocono na aspekty takie jak np. przywddztwo, wielokul-
turowos$¢, zmiany na rynku pracy, zrdznicowanie generacyjne zespotu, zaangazo-
wanie i motywacja pracownikéw. Menedzerowie znajac te determinanty moga
kreatywnie ksztattowac i wspiera¢ zespoly pracownicze w osigganiu sukcesOw
biznesowych.

Hanna Soroka-Potrzebna rozpatruje w kolejnym rozdziale wplyw czwartej
rewolucji przemystowej na dobor metod i technik zarzgdzania ryzykiem w pro-
jektach. Jest to stabo rozpoznany obszar — zdaniem Autorki — i stad tez istnieje
potrzeba identyfikacji wyzwan stojacych przed kierownikami projektow
w ramach przemystu 4.0. Szczego6lnie chodzi tu o opracowanie odpowiedniej me-
todyki zarzadzania projektami w warunkach tego przemystu.

Ostatni rozdzial monografii zostat opracowany przez Anete Zelek i Grazyne
Maniak. Nosi on tytul Zwiastuny nadchodzgcego kryzysu gospodarczego a za-
grozenia dla polskich firm. Rozwo6j przedsiebiorstw i innych organizacji wigze si¢
nieroztacznie ze zjawiskami kryzysowymi. Kryzysy w naukach o zarzadzaniu
i ekonomii traktuje si¢ jako sygnaly wskazujace na potrzebg zmian i rozwoju
danej organizacji a umiejetno$¢ wychodzenia z sytuacji kryzysowych jest jedna
z wazniejszych kompetencji wspotczesnych menedzerow.

Autorki zastanawiajg si¢ w tym rozdziale nad tym, czy w gospodarce polskiej
pojawiaja sie zagrozenia kryzysowe i czy nasze przedsiebiorstwa sg przygoto-
wane na radzenie sobie z takimi zagrozeniami. Z ich analiz wynikajg raczej
sceptyczne wnioski odno$nie antycypacji zagrozen kryzysowych.

Wyrazamy nadzieje, ze przedstawione wyzej krotkie zapowiedzi wywolaja
zainteresowanie problemami rozwoju wspotczesnych organizacji i ze monografia
spetni oczekiwania Czytelnikow.

Stefan Lachiewicz, Sylwia Flaszewska
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EARNINGSMANAGEMENT IN ENTERPRISE —
METHODOLOGICAL MEASUREMENT PROPOSAL

Michat Comporek’
Zaktad Analizy i Strategii Przedsi¢biorstwa, Uniwersytet L.odzki

1. Introduction

The company's financial result is a very complex economic and social category.
It has various types, it is shaped by the diversified objectives of its creation and
redistribution, multifarious conditions for the implementation of these objectives and
inconclusive competences of the management. Its size is reflected in many documents
of the company's financial statements — the value of net profit (loss) is therefore shown
in the form of a specified increase in the value of total assets of an enterprise included
in the balance sheet or as a separate category presented in the profit and loss account,
cash flow statement and comprehensive income statement. All the financial result
categories listed in mentioned documents have a different character, due to the manner
of their presentation, usefulness and purpose.

Since the entering into contracts between an economic entity and its stakeholders
is largely based on the analysis of economic data contained in the entity's financial
statements, among managers there may be a special temptation to intentional
“retouching” of the company's performance’. As the literature on the subject indicates,
the area particularly exposed to this type of practice is the sphere of net financial result.
It can be assumed that the indicated phenomenon, known as earnings management
consists of two processes, namely: accrual-based earnings management and real
earnings management. The first of them, with a strictly reporting dimension, can be
equated with all accounting measures and activities aimed at achieving various goals
of selected groups of company's stakeholders [see infer alia: Piosik 2016, pp. 22-40;
Shi, Zhang 2011, pp. 814-815; Roonen, Yaari 2008]. In turn, the second one, more
substantive in nature, can be attributed to the operational effects of the company's

! ORCID 0000-0002-1402-2505.
2 These issues are described in more detail in the chapter 2.



10 Selected problems of managing organization development in industry 4.0

business activity e.g. in the sphere of manipulation of the volume of sales of products
and services, costs of goods sold or discretionary expenses [Roychowdhury 2006,
pp. 335-370].

The main goal of this section is to examine the scale and differentiation of
earnings management methods implemented by listed industrial enterprises listed on
the Warsaw Stock Exchange, computed by a different total earnings management
indicator (TOTAL EM). This is a relatively innovative approach, as numerous
empirical studies referring to the subject matter relate either to the assessment accrual-
based earnings management, or to estimation real earnings management in public
companies. Despite the fact, that the attempts to empirically use the indicator of
overall earnings management are indeed illustrated in selected articles on the subject
matter, researchers present different views as to the ways to distinguish them, methods
of calculation, etc. In some approaches total earnings management phenomenon is
calculated as a dummy captures the combined effects of accrual-based and real
earnings management, which occurs only when the level of both sub-categories of
earnings management is above the industry average [Braam et al. 2015, p. 15; Jang,
Lee 2017, pp. 6-47]. Whereas other theorists criticize this method claiming, that total
earnings management may not be as significant as researchers would expect, because
managers may use real activities manipulation in the opposite direction than accrual-
based earnings management [Chen 2009, p.6]. Therefore, the secondary objective
of the chapter is to examine the relations between the two mentioned sub-categories
of intentional shaping of the financial result in Polish listed companies.

2. Earnings management — outline of the problem

Definition, dimensions and premises for earnings management

In economics and management sciences, a broad spectrum of theoretical
conditions relating to the issue of earnings management is emphasized. Probably the
theory most often quoted in the subject literature as the basis for the analysis of
potential reasons for the implementation of activities in the field of earnings
management is the agency theory. According to its assumptions, numerous business
conflicts related to the separation of ownership and management may appear in the
business entity. It is underlined that managers (agents) have a broader knowledge of
enterprises they manage than their owners and can use it in pursuit of their own goals,
often contrary to the interests of their principals [Jensen, Mechling 1976, pp. 305-
360]. The problem of the determinants of intentional shaping of the company’s
financial result can also be found in the analyzes concerning, among others: the issue
of moral hazard or the phenomenon of adverse selection. It is also considered from
the perspective of the theory of property rights, which focuses on the need to delegate
shareholders' rights to managers in the company, which in practice reduces its
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shareholders to the position of specific capital donors (despite the fact that they have
a real impact on the choice of managers) [Mirrlees 1999, pp. 2-3; Dabrowski, Stanek
2015, pp. 70-83].

In general meaning, earnings management concerns the ability to use accounting
procedures (or real operations) that allow to make distortion in company’s
profitability. Thus, one of the basic principles of accounting, postulating compliance
with a faithful and reliable picture of the data presented in the company's financial
statements, is broken. However, this is a multidimensional phenomenon and difficult
to clearly explain. This can be proved by the fact that over the years researchers have
evolved several definitions of earnings management, reflecting different points of
view and explaining this phenomenon in distinct paths. A closer description of
earnings management requires a separate look at its two main components, namely:
accrual-based earnings management and real earnings management.

As has already been mentioned, accrual-earnings management is “the process of
taking deliberate steps within the constraints of generally accepted accounting
principles to bring about a desired level of reported earnings” [Davidson et al. 1987,
by: Schipper 1989, pp. 91-92]. While the presented definition of the analyzed
phenomenon takes on a neutral character, many researchers in the subject present a
rather restrictive approach in characterizing accrual-based earnings management. For
example, Beattie et. al. [1994, p. 793] consider it to be “artificial earnings manage-
ment, which encompasses both changes in accounting methods and classificatory
choice”. In turn, according to Healy and Wahlen [1999, pp. 365-383] accrual-earnings
management “occurs when managers use judgment in financial reporting and in
structuring transactions to alter financial reports to either mislead some stakeholders
about the underlying economic performance of the company or to influence
contractual outcomes that depend on reported accounting numbers”. These authors
emphasize pernicious (harmful) character and perceive earnings management in
relatively negative way. On the other hand, Ronen and Yaari [2008, pp. 25-28] notice
that earnings management can enhance the transparency of reports and takes the shape
of taking advantage of the flexibility in the choice of accounting treatment to signal
the manager’s private information on future cash flows. Similarly, Sankar and
Subramanyam [2001, pp. 365-386] note that it involves the use of discretion in
financial reporting and (in the case of having more detailed information than other
stakeholders) with the transfer of information relevant to the value of the enterprise
and future cash flows. Generally, beneficial or neutral approach from the perspective
of intentional shaping of the entity's financial result assumes the use of activities
referred to as creative accounting. The applied “innovations” in the methods of
calculating the amounts presented in the financial statements will be within the limits
set by the accounting standards, and therefore they will be (consistent with the law)
creative use of specific accounting techniques that will allow to measure in
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accordance with the interest of the “information producer”. On the other hand,
adherents of the pernicious earnings management concept believe that these actions
stand on the side of aggressive accounting that is against the law and aimed at
deliberately misleading users of the balance sheet, profits and losses statements etc.
The presented terminological approach clearly indicates that accrual-based earnings
management can be interpreted in various perspectives.

The situation is slightly different from the point of view of real earnings
management. This phenomenon is referred as deviating from normal business
practices to manipulate reported income. Additionaly, Zhang [2012, pp. 675-703]
indicates that “real activities manipulation is a purposeful action to alter reported
earnings in a particular direction, which is achieved by changing the timing or
structuring of an operation, investment, or financing transaction, and which as
suboptimal business consequences”. In fact, from the perspective of real earnings
management to “classic” techniques of manipulation of the company’s net financial
result can be included [Gunny 2005, pp. 5-10; Roychowdhury 2006, pp. 335-370]:
unusual (unprecedented in previous reference periods) reduction of the SG&A
expenses or expenditure on research and development; intensification of sales of non-
current assets at the moment when the level of operating profit is below the forecasted
value (even at less favorable prices); increase in sales at the end of the period resulting
either from offering abnormal price discounts on manufactured goods, or from the
adoption of non-standard (usually very liberal) policies for granting trade credit;
overproduction and the use of defensive stock management strategies; limiting any
investments in the components of the company's fixed assets and striving to minimize
the amortization and depreciation costs.

Eventually, it should be pointed out that activities that fall under the real earnings
management concept are clearly differentiated from earnings management practices
based on solutions that use flexibility in the selection of accounting policies. Their
characteristic feature is more difficult and more cost-intensive implementation (in
relation to accrual-based earnings management practices based on accounting
estimates and creative accounting) and more frequent negative consequences of
realizing these practices (interference in the adopted sales policy and change in the
management strategy of property components not directly related to the market
conditions of these transformations, regardless of the effect achieved, directly affects
the entity in subsequent periods).

Models used for measurement of earnings management

The most commonly used tools for estimating the phenomenon of earnings
management are econometric models. They are successfully used in analytical
procedures, thanks to which it becomes possible to confirm the rationality of the
amounts included in the financial report of an examined enterprise. These models
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differ in their nature depending on the variant of earnings management whose scope
they estimate.

The interpretation and assessment of the scale of the accrual-based earnings
management significantly depend on the ability to accurately separate the accrual
adjustments of net profit, taking into account both operating (non-discretionary) and
intentional (discretionary) accruals [Dechow, Skinner 2000, pp. 235-250; Comporek
2017, pp. 17-31]. In the assumption, non-discretionary accruals (NDACC) refer to the
economic operations actually occurring in an enterprise in given financial year, which
from the point of view of accounting principles can be included as one of the following
items: amortization and depreciation, exchange gains (losses), interest and profit
sharing, profit (loss) on investment activities or changes in provisions, inventories,
receivables, short-term liabilities excluding credits and loans, prepayments etc. In
turn, the value of discretionary accruals (DACC) do not depend on the nature of pre-
economic operations, presenting a summary entirety of subjective accounting choices
aimed at lowering the transparency of financial statements.

To implement the research objective of this study, in order to assess the degree of
accrual-based earnings management was used the original version of the Jones model,
which is also the basis for modern analyzes of the described phenomenon. The Jones
model assumes that the value of operational accruals is determined by two variables:
change in sales revenues (AREV) and average value of property, plant and equipment
(PPE) [Jones 1991, pp. 193-228]. Whereas, the value of intentional accruals is based
on the difference between the empirical and theoretical value of total accruals
(TACCY’ as the explained variable. For the sake of comparability of data, the model
should be standardized using the value of lagged total assets. Consequently, formula
of the Jones Model takes the final form as below:

TACC;, < 1 ) N <AREVM> N (PPEM> N
=a a a — E;
TAie-r  \TAie—r)  \TAip—s \TAj—,)

where: AREV;; indicates a change in sales revenues of company i in year
PPE;; points out gross property, plant and equipment of company i in year f;
a;,i =0,1,...,k are specific regression parameters while ¢;; denotes error term
in regression model.

And at the same time the value of ¢;; forms the essential basis for the assessment
of direction and range of accrual-based earnings management (&;; = DACC =
ACC EM) in analyzed company:

3 The amount of total accruals TACC is the difference between the net income in a given
year computed by using an accrual-based accounting system and the surplus in cash from
operating activities.



14 Selected problems of managing organization development in industry 4.0

s gy - TACCu [ ( 1 ) N (REVL-I) N <PPEi,t )]
EM=—""2=—|a a a
TAjiq \TA;— 2\TAj—y S\TAjy

It is worth mentioning that over the years there have appeared further
transformations of the Jones Model. In their analytical formulas, these models take
into account other variables that explain the value of total accruals (T7ACC), while their
use in the scope of earnings management predictions remains unchanged [Table 1].

Table 1. Models for extracting individual categories of accrual-based earnings

management
Reference
to the Calculation formulas based on regression models
literature
Dechow,
Sloan, TACC, ( 1 ) + (AREVt - ARECt) (PPEt )
=\ O\ a &
Sweeney TAiq 1\T4,_, 2 TA;—4 S\TA,_, ‘
(1995).
Kothari, TACC 1 AREV, PPE,
t_ t t
Leone, Wasley Ta_, = %o +a, (—TAH) +a, (TAH) +az (TAH) + a,ROA; + &
(2005)
Kasznik TACC, ( 1 ) (AREVt) + (PPEt) (AOCFt> 4
=a A\ 5 a &
(1999) TA_,  *\TA,_, 2\TA,_, 3\TA,_, *\TA,_, t
Voon Mill TACC, _ (AREVt - ARECt) (AEXPt - APAYt)
OJ(?H’ et REV, = REV, 2 REV,
(1;%%061')“ . (ADEPt — ARETt)
O3\ &
3 TA, , t
where:
AREC, —  increase in short-term receivables in the year 7;
ROA, —  Return On Assets coefficient in the year #;
EXP, —  sum of cost of goods sold and selling and general administrative expenses excluding non-cash ex-
! penses in the year #;
AOCF, — increase in cash flow from operations in the year f
ADEP, —  increase in depreciation and amortization in the year f;
APAY; — increase in short-term payables in the year #;

other designations — as above.

Source: own study based on: Dechow et al. 1995; Kothari et al. 2005; Kasznik 1999;
Yoon et al. 2006.
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Diagnostic imaging of the size and extent of abnormal deviations from the normal
economic events of enterprise (which may indicate the potential implementation of
practices related to real profit management) was carried out using three econometric
models, more widely exposed, among others in the works: Dechow et al. 1998,
pp. 133-168; Braam et al. 2015, pp. 111-141; Cohen et al. 2008, pp. 757-787;
Roychowdhury 2006, pp. 335-370]. These models allowed to distinguish the
following economic measures describing the scale of intentional shaping of the
financial result of an economic entity through real earnings management:

abnormal level of cash flow from operations (OCF_EM), whose value
represents the residual component of the model describing the shaping of
operational cash flows using such exogenous variables as: sales revenues
and change in sales revenues. It can be represented by the equation:

OCF,, U\, (REVi), . (AREVi)

TAj— - TAj— 2 TAj— s TAj— fit
where: OCF;;— operating cash flows of company i in year #; other desig-
nations — as above.

Considering the fact, that ¢;; sets the value of earnings management
(in this case &;; = OCF _EM), it is noticeable that:

ocr g — OCFu [ < 1 ) s <REVL-,C ) . (AREVM>]
_EM;, = | |=—=—— ]+« a

YA "\TAyes 2\TAj— *\TAyes
abnormal level of production cost (PROD EM), estimating by using the
following regression model:

PROD;, 1 REV;, AREV;, AREVy,_,
TA,, @@ (W) T <TAL-,t-1> s (TAi,c-1> s (W) et
where: PROD;,— production costs (including: cost of goods sold and value
of goods and materials sold at purchase prices increased by a change in
inventories) of company i in year #; other designations — as above.
Similarly as in the case of the ACC_EM or OCF_EM indicators, the value
of abnormal levels of production cost (PROD_ EM) reflects the value of
the residual component of the analyzed regression model. It can therefore
be seen that:

PROD_EM;, = - 10Put [ + ( 1 ) N <REVi.t> . (AREW:) .\ <AREVM_1>]
EM;, =——>—|a, + a p @
Y TAy O TI\TA, 2\TA;—, \TAy,, \Ta,,

abnormal level of discretionary expenses (DISC_EM), calculated as the
difference between the forecasted value and the actual value of discretion-
ary costs of the enterprise scaled with the average value of total assets
from the previous period:
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DISC;, 1 AREV;, REV,,
— = a1 —_ + az : + a3 : +€i t
TA;;—1 TA;;—q TA;;q TA;;1 ’

where: DISC;;— discretionary expenses (equated with: sales costs, general
and administrative expenses and research and development expenditures)
of company i in year ¢; other designations — as above.

At the same time:

pisc g = DISCu U\, (AREVi),  (REV
ST | \Tan ) T\ T, ) T T

Because, according to the theoretical assumptions, the real earnings management
is evaluated in three dimensions, for the final prediction of activities that deviate from
normal business practices can be used the total real earnings management indicator
(REAL _EM). Its value is the sum of: abnormal level of cash flow from operations
(OCF _EM), abnormal level of production cost (PROD EM) and abnormal level of
discretionary expenses (DISC EM), as shown below:

REAL EM = OCF _EM + PROD_EM + DISC_EM

Going further, it is also possible to distinguish the total earnings management
indicator (TOTAL EM). Its value will be shaped by the value of the discretionary
accruals (DACC = ACC_EM) (reference to accral-based earnings management) and
the total real earnings management indicator (REAL EM) described above.
In conclusion, the following equation can be obtained that can be the reference for the
estimation of intentional shaping of the financial result in the enterprise:

TOTAL EM = ACC_EM + REAL EM
— ACC EM + (OCF_EM + PROD_EM + DISC_EM)

From an interpretative point of view, the scale of the implemented phenomenon
of earnings management in company will be demonstrated by the deviations in plus
or in minus the values of analyzed indicators from zero. This note applies to both the
TOTAL EM indicator and its individual sub-components.

3. Research methodology

Empirical research has been carried out among industrial public companies listed
in the Warsaw Stock Exchange that shares have been traded for at least thirteen years
with the 2003-2017 reference horizon. Additionally, sample selection was based on
the criteria as following:

— the fiscal year of firm should be end up to 31 December;

— examined companies do not conduct business activity in the finance and

insurance sectors;

— all of financial required data must be available.
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Consequently, the study was investigated within 78 listed companies that provided
precisely a sample of 1109 observations. Empirical research based on financial
information taken from the Notoria Service database.

4. Empirical results

The first step of evaluation of research aptitude of selected econometric models
used for prediction of earnings management was associated with assessment the
structure of industrial companies listed on the Warsaw Stock Exchange from
the perspective of implemented strategies of intentional shaping of net profit (loss) in
the period 2003-2017. The analysis of empirical studies shows that in the reference
horizon, the percentage of enterprises exhibiting positive and negative values of
TOTAL EM indicator was very similar (Figure 1). The majority of the surveyed
population was dominated by those economic entities that showed positive values of
the real earnings management (REAL EM) with simultaneous negative values of the
accrual-based earnings management (ACC EM) (these entities accounted for over
20 percent of the total examined population).

B TOTAL EM<0
ACC_EM<0, REAL EM<0
B TOTAL EM<0
ACC_EM>0, REAL EM<0
B TOTAL EM<0
ACC _EM<0, REAL EM>0
mTOTAL_EM>0
ACC EM>0, REAL EM>0
TOTAL_EM>0
ACC_EM<0, REAL_EM>0
TOTAL EM>0
ACC_EM>0, REAL_EM<0

13.98%

20.20%

Fig. 1. The structure of industrial listed companies based on the achieved annual values
of the total earnings management indicator (TOTAL EM) in the period 2003-2017

Source: own study based on financial information from the Notoria Service database.

Subsequently, empirical examinations have been focused around the values of
correlations calculated by Pearson correlation coefficient. This measure was used to
compute the intensity and direction of relationships between: total earnings
management (TOTAL EM), accrual-bases earnings management (ACC EM) and real
earnings management (REAL EM) indicators. The results of the correlation analysis
carried out for all analyzed listed companies indicate that the relations between
TOTAL EM indicator and its two mains subcomponents (ACC EM and REAL EM)
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have similar strength* (see Table 2). However, in the first case there was reported
clear linear correlations (the strength of the relationship between TOTAL EM and
ACC _EM, measured by the Pearson's linear correlation coefficient, was 37.8 percent),
while in the case of the second of relationship (TOTAL EM and REAL EM) there was
noticed moderate correlation with a strength of 42.7 percent. Also noteworthy is
moderate, but negative correlation between accounting earnings management and real
earnings management measures.

Table 2. Relationship between individual categories of earnings management
in industrial listed companies by using Pearson linear correlation coefficient

Category of earnings management TOTAL EM ACC EM REAL EM
TOTAL_EM 1.000
ACC EM 0.378%* 1.000
REAL EM 0.427%* -0.410** 1
** significant correlation at p-value = 0.01

Source: own study based on financial information from the Notoria Service database.

The presented results of empirical research on the mean values of the total
earnings management indicator (TACC EM) in industrial enterprises listed on the
Warsaw Stock Exchange for the period of fifteen consecutive years (2003-2017)
indicate the existence of very diversified in terms of directions and value of changes
in this coefficient (Table 3 and Table 4). In general terms, it is difficult to observe
some trend from the point of view of shaping the mean values of the analyzed measure
TACC EM. However, high values of standard deviation show that the values of the
TOTAL EM variable are strongly dispersed around the average (and therefore they
are characterized by high diversity). In the six analyzed periods, the TOTAL-EM
index in most statistical units was lower than the arithmetic mean, which confirms the
right-sided distribution asymmetry. At the same time, left-sided asymmetrical
distribution could be observed.

4 In this section the following interpretation of calculated correlation coefficients should
be adopted, namely:

-1 =0 —no correlation,

- 0<| 1| <0.2 — practically no linear correlation between the examined variables,

-0.2< | r| <0.4 — linear correlation clear, but low,

-0.4<|r]|<0.7 — moderate correlation,

-0.7< | 1] <0.9 — significant correlation,

-|r] 2 0.9 — correlation very strong,

- | r|=1- full correlation [Ostasiewicz et al. 2001, p. 311].
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Table 3. Descriptive statistics of the total earnings management
indicator (TOTAL EM) in industrial listed companies in individual years
of the period 2003-2017

Year Statistical measure
mean value median min max standard deviation

2003 -0.0022 -0.0192 | -0.1783 0.4474 0.1034
2004 0.0138 -0.0067 | -0.2151 0.7497 0.1383
2005 -0.0036 0.0053 -0.5801 0.4640 0.1352
2006 0.0073 -0.0013 | -0.4196 0.5849 0.1197
2007 0.0188 0.0071 -0.3056 0.5056 0.1046
2008 0.0323 0.0247 -0.2183 0.3817 0.0974
2009 -0.0147 -0.0115 | -0.3031 0.3613 0.1036
2010 -0.0023 0.0007 -0.4452 0.4488 0.1174
2011 -0.0189 -0.0013 | -0.5209 0.2300 0.1142
2012 -0.0168 -0.0101 -0.3907 0.2183 0.1006
2013 0.0082 0.0180 -0.3241 0.3689 0.0982
2014 0.0074 0.0164 -0.3061 0.1677 0.0773
2015 0.0010 -0.0064 | -0.3548 0.7269 0.1314
2016 -0.0209 -0.0101 -0.6937 0.3483 0.1283
2017 -0.0279 -0.0152 | -0.9304 0.4829 0.1613

Source: own study based on financial information from the Notoria Service database.

Table 4. Mean values of selected indicators used for examining the earnings
management phenomenon in industrial listed companies from the perspective
of individual years of the period 2003-2017

Category of earnings management
Year Subcomponents of real earnings management
TOTAL EM | ACC EM | REAL EM

- - - OCF _EM PROD EM | DISC EM
2003 -0.0022 -0.0369 0.0361 0.0162 -0.0110 0.0309
2004 0.0138 -0.0097 0.0241 0.0090 -0.0094 0.0245
2005 -0.0036 0.0242 -0.0268 -0.0156 0.0018 -0.0130
2006 0.0073 -0.0037 0.0107 0.0013 0.0103 -0.0009
2007 0.0188 0.0286 -0.0101 -0.0161 0.0098 -0.0038
2008 0.0323 0.0293 0.0038 -0.0023 0.0092 -0.0032
2009 -0.0147 -0.0033 -0.0122 -0.0055 -0.0071 0.0003
2010 -0.0023 -0.0153 0.0130 0.0142 -0.0053 0.0042
2011 -0.0189 -0.0037 -0.0151 -0.0176 -0.0021 0.0046
2012 -0.0168 -0.0136 -0.0038 -0.0033 0.0041 -0.0046
2013 0.0082 -0.0027 0.0106 -0.0095 0.0237 -0.0036
2014 0.0074 -0.0036 0.0101 0.0094 0.0098 -0.0091
2015 0.0010 -0.0161 0.0170 0.0152 0.0066 -0.0048
2016 -0.0209 -0.0229 0.0005 0.0128 -0.0104 -0.0019
2017 -0.0279 -0.0089 -0.0199 0.0124 -0.0364 0.0041

Source: own study based on financial information from the Notoria Service database.



20 Selected problems of managing organization development in industry 4.0

However, similar reference should be given to the results of the analysis of the
average values of individual components shaping the final value of the TACC EM
indicator. From the perspective of accrual-based earnings management (4CC _EM
measure) as well as real earnings management (REAL _EM indicator and its individual
components: OCF EM, PROD EM and DISC EM measures) very different average
values of all six economic measures illustrating the scale and directions of earnings
management in business entities have been observed. This may indicate a high
flexibility of enterprises in the selection of diversified tools for the purposeful and
deliberate influencing of the reported net profit (loss).

The results of research obtained and illustrated in Figure 5 and Table 6 underline
that the estimated average values of total earnings management indicator
(TOTAL _EM) vary considerably depending on the sector in which the economic
activity is carried out. Based on the analysis of the mean 15-year values of the
TOTAL EM measure, it can be concluded that in the: building materials, electro-
mechanical and metal industries positive average 15-year values of this measure were
recorded. On the other hand, negative 15-year average values of the analyzed indicator
were characteristic for enterprises operating in the following branches of industry,
namely: automotive, chemistry, food, fuel, light, pharmaceutical, plastics, raw
materials and wood industries. Particularly noteworthy are the very high deviations
from zero of the 15-year average values of the TOTAL EM variable, calculated for
the enterprises of the fuel (-0.039) and pharmaceutical (-0.024) industries. From the
point of view of the general surveyed companies, the average 15-year value of
TOTAL EM indicator was slightly negative (-0.001).

Table 5. Descriptive statistics of 15-years sectoral values of the total earnings
management indicator (TOTAL EM) computed for industrial listed companies
in the period 2003-2017

Statistical measure
Branch
. . . standard
of industry mean value median min max .
deviation
automotive -0.0053 -0.0037 -0.3548 0.1998 0.0733
biulding materials 0.0100 0.0053 -0.4452 0.7497 0.1198
chemistry -0.0017 -0.0050 -0.3907 0.7269 0.1648
electromechanical 0.0005 0.0050 -0.4196 0.3483 0.0996
food -0.0030 -0.0040 -0.6937 0.5056 0.1303
fuel -0.0386 -0.0474 -0.5209 0.5320 0.2078
light -0.0044 -0.0031 -0.3241 0.2691 0.0831
metal 0.0067 0.0051 -0.2381 0.2775 0.0879
pharmaceutical -0.0243 0.0096 -0.9304 0.3051 0.1877
plastics -0.0009 -0.0122 -0.5801 0.5849 0.1360
raw materials -0.0015 -0.0008 -0.2091 0.2183 0.1169
wood -0.0057 -0.0162 -0.3056 0.2588 0.0782
total industrial -0.0011 -0.0008 -0.9304 0.7497 0.1180
companies

Source: own study based on financial information from the Notoria Service database.
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Proportionally to the changes of the mean 15-year values of the total earnings
management indicator TOTAL EM in examined population there are noticeable some
sector deviations from the values of: accrual-based earnings management (ACC EM)
and real earnings management (REAL EM) indicators (Table 6). Again, they are
characteristic of companies belonging to the group of pharmaceutical industry (very
low average value of ACC EM measure on the level of -0.31) and fuel industry (very
low mean value of REAL EM indicator equals to -0.39, explained by significant
deviations of DISC EM value from zero). In general, taking into account the shaping
of the average 15-year values of the REAL EM subcomponents, it should be
underlined that industrial enterprises in a much lesser extent have shaped the level of
net profit (loss) through overproduction (PROD EM), and in a larger one through
sales manipulation (OCF EM) and reducing of research and development
expenditure, advertising expenses, maintenance cost etc. (DISC_EM). Especially in
the area of TOTAL EM, ACC EM and REAL EM indicators, significant sectoral
fluctuations in these measures are noticeable, which leads to the presumption that the
scope and specifics of intentional shaping of the financial result through earnings
management phenomenon take on diverse character in particular industries.

Table 6. Mean sectoral 15-years values of selected indicators used for examin-
ing of earnings management phenomenon in industrial listed companies in the
period 2003-2017

Category of earnings management
Branch
of industry Subcomponents of real earnings management
TOTAL EM | ACC EM | REAL EM
OCF_EM PROD_EM DISC EM
automotive -0.0053 -0.0061 0.0009 -0.0003 0.0000 0.0012
biulding materials 0.0100 -0.0003 0.0103 -0.0003 0.0093 0.0013
chemistry -0.0017 -0.0059 0.0036 0.0111 -0.0074 -0.0001
elektromechanical 0.0005 0.0063 -0.0057 0.0031 0.0015 0.0017
food -0.0030 -0.0061 | 0.0031 0.0009 -0.0033 0.0055
fuel -0.0386 -0.0022 | -0.0364 -0.0002 0.0000 -0.0362
light -0.0044 -0.0025 -0.0019 -0.0024 0.0000 0.0005
metal 0.0067 0.0052 0.0013 -0.0005 0.0000 0.0019
pharmaceutical -0.0243 -0.0308 | 0.0065 0.0061 0.0000 0.0004
plastics -0.0009 -0.0024 0.0015 0.0010 -0.0007 0.0012
raw materials -0.0015 0.0030 -0.0045 -0.0058 0.0000 0.0013
wood -0.0057 -0.0025 | -0.0032 -0.0030 0.0000 -0.0002
total industrial | o 4017 | _0.0034 | 0.0021 | 0.0010 0.0004 0.0008
companies

Source: own study based on financial information from the Notoria Service database.



22 Selected problems of managing organization development in industry 4.0

5. Limitations of the study

The fundamental limitations in the unambiguous analysis of the results of
empirical research are based on the fact that researchers present different views to the
possibility of harmonizing (with accounting standards) what should be measured and
how it should be measured in the specific circumstances of the country and/or
enterprise. Nowadays, the phenomenon of earnings management can be treated as an
accounting category, and yet the measurement made within the scope of business
accounting is not uniquely objective [Neal 2001, p. 4]. It is not possible to develop a
narrow set of rules that are good enough to ensure the comparability of financial
statements of enterprises from different parts of the world [Kutera et al. 2006, p. 27].
For example, discretionary expenses used to assess one of the indicators of real
earnings management (namely: DISC EM) have no equivalent in the guidelines of
the Polish Accounting Act or IAS; To their group are usually classifies: sales costs,
general administrative expenses (referred to as costs of the period) as well as
expenditures on research and development. Because in the case of Polish legislative
conditions, information on the costs of the last mentioned group is possibly shown in
Notes® (differently than in the financial statements prepared in accordance with the
US GAAP assumptions in which R & D expenditures are one of main items of the
profit and loss account), their designation may become problematic. A similar
example can be considered in the field of accrual-based earnings management. In
numerous studies devoted to the issue under discussion, the category of total accruals
(TACCQ) is determined in a variety of ways, i.e. using differentiated models, taking
into account both the balance sheet categories and the items taken directly from the
cash flow statement [see: Sloan 1996, pp. 289-315; Hribar, Collins 2002, pp. 107-109;
Richardson et al. 2005, pp. 437-485]. The mentioned discrepancy in the recognition
of absolute values of the total accruals may lead to fundamental disproportions within
the estimated values of discretionary accruals (DACC), and thus — in an erroneous
estimation of the size of earnings management in the enterprise.

Another discussion area seems to be the excessive dependence of models used to
assess the scale of earnings management from the category of sales revenues. Of
course, the analysis of techniques used by business units within accounting earnings
management allows to distinguish a wide group of activities that allow manipulation
of the value of reported sales revenues. However, the importance of “embellishing”
financial statements by manipulating the value of costs (e.g. by: improper costs,
creation of fictitious provisions/reserves, impairment allowances for assets) has been
slightly marginalized. From the perspective of real earnings management, basing the
analytical formulas of econometric models on the sales revenue category can be

5 The part of financial statements containing additional information and explanations for
financial statements.



Earnings management in enterprise — methodological measurement proposal 23

explained by the fact that production can be considered only as a means of achieving
the financial objectives of business entities and should be subordinated to the sales
opportunities, while the financial standing of the company is largely shaped by the
degree of adjustment of the production program to the market demand.

It is worth noting that the assessment of the real earnings management seems to
be accompanied by a lower risk of detecting the “intentionality” of the harmful
operations undertaken within company’s environment. Accounting practices used in
the process of accrual-based earnings management are described in domestic and
international regulations regarding financial reporting of business entities, and their
implementation may be subject to more explicit control and verification. Assuming,
in turn, that the changes in the field of production and sales are the result of the ability
of enterprise to respond quickly and adequately to the changing economic reality,
requirements of the labor market and the needs of stakeholders of the business unit,
the question arises: does the REAL EM coefficient uniquely highlight abnormal
deviations from typical business activities motivated by the private benefits of the
management staff? Or it can be understood as a specific expression of the elasticity of
the production to the nature of the demand shown, the specificity of technical and
processes, competition on the market, financial standing of the enterprise etc.?

It should also be pointed out that the regression models used to determine both
the scale of accrual-based earnings management and real earnings management are
characterized by a variable goodness-of-fit to empirical data in hand in relation to
individual enterprises. However, this is a characteristic feature of the majority of
studies using econometric models in their analyzes.

6. Conclusions

Among the wide range of information used by investors, the most important are
those that are contained in the financial statements of the company. They are the final
product of business accounting, while their quality strictly depends to a large extent
on the credibility of the data exposed.

As economic practice confirms, companies decide to implement earnings
management practices for a variety of reasons, such as: persuading business partners
about their credibility, avoiding the effects of shareholder control, subduing the
achievements of the managerial staff, gaining access to additional sources of capital,
etc. However, it is also noticed that using selected econometric models it may be
possible to estimate the scale and scope of these operations carried out by managerial
staff in host entities.

The results of empirical research presented in the chapter confirmed the main
assumption that in industrial companies listed on the Warsaw Stock Exchange there
is significant diversification in the scope and characteristics of operations aimed at
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intentional shaping of the financial result through earnings management. The cross-
sectoral analysis of the average values of discretionary accruals (DACC) extracting
by the Jones Model or individual subcomponents of real earnings management
(OCF _EM, PROD EM, DISC EM) have shown that in individual branches of
industry the spectrum of implemented earnings management operations was clearly
divergent, potentially reaching the largest range in public enterprises conducting their
manufacturing activity in fuel sector (clear deviations from the sectoral average values
of REAL EM and DISC EM indexes) and pharmaceutical industry (significantly
more extensive impact of accounting earnings management than in other sectors). At
the same time, on the basis of the conducted research, it can be stated that in surveyed
companies, the smallest influence on the estimated practices in the field of real
earnings management had manipulation of production costs (described by the
PROD_EM indicator).

It should be also clearly emphasized that the presented research results do not
aspire to generalize the assessment of earnings management processes in industrial
joint-stock companies. First of all, they contain partial results, which in the longer
term should be extended to a wider group of examined enterprises. Secondly, it should
be noted that earnings management processes (especially the real type) are difficult to
unequivocally assess, not only of a quantitative nature.
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THE IMPACT OF TRANSFORMATIONAL LEADERSHIP
AND TAKING CHARGE BY SUPERIORSON EMPLOYEE
COMMITMENT INHEALTH CARE UNITS
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1. Introduction

The leadership style in the organization, especially in such organizations as health
care units, is an important antecedent of change. Effective leadership is today a key
success factor in any institution at the strategic and operational level. The style of
leadership adopted by management has a direct impact on employee commitment,
which is an important variable that helps understand employee behavior in the
organization and affects employee attitudes towards work, such as willingness to stay
in the organization, absenteeism, job satisfaction and staff turnover. It is assumed that
the implementation of desirable changes in the organization, often requiring both great
employee involvement and acceptance, is not possible without leadership, at all
the levels of the organizational structure, in particular, however, at the level of
the organization as a whole. Leadership in health care units and other variables that
it affects are currently the subject of numerous theoretical and empirical studies
[Overall, 2015; Thakur, Hsu, Fontenot, 2012; Nusair, Ababneh, Bae, 2012;
Al-Abbrow, 2014]. The chapter aims to present the relationship between
transformational leadership, taking charge by superiors and employee commitment.
The survey was conducted on 525 employees in 4 randomly selected health care
facilities based in the Slaskie Voivodeship.

2. Theoretical background

Transformational leader ship

Management science offers a variety of leadership concepts. Following the
review of literature on leadership in health care, two distinct approaches can be
identified — transactional leadership and transformational style [Overall J., 2015;
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Al-Abbrow H., 2014]. The studies on transformational leadership primarily focus on
its four attributes: idealized influence or charisma, inspirational motivation,
intellectual stimulation, and the individualized approach to people. A particularly
important component of transformational leadership is the ability to create the vision
of an organization’s future [Bass B.M., 1985]. It is manifested in the ability to create
a realistic, credible and attractive vision of the future of an organization and
organizational unit, rooted in and improving the present. The vision embraces the
clear and attractive symbolism of the innovative way forward towards improvement,
respecting and drawing on tradition, engaging people in activities that can lead to
change. In transformational leadership, the leader transforms the awareness of the
people that he leads, while they transform his awareness through their responsive
actions. Each side unleashes the potential locked in the other one and causes that
dreams and aspirations that have been latent come to the surface [Trompenaars F.,
Hampden-Turner Ch., 2005]. Transformational leadership differs form transactional
leadership, based on rewards and management processes focusing on the unique
qualities of subordinates and constant attempts to improve and adjust their behavior.
According to Bass, transformational leadership reinforces transa-ctional leadership,
but it does not replace it [Bass B.M., 1996]. Another quality that distinguished the
transformational leader is the vision that he can share with other workers, using the
adequate symbols, inspire his subordinates to strive for perfection in what they do
and motivate them to reach higher goals together.

Taking charge by superiors

Taking charge has become an important component of desirable organizational
behavior [Crant J.M., 2000]. Taking charge by both superiors and subordinates plays
an important role in an organization as it promotes innovation and stimulates
sustainable organizational growth [Moon H. et al., 2008]. Accordingly, researchers
focus on understanding the factors that foster taking charge. These factors fall under
two major categories. The first category embraces contextual factors, such as the
perception of top management openness, the principles/norms of employee teams
[Morrison E.W., Phelps C.C, 1999] and organizational justice [Moon H., 2008], as
well as the factors at an individual level, such as self-efficacy and felt responsibility a
sense of duty, achievement striving [Moon H., 2008], role perception, instrumentality,
role discretion, role efficacy [McAllister D., 2007] and a proactive personality [Fuller
B., Marler L.E., 2009]. It is worthwhile to quote the study conducted by McAllister,
who stated that the relationship between procedural justice and taking charge was
more positive for employees with a higher level of a perceived organizational role
[McAllister D., 2007, p. 1201).
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Employee commitment

Employee commitment is an effective response to the entire organization and
community that determines the degree of employee loyalty towards the organization.
In reality, this is manifested through the affective, continuous and normative
involvement of psychological states that determine whether or not an employee
remains in the organization. Employee commitment is widely discussed in
management literature as a key factor in the relationships between individuals and
organizations [Kumari, Priya, 2017]. Meyer and Allen define employee commitment
as a psychological antecedent that characterizes individual relationships with an
organization and influences the employee’s decision to stay with the organization.
Meyer and Allen’s initial theoretical proposition involved distin-guishing two
components of commitment: affective and continuance. Then the model was extended
to embrace the third component: normative commitment. According to Meyer and
Allen (1997), the main process that leads to the development of affective commitment
is probably an individual’s personal satisfaction, which originates in having one’s
personal needs and expectations fulfilled as well as achieving one’s goals as a member
of an organization. This experience of satisfaction may also be related to a sense of
being supported, a sense of organizational fairness, a sense of doing meaningful work
and making a contribution to an organization [Meyer J.P., Allen H.J., 1997].
Therefore, the work environment that supports employees, treats them well, and at the
same time positively evaluates their performance, contributes to increased employee
self-esteem [Kumari P., Priya B., 2017]. In turn, Robbins defines organizational
commitment as the employee attachment to the organization and as the situation when
employees wish to stay in the organization, undertake efforts that will benefit the
organization, and approve of the organizational values and goals [Robbins S.P., 2009].
Employee commitment also refers to the employee’s faith in the goals and values of
the organization, the desire to remain a member of the organization, and loyalty to the
organization. The speed and scale of changes in today’s organizations force managers
to constantly search for ways to boost employee commitment, which translates into
better work attitudes, such as job satisfaction, productivity and absenteeism [Lok P.,
Crawford J., 2001]. Luthans defined employee commitment in terms of “an attitude
reflecting the loyalty of employees towards their organization as a continuous process
through which members of the organization express their interest in the organization
and its sustainable success and prosperity” [Luthans F., 2007]. Henkin and Marchiori
defined employee commitment as a feeling that compels employees to be part of their
organization and recognize the organization’s goals, values, norms and standards
[Henkin A., Marchiori D., 2003]. This construct can be defined as a state in which
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employees can identify with the organization and its goals and desires in order to
maintain membership in the organization [Robbins S.P., 2005]. Furtehrmore,
Ghorbanhosseini argued that employee commitment increases profitability, the
quality of services and management efficiency, while at the same time reducing
employee inefficacy [Ghorbanhosseini M., 2013]. Similarly, Rashid, Sambasivan and
Johari (2003) stated that employees who are committed are those who — at any time —
are loyal and quick at work, protect the interests of the organization, exert energy and
achieve organizational goals [Rashid M., Sambasivan M., Johari J., 2003].

Relationships between transformational leadership, taking charge
by superiors and employee commitment

Vincent-Hoper, Muser and Janneck [2012] explain that transformational leaders
can boost employee commitment by helping employees to unleash their potential and,
thus, satisfying their higher needs. Kopperud, Martisen and Humborstad [2014] add
that transformational leaders can also influence commitment to work through
emotional support. These leaders express positive emotions that can be transferred to
employees. Employees can then become more emotionally involved in their
interactions with colleagues and cutomers (Bono J., Foldes H., Vinson G.. Muros J.,
2007]. A number of studies directly and positively link transformational leadership
with organizational commitment [Hoon Song, Kolb, Hee Lee and Kyoung Kim,
2012]. Empirical studies also confirm statistically significant relationships between
the transformational and transactional style of leadership and organizational
commitment. Other studies, in turn, focus on the assumption that transformational
leadership contributes to the increased emotional involvement among employees
[Gardner W.L., 2005, Walumbwa F.A., 2008]. Organizations that embrace
transformational leadership are more likely to be effective and increase the motivation
of employees, who, as a result, become more innovative, satisfied and willing to work
in teams [Fitzgerald S., Schutte N.S., 2010]. A variety of studies confirm that
transformational leaders are capable of stimulating organizational commitment
among employees in the field of education, particularly in terms of their
organizational commintment (Saeed S.A., 2013). In their study, Limsili and Ogunlana
confirm that transformational leadership is a better style of leadership, while
employee productivity and organizational commitment are positi-vely reinforced by
transformational leadership [Limsili K., and Ogunlana S.O., 2008].
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Table 1. Empirical studies on the relationships between transformational
leadership and employee commitment

Author (9 Level Nature Descriptionof | Empirica Conclusions
and of analysis of the therespondent | data
publication study population collectio
year methods

Khan, Din, | member Empiricad | 195 Survey The study examines the

Khan of the questionnaires importance of the leadership

(2017) organization style and employee commitment
through the statistical
relationship between the two
constructs. It identifies a positive
and direct link between
transformational |eadership and
employee commitment. The
analysis shows that
transformational leadership has
asignificant impact on employee
commitmet as opposed to
transactional leadership.

Al.- Member Empiricad | 390 Survey A significant impact of

Daibat of the questionnaires transactional and

(2017) organization transformational |eadership
on organizational commitment.

Ddlic, Member Empiricad | 500 Survey The study on theimpact of authentic

Slatten of the questionnaires leedership and affective

(2017) organization commitment on the learning
organization in the specific context
of trangtina market conditions. At
the manageria and employeelevd,
the hypothesis was confirmed that
authentic leadership and employee
affective commitment directly and
indirectly favor thelearning
organization asaresult varigble.

Gyensare, Member Empiricd | 336 Survey Transformational leadership has

Kumedzro, | of the questionnaires an impact on affective

Sanda, organization organizational commitment,

Boso which in turn has an impact

(2017) on employee commitment.

Dahie, Member Empiricd | 95 Survey Transformational leadership has

Mohamed | of the questionnaires astronger impact on

(2017) organization organizational commitment than
transactional leadership.

Ayranci, Level of the | Empirical | 133 Survey A positive impact of

Ayranci organziation guestionnaires transformational |eadership

(2017) on organizational commitment.

Yiing, Bin Member Empiricad | 238 Survey The study did not confirm

Ahmad of the questionnaires statistically significant

(2008) organization relationships between the style

of leadership and organizational
commitment.
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Table 1. (continued)

Buda, Ling | Member Empiricd | 165 Survey | A statistically significant impact
(2017) of the questionnaires of transformational leadership on
organization organizational commitment.
Bushra, Member Empirica | 133 Survey | Managers adopting the behaviors
Usman, of the guestionnaires of atransformational leader can
Naveed organization build stronger employee
(2011) satisfaction and commitment.
Ozdemir Member Empiricd | 112 Survey | Commitment to the organization
(2017) of the guestionnaires is partly related to leadership.
organization Although leadership has
asignificant impact on
organizational commitment, the
impact of leadership on financial
performance (sales) is weaker.
Podeda Members Empirica | 307 Survey | Therelationship between
Gliova, of the guestionnaires transformational |eadership and
Vaculik organization commitment is shaped by the
(2017) employee’s perception of her/his
own efficacy.
Bushra, Members Empiricad | 133 Survey | The study shows apositive
Usman, of the questionnaires rel ationship between transforma-
Naveed organization tional leadership and employee
(2011) organizational commitment.
Statistica findingsimply that trans-
formational |eadership positively
relates the organi zational commit-
ment of the respondent employees.
Transformational leadership
accountsfor 16% of changein
organizational commitment, which
shows a positive and moderate
rel ationship between the transac-
tiona style and organizational
commitment.
Malik, Members Empiricad | 319 Survey Positive relationships between
Javed, of the guestionnaires transformational |eadership and
Hassan organization organizational commitment were
(2017) identified. According to the
authors, further research in thisarea
should be related to the job perfor-
mance of both individua employees
and the entire organization.
Abouraia, Members Empiricad | 181 Survey | Transformational leadership
Othman of the guestionnaires accounts for 42% of changein
(2017) organization organizational commitment.

Employees are satisfied with this
kind of leadership, because it
stimulates them, creates vision,
promotes trust, helps to create
innovative, individual solutions
and strengthens interaction,
which ultimately increasesjob
satisfaction and organizational
commitment.

Source: own elaboration.
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Ismail and Yusuf (2009), in turn, studied the impact of transformational
leadership on the commitment of observers and found that there is a significant
positive relationship between the two variables. Transformational leadership is the
most effective style of leadership in determining employee organizational
commitment [Ismail A.,Yusuf M.H., 2009]. The examples of the results of empirical
studies on the relationships between transformational leadership and employee
commitment are presented in the table below.

Despite the expected benefits resulting from assuming responsibility that have an
impact on organizational and individual performance [Fuller J.B., Marler L.E., Hester
K., 2012]. Researchers have only conducted a limited number of empirical studies on
these relationships in the context of taking charge by superiors. Morrison and Phelps
[1999] assumed that taking charge aims to improve the ways in which work is
performed, so that it benefits the whole team. This means that employees who take
charge are prepared to undertake additional constructive efforts to improve the
efficacy of their work. Taking charge is positively related to employee job satisfaction
and organizational commitment for several reasons. First, as empirical evidence
implies, people have the inherent need for cohesion. Therefore, they try to maintain
the cohesion of their attitudes and behaviors. Although attitude generally affect
behavior can also influence attitude [Souchet L., Girandola F., 2013]. In addition,
assuming responsibility is an arbitrary and spontaneous form of committed behavior
based on one’s own choice and it is not imposed. Taking charge can also be positively
associated with the employee’s work performance. Actions taken by the employee
aim at improving working methods that increase the quality of work and job
performance, thus ultimately benefiting the entire organization [Morrison, Phelps,
1999]. Furthermore, employees who take charge tend to put additional effort into
implementing functional changes in their workplaces and organizations [McAllister,
2007, Moon, 2008].

Based on the literature review, the following research hypotheses were
formulated:

Hypothesis H1: Transformational leadership has a positive influence on employee
commitment.

Hypothesis H2: Taking charge by superiors has a positive influence on employee
commitment.

Hypothesis H3: Taking charge by superiors is a mediator in the relationship be-
tween transformational leadership and organizational commitment.
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3. Research results

The description of the sample

The study was conducted in 4 different healthcare organizations based
in southern Poland in May-July 2018. Data were collected in two hospitals
and two care and treatment institutions, out of which two were publicly owned
and two were private enterprises. The selection of respondents was determined by
the author’s cooperation with the units, which significantly contributed to high
responsiveness. Table 1 presents the units whose employees participated in the study.

Table 2. Sample characteristics

Healthcare | Public/ Type Number Number Share %
unit private of activity of employees of participants of
in the unit respondents
Employees
(managers)
A Public Hospital 582 331(33) 56.87%
B Private Hospital 202 80(11) 39.60%
C Public Care and 63 49 (1) 77.77%
treatment
institution
D Private Care and 155 65(6) 41.93%
treatment
institution
Total - - 1002 525(51) 52.4%

Source: own elaboration.

The data collection process was performed using the pen-and-pencil technique —
each employee was given the printed version of the questionnaire with an individual
number and the number of a manager and was asked to return it to the sealed box.
Every employee assessed the leadership style of their manager/supervisor and their
own task complexity. Additionally, they provided information on their satisfaction
and commitment. In total, we collected 525 responses from 1002 employees of the
healthcare units under study. The main fields of responsibility for employees of those
units were diversified, from serving and taking care of patients to carrying out medical
procedures (86.10%), as well as performing administrative work (13.90%). The
majority of respondents were women — 479 employees, which accounted for 91.24%,
and 46 men — 8.76%. Nearly 50% of the respondents had higher education, 49% of
employees had secondary education, and only 1% (7 respondents) had primary
education only. Most respondents were either 41-50 years of age (38.1%) or above
50 years of age (42.29%). Nearly 15% of respondents were between 31 and 40 years
old, and just below 5% (4.95%) were younger than 30 years old, hence, the sample
structure. Respondents had extensive experience in the field of responsibility — most
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respondents had worked in the field for over 20 years (64.95%), over 16% of
respondents (86 employees) had worked in the profession for 11 to 20 years, and 18%
of respondents had less than 10 years’ experience in the healthcare profession.

The description of the research tools

Transformational leadership

The transformational leadership style was measured with the tool developed by
Carles, Wearin and Mann [2000]. In order to verify the reliability of the adopted scale,
Cronbach’s alpha analysis was conducted as a first step. The alpha coefficient of 0.842
for the whole scale indicated the high reliability of the selected measurement tool.
Then factor analysis was carried out using the principal component method with
Varimax rotation and Kaiser normalization. The KMO coefficient was 0.886, while
Bartlett’s test of sphericity was statistically significant (approximate chi-squared =
1234.88), which allowed for the performance of factor analysis. The factor structure
accounts for more than 57.32% of the variability of the entire construct.

Table 3. The matrix of rotational components, the values of arithmetic means
and standard deviation for questions — Transformational leadership

Arithmetic
mean
Standard
deviation
Component
Matrix?®

The leader communicates a clear and positive vision of the

future. 331

._.
W
@
<
~
w
S}

The leader treats employees as individuals, supports them and

encourages their self-development. 310 1.23 0.583

The leader appreciates and encourages employees. 543 1.66 0.810

The leader fosters trust, commitment and cooperation between

5.16 1.85 0.754
team members.

The leader encourages thinking about problems from different

. S : 5.17 1.77 0.739
perspectives and questioning assumptions.

The leader clearly expresses her/his values and the methods

adopted. 5.75 1.62 0.727

The leader fosters pride and respect in others and inspires me

5.20 1.85 0.689
to become more competent.

Source: own elaboration.

Based on the responses received, it can be inferred that the respondents most
appreciate the clear expression of values and methods adopted by a superior as well
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as the communication of a clear and positive vision of the future. In order to conduct
further analysis, metavariables were calculated as the mean values of the particular
issues constituting the dimension — transformational leadership.

Taking charge by superiors

In order to measure the aspect of taking charge by superiors, the tool developed
by E.W. Morrison and C.C. Phelps [1999] was used. The assessment of taking charge
by superiors was conducted based on the selected statements on a 7-item Likert scale.
In order to check the reliability of the adopted scale, Cronbach’s alpha analysis was
carried out. The alpha coefficient for the entire scale reached the value of 0.964, which
indicates the high reliability of the selected measurement tool. Then, factor analysis
was performed using the principal component method with Varimax rotation and
Kaiser normalization. The KMO coefficient was 0.947, while Bartlett’s test of
sphericity was statistically significant (approximate chi-squared = 5.917.72), which
allowed for the performance of factor analysis. The factor structure explains more
than 76.29% of the variability of the entire construct.

Table 4. The matrix of rotational components, the values of arithmetic means
and standard deviation for questions — Taking charge by superiors

Standard
deviation

Component
matrix
Arithmetic
mean

This person often tries to adopt improved procedures for doing his
or her job.

Nel
S
W

5.78 1.43

This person often tries to change how his or her job is executed

in order to be more effective. 900 >.94 141

This person often tries to bring about improved procedures

for the work unit or department. 898 369 1.46

This person often tries to institute new work methods that are more

effective for the company 897 >.84 1.36

This person often tries to change organizational rules or policies that

. . .895 5.84 1.42
are nonproductive or counterproductive

This person often makes constructive suggestions for improving

how things operate within the organization. 886 381 136

This person often tries to correct a faulty procedure or practice .863 5.71 1.46

This person often tries to eliminate redundant or unnecessary

.858 5.62 1.42
procedures

This person often tries to implement solutions to pressing

L .846 5.51 1.53
organizational problems

This person often tries to introduce new structures, technologies,

or approaches to improve efficiency 779 346 1.58

Source: own elaboration.
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Based on the responses received, it can be seen that, in the opinion of the
respondents, superiors actively take charge. On the adopted 7-item scale, the highest
score was given to the implementation of new solutions with the aim of solving
current problems and the implementation of new structures, technologies and
approaches in order to improve work efficiency. The attempt to eliminate duplicate or
redundant procedures also ranked high.

In order to conduct further analysis, metavariables were calculated as the mean
values of the particular issues constituting the dimension — taking charge by superiors.

Employee commitment

The measurement of the level of employee commitment was conducted with the
tool developed by Mardsen, Kalleberg and Cook [1999]. In order to check the
reliability of the adopted scale, Cronbach’s alpha analysis was carried out. The
analysis resulted in the removal of one statement from the adopted scale for further
statistical examination. The alpha coefficient for the whole scale was 0.726, which
indicated the high reliability of the selected measurement tool. Then, factor analysis
was carried out using the principal component method with Varimax rotation and
Kaiser normalization. The KMO coefficient was 0.718, while Bartlett’s test of
sphericity was statistically significant (approximate chi-square = 612.44). The factor
structure accounts for more than 49.1% of the variability of the entire construct.

Table 5. The matrix of rotational components, the values of arithmetic means
and standard deviation for questions — Employee commitment

Airthmetic
mean
Standard
deviation
Component
Matrix?®

W
—_
[\
—_
[e))
S|
oo
—_—
[V}

I am proud to work in this organization.

My values are consistent with the values of my organization. 497 |1.81 792

I would accept any job only to be able to work in this organization. 338 [1.99 .689

I would reject a better paid job only to able to work in this organiza-

. 3.13 |1.98 592
tion.

I am willing to work harder than necessary in order to achieve success

. L 4.88 |1.90 581
in my organization.

Source: own elaboration.
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According to the respondents, the consistency of the values of the employees with
the values of the organization was assessed relatively high. As a result, employees are
willing to work harder to achieve success in the organization. Neutral opinions were,
on the other hand, expressed on being able to work in a given organization at “any
cost”. As in the case of the previous variables, metavariables were calculated as the
mean values of particular issues constituting the dimension — employee commitment.

The analysis of relationships

The first step involved Pearson’s linear correlation analysis performed to
determine whether the constructs under study are interrelated. Table 2 shows the
correlations between metavariables of transformational leadership, taking charge by
superiors and organizational commitment.

Table 6. Pearson’s linear correlation coefficients between transformational
leadership, taking charge by superiors and organizational commitment

Transformational Taking Organizational
leadership Charge Commitment

Transformational | Pearson Correlation 1 666" 349"
leadership P .000 .000

. Pearson Correlation 666" 1 230"
Taking Charge P 2000 2000
Organizational Pearson Correlation 349" 230" 1
Commitment P .000 .000

Source: own elaboration.

Based on the analysis of Pearson’s linear correlation, it can be concluded that
statistically significant relationships exist between the constructs adopted for analysis.
Transformational leadership and taking charge by superiors have a significant
statistical impact on organizational commitment (Pearson’s linear correlation
coefficients of 0.349 and 0.230).

The in-depth analysis of relationships

In the next step of the statistical analysis, the modeling of structural equations was
conducted. Transformational leadership and taking charge by superiors were treated
as independent variables, while organizational commitment as a dependent variable.
The analyses were carried out with the use of MPlus 8.1 for Mac software. They led
to the conclusion that the fit of the relationship model was moderate (RMSEA =
0.052, with an acceptable level higher than 0.05; CFI = 0.955, with an acceptable level
exceeding 0.9; TLI = 0.943, with an acceptable level exceeding 0.9). Figure 1 shows
that both transformational leadership and taking charge by superiors influence
organizational commitment. The level of R2 for the explained dependent variable
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(commitment) is 28.6%. The results indicate that there are no grounds to reject the
hypothesis H1, which assumes a relationship between the transformational leadership
style and employee commitment, or the hypothesis H2, which assumes a relationship
between taking charge by superiors and organizational commitment. At the same
time, increased taking charge by superiors contributes to lowering employee
commitment.
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Fig. 1. SEM Model — The effect of the transformational leadership style and taking
charge by superiors on organizational commitment
Source: own elaboration.

In the next step of the statistical analysis, the modeling of structural equations was
carried out, with transformational leadership being treated as an independent variable,
taking charge by superiors as a mediator and employee commitment as a dependent
variable. The analyses were conducted with the use of MPlus 8.1 for Mac software.
They led to the conclusion that the fit of the relationship model was high (RMSEA =
0.053; CFI = 0.966; TLI = 0.959). The fit was higher than in the case of the model
presented in Figure 1, which validates the treatment of taking charge as a mediator of
the relationship between the transformational leadership style and employee
commitment. The level of R2 for the explained dependent variable (commitment) was
28.6%.
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Fig. 2. SEM model — The mediation of taking charge in the relationship between
transformational leadership and organizational commitment
Source: own elaboration.

Table 7. Relationships between transformational leadership, taking charge
and commitment — the overall presentation of the results

Model 1 Model 2 Model 3 Model 4
(p-value) (p-value) (SE) (SE)
Dependent variable: commitment
Constant 0.479 (0.000)  0.723(0.000)
Transformational leadership 0.457(0.000) 0.454
(0.000)
Taking charge -0.115
(0.031) 0.117
(0.025)

Dependent variable: taking charge

Transformational leadership -

0.820
(0.000)

Mediation effects
Total indirect and specific indirect effects of transformational leadership on commitment
mediated by taking charge

Transformational leadership - -0.096
-> taking charge - commit- (0.027)
ment

R SQUARE

Commitment 0.286 0.277
Taking charge - 0.579
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Model fit indices

Root Mean Square Error of 0.052 0.053
Approximation (RMSEA)

(the lower the better)

Compound Fit Index (CFI) 0.950 0.966
(the higher the better)

Tucker-Lewis Index (TLI) 0.943 0.959
(the higher the better)

Source: own elaboration.

Discussion

The analyses of correlations and structural equations indicate that taking charge
by superiors is perceived positively by employees and translates into their increased
organizational commitment. It is particularly important to focus on improving
procedures so that employees can perform their work better, implementing changes
in work organization aimed at increased efficiency, proposing new solutions by
supervisors for the team, launching new work organization methods, eliminating or
changing unproductive policies and rules, providing constructive comments to
improve the functioning of the organization, improving day-to-day operations,
eliminating redundant regulations and procedures, and implementing new solutions,
structures, technologies aimed at increased work efficiency. Employee commitment
is particularly strongly stimulated when managers adopt behaviors characteristic of
the leaders introducing changes. Another crucial issue involves managers being
present at work — their presence is crucial from the employees’ perspective. They
should also express interest in what employees do and have the ability to organize
their own work, as managers give an example to other employees. Managers should
also demonstrate confidence in their behavior, assign tasks effectively and give clear
instructions. They should behave consistently and act according to their declared
values. It is worthwhile to stress that taking charge by superiors reduces the relative
impact of transformational leadership on employee commitment. This means that
superiors should not take over work or problems from their employees but allow them
to perform their job. The results indicate that transformational leadership has
a significant influence on employee organizational commitment. They are consistent
with previous studies carried out, for example, by Herold [2008], Chou [2013], and
Shin [2015]. The study also shows that a change in perceived self-efficacy has
a significant impact on a sense of commitment to change, which also correponds with
previous studies [Herold, Fedor and Caldwell, 2007]. It also reveals that a change in
perceived self-efficacy serves as a significant predictor of commitment to change,
compared to transformational leadership. Therefore, the conviction of employees that
they are capable of effective change management contributes to their proven ability
to manage change.
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Limitations and future directions of research

The study revealed that the perceived style of leadership has a positive impact on
employee commitment. In consequence, it was proven that leadership practices that
support learning and participation in decision making through the creation of
a learning environment are of utmost importance to employee commitment. The study
was restricted to two constructs affecting the level of employee commitment —
transformational leadership and taking charge by superiors. An important limitation
of the study was a research sample. Therefore, further research in the area should
embrace other constructs that also affect employee commitment. Additionally, it
should account for differences between employees, which ought to be investigated
through comparative analysis of work experience, age, or position. It seems of crucial
importance that future studies embrace a performance- related variable that is linked
to employee commitment, for example, work efficiency or organizational efficiency.

4. Conclusion

In conclusion, it is possible to recommend actions that should be taken by
managers in the area of work organization to stimulate employee organizational
commitment. They include:

— management training in the field of leadership skills and practical skills,

— regular employee appraisals which recognize and appreciate employee

involvement in the organization,

— rewarding employees for taking initiative,

— regular meetings with management and the encouragement of the active

involvement of managers in particular departments or wards,

— building mutual trust through informal relationships within particular

departments and wards and also outside them,

— raising the awareness of the goals of the health care unit and enabling the

exchange of views and experiences.

Based on the research results, it can be concluded that these activities should lead
to an increase in both employee commitment and job satisfaction. It should be pointed
out that the actions taken will affect employee commitment and long-term effort
should result in increased employee pro-active behavior. The results of the study are
also corroborated by the research, conducted in the world, assuming that
transformational leadership may be the right way to increase employee commitment
[Abrell, Rowold, Weibler i Moenninghoff, 2011; Kelloway, Barling i Helleur, 2000;
Gumusluoglu i IIsev, 2009; Jung i Sosik, 2002]. Further research directions in the field
should embrace the analysis of other factors affecting — directly and indirectly —
employee commitment, which in turn will translate into increased organizational
efficiency.



The impact of transformational leadership and taking charge by superiors... 43

Bibliography

[1] Abrell C., Rowold J., Weibler J., Moenninghoff M. (?) Evaluation of a Long-term
Transformational Leadership Development Program, Zeitschrift fiir Personalforschung,
25(3), 205-224.

[2] Al-Abrrow H.A-W. (2014). Transformational Leadership and Organizational
Performance in the Public Healthcare Sector: The Role of Organizational Learning
and Intellectual Capital, Irish Journal of Management, 33(1), pp. 27-48.

[3] Bass B.M. (1985). Leadership and Performance Beyond Expectations. New Y ork:
Free Press.

[4] Bass B.M. (1996). Is There Universality in the Full Range Model of Leadership?,
“International Journal of Public Administration”, 19(6), pp. 731-761.

[5] Bono J.E., Foldes H.J., Vinson G., & Muros J.P. (2007). Workplace emotions: The
role of supervision and leadership. “Journal of Applied Psychology”, 92(5),
pp. 1357-1367.

[6] Carless S.A., Wearing A.J., Mann L. (2000). 4 short measure of transformational
leadership, “Journal of Business and Psychology”, Vol. 14, No. 3, pp. 389-405.

[7] Chou P. (2013). The Effect of Transformational Leadership on Follower’s Affective
Commitment to Change, World Journal of Social Sciences, 3(1), pp. 38-52.

[8] Crant J.M. (2000). Proactive behavior in organizations. “Journal of Management”, 26,
pp- 435-462.

[9] Extrarole Efforts to Initiate Workplace Change, Elizabeth Wolfe Morrison and Corey
C. Phelps, The Academy of Management Journal Vol. 42, No. 4 (Aug., 1999),
pp. 403-419.

[10] Fitzgerald S., & Schutte N.S. (2010). Increasing transformational leadership
through enhancing self-efficacy. “Journal of Management Development”, 29(5),
pp. 495-505.

[11] Fuller B., & Marler, L.E. (2009). Change driven by nature: A meta-analytic review
of the proactive personality literature. Journal of Vocational Behavior, 75, pp. 329-345.

[12] Fuller J.B., Marler L.E., & Hester K. (2012). Bridge building within the province
of proactivity. “Journal of Organizational Behavior”, Vol. 3, pp. 1053-1070.

[13] Gardner W.L., Avolio B.J., Luthans F., May D.R. and Walumbwa F. (2005).
Can you see the real me? A self-based model of authentic leader and follower
development, “The Leadership Quarterly”, Vol. 16, No. 3, pp. 343-372.

[14] Ghorbanhosseini M. (2013). The effect of organisational culture, teamwork and
organisational development on organisational commitment: the mediating role of
human capital. Technicki vjesnik, Vol. 20, pp. 1019-1025.

[15] Gumusluoglu L., Ilsev A. (2009). Transformational Leadership, Creativity, and
Organizational Innovation. Journal of Business Research, Vol. 62, pp. 461-473.

[16] Henkin A.B., & Marchiori D.M. (2003). Empowerment and organizational
commitment of chiropractic faculty. Journal of Manipulative and Physiological
Therapeutics, pp. 275-281.

[17] Herold D.M., Fedor D.B., Caldwell S., & Liu Y. (2008). The effects
of transformational and change leadership on employees' commitment to a change:
a multilevel study. Journal of Applied Psychology, Vol. 93(2).



44 Selected problems of managing organization development in industry 4.0

[18] Hoon Song J., Kolb J.A., Hee Lee U. & Kyoung Kim H. (2012). Role of
transformational leadership in effective organizational knowledge creation practices:
Mediating effects of employees’ work engagement. “Human Resource Development
Quarterly”, Vol. 23(1), pp. 65-101.

[19] Ismail A., & Yusuf M.H. (2009). The relationship between transformational
leadership, empowerment and organizational commitment: a mediating test model
testing. Journal of Economics, Vol. 2(6).

[20] Jung D.1., Sesik J.J. (2002). Transformational Leadership in Work Groups the Role
of Empowerment, Cohesiveness, and Collective-Efficacy on Perceived Group
Performance. Small Group Research, Vol. 33, pp. 313-336.

[21] Kelloway E.K., Barling J., Helleur J. (2000). Enhancing transformational leadership:
the roles of training and feedback. Leadership & Organization Development Journal,
Vol. 21(3), pp.145-149.

[22] Kopperud K.H., Martinsen @. & Humborstad S.I.W. (2014). Engaging leaders
in the eyes of the beholder on the relationship between transformational leadership,
work engagement, service climate, and self-other agreement. “Journal of Leadership
& Organizational Studies”, Vol. 21(1): pp. 29-42.

[23] Kumari P., Priya B. (2017). Impact of emotional intelligence on job performance
and organizational commitment among bank managers, International Journal of
Interdisciplinary and Multidisciplinary Studies, 4(3), pp. 300-311.

[24] Limsili K. & Ogunlana S.0. (2008). Performance and leadership outcome
correlates of leadership styles and subordinate commitment. Engineering,
Construction and Architectural Management, 15(2), pp. 164-184.

[25] Lok P. and Crawford J. (2001). “Antecedents of organizational commitment and
the mediating role of job satisfaction”, Journal of Managerial Psychology, Vol. 16,
No. 7/8, pp. 594-613.

[26] Luthans F. (2007). Organizational Behavior. New York: McGraw-Hill.

[27] Mardsen P.V., Kalleberg A.L., Cook C.R. (1993). Gender differences in
organizational commitment: Influences of work positions and family roles. “Work
and Occupations”, Vol. 20(3), pp. 368-390.

[28] McAllister D.J., Kamdar D., Morrison E., & Turban D.B. (2007). Disentangling
role perceptions: How perceived role breadth, discretion, instrumentality, and
efficacy relate to helping and taking charge. Journal of Applied Psychology, 92,
1200-1211.

[29] Meyer J.P., Allen N.J. (1997). Commitment in the workplace. Theory, research, and
application. Thousand Oaks: SAGE Publications.

[30] Moon H., Kamdar D., Mayer D.M. & Takeuchi R. (2008). Me or we? The role of
personality and justice as other-centered antecedents to innovative citizenship
behaviors within organizations. Journal of Applied Psychology, 93, 84-94.

[31] Morrison E.W. & Phelps C.C. (1999). Taking charge at work: Extrarole efforts to
initiate workplace change. Academy of Management Journal, 42, pp. 403-419.

[32] Nusair N., Ababneh R., Bae YK. (2012). The impact of transformational leadership
style on innovation as perceived by public employees in Jordan, International
Journal of Commerce and Management, 22(3), pp. 182-201.

[33] Overall J. (2015). 4 conceptual framework of innovation performance the importance
of leadership, relationship quality and knowledge management, “Academy of
Entrepreneurship Journal”, 21(2), pp. 41-54.



The impact of transformational leadership and taking charge by superiors... 45

[34] Patiraj K. and Bhanu P. Impact of emotional intelligence on job performance and
organizational commitment among bank managers, International Journal of
Interdisciplinary and Multidisciplinary Studies (IJIMS), 2017, Vol 4, No.3, pp. 300-311.

[35] Rashid M.Z.A., Sambasivan M. & Johari J. (2003). The influence of corporate
culture and organizational commitment on performance. Journal of Management
Development, 22(8), 708-728.

[36] Robbins S.P. (2005). Essentials of Organizational Behavior, Prentice Hall, NJ.

[37] Robbins S.P. (2009). Organizational Behavior. New Jersey, NJ: Prentice Hall.

[38] Saeed S.A.A.A., Gelaidan H.M. & Ahmad F. (2013). New leadership style and
lecturers’ commitment in Yemen higher education institutions. “World Applied Sciences
Journal”, 21(10), pp. 1460-1467.

[39] Shin J., Seo M., Shapiro D.L. & Taylor M.S. (2015). Maintaining Employees’
Commitment to Organizational Change: The Role of Leaders’ Informational Justice
and Transformational Leadership. The Journal of Applied Behavioral Science, 51(4),
pp. 501-528.

[40] Souchet L. & Girandola F. (2013). Double foot-in-the-door, social representations,
and environment: Application for energy savings. “Journal of Applied Social
Psychology”, 43, pp. 306-315.

[41] Thakur R., Hsu S.H.Y., Fontenot G. (2012). Innovation in healthcare: Issues and
future trends, Journal of Business Research, 65(4), pp. 562-569.

[42] Trompenaars F., Hampden Ch. (2005). Zarzadzanie personelem w organizacjach
zrdznicowanych kulturowo, Oficyna Ekonomiczna, Krakow.

[43] Vincent-Hoper S., Muser C. & Janneck M. (2012). Transformational leadership,
work engagement, and occupational success. “Career Development International”,
17(7): pp. 663-682.

[44] Walumbwa F.O., Avolio B.J., Gardner W.L., Wernsing T.S. and Peterson S.J.
(2008). Authentic leadership: development and validation of a theory-based measure,
“Journal of Management”, Vol. 34, No. 1, pp. §9-126.



DOI: 10.34658/9788366287082.04

CHANGE MANAGEMENT PROCESS BARRIERS
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1. Introduction

Oneof thewe l-known anecdotes about Albert Einstein saysthat during the exam,
when one of his students pointed out that the questions are exactly the same asin the
previousyears, he confirmed, however, heremarked that the answersare different this
year. Although this stuation, if true, took place at the turn of the 19th and 20th
centuries, it fill remains actual and rel ates to the problem of changes which surround
us. Thisisawell-known phenomenon, which occursin both private and professional
life. Although people, organizations or institutions still keep asking themselves the
same questions, the changing environment puts a pressure on finding new answers.
Sticking to an old redity means actually moving backwards, and consequently makes
itimpossibleto devel op and survivein today's turbulent world. Thus, changesbecame
an inevitable part of human life, which can be treated by the recipient either as
aproblem or asachalenge. They have always accompanied people, but their pace of
introduction has never been as fast as it is today. This make this problem, or
achallenge, even greater and more complex.

Similar dtuation concerns penson systems, which are subject to constant
changes. Decreasing fertility rates, increasing life expectancy and changes on the
[abor market influence negatively pension finances. To realize pension system’ sgoals
in these changing circumstances, the implementation of both paradigmatic/structural
changes (concerning general principles of the pension system) as well as parametric
changes (concerning individual system parameters) was necessary [Kalina-Prasznic,
2016]. Unfortunately, most of reforms carried out afew decades ago, has not achieved
the expected results or has turned out to be insufficient. Thus, the question arises if

1 ORCID 0000-0003-0988-6955.
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the changes were managed effectively and if not, what was the reason. To answer
these questions, it is necessary to draw from private sector’s experience, as the concept
of change management was born there. Nevertheless, it is worth mentioning that
despite the public nature of the pension system, modern pension systems are evolving
towards partial privatization, as a result of which private organization, employers and
employees play a growing role in their functioning. Thus, the change process in the
pension system depends not only on numerous conditions but also on growing number
of stakeholders. This makes this process even more complex and exposed to different
problems.

Therefore, the main goal of this paper is to identify the barriers in the change
management process from the perspective of different pension system’s stakeholders.
The paper has a theoretical nature and can constitute a base for further research in the
field of change management in the pension system. The paper consists of three
sections and conclusions. First, the theoretical framework for the change management
process is described. Then, pension system stakeholders are defined. Afterwards,
change management process barriers in the pension system are identified with
a division on particular change participants. Finally, considerations are summarized
and conclusions are drawn.

2. Change management process

The change can be defined in many different ways. According to Griffin [2005]
change is any significant modification of a part within the specified entirety.
Kotarbinski [1961], on the other hand, regards that the change takes place if
a particular thing is different at the beginning and in the end of the period. In addition,
it should be performed for a particular feature and at a clearly defined time
[Pszczotowski, 1978]. Change can be understood also as a transformation, which is
perceived (identifiable among its surrounding), empiric (feasible and possible to
prove) and planned in advance [Mastyk-Musiat, 2003].

As the change is a complex and often a multidimensional phenomenon, it requires
a good management. Only then, the change has a chance to become a challenge and
a chance for an entity instead of being a problem and a threat. Managing a change is
a process, which enables the implementation of the change in a most effective way.
However, it is a multistage process, which should not be finished just after the
implementation of the change. It is one of the main reasons for the fall of most change
initiatives. Therefore, special change management models have been created, which
are supposed to help to manage this process and provide some kind of a guidance for
change managers. One of the best-known, and regarded as a fundamental, change
management model defines three main steps of this process, which are unfreezing,
changing and refreezing [Lewin, 1947]. The first of them is the preparation for
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a change, which cannot take place without forgetting the past as well as understanding
the need for a change, its motivation and justification. The second one is the
implementation and modification of up to now patterns in accordance with a new plan.
Finally, the last step is about rooting of a change (new reality) as well as assessing the
results and providing a necessary feedback for a future. Defining the change
management process one should refer to the management concept which is described
as a set of activities, which include planning, organizing, leading and controlling,
performed with the aim of achieving the planned goals [Griffin, 2005]. It should adjust
the organization's strategy to the changing environment and available resources with
the aim of ensuring a long-term harmony [Zar¢bska, 2002]. Thus, the goal of the
change management process is to minimize the negative and to maximize the positive
impact of the internal and external environment on the change process [Tien, 2012].

As the change management is a multidimensional and multistage process, it
should involve many agents. The first of them, which allows initiating the process is
the originator of the change. It is a person who gives an idea for a new direction basing
on self-analysis or using analyzes carried out by third parties. The role of the change
originator is often played by a change leader, who is responsible for envisaging,
creating a vision, initiating and sponsoring the change initiative. A complementary
role is played by the change manager, who is responsible for translating the leader’s
vision into action and building support for change within the organization [Caldwell,
2003]. Next important entity in the change management process is the change
consultant. It is the person responsible for providing some consultancy services during
the implementation of the change based on the knowledge related to different methods
and techniques as well as own previous experience in this field. Change consultants
should know and understand exactly not only the conditions of the change
management process but also the organizational culture and the organization’s
background (even if they are the external consultants). With no doubt, a key role in
the change process is also played by its recipients, which are usually the most
numerous group of change participants. Their motivation, enthusiasm or resistance
towards change can lead to its success or its failure.

Change management concept has its origins in a private sector. Nevertheless,
along with the development of the concept, the idea and need of its use also in the
public sector has been observed. Special definitions and models have been created,
however, they are not significantly different from those taken from the private sector
[Carol Rusaw, 2007; Melchor, 2008]. Change management in the public sector is
understood as the ability to shape human attitudes and influence their actions so as to
make them adapted to a new environment at the same time reducing unwanted side
effects. One has to be aware that the change in the public sector is often equated
with a reform, while these two concepts differ quite significantly. A change is
a transformation, which can occur naturally and spontaneously, while a reform
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is more intentional and it requires some effort to be designed [Caiden, 1968; Kuipers
et al., 2014; Pollitt & Bouckaert, 2004]. Furthermore, it has an operational character,
which means that it has to be at least partially implemented, to say about its occurrence
[Guthrie & Koppich, 1993]. According to Melchor [2008], a reform is a manner
of changes’ implementation, which means that the change can be treated as the result
of the reform. Thus, the change management can contribute to the success (or failure)
of the particular reform. Following this line of reasoning, it seems that managing
change in the public sector is even more challenging task than in the private one,
because the reform consists of number of change processes which have to be
managed simultaneously. Thus, to make the reform more manageable, it should
be characterized with simplicity, consistency, political and technical viability and
it should focus on the future [Melchor, 2008].

3. Pension system stakeholders

The pension system is one of the tools for old age management, which is supposed
to provide people, who are unable to work due to their age, with a fair financial
security for the rest of their life. It can be perceived from both social and economic
perspective. In the former one, it can be understood as a tool for ensuring the people
in post-production age with a decent standard of life. In the latter one, it can be
analyzed in micro and macro scale. In the micro scale, so from the unit perspective, it
can be defined as a tool used to smooth the consumption in the life cycle. In the macro
scale, which means the society perspective, it can be understood as a tool for dividing
the current gross domestic product (GDP) between the generation in the production
age and the generation in the post-production age [Barr & Diamond, 2006; Gora,
2003]. Thus, the pension system is supposed to realize two types of goals: social and
economic one. The former can be achieved by providing necessary financial resources
to people at post-production age, who are covered by the system. The latter can be
realized by smoothing consumption in the unit's life cycle and by distributing GDP
fairly between generations. Despite the fact, that the social purpose of the pension
system is the fundamental one, the incurred costs and other economic issues related
to its functioning should not be disregarded neither.

Nowadays, in a great majority of developed countries the pension system takes
an institutionalized structure. Therefore, it can be also understood as an institutional
structure consisting of all institutionalized sources and solutions enabling gathering
monetary income for the old age period [Goéra, 2008; Szumlicz, 2004; Zukowski,
1997]. Such a transition from a natural pension system (based on family ties and
solidarity) to an institutionalized one, caused a significant increase in number of
institutions (understood both as organizations and sets of norms within which such
organizations operate) involved in the system. Furthermore, once, the pension system
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was functioning mainly within the scope of the public sector, as the responsibility for
providing pension security to society was on the side of the state, or some public
ingtitutions. Nevertheless, due to the influence of the World Bank, which has
promoted the transition from the unfunded to the funded system, the engagement of
private entitiesaswell asthe dissemination of additional voluntary saving, multi pillar
solutions have been implemented. They are based on the cooperation of both sectors,
public and private one. The responsibility for pension security has been divided
between the state, public and private organizations and indtitutions as well as the
individuals. The share of this liability differs depending on some nationd
arrangements and pension system’'s construction. Therefore, it is not possible to
unambiguoudly define the key players in the pension system in details, but it is
possible to distinguish some social and business groupsinvolved in such asystem.

Starting from the society, we can divide it on three main groups taking their age
into account — the youth, who has not entered the labor market yet but long-term
changes in the pension system may influence them in the future, the working age
population, who is currently on the labor market and pay pension contributions, and
the old age population, who has aready |eft the labor market and currently receivethe
pension benefits. All these age groups congtitute the group of changerecipients. When
it comes to organizations and ingtitutions operating within the pension system,
insurance companies, banks, pension fund management companies or brokerage
houses can be distinguished. An increasingly important role in the pension system is
aso played by enterprises, trade unions and employers offering more and more
popular occupationad pension schemes to their employees. They can be defined as
change agents in the penson system. Next key player is the legidator, who is
responsible for the congtruction of the pension system and its reforms. Most often,
this role is played by the government currently holding power in a given country.
In the European Union, the European Commission can be defined as the additiona
key player in the pensons system due to the Open Method of Coordination
implemented in thefield of pensions. Thislast group of stakeholders constitutesin the
pension system the group of change leaders.

4. Change management barriersin the pension system

Recently, pension systems operating throughout the world have undergone
numerous reforms. Their main cause was unfavorable changes in the demographic
structure of society, namely the aging of the population, resulting from two
phenomena: decreasing fertility and increasing life expectancy. The growing
population at post-production age and the decreasing popul ation at pre-production and
production age influences unfavorably the age structure of the society, having
a negative impact on pension finances. Unfortunately, reforms, which were
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implemented a few decades ago, have not achieved the expected results and
therefore, the pension systems are currently subjected to further changes aimed at
increasing the declining replacement rates. Despite the fact that more and more
new ideas are being introduced, little is said about why previous solutions did not
bring the expected results. Therefore, it seems that the process of change
management in the pension system ends already at the stage of introducing
a change, which with no doubt can bring lots of negative consegquences. Thus, the
guestion arises, why implemented changes are not managed properly. One of the
reasons may be the fact that the reference of the change management concept
to the pension system is an innovative approach that has not been subjected to
a wider study neither in the theory nor in the practice. Furthermore, the change
management process is exposed to different barriers, which in case of the pension
system can be even more numerous and complex. In the literature one can find
some studi es discussing the subject of barriersin the change management process
in the organization], however, the identification of change management process
barriers in the pension system is an unexplored issue. Thus, the identification of
such barriers, with adivision on pension system’ s stakehol ders (change recipients,
agents and |leaders), constitutes the main purpose of this paper.

Changerecipients

One of the main barriers identified in the change management process from the
change reci pients perspectiveistheir resistance to change [D’ Ortenzio, 2012; Hiatt &
Creasey, 2012; Kuiperset ., 2014; Melchor, 2008]. Thisappliesaso to changesand
reforms implemented in the pension system. Such a resistance can be caused by lack
of understanding the need for change, which means that people are not aware of
conseguences of maintaining the current state. This relates also to another barrier in
the change management process, which is lack of knowledge. Pension knowledge,
directly related to pension economics, is unfortunately quite low in society
[Holzmann, Orengtein, & Rutkowski, 2003]. It is caused not only by insufficient
education of the society in this areain the education process, but also by the lack of
proper communication between change recipients (society) and change leaders
(government) or by the lack of easily accessible information about the change.
Consequently, this can lead to the phenomenon of inertia, which takes place when the
individual s supposed to make some pension decisions abandon themselvesto current
Stuation, at the same time forgetting that the lack of decision isaso the decision.

Another barrier in the change management process in the pension system is
related to the fact that usudly changes in the penson system are imposed on the
society. Thus, people can have a feding that they do not have any impact on fina
vison of a change and they do not have a chance to adjugt to it before its
implementation. Next barrier is an inadequate preparation of the change, which
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can take placeif the obstacles that impede the vision of a change are not removed
before the change implementation. This can relate to some technical obstacles
(discussed in section Change recipients) but also to the regulation of current
solutions applied in the system. Such a situation took place in Poland and related
to maintaining (in alimited extent) the open pension funds (“old” pension
product) and at the same time implementing the occupational capital plans (“new”
pension product). If people do not know what will happen with their funds
collected so far, they will not be obvioudy eager to participate in subsequent
change initiatives.

Next barrier in the change management process in the pension system is
limited understanding of a particular change due to its complexity. People, who
do not understand what will be the consequences of implementing the change, will
not engage in the change process. Such acomplexity of pension changes may lead
to the attitude of passivity or herd instinct taking place in the decision process,
when the individuals are influenced by the behavior of others. As a consequence
they will make the same decisions as others, regardless of whether they are well
adjusted for them or not.

Furthermore, the change management process in the pension system can be
hampered by the past experience on failed change initiatives. Such situations
influence negatively the level of public trust to change agents (pension
institutions) and change leaders (government). Such a situation took place in
Poland, when the government decided to make fundamental changes concerning
open pension funds in 2014, which questioned the credibility of the state and
undermined the trust of the society towards pension institutions.

Change agents

Next barrier in the change management process in the penson system is
associated with the multiplicity of actors involved, so that both the activities and
the results can be interpreted in many different ways and from very different
perspectives. The interests of individual entities can be quite opposite, what can
lead even to some conflicts. Even more so because some of change agents come
from the public sector and some of them from the private one. There exist some
fundamental differences between these sectors, which can influence greatly the
change management process and thus, they should not be neglected. Public sector
should strive to act for acommon good, while the private one has the right to take
care of its own interests. Moreover, public sector should offer goods, which are
free of charge and available for everyone, while private sector offers payable
goods for particular individuals. Last but not least, public sector operates
according to constitutional and administrative law, while private sector functions
in accordance with civil and commercial law [Nacewicz, 2013]. Therefore,
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the institutions operating within the private sector can neglect their impact on the
common good of the society.

Furthermore, the pension system in the face of demographic, socia or
economic changes is characterized by a large number of changes. Too many
changes may adversely affect various entities operating within the pension system
aswell asthe pension system itself, asit should be characterized by relative lega
and organizational stability. Thisrelativity letsa certain flexibility, asthe pension
system must be systematically adjusted to the changing conditions, however, too
many changes constitutes a barrier to effective change management.

Next barrier, which is worth mentioning, are inadequate resources (both
tangible and intangible) of change agentsin the pension system. The former ones
include primarily money and IT infrastructure, while the latter relate mainly
to time. Limited time can lead to a pressure, which combined with limited
budgetary possibilities, can force change agents to take steps that are unfavorable
from the viewpoint of the change recipients.

Next barrier in change management in the pension system from the
perspective of change agentsis related to the problem of division of responsibility
and functions in the change management process. Thisis due to the fact that there
is no unambiguous answer to the question who should manage the change process
in the pension system. Therefore, it is difficult to determine whether change
agents, who are the entities operating under the pension system, should perform
only executive or a'so managerial functions. Sometimes, the role and the range of
activities of change agents is aso limited by change leaders, who due to some
legal regulations, block their actions and consequently, also their development.
Such a situation took place in Polish pension system, when the acquisition ban
was imposed on the institutions running open pension funds.

Change leaders

Looking at the change management process from the perspective of change
leaders, one of the man barriers is certainly the long-term character of
implemented reforms or changes. The effects of such changes are usually visible
not until a dozen or even several dozen of years. On the other hand, there exists
a high rotation among change leaders in the pension system (due to political
rotation) and in the mgjority of cases, the successors do not show the will to
continue the activities of their predecessors. High turnover among leaders
contributes a so to the lack of their involvement (or at least its reduction) or to the
phenomenon of myopia (short-sightedness). Change leaderstake stepsto maintain
their positions, so they are focused more on achieving short-term goals as quick
as possible rather than on waiting for the effects of long-term actions.
Furthermore, such an attitude of change leaders can cause the problem of proper
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definition of priorities. Units responsible for changes in the pension system,
struggling to maintain power, may be tempted to put their good above the good
of society.

Next barrier in the change management process in the pension system is the
change leaders’ focus on results. They know well what the effect of the change
should look like and they strive to achieve it, thus omitting some stages of the
change management process. They tend to shorten the process of change
preparation or marginalize the importance of the society adaptation process.
Sometimes they also try to implement changes which turned out to be effective in
other countries, not taking social and economic conditions of a particular country
into account. Furthermore, they are focused on achieving the same results without
paying enough attention to learn how the change management process looked
like somewhere else. Consequently, their decisions and actions may turn out to
be ineffective against the expectations.

Furthermore, the goals of changes in the pension system can be difficult to
define, which can also constitute a barrier in the change management process. The
pension system has to realize different goals at the same time and despite major
social and economic goal (discussed earlier in section 3), it is supposed to meet
also other goals such as poverty relief, redistribution or economic development
[Barr & Diamond, 2014]. Taking all above-mentioned goals of the pension system
into account, it can be extremely difficult to design a change, which will meet them.
On the other hand, without a clearly defined goal, it is not possible to plan and manage
the change process appropriately. Finally, it is also worth mentioning the change
management barrier resulting from the risk to which the change leaders are exposed,
which is connected with the uncertainty of the actions and decisions taken.

5. Conclusions

Change management, due to its multidimensionality, is a process associated
with numerous barriers. In the pension system, the problem is even more complex
due to the fact that it engages many stakeholders with different priorities.
Furthermore, the change process in the pension system is a long-term one and
it depends on numerous conditions, some of which are exogenous. Undoubtedly,
units responsible for managing the process of changes in the pension system
should be aware of these difficulties and barriers and try to eliminate them, or at
least reduce their strength.

One of the solutions to do that, is to pursue change management models,
which have evolved and developed over the years and can be a valuable hint for
those responsible for managing this process [see e.g. models proposed by ].
Furthermore, with no doubt, each change management process in the pension
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system should be characterized with high involvement of stakeholders and their
cooperation, as they all constitute the group of change participants (with different
roles). Nevertheless, the entities have to remember that each change is different
and the conditions for its implementation are never the same, so each
transformation should be individually considered, thoroughly planned and
effectively managed. Only in such a way, the changes can bring the expected
results with a limited number of side effects.

One should be aware that change management barriers in the pension system
identified in this paper can make this process difficult to a different extent and
each of them may have a different impact on the final result. Thus, the above
considerations can be the basis for further research in the field of change
management in the pension system.
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1. Introduction

Creativity in the organization can be defined as a creation of useful and valuable
products, services, ideas, procedures or processes by cooperating units [ Woodman et
al., 1993, pp. 293-321]. According to the theory of R. Galvin, creativity consists of
anticipation meaning that a given person is the first one to develop a vision which will
gain an enormous significance in the future, and from individual involvement in the
implementation of the idea which others doubt and do not feel like being involved in
[Csikszentmihalyi, 2001, p. 116].

Creative thinking is an essential feature of all aspects of decision-making in
business. It is a phenomenon of stimulating new thoughts, reviewing the present
knowledge and assumptions in order to formulate new theories and paradigms or the
awareness of supplementing knowledge and stimulating awareness. It is a process,
which involves revealing, selecting, exchanging and connecting facts, ideas and skills
[Proctor, 2002, p. 46]. Especially with the end of the life cycle of products employees
must abandon the existing strategies and learn new ones [Williams, Yang, 1999,
pp- 373-391], and these cycles are shorter and shorter nowadays. The progress in
achievement of the next levels of maturity of economy based on knowledge affects
the increase of demand for knowledge, innovation and creativity [Dubina et al., 2012,
pp. 1-24].

There is a direct relationship between creative thinking and effectiveness and
efficiency of the organization. The creative approach helps in effective resolution of
the constantly emerging organizational problems and encourages, at least some
groups of employees, to conduct innovative solutions, motivates to act, develop skills,
as well as favours a better team work. The creative approach is particularly important
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in marketing and formulating the global strategy of the enterprise’s operation.
The continuous flow of ideas concerning new products and services and the
concepts for facilitating the functioning of processes in the organization
strengthens the competitive advantage of the enterprise [Proctor, 2002, p. 3].

Creativity plays a significant and important role in the entrepreneurship
processes. Combined with knowledge and social competences, it leads to the
creation of associations or bisociations resulting in the formation of new products
[Ko, Butler, 2007, pp. 365-372]. Creativity should be used in reference to all
aspects of the entrepreneurship’s operation, as each of them can affect its
effectiveness. New or modified technology, change in delivery or lowering costs
can be equally attractive like, e.g., organizational solutions or increased motivation of
employees [Jerzyk, Leszczynski, Mruk, 2004, p. 67].

Creativity should not be perceived as a domain of people of a specific category
or a particular trade. Creative behaviours can be revealed in any place in the
economic and social life. The economic growth stimulates the creative and
innovative actions, and their effects propel the further increase — feedback is
formed. On the other hand, “over-production of innovation” may lead to crisis,
and bad innovative policy may even deepen the effects of crisis. Therefore,
diversification of investments in innovations is essential to prevent or mitigate the
crisis. It is very significant that the year 2009, in which the peak of the economic
crisis took place, was announced the year of creativity and innovation in Europe
[Dubina et al., 2012, pp. 1-24].

2. The impact of the organizational culture on creativity
in business

Creativity in business depends on the cultural context. Some cultures promote
creative approaches, while others conformism [Lubart, 1999, pp. 339-350].
Creativity in economy affects the implementation of innovations. Culture has
a clear effect on economic creativity. Different intensity of implementing innovations
explains some differences in the affluence of countries. The studies confirm that
the conditions of local culture strongly shape the nature of innovations on the
national level, therefore affecting its prosperity [Williams, McGuire, 2010,
pp- 391-412].

The American and Japanese enterprises are a clear example of cultural
differences that determine the changes of the enterprises’ functioning. Japanese
managers point to the maintenance of employment and improvement of living
conditions of employees as the top priority. In their culture, expecting creativity,
one should provide the appropriate conditions of employment. Therefore, in
Japanese enterprises the profit is not in the first place among the organization’s
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goals. While American managers usually attribute the top priority to income for
shareholders and the profit achieved in the current year. The satisfaction of
shareholders is the condition for the managers to maintain their positions.

Akio Morita describes a situation which he found when visiting the American
TV plant in the Middle West. He told its director that he should buy modern
devices to increase effectiveness. He was surprised to hear the response, “that
remuneration of the director depends on the financial outcomes of the enterprise
and he will not make any decisions regarding the expenditure for the investment
purposes, which would cause the reduction of his earnings, and would bring
benefits to the next director, who will take the position in a year” [Morita,
Reingold, Shimomura, 1996, p. 156]. In the United States, there is a completely
different relation of the management board to the workforce or the managers of
the lower level than in Japan. It is strongly subordinated to the rule of hierarchy.
Morita describes that when visiting the plants of Motorola TV assembly in Illinois,
one of the first things he noticed was that the offices were air-conditioned,
but there was an unbearable heat in the production hall. It was obvious that the
employees feel bad. The reverse situation was in the Sony company, where air-
conditioning was first installed in the production halls, and only later in the
offices. Morita made a very significant observation: “How can you obtain a high
work quality from people in such conditions? What loyalty can be expected from
them by big bosses sitting in their cool offices?” [Morita, Reingold, Shimomura,
1996, p. 157].

3. The influence of work environment on the creative attitudes

Creativity requires an environment that is directed at the innovative
development [Drozdowski et al., 2010, p. 76-83]. Therefore, an innovative
organization should focus on several basic elements, thanks to which it is possible
to free the individual’s creativity. The broadly understood communication is
a significant element of the foundations of the individual’s creativity development
in the organization [Wong, Pang, 2003, pp. 551-559]. A creative employee should
have an environment that will support his actions and will lead to the
implementation of the rationalization idea (to the organization, or more broadly —
to the economy). According to the studies of Drozdowski, the frequent reason for
creative individuals to retain their ideas is the lack of appreciation by the
management of their initiatives or a kind of theft of these ideas by superiors
involving an unauthorised signature of the original idea of the subordinate. If you
combine the skills of employees with an atmosphere friendly for creativity in the
enterprise, the effects of such solutions can be greater (based on the synergy rule)
[Jerzyk, Leszczynski, Mruk, 2004, p. 69].
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The working atmosphere is another factor determining the creative attitudes
in the organization. Contact between employees and open discussion contribute
to the formation of creative ideas. It is conditioned by the elimination of barriers
between individual levels of the organization. Sometimes, this requires the change
of the hierarchical structure into a flattened structure, which prefers team work
[Williams, Yang, 1999, pp. 373-391].

The centralized management systems are less friendly for the development of
creativity than the decentralized ones. For example, the rules of the economic
system in the United States are simpler than in the European Union, in which the
developed bureaucratic mechanisms more often inhibit creativity of entre-
preneurships. One of the myths related with the structures and systems of
management is the belief that the isolation of cells responsible for creativity is the
best solution. The study results prove that such solutions can even limit creativity,
since they are related to schemes, convenient life (assurance of regular post,
permanent working time) and difficulties in measuring working effectiveness. The
leadership style determines the development of creativity in the enterprise. The
autocratic leader inhibits independence and individuality of employees. In his
shadow, employees are not stimulated to creative thinking, because they believe
that the leader will solve all problems. Leadership based on tasks and
communication is a style that is more conducive to the development of creativity
[Jerzyk, Leszczynski, Mruk, 2004, p. 68].

The selection of appropriate people for the right positions is another
significant factor conducive to the atmosphere of creativity. No theory, plan or
policy of the country ensure success to the entrepreneurship. Only people can do
this. For example, what provides success to the best Japanese companies.The fact
that the most important mission of the Japanese manager is to establish healthy
relationships with employees, creation of a family atmosphere. Entrepreneurships
that are the most successful in Japan are those that have led to the feeling of
community among all employees, both those defined by the Americans as
workforce, and managers and shareholders [Morita, Reingold, Shimomura, 1996,
p. 115]. The management of Toyota, most successful in this respect, states that
people must devote some time to realize what unique skills they have to offer to
their organization [Liker, Meier, 2008, pp. 54-64]. The future employees of
Toyota are carefully selected in terms of their potential skills. The management
also assesses the employees in terms of their adaptation to specific positions and
to the company’s culture. Most of all, employees must have general skills for
solving problems and a desire to work in a team. They will gain specific skills
after commencing work in the company.

There is a positive relation between creative environment of the team of
employees and the results of this team [Gilson et al., 2005]. In particular, trust
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plays a crucial role in stimulating creativity [ Wang et al., 2008, pp. 109-118] and leads
to the increase in creativity in the organization [Brattstrom et al., 2012, pp. 743-755].
Bidault and Castello examined the relationship between trust of business partners and
creativity of their joint actions. This relationship resembles a parable with its arms
reversed down. The creativity of joint actions grows to a certain level along with the
increase of trust. After reaching a certain level of trust, creativity of joint actions starts
decreasing [Bidault, Castello, 2009, pp. 259-270].

While the ambiguity of the role of employees has a negative impact on
creativity because it has an unfavourable effect on the internal motivation [Coelho
etal., 2011, pp. 31-45]. In order to work efficiently, employees must known what
is expected of them [Niedzielski, Rychlik, pp. 193-194]. It is particularly
important to explain the obligations and tasks to the regular employees. At the
same time, some conflicts of roles may have a positive impact on creativity. The
role conflict cannot be avoided, for example, when employees must cope with
divergent demands of people with whom they have contact, such as carers,
customers and colleagues. A situation of this type requires creativity from them
in order to meet expectations of the superiors and customers. Managers should
focus on matching the employees’ skills, their interests and types of personality
to the proper tasks, so that each employee can use his experience best. Managers
should also provide employees with guidelines regarding the expectations of
behaviour, corresponding to the assumed implementation of the organization’s
goals. Lack of openness, involving the lack of discussion and constructive
criticism in a team, has a negative effect on the creative attitudes and the speed of
action and the potential of skilful people [Welch, 2005, p. 41]. Clear communication
is an important factor affecting the creative attitudes in the organization.

4. Adherence to the procedures and creative thinking

Time management is an important factor that determines the creative attitudes.
Study results suggest that planning everyday activities, long-term planning, time
control and persistence have a positive effect on creativity. While disorganization
is the demobilizing factor [Zampetakis, Bouranta, Moustakis, 2010, pp. 23-32].
The construction industry is a typical example, which requires creativity towards
the systematic emergence of problems of a varied degree of complexity and
urgency. Because fundamentally nobody can predict problems occurring in
a specific project, the control list and the communication plan are a useful tool,
which in detail describes who should talk to whom and about which detailed
problem related to the project. The list contains guidelines who should present the
specified information to whom and in what form [reports, documents, etc.) before
the implementation of the next stage of work can be commenced [Gawande, 2012,
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p. 88, 223, 229]. Although the majority of decision-makers is aware of the
effectiveness of the control lists, still they are not used, because they require the
workload, regularity and meticulousness. However, there are people who claim
that the control list hinders, and its following is associated with the lack of
flexibility and lack of reflection. However, the use of a well-prepared control list
allows not to think about simple and boring procedures. You just need to
remember to perform them. Thanks to them one can focus on more difficult things
requiring creative thinking. Control lists help avoid failures in situations
combining simplicity and complicated complexity. They are applied in such fields
as: construction, medicine or business. Contrary to appearances, the control list
contributes to the release of creativity, because it allows to focus on the most
important issues. This does not mean ignoring the complexity, and allows to focus
on key elements responsible for the success of the undertaking, composing
material resources or the creation of teams consisting of people who — combining
their knowledge, skills and abilities — lead to the effect of synergy. For example,
Steve Jobs — co-founder of the Apple company, had the ability to focus on key
problems and eliminate unnecessary elements. His search for simplicity did not
involve ignoring the complexity. The first marketing brochure of the Apple
company said: “Simplicity is the ultimate sophistication”. Steve Jobs in his actions
tried to combine humanistic sciences, creativity in terms of technology, art and
engineering. He did this with a great sense of the business strategy [Walter, 2012,
pp. 92-102].

The creative process requires both ordering, involving the observance of the
developed procedures, as well as getting rid of stereotypes. For example, success
of the BMW 3-series car model in the combi version shows that creativity requires
moving away from the conventional and stereotypical thinking. The company
management has long resisted the idea of introducing this model, claiming that
this is not the right niche for this brand. Meanwhile, the car provided to be a great
market success.

Projects undertaken under the influence of a creative impulse, detached from
common schemes, can lead to success. However, sometimes they may end in
failure, which should also be allowed. Because the freedom to develop own ideas
in the organization is a significant factor of success [Andrew, Sirkin, Butman,
2008, p. 189]. While the rationality should be distinguished from proceedings in
accordance with the principles of logic.Because logic is an enemy of creativity.
It is expressed in such an approach to problems, which is in line with the ways of
thinking adopted in the society [Niedzielski, Rychlik, p. 195]. On the one hand,
bias and stereotypes lead to making bad assumptions, but basing on logic inhibits
imagination [Neil, 2009, p. 16].
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5. Changes of the contemporaneity and the need of creativity

Understanding the usefulness of techniques and ways of creative development
of problems for the purposes of making business decisions is easier, if we become
aware of the changes that take place in the environment of the enterprise. These
changes are referred to as the challenges of the contemporaneity. They include the
thematic areas listed below [Jerzyk, Leszczynski, Mruk, 2004, pp. 63-64].

* Changes related to the buyer. Changes should be followed in the so-called
macro trends related to the customer. The contemporary buyer has an easy access
to information, is characterized by the growing degree of awareness, in a varied
scope reacts to individual promotional instruments. In many countries there are
significant demographic changes taking place, which also affect the behaviour of
the buyers. The enterprises find it more and more difficult to interest the customer
with their offer.

* Globalization of actions of some companies and their growing diversification,
when it comes to size, scope of action, etc. Global companies are aware of the fact
that the offer needs to be diversified on individual markets, which creates demand
for new ideas. Smaller companies need original ways of competing with global
companies, so they are searching for market niches. In this case, creative thinking
is valuable.

» Development of technologies allows a quick flow of information, and at the
same time new media emerge in the communication. In consequence, new
possibilities in the functioning of companies emerge. It is important to discover
them and respond to them.

* Intensification of competition, resulting from the maturity of many
industries and markets. The decreasing pace of the GDP growth in many countries
leads to the exacerbation of the fight for the customer. Companies plan to increase
the turnover above the value of the GDP growth pace. The fact that customers
have an increase freedom of choice is a kind of a paradox, however they are not
inclined to spend money easily. In order to clearly stand out from the competition,
companies should use the techniques of creative problem solving.

* Creating networks of associations between enterprises, building partnership
and increasing the scope of the services provided also requires the use of creative
thinking.

Creativity of actions — means that the functioning of a company is based on
thinking about the future, development and expansion. Because the goal of the
company is not a simple “survival”, but the development and increasing of its
market value [Struzycki, 2004, p. 222]. It is extremely substantial to observe the
surroundings, because the changes in it, for example new legal regulations, lead
to the formation of conditions that are related to new business capabilities. In turn,
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some of the present occasions for earnings disappear. The company’s
management must make the right decisions, choosing between sticking to the
current strategy and the market needs that require departing from the original
assumptions. Processes abundant in creativity are characterized by a high level of
uncertainty in relation to the result, the structure of actions and the required resources
[Seidel, 2011, pp. 407-446]. The Ames company, established in the USA by the
Gilman brothers, is a classic example of the wrong decision concerning the departure
from the current business concept. At the end of the fifties of the last century, the
brothers, Milton and Irwing Gilman, had the idea to establish a new store. They came
out with assumptions that the residents of the rural areas, who have done shopping in
small multi-branch stores so far, would be willing to do shipping in bigger and better
supplied stores. Moreover, if the clients were willing to commute from a sufficiently
extensive area, such stores could offer clearly lower prices than those offered by the
competition. In 1958 they opened a store, which was spectacularly successful. The
clients liked the brand clothes, offered in an arranged manner and exhibited in a well-
lit store. The Ames company has thus created the third or fourth discount store chain
in terms of size [Carroll, Mui, 2010, p. 246]. The Gilman brothers offered their
products at significantly lower prices than other stores. Over time, they enriched the
assortment with electric tools and home appliances, thus changing the store into
a department store. While they did not invest in the appearance of their store that they
did not even remove the old signboard of the textile factory Ames — the prototype of
the company. The company made a huge expansion, opening new stores in the next
states. The practical rule at that time said that none chain should have stores at
a distance closer than 50 km from each other, as otherwise they will compete with
each other. However, the brothers decided to locate the stores much closer and stated
that they mutually strengthened their presence on the market. In addition, such
a solution allowed to save money on advertising and other costs. The Gilman brothers
also saw that their stores can be profitable in bigger cities — however, in order to meet
the clients’ expectation there, they had to invest more in the decoration of the store. In
1970 they had 24 stores which generated annual income at the level of 50 million
dollars. When a certain discount store got into hot water, they took it over and included
into the Ames chain. The company has continually generated profits and developed
fast [Carroll, Mui, 2010, p. 247]. In 1985 Ames made the biggest takeover in its
history, buying the chain of discount stores of G.C. Murphy Company. Thanks to this
transaction, Ames doubled its size, expanding its activities into another 14 states.
However, the takeover operation did not run as smooth as planned. The key element
of the organizational culture has always been the trade activity, most of all, while
the administrative issues (such as accounting) were moved to a background. When
the company has expanded two-fold, its systems stopped working. The problems with
a punctual supply delivery emerged. In addition, the accounting system stopped
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working properly, because it was not prepared for such a development of the company
in such a short time [Carroll, Mui, 2010, pp. 246-249]. The management of the Ames
company made a mistake by expanding its activity to the market of the entire United
States (so far, the traditional region of its operation was the northern-east part of the
country). The chain of Ames stores was finally liquidated in 2002.

In turn, the Sony company is an example of the fact that leaving the current
activities too late may be a mistake. The company has been affected by the
consequences that it has switched into the manufacturing of the LCD and plasma TV
sets too late. Sony has produced colour CRT TV sets for a long time. The Sony
receivers with the CRT monitors introduced at the end of the 1960s were very
profitable at that time and allowed the company to become the biggest manufacturer
of colour TV sets in the world. Over time, the era of LCD and plasma TV sets came.
In the mid-1990s, it was not a real threat for Sony, and the company was still very
successful in the production of CRT TV sets. The limitation of the activities, which
has brought so much success to the company for such a long time, proved to be
extremely difficult for Sony. This has led to the delayed shift of the company into
LCD and plasma TV sets [Andrew, Sirkin, Butman, 2008, p. 208].

The history of the Eastman Kodak company [Carroll, Mui, 2010, pp. 134-156]
also shows that a too slow reaction to the ongoing changes can also be catastrophic.
Kodak has functioned perfectly for over 100 years. In 1888, George Eastman
presented his first photographic camera. It was sold at a price of 25 dollars, and the
client received 100 frames in the set. The buyer, after taking photos, sent the camera
back to the company. The photos were developed there and sent back to the customer
along with the camera equipped with a new film. This system has brought a market
success to Eastman. The company has quickly facilitated the production of the camera
and introduced more modern models. In 1898, the price of the camera was only
1 dollar, and a film was available for 15 cents. In 1981, the Sony Corporation company
introduced the first digital camera. The management of the Kodak company was
convinced that the new technology is not able to threaten traditional photography,
because the quality of electronic copies was lower than copies made in a traditional
manner. Home printing systems could not compete with the commercial services of
developing photos at that time. Moreover, the management of Eastman Kodak
believed that the consumer feels a need to have copies, which he can hold in his hand.
It did not take into consideration that the development of new technologies will take
place in the geometrical progress. In the 1990s, this development has greatly
weakened the position of traditional photography. The quality of digital cameras has
clearly improved, and what is important — their price has significantly decreased. The
quality of printers started improving. The Internet got widespread, which enabled
sending digital photos instead of printing. The possibilities of posting photos online
have also appeared. Kodak treated digital photography as an enemy, which will
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destroy the industry of chemicals and photographic paper, meaning what constituted
the main source of its profits. The company tried to stick to traditional activity as long
as it was possible. Meanwhile, after 2000 the digital revolution gained enormous
momentum. In 2002, in the United States, more digital cameras were sold than the
traditional ones for the very first time. Too long delay of the shift into the digital
photography and lack of appreciation for its potential has lead to the situation in which
Kodak has lost its dominant role on the market of photographic cameras. If the
decision-makers reacted in time to changes, they could sell the company at a much
more favourable price before the dissemination of the digital era. The Agfa company
did so, the main competitor of Kodak on the market of film and paper. It has sold the
unit dealing with film and paper to private investors. In turn, the Fuji company has
totally shifted into digital photography. By the way, Fuji developed a technology that
was the basis of the flat matrices used in flat TV sets and screens.

The companies often perceive the future as an evolutionary variant of the present.
They are not aware that the incoming changes may lead to the liquidation of the
market on which they function. The Polaroid Corporation also fell into this trap, which
delayed the entry into the market of digital cameras. The basic activity of the company
involving the sale of cameras for taking instant photos generated 60% of the margin,
while the margin from the sale of digital cameras was estimated only at the level of
38%. The company, instead of shifting to the digital photography, tried to look for the
market for the instant development of photos on foreign markets. Meanwhile the users
of Polaroid, which often included the insurance companies’ appraisers, shifted to the
digital photography. As a result, the company had to declare bankruptcy [Carroll, Mui,
2010, p. 156].

But also each new idea can be a cause of the company’s troubles, if it treats it
as the final solution. Because the classic stereotype has to be overcome, if some-
one develops a new product — e.g. at the time a typewriter — it is hard to
acknowledge that it will disappear of the market one day. This is very will illus-
trated by the sentence uttered by W. Churchill: “if you do not grab the change by
the hand, in time it will grab you by your throat” [Jerzyk, Leszczynski, Mruk,
2004, p. 66].

In business, it is very important to focus on the well-identified challenges. This
does not only mean undertaking the right initiatives, but also the elimination of
projects that will not bring profits. Decisions related to the continuation or cessation
of works on the project are usually difficult, because they are associated with emotions
[Andrew, Sirkin, Butman, 2008, p. 204]. Works in the Sony company have been
stopped numerous times, on which plenty of money has ben spent. It is much better
to do this in time than to allow the continuation of works with no trade perspective
and meaning the further waste of money. The key to success is to realize when the
works on the new product should be continued, and when they should be stopped
[Morita, Reingold, Shimomura, 1996, p. 212]. The Ford and GM companies were the
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first ones to start working on the concept of a minivan, but they quit from introducing
this type of a car, being afraid that it will probe to be a “cannibal” for their own combi
models. Chrysler benefited from their decision, which in 1984, although on the edge
of bankruptcy, introduced a minivan into the market as a completely new type of
vehicle. Minivan was smaller than a delivery car, and at the same time offered
a greater space than the combi model. In addition, it was easier to drive, had more
space inside, and despite this it fit in the garages provided for personal cars. Already
in the first year of production, the minivan took the place of the best-selling Chrysler
car [Kim, Mauborgne, 2005, p. 280-281].

Asking the right questions about the new idea has basic significance in the
creation of the concept of the product or business model. Dr Siegfried Dais from
Bosch expressed this as follows: “The most complicated thing is to ask questions
about what will be decisive in five years” [Andrew, Sirkin, Butman, 2008,
pp. 177-178]. Therefore, knowledge and experience gained in the professional work
are an important factor allowing the recognition of business occasions.

Changes in the business environment reveal new winners and losers. The example
is an American automotive market in the 1970s. The energy crisis and the associated
high petrol prices provided the Toyota company with the advantage over the
American car manufacturers. The clients loss interest in large cars in favour of smaller
ones more economical in terms of usage, such as, e.g., Toyota, Honda [Rothman,
2001, p. 167].

The so-called “Blue Ocean Strategy” plays a huge role in the creative actions.
“Blue Oceans” mean the industries that do not exist today. It is an unknown market
area [Kim, Mauborgne, 2005, pp. 18-19]. In the already known, so-called “Red
Oceans”, the industry boundaries are determined and adopted, and the rules of
competitive games are known. Here, the companies try to attract their rivals and take
the bigger part of the existing demand. As the market area becomes more and more
crowded, the perspectives of profit and growth are more and more limited. The
products become the standard goods, and the competition fights for life and death.
Some “Blue Oceans” are created outside the existing industry boundaries, however
the majority is created from the part of “Red Oceans” by expanding the boundaries of
the existing industries. In “Blue Oceans”, the competition is insignificant, because the
rules of the game are yet to be set. The companies must go beyond the framework of
competing. In order to gain new profits, the companies should create “Blue Oceans”.

The offer of Ford T is an example of a successful application of the “Blue Ocean
Strategy”. Before its debut, its competitors tried to develop luxurious cars for weekend
excursions. Unfortunately, bumpy and muddy roads, dominating at the beginning of
the 20th century, natural for horse-riding, often proved to be impassable for delicate
and elegant cars. This limited the time and places that could be reached by a car.
A rainy or snowy time made it difficult to use a car. At the same time, the then cars
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often broke down, and their repairs required the assistance of mechanics, who were
expensive and hard to reach. The T model of Ford at the same time eliminated these
two problems. It was called the car for any occasion. It was produced only in one
colour (black) and in one model with a limited number of options. Instead of a car for
weekend trips out of town, Ford developed a car for everyday use, reliable and solid,
and at the same time easy to repair and use. According to assumptions, it could be
driven on field roads in various weather conditions, and it was possible to learn its
operation during one day [Kim, Mauborgne, 2005, pp. 18-19].

The differentiator of the innovative company is not only the fact that it is the first
one to come out with new ideas. Knowledge and skills of overcoming the competitors
are the most important, when the company is behind. When implementing iMac
computers to the market, Apple focused on the possibilities of the users to manage
photos and films. It neglected the management of music files. In turn, its competitor
enabled the users of personal computers to download and exchange music and record
own CDs. The users of iMacs could not record CDs. Apple instead of catching up by
equipping iMac with CD drives, decided to develop an integrated system, which was
to transform the music industry. The result was the combination of the iTunes, iTunes
Store solutions with an iPod, which allowed the users to buy, share, collect and play
music more conveniently than on the devices offered by the competitors [Walter,
2012, pp. 92-102].

When a new breakthrough technology appears on the horizon, not many people
really realize how to use it properly. Only the next generations of entrepreneurs
introduce this innovation into life. Below there are a few examples. The first one —
throughout the 1990s, the search engines did not use the existing networks of relations
combining various websites, this technology has been implemented only in the
Google search engine [Brandt, 2011, p. 49]. The second one — it was not Apple that
came up with the idea of developing a portable digital music player, i.e. iPod [Andrew,
Sirkin, Butman, 2008, pp. 57-58]. Several companies have introduced such devices
into the market before Apple, among others, the Diamond company, which released
the Rio player, as well as the manufacturers of Compaq computers, which constructed
a prototype of a player with a hard disk, with numerous the same parameters as the
first iPod. The factor that influenced the success of the iPod was not the attractive
design, but also the skilful management of the costs. When implementing the iPod,
the company managed to maintain low initial costs [Andrew, Sirkin, Butman, 2008,
p. 58]. Another factor that contributed to the success of the iPod was the great pace of
works on its implementation on the market, it took Apple less than a year. The
company has greatly relied on the suppliers and partners within the manufacturing
capabilities and expert knowledge. It has also applied many finished components
[Andrew, Sirkin, Butman, 2008, p. 59]. Apple turned to PortalPlayer, a small
company which has already developed a project of iPod and convinced it to drop its
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other clients and focus only on the iPod. For the next few months, Apple has
cooperated closely with PortalPlayer and other main suppliers on the expansion of the
prototypes and their design.

The creative activity involves the use of ideas from various sources. The example
of the iPod shows that new products are created by combining the already existing
concepts and elements [Neil, 2009, p. 17]. In the phase of the product development,
Apple agreed with Toshiba Corporation, the only world supplier of hard disks used in
the iPod, that it will buy its whole production for 18 months. In this way, it has not
only received a more favourable price, but it has also secured itself against
the potential competition, in case if it wanted to introduce a product competitive
for the iPod in a short time. Thanks to this, Apple could focus on building the market,
instead on fighting to make the iPod stand out from among other similar products.
Taking over of the almost entire market, with high prices, has greatly increased its
profits [Andrew, Sirkin, Butman, 2008, p. 60].

6. Manifestations of creativity in terms of modification
and creation of new structures

Creativity can also concern the changes leading to the increased effectiveness of
employees, for example, by reducing redundant activities. Ford, after implementing
the T model, was not able to meet the demand for this car. The launch of a bigger
factory did not help. Over time, it found a way to facilitate the production process —
using a conveyor belt, it sped up the work of the employees. Before the introduction
of the mounting belt, the worker dealt with the assembly of the whole car.
The modification of the organization of the production meant that workers moved
from one partly assembled car to the next one, every time adding the same component
to it. Then, this process has been improved by placing all elements on moving belts,
thanks to which all elements came directly to the workers’ stations, saving their time.
Because of this, the T model won one-third of the car market in America [Rothman,
2001, p. 24].

Revolutionary ways of increasing the productivity can also concern the
modification in the management of the material resources of the enterprise.
The example of such a modification is the delivery model just-in-time developed by
Toyota. It involves a new system of material supply, within which the parts are
provided with omission of the warehouse, directly to the mounting belt, but only
according to the needs, i.e. “just in time” [Rothman, 2001, p. 166].

Finally, creativity can concern the development of a new business model, not used
so far. The McDonald’s company is an example here. Its financial success emerged
only when the company commenced the franchise system and focused on gaining
profit from real estates. In the 1950s, Ray Kroc, the salesman of equipment for mixing
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dairy cocktails, came to the hamburger bar belonging to the McDonalds brothers.
The bar was characterized by low prices, limited menu and great interest from the
customers. Ray Kroc made an offer to McDonalds brothers concerning the expansion
of their chain. The proposed solution meant that the brothers would not need to incur
the costs of the expansion of the chain. Kroc was to sell licences to franchisees and
taken less than 2% of commission from turnover from them. 30% of the amount taken
from the licence recipients was to be given to the McDonalds brothers. Ray Kroc
started from establishing the company product. He applied a strict specification of the
product, he imposed a harsh quality control, which lead to the fact that all dishes
served in all bars have always been the same, regardless of the location. Only the
entrance of the McDonald’s into the real estate market provided the company with
solid bases. At first, it leased, and then purchased plots, where the restaurants were to
be created. The basic rent for franchisees was calculated based on the real costs of real
estate, adding 40% margin, whereas the amount of the rent also included the
percentage from turnover after exceeding a certain level of sales. The company has
also required cash deposits from the licence recipients, which created the company’s
fund for the purchase of the next plots. This solution proved so significant that one of
the stock market analytics stated that the domain of the McDonald’s company is not
fast food, but real estate [Craig, 2002, pp. 75-76].

Another example of the Green Tree company shows that the creation of a new
business model decides about the success or failure of the undertaking. Green Tree
thanks to several innovative solutions facilitates access to own house made of
prefabricates to people whose earnings were in the average and low range. This has
led to a rapid increase in the sales of houses made of prefabricates. In 1991-1998, the
annual sales of this type of houses increased almost twice. The problem was that the
Green Tree company made a mistake by granting long term, 30-year credits to secure
short-term assets [Carroll, Mui, 2010, pp. 64-70]. Thanks to this, the monthly rate of
the mortgage credit was similar to the monthly rental cost. The previous standard for
granting mortgage credits was 15 years. In 1997, the average crediting period by the
Green Tree company was 25 years. The houses of prefabricates, contrary to the
traditional houses, lose their value faster. Traditional houses even during crisis usually
keep a substantial part of its value. Meanwhile the life cycle of a house made of
prefabricates is estimated at 10-15 years, and the value of such a house is rapidly
decreasing, while the amount of the credit granted for 30 years is decreasing very
slowly. After a few years, there was a situation that the value of the credit exceeded
the price of the house. Therefore, the company has unconsciously taken on a huge risk
associated with credits. As long as there were people willing to buy the houses, the
company had resources to finance the credits, but in 1997 its business model stopped
working. The number of unpaid credits started increasing, when the borrowers
realized that the amount remaining to be paid exceeds the value of the house.
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One of the previously mentioned characteristic features of modern economy is
the exceptionally fast development of new information and communication
technologies. Especially the Internet created the possibility of conducting a totally
new business model based on the cooperation of a greater number of people that can
easily undertake cooperation or resign from it. The example of the Internet
bookstore Amazon.com shows that the activity online can be more profitable thanks
to the service of the international market from the centralized place of orders and
distribution. The advantage of the online sale is the easy accessibility to books:
“You can build an online store, which simply cannot exist in any other way. You
can create a huge supermarket, with exhaustive collection of titles, which will
satisfy the tastes of every customer” [Spector, 2000, p. 26]. The prevalence of trade
online over traditional trade is the fact that the bookstore can be programmed in
such a way, to prepare individual offers for customers for a small fee, at the same
time collecting information on the preferences of each buyer. This, in turn, allows
to build, in a shorter time than in the case of traditional bookstores, a huge customer
base, individualization of service and achievement of higher income in a long period
of time [Spector, 2000, p. 26].

7. Summary

The family environment is an important factor affecting the creativity and
intentions concerning entrepreneurship [Zampetakis, Moustakis, 2006, pp. 413-428].
The feature that distinguishes creative managers from non-creative ones is the
temporal orientation and concentration on strengths. Creative managers seek strengths
in themselves, while non-creative ones outside, valorising others [Szopinski, 2007].

The love for the work performed is a shared feature of creative individuals. Fame
or money is not the factor prompting them to act, but the possibility of performing
work that brings them joy [Csikszentmihalyi, 2001, p. 158]. When Steve Jobs with
his team designed an original Mackintosh computer in the 1980s, his motto was to
make this product “exceptionally great”. He has never spoken about maximizing the
profit or cutting the costs. He has focused on the product claiming that profits are the
secondary issue [Walter, 2012, pp. 92-102].

The societies enjoying greater freedom and valuing courage usually have a higher
overall level of creativity in terms of economy. Because freedom gives people
a chance to get involved in the creative activity. This is also usually associated with
the proprietary copyrights that allow to use the fruit of this work. The inherent timidity
provides the people with courage necessary to make risky innovative undertakings
[DiPietro, 2003, pp. 37-45].

The centres, in which the creative attitudes are developed, are characterized by,
among others, openness to multi-culturalism, and thus the accumulation of



72 Selected problems of managing organization development in industry 4.0

information and ideas that come from many cultures, which can be freely exchanged.
The example is the ancient Egypt, Florence in the Renaissance epoch, Paris, London
and Vienna in the 19th century or New York in the 20th century [Csikszentmihalyi,
2001, p. 202].

The studies by DiPietro and Anoruo [2006, pp. 133-139] show that creativity
of a given country, innovativeness, level of technological development, transfer of
technologies from another countries and development of new companies are
positively correlated with the economic success of this country internationally,
involving the increase in the value of its export. This suggests that the promotion of
creativity and its components can be a path leading to the economic growth.
Therefore, the impulses that favour creativity should be prepared and implemented,
which will translate into the economic growth and the future development. Impulses,
such as tax incentives and investment credits should be offered to companies in order
to get them involved in research and development.
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WYKORZYSTANIE PRACOWNICZYCH
PROGRAMOW EMERYTALNYCH W ZARZADZANIU
ZASOBAMI LUDZKIMI!
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1. Wprowadzenie

Starzenie si¢ ludnosci jest zjawiskiem obecnie powszechnym i poglebiajacym
si¢ w krajach wysoko rozwinigtych. Wigze si¢ ono z wieloma implikacjami spotecz-
nymi i gospodarczymi. W oczywisty sposob trendy te odczuwalne sg nie tylko w skali
calych krajow, ale rowniez poszczegdlnych przedsigbiorstw. Struktura wiekowa sity
roboczej wptywa bowiem na rdzne aspekty dziatalno$ci przedsiebiorstw. Zjawiska te
stanowig nowe i coraz bardziej istotne wyzwania dla menedzerow takze, a by¢ moze
przede wszystkim, w zakresie zarzadzania kapitatem ludzkim.

Wraz ze zjawiskiem starzenia si¢ populacji coraz powszechniejszy staje si¢
problem niskich emerytur z systemow publicznych (obowigzkowych). W obliczu
tych procesow na znaczeniu zyskuja dodatkowe zrodta dochodu emerytalnego, tj.
oszczednosci indywidualne oraz oszczednosci gromadzone w ramach pracowniczych
programoéw emerytalnych. Popularno$¢ ostatniej z wymienionych kategorii jest
zroéznicowana w przekroju krajow i zalezy w duzym stopniu od wprowadzonych
rozwigzan prawnych i instytucjonalnych oraz tradycji i historii. Przyktadowo,
w Polsce pracownicze plany emerytalne nie sg jeszcze upowszechnione, niemniej
jednak niedawno wprowadzone regulacje dotyczace quasi-obowigzkowych pracow-
niczych planéw kapitatowych (PPK) moga zmieni¢ ten stan rzeczy. Mozna wyr6znic
rowniez kraje, gdzie udziat programéw pracowniczym w zabezpieczeniu emerytal-
nym jest znaczacy. Np. w USA ponad 70% pracownikow przedsigbiorstw sektora
prywatnego ma mozliwo$¢ oszczedzania na emeryture w tego typu planach, przy
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czym 80% z tej grupy faktycznie uczestniczy w programach emerytalnych [Rau
1 Adams, 2012, s.122].

Ja wskazano w pracy [Lee i in. 2017] w literaturze przedmiotu tematyka
przechodzenia na emeryture w kontek$cie zarzadzania zasobami ludzkimi (ZZL)
podejmowana byta dotychczas gtéwnie w trzech obszarach. Pierwszy z nich
dotyczy praktyk i procedur wdrazanych w przedsigbiorstwie w odpowiedzi na
ryzyko wystapienia kadrowych niedoboréw jako wyniku odchodzenia na emeryture.
Drugi z podejmowanych w literaturze watkow zwigzany jest gtownie z aspektami
kulturowymi w organizacji. W ramach tego obszaru prowadzone sg badania, jak
dojrzali wiekowo pracownicy sg postrzegani przez wspotpracownikow i mene-
dzeréw, ale rowniez, jak oni sami siebie postrzegaja przez pryzmat wieku, a takze,
jak wptywa to na ich wybory zwiazane z kariera zawodowa, w tym wczesniejsze
lub pozniejsze przejscie na emeryture. Trzeci z wymienionych nurtow badaw-
czych dotyczacy zarzadzania w przedsigbiorstwie w kontekscie problematyki
emerytalnej dotyczy powiazania dziatan podejmowanych na poziomie organiza-
cyjnym z rozwigzaniami instytucjonalnymi i prawnymi na poziomie krajowym
w celu osiggni¢cia zalozonych rezultatow na poziomie organizacyjnym i indywi-
dualnym. Cho¢ w ramach tej problematyki w literaturze przedmiotu dominuja
badania, ktore koncentrujg si¢ na dojrzatych pracownikach, tj. w okresie przede-
merytalnym, to mozna tez rozszerzy¢ ten watek o planowanie emerytalne w prze-
biegu calej kariery zawodowej, roéwniez na jej wczesnych etapach. W tym
konteksécie rozwaza¢ mozna rol¢ pracowniczych programow emerytalnych
w zarzadzaniu zasobami ludzkimi w organizacji. Programy takie sg rozwigza-
niami mocno determinowanymi na poziomie krajow. Specyficzne dla danego
kraju prawne rozwigzania przewidziane w ramach dobrowolnego lub obowiazko-
wego systemu emerytalnego moga stanowi¢ o wickszym lub mniejszym poten-
cjale pracowniczych programow emerytalnych jako jednego z instrumentow
wykorzystywanych w obszarze ZZL na poziomie przedsigbiorstw do motywowa-
nia, pozyskiwania nowych pracownikoéw, ich utrzymania itd.

Niniejsza praca wpisuje si¢ w wyzej wspomniany zakres tematyczny. Podej-
mowana tu problematyka odnosi si¢ przede wszystkim do programéw emerytalnych,
w ktorych pracodawca organizuje program emerytalny i wystepuje jako podmiot
wnoszacy sktadke, samodzielnie, lub na zasadzie wspoldzielenia jej z pracownikiem.
Na potrzeby podjetych rozwazan przyjeta zostanie definicja pracowniczego programu
emerytalnego zaproponowana przez OECD, okreslajaca taki program jako plan osz-
czedzania na staros¢, do ktorego dostep jest powigzany ze stosunkiem pracy miedzy
uczestnikiem planu a podmiotem tworzacym plan (sponsorem) [OECD, 2005, s. 12].

Zgodnie z wyszczegolnieniem przedstawionym w pracy [Garcés-Galdeano
iin., 2016, s. 111] pracowniczy program emerytalny z perspektywy zarzadzania
zasobami ludzkimi mozna postrzega¢ jako:
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1. Sktadnik wynagrodzenia z odroczong platnoscig (na emeryturze).

2. Element systemu motywacyjnego bedacy dodatkowg finansowg zacheta.

3. Instrument zwigkszajacy konkurencyjno$¢ przedsigbiorstwa na rynku pracy.

Cel niniejszej pracy mozna nakresli¢ dwojako. Po pierwsze jest nim wskaza-
nie mozliwos$ci i uwarunkowan wykorzystania organizowanych przez pracodaw-
cOw pracowniczych programéw emerytalnych w obszarze zarzadzania zasobami
ludzkimi. Jest to temat w bardzo ograniczonym zakresie eksplorowany dotych-
czas w literaturze przedmiotu, zaré6wno od strony empirii, jak i teorii. Po drugie,
niniejsza praca odnosi si¢ wprost do polskich przedsiebiorstw i ma na celu zbada-
nie, ocen¢ i porownanie pod katem potencjatu dla potrzeb prowadzenia polityki
kadrowej dwoch rodzajéw pracowniczych planow emerytalnych dopuszczonych
przez ustawodawce w Polsce, z ktorych jeden dziata od 1999 r., za§ drugi ma
w zalozeniu powszechnie funkcjonowa¢ w Polsce od 2019 1.

2. Uczestnictwo w pracowniczych programach emerytalnych
a polityka kadrowa — teoria i wczesniejsze badania empiryczne

Podstawowym celem funkcjonowania pracowniczych programéw emerytal-
nych jest z uzupehlienie dochodu w okresie starosci, po zakonczeniu kariery
zawodowej. Jest to cel tym bardziej istotny, im mniejsza adekwatnoscig docho-
dowg charakteryzuje si¢ powszechny system emerytalny. Jest to jednoczesnie cel
rozpatrywany z punktu widzenia finanséw osobistych jednostki (pracownika)
w perspektywie dochodu w cyklu zycia. Niemniej jednak, dodatkowe pracowni-
cze programy takze moga by¢ wykorzystywane jako instrument polityki kadro-
wej, a tym samym stuzy¢ rowniez celom pracodawcy. Programy te, stanowigce
pozaptacowy element systemu wynagradzania, przede wszystkim podnosza atrak-
cyjnos¢ (konkurencyjnos¢) pracodawcy na rynku pracy, co wazne jest zarOwno
na etapie rekrutacji nowych pracownikow, jak iutrzymania dotychczasowych.
W pracy [Szczepanski, 2010, s. 267] wyrdzniono nastgpujace cele w obszarze
zarzadzania zasobami ludzkimi, do ktorych realizacji przyczynia¢ si¢ moze wdro-
zenie pracowniczego programu emerytalnego:

e zatrzymanie odplywu personelu, w tym kadry o wyzszych kwalifikacjach,
poprzez zwigzanie pracownika z zaktadem pracy;

e poprawa atmosfery w pracy oraz zwigkszenie motywacji pracownikéw do pracy;

e poprawa wizerunku pracodawcy jako podmiotu dostrzegajacego potrzeby
pracownika oraz dbajacego o zaspokojenie tych potrzeb;

e ksztaltowanie polityki kadrowej zwigzanej z pracownikami w wieku przede-
merytalnym i emerytalnym.
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Ostatni z wymienionych punktow wpisuje si¢ bezposrednio w koncepcje
zarzadzania wiekiem (age management) w przedsigbiorstwie, czyli wszystkich dzia-
lan zorientowanych na optymalne wykorzystanie potencjatu starszych pracownikow
[Walker, 2005]. Z tej perspektywy fakt posiadania oszczgdnosci w pracowniczym
programie emerytalnym — w sytuacji, gdy przedsi¢biorstwo chce zwolni¢ stanowisko
zajmowane przez starszego pracownika i zatrudni¢ na to miejsce np. osobe o wyz-
szych kompetencjach Iub/i o wyzszej wydajnoSci — moze pozytywnie wpltywaé na
zmniejszenie obaw starszych pracownikow dotyczacych przejscia na emeryture.
Jednakze, jak wskazano w pracy [Terry i White, 1998, s. 21] przydatnos¢ programu
emerytalnego jako instrumentu ulatwiajacego taka polityke kadrowa zalezy silnie od
jego specyfiki. O ile w programach o zdefiniowanym §wiadczeniu (DB — defined
benefit) jest to tatwiejsze, o tyle popularniejsze obecnie programy o zdefiniowane;j
sktadce (DC — defined contribution) moga nie spetiac tego zadania.

Tabela 1. Efekty prowadzenia pracowniczych programéw emerytalnych
z punktu widzenia polityki kadrowej w swietle wybranych teorii

Teoria Autor Objasnienia
Teoria hierarchii [Maslov, Uczestnictwo w programie emerytalnym zaspokaja po-
potrzeb 1954] trzebg bezpieczenstwa pracownika. Korzys$¢ postrze-

gana przez pracownika, a tym samym motywacyjny
potencjat programu, beda tym wigksze im wigkszy
wzrost poczucia bezpieczenstwa. Nie bedzie to najsil-
niejszy z bodzcow motywacyjnych ze wzgledu na
pozycje bezpieczenstwa w hierarchii potrzeb.

Teoria ERG [Alderfer, Uczestnictwo w programie emerytalnym zaspokaja po-
1972] trzeby egzystencjalne pracownika. Jego efektywnos$¢ jako
bodzca motywacyjnego jest niezalezna od wspotwyste-
pujacych bodzcow motywacyjnych zorientowanych na
wypetnienie potrzeb wyzszego rzedu.

Teoria [Herzberg Uczestnictwo w programie emerytalnym jako element
dwuczynnikowa iin., 1959] w grupie czynnikow higienicznych nie wptywa na pod-
wyzszenie poziomu zadowolenia, a jedynie na obnize-
nie niezadowolenia pracownikow z warunkow pracy.
Teoria [Adams, W przypadku zréznicowania doplat pracodawcy do
sprawiedliwos$ci 1965] plandéw emerytalnych ze wzgledu np. na wynagrodze-
nie, staz pracy lub posiadane stanowisko, uczestnictwo
w planie emerytalnym moze by¢ zroédlem motywacji
i zadowolenia z warunkow pracy dla pracownika lub
tez zrédlem frustracji i niezadowolenia.

Teoria kosztow [Coase, 1937] | Program emerytalny wystepuje jako element specy-
transakcyjnych ficznych aktywow, dzigki ktéorym przedsigbiorstwo
obniza koszty transakcyjne zwiazane z zakupem
i utrzymaniem zasobow pracy. Uczestnictwo w progra-
mie emerytalnym dla pracownika wiaze si¢ z utrata
spodziewanych korzysci ptynacych z kontynuacji osz-
czedzania w przypadku zmiany pracy.

Zrédlo: opracowanie wlasne na podstawie [Jedynak, 2010, ss. 32-34] oraz [Szczepariski, 2010, ss. 268-268].
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W tabeli 1 przedstawiono przeglad teorii, ktore odnosza si¢ przede wszystkim
do potrzeb pracownikéw. Mozna przyjac, ze dany program emerytalny bedzie tym
atrakcyjniejszy dla pracownika, im bardziej bedzie odpowiadat jego preferencjom
i potrzebom. Z kolei to subiektywne postrzeganie przez pracownika ma bezpo-
srednie przetozenie na skuteczno$¢ tego instrumentu w realizacji zatozonych
celow polityki kadrowe;j.

Sformutowany powyzej wniosek wynikajacy z przedstawionych teorii mozna
poprze¢ réowniez wynikami badan empirycznych. W przypadku dodatkowego
zabezpieczenia emerytalnego dostgpnych jest wiele rozwigzan, ktore charaktery-
zuja si¢ wigkszym lub mniejszym zakresem decyzji pracownika. Wérod wielu pra-
cowniczych programow emerytalnych funkcjonujgcych w réznych krajach mozna
w szczegolnosci wyroznic takie, w ktorych pracownik musi wyrazi¢ che¢ uczestni-
czenia oraz takie, w ktorych objety jest programem automatycznie, bez mozliwosci
rezygnacji (lub z mocno ograniczong mozliwo$cig rezygnacji). W pierwszym
z wymienionych przypadkow, w sytuacji, gdy czes¢ pracownikow odrzuca uczest-
nictwo w pracowniczym programie emerytalnym jego potencjat jako instrumentu
polityki kadrowej jest z oczywistych wzgledéw ograniczony. Dlatego tez, aby
dany program rzeczywiscie efektywnie wspierat zarzadzanie zasobami ludzkimi
w firmie musi by¢ przede wszystkim postrzegany przez pracownikoéw jako atrak-
cyjny. W pracy [Dummann, 2007] na podstawie przegladu wczes$niejszych badan
oraz wlasnych analiz zidentyfikowano powody, dla ktérych pracownicy odma-
wiajg najczeséciej uczestnictwa w programie emerytalnym oferowanym przez pra-
codawce. Glownych przyczyn takich postaw nalezy szuka¢ w niedostosowaniu
samych programow emerytalnych do potrzeb pracownikéw lub tez wigza si¢ one
z obawami dotyczacymi oplacalno$ci i ryzyka zwigzanego z dlugoterminowym
oszczgdzaniem. Autorzy zwracajg roOwniez uwage na zalezno$¢ migdzy checig
uczestniczenia w dodatkowym planie emerytalnym oferowanym przez pracodawce
a indywidualnymi czynnikami, takimi jak motywacja i potrzeby. Jak wskazano
w pracy [Rau i Adams, 2012] oprécz oferowania programéw emerytalnych, przed-
sigbiorstwa w ramach prowadzonej polityki kadrowej rowniez podejmuja dziatania
nakierowane na edukacje finansowa swoich pracownikow, w szczegolnosci doty-
czaca dhugoterminowego planowania finansowego. Nalezy rowniez podkresli¢, ze
polityka komunikacji pracodawcy z pracownikami w zakresie pracowniczych pro-
graméw emerytalnych, ktora zwykle nalezy do kompetencji dzialdéw ZZL, ma
ogromne znaczenie dla postrzegania takich programoéw, co przektada si¢ na poziom
uczestnictwa, wyniki oszczedzania, a w konsekwencji na pozytywne efekty
W obszarze zarzadzania zasobami ludzkimi np. wigkszg satysfakcje¢ pracownikow,
zatrzymanie warto§ciowych pracownikow itp. [Maloney i McCarthy, 2017].

Dotychczas prowadzone badania empiryczne rzadko odnosily si¢ wprost
do korzysci (lub tez braku korzysci), jakie przedsigbiorstwa notuja w zwiazku
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z prowadzeniem pracowniczych programow emerytalnych. Jak wcze$niej stwier-
dzono, pracowniczy program emerytalny moze by¢ postrzegany jako jeden z catej
gamy instrumentow zarzadzania zasobami ludzkimi. Wsréd nielicznych publikacji,
w ktorych analizowano to zjawisko, mozna wymieni¢ prace [Garcés-Galdeano,
2017]. Na podstawie szeroko zakrojonych badan dotyczacych hiszpanskich przed-
sigbiorstw, wykazano w niej, ze firmy, ktore stosowaty bardziej innowacyjne roz-
wigzania w zakresie ZZL, angazowaly si¢ w organizacj¢ szkolen, oferowatly bar-
dziej hojne $wiadczenia socjalne i zachety finansowe, jednoczesnie byly tymi
podmiotami, ktore chetniej wdrazaty pracownicze programy emerytalne. Badania
te dowiodly rowniez, ze pracownicy-uczestnicy planow emerytalnych niezaleznie
od zajmowanego stanowiska i placy wykazywali wyzszy poziom satysfakcji
z pracy oraz byli mniej sktonni zmieni¢ miejsce pracy w poréwnaniu do pracow-
nikow nieuczestniczacych w programie emerytalnym.

Nieco inne spojrzenie tj. z perspektywy sektorow gospodarki, na problematyke
funkcjonowania pracowniczych planéw emerytalnych w konteks$cie zarzadzania
zasobami ludzki przedstawiono w pracy [Munnell i in., 2015]. Autorzy, na podstawie
szeroko zakrojonych badan empirycznych prowadzonych w odniesieniu do amery-
kanskiego rynku pracy, wysuneli wniosek, ze ograniczanie s$wiadczen emerytalnych
dla pracownikow sektora publicznego powoduje odptyw wysoko wykwalifikowanej
kadry na rzecz przedsigbiorstw sektora prywatnego, a takze zniechg¢ca pracownikow
do przechodzenia z sektora prywatnego do publicznego. Wynika to ze wspomnianego
weczesniej duzego upowszechnienia pracowniczych programow emerytalnych w sek-
torze prywatnym i $wiadczy jednoczesnie o tym, ze program emerytalny jako poza-
ptacowy element wynagradzania ma dla pracownikéw duze znaczenie.

Ciekawe analizy empiryczne dotyczgce omawianej problematyki zaprezento-
wano rowniez w pracy [Werner i in., 2016]. Na podstawie wynikéw badan przed-
sigbiorstw z branzy przewozowej w USA zaobserwowano, ze wdrozenie progra-
mow emerytalnych moze by¢ sprzezone nie tylko z polityka kadrowa, ale tez
z celami strategicznymi firmy. Przyktadowo, firmy oferujace plany emerytalne
byly atrakcyjne dla pracownikow (kierowcow) preferujacych mniej ryzykowny
styl jazdy, co przektadato si¢ na mniejszy odsetek wypadkoéw w skali przedsie-
biorstwa i tym samym pozytywnie wpltywato na wyniki firmy.

3. Pracownicze plany emerytalne w Polsce

Tworzenie pracowniczych programow dlugoterminowego oszczedzania na
staro$¢ zostato prawnie uregulowane w Polsce w 1999 r. Wowczas, wraz z re-
forma obowigzkowego sytemu emerytalnego wprowadzajaca otwarte fundusze
emerytalne (OFE), zaczegly obowigzywaé przepisy umozliwiajace pracodawcom



80 Wybrane problemy zarzadzania rozwojem organizacji w przemysle 4.0

na zasadach dobrowolnosci tworzenie programow zwanych pracowniczymi pro-

gramami emerytalnymi (PPE). Mogg one przyjmowac nastepujace formy:

e pracowniczego funduszu emerytalnego (PFE) zarzadzanego przez pracownicze
towarzystwo emerytalne;

e funduszu inwestycyjnego zarzadzanego przez towarzystwo funduszy inwe-
stycyjnych;

e umowy grupowego ubezpieczenia na zycie z funduszem kapitatowym zawartej
z zakladem ubezpieczen na zycie.
Dwie pierwsze z wymienionych form maja charakter inwestycyjny, za$

trzecia — ubezpieczeniowo-inwestycyjny.
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Rys. 1. PPE w Polsce w latach 2008-2017
Zrédio: opracowanie wilasne na podstawie [KNF, 2018, s. §].

Narysunku 1 zaprezentowano, jak na przestrzeni ostatnich 10 lat ksztaltowato
si¢ uczestnictwo w pracowniczych programach emerytalnych, zaréwno w odnie-
sieniu do liczby zakladanych programéw PPE, jak tez liczby osob objetych
pracowniczymi programami emerytalnymi. Wedlug danych KNF [KNF, 2018,
ss. 11-15] w ostatnich latach w Polsce prowadzonych jest nieznacznie powyzej
1000 programéw, z ktorych wiekszos¢ (ok. 45%) funkcjonuje w przedsigbior-
stwach zlokalizowanych na terenie wojewodztw: mazowieckiego, $laskiego i wiel-
kopolskiego. Okoto 50% przedsigbiorstw, w ktérych wdrozono PPE, stanowia
spotki z ograniczona odpowiedzialnos$cia, za$ kolejne 25% to spotki akcyjne.
Potowa firm oferujacych PPE zatrudnia ponizej 50 pracownikdéw. Jednoczesnie
1/3 pracodawcow ptlaci sktadke w maksymalnej wysokosci 7% wynagrodzenia
pracownika (dane za lata 2016 1 2017). Pracowniczymi programami emerytalnymi
w Polsce objetych jest blisko 400 tys. osob, co stanowi tylko okolo 3% ogotu
zatrudnionych (dane Eurostat za 2017 r.).
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Od potowy 2019 r. w Polsce zacznie funkcjonowaé w nowa forma pracowni-
czych programow dlugoterminowego oszczedzania tj. pracownicze plany kapita-
lowe (PPK). Maja one by¢ obowiazkowo tworzone przez przedsigbiorstwa,
natomiast uczestnictwo pracownikow bedzie quasi-obowigzkowe (automatyczny
zapis z mozliwos$cig rezygnacji). Programy te maja w zatozeniu objaé wszystkie
osoby zatrudnione, z tym, ze proces ich wdrazania jest rozlozony na 2 lata.
Od 1 lipca 2019 r. PPK rusza w przedsigbiorstwach zatrudniajacych co najmniej
250 0s6b, od 1 stycznia 2020 — co najmniej 50 osdb, od 1 lipca 2020 — co najmniej
20 osdb, a od 1 stycznia 2021 — w pozostalych podmiotach oraz jednostkach
sektora finansow publicznych.

W obecnym stanie prawnym mozliwe jest, aby przedsigbiorstwo, ktdre prowa-
dzito PPE przed wyzej wymienionym terminem obligatoryjnym byto zwolnione z ob-
owigzku utworzenia PPK. Dodatkowe warunki, ktore musza by¢ spetnione w tym
przypadku obejmuja wymodg sktadki w wysokosci co najmniej 3,5% podstawy
wymiaru w ramach PPE oraz uczestnictwa w programie co najmniej 25% zatogi.

Pracownicze plany kapitalowe, podobnie jak pracownicze programy emery-
talne, moga by¢ zarzadzanie przez towarzystwa funduszy inwestycyjnych,
powszechne towarzystwa emerytalne, zaktady ubezpieczen na zycie, oraz pra-
cownicze towarzystwa emerytalne. Wystepujace tu roznice dotycza ograniczenia
ustawowego kosztéw zarzadzania PPK przez instytucje finansowe, co czyni ten
rodzaj programow tanszymi w obstudze. W PPK takze ustawowo zagwaranto-
wany jest wachlarz wyboru subfunduszy dostosowanych profilem ryzyka do
wieku uczestnika. W PPK, w odréznieniu od PPE, przepisy uszczegotawiajg tez
limity inwestycyjne dotyczace instrumentéw diuznych i udziatlowych.

W tabeli 2 przedstawiono poréwnanie PPE i PPK z punktu widzenia celow
zarzadzania zasobami ludzkimi. Przedstawiona analiza dokonana zostata w opar-
ciu o przestanki dyskutowane we wczesniejszym podrozdziale, dotyczace wplywu
specyficznych rozwigzan odnoszacych si¢ do architektury pracowniczego pro-
gramu emerytalnego na jego uzyteczno$¢ dla polityki kadrowej, co z kolei warun-
kowane jest atrakcyjnoscig danego programu oszczgdnosciowego dla pracownika.
Podejscie takie opiera si¢ na zatozeniu, ze sam fakt oferowania pracowniczego
programu emerytalnego nie jest wystarczajagcym warunkiem uzyskania pozytyw-
nych efektow w zakresie ZZL. Dokonana analiza obejmuje wyszczegolnienie
spodziewanego oddziatywania na pracownika r6znych aspektéw konstrukeji obu
programow tj. zasad tworzenia przez pracodawce, obowigzkowosci uczestnictwa
dla pracownika, wysokosci sktadek pracodawcy i pracownika, dodatkowych form
dofinansowania, ryzyka inwestycyjnego, minimalnego wieku uprawniajacego do
wyptaty $rodkéw, oraz mozliwosci dysponowania zgromadzonymi Srodkami
przed osiagnieciem wieku emerytalnego oraz po przejsciu na emeryture.



Wybrane problemy zarzadzania rozwojem organizacji w przemysle 4.0

82

‘eyiumooeld 1/qn) Aomepooeid Dpep|s 9zs

-z1u eu tlefemzod 4 m emisued mazpng z Kjepdop Koeid nzs
amoxyepop “Sdd ! ddd & (Amoouoy jendey) aulfAd | -npunj z (}z o) Arerdop auzo0100 Zeio amosueuly
-Kisomur DjiuAm ouzokidjodiy suqopod oblepepiez | (Jz 0S7) eureymod ejeydop emozeroupal Yelq | Adyoez amoxyepoq
(1610 M ) U
-ZJ01JZ 0G‘Tr 17 Op "SAm m [om
“BzsYd1Im 3saf Koead nyjukl eu Ay Sluenpim | -0y1epop INPERS BIUBMOIB[YIP eyrumooerd
osoulKouormnyuoy okobzsoupod zeio yokokmm -Apul eue[eIsn — BIUOZPOIFRUAM 047 Op | -BZ OSoU[eNPIMAPUL JSOMI[ZOW | BMONIBPOP BYPRR[S
-Kjowr mojusmmysur oxel 9sourem oI zorumor peis eylumodeld emom
‘eyrumoderd eruazpim nppund z ozsforulKoyene 3dis BIUOZPOISRUAM %7 Jelq -eyspod expepys
semepAm bSow 2101y ‘rweweiSord bs g4 zo1 0391 BLIDJAD] duur qn| Komepooed
-e|(q "eueSewdm 3sof oru eyjrumooed expep(s gdd 4 | Aoeid Zeis eu npd[5zm 9Z BIUBMODIUZQIZ BMOYJEpOp
omoxepo( (%t 1soukm Komepooeid esjpepys ujew | JSOMI[ZOW — BIUSZPOISBUAM 94,G°T Op Jelq BIpepIS
-Asyewr 3dd M) eruozpoideukm 9o,/ op ze Aomep (wAmojomy W] WAUIOT Z
-ooed dypepys eu ouo tleremzod zApS ‘yozpoiFeudm 0MOY}EPOP) BIUDZPOIFRUAM JUD
eyiupepys ogomooepdezod dfoxuny oruped nrudols -o1d oye[ euo[sonjo evlOMY qn| Komepooerd
wAzsdm m (domepooerd zozid yoAueigAm 1fodo ‘ejomy BJR)S 0} 9AqQ ozow ‘BYIU emomelspod
po 03 Azarez 9oyo) 30w Hdd z niueumorod z gdd BIUSZpOIZRUAM 9G] | -modoeld eruszpoideudm 9,/ op BpepIS
“Auny spuniazim AumAiAzod afnpng Auons [p18nip z e nyox o3apzey wasidez wAuzoLy
‘nuemomAlowr Azngs Auons foupal z K19y ‘nsnuoq | -ewoine wAumouod 1 1foeudAzar rosom
o3omoxpepop oxel mowrerdoid ndAyr o03ey jefousiod | -rzowr z (‘z1 gg [dzruod qoso eip) sidez Amoun eruesidpod e3ewAm erumoderd
BZIUQO Sdd M Brumoorld emjommsozon jozéimoqQ | Auzokjewone — omoyzkimoqo-isenb | — 9MOYZB1MOqOdIU 0MIOTIISIZI)
‘Koead nyyuk1 eu 9soulKouainsuoy o3af wAobzsou
-pod wanIuzo1Am 94Aq afeysazid 1opyereys Auyodzsm domepooerd zozid
-od eu npd|3zm 9z domeposeld zozid o3sureIfIow BIUDZIOM]
nweidoid erudzpemoid ey wes Jdd mopedAzid g ("1 6107 ®odi] po) omoxzkimoqo 0MOYZRIMO0qOTU Apesez
dlueMAfeIZPpo duemdrzpods Mdd Add PPdsy

ezomeumosod ezijeue — 77 DjAN0d a10533U0N M S dd T Hdd MoweiSord exiyAdadg T epqeL




83

"2USDIM 21UDMOIDAO [0PO.L7

‘moyrumodeld yoezoo m
d0o[eZ YOI JIMoUBIS dZOW 00 ‘MOYpols AepdAm
[ozs[o1usozom 10SOMI[ZOW O NIUSISAIUPO M Hdd
ZIu eruezéimzol duzokjse[d [dizpieq kMmiojo Sdd

BIOAZ WA 01 "()9 Pazid AukzoAzid eruep
-od zaq (yoerusotnod od) moypois Ayeyd
-Am 9somijzow Sy dd oFeuut op qn| g1
younyoel eu ‘(%001 ) dMOIUBYZSIIW [0
'U (MOMPOIS 9,G7) Aqoioyd [ouzemod
nmjpedAzid m  (uadknod  yoAmoxyepop
zoq) AyerdAm [ozs[orusazom 9somijzow

lipldtieh)
-bnod od nyendey AyepdAm gsom
-fizowr Hdd toepmy nyjped
-Az1d m ‘g gd oFouur op qny I
op nigysuen 9somijzow ‘Ajepd
-Am fozsforusozom 1fodo yeiq

WAU[BIAIOWD WS
-omjo pozid moypoIs
eyepdAm qny 1oysuer],

‘KyerdAm erueuoxop op Koklerumerdn yorm
Kzsziu 1 dfoeyker3 tmozeroupal ‘bmolseruyos)
-eu eu npd[3zm oz azsloulAoxene oyel moxqIumoo
-e1d zozid srumApyorqns oruedoznsod 94q azow Fdd

e O samjo zozid yoejer yoAu
-zod1so1ur m YoAuedepdAm 946/ ‘Oomozerou
-pal yoAuooerdAm moxpoIs 9,5z Op e 09

eupeIel qnj emozeioupal eyepd
-Am foupellrowd  erudrumerdn
oueysAzn Ap3 e[ S qny 18] ()9

KyepdAm euu1oy 1
moypois AyepdAm
op Aoklerumerdn
Yorm AujewIurz

Wykorzystanie pracowniczych programow emerytalnych w zarzadzaniu zasobami ludzkimi

‘mouwrerdord nqo
0obzoeuz 2MoIUZOI J1u wRlez ud) Yuukz) nueyd
Komesop 1 Auioj 9z10qAm 0 afnpAoop vomepooeid
0} Mdd ! el 9dd m oumorez yeupdr ‘(yezoordzoqn
wopepez z Amown nypedAzid m) emoruazosrdzogn
BUOIYO0 Is9f eMmIjzow yoewei3old nqo g\ nuwerdoxd
oJoupal yoewer m 1wAuozpemold ruezsnpunyqns
TwAuZo1 Azpdru nioqAm dsomijzow eu npd[3zm oz
eyumodeld ejp aulAoxene [d1zpieq 94q B3ow S dd

eyAzA1 nyiyoid wAu
-0[SOI30 O NZSnpuny n10gAMm oFaurenpim
-Apul psomIjzow euemojuerem3 ‘oJom
-opeyidey nzsnpunj oomoruazodrdzagn
qny o3aulAoKisomur nzsnpunj ypsoupal

eAzA1 niyoid n1oqAm o3aue
-npimApur (Apesez op 09) 1050m
-1zow Yelq ‘wAmopendey wozs
-npunj z 91AZ eu BIUdzo3rdzogn
o3omodni3 emown qn] o3ou
-[Kofysamur nzsnpunj pypsoupaf

o3oulKofysomur
BYAZAI A1SOI[BZ M
BIUBMOSOISOP
9$0MI[ZOW ZBIO
nuweidoid guio,g




84 Wybrane problemy zarzadzania rozwojem organizacji w przemysle 4.0

4. Podsumowanie i wnioski

W niniejszym rozdziale dokonano przegladu wczesniejszych (nielicznych)
badan nad wykorzystaniem pracowniczych programéw emerytalnych w obszarze
771 oraz przedstawiono spodziewany (na gruncie teoretycznym) wptyw funkcjo-
nowania takich programéw na poziom motywacji i satysfakcji pracownika.
Pozwolilo to na sformutowanie wniosku, ze w kontekscie celow polityki kadrowej
wazne sg rowniez uwarunkowania dotyczace funkcjonowania tego typu pro-
gramu. Zgodnie z tym, w dalszej cze$ci dokonano poréwnania i oceny poszcze-
gblnych rozwigzan przyjetych przez ustawodawce dla programow, ktore funkcjo-
nujg juz (PPE) lub tez dopiero zaczng funkcjonowaé (PPK) w Polsce. Analiz
uzyteczno$ci programow emerytalnych jako narzedzia ZZL dokonano przede
wszystkim przez pryzmat potrzeb i preferencji pracownikow, ktore determinuja
podatnos¢ pracownikow na tego rodzaju instrumenty. Cho¢ mozna wskazac
pewne pozytywne aspekty oferowania PPK z perspektywy pracodawcy, takie jak
nizsze koszty zarzadzania, to jednak programy PPE wydaja si¢ dawaé wigksze
mozliwo$ci uzyskania korzysci w zakresie polityki kadrowej. Odpowiednio
zaprojektowane moga by¢ one atrakcyjniejszym dodatkowym bonusem bgdacym
elementem systemu motywacyjnego oraz elementem wzmacniajagcym pozytywny
obraz przedsigbiorstwa i przywigzanie pracownikéw do firmy. Nalezy zaznaczy¢
jednak, ze PPE nie s3 same w sobie lepsze od PPK, lecz ze wzglgdu na fakt,
ze daja wigksze pole manewru pracodawcom. Najwicksze znaczenie w tym przy-
padku ma ustalenie wysokosci sktadki pracodawcy. Podczas, gdy w PPE moze
ona wynies¢ maksymalnie 7% wynagrodzenia pracownika, w PPK tylko 4%.
Dodatkowo, w PPK pracownik obligatoryjnie partycypuje w sktadkach, a pro-
gram PPE moze by¢ finansowany wylacznie przez pracodawce. Tym samym
potencjat PPE jako narzedzi realizacji polityki kadrowej na etapie rekrutacji,
utrzymania satysfakcji z pracy, motywacji i zarzadzania wiekiem jest wigkszy niz
w przypadku PPK. Firmy konkurujace o pracownika o okreslonych kwalifikacjach,
posiadajace programy PPK, beda mogly rywalizowa¢ w zakresie dodatkowych
planow oszczedzania na staros¢ tylko poprzez wysokos¢ sktadki fakultatywne;j
pracodawcy, ktora maksymalnie moze wynosi¢ 2,5% wynagrodzenia. W przy-
padku PPE pole manewru jest znacznie wigksze, a tym samym wigksza jest
mozliwo$¢ wyrdznienia si¢ danego przedsigbiorstwa na tle innych firm. Dokonane
analizy charakteryzujg si¢ pewnym ograniczeniem, ktore dotyczy ich teoretycznego
charakteru. Z oczywistych wzgledow skonfrontowanie otrzymanych wynikow
z wynikami analiz empirycznych bedzie mozliwe dopiero po pewnym czasie
funkcjonowania PPK w Polsce, nie wczesniej niz za kilka lat.

Odnoszac si¢ do tych rozwazan nalezy rowniez stwierdzi¢, ze wspomniane
pojecie atrakcyjnosci w oczach pracownikow poszczegodlnych rozwigzan przyjetych
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w planach emerytalnych jest bardzo subiektywne, zalezy od indywidualnych
czynnikéw 1 niekoniecznie ma na wzgledzie obiektywnie optymalne decyzje
z punktu widzenia wygtadzenia dochodu jednostki w cyklu zycia. Przyktadowo,
pracownik moze postrzegaé¢ jednorazowa wyptate srodkéw z planu emerytalnego
po przejsciu na emeryturg jako lepsza dla siebie opcje, podczas gdy faktycznie
z punktu widzenia jego finanséw osobistych annuitet moze by¢ bardziej odpo-
wiednim rozwigzaniem. Jak wskazuje si¢ w literaturze przedmiotu, obcigzenia
behawioralne i heurystyki majg bardzo silny wplyw na decyzje emerytalne
[Maloney i McCarthy, 2017].

Analizujac omawiany temat warto mie¢ rowniez na uwadze, ze w polityce
kadrowej, ktora uwzglednia aspekty emerytalne, lub tez szerzej — zwigzane z wie-
kiem pracownikéw, program emerytalny moze by¢ postrzegany jako jeden z wielu
elementow, aczkolwiek istotny. Jak wskazano w pracy [Wang i Shultz, 2010] cele
takie, jak poprawa satysfakcji pracownikow oraz zwigkszenie ich zaangazowania,
wspieraja takie srodki, jak oferta §wiadczen medycznych w okresie emerytalnym,
czy tez wdrozenie systemow zorientowanych na dlugookresowe utrzymanie pra-
cownika w przedsi¢biorstwie (life-long employment system).

Cho¢ prowadzone w tym rozdziale analizy dotycza programéw pracowni-
czych (w rozumieniu przytoczonej we Wprowadzeniu definicji OECD), to orga-
nizowanie i prowadzenie przez firm¢ takiego programu nie jest warunkiem
koniecznym, aby pracodawca oferowat doptate do sktadki emerytalnej jako
dodatkowy bonus i element systemu wynagrodzen. W wielu krajach (np. w Cze-
chach, Irlandii, Islandii, Portugalii, Wielkiej Brytanii) funkcjonuja réwniez indy-
widualne programy emerytalne, niepowiazane ze stosunkiem pracy, w ktorych
pracodawca moze zadeklarowac partycypacje w planie oszczgdno$ciowym pra-
cownika, mimo, ze sam nie organizuje programu emerytalnego (przez co nie jest
to program pracowniczy). Mozna przypuszczaé, ze rowniez takie rozwigzania
w podobnym zakresie moga by¢ wykorzystywane przez przedsigbiorstwa do
realizacji celow w obszarze zarzadzania zasobami ludzkimi.
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1. Introduction

Under the conditions of Industry 4.0, much attention is beginning to be paid to
such trends in the development of the modern economy as competitiveness,
innovation, labor productivity, knowledge economy, and digital economy. Despitethe
globalization process, the situation in the global economy continues to become more
complex. The US review of NAFTA’s trade relations with Canada and Mexico and
the creation of a new USMCA free trade zone (the United States-Mexico-Canada
Agreement) thetoll wars between the US and China, and the transition to anew round
of technology development — Industry 4.0, led to changesin the rulesgamesand world
order for companies engaged in international business.

At the sametime, universties are also greatly affected, which are beginning to be
viewed as drivers of territorial development in three main areas. economics, science
and innovations, human capital, and education is becoming one of the main factors of
state competitiveness. People are beginning to be seen as creators of goods, producers
of works and services and carriers of demand, and a so become the core of quaitative
changes and transformations in the knowledge economy and the modern digita
economy.
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Therefore, the purpose of the study is to propose a model of interaction between
universities and companies for the formation of their human resources, allowing them
to successfully conduct business in the modern conditions of Industry 4.0.

The scientific novelty of this study is to examine the nature of the economic
processes currently operating in the global economy, and to develop a number of
recommendations based on the experience of companies from the Russian Federation
for companies participating in international business to increase market stability,
including by building up intellectual capital and building close ties with educational
institutions. Research methods are system method, statistical method, graphic method,
and analogy method.

2. Key Features of Industry 4.0

Modern companies within Industry 4.0

Industry 4.0 (Fourth Industrial Revolution) initially appeared as a project aimed
at improving the competitiveness of the manufacturing industry. As part of it, it was
proposed to integrate automated machines and processing centres connected to the
Internet into industrial processes in order to provide the machines themselves to
change production templates. At the same time, the digital approach covers all stages
of the product life cycle, including design and prototyping, commissioning
and maintenance of the production line, production control and optimization, as well
as data obtained as a result of feedback from customers and consumers [Tarasov,
2018, p. 58].

At the same time, in the framework of Industry 4.0, not only the production
process, but also the service sector associated with the manufactured products changes
radically. Thus, each work object will determine for itself what work must be done
for production. Such an architecture of industrial systems can be not only
implemented in completely new enterprises, but also under the condition of
evolutionary development through digital upgrading of existing production facilities
in already existing enterprises.

Among the key principles on which Industry 4.0 is based, the following can be
singled out: the interoperability of man and machine — the ability to contact directly
via the Internet; transparency of information and the ability of systems to create
a virtual copy of the physical world; technical assistance to human machines —
combining large amounts of data and performing a number of unsafe tasks for
humans; the ability of systems independently and autonomously to make decisions.

At the same time, among the main trends in the Industry 4.0 market are the
following:

e growth of investments in new technologies;
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e increase in the number of mergers and acquisitions and strategic alliances;

e growth in the sales of automation solutions.

Among other things, Industry 4.0 changes the working conditions of employees.
The second thematic annual report “Four types of managers who will lead their
companies to success in the Fourth Industrial Revolution™ highlighted a number of
leadership skills that leaders of the most effective innovative companies should have,
including: the pursuit of public benefit, determination, long-term vision in technology,
data-based decision making and an active approach to staff development [Information
Portal Deloitte]. The study was based on a survey conducted by Forbes Insights in
June and August 2018 among 2.042 heads of international companies from 19
countries of the world (Asia, Europe, and North and South America)*.

Also, within the framework of this study, 30% of managers among the main
problem that they face when adapting a business strategy to the changing needs of
their organizations, identified the lack of a managerial strategic vision. 55% of
managers noted a significant gap between the skills their employees possess and the
skills needed in the future. At the same time, 25% of respondents prefer to hire new
workers, while 57% believe that, within the existing education system, new workers
do not receive the necessary training.

Among the leading countries in the development of technology within Industry
4.0, Germany can be singled out, which annually allocates up to $ 10 billion to
implement this project [Fast Salt Times]. The goal of the Germany’s Government,
which is the ideological inspirer of Industry 4.0, is to maintain leadership in the
industry by encouraging innovation in all sectors, provided that the government and
business join forces with the country's best scientists for a new technological
breakthrough in the German economy.

Thus, as Klaus Schwab (Founder and Executive Chairman, World Economic
Forum) had said: «...it all comes down to people and values. We need to shape
a future that works for all of us by putting people first and empowering them. ...
As a complement to the best parts of human nature — creativity, empathy, stewardship
— it can also lift humanity into a new collective and moral consciousness based on
a shared sense of destiny» [Information Portal ,,World Economic Forum”].

Higher education institutions within Industry 4.0

Due to the fact that in the framework of Industry 4.0, the competitive advantages
associated with the abilities, capabilities and speed of self-development of countries,
organizations and people come to the fore, universities are not only among the actors

4 All managers who participated in the survey are organizations with revenue of at least
$1 billion. At the same time, half of the respondents (50.1%) are heads of organizations,
whose revenue exceeds $5 billion.
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in the development of an innovative economy, but also undergo changes [Wissema,
2009, p. 40] These changes are due to several reasons, among which are the following:

1. Universities are interested in continuing advanced scientific research;
therefore, they are forced to look for alternative sources of funding. This is facilitated
by the collaboration of universities with high-tech companies that reduce the volume
of independent fundamental research in favour of cooperation with universities in the
framework of projects that are important for their competitiveness. Thus, the worlds
of scientific and applied research become interconnected, which allows to achieve the
maximum effect in the implementation of projects.

2. Increased globalization and expanding opportunities for learning and
conducting research in other countries are forcing universities to compete more
actively among themselves for the best students, teachers, and contracts with
companies for research work. The result of this competition is an increase in the gap
between the leading universities and the universities of the "second echelon". In order
not only to defend their positions, but also to improve their universities, it is necessary
to become a platform for the concentration of world experience, which all those
involved in a particular area of knowledge are eager to attend: students, teachers,
companies. Therefore, universities are beginning to actively engage in the
development of projects for the introduction and commercialization of knowledge
generated, which becomes one of their tasks along with education and research.

3. Changes of government policy lead to the development of the commercial
component of the work of universities. This leads to the fact that in the knowledge
economy, universities become one of the instruments of economic growth, playing
an active role in deriving benefits from projects to create new knowledge.

4. Recently, interdisciplinary projects have been greatly developed, which has an
impact on changing the form of organization of activities at the university. Thus,
interdisciplinary teams focusing on solving specific problems become the most
effective. Changes also affect university management. It should create new structures
and positions to manage such projects and processes to benefit from the know-how
gained, allowing them to adapt to the need to be most effective in the face of
increasing the scale and level of complexity of the tasks facing the university.

In connection with the above reasons, in order to develop in modern economic
conditions, university must have a number of characteristics, among which are
the following: deriving benefit from its own know-how; conducting activities in the
international highly competitive market; support of projects aimed at networking with
representatives of the real sector of the economy; the prevalence in the structure of
interdisciplinary research and projects; the creation of special conditions for attracting
the best and most promising students and teachers; cosmopolitan activity; reducing
dependence on government regulation.
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This is the driving force to university transitions from models 1.0 and 2.0 to
models 3.0 and 4.0, the features of which are shown in Figure 1. When universities
switch to a more modern model, there is a constant increase in the level of service.
University 3.0 is becoming a separate economic agent, a large company at the expense
of its own competences in understanding how markets develop.

University 1.0
focusing on
educational

function

- knowledge transfer;
- personnel training;
- social elevator

University 2.0
focusing on
learning
and research

- generation of new
knowledge through
research;

- center of consulting
service for market

University 3.0

focusing on
learning,
research and
knowledge
commercialization

- technology

commercialization:
- entrepreneurship,
- creating startups
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Fig. 1. Model transition from University 1.0 to University 4.0
Source: Wissema, 2009, p. 52.

3. Analysis of research objects

Evaluation of the effectiveness of international companies can be carried out on
various grounds, including the amount of revenue and market capitalization.

The company Fortune prepared an annual ranking of world companies in
terms of revenue — Fortune Global 500 [Information Portal Fortune, Fortune
Global 500]. Figure 2 presents a dynamic country analysis of the companies rep-
resented in the rating by years in the rating.

The strengthening of the positions of large economic entities from the China looks
particularly impressive as can be seen from the above data. The best idea of
competitiveness is given not by the cumulative indicator of the company's revenue,
but by the actual profitability of its operations (profit). In 2018 Walmart tooks the first
place in terms of revenues, and Apple tooks the first place in terms of profit. The data
presented in Table 1.
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Fig. 2. Representation of companies from selected countries in the Fortune Global 500
Source: Information Portal Fortune, Fortune Global 500.

Table 1. The largest companies in the world in terms of profits according
to the Fortune Global 500, 2018

Name of the company Profit, million| Place | Place Revenue, Sales
dollars (profit)|(revenue) million dollars | profitability, %

Apple 48 351.0 1 11 229234 21.09%
British American Tobacco 48 327.8 2 453 26 128 184.97%
Berkshire Hathaway 44 940.0 3 10 242 137 18.56%
Industrial & Commercial 42 323.7 4 26 153 021 27.66%
Bank of China
Samsung Electronics 36375.4 5 12 211 940 17.16%
China Construction Bank 35845.2 6 31 138 594 25.86%
Verizon 30101.0 7 37 126 034 23.88%
AT&T 29 450.0 8 20 160 546 18.34%
Agricultural Bank of China 28 550.4 9 40 122 366 23.33%
Bank of China 25509.2 10 46 115423 22.10%
J.P. Morgan Chase 24 441.0 11 47 113 899 21.46%
Comcast 22 714.0 12 80 84 526 26.87%
Toyota Motor 22 510.1 13 6 265172 8.49%
Wells Fargo 22 183.0 14 62 97 741 22.70%
Pfizer 21 308.0 15 187 52 546 40.55%
Microsoft 21204.0 16 71 89 950 23.57%
Exxon Mobile 19 710.0 17 9 244 363 8.07%
Bank of America Corp. 18 232.0 18 60 100 264 18.18%
Facebook 15 934.0 19 274 40 653 39.20%
Procter & Gamble 15326.0 20 135 66 217 23.15%

Source: Information Portal Fortune, Fortune Global 500.
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At the same time, as of 2012, the situation in the world was as follows: the first
place in terms of income was taken by the Russian company Gazprom, the second by
the company Exxon Mobil, also representing the fuel and energy sector, the third was
the Industrial and Commercial Bank of China. The largest company in the world in
terms of gross revenues received in 2012 was Royal Dutch Shell, second place was
taken by Exxon Mobil, and Gazprom got only 15th place here. Thus, we can conclude
that the financial crisis has strongly affected the fuel and energy industry, which led
to a sharp drop in the performance of global companies representing it.

A study of companies in terms of market capitalization is conducted by the
international firm Price Waterhouse Coopers [Information Portal Price Waterhouse
Coopers, TOP-100 according to Price Waterhouse Coopers]. In 2018, the main trends
in the TOP-100 rating were the following:

1. In 2018, the growth of the total market capitalization of TOP-100 companies
continued and amounted to 15% compared with 2017. The greatest growth was
shown by Amazon and Apple.

2. The quantitative composition of companies from different countries has
changed. The data are presented in Figure 4 The largest representation of US
companies (total capitalization — $12.187 trillion).

3. 85 companies from the list of 2017 remained in the list of 2018 (in 2017 there
were 91 such companies — the best indicator of stability for all the years of research).
Giants such as Starbucks, Daimler, Vodafone Group, Deutsche Telekom, BASF,
Bayer, etc. left the list. At the same time, 61 companies from the 2009 list remained
in the 2018 list.

4. The leader of the list Apple became the first company in the world, which
reached a capitalization of $1 trillion in August 2018. [Information portal of the
Interfax Information Agency]. In 2009, it was on the 32 position in the list with
a capitalization of $94 billion.

5. The maximum number of positions (77) was increased by Bank Of America
(10™ in the 2018 list), reaching a market capitalization of $307 billion.

6. In the list of TOP-100 for all years of research (since 2009) there is not a single
company from Russia.

At the same time, economic growth is possible mainly due to increasing
the volumes of labour used, as well as improving their quality through the
development of education and technology. In this regard, in recent years
considerable attention has been paid to the study of the main economic resources
of the national, world and global economy, namely labour and knowledge, which
together constitute human capital.

So, if previously up to 80% of the company's value was occupied by tangible
assets, then in the era of the development of the digital economy and the knowledge
economy [Zashchitina, 2019, p. 27], up to 80% of the company's value begins to be
diverted to intangible assets [Sullivan, 2000, p. 330].
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The global value of companies in 2017 for the first time exceeded $100 trillion
and amounted to $109.3 trillion according to the Global Intangible Finance Tracker
(GIFTTM) 2018 — an annual review of the world’s intangible value. In this value, the
share of intangible assets is 40%. The data are presented in Figure 5.

100%
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36% [ 44% [l 38% W 37 % 1 35% M 35% M 37% 60% M 48% M 42% W51% W 50% W 47 % W 47 % W 53% M 48% W 48%

0%
2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017

¢ Tangible Assets o Disclosed Intangible Assets (ex g/w) e Disclosed Goodwill e Undisclosed Value

Fig. 5. Global Enterprise Value - Relative Breakdown (%)
Source: Global Intangible Finance Tracker (GIFTTM) 2018.

At the same time, among the industries with the largest volume of intangible
assets are: Cosmetics & Personal Care (90%), Aerospace & Defense (90%),
Internet & Software (87%), Pharma (87%), Healthcare (85%), Media (84%)
[Global Intangible Finance Tracker (GIFTTM) 2018].

At the end of 2017, the World Economic Forum ranked 130 countries for the
development of their human capital on a scale from 0 (worst) to 100 (best), both
as a whole and by individual indicators, including capacity subindex, deployment
subindex development subindex, know-how subindex. The top 10 countries-
leaders in the global human capital development index in 2017 are represented
both by small European countries, namely Scandinavia and Switzerland, and by
countries with strong global economies, such as the USA and Germany. The index
leaders are countries with high incomes and a high level of education of their
citizens, which contributes to greater attention to the future potential of human
capital and engaging a large part of their workforce in a wide range of industries
that require specialized knowledge and skills. The data presented in Table 2.
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Table 2. Global Human Capital Index, 2017

Overall index | Capacity | Deployment | Development | Know-how
Country subindex subindex subindex subindex

value | rank value value value value
Norway 77.12 1 80.46 73.18 82.63 72.22
Finland 77.07 2 81.05 65.09 88.51 73.62
Switzerland 76.48 3 76.36 69.12 84.87 75.75
USA 74.84 4 78.18 68.72 83.45 68.99
Denmark 74.40 5 79.37 71.41 78.65 68.18
Germany 74.30 6 76.33 69.52 79.38 71.96
New Zealand 74.14 7 78.92 72.76 80.38 64.50
Sweden 73.95 8 76.21 69.60 77.10 72.89
Slovenia 73.33 9 81.10 65.90 79.21 67.10
Austria 73.29 10 73.71 68.00 81.53 69.92
Russian Fed- 72.16 16 83.19 74.33 72.97 58.14
eration
Japan 72.05 17 80.96 66.32 73.92 67.00
UK 71.31 23 71.59 67.40 76.23 70.02
France 69.94 26 74.68 60.90 75.34 68.86
China 67.72 34 70.34 74.06 68.47 58.01

Source: Insight Report “The Global Human Capital Report 2017 .

Also, as part of the work of the World Economic Forum, a new Global
Competitiveness Index 4.0 was presented in this report. It allows defining a set of
factors that are critical for production under the Fourth Industrial Revolution (4IR),
divided into the following groups:

e Enabling Environment: Institutions, Infrastructure, ICT adoption, Macroe-

conomic stability;

e Markets: Product market, Labour market, Financial system, Market size;

e Human Capital: Health, Skills;

¢ Innovation Ecosystem: Business dynamism, Innovation capability.

Among the leaders of this index are also USA (85.6), Singapore (83.5),
Germany (82.8), Switzerland (82.6), Japan (82.5), Netherlands (82.4), Hong
Kong SAR (82.3), UK (82.0), Sweden (81.7), Denmark (80.6). Russian
Federation with a rating of 65.6 ranks 43rd among 140 world economies [Insight
Report ,,The Global Competitiveness Report 2018”].

Thus, we see that the countries in which the companies with the highest
revenue and profits are also among the leaders in the global index of human
capital and global competitiveness, which indicates a close relationship between
education and business.
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4. Communication of companies in the real sector
of the economy and institutions of higher education
as an opportunity to succeed in the era of Industry 4.0
(experience of the Russian Federation)

For the most effective integration into the existing reality of Industry 4.0,
modern companies operating on the territory of the Russian Federation need to
create conditions for the transition from state support of large enterprises with
state participation to the development of small and medium-sized enterprises that
are able to produce a technological “digging” as soon as possible.

Today it is important to join the global value chains, increase the share
of value added created by national companies and the competitiveness of
products, including through the placement of foreign industries in Russia and the
use of imported components and technologies. Modern international cooperation
is the basis of the socio-economic and scientific-technical progress of countries,
the globalization of world economic relations, regional economic integration,
transnationalization, and international industrial cooperation. The development of
international cooperation suggests: cooperation implemented through a contract
and not accompanied by the creation of any organizational structures; cooperation
implemented through international business associations.

Examples of successful international cooperation are demonstrated by
companies that are leaders in global aircraft manufacturing Boeing (Figure 6) and
Airbus (Figure 7). It should be noted that in Russia industrial cooperation has not
received such wide development as in countries with developed market
economies. Among one of the obstacles to the participation of the Russian
Federation in it is the raw material orientation of its economy.

To overcome this obstacle, the Agency for Strategic Initiatives autonomous
non-profit organization developed a program of measures to create fundamentally
new markets and create conditions for Russia's global technological leadership by
2035 (the markets for the National Technology Initiative - NTI). This program
includes systemic solutions for determining key technologies, necessary changes
in the field of norms and rules, working measures for financial and personnel
development, mechanisms for involving and rewarding carriers of the necessary
competencies. The choice of technologies is made taking into account the main
trends of world development, based on the priority of network technologies
cantered around the person as the final consumer.

At present, 10 promising markets have been selected, represented in the
matrix of the NTI, combining markets, technologies, institutions and
infrastructure (Figure 8).
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In addition to the creation of NTI markets, great attention is paid in Russia to
the development of human resources. Among the projects presented in this
direction are the following:

1. Inclusion of the Russian Federation in an international organization that
promotes professional, technical and service-oriented education and training
WorldSkills. Thanks to international cooperation and the development of links
between industries, governments, organizations and institutions, it is possible to
show the advantages and the need for qualified specialists through holding
competitions, organizing joint projects and sharing experience [Information
Portal WorldSkills Russia].

Among the main projects are the following: holding championships for young
professionals, the creation of specialized competence centres, the creation of
advanced training centres.

2. Implementation of the project "Profstazhyki 2.0". The essence of the
competition is that employers offer students to find solutions to real problems in
various areas. Among them, in particular, business, tourism, education, medicine
and other areas. Students, in turn, will be able to choose the direction of interest
and write a scientific work. Those who successfully cope with the proposed task
will be invited for an internship or even a job [Information Portal ,,Profstazhirovki”].
Among the key activities and project formats are the following:

e competition of student works "Profstazhirovki" — a new mechanism of inter-
action between the student, educational organization and the future employer,
involving student work and internships as a social elevator for young people;

e all-Russian campaign “Days in Profession” — for schoolchildren of different
age groups (grades 5-6, grades 7-8, grades 9-11) and first-year students un-
dergo a series of one-day excursions to modern industrial and other organiza-
tions. The task of the action is to show schoolchildren and students the full
range of possibilities for future professional self-realization;

¢ all-Russian base (aggregator) internships — thanks to the project, students can
complete an internship directly in their field and receive additional employ-
ment opportunities immediately after receiving a diploma. The project allows
the enterprises to participate in the preparation and training of personnel or to
select graduates of educational organizations in any region of the country;

e research, monitoring, surveys;

o legislative proposals and initiatives.
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3. Creating a world-class scientific and educational cents (SEC). Combining
educational institutions of higher education and scientific organizations,
regardless of their departmental affiliation with organizations of the real sector
of the economy, conducting world-class research and development, the result of
which is obtaining new competitive technologies and products and their
commercialization, carrying out personnel training to address major scientific and
technological tasks in the interests of the development of branches of science and
technology according to the priorities of scientific and technological development
Russian Federation. The SEC activity has an applied nature; therefore its key idea
should be the pairing of the tasks formulated by the industrial partner, the
groundwork and prospects of the scientific partner and the educational partner
base, which should together provide innovative development.

Among the main goals of the project are the following:

— development and implementation of Integrated Research Programs and
Integrated Scientific and Technical Programs;

— ensuring the legal protection of the management of rights to the results of
intellectual activity and the protection of the results of intellectual activities
obtained by the Program initiator, as well as the results of intellectual activities
transferred to it for management, including abroad;

— commercialization of the results of intellectual activity, including marketing
research and the search for partners to promote products to specific markets,
including external ones;

— provision of the possibility for the SEC participants to use the SEC infrastruc-
ture on preferential terms;

— 1implementation by the initiator of the Program and participants of the SEC of
educational activities, educational programs of higher education — graduate
programs and programs for the training of scientific and pedagogical personnel
in graduate school;

— conducting admission to targeted training in educational programs of higher
education within the established target figures for admitting citizens to study
at the expense of budget allocations from the federal budget, budgets of
constituent entities of the Russian Federation and local budgets with a license
to carry out educational activities and state accreditation of core educational
programs;

— the implementation by the initiator of the Program and participants of the SEC
of educational activities for the implementation of additional professional
education programs with the presence of an appropriate license to carry out
educational activities;
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— information and consulting support on certification and standardization issues;

— provision of engineering services, including accelerated design of innovation;

— examination of the quality of innovative projects, including when making
decisions on the provision of state support measures for innovative projects;

— organization of interaction with federal and regional export support centres, as
well as with trade missions of the Russian Federation.

4. Intensification of interaction between institutions of higher education,
scientific, commercial and non-profit enterprises. Currently, the idea of
cooperation between commercial organizations and universities receives a large
number of supporters, since it allows to solve many issues, including issues of
demand for graduates, which is also an important aspect when choosing an
educational institution. A well-developed vocational education system is needed
to train well-trained and qualified personnel (Figure 9).

Among other things, projects aimed at educational activities, design and
experimental activities, career guidance and career planning are currently gaining
popularity through informational, organizational, methodical and personnel
mechanisms that allow you to choose educational institutions, including on the
basis of individual career maps — development trajectories professional activities,
as the choice of profession is a driving factor in the subsequent selection of the
country of study and the institution itself.

Figure 10 shows the model of the possible interaction of the educational
cluster of federal significance and other subjects when building a career card for
students.

This model will most effectively improve the regulatory, organizational and
informational mechanisms for the formation and implementation of career
guidance; create a comprehensive system of vocational guidance based on
interagency cooperation; provide the needs of enterprises operating in the district
with the necessary personnel; carry out training and professional development of
human resources for the enterprises of the district; implementation of career-
oriented work on the basis of socio-economic information about the prospects for
the development of the district economy.
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5. Summary and conclusions

The study showed that the unpreparedness of a number of world business
leaders of the 20" century to transition to Industry 4.0 led to a change in the
composition of leading companies in the global economy in the 21st century, and
also had a negative impact on modern international activities of Russian
companies participating in international business. Finding ways to restore
the former leading positions led to their understanding of the need to change the
economic and production model, the importance of participation in international
industrial cooperation, the transformation of part of existing business areas and
the creation of new directions in the development of network digital technologies.
To implement these plans, companies need adequate staffing those universities
can provide as part of the proposed model of joint cooperation within
the educational cluster of federal significance.
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ERGONOMICSASAN AGE MANAGEMENT TOOL
IN THE ERA OF INDUSTRY 4.0
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Lodz University of Technology, Faculty of Management and Production Engineering

1. Introduction

Aging population is one of the principal demographic and socioeconomic
problems of the contemporary world. The distinctive features of an aging population
are decreasing total fertility rates and increasing life expectancy. With age, individual
ability to work changes, which is primarily caused by deterioration of physical
capacity, fitness, and some psychophysical function (perceptiveness, reaction time,
sensory function). At the same time, older people more frequently tend to suffer from
cardiovascular, respiratory, and musculoskeletal disorders as well as hormonal
imbalance and metabolic disorders. On the other hand, job demands, unless a change
of jobs occurs, usually remain the same regardless of the worker's age, as a result of
which the actual workload may in fact increase with age [Bugajska, Makowiec-
Dabrowska, Wagrowska-Koski, 2010, p. 55]. This compels employers to seek
measures to counter the shrinkage of working-age population.

In the era of Industry 4.0, enterprises strive to shift the burden of labor from human
beings to automated machines and industrial robots — a solution which is still too
expensive for businesses operating in Poland. According to the International
Federation of Robotics [2018a], the global robot density in manufacturing in 2017
was 85 units per 10 000 employees. By region, it took the highest value for Europe —
106 units. For both Americas, it was 91, whereas for Asia — 75 units. Within Europe,
Germany was the leader with 322 units per 10 000 workers. By comparison, in Poland
the ratio is rather low: in 2016, it was a meager 32 units [2018b]. A rocketing rate
of robot densification and automation of labor (frequently, rudimentary and not
requiring specialized qualifications) entails a number of threats including increased
social exclusion of the elderly and the disabled and further disadvantages them
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economically. Another counter measure is to acquire workers in remote regions.
Enterprises may also entice workers to continue their employment by offering them
incentives and accommodating the workplace to the needs of more age-diverse
workers. Therefore, it appears imperative that tried and trusted strategies be
implemented to facilitate in an economically viable and technically consistent manner
decision-making processes as regards the rationality of work systems organization
and design, and the replaceability of the human being with the machine in aging
populations. The article makes a point of the role of ergonomics as one of the
components of age management policy in the organization. Based on the literature
review, ergonomic methods are presented that can support organizational decision-
making strategies concerning age management including the replaceability of the
human being with the machine in Industry 4.0.

2. Definition of 'an older worker'

All human beings age but the process of aging is characterized by significant intra-
and interindividual variability. What is meant by interindividual variability is that not
all functions determining the ability to work deteriorate with age by the same degree,
and therefore, declining work ability does not affect all areas of the working life.
However, it is important to be mindful of the fact that the range of interindividual
variability increases as people get older because they do not all age at the same rate
[[Imarinen, 2005]. Thus, it is difficult to pinpoint the age that would mark the onset of
this process. Koradecka, Bugajska, Pawtowska [2007, pp. 2-6] draw attention to the
life period in which age-related changes in individual psychophysical function may
hinder job performance posing a risk to the health and welfare of the worker and of
others. Bugajska, Makowiec-Dabrowska, Konarska [2008], Barnett, Spoehr and
Parnis [2008] think that it would be reasonable to determine the so-called functional
age by which age would be measured not only by reference to the number of years
one has already lived but also by way of criteria to determine fitness and physical and
psychological agility. It is worth remembering that human beings may exhibit features
characteristic of several age groups at the same time depending on which criterion is
used: chronological, biological, or psychological, where each determines their
capacity for living and for working.

The World Health Organization divided the age of older people into several
groups. For economically active people, a group of workers of 'pre-elderly age' is
singled out, workers 45 to 59 years of age, and a group of 'young elderly' - workers
aged 60 to 74 [Duda, 2013]. Whereas in EU reports and publications, the threshold
age most frequently referred to for older workers is 50. Workers older than that are
defined as 50+. Similarly, in general, in Polish research and in publications, people
aged 50 and over are considered older (e.g. Rysz-Kowalczyk and Szatur-Jaworska
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[2007], Schimanek [2006]) or people aged 45 and over (e.g. Korzeniowska [2004,
pp. 129-138], Urbaniak [2008]). As for publications concerning age management —
Walker [1998], Naegele and Walker [2006], Taylor [2006] among others, they do not
specify a threshold age above which workers should be subject to actions aimed at
supporting their capacity for work. Only a general term 'older workers' is used, which
appears to be a specific conceptual shortcut and may be construed as a designation of
people whose productivity is relatively low due to age-related decline in physical
and/or cognitive capacity or due to discrimination by the employer. Therefore, it is
rather an oversimplification because not all older workers are less productive than
younger ones. Support actions should not be directed at older people but at people
whose productivity is limited due to age. Otherwise, they could be considered
discriminatory treatment of younger workers and therefore, a violation of law.
Moreover, it is often emphasized that age management policy (or at least some of its
instruments) should include all employees regardless of their age, which means that it
should have provisions that span over the entire working life of the worker (life course
approach) [Taylor, 2006; Liwinki, Sztanderska, 2010].

3. Global, European, and national demographic trends

The future of the economy and organizational management strategies are strongly
determined by population changes. Therefore, information concerning populations of
young and older people will be very meaningful for investors, entrepreneurs, and
managers.

The UN projects that the global population will have risen from 7.3 billion to 9.8
billion by 2050. More than half of that growth will be contributed to by Africa, whose
population is projected to double and reach 2.5 billion. The most probable estimates
based on the available data indicate that the world population may reach 11.2 billion
2100 [Department of Economic and Social Affairs Population Division, 201 7a].

Populations are getting older. Today's median age of 30 is expected to rise to
36 in 2050 and 42 in 2100, whereas today, one fourth of the population of Europe is
aged 60 and over [Department of Economic and Social Affairs Population Division.
United Nations, 2017b]. The world working-age population is projected to grow by
900 million in 2010-2030, which would mean a 20 percent increase. By comparison,
the increase of 40% was recorded in the years 1990-2010. The annual rate of working-
age population growth dropped from the record level 0f2.2% in 1985 to 1.1% in 2015,
and is projected to fall to 0.7% in 2030. The number of working age persons in general
is projected to decrease, although significant variation by region and by development
group is expected. Dissimilarities in the growth rate of working age populations by
country are mainly attributable to differences in the growth rate of the youth in
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working-age populations, which reflects variation in the rate at which fertility rates
decline [Lam, Leibbrandt, 2015, p. 2].

Europe and China will experience declines in their working-age populations
between 2010 and 2030, while many low-income African countries will have growth
rates of over 2% per year [Lam, Leibbrandt, 2015, p.14]. For Europe, aging population
is currently one of the gravest socioeconomic issues. The changes will primarily pose
a challenge for national job markets because they may entail shrinking workforce and
increased proportion of older persons in working-age populations. Furthermore, as
follows from the European Commission forecasts [2011], the trend is expected to
continue at least until 2060. The population in 2060 is indeed projected to be larger
than in 2017, yet it will also be much older. Obviously, it is an oversimplification to
take the number of people of a certain age as an indicator of workforce availability.
Nevertheless, in the case of manual labor on an assembly line, in the warehouse, in
construction, shortage of workers capable of manual labor is certain to pose a serious
problem for employers [Butlewski, 2017, pp. 29-30].

The European Commission estimates [2011] that in 2060, there will be two
working age persons per one person aged 65 and over (by comparison, in 2008 the
old-age dependency ratio was 4 to 1), whereas the proportion of people aged 65 and
older in the total population is projected to rise to 30% by 2060 in comparison to
17.1% in 2008. As a result, fewer and fewer people will be entering the job market
and it will become imperative to encourage older workers to remain in paid
employment. Currently, potential older age human resources are used to a much lesser
degree than they could actually be [Kolodziejczyk-Olczak, 2014, p. 20].

The United States need not be concerned about human resources shortages, which
puts the country in a much privileged position in comparison to other highly
developed countries. The United States are unlikely to experience demography-
related problems that Japan and Western Europe are tackling any time soon
[Kotodynski, 2012].

Demographic prospects for Poland based on population projections do not diverge
from the European trends. Poland should expect further steady population decline and
significant changes in age distribution of its population (Figure 1). Poland finds itself
at such a stage in its demographic development that even if the total fertility rate
reached the replacement level fertility within a short time, the processes could not be
reversed nor could population decline be halted. With the age distribution of its
population so distorted, redressing demographic balance will be a slow process and
will require consistent and sustainable action [Gross-Gotacka, 2018, p. 129]. By 2050,
Poland will have become one of the European countries where the process of
population aging will be the most advanced. It follows from the Eurostat forecasts for
the 28 European Union states that by 2050 the total population of Poland will have
decreased by close to 10%, whereas the total population of the EU-28 will have grown
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by 3.6%. Poland will be one of the five oldest countries of the European Union, and
will have the seventh largest percentage of population aged 65 and older. The process
of population 'double’ aging, the measure of which is the share of persons aged 80 and
over in the total population, will proceed at a slower rate in Poland (Poland persistently
lags behind other EU states as regards its mortality rates and life expectancy at birth),
and in 2050, it is projected to have one of the smallest percentages [GUS, 2014,
pp- 109-167].

—— 0-14
15-64
—&— B5+

B,

Population (millions)

0 T T T
1950 2000 2050 2100

Fig. 1. Total population of Poland in 1950-2100 by age group
Source: Department of Economic and Social Affairs Population Division, United Nations
(2017), World Population Prospects 2017, New York, [online] htips://popula-
tion.un.org/wpp/Graphs/DemographicProfiles/ date access: 11.08.2018.

This demographic situation makes filling the gap left by the numerous birth
cohorts of the 1950s and the first half of the 1960s gradually exiting the workforce the
foremost challenge for many economies including Poland's [Gross-Gotacka, 2018,
p. 133]. Aging workforce need not be — contrary to the mythicized belief — a burden
on the economy but may become a valuable knowledge and experience resource as
well as of increased purchasing power in the job market [Rudnicka, Surdej, 2013].
It is underscored in the literature that to manage the issue of the shrinking workforce
it is necessary to draw on hidden reserves by, among others, engaging older people in
the job market and building transgenerational singleness of purpose based on a high
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level of participation of all age groups. These ideas inspire age management in the
organization [Gross-Gotacka, 2018, p. 133].

4. Ergonomics and age management in enter prises

In the last 20 years, a growing interest in age management strategies has been
observed both at the level of European institutional structures as well as at the
level of national policies of member states. The term 'age management' is defined
by Walker [1997] as referring 'specifically to the various dimensions by which
human resources are managed within organizations with an explicit focus on
ageing and, also, more generally, to the overall management of workforce ageing
via public policy or collective bargaining'.

Walker [2005, pp. 685-697] points out five reasons why interest in age
management systems has been growing:

1. Aging European workforce.

2. The paradox observed in the job market that consists in the declining eco-
nomic activity of older persons in spite of an increasing share of this age group
in the total population.

3. Social policy mandatory requirements.

4. Employer initiatives.

5. The urge to prevent age discrimination in employment.

Over the last several years, many aspects of age management have been
codified on a number of occasions. One important example of such is 'Ageing in
Employment: A Proposed European Code of Good Practice' developed by
Eurolink Age in 2000 (Eurolink Age is an NGO which promotes the interests of
older persons across the European Union) (Eurolink Age 2000). The Code
provides a set of guidelines on good practices in age management, although
whether an organization follows them or not is facultative for the organization.
Recommended practices are grouped around the following seven aspects of age
management: recruitment, training, development, and promotion; promotion and
internal job change; flexible working practices and the modernization of work;
workplace design and health promotion; employment exit and transition to
retirement; changing attitudes toward older workers.

A similar classification was proposed by Naegele and Walker [2006] who, in their
guide to good practice in age management, distinguished the following seven
domains: recruitment, learning, training and lifelong learning, career development,
flexible working time arrangements, health protection and promotion, and workplace
design, redeployment, employment exit and transition to retirement. This classifica-
tion is to a large extent consistent with the one specified in the Code of Good Practice.
Admittedly, Naegele and Walker [2006] omitted to include change of attitudes toward
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older workers in their guide yet it does not mean that they consider this type of actions
non-essential. Quite the contrary, raising awareness of top management is regarded
by them as the principal factor determining effective implementation of any activities
related to age management [Liwinski, Sztanderska, 2010].

Somewhat broader classification is employed by the European Foundation for the
Improvement of Living and Working Conditions (EFILWC). In 1994-1998, the
Foundation carried out the project 'Combating Age Barriers in Employment', under
which activities undertaken by business organization in EU states to recruit or retain
older workers were researched. According to the EFILCW, age management within
organizations should include 11 areas of activities: recruitment; job changes; training
and development; wage arrangements; health and well-being; flexible working
practice; ergonomics and work organization; employment exit policy; comprehensive
approach, and other policies [Ketsetzopoulou, 2007]. The catalogue is a compilation
of age management dimensions included in the Code of Good Practice (Eurolink Age,
2000) and in the Naegele and Walker's [2006]. Two new dimensions are featured:
wage policy and well-being.

Based on the previous discussion of actions and activities, it is evident that age
management systems - even though they are implemented, among others, to improve
competitiveness and flexibility of organizations coming to terms with the changes in
the job market, to increase productivity or to facilitate the management of age-diverse
workforce — tend to focus on the worker. Therefore, the type of work performed by
workers is a relevant factor impacting on the type of actions taken by organizations as
part of age management. For different actions should be taken for white-collar
workers and different for blue-collar workers. Useful in this regard is ergonomics
(reports on how ergonomic principles can be applied to workplace design can
be found in Polak-Sopinska publications [Polak-Sopinska, Wisniewski, 2010;
Polak-Sopinska 2012, pp. 227-244; Polak-Sopinska, Gorczynska 2013, pp.136-159;
Polak-Sopinska, Kucharska, 2014, pp. 141-172; Polak-Sopinska, 2019b, pp. 66-76]
and by gerontechology” whose aim is to match technology supporting older people
participation to their health, housing, mobility, communication, leisure, and work
[Knauth, Karl, Braedel-Kiihner, 2005, pp. 11-16]. Due to the constraints concerning
the recommended length of the article, issues related to gerontechnology in age
management will be discussed in another publication.

2 Gerontechnology is a branch of science addressing older persons' access to all goods,
services, and infrastructure. Its aim is to promote older people's good health, full social
participation and long, independent life. It also involves research, development, and
design of products and service to improve the quality of life. Gerontotechnology is
an interdisciplinary science combining gerontology and technology [Knauth, Karl,
Braedel-Kiihner, 2005, pp. 11-16], [Butlewski, 2018].
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It is important to be mindful of the fact that redeployment carried out at the right
moment in the course of an older worker's working life is a crucial point not only in
age management systems but in occupational safety and health management systems
in general, which also feature ergonomic activities. For there are many jobs which are
excessively demanding for older workers but there are also jobs — such as work in
special conditions — which should not be performed by the same worker throughout
his/her entire employment. Redeploying the worker in another job with a reduced
workload or less demanding, should be conducive to aging workers' good health,
continued employment and job satisfaction, and should prevent their early exit.
However, it needs to be accentuated that age management must not be looked upon
as a policy of preferential treatment of older people, which would constitute a breach
of discrimination, including age discrimination, regulations — but rather as a policy of
providing equal opportunity to persons of different age. Actions aimed at boosting
productivity will not be deemed discriminatory as long as the people at whom they
are aimed have limited physical and/or cognitive ability (which are a natural
consequence of aging) or have previously been subject to age discrimination by the
employer e.g. in terms of access to training and advancement opportunities. In other
words, so long as the support is provided based on the hardship a person experiences
in the job market rather than on the person's age, there is no risk of discrimination.

Furthermore, it is important that a point be made of the fact that actions addressing
workers are the most effective when they are sustained and distributed over the course
of the working life due to the prolonged effect that factors such as health promotion
and disease prevention, education, training, long-life learning, and workstation
furnishings and equipment have on the ability to work [Karppinen, Buschak, 2006;
Polak-Sopinska, 2017, pp. 79-92]. What is important is the objective of age
management — to sustain economic activity of persons at least until they reach their
statutory retirement age and possibly longer [Liwinski, Sztanderska, 2010, p. 10].
Industrial ergonomics strives to achieve a similar aim.

In considering actions taken in age management systems aimed at increasing
employment participation of older persons, one needs to underscore the role that the
individual ability to work shaped — according to the model developed by Finnish
Institute of Occupational Health — FIOH, by many overlapping factors including
education and skills, job demands, organizational factors, and finally, individual
factors (physical capacity and fitness, health, attitude toward work) plays. Based on
the model, the Work Ability Index (WAI) was developed, which is an instrument
facilitating subjective assessment of the level of a person's ability, which is result of
the interplay between a worker's ability and the demands of the workplace [Tuomi,
Ilmarinen, Jahkola, et al., 1998; Pokorski, 1998]. According to Makowiec-Dgbrowska
et al. [2008, pp. 9-24] the index is a good predictor of sustained economic activity,
especially in such a contradictory situation where on the one hand in Poland, the most
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frequent reason cited for early exit is deteriorating health, and on the other hand, the
average life expectancy is rising suggesting at once that the health of the population
is improving.

Conclusions that can be drawn based on the index should be regarded as
meaningful guidelines for occupational medicine practitioners and managers in
charge of age management programs in organizations on further actions concerning
workers' employment [Ilmarinen, 2006, pp. 362-364]. Results of many international
studies reveal a relationship between the ability to work and the type of work.
Congruent findings have also been made by Polish researchers studying both healthy
and ailing workers. Among the factors that statistically significantly increase the risk
of low values of the Work Ability Index are work-related stress, heavy manual work,
strenuous body posture, fast-paced work environment, carrying/lifting heavy loads,
heat stress in the workplace, shifts longer than 8 hours, night shifts, fatigue [Malinska,
2007, pp. 16-20]. Results reported by [Camerino, Conway, et al., 2005], confirm the
need to incorporate ergonomic methods and instruments in human resources
management and in particular, in age management strategies.

5. Ergonomic methods and tools in age management

Ergonomics is provided with a number of tools to support the process
of workplace adjustment to accommaodate a range of different needs including those
of the aging workforce. Based on the literature review, ergonomic methods and
instruments were analyzed in terms of their fitness for age management strategy. The
findings for the following eleven groups of methods are presented in Table 1 and 2:
e checklists;

e research questionnaires;

e worksheets to assess musculoskeletal disorder risk (MSD) related to working
postures;

e worksheets to estimate the level of physical stress and MSD risk associated
with manual material handling in the workplace;

e somatographic data collection methods;

estimation and analysis methods for the evaluation of the work process and

its effects;

instruments to assess physical and functional capacity;

tools to assess sensory function;

monitoring physiological parameters at work task performance;

old age simulators;

Digital Human Model application software.

The most representative examples of each are provided.

The list presented in tables is a continuation of M. Butlewki's works [2017, 2018].
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The literature review revealed that there are many ergonomic methods
(of varying degree of complexity) which can be used as tools to support decision-
making strategies of organizations with regard to age management. Unfortunately,
the findings made by the author, by researchers affiliated with the Nofer Institute
of Occupational Medicine, the Central Institute for Labor Protection, and with
many other research institutions in Poland [Korzeniowska, 2004, pp. 129-138;
Hildt-Ciupinska, Bugajska, 2013, pp. 297-306] as well as the findings reported by
the National Labor Inspectorate lead to the conclusion that the application of
ergonomic methods and tools in the process of designing and adjusting jobs to
accommodate the needs of age-diverse workforce in enterprises operating in
Poland is still rather rare. Awareness related to ergonomics among top management
of large enterprises especially in the automotive and assembly industries has been
observed to be rising. For small and medium-sized enterprises cutting costs
continues to take priority to the health and well-being of the worker. It is the
author's opinion that in order to extend the duration of economic activity of older
persons, it is necessary to develop a model for the incorporation of ergonomic
methods in the management of age-diverse workforce that will be adequate for the
realities of the Polish business environment. Before such a model is developed,
the following research questions will have to be answered:

1. Which ergonomic methods/tools are most often employed by certified
ergonomists in Poland and in the world, and why?

2. Which ergonomic methods/tools are recommended by Polish and international
research institutions, process engineers, designers, human resources specialists,
and why?

3. Which ergonomic methods/tools are most frequently used by small, medium,
and large enterprises in Poland, and why?

4. Which ergonomic methods/tools are preferred by OSH specialists, process
engineers, designers, human resources specialists, and why?

5. How familiar are Polish employers, OSH specialists, process engineers,
designers, human resources specialists with the presented methods?

6. To what extent do ergonomists determine the choice of ergonomic methods
and tools to be used?

7. To what extent are ergonomic methods used by specialists relevant to specific
risks in each industry?

8. In what ergonomic methods and tools are work organization; occupational
safety and health; product and job design specialists trained in Poland?

The author shall present answers to the above research questions in her future
publications.
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6. Conclusion

Work that is in line with ergonomic requirements may contribute to the
prolongation of a healthy life of workers. Optimization of working conditions needs
to be a sustained process. It does not only involve designing but also correcting that
takes into account changes that take place in the organization, in its environment, and
in the workstation. The process should ensure safe working conditions that make
intellectual and social (including physical) development of the worker possible, and
should be conducive for the worker to take action to improve productivity. This is
how ergonomic requirements fit in with the overarching — from the vantage point of
economical sciences — objective of the organization that is the maximization of profits
[Rembiasz, Gérny, 2015, pp. 115-126].

Ergonomic workplace design and ergonomic physical working environment
brings tangible positive results for the workers (especially, older ones) and employers
(decreased fatigue, increased productivity, reduced number of occupational diseases
and work-related accidents), and that is the reason why it is imperative that
ergonomics become an integral part of a comprehensive age management strategy in
the organization.

Based on the literature review, it has been proved that there are many ergonomic
methods that can be applied in age management. In order to enhance the effectiveness
of managing age-diverse workforce, it will be indispensable to develop a model of the
incorporation of ergonomic methods in age management adequate to the realities of
the Polish business environment which will require broader cooperation of employers,
OSH services specialists, human resources, process engineers, production/assembly
line workers, ergonomists, trade unions, and occupational medicine practitioners.
Conceptualization of such a model shall be presented in future publications.
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1. Introduction

Entrepreneurship, treated as a certain attitude towards management, which
leads to the exploitation of opportunities thanks to widely understood existing
resources, is currently an important stream of considerations undertaken in the
literature on the subject. There have been many studies on the emergence of new
business opportunities, arguing that some people better identify and use such
opportunities than others [Shane, 2003].

Entrepreneurship is not limited to creating a new company [Ucbasaran et al.,
2001], and it is also not a one-off event [Carter, Ram, 2003]. The exploitation of
entrepreneurial opportunities can also take the form of acquisition or inheritance
of an existing business [Shane, Venkataraman, 2000; Ucbasaran et al., 2001].
In addition, entrepreneurs may not limit themselves to having one company and
can run several businesses simultaneously.

Persons systematically undertaking business activity, one at a time or several
activities concurrently, have been the subject of research in many countries with
developed economies in the last 20 years [Ucbasaran et al., 2008; Ucbasaran et al.,
2003; Westhead, Wright, 1998; Wiklund, Shepherd, 2008]. Habitual entrepreneurs
constitute a large and important segment in the population of entrepreneurs [ Westhead
et al., 2005]. According to MacMillan [MacMillan, 1986], entrepre-neurial
experience and research concerning habitual entrepreneurs should form the basis for
studying the essence of entrepreneurship. Experienced entrepreneurs have had many
opportunities to “try their hand” at running a business, analyse these attempts, identify
errors and correct them in subsequent ventures. This is a departure from the search for
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entrepreneurial traits in favour of the behavioural approach, i.e. the study of behaviour
and ways of undertaking entrepreneurial activities as well as the perception of
entrepreneurship as a process. The process approach is one of the contemporary
approaches to entrepreneurship presented in many concepts [Bygrave, Hofer, 1991;
Hisrich et al., 2014; Shane, 2003]. The models presented by the researchers treat
entrepreneurship as a complex process, determined by the configuration of many
different factors. The process approach allows one to carry out the analysis of the
phenomenon of entrepreneurship based on a dynamic approach, illustrating the
actions taken by the entrepreneur and their consequences. The identification and
exploitation of entrepreneurial opportunities are fundamental to the entrepreneurial
process [Shane, Venkataraman, 2000]. Ucbasaran et al. [Ucbasaran et al., 2003],
referring to the theory of human capital and cognitive capital, state that entrepreneurial
experience is an important element of entrepreneurs’ human capital which affects how
entrepreneurs think and identify opportunities. Therefore, the entrepreneurial process
can be different in the case of novice and habitual entrepreneurs. Existing research
highlights the important role of previous experience related to starting, owning and
managing a business in developing entrepreneurial behaviour [Krupski, 2011;
Ucbasaran et al., 2006; Westhead, Wright, 1998]. The results of these studies suggest
that people who engage in numerous start-ups have developed an entrepreneurial way
of thinking and solving problems, which in turn increases their ability to identify and
exploit opportunities [Shane, 2003; Ucbasaran et al., 2003]. Gordon et al. [Gordon et
al., 2009] state that the motivation of the entrepreneur has a significant impact on the
ability to identify entrepreneurial opportunities. The research conducted by Westhead
and Wright [Westhead, Wright, 1998] suggests that novice and habitual entrepreneurs
are guided by other motives when starting their business.

In Poland, so far, there has been no research on entrepreneurial behaviour taking
into account different types of entrepreneurs depending on their previous experience
in running a business, hence the author’s research fills a gap in this area. Research into
habitual entrepreneurs in Poland is important, as the economy develops, this
phenomenon seems to be more and more common. In Poland, the survival rate of the
first year of the company is 70% [Raport..., 2018] but there is no research to say how
many of these failed entrepreneurs decide to re-establish a business and what factors
determine it. The fear of failure in Poland is on higher level than in EU [Global...,
2016]. Those who perceive business opportunities do not choose to set up their own
business due to this factor This is an important issue, for example due to the Second
Chance Policy program which is introduced in Poland, which one of the tasks is to
support in restarting activity after a business failure.

This study was aimed at examining the behaviour of novice and habitual
entrepreneurs in relation to the entrepreneurial process. To achieve the goal, the
differences between novice and habitual entrepreneurs in several areas were
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examined. First of all, the motives of undertaking business activity were compared
with particular emphasis on pull and push factors. In light of the theory and research
on entrepreneurship, it was expected that push factors would be less frequent among
habitual entrepreneurs than among novice companies. Secondly, the ability of novice
and habitual entrepreneurs to recognise and create opportunities was examined,
expecting that the entrepreneurial way of thinking developed as a result
of previous experiences should positively affect the creation of opportunities by
habitual entrepreneurs.

2. Theoretical background

Novice and habitual entrepreneurs

The definition of the phenomenon of habitual entrepreneurship has evolved, not
finding a commonly accepted form for a long time. Defining habitual
entrepreneurship is done on the basis of three main dimensions: (i) ownership, (ii) the
decision-making role, as well as (iii) the ability to identify and exploit opportunities.
The person of the entrepreneur plays a key role here, and habitual establishment of
companies can be manifested in various forms and configurations.

MacMillan [MacMillan, 1986, pp. 241-243] identified three types of
entrepreneurs: (i) one-shot, where the entrepreneur successfully builds a large enough
business and manages its own business independently, (ii) drop-out, characterizing
people who build a thriving companies before they decide to sell them. These
entrepreneurs withdraw from their involvement in business and invest their profits in
safe investments, (iii) a "business generator" which, unlike previous types, has more
than one entr