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The Skills-Based Turn in HRM: Adapting People Strategy to a Fragmented
World

Agota Giedré Raisiené!
I Faculty of Public Governance and Business, Mykolas Romeris University
agotar@mruni.eu

Abstract

In the context of global crises, geopolitical shifts, and rapid digital transformation, organisational adaptability
has become a critical factor for long-term resilience. Human resource management (HRM) faces growing
pressure to operate effectively across fragmented regulatory environments, shifting labour demographics,
and emerging technologies. Although recent literature touches on these issues, it often lacks an integrated
view of how HRM can respond strategically to these complex, multi-level challenges. This study addresses
the problem of transforming HRM practices to comply with dynamic global conditions while enhancing
employee well-being and organisational sustainability. The aim of the research is to identify the most
advanced organisational responses to global HRM challenges, based on a synthesis of academic literature
and case analysis. The main insight is that the transition toward a skills-based HRM logic involves dynamic
competence mapping, internal mobility platforms, and modular (micro credential-based) learning
ecosystems, which are becoming key components of organisational design. At the same time, new standards
are emerging in Al ethics, multi-jurisdictional compliance, and just transition frameworks, offering
organisations a way to remain adaptive while keeping human value at the core.

Keywords: human capital development, skills-based HRM, organisational transformation

Obrat k pristupom zaloZenym na zrucnostiach v HRM: prisposobenie personalne;j
stratégie fragmentovanému svetu

Abstrakt

V kontexte globalnych kriz, geopolitickych posunov a rychlej digitalnej transforméacie sa organiza¢na
adaptabilita stala kld¢ovym faktorom dlhodobej odolnosti. Manazment I'udskych zdrojov (HRM) celi
rasticemu tlaku posobit efektivne v podmienkach fragmentovanych regulacnych prostredi, meniacich sa
demografickych charakteristik pracovnej sily a vznikajacich technolégii. Hoci sa sti¢asna literatara tychto
otazok dotyka, ¢asto jej chyba integrovany pohlad na to, ako moéze HRM strategicky reagovat na tieto
komplexné viactiroviiové vyzvy. Téato stadia sa zaobera problémom transformacie HRM praktik tak, aby boli
v stulade s dynamickymi globdlnymi podmienkami a zarover podporovali blahobyt zamestnancov a
udrZzatel'nost organizicii. Cielom vyskumu je identifikovat najpokrocilejsie organizacné reakcie na globalne
vyzvy HRM na zaklade syntézy akademickej literattry a analyzy pripadov. Hlavnym zistenim je, Ze prechod
k logike HRM zaloZzenej na zru¢nostiach zahftia dynamické mapovanie kompetencii, platformy internej
mobility a moduldrne vzdelavacie ekosystémy zalozené na mikrocertifikatoch, ktoré sa stavaja klacovymi
komponentmi organiza¢ného dizajnu. Stc¢asne sa objavuju nové standardy v oblasti etiky umelej inteligencie,
stuladu s regulaciami vo viacerych jurisdikcidch a ramcov spravodlivej transformdcie, ktoré organizaciam
umoziuja zachovat adaptabilitu a zarover ponechat 'udska hodnotu v centre pozornosti.

Klacové slova: rozvoj 'udského kapitélu, riadenie I'udskych zdrojov zalozené na zru¢nostiach, organizacna
transformécia
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Human Resource Management Digitalization

Lubica Bajzikoval
1 Faculty of Management, Comenius University Bratislava
lubica.bajzikova@fm.uniba.sk

Abstract

Digitalization in Human Resource Management (HRM) integrates digital technologies and data-driven
processes to transform HR activities, automate tasks, and enhance strategic decision-making, leading to
increased efficiency, cost savings, improved employee experience, and better organizational adaptability. The
term "digital HR" refers to the automation of HR procedures and workflows with the use of cloud and SaaS
technologies. This article will study the concept of digital transformation in the administration of human
resources, as well as the ways in which different technologies are supporting various HR functions and the
personnel who work for those activities. The aim of the article is to find answers: 1. how employee
development will be created in times of digital transformation and artificial intelligence (AI) and 2. to identify
the future skills and competencies of the employees and its impact on HRM strategy. The theoretical
frameworks will be compared with best practice examples of organizational application. The results of the
literature review are used to highlight future-oriented development demands, describe the benefits of a
competence-based talent strategy, present a talent management framework, and outline specific measures.
The article will also use the secondary data such as reports from corporations, Web sources, blogs written
by subject matter experts, and research papers.

Keywords: digitalization, artificial intelligence, ICT, HRM practices, HRM strategy, efficient workforce
Management

Digitalizacia v manaZzmente I'udskych zdrojov

Abstrakt

Digitalizacia v manazmente ludskych zdrojov (HRM) integruje pouzivané digitalne technolégie a procesy
riadené détami s cielom transformovat ¢innosti v oblasti I'udskych zdrojov, automatizovat' tlohy a zlepsit
strategické rozhodovanie, ¢o vedie k zvysenej efektivite, tsporam nakladov, zlepsenym skusenostiam
zamestnancov a lepsej adaptabilite organizacie. Pojem ,digitdlne HR” oznacuje automatizaciu postupov v
oblasti Tudskych zdrojov s vyuzitim cloudovych a SaaS technolégii. Clanok sa bude zaoberat konceptom
digitalnej transformacie v oblasti manazmentu 'udskych zdrojov, ako aj spésobmi, akymi rozne technolégie
podporuja rozne funkcie I'udskych zdrojov a personal, ktory pre tieto ¢innosti pracuje. Ciel'om ¢lanku je najst
odpovede na otazky: 1. ako bude prebiehat rozvoj zamestnancov v ¢asoch digitalnej transforméacie a umelej
inteligencie (UI) a 2. aké nové zrucnosti a kompetencie sa buda vyzadovat od zamestnancov a aky bude
ich vplyv na strategicky manazment ludskych zdrojov. Teoretické poznatky sa budd porovnat
s osved¢enymi postupmi v kazdodennej ¢innosti podnikov. Vysledky prehl'adu literatary sa pouzivaji na
zdoraznenie poziadaviek na rozvoj orientovany na budtcnost, opis vyhod stratégie manazmentu talentov
zaloZenej na kompetenciach, predstavenie ramca riadenia talentov a naértnutie konkrétnych opatreni. Clanok
vyuzije aj sekundarne tdaje, ako st spravy podnikov, webové zdroje, vyskumné prace, atd'.

Klacové slova: digitalizacia, umela inteligencia, IKT, postupy riadenia I'udskych zdrojov, stratégia riadenia
I'udskych zdrojov, efektivne riadenie pracovnej sily
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Strategic Aspects of Digital Transformation and Artificial Intelligence
Implementation in Human Resource Management

Olivia Balogoval
T Faculty of Economics, Matej Bel University in Banskd Bystrica
balogovaoliviab5@gmail.com

Abstract

This paper reflects on current trends in the digital transformation of Human Resource Management (HRM),
focusing primarily on the strategic integration of Artificial Intelligence (Al) into business processes. The main
objective is to examine the mechanisms through which intelligent technologies influence organizational
performance from a multiprocess perspective. We analyse the impacts of Al tool implementation across key
HR domains, such as intelligent recruitment and selection, continuous performance management,
personalized learning, and talent management. The discussion focuses on automation processes, advanced
HR analytics, and the use of gamification as a tool to enhance employee engagement within the digital
ecosystem. A significant portion of the paper is dedicated to a critical analysis of the ethical, legal, and
organizational challenges accompanying the digital transformation process, particularly in relation to GDPR
compliance and the emerging EU Al Act regulatory framework. In the concluding section, we propose
recommendations for the responsible implementation of Al tools, reflecting the necessary balance between
technological efficiency and ethical requirements within the current business environment.

Keywords: human resource management, digital transformation, artificial intelligence, generative Al, Al
maturity, HR analytics, ethics in Al

Strategické aspekty digitalnej transformacie a implementacie umelej inteligencie v
manazmente I'udskych zdrojov

Abstrakt

Prispevok reflektuje aktuélne trendy v oblasti digitdlnej transformacie manazmentu 'udskych zdrojov (HRM)
s primarnym zameranim na strategicktl integraciu umelej inteligencie (AI) do podnikovych procesov.
Hlavnym cielom je preskimat mechanizmy, ktorymi inteligentné technolégie ovplyviiuja organiza¢nu
vykonnost prostrednictvom procesnej perspektivy. V praci analyzujeme dopady implementécie Al nastrojov
v kla¢ovych HR oblastiach, akymi st inteligentny ndbor a vyber, kontinudlne hodnotenie vykonu,
personalizované vzdeldvanie a talent manazment. V ramci diskusie sa zameriavame na procesy
automatizécie, pokrocild HR analytiku a vyuzitie gamifikdcie ako ndstroja na zvySovanie angazovanosti
zamestnancov v digitdlnom ekosystéme. Vyznamnu cast prispevku venujeme kritickej analyze etickych,
pravnych a organizaénych vyziev, ktoré proces digitilnej transformécie sprevadzaji, najma v stvislosti s
reguldciou GDPR a nastupujacim legislativnym rdmcom EU Al Act. V zédvere¢nej casti navrhujeme
odportcania pre zodpovedntu implementdciu Al nastrojov, ktoré reflektuji potrebu rovnovdhy medzi
technologickou efektivitou a etickymi poziadavkami v podmienkach sticasného podnikatel'ského prostredia.

Klacové slova: riadenie I'udskych zdrojov, digitdlna transformacia, umeld inteligencia, generativna umela
inteligencia, zrelost umelej inteligencie, HR analytika, etika v umelej inteligencii
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Mindless Games as a Tool in the Educational Process

Martin Paucin! and Juraj Koval¢ik?
1.2 Faculty of Mass Media Communication, University of Ss. Cyril and Methodius in Trnava
paucinl@ucm.sk; juraj.kovalcik@ucm.sk

Abstract

Traditional educational methods in the digital era face the challenge of declining attention spans and
increasing stress among students. The paper deals with the concept of so-called mindless games, which are
simple digital activities with low cognitive load, and their potential use as a supporting tool in the educational
process. The aim of the paper is to examine the theoretical assumptions of the impact of short game breaks
on cognitive regeneration, stress reduction, and the subsequent increase in students' concentration on the
subject matter. Within the analysis, we focus on the psychological aspects of relaxation through undemanding
digital activities and their ability to activate the brain's default mode network, which could lead to more
efficient information processing. The paper also discusses the risks associated with procrastination and
outlines a possible methodological framework for the managed implementation of these games into lessons.
Professional discussion in this field suggests that the strategic inclusion of mindless games appears to be an
interesting tool for preventing mental exhaustion in a modern educational environment.

Keywords: attention, cognitive regeneration, digital technologies, education, mindless games

Mindless hry ako pomécka vo vzdelavacom procese

Abstrakt

Tradi¢né met6édy vzdeldvania v digitalnej ére celia vyzve klesajticej pozornosti a narastajaceho stresu u
$tudentov. Sttdia sa zaobera konceptom takzvanych mindless hier, ¢o st jednoduché digitalne aktivity s
nizkou kognitivnou zataZzou, a ich potencidlnym vyuzitim ako podporného néstroja vo vzdeldvacom procese.
Cielom prispevku je preskimat teoretické predpoklady vplyvu kratkych hernych prestavok na kognitivnu
regenerdciu, redukciu stresu a nasledné zvysenie koncentracie Ziakov na ucivo. V rdmci analyzy sa
zameriavame na psychologické aspekty relaxacie prostrednictvom nendro¢nych digitalnych aktivit a ich
schopnost aktivovat takzvant pokojova siet mozgu (default mode network), ¢o by mohlo viest k
efektivnejéiemu spracovaniu informécii. Stadia taktiez diskutuje o rizikach spojenych s prokrastinaciou a
nacrtava mozny metodicky ramec pre riadentd implementéciu tychto hier do vyucovacich hodin. Odborna
diskusia v tejto oblasti naznacuje, Ze strategické zaradenie mindless hier sa javi ako zaujimavy nastroj na
prevenciu mentalneho vyc¢erpania v modernom eduka¢nom prostredi.

Klacové slova: digitalne technoldgie, kognitivna regeneracia, mindless hry, pozornost, vzdelavanie
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Abstract

Modern technologies are fundamentally changing the way businesses operate. Artificial intelligence (AI) is
also penetrating the field of human resources (HR) management, where it is often described as a
breakthrough technology with the potential to transform the world of work. It is an extremely topical topic
in personnel work. Al tools are already shortening recruitment times, refining decision-making and
administration, and are used throughout the entire employee life cycle in an organization - from recruitment,
through development to retirement. State forest enterprises, as the largest employers of forestry professionals,
expect intensive changes in human resources management in the near future, especially in the areas of
recruitment, selection, performance evaluation, training and talent management. This allows them to
optimize and manage risks in the process of acquiring employees. The aim of the diploma thesis is to analyze
the possibilities of using artificial intelligence in human resource management and to evaluate its advantages
and pitfalls for personnel practice.

Keywords: HRM, artificial intelligence, renewable resources, biomass

Vyuzitie umelej inteligencie v riadeni I'udskych zdrojov v Statnych lesnickych
podnikoch

Abstrakt

Moderné technolégie zdsadne menia spdsob fungovania podnikov. Umela inteligencia (Al) prenika aj do
oblasti riadenia I'udskych zdrojov (HR), kde je ¢asto oznacovana za prelomovu technolégiu s potencidlom
transformovat svet prace. V personélnej praci ide o mimoriadne aktualnu tému. Al néstroje uz dnes skracuja
¢as ndboru, spresiiuju rozhodovanie i administrativu a nachadzaji uplatnenie naprie¢ celym zivotnym
cyklom zamestnanca v organizécii - od naboru, cez rozvoj az po penzionovanie. Statne lesnicke podniky, ako
najvacsi zamestnavatelia lesnickych odbornikov, ocakdvaju v najblizSom case intenzivne zmeny riadenia
I'udskych zdrojov hlavne v oblasti ndboru, vyberu, hodnotenia vykonu, vzdelavania a talent manazmentu.
Tym dokdzu optimalizovat a manazovat riziko pri procese ziskavania zamestnancov. Cielom prace je
analyzovat moznosti vyuzitia umelej inteligencie v riadeni l'udskych zdrojov a zhodnotit jej prinosy i tiskalia
pre persondlnu prax.

Klacové slova: HRM, umeld inteligencia, obnovitelné zdroje, biomasa
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Abstract

The presented study focuses on the comparison of pop-cultural and psychological phenomena in the
contemporary media environment. The aim of the paper is to qualitatively and contextually conceptualize
the phenomena of brainrot and mindless games in the online space. We describe the technical and
technological aspects of their genesis, the characteristic features of their consumptive form, and the
psychological and social impacts that both examined phenomena represent. The research problem arises from
the very postmodern nature of constant communicative and symbolic variability. Human attention within
the “novelty” of contemporary cultural production is subject to new rules that shape and determine its
direction. The contribution of the study lies in the expansion of scientific knowledge about the examined
issues, reflection within creative and production practice, and the alleviation of the public from processes that
are difficult to grasp and that shape a new cultural spectacle.

Keywords: attention, brainrot, mindless games, popular culture, postmodernism

Rozdiely Medzi Fenoménom Brainrot a Mindless Hrami v Digitalnom Prostredi

Abstrakt

Predkladana sttidia sa zameriava na kompardciu popkultarnych a psychologickych fenoménov v sa¢asnom
medidlnom prostredi. Cielom prace je kvalitativhe a obsahovo kontextualizovat fenomény brainrot
a mindless hier v online priestore. Popisujeme technicko-technologické aspekty ich genézy, charakteristické
¢rty ich konzumnej podoby a psychologicko-socidlne dopady, ktoré obe skimané javy predstavuja.
Vyskumny problém vznikd zo samotnejpostmodernej povahy stdlej komunikacnej a symbolickej
premenlivosti. Ludskd pozornost v ,,novote” sacasnej kultarnej produkcie podlieha novym pravidlam, ktoré
kreuji aurcuju jej smerovanie. Prinos stadie spociva v rozsireni vedeckych poznatkov o skimanych
problémoch, reflexii v kreativnej a produkénej praxi a odbremeneni verejnosti od naro¢ne uchopitelnych
procesov formujacich novy kultirny spektakel.

Klacové slova: pozornost, mozgova hniloba, bezduché hry, popularna kultara, postmodernizmus
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Integrating Human Resource Competency with Traditional Ecological
Knowledge (TEK) for Sustainable Fishery Management. Evidence from
Village Haruku, East Indonesia
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Abstract

In small-scale fisheries, the reliance on formal technology often overlooks the critical role of human capital
and its intrinsic wisdom. This study investigates Traditional Ecological Knowledge (TEK) not merely as a
cultural relic, but as a sophisticated human resource capability that functions as a predictive system for
quality control and risk management. Focusing on the indigenous community of Village Haruku, Indonesia,
we explore how the integration of human resource variables—specifically tacit knowledge, adaptive
competency, and intergenerational skill transfer —contributes to the sustainability of the "Sasi" traditional
management system. Using a qualitative approach with ethnographical interviews and field observations,
the research identifies that TEK acts as an informal "Standard Operating Procedure" (SOP) that mitigates
ecological risks and ensures harvest quality. The findings reveal that high-performing human resources in
Haruku are characterized by their ability to decode environmental signals (predictive quality) and adhere to
communal regulations (operational risk management). However, the study also highlights a gap in formal
human resource development (HRD) policies that fail to recognize TEK as a professional competency. This
research contributes to the literature by bridging the gap between human resource management and ethno-
ecology, proposing a policy framework where traditional wisdom is institutionalized as a core human
resource asset to achieve long-term socio-economic resilience in coastal communities.

Keywords: traditional ecological knowledge (TEK), human resource capabilities, small-scale fisheries, risk
management, haruku village, sustainability

Integracia kompetencii I'udskych zdrojov s tradiécnymi ekologickymi poznatkami
(TEK) pre udrzatelné riadenie rybolovu: dokazy z dediny Haruku vo vychodnej
Indonézii

Abstrakt

V malom rybolove sa spoliehanie na formélne technolégie ¢asto deje na tkor uznania kltcovej tulohy
I'udského kapitalu a jeho implicitnej mtdrosti. Tato stadia skama tradi¢né ekologické poznatky (TEK) nielen
ako kultarny relikt, ale ako sofistikovant kompetenciu I'udskych zdrojov, ktord funguje ako prediktivny
systém pre kontrolu kvality a riadenie rizik. Vyskum sa zameriava na poévodnt komunitu v dedine Haruku
v Indonézii a skiima, ako integracia premennych I'udskych zdrojov - konkrétne tacitného (implicitného)
poznania, adaptivnej kompetencie a medzigeneracného prenosu zrucnosti - prispieva k udrzatelnosti
tradi¢ného systému riadenia ,Sasi”. Vyskum vyuziva kvalitativny pristup zaloZeny na etnografickych
rozhovoroch a terénnom pozorovani. Zistenia ukazuji, ze TEK funguje ako neformalny ,s$tandardny
operac¢ny postup” (SOP), ktory zmierniuje ekologickeé rizika a zabezpecuje kvalitu tlovku. Vysledky zaroven
poukazuja na to, Ze vysoko vykonné ludské zdroje v komunite Haruku sa vyznacuju schopnostou
interpretovat environmentélne signaly (prediktivna kvalita) a dodrziavat komunitné pravidla (opera¢né
riadenie rizik). Stadia viak zaroveti identifikuje medzeru vo formalnych politikach rozvoja fudskych zdrojov
(HRD), ktoré nedokazu TEK rozpoznat ako profesiondlnu kompetenciu. Tento vyskum prispieva k odbornej
literatare prepojenim manazmentu I'udskych zdrojov a etnoekolégie a navrhuje politicky ramec, v ktorom je
tradi¢nd mudrost institucionalizovana ako kl'acovy zdroj Iudského kapitalu na dosiahnutie dlhodobej
socidlno-ekonomickej odolnosti pobreznych komunit.

Klacové slova: tradi¢né ekologické poznatky (TEK), I'udské zdroje, maloobjemovy rybolov, riadenie rizik,
dedina haruku, udrzatelnost
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The Evolution of Online Business Partner Due-Diligence Systems as a
Determinant of Global Supply Chain Resilience
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Abstract

The contemporary business landscape, characterized by heightened volatility and intensifying regulatory
pressure regarding sustainability, necessitates a transition from reactive to proactive risk management within
supply chains. This paper presents a research framework focused on the evolution and advancement of online
platforms and digital solutions designed for comprehensive business partner due-diligence. The research
examines the transformation of these systems from specialized financial scoring tools into multifaceted
ecosystems that integrate anti-money laundering (AML) mechanisms, environmental, social, and governance
(ESG) criteria, and operational continuity analysis. Our study analyzes the methodological approaches
employed by contemporary platforms to process heterogeneous data, aiming to provide a holistic view of the
partner’s risk profile across multiple supply chain tiers (L1-L3). Furthermore, the research highlights a
significant paradigm shift from declaratory verification methods, traditionally based on subjective
questionnaires, toward automated data aggregation and verification. Contemporary organizations are
optimizing their due-diligence processes by leveraging digital ecosystems that integrate real-time data from
public registries, specialized rating platforms, and verified certification authorities. This evidence-based
approach to due-diligence minimizes administrative burdens for all stakeholders across the value chain,
replacing static self-declarations with the dynamic monitoring of objective, verifiable evidence. The
implementation of these technologies is proving critical for achieving lean and agile (LARS) operations, as it
facilitates the immediate validation of compliance with regulatory (AML, ESG) and operational standards
without the need for manual inquiry. The research concludes that digital partner verification has transcended
its role as a mere compliance tool to become a fundamental pillar of organizational resilience.

Keywords: Due-diligence, ESG rating, AML screening, LARS supply chain, Digital platforms, Risk

Evolicia online systémov preverovania obchodnych partnerov ako determinant
odolnosti globalnych dodavatel'skych retazcov

Abstrakt

Sacasné podnikatel'ské prostredie, definované vysokou mierou volatility a rastacim regulacnym tlakom v
oblasti udrzatelnosti, vyzaduje prechod od reaktivneho k proaktivnemu riadeniu rizik v dodévatel'skych
retazcoch. Tento prispevok prezentuje koncept vyskumu zameraného na vyvoj a rozvoj online platforiem a
digitalnych rieseni ur¢enych na hibkové preverovanie obchodnych partnerov. Vyskum sa zameriava na
transformdciu tychto systémov z jednotcelovych nastrojov finan¢ného skéringu na komplexné ekosystémy
integrujace protikorupéné mechanizmy (AML), environmentalne a socidlne kritéria (ESG) a analyzu
prevadzkovej kontinuity. N&§ vyskum analyzuje metodologické pristupy, ktorymi stcasné platformy
spracovavaju heterogénne data s cielom poskytnat holisticky pohl'ad na rizikovy profil partnera napriec
viacerymi troviiami dodavatel'ského retazca (L1 - L3). Vyskum poukazuje na posun od deklarativnych
metod preverovania (zaloZzenych na subjektivnych dotaznikoch) k automatizovanej agregacii a verifikacii dat.
Stcasné organizacie optimalizuja procesy due-diligence vyuzivanim digitalnych ekosystémov, ktoré v
redlnom case integruja udaje z verejnych registrov, Specializovanych ratingovych platforiem a
verifikovanych certifika¢nych autorit. Tento pristup k due-diligence zalozeny na existujicej evidencii
minimalizuje administrativnu zataz na oboch strandch retazca a nahradza statické sebadeklarécie
dynamickym monitoringom objektivnych dokazov. Implementacia tychto technolégii sa ukazuje ako kriticka
pre dosiahnutie stihlosti a agility, nakol’ko umoziiuje okamzita validaciu stladu s regula¢nymi (AML, ESG)
a opera¢nymi standardmi bez nutnosti manualneho dopytovania informacii. Clanok konstatuje, ze digitalne
preverovanie partnerov prestdva byt len nastrojom compliance a stava sa pilierom odolnosti podniku.

Klacové slova: Due diligence, ESG hodnotenie, AML skrining, dodavatelsky retazec LARS, digitdlne
platformy, riziko
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Abstract

Traditional Ecological Knowledge (TEK) held by fishers in Haruku village, Indonesia, constitutes a structured
predictive system that plays a significant role in quality management, risk management, and the
sustainability of small-scale fisheries. This knowledge system encompasses the classification of west and east
monsoon seasons, an understanding of ocean current dynamics and tidal patterns, and the use of
astronomical indicators as temporal markers in fishing activities. These elements are integrated into an
ecologically based fishing calendar that regulates fishing periods, gear selection, and fishing zones. This study
employed a qualitative case study approach to analyze Traditional Ecological Knowledge (TEK) as a
predictive system in small-scale fisheries in Haruku Village, Indonesia, using interviews, observation, and
local fishing calendars. Data were thematically analyzed to examine quality management, risk anticipation,
and sustainability. Functionally, TEK operates as an informal quality management mechanism that enhances
operational safety, reduces uncertainty, and supports fishers” decision-making under conditions of marine
environmental variability. From a risk management perspective, the predictive capacity of this knowledge
enables fishers to anticipate hazardous sea conditions, minimize maritime accidents, and ensure the
continuity of fishing activities. In terms of sustainability, aligning fishing practices with seasonal ecological
cycles contributes to the conservation of fisheries resources and strengthens the socio-ecological resilience of
coastal communities. This study demonstrates that the traditional ecological knowledge of Haruku village
fishers should be recognized not merely as local wisdom, but as a structured knowledge system that
complements contemporary approaches to quality assurance, risk mitigation, and sustainable fisheries
management.

Keywords: TEK, small fisheries, quality management, sustainibility, risk management, haruku village

Tradi¢né ekologické poznatky (TEK) ako prediktivny systém pre riadenie kvality,
riadenie rizik a udrzatel'nost v malom rybolove: dokazy z dediny Haruku
v Indonézii

Abstrakt

Tradi¢né ekologické poznatky (TEK) rybarov v dedine Haruku v Indonézii predstavuja Strukttrovany
prediktivny systém zohravajtci vyznamna dlohu v riadeni kvality, riadeni rizik a udrZatelnosti malého
rybolovu. Tento systém zahfnia klasifikaciu monztnovych obdobi, porozumenie dynamike ocednskych
pradov a prilivu, ako aj vyuzivanie astronomickych indikatorov ako ¢asovych orienta¢nych bodov pri
rybarskych aktivitach. Tieto poznatky st integrované do ekologicky zalozeného rybarskeho kalendara, ktory
reguluje obdobia rybolovu, vyber rybarskeho naradia a rybarske zény. Stadia vyuziva kvalitativny pristup
pripadovej stadie zaloZzeny na rozhovoroch, pozorovani a analyze miestnych rybarskych kalendarov.
Zistenia ukazuju, ze TEK funguje ako neformélny mechanizmus riadenia kvality, ktory zvysuje prevadzkova
bezpec¢nost, znizuje neistotu a podporuje rozhodovanie rybarov v podmienkach variability morského
prostredia. Prediktivna schopnost tohto systému zaroven umoznuje predvidat rizikové podmienky na mori
a minimalizovat nehody. Zostladenie rybarskych praktik so sezénnymi ekologickymi cyklami zaroven
prispieva k ochrane rybarskych zdrojov a posiliiuje socio-ekologickti odolnost pobreznych komunit.
Vysledky naznacuja, ze TEK by nemal byt vnimany iba ako miestna mudrost, ale ako struktarovany systém
poznania, ktory méze dopliiat moderné pristupy k riadeniu kvality, rizik a udrzatelného manazmentu
rybolovu.

Klacové slova: TEK (tradicné ekologické poznatky), malé rybarstvo, manazment kvality, udrzatelnost,
riadenie rizik, dedina Haruku
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The Influence of Leadership Style on Employee Attitudes Towards
Occupational Health and Safety
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Abstract

Effective leadership plays a crucial role in shaping employees’ attitudes toward occupational health and
safety (OHS) and, consequently, in determining the overall safety performance of organizations. This article
examines the influence of different leadership styles on employees” perceptions, attitudes, and behaviours
related to OHS. Drawing on a review of contemporary literature and empirical research findings, the study
focuses particularly on transformational, transactional, and authoritarian leadership styles and their impact
on safety awareness, compliance with safety procedures, and proactive safety behaviours. The analysis
indicates that transformational leadership is positively associated with higher levels of employee engagement
in OHS, stronger safety motivation, and a more robust safety culture. Transactional leadership shows mixed
effects, supporting safety compliance primarily through monitoring and reward systems, while authoritarian
leadership tends to be linked with lower safety participation and weaker safety climate perceptions. The
findings highlight leadership style as a key psychosocial factor influencing occupational health and safety
attitudes. The papers concludes with practical implications for managers and policymakers, emphasizing the
need to promote leadership development programs that foster participatory, supportive, and safety-oriented
leadership behaviours to improve occupational health and safety outcomes.

Keywords: leadership, management, occupational health and safety

Vplyv stylu liderstva na postoje zamestnancov k bezpecnosti a ochrane zdravia pri
praci

Abstrakt

Efektivne liderstvo zohrava kld¢ovu tlohu pri formovani postojov zamestnancov k bezpecnosti a ochrane
zdravia pri praci (BOZP) a nasledne aj pri ur¢ovani celkovej trovne bezpec¢nostného vykonu organizacii.
Tento ¢lanok skama vplyv roznych stylov liderstva na percepcie, postoje a spravanie zamestnancov stuvisiace
s BOZP. Na zaklade prehladu sticasnej literattry a empirickych vyskumnych zisteni sa stadia zameriava
najmaé na transformacny, transakény a autoritativny styl liderstva a ich vplyv na bezpe¢nostné povedomie,
dodrziavanie bezpec¢nostnych postupov a proaktivne bezpecnostné spravanie.Analyza naznacuje, Ze
transformacné liderstvo je pozitivne spojené s vyssou mierou angazovanosti zamestnancov v oblasti BOZP,
silnejSou motivaciou k bezpecnosti a robustnejSou bezpe¢nostnou kulttrou. Transakéné liderstvo vykazuje
zmie$ané ucinky, ked podporuje dodrziavanie bezpe¢nostnych pravidiel predovsetkym prostrednictvom
kontrolnych a odmenovacich mechanizmov, zatial ¢o autoritativne liderstvo byva spojené s nizSou mierou
Gcasti zamestnancov na bezpecnostnych aktivitich a slabs$im vnimanim bezpecnostnej klimy.Zistenia
zdoraziuja styl liderstva ako kl'tcovy psychosocidlny faktor ovplyvnujtci postoje k bezpec¢nosti a ochrane
zdravia pri préci. Clanok sa uzatvéra praktickymi implikaciami pre manaZérov a tvorcov politik a zdorazituje
potrebu podpory programov rozvoja liderstva, ktoré podporuja participativne, podporné a na bezpe¢nost
orientované liderské sprévanie s ciel om zlepsit vysledky v oblasti BOZP.

Klacové slova: vedenie, manazment, bezpe¢nost a ochrana zdravia pri praci
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and the Human Factor in the Context of Artificial Intelligence
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Abstract

Contemporary production management faces growing challenges resulting from increasing system
complexity, market volatility, and rapid technological development, particularly the implementation of
artificial intelligence (AI). Paper examines key problems of modern production management with a special
focus on the human factor in Al-driven production environments. The author analyses how the integration
of Al-based systems affects decision-making processes, work organization, employee competencies, and
human-machine interactions. Drawing on a critical review of recent literature and selected case studies, the
article identifies major challenges such as resistance to technological change, skill gaps, ethical and
responsibility-related concerns, and the risk of reduced human autonomy in production processes. At the
same time, the findings highlight the potential of AI to enhance human performance by supporting decision-
making, improving process efficiency, and increasing occupational safety when appropriately designed and
managed. The paper emphasizes the importance of socio-technical approaches to production management,
where human-cantered design, leadership, and continuous competence development play a central role. The
article concludes that successful implementation of artificial intelligence in production systems depends not
only on technological advancement but also on effective management of the human factor, ensuring
alignment between organizational goals, employee well-being, and sustainable production performance.

Keywords: production, management, human, leadership, artificial intelligence

Problémy sticasného manazmentu vyroby a I'udsky faktor v kontexte umelej

inteligencie

Abstrakt

Stcasny manazment vyroby celi rasticim vyzvam vyplyvajicim zo zvysujicej sa komplexnosti systémov,
volatility trhov a rychleho technologického rozvoja, najma implementécie umelej inteligencie (Al). Prispevok
sktima kl'ac¢ové problémy moderného manazmentu vyroby so $pecidlnym zameranim na l'udsky faktor v
prostredi vyroby riadenej umelou inteligenciou. Autorka analyzuje, ako integracia systémov zalozenych na
umelej inteligencii ovplyviiuje rozhodovacie procesy, organiziciu prace, kompetencie zamestnancov a
interakcie medzi ¢lovekom a strojom. Na zdklade kritického prehladu stcasnej literatary a vybranych
pripadovych stadii ¢lanok identifikuje hlavné vyzvy, ako st odpor voci technologickym zmenam, nedostatok
zrucnosti, etické otdzky a otazky zodpovednosti, ako aj riziko zniZenia autonémie ¢loveka vo vyrobnych
procesoch. Zistenia zaroven poukazuji na potencial umelej inteligencie zvysovat ludsky vykon
prostrednictvom podpory rozhodovania, zlepSovania efektivnosti procesov a zvySovania bezpecnosti prace,
ak je vhodne navrhnutd a riadend. Prispevok zdorazniuje vyznam socidlno-technickych pristupov k
manazmentu vyroby, v ktorych zohravaju klacova tdlohu dizajn orientovany na ¢loveka, liderstvo a
kontinudlny rozvoj kompetencii. Clanok uzatvira konstatovanie, Ze uspe$nd implementdcia umelej
inteligencie vo vyrobnych systémoch zavisi nielen od technologického pokroku, ale aj od efektivneho
riadenia I'udského faktora, ktoré zabezpecuje stilad medzi cielmi organizacie, blahobytom zamestnancov a
udrzatelnym vyrobnym vykonom.

Klacové slova: vyroba, manazment, ¢lovek, vedenie, umela inteligencia
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Managerial Competencies for Implementing Artificial Intelligence in Human
Resource Management

Samuel Hrnéiar!
T Faculty of Social and Economic Relations, Alexander Dubcek University of Trencin
samuel.hrnciar@tnuni.sk

Abstract

This scientific article focuses on researching the managerial competencies essential for the successful
implementation of artificial intelligence (AI) in human resource management (HRM). It is grounded in the
Theory of Dynamic Managerial Capabilities (DMCs), which emphasizes the significance of managers'
cognitive capabilities, as well as their human and social capital, in driving organizational change. The
objective of this work is to propose and empirically validate a competency model required for the effective
adoption and utilization of artificial intelligence in HRM, incorporating dimensions such as ethical decision-
making, technical expertise, managerial agility, building trust in Al tools, and human-AlI collaboration. The
research will be conducted using quantitative methods, including surveys, bibliometric and content analysis,
and advanced statistical techniques. The scientific contribution lies in identifying key HR managerial
competencies in the era of digitalization and proposing a competency framework specifically tailored for Al
implementation. The practical output will consist of recommendations for HR development programs and
strategies that can serve both organizations and labor market policymakers.

Keywords: Artificial Intelligence, Human Resource Management, Dynamic Managerial Capabilities,
Managerial competencies

Manazérske kompetencie pre zavadzanie umelej inteligencie v riadeni I'udskych
zdrojov

Abstrakt

Vedecky ¢lanok sa zameriava na vyskum manazérskych kompetencii nevyhnutnych pre tspesné zavadzanie
umelej inteligencie do riadenia I'udskych zdrojov (HRM). Vychadza z Teérie dynamickych manazérskych
schopnosti (Dynamic Managerial Capabilities - DMCs), ktora zdoéraznuje vyznam kognitivnych schopnosti
manazérov, ich I'udského a socidlneho kapitalu pri riadeni organiza¢nych zmien. Ciel om prace je navrhnat
a empiricky overit model kompetencii potrebnych pre efektivne prijimanie a vyuzivanie umelej inteligencie
v riadeni I'udskych zdrojov, pricom sa zohladnia dimenzie ako etické rozhodovanie, technické znalosti,
manazérska agilita, budovanie dovery v nastroje Al a spolupréaca ¢loveka-Al. Vyskum bude realizovany
prostrednictvom kvantitativnych metéd (dotaznikové zistovanie, bibliometrickd a obsahova analyza,
pokrocilé statistické techniky). Vedeckym prinosom bude identifikdcia kI'i¢ovych kompetencii manazérov
HR v ére digitalizacie a ndvrh rdmca kompetencii Specificky zameraného na implementéaciu Al Praktickym
vystupom bude odportcanie pre rozvojové programy a stratégie HR, ktoré mozu slazit organizacidam aj
tvorcom politik v oblasti trhu prace.

Klacové slova: umeld inteligencia, riadenie l'udskych zdrojov, dynamické manazérske schopnosti,
manazérske kompetencie
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Victimization in Policing as an HR Well-Being Challenge: Depressive
Symptoms and Demotivation as Key Outcomes

Riita Adamoniené!, Ema Atkocaityté2 and Vilma MilaSiunaité3
1.2.3Academy of Public Security, Mykolas Romeris University
rutadam@mruni.eu; e.atkocaityte@email.com; v.milasiunaite@mruni.eu

Abstract

Occupational victimization is a recurrent risk in policing that may accumulate and undermine officers’
wellbeing and work engagement. This study examined whether victimization severity —operationalised as a
composite index of exposure type (direct/indirect) and frequency in the past 12 months—predicts
psychological and work-related outcomes. An anonymous cross-sectional online survey was completed by
137 Lithuanian police officers (M age = 41.5). Consequence items were reduced via exploratory factor analysis
(PCA, Varimax; KMO = .775; Bartlett’s x2(276) = 996.497, p < .001), yielding six reliable scales (a = .688-.907):
exhaustion, PTSD symptoms, depressive symptoms, demotivation, perceived work-performance decline,
and personal difficulties. Using separate linear regressions (listwise complete n = 33), the victimization index
significantly predicted depressive symptoms (3 = 433, R? = .188, p = .012) and demotivation (p = .361, R? =
131, p = .039), while effects on PTSD symptoms, perceived work-performance decline, and personal
difficulties were non-significant (ps > .05). Exhaustion showed a positive trend ( = .320, R =.102, p = .069).
Group comparisons indicated broadly similar outcomes for direct (n = 15) versus indirect exposure (n = 42),
except higher depressive symptoms among directly victimized officers (p = .012). Findings suggest that HR-
oriented prevention and post-incident support in policing should prioritise early detection and response to
depressive symptoms and motivational decline, alongside recovery-supportive supervisory and work-design
practices.

Keywords: policing, occupational victimization, depressive symptoms, demotivation, employee wellbeing

Viktimizacia v policajnej praci ako vyzva pre pohodu zamestnancov z pohl'adu HR:
depresivne symptémy a demotivacia ako kltacové dosledky

Abstrakt

Viktimizécia pri vykone policajnej sluzby predstavuje opakujace sa riziko, ktoré sa moze kumulovat a
negativne ovplyvriovat pohodu policajtov a ich pracovnt angazovanost. Tato stadia skimala, ¢i zavaznost
viktimizacie - operacionalizovana ako kompozitny index typu expozicie (priama/nepriama) a jej frekvencie
pocas poslednych 12 mesiacov - predikuje psychologické a pracovné dosledky. Anonymny prierezovy online
prieskum vyplnilo 137 litovskych policajtov (priemerny vek = 41,5 roka). Polozky zamerané na dosledky boli
redukované prostrednictvom explorac¢nej faktorovej analyzy (PCA, Varimax; KMO =.775; Bartlettovo x?(276)
= 996.497, p < .001), pricom bolo identifikovanych Sest spolahlivych 8kél (a = .688-.907): vycerpanie,
symptomy PTSD, depresivne symptémy, demotivacia, vnimany pokles pracovného vykonu a osobné
tazkosti. Pomocou samostatnych linedrnych regresii (listwise complete n = 33) index viktimizacie vyznamne
predikoval depresivne symptémy (B = .433, R? = .188, p = .012) a demotivaciu ( = .361, R? = 131, p = .039),
zatial' ¢o ti¢inky na symptémy PTSD, vnimany pokles pracovného vykonu a osobné tazkosti neboli tatisticky
vyznamné (p > .05). Vycerpanie vykazovalo pozitivny trend ( = .320, R?> =.102, p = .069). Porovnanie skupin
naznacilo vo vSeobecnosti podobné vysledky pri priamej (n = 15) a nepriamej expozicii (n = 42), s vynimkou
vys$sej miery depresivnych symptémov u priamo viktimizovanych policajtov (p = .012). Zistenia naznacujd,
Ze prevencia a podpora po incidente orientovand na HR v policajnom prostredi by sa mala zamerat najma na
véasnud identifikdciu a rieSenie depresivnych symptémov a poklesu motivacie, spolu s podporujacimi
pristupmi v oblasti vedenia a dizajnu prace podporujtacimi zotavenie.

Klacové slova: policajnd praca, viktimizacia v praci, depresivne symptémy, demotivacia, blahobyt
zamestnancov
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Institutional Blindness and Human Capital Retention: The Dissonance of
Universal Design Management in the Lithuanian Public Sector

Ana Stasevicienél!
I Social Inclusion and Leadership Research Laboratory, Mykolas Romeris University,
ana@feniksai.lt

Abstract:

This study analyses the implementation of Universal Design in the Lithuanian public and private sectors,
evaluating it as a measure for human capital retention. Using a mixed-methods approach, quantitative data
from the National Monitoring System regarding 2,684 objects is compared with qualitative insights from
national, urban, and regional governance representatives. The study identifies a significant gap between
regulatory awareness and practical implementation; while 89.2 percent of institutions claim knowledge of
requirements, only 1.3 percent of facilities are fully accessible. Specifically, a 90.5 percent non-compliance rate
in horizontal movement restricts the autonomy and functional capability of employees with acquired
disabilities within the workplace. The inductive analysis highlights three main barriers including formalistic
compliance without functional value, regulatory conflicts between fire safety and accessibility standards, and
a competency gap in the construction and design sectors. The findings indicate that without shifting from
reactive accommodation to a proactive Universal Design standard, organizations risk losing qualified
personnel due to environmental barriers.

Keywords: Universal Design, Institutional Blindness, Human Capital, Managerial Dissonance, Public Sector.

Institucionalna slepota a udrzanie I'udského kapitalu: disonancia manazmentu
univerzalneho dizajnu vo verejnom sektore Litvy

Abstrakt

Této stadia analyzuje implementaciu univerzalneho dizajnu v litovskom verejnom a sikromnom sektore a
hodnoti ju ako nastroj na udrzanie I'udského kapitalu. Vyuzivajic pristup zmieSanych met6d, stadia
porovndva kvantitativne tdaje z Nérodného monitorovacieho systému tykajice sa 2 684 objektov s
kvalitativnymi zisteniami ziskanymi od predstavitelov narodnej, mestskej a regiondlnej spravy. Vyskum
identifikuje vyznamnt medzeru medzi regulaénym povedomim a praktickou implementaciou; zatial ¢o 89,2
% instittcii deklaruje znalost poziadaviek, iba 1,3 % objektov je plne pristupnych. Konkrétne 90,5 % nestladu
v oblasti horizontadlneho pohybu obmedzuje autonémiu a funkéné schopnosti zamestnancov so ziskanym
zdravotnym postihnutim na pracovisku. Induktivna analyza identifikuje tri hlavné bariéry: formalistické
plnenie poziadaviek bez funkénej hodnoty, regula¢né konflikty medzi normami poZziarnej bezpecnosti a
pristupnosti a nedostatok kompetencii v sektore stavebnictva a dizajnu. Zistenia naznacuju, ze bez prechodu
od reaktivnych tdprav k proaktivnemu s$tandardu univerzélneho dizajnu organizacie riskuja stratu
kvalifikovanych zamestnancov v dosledku environmentalnych bariér.

Klacové slova: univerzalny dizajn, institucionalna slepota, I'udsky kapital, manazérska disonancia, verejny
sektor.
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Artificial Intelligence as a Strategic Tool for Developing Future Workforce
Competencies

Erik Weiss!

T Faculty of Business Economics with seat in KoSice, Bratislava University of Economics and Business
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Abstract

Artificial intelligence (Al) is increasingly transforming human resource management from an operational
function into a strategic driver of organisational adaptability, workforce readiness, and sustainable
competitiveness. This invited contribution examines Al as a strategic enabler connecting HR digital
transformation with higher education systems and the development of future-oriented competencies,
including digital and green skills. The paper conceptualises how Al-driven HR analytics, competency
intelligence, and adaptive learning environments support data-informed talent management, strategic
workforce planning, and continuous upskilling in response to rapidly changing labour market demands.
Particular emphasis is placed on the role of economics-focused universities as strategic partners in building
future workforce capabilities through innovative educational models integrating Al tools into learning
processes. The contribution proposes an integrative framework linking HR strategy, Al-supported education,
and sustainability-oriented competency development to strengthen organisational resilience. Strategic
challenges such as ethical governance of Al, data transparency, organisational readiness, and responsible
implementation are critically discussed. The findings highlight the importance of cross-sector collaboration
between HR leaders and academic institutions to create measurable competency outcomes and support
sustainable transformation through evidence-based decision-making.

Keywords: artificial intelligence, HR digital transformation, future competencies, higher education, green
skills.

Umela inteligencia ako strategicky nastroj rozvoja kompetencii budicej
pracovnej sily

Abstrakt

Umela inteligencia (Al) transformuje riadenie I'udskych zdrojov z operativnej funkcie na strategicky nastroj
podporujici adaptabilitu organizacii, pripravenost pracovnej sily a udrzatelnt konkurencieschopnost.
Vyzvany prispevok analyzuje Al ako strategicky prvok prepajajaci digitdlnu transforméciu HR s
vysokoskolskym vzdeldvanim a rozvojom kompetencii budtcnosti vratane digitdlnych a zelenych zru¢nosti.
Prispevok ukazuje, ako HR analytika podporovana Al, mapovanie kompetencii a adaptivne vzdelavacie
prostredia umoznuji datovo podlozené riadenie talentov, strategické planovanie pracovnej sily a
kontinudlny rozvoj zru¢nosti v podmienkach dynamickych zmien trhu prace. Osobitny doraz je kladeny na
tlohu ekonomicky orientovanych univerzit ako strategickych partnerov pri budovani kompetencii
prostrednictvom inovativnych vzdeldvacich modelov integrujtacich Al nastroje do vyuc¢by. Navrhovany
rdmec prepdja HR stratégiu, Al podporované vzdeldvanie a rozvoj kompetencii orientovanych na
udrzatelnost’ s ciefom posilnit organiza¢nt odolnost. Diskutované st aj strategické vyzvy, vratane etického
riadenia Al, transparentnosti dat, organizacnej pripravenosti a zodpovednej implementédcie. Zaver
zdoraznuje vyznam spoluprace medzi HR lidrami a akademickym prostredim pri tvorbe meratel'nych
kompetené¢nych vystupov podporujtcich udrzatelnd transformaciu.

Klacové slova: umeld inteligencia, digitdlna transformacia l'udskych zdrojov, budiice kompetencie,
vysokoskolské vzdelavanie, zelené zruc¢nosti.
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From Data to Business Process Improvement: Experiences with the Use of
Process Mining

Zuzana Papulova! and Branislav Linkay?
L2 Faculty of Management, Comenius University Bratislava
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Abstract

Companies are increasingly recognizing the need to employ analytical tools that support the improvement
and management of business processes. Nowadays, business process management has access to a huge
amount of data regarding process execution. In this context, the development of information technologies
plays a crucial role, as it enables organizations to systematically record, store, collect, and analyze process
data that capture the actual execution of business processes. Process mining represents one of the modern
approaches that enables the analysis of data records generated by information systems and facilitates the
identification of deviations, bottlenecks, and inefficiencies in processes. The present study focuses on
comparing the traditional approach to process analysis with the process mining-based approach, as well as
on the application of new technologies in the collection and analysis of process data. Unlike traditional
approaches, which are often based on interviews with employees and manual process mapping, process
mining enables the identification of how individual process activities are actually performed. This approach
also allows for the rapid identification of points where delays, errors, or other forms of process inefficiencies
occur. The use of data obtained from information systems reduces the reliance on subjective estimates and
enables process teams to focus on the most significant opportunities for process improvement. Furthermore,
advanced analytical methods based on the analysis of historical process data can contribute to predicting
potential future issues in processes, thereby gradually transforming process management from a
predominantly reactive discipline into a proactive one. The study concludes by presenting practical
experiences as well as recommendations for the application of the process mining approach in the
improvement of business processes.

Keywords: process mining, business process management, process data analysis, process bottlenecks,
business process improvement

Od dat k zlepSovaniu procesov: sktisenosti s vyuzitim process miningu

Abstrakt

Podniky v sti¢asnosti ¢oraz intenzivnejsie pocituji potrebu vyuzivania analytickych nastrojov podporujtcich
zlepSovanie a manazment podnikovych procesov. Procesny manazment ma dnes k dispozicii rozsiahle
mnozstvo dét o priebehu procesov. Vyznamna tlohu v tomto kontexte zohrdva najmé rozvoj informac¢nych
technol6gii, ktory umozfiuje podnikom systematicky zaznamendvat, uchovavat, zhromazdovat a
analyzovat procesné data zachytavajace redlny priebeh podnikovych procesov. Process mining predstavuje
jeden z modernych pristupov, ktory umoziiuje zbierat a analyzovat déatové zdznamy generované
informa¢nymi systémami a identifikovat odchylky, tizke miesta a neefektivnosti v procesoch. Stadia sa
zameriava na porovnanie tradi¢ného pristupu k analyze procesov s pristupom zalozenym na process
miningu a na vyuzitie novych technolégii pri zbere a analyze procesnych dat. Na rozdiel od tradi¢nych
pristupov, ktoré st ¢asto zalozené na rozhovoroch so zamestnancami a manualnom mapovani procesov,
process mining umoznuje identifikovat' skutoény sposob vykondvania jednotlivych ¢innosti v procesoch.
Tento pristup zérovent umoznuje rychlejsie identifikovat miesta vzniku oneskoreni, chyb alebo inych foriem
procesnej neefektivnosti. Vyuzivanie déat ziskanych z informacénych systémov zaroven znizuje mieru
subjektivnych odhadov a umoznuje procesnym timom ststredit sa na najvyznamnejsie prilezitosti na
zlepsovanie procesov. Pokrocilé analytické metddy zaloZené na analyze historickych procesnych dat moézu
navyse prispiet k predikcii potencidlnych budtcich problémov v procesoch, ¢im sa procesny manazment
postupne transformuje z prevazne reaktivneho pristupu na pristup proaktivny. V zavere stadia su
prezentované praktické skiisenosti, ako aj odportcania tykajace sa vyuZitia pristupu process miningu pri
zlepsovani podnikovych procesov.

Klacové slova: procesné dolovanie (process mining), riadenie podnikovych procesov, analyza procesnych
dat, tizke miesta procesov, zlepsovanie podnikovych procesov
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Coaching as a Tool for Developing Green Competences in the Context of
Higher Education
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Abstract

The green transformation of the labour market is reshaping the demands placed on human resources and
calls for new approaches to competence development that go beyond technical abilities. Green competences,
as defined by the GreenComp framework, include systems thinking, value-based decision-making, futures
literacy, and active participation in change processes. This paper explores the potential of coaching as a
strategic tool for developing these competences among university students in economics and management.
It draws on the GROW model (Goal - Reality - Options - Will), which provides a structured space to support
conscious motivation, self-reflection, and individual commitment to action. In this context, coaching enhances
transformative learning, fosters responsibility, and cultivates the leadership potential of future managers.
Particular emphasis is laid on supporting intrinsic motivation and the ability to integrate environmental
values into decision-making. The paper also outlines possibilities for integrating selected coaching
approaches into higher education competence development programmes as a means of supporting
organisational adaptability, values-driven leadership, and long-term sustainability in the era of twin
transition. Finally, it opens up a discussion on how personalised support can foster the development of
competences for a sustainable future.

Keywords: green competences, higher education, coaching, sustainability

Koucing ako nastroj rozvoja zelenych sposobilosti v kontexte vysokoskolského
vzdelavania

Abstrakt

Zelena transformécia trhu prace meni poziadavky na I'udské zdroje a vyzaduje nové pristupy k rozvoju
sposobilosti, ktoré presahuju rdmec technickych zrué¢nosti. Zelené kompetencie, ako ich definuje ramec
GreenComp, zahftiajt schopnost systémového myslenia, hodnotovo ukotveného rozhodovania, predvidania
a aktivneho zapdjania sa do zmien. Prispevok analyzuje moznosti vyuzitia kou¢ingu ako strategického
néstroja rozvoja tychto kompetencii u studentov vysokych §kol so zameranim na ekonémiu a manazment.
Opiera sa 0 model GROW (Goal - Reality - Options - Will), ktory vytvéra struktarovany priestor na podporu
uvedomelej motivécie, reflexie a individudlneho zavazku konat. Koucing v tomto kontexte posilituje
transformac¢né ucenie, rozvoj zodpovednosti a potencidlu vodcovstva budiacich manazérov. Osobitny doraz
sa kladie na rozvijanie vnuatornej motivacie aschopnosti zohladnit environmentdlne hodnoty pri
rozhodovani. Stcastou st aj moznosti integracie vybranych pristupov kouc¢ovania do programov rozvoja
kompetencii $tudentov vysokych 8kol ako néstroja na podporu organizacnej adaptability, hodnotovo
ukotveného vodcovstva a dlhodobej udrzatelnosti v ére dvojitej transformécie. Prispevok zédroven otvéra
diskusiu o tom, ako moéze individualna podpora rozvijat sposobilosti pre udrzatelnt budtcnost.

Klacové slova: zelené kompetencie, vysokoskolské vzdelavanie, kouc¢ing, udrzatelnost
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Employee Wellbeing and Sustainable Performance in Al-Intensified Work: A
Strategic HR Framework

Robert Fritzen!
T Faculty of Management, Comenius University Bratislava, Slovakia
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Abstract

Data-Driven Al technologies are transforming the workplace by increasing the pace and workload. This has
intensified productivity measures on employees and by keeping up, employee wellbeing is put at risk to the
same extent. This paper examines how strategic human resource management can provide a framework
which incorporates the employee perspective in order to make this a sustainable endeavour. It argues that
long term performance depends on adapting the current fast paced value extraction from Al towards
practices that seek a measurably optimal compromise between employee output and metrics such as mental
health, social inclusion, and overall employability. The paper shows evidence of a persistent strain of well-
being across the workforce. It highlights a recurring perception gap between leadership decisions and
employee experience. To address this gap, a multi-step strategic HR framework is suggested: Metrics are
created that quantify and compare well-being alongside performance. Based on this, a work design must be
found that limits harmful intensification. Thirdly, accountability mechanisms are defined that link human
outcomes to leadership priorities and incentive systems. The paper comes to the conclusion that sustainability
in this sense does not require a trade-off against productivity but a long-term capability that strengthens
retention, engagement, and adaptive performance in digitally transformed organizations.

Keywords: strategic HRM, organizational sustainability, artificial intelligence

Wellbeing a udrzatelna pracovna vykonnost v prostredi intenzivneho vyuzivania
umelej inteligencie: strategicky ramec riadenia lI'udskych zdrojov

Abstrakt

Datovo riadené technolégie umelej inteligencie zdsadne menia pracovné prostredie tym, ze zvysuji tempo
prace a intenzitu pracovného zatazenia. Tento vyvoj vedie k spristiovaniu produktivnych poziadaviek
kladenych na zamestnancov, pricom udrziavanie tohto tempa moze ohrozovat ich blahobyt. Prispevok
skiima, ako moze strategické riadenie 'udskych zdrojov poskytnat rdmec, ktory systematicky zahita
perspektivu zamestnancov a umoziiuje dlhodobo udrzatelné vyuzivanie umelej inteligencie. Argumentuje
sa, ze dlhodoba vykonnost zavisi od posunu od kratkodobej extrakcie hodnoty smerom k praktikdm, ktoré
hladaja meratelne optimalny kompromis medzi pracovnym vykonom a ukazovatelmi, ako st dusevné
zdravie, socidlna inklazia a celkova zamestnatelnost. Prispevok zhromazduje dokazy o pretrvavajicom
tlaku na blahobyt zamestnancov naprie¢ ré6znymi skupinami pracovnej sily a poukazuje na opakujicu sa
percepént medzeru medzi hodnotenim vedenia a redlnou skiisenostou zamestnancov, ktord méze oslabovat
doéveru a angaZovanost. Na rieSenie tohto problému sa navrhuje viacstuptiovy strategicky ramec riadenia
I'udskych zdrojov, ktory zahfiia vytvaranie metrik porovnavajtcich blahobyt a vykonnost, tpravu dizajnu
préce s ciefom obmedzit Skodlivi intenzifikaciu a zavedenie mechanizmov zodpovednosti prepajajacich
Iudské vysledky s prioritami vedenia a motivaénymi systémami. Prispevok dospieva k zaveru, ze
udrzatelnost v tomto zmysle nepredstavuje kompromis na tkor produktivity, ale dlhodobta schopnost
posilitujacu udrzanie zamestnancov, angazovanost a adaptivnu vykonnost v digitdlne transformovanych
organizaciach

Klacové slova: strategické riadenie I'udskych zdrojov, organiza¢na udrzatelnost, umela inteligencia
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Abstract

Organisations are increasingly facing complex and non-linear challenges due to digitalisation, artificial
intelligence, and evolving work practices. SMEs, in particular, encounter significant limitations regarding
resources, structures, and formalised processes, which heighten the demands on leadership and HRM. While HR
is often seen as a key driver of organisational responsiveness, prevailing HR practices and leadership models still
tend to rely on linear assumptions of control, predictability, and optimisation. This conceptual contribution argues
that strategic HR in SMEs needs to move beyond procedural and technology-focused approaches and instead
emphasise developing leadership capabilities that enable effective decision-making amidst complexity. Drawing
on insights from complexity science and contemporary leadership research, the contribution outlines core
leadership competencies that foster organisational responsiveness, including sensemaking, distributed decision-
making, and the capacity to balance stability with emergence. By repositioning HR as an enabler of complexity-
aware leadership, this contribution advances the strategic HR discourse and highlights its importance in
supporting sustainable performance and resilience in SMEs operating within highly dynamic and uncertain
environments. Practical implications for HR strategy and leadership development are also discussed.

Keywords: human resource management, leadership capabilities, organisational responsiveness, SMEs

Strategické HR a liderské schopnosti pre organiza¢nt adaptabilitu v MSP

Abstrakt

Organizacie celia ¢oraz castejSie komplexnym a nelinedrnym vyzvam, ktoré prinasa digitalizdcia, umeld
inteligencia a meniace sa formy prace. Najmd malé a stredné podniky (MSP) sa stretavaju s vyraznymi
obmedzeniami v oblasti zdrojov, organiza¢nych struktir a formalizovanych procesov, ¢o zvysuje naroky na
vedenie l'udi a strategické riadenie I'udskych zdrojov. Hoci je HR ¢asto vnimané ako kltcovy faktor
organizac¢nej pruznosti a schopnosti reagovat, mnohé zauzivané HR postupy a liderské modely sa stéle
opieraju o linearne predpoklady kontroly, predvidatelnosti a optimalizécie. Tento konceptualny prispevok
poukazuje na potrebu, aby sa strategické HR v malych a strednych podnikoch posunulo nad rédmec
procedurdlnych a technologicky orientovanych pristupov a zameralo sa na rozvoj liderskych kompetencii
umoziujicich efektivne rozhodovanie v podmienkach komplexity. Na zaklade poznatkov z oblasti vedy o
komplexite a sacasného vyskumu liderstva prispevok identifikuje kltacové liderské kompetencie
podporujdce organiza¢nd responzivnost, ako st tvorba zmyslu (sensemaking), distribuované rozhodovanie
a schopnost vyvazovat stabilitu so vznikajicimi zmanami. Rekonceptualizdciou HR ako aktivneho
strategického partnera citlivého na komplexitu tento prispevok rozvija diskurz strategického HR a
zdoraziiuje jeho vyznam pre podporu udrzatelnej vykonnosti a odolnosti malych a strednych podnikov
posobiacich v dynamickom a neistom prostredi. Stcastou st aj praktické implikdcie pre HR stratégiu a rozvoj
liderstva.

Klacové slova: riadenie I'udskych zdrojov, vodcovské schopnosti, organizacnd reakcia, malé a stredné
podniky
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Green Skills as a Component of Human Capital Development in Economics
Education

Zuzana Kudlova!
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zuzana.kudlova@euba.sk

Abstract

The growing importance of environmental sustainability highlights the need for the gradual development of
green skills also in higher education, particularly within economics- and management-oriented study
programs. Future economists and managers increasingly face environmental and societal challenges that
require a basic understanding of ecosystem sustainability and its relevance to economic decision-making.
Educational approaches focused on green skills may contribute to improving graduate adaptability and
aligning competencies with current labor market demands. A didactic concept aimed at supporting green
skills can be based on an interdisciplinary perspective integrating selected economic principles with
fundamental aspects of ecosystem sustainability and modern pedagogical methods. Emphasis may be placed
on active learning approaches, such as case studies, problem-based learning, and project-oriented activities,
supported by appropriate digital tools. The gradual integration of these elements into economics education
may foster systems thinking, responsibility, and sustainability-oriented managerial decision-making, and the
development of competencies relevant to future job roles.

Keywords: green skills, ecosystem sustainability, economics education, adaptability, human capital

Zelené zrucnosti ako stcast rozvoja I'udského kapitalu v ekonomickom vzdelavani

Abstrakt

Zvysujuci sa vyznam environmentalnej udrzatelnosti poukazuje na potrebu postupného rozvoja zelenych
zru¢nosti v oblasti vysokoskolského vzdeldvania, najmd v Studijnych programoch so zameranim na
ekondmiu a manazment. Buddci ekonémovia a manazéri st coraz CcastejSie konfrontovani s
environmentalnymi a spolo¢enskymi vyzvami, ktoré si vyzaduji zdkladné porozumenie udrzatelnosti
ekosystémov a jej vztahu k ekonomickému rozhodovaniu. Vzdelavacie pristupy orientované na rozvoj
zelenych zru¢nosti mozu prispiet k zvySovaniu adaptability absolventov a k lep$iemu zostladeniu ich
kompetencii s poziadavkami trhu prace. Didakticky koncept zamerany na podporu zelenych zru¢nosti moze
vychadzat z interdisciplindrneho pristupu prepéjajiceho vybrané ekonomické principy so zakladnymi
aspektmi udrzatelnosti ekosystémov a modernymi pedagogickymi metédami. Déraz moze byt kladeny na
aktivne formy ucenia, ako sa pripadové stadie, problémovo orientované vyucovanie a projektové aktivity,
podporené vhodnymi digitalnymi ndstrojmi. Postupnd integracia tychto prvkov do ekonomického
vzdelavania moze podporit systémové myslenie, zodpovednost a udrzatelne orientované rozhodovanie v
manazérskej praxi, ako aj rozvoj kompetencii relevantnych pre budtce pracovné pozicie.

Klacové slova: zelené zrucnosti, udrzatelnost ekosystémov, ekonomické vzdelavanie, adaptabilita, [udsky
kapital
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The Effectiveness and Impact of Artificial Intelligence in Human Resource
Recruitment Processes: A Systematic Literature Review

Hana Rabova!
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Abstract

In the current global digital economic environment, the importance of Artificial Intelligence (Al) technologies
and tools is growing, necessitating an acceleration of digital transformation within human resource
management. This paper adopts a systematic literature review (SLR) methodology to evaluate the
effectiveness and impacts of these innovations—specifically automated resume screening systems,
recruitment chatbots, and predictive models for candidate assessment. The primary objective is to synthesize
existing scientific knowledge and propose a theoretical model for evaluating Al implementation with regard
to its influence on the efficiency and quality of employee selection. The methodology follows a structured
review protocol to analyze peer-reviewed literature, focusing on the dynamic environment of the labor
market. The research identifies key factors for successful technology integration, including technological
readiness and organizational culture, while critically accounting for the ethical aspects of algorithmic
decision-making. The final output is a practically applicable evaluation model and a set of recommendations
designed to enable organizations to utilize the potential of artificial intelligence in personnel practice more
effectively and responsibly.

Keywords: artificial intelligence, employee recruitment, digital technology, recruitment effectiveness,
systematic literature review

Efektivnost a vplyv umelej inteligencie v procesoch naboru lI'udskych zdrojov:
Systematicky prehl'ad literattry

Abstrakt

V sticasnom globalnom digitalnom ekonomickom prostredi narasta vyznam technolégii a nastrojov umelej
inteligencie (Al), ¢o si vyzaduje urychlenie digitdlnej transformacie v ramci riadenia I'udskych zdrojov. Tento
prispevok vyuziva metodolégiu systematického prehladu literatiry (SLR) na vyhodnotenie efektivnosti a
vplyvov tychto inovécii - konkrétne automatizovanych systémov na skrining Zivotopisov, ndborovych
chatbotov a prediktivnych modelov na hodnotenie kandidatov. Hlavnym cielom je syntetizovat existujace
vedecké poznatky a navrhnat teoreticky model na hodnotenie implementacie Al s ohladom na jej vplyv na
efektivnost a kvalitu vyberu zamestnancov. Metodoldgia sa riadi struktirovanym protokolom kontroly na
analyzu recenzovanej literattry so zameranim na dynamické prostredie trhu prace. Vyskum identifikuje
kI'acové faktory tspesnej integracie technolégii, vratane technologickej pripravenosti a organizacnej kultary,
pri¢om kriticky zohl'adiiuje etické aspekty algoritmického rozhodovania. Findlnym vystupom je prakticky
aplikovatelny model hodnotenia a stbor odporacani navrhnutych tak, aby organizacidm umoZznili
efektivnejsie a zodpovednejsie vyuzivat potencidl umelej inteligencie v persondlnej praxi.

Klacové slova: umelad inteligencia, nabor zamestnancov, digitdlne technolégie, efektivnost naboru,
systematicky prehlad literatary
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Mindless Games as a Strategic HR Tool to Support Attention Retention in
Formal Employee Training
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Abstract

Formal employee training in legislative and regulatory compliance is an essential part of human resource
management; however, it is often delivered through passive forms such as face-to-face or video lectures. The
monotonous nature of these activities may reduce attention and limit effective content acquisition, especially
among younger participants accustomed to processing multiple stimuli simultaneously. This paper explores
the potential of mindless games as a strategic HR tool for supporting attention retention during passive
training. Mindless games are characterized by low cognitive demands, simple mechanics, and the absence of
narrative or competitive elements, allowing their parallel use without significantly disrupting primary
educational content. The empirical part is based on an experiment conducted during a university lecture,
where a selected group of participants interacted with a mindless gaming activity alongside the lecture. The
study examined the impact of this intervention on attention retention and the capture of key information.
Preliminary findings suggest that appropriately implemented mindless gaming activities may help stabilize
attention and improve the perception of selected factual information without negatively affecting overall
comprehension. The paper concludes by highlighting the potential of mindless games in the strategic
management of HR training, particularly in mandatory formal education, and emphasizes the need for
further research on long-term effects and practical implementation.

Keywords: mindless games, employee training, attention retention, strategic HRM, formal learning,
gamification

Mind]less hry ako strategicky HR nastroj na podporu udrzania pozornosti pri
formalnom vzdelavani zamestnancov

Abstrakt

Formaélne vzdelavanie zamestnancov v oblasti legislativneho a regula¢ného staladu je nevyhnutnou sti¢astou
riadenia I'udskych zdrojov; ¢asto je vSak realizované prostrednictvom pasivnych foriem, ako sa prezen¢né
alebo video prednasky. Monoténna povaha tychto aktivit moéze zniZzovat pozornost a obmedzovat efektivne
osvojovanie si obsahu, najma u mladsich tGcastnikov zvyknutych spractavat viacero podnetov stcasne. Tento
prispevok skima potencial tzv. ,mindless games” ako strategického HR ndstroja na podporu udrzania
pozornosti pocas pasivneho vzdeldvania. Tieto hry sa vyznacuju nizkou kognitivnou nérocnostou,
jednoduchou mechanikou a absenciou narativnych ¢i sataznych prvkov, ¢o umoznuje ich paralelné vyuZitie
bez vyrazného narusenia primarneho vzdeldvacieho obsahu. Empiricka cast vychddza z experimentu
realizovaného pocas univerzitnej prednasky, v ramci ktorého vybrana skupina uGcastnikov paralelne
interagovala s aktivitou typu mindless game popri prednaske. Stidia skimala vplyv tejto intervencie na
udrzanie pozornosti a zachytenie kltdcovych informaécii. Predbezné zistenia naznacuji, Ze vhodne
implementované aktivity tohto typu mozu prispiet k stabilizacii pozornosti a zlepsit vnimanie vybranych
faktickych informacii bez negativneho vplyvu na celkové porozumenie obsahu. Zaver prispevku poukazuje
na potencial vyuzitia mindless games v strategickom riadeni vzdeldvania 'udskych zdrojov, najma v kontexte
povinného formalneho vzdelavania, a zdoérazriuje potrebu dalsieho vyskumu zameraného na dlhodobé
efekty a moznosti praktickej implementécie tohto pristupu..

Klacové slova: bezduché hry, skolenie zamestnancov, udrzanie pozornosti, strategické riadenie I'udskych
zdrojov, formalne vzdelavanie, gamifikacia
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Abstract

The paper focuses on innovative approaches to education in the field of human resource management in the
context of a project aimed at developing a modern e-learning platform. The starting point is the need to reflect
the changing requirements of the digital era and the growing expectations of students and employees for
engaging and flexible forms of learning. The project responds to these challenges by proposing and
implementing a comprehensive e-learning platform that integrates modern educational tools, such as
multimedia content, online lectures, podcasts, case studies, and gamification elements. The aim of the paper
is to present the conceptual framework of the project, its methodological foundations, and its expected
contributions to both higher education and professional practice. Emphasis is placed on the development of
a modular system of e-learning courses reflecting key functions of human resource management and on their
connection with current research findings and practical applications. An important component of the project
is also the analysis of the needs and expectations of target groups, which enables the optimization of
educational content and delivery methods. The expected outcomes include improved quality and
accessibility of education, support for self-directed learning, and stronger links between academia and
practice. The project also contributes to the development of digital competencies and supports the
implementation of modern educational trends, including gamification and distance learning. The paper
highlights the potential of such tools in preparing future HR professionals and emphasizes the importance of
systematically developing innovative educational approaches.

Keywords: e-learning, human resource management, gamification, digital learning, e-learning modules, HR
competencies, distance learning

Inovativne pristupy k e-vzdelavaniu v riadeni ludskych zdrojov

Abstrakt

Prispevok sa zameriava na inovativne pristupy k vzdelavaniu v oblasti riadenia l'udskych zdrojov v kontexte
projektu KEGA ,E-HR Lab - Platforma pre moderné e-vzdelavanie”. Vychodiskom je potreba reflektovat
meniace sa poziadavky digitalnej éry a rasttice ocakavania Studentov a zamestnancov na atraktivne a
flexibilné formy vzdelavania. Projekt reaguje na tieto vyzvy ndvrhom a implementaciou komplexnej e-
learningovej platformy, ktord integruje moderné didaktické néstroje, ako st multimedialny obsah, online
prednasky, podcasty, pripadové stadie a gamifika¢né prvky. Cielom prispevku je predstavit koncepény
ramec projektu, jeho metodologické vychodiskd a o¢akavané prinosy pre vzdeldvaci proces na vysokych
8kolach aj v praxi. Doraz je kladeny na tvorbu moduldrneho systému e-learningovych kurzov reflektujtcich
jednotlivé funkcie riadenia I'udskych zdrojov a na ich prepojenie s aktudlnymi poznatkami z vyskumu a
praxe. Vyznamnou stcastou projektu je aj analyza potrieb a ocakdvani cielovych skupin, ktorda umozni
optimalizovat obsah a formy vzdeldvania. Ocakdvanym prinosom je zvysenie kvality a dostupnosti
vzdelavania, podpora samostatného ucenia a prepojenie akademického prostredia s praxou. Projekt zaroven
prispieva k rozvoju digitalnych kompetencii a podporuje implementaciu modernych trendov vo vzdelavani,
vratane gamifikdcie a distan¢nych foriem vyucby. Prispevok poukazuje na potencidl takto koncipovanych
nastrojov pri priprave buducich odbornikov v oblasti riadenia I'udskych zdrojov a zdoéraznuje vyznam
systematického rozvoja inovativnych edukaénych pristupov.

Kltacové slova: e-vzdeldvanie, riadenie I'udskych zdrojov, gamifikacia, digitdlne vzdeldvanie, e-learningové
moduly, HR kompetencie, diStancné vzdeldvanie
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From UTAUT to AI Adoption: Evolution of a Unified Technology
Acceptance Framework and an Al-Adjusted UTAUT Model
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Abstract

This paper reviews the theoretical evolution of the Unified Theory of Acceptance and Use of Technology
(UTAUT) and synthesises how UTAUT and its extensions have been applied to explain the acceptance of
diverse technologies. Building on this trajectory, the paper consolidates current knowledge on the use of
UTAUT for studying artificial intelligence (AI) adoption in organisations, with a specific focus on individual-
level acceptance and use of Al-enabled tools in workplace settings. The SLR maps dominant
operationalisations of core UTAUT constructs (performance expectancy, effort expectancy, social influence,
and facilitating conditions) as well as commonly integrated extensions (e.g., trust, perceived risk,
transparency, and technology anxiety) that have been used to capture the distinct uncertainty, autonomy,
and opacity of Al-driven systems. As a primary contribution, the article proposes an Al-adjusted UTAUT
model that conceptually specifies Al-relevant antecedents and boundary conditions, including perceived
algorithmic reliability, explainability, data governance concerns, and perceived impact on job roles. The
resulting framework clarifies expected pathways to behavioural intention and actual Al use at the individual
level, while explicitly accounting for organisational enablers such as HR practices, training, and ethical
guidelines. By offering a theoretically grounded, Al-tailored UTAUT model, the paper provides a structured
starting point for future empirical research and supports more consistent hypothesis development and
measurement choices in studies examining Al adoption in practice.

Keywords: UTAUT, Al-adoption, technology acceptance

Od UTAUT k adopcii Al: vyvoj jednotného ramca akceptacie technolégii a UTAUT
model prispdsobeny pre meranie adopcie Al v podnikoch

Abstrakt

Tento ¢lanok prinasa prehlad teoretického vyvoja modelu Unified Theory of Acceptance and Use of
Technology (UTAUT) a syntetizuje, ako sa UTAUT a jeho rozsirenia vyuzivaji na vysvetlenie akceptécie
roznych technolégii. Na tomto zaklade ¢lanok sumarizuje sa¢asné poznanie o aplikacii UTAUT pri skiimani
adopcie umelej inteligencie (AI) v podnikoch, so zameranim na individualnu troven akceptacie a pouzivania
nastrojov podporenych Al v pracovnom prostredi. Prehl'ad mapuje dominantné operacionalizacie kla¢ovych
konstruktov UTAUT (o¢akdvany prinos vykonu, ocakdvana jednoduchost pouzivania, socidlny vplyv a
podporné podmienky) a zéroven identifikuje ¢asto integrované rozsirenia (napr. dovera, vnimané riziko,
transparentnost a technologickd tzkost), ktoré lepsie zachytdvaja Specifikd Al systémov - neistotu,
autonémiu a netransparentnost rozhodovania. Hlavnym prispevkom ¢lanku je navrh UTAUT modelu
prisposobeného pre Al, ktory konceptualne Specifikuje Al-relevantné antecedenty a hrani¢né podmienky,
vratane vnimania spolahlivosti algoritmov, vysvetlitelnosti, obav stvisiacich so spravou déat a vnimaného
dopadu na pracovné roly. Vysledny rdmec sprestiuje ocakavané vztahy veduce k behaviordlnemu zdmeru a
realnemu pouzivaniu Al na individuélnej drovni a zéroven explicitne zohl'adruje organizacné predpoklady,
ako stt HR praktiky, tréning a etické smernice. Al-prispésobeny UTAUT model tak poskytuje vychodisko pre
budtce empirické stadie a podporuje konzistentnejsiu tvorbu hypotéz a volbu meracich pristupov v
vyskume adopcie Al v praxi.

Klacové slova: UTAUT, prijatie Al, akceptacia technolégie
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Architecture of Social Organizations: Strategic Management as a Foundation
for Sustainable Resilience
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Abstract

The report is based on an integrated approach, in which the resilience of social organizations is
conceptualized as an organization's dynamic ability to adapt to change, learn, maintain operational stability
and create long-term value. Modern organizations operate in an environment of constant uncertainty and
social transformations, in which employee well-being, engagement and motivation become essential
prerequisites for sustainable performance, especially in the social services sector, which is characterized by
high emotional load and the risk of professional burnout. The goal is to reveal how strategic human resource
management, leadership, employee engagement and performance optimization contribute to the formation
of organizational resilience and ensuring sustainable performance. The study was conducted in September
2025, using the expert assessment method. The results of the study revealed that the resilience of social service
organizations is formed as a complex system of interacting strategic factors, in which human resources
become the central connecting link between the organization's strategy, operational efficiency and long-term
sustainability. The developed model for building resilience in social service organizations is based on a
systemic and integrated approach, in which organizational resilience is conceptualized as a constantly
changing organizational characteristic, formed through a set of interacting strategic, managerial, and human
factors.

Keywords: strategy, human resources, organizational resilience

Architektara socialnych organizicii: strategicky manazment ako zdklad udrzatelnej
odolnosti

Abstrakt

Prispevok vychddza z integrovaného pristupu, v ktorom je odolnost socidlnych organizacii
konceptualizovand ako dynamicka schopnost organizécie prispdsobovat sa zmendm, ucit sa, udrziavat
operac¢nu stabilitu a vytvéarat dlhodobtt hodnotu. Moderné organizacie posobia v prostredi neustalej neistoty
a spolocenskych transformacii, v ktorom sa blahobyt zamestnancov, ich angazovanost a motivécia stavaja
kIaéovymi predpokladmi udrzatelného vykonu, najméd v sektore socidlnych sluZzieb, ktory sa vyznacuje
vysokou emocionalnou zatazou a rizikom profesiondlneho vyhorenia. Cielom prispevku je odhalit, ako
strategicky manazment ludskych zdrojov, liderstvo, angaZovanost zamestnancov a optimalizacia
pracovného vykonu prispievaji k formovaniu organiza¢nej odolnosti a zabezpeceniu udrzatelného vykonu.
Vyskum bol realizovany v septembri 2025 s vyuzitim metddy expertného hodnotenia. Vysledky vyskumu
ukézali, Ze odolnost organizécii poskytujacich socidlne sluzby sa formuje ako komplexny systém vzdjomne
posobiacich strategickych faktorov, v ktorom sa I'udské zdroje stavaji centralnym prepojujicim ¢lankom
medzi stratégiou organizécie, opera¢nou efektivnostou a dlhodobou udrzatelnostou. Vypracovany model
budovania odolnosti v organizaciach socialnych sluzieb vychddza zo systémového a integrovaného pristupu,
v ktorom je organiza¢nd odolnost konceptualizovana ako neustéle sa meniaca charakteristika organizacie,
formovana stiiborom vzajomne posobiacich strategickych, manazérskych a I'udskych faktorov.

Klacové slova: stratégia, ludské zdroje, organiza¢na odolnost
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Abstract

Digital transformation is fundamentally reshaping how companies operate and is increasing demands on
people management, skills development, and organizational culture. This article aims to analyze the role of
human resource management (HRM) in the digital transformation of companies in Slovakia and to identify
key HR practices that support successful implementation of change. The study builds on the concepts of
digital maturity and workforce readiness, complemented by a change management perspective. The
empirical part employs a mixed-method design combining a questionnaire survey and semi-structured
interviews with HR managers and line managers in Slovak companies of different sizes and industries. We
assess strategic HRM, development of digital skills, reskilling and upskilling, the use of HR analytics, internal
communication, and employee engagement support. The findings indicate substantial differences in
approaches to digitalization between SMEs and large firms, with limiting factors including a lack of data-
driven culture, insufficient HR capacity, and unclear ownership of transformation. At the same time, HRM
appears to play a critical role in building an adaptive culture, redesigning processes, and managing talent for
Industry 4.0. The article provides practical recommendations and implications for HR strategies aimed at
sustainable digital change in the Slovak context.

Keywords: digital transformation, human resource management, digital skills, HR analytics, Industry 4.0

Rola manazmentu I'udskych zdrojov v digitalnej transformacii podnikov na
Slovensku

Abstrakt

Digitdlna transformdcia zasadne meni fungovanie podnikov a kladie nové naroky na riadenie l'udji,
kompetencii a organizac¢nej kultiry. Cielom ¢lanku je analyzovat rolu manazmentu ludskych zdrojov
v digitalnej transformacii podnikov na Slovensku a identifikovat kl'ac¢ové praktiky I'Z podporujtce tspesna
implementaciu zmien. Vychodiskom je koncept digitalnej zrelosti a pripravenosti pracovnej sily, doplneny
o perspektivu zmenového manazmentu. Empiricka ¢ast vychddza z kombinécie dotaznikového zistovania
a polostruktarovanych rozhovorov s manazérmi I’Z a liniovymi manazérmi v slovenskych podnikoch rdznej
velkosti a odvetvi. Hodnotime oblasti strategického MI'Z, rozvoj digitdlnych kompetencii, reskilling
a upskilling, vyuzivanie HR analytiky, internt komunikaciu a podporu angaZovanosti zamestnancov.
Vysledky poukazuja na rozdiely v pristupe k digitalizacii medzi MSP a velkymi podnikmi, pricom
limitujtcimi faktormi st nedostatok datovej kultary, kapacity I'’Z a nejasné vlastnictvo transformdcie.
Zaroven sa ukazuje, ze MILZ zohrava kriticka tlohu pri budovani adaptivnej kultary, dizajne procesov a
riadeni talentov pre Industry 4.0. Clanok prinda odporucania pre prax aj implikacie pre tvorbu stratégii I'.Z
zameranych na udrzatel'nta digitdlnu zmenu v podmienkach Slovenska.

Klacové slova: digitdlna transformécia, riadenie I'udskych zdrojov, digitdlne zrucnosti, HR analytika,
Priemysel 4.0
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Abstract

One of the key areas of strategic management in organizations is performance management, especially in
industrial companies operating in a highly competitive and dynamic environment shaped by technological
innovation and digitalization. The importance of performance management is particularly important in an
industrial environment, where productivity, quality, and safety at work significantly influence the success of
an organization. The aim of the study is to analyse performance management in a selected industrial
enterprise, to evaluate its effectiveness, and to propose recommendations for its improvement in line with
modern trends in management. The research focused on setting and monitoring goals, performance
indicators, feedback mechanisms, and the integration of performance management into the strategic
management of the organization. Methodologically, the study uses a combination of qualitative and
descriptive research methods. This approach allows a comprehensive assessment of the effectiveness of
practical performance management. The findings contribute to a deeper understanding of how modern
performance management strategies can be effectively applied in industrial practice and provide practical
recommendations for improving organizational performance. The results of the study should contribute to a
better understanding of how modern approaches to performance management can be effectively applied in
an industrial environment. At the same time, they emphasize the importance of linking strategic management
with everyday practice and the importance of human resources as one of the most valuable resources of
organizations.

Keywords: digitalization, industry, human resources, performance management, strategy

Zlepsovanie riadenia vykonnosti s cielom zosualadit vyuzivanie l'udského
potencialu so strategickym riadenim organizacie

Abstrakt

Jednou z kl'tcovych oblasti strategického riadenia organizacii je riadenie vykonnosti zamestnancov, a to
najma v priemyselnych podnikoch fungujuacich v silne konkurenénom a dynamickom prostredi formovanom
technologickymi inovaciami a digitalizaciou. Dolezitost riadenia vykonnosti je obzvlast vyrazna v
priemyselnom prostredi, kde produktivita, kvalita a bezpecnost pri praci vyznamne ovplyviiuja tspech
organizacie. Cielom stadie je analyzovat riadenie vykonnosti zamestnancov vo vybranom priemyselnom
podniku, vyhodnotit jeho efektivnost a navrhnit odporicania na jeho zlepSenie v stilade s modernymi
trendmi v riadeni. Sktimanie bolo zamerané na stanovovanie a monitorovanie cielov, ukazovatele
vykonnosti, mechanizmy spitnej vézby a integraciu riadenia vykonnosti do strategického riadenia
organizécie. Metodologicky stadia vyuziva kombinéciu kvalitativnych a deskriptivnych vyskumnych met6d.
Tento pristup umoznuje komplexné postdenie efektivnosti praktického riadenia vykonnosti. Zistenia
prispievaju k hlbsiemu pochopeniu toho, ako mozno moderné stratégie riadenia vykonnosti efektivne
uplatiiovat’ v priemyselnej praxi, a poskytuja praktické odportcania na zlepsenie vykonnosti organizacie.
Vysledky stadie by mali prispiet k lepsiemu pochopeniu toho, ako moZzno moderné pristupy k riadeniu
vykonnosti efektivne uplatiiovat v priemyselnom prostredi. Zaroven zdoraznuju dolezitost prepojenia
strategického riadenia s kazdodennou praxou a vyznam ludskych zdrojov ako jedného z najcennejsich
zdrojov organizacii.

7 .
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Abstract

In today’s dynamic business environment, digital transformation has become a strategic imperative, yet its
success within Human Resource management increasingly depends on overcoming barriers related to the
human factor. The paper presents an analysis of critical success factors in the digital transformation of Human
Resource (HR) management processes, focusing on the bottleneck between technological capabilities and
their actual utilisation in managerial practice. The primary objective is to identify the barriers leading to the
rejection of modern Business Intelligence (BI) analytical tools and to propose an implementation model for
integrating BI tools into management practice. Drawing on a synthesis of current research, the authors define
three pillar requirements for the successful adoption of digital innovations: participatory design (process),
cognitive fit (mental compatibility), and psychological safety (organisational culture). The research results in
a proposed three-phase implementation model that redefines traditional change management by shifting
from a techno-centric approach to a human-centred one. The paper offers strategic recommendations for HR
managers on how to eliminate cognitive load and build trust in digital systems, thereby enhancing the long-
term adaptability and performance of the organisation.

Keywords: digital transformation, change management, cognitive fit, participatory design

Socialno-kognitivny ramec adopcie digitalnych inovacii v strategickom riadeni
I'udskych zdrojov

Abstrakt

V stcasnom dynamickom podnikatelskom prostredi predstavuje digitdlna transformécia strategicky
imperativ, pri¢om jej tspech v oblasti riadenia I'udskych zdrojov ¢oraz viac zavisi od prekonavania bariér na
strane 'udského faktora. Prispevok prezentuje realizovant analyzu kritickych faktorov aspechu digitalnej
transformécie v procesoch riadenia l'udskych zdrojov (HR) so zameranim na tzke miesto medzi
technologickymi moznostami a ich redlnym vyuZzivanim v manazérskej praxi. Hlavnym ciel om prispevku je
identifikovat bariéry, ktoré spdsobuji odmietanie modernych analytickych néastrojov Business Intelligence
(BI) a navrhnat implementacny model zavadzania BI nastrojov do manazérskej praxe. Autori na zaklade
syntézy aktualnych vyskumov definuja tri pilierové poziadavky na taspesnt adopciu digitalnych inovacif:
participativny dizajn (proces), kognitivny stlad (mentdlna kompatibilita) a psychologické bezpecie
(organiza¢nd kulttara). Vysledkom vyskumu je ndvrh trojfdzového implementa¢ného modelu, ktory
predefinuje tradi¢ny manazment zmien z technocentrického pristupu na pristup zamerany na cloveka.
Prispevok pontka navrh strategickych odporuceni pre HR manazérov, ako eliminovat kognitivnu zataz a
budovat doveru v digitdlne systémy, ¢im sa zvysuje dlhodoba adaptabilita a vykonnost organizécie.

7 .
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Visible Tattoos in Academic Communities: Perceptions Shaping Trust and
Attitudes in Higher Education
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Abstract

Visual appearance can be perceived as one of the factors affecting one’s chances of being employed or
promoted. Specifically, visible tattoos can be perceived as a visual cue shaping attitudes toward tattooed
individuals at work. This is particularly relevant for higher education institutions, where work culture has
been shown to influence academic career progression. Prior research shows that diversity within higher
education institutions is important for faculty engagement and organizational reputation. However,
perceptions toward visible tattoos in academic settings have not been sufficiently explored. In the current
study, we seek to fill this gap by quantitatively analysing the perceptions and assessment of visible tattoos in
a higher education institution. To assess perceptions of visible tattoos, we surveyed administrative and
academic personnel (n=105), and students (n=173) in a total sample of 278 respondents. Using Mann-Whitney
U tests, we found that students reported higher tolerance toward visible tattoos than academic staff (p <.001),
as well as expressing higher levels of trust toward tattooed individuals (p <.001). The results also show strong
positive relationships between trust and attitudes toward visible tattoos (p = .67, p <.001), trust and tolerance
(p =.59, p <.001), and attitudes toward visible tattoos and tolerance (p = .59, p < .001). Academic staff are
more likely to believe that visible tattoos negatively affect hiring or promotion (p< .001). This implies that
visible tattoos are an important factor affecting promotion opportunities and overall tolerance within
academia.

Keywords: visible tattoos, higher education, promotion opportunities, tolerance

Viditel né tetovania v akademickych komunitach: percepcie formujtice doveru a
postoje vo vysokoskolskom prostredi

Abstrakt

Vizualny vzhlad moze byt vnimany ako jeden z faktorov ovplyviiujtcich Sance jednotlivca na ziskanie
zamestnania alebo povysenie. Konkrétne viditelné tetovania moézu byt vnimané ako vizudlny signal
formujtci postoje voci tetovanym jednotlivcom na pracovisku. Tato problematika je obzvlast relevantnd pre
instittcie vysokoskolského vzdeldvania, kde sa ukazalo, Zze pracovna kultara ovplyviiuje kariérny postup
akademickych pracovnikov. Predchddzajtci vyskum poukazuje na to, Ze diverzita vo vysokoskolskych
institacidch je dolezitd pre angazovanost zamestnancov a reputaciu organizécie. Percepcie viditelnych
tetovani v akademickom prostredi vSak doposial neboli dostato¢ne presktimané. V tejto stadii sa snazime
tato medzeru zaplnit kvantitativnou analyzou percepcii a hodnotenia viditelnych tetovani vo vysokoskolskej
institacii. Na postdenie percepcii viditel nych tetovani bol realizovany prieskum medzi administrativnymi a
akademickymi zamestnancami (n = 105) a studentmi (n = 173), pricom celkova vzorka pozostavala z 278
respondentov. Pomocou Mann-Whitneyho U testov sme zistili, Ze studenti vykazuja vyssiu mieru tolerancie
voci viditelnym tetovaniam nez akademicki pracovnici (p < .001), pricom zaroven vyjadruja vyssiu aroven
dovery voci tetovanym osobam (p <.001). Vysledky tiez poukazuja na silné pozitivne vztahy medzi doverou
a postojmi k viditelnym tetovaniam (p = .67, p < .001), doverou a toleranciou (p = .59, p < .001) a medzi
postojmi k viditelnym tetovaniam a toleranciou (p = .59, p <.001). Akademicki pracovnici zédroven castejsie
zastavaju ndzor, Ze viditelné tetovania negativne ovplyviiuja prijimanie do zamestnania alebo povysovanie
(p < .001). To naznacuje, ze viditeIné tetovania predstavuju vyznamny faktor ovplyviujtci prilezitosti na
kariérny postup a celkovi mieru tolerancie v akademickom prostredi.

Klacové slova: viditeIné tetovania, vyssie vzdelavanie, moznosti povysenia, tolerancia
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Abstract

The implementation of artificial intelligence (AI) tools in recruitment processes represents a complex
technological project requiring specific methodological management. This paper focuses on the effectiveness
and impacts of Al application in human resource management from a project management perspective within
the environment of Slovak small and medium-sized enterprises. The research objective is to identify key
success factors in implementing automated resume screening systems and chatbots for communication with
applicants. The author examines the influence of these technologies on core recruitment metrics, such as the
length of the selection procedure and recruitment costs, which are key project success indicators. The paper
presents the theoretical framework of a future model for evaluating digital tools, linking the technological
potential of Al with the real needs of organizations in the digital economy. The role of HR managers as project
leaders responsible for strategic decision-making regarding investments in Al solutions is also discussed. The
paper's outputs contribute to understanding organizational readiness and ethical aspects that determine the
quality of employee selection in an automated environment. Emphasis is placed on ensuring that digital
transformation projects in recruitment lead not only to procedural savings but also to higher quality of human
capital in line with Industry 5.0 principles.

Keywords: Project Management, Artificial Intelligence, Recruitment, Effectiveness, SMEs

Projektové fizeni implementace Al v naborovych procesech: Efektivita a metodika
hodnoceni

Abstrakt

Implementace néastroji umélé inteligence (AI) do ndborovych procesti pfedstavuje komplexni technologicky
projekt, ktery vyzaduje specifické metodické fizeni. Tento piispévek se zaméfuje na efektivitu a dopady
aplikace Al v personalnim managementu z pohledu projektového fizeni v prostfedi slovenskych malych a
stfednich podnikt. Cilem vyzkumu je identifikovat kli¢ové faktory tspéchu pfi zavadéni automatizovanych
systému tfidéni zivotopist a chatbot pro komunikaci s uchazeci. Autor zkouma vliv téchto technologii na
zakladni ndborové metriky, jako je délka vybérového fizeni a naklady na nabor, které jsou klicovymi
indikatory aspésnosti projektu. Pfispévek piedstavuje teoreticky ramec budouciho modelu pro hodnoceni
digitalnich nastrojd, ktery propojuje technologicky potencial Al s realnymi potfebami organizaci v digitalni
ekonomice. Diskutovéna je také role HR manazerti jako projektovych lidrtt zodpovédnych za strategické
rozhodovani o investicich do Al fe$eni. Vystupy préce piispivaji k pochopeni organiza¢ni pfipravenosti a
etickych aspekti, které determinuji kvalitu vybéru zaméstnancti v automatizovaném prostfedi. Dtraz je
kladen na to, aby projekty digitdlni transformace ndboru vedly nejen k procesnim tspordm, ale i k vyssi
kvalité lidského kapitalu v souladu s principy Industry 5.0.

Klacové slova: Projektovy manazment, Umeld inteligencia, Nabor, Efektivnost, Malé a stredné podniky
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Working Time Account in a Manufacturing Enterprise
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Abstract

The paper focuses on the issue of introducing a working time account as a form of flexible working time
arrangement in a manufacturing enterprise. The aim of the paper is to comprehensively assess the
possibilities of applying a working time account under manufacturing conditions, where the organization of
working time is constrained by technological processes, requirements for production continuity, and the need
to ensure operational stability in departments with different forms of working time organization. The paper
analyzes the theoretical foundations of the working time account, its legislative framework, and the specifics
of its implementation in accordance with the labour law regulations of the Slovak Republic. Attention is paid
to the identification of the benefits of the working time account, particularly in terms of increased flexibility
in workforce utilization, reduction of overtime work, optimization of labour costs, and absence management.
The paper also highlights potential risks associated with the introduction of a working time account, such as
increased demands on production planning, working time recording, control of compliance with work
discipline, and the need for transparent communication between management and employees. Part of the
paper is a proposal of a methodological procedure for introducing a working time account in a manufacturing
enterprise, which includes an analysis of job positions, setting the balancing period, drafting internal
regulations, negotiations with trade union representatives, and the implementation of an appropriate
information system for working time recording. The conclusion formulates recommendations for the
management of manufacturing enterprises considering the introduction of a working time account.

Keywords: working time account, work organization, Labour Code, collective bargaining

Konto pracovného ¢asu vo vyrobnom podniku

Abstrakt

Prispevok sa zameriava na problematiku zavedenia flexikonta ako formy flexibilného usporiadania
pracovného ¢asu vo vyrobnom podniku. Cielom prace je komplexne posudit moznosti aplikacie flexikonta
v podmienkach vyroby, kde je organizacia pracovného casu limitovana technologickymi procesmi,
poziadavkami na plynulost vyroby a zabezpecenim prevadzkovej kontinuity v strediskéach s r6znymi formmi
organizaovania pracovného ¢asu. Praca analyzuje teoretické vychodiska flexikonta, jeho legislativny ramec a
$pecifika implementécie v salade s pracovnopravnymi predpismi Slovenskej republiky. Pozornost je
venovana identifikacii prinosov flexikonta najméa v oblasti zvySenia flexibility vyuzivania pracovnej sily,
znizovania nadcasovej prace, optimalizacie mzdovych nakladov a riadenia absencii. Praca zaroven
poukazuje na mozné rizika spojené so zavedenim flexikonta, ako st zvy$ené néroky na planovanie vyroby,
evidenciu pracovného casu, kontrolu dodrziavania pracovnej discipliny a potrebu transparentnej
komunikacie medzi vedenim a zamestnancami. Stcastou prispevku je navrh metodického postupu
zavedenia flexikonta vo vyrobnom podniku, ktory zahffia analyzu pracovnych pozicii, nastavenie
vyrovnavacieho obdobia, tvorbu vnatornych predpisov, vyjedndvanie so zastupcami odborovej organizécie
a implementéciu vhodného informac¢ného systému na evidenciu pracovného ¢asu. Zaver prace formuluje
odportcania pre manazment vyrobnych podnikov, ktoré uvazuji o zavedeni konta pracovného casu.

Klacové slova: konto pracovného ¢asu, organizicia prace, Zakonnik prace, kolektivne vyjednavanie
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Why Doctors Need to Matter: Mattering as an HRM Lever for Well-being and
Sustainable Performance in Healthcare
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Abstract

Healthcare organisations face sustained workforce shortages and escalating operational pressures that
threaten physicians” well-being, retention, and sustainable performance. Strategic HRM responses often
prioritise staffing and workload interventions, yet the relational and value-based mechanisms that sustain
commitment in high-demand professional work remain less explicit. This study advances work mattering as
employees’ perception that they and their daily work are valued, and presents it as an actionable HRM lever
for healthcare. Building on a structured synthesis of the growing scholarly interest in mattering within
organisational and adjacent contexts, the paper develops a strategic HR framework that links managerial
practices and work design choices to workforce sustainability outcomes. Prior research shows consistent
associations between mattering and indicators of well-being and emerging evidence of links to engagement,
job satisfaction, commitment, and turnover intention, while healthcare-specific theorising remains
comparatively underdeveloped. The proposed framework specifies recognition and visibility practices,
autonomy-supportive work design, and relational leadership as practical antecedents of work mattering that
can strengthen physicians’ willingness to stay and perform sustainably under pressure. The paper concludes
with an HR action agenda for healthcare organisations and directions for future research on mattering as a
mechanism connecting employee experience with organisational sustainability.

Keywords: work mattering, healthcare organisations, employee well-being, organisational commitment,
sustainable performance

Preco lekari potrebujti byt doleziti: vyznam prace ako nastroj HRM pre blahobyt a
udrzatel'ny vykon v zdravotnictve

Abstrakt

Zdravotnicke organizécie celia pretrvavajucemu nedostatku pracovnej sily a rasttcim prevadzkovym
tlakom, ktoré ohrozuja blahobyt lekarov, ich zotrvanie v organizdcii a udrzatelny pracovny vykon.
Strategické reakcie v oblasti manazmentu ludskych zdrojov (HRM) sa ¢asto zameriavaju na opatrenia
stvisiace s personalnym zabezpecenim a pracovnym zatazenim, avsak relacné a hodnotové mechanizmy,
ktoré podporuja zavézok pri préci s vysokymi ndrokmi, zostavaji menej explicitne rozpracované. Tato stadia
rozvija koncept vyznamu prace (work mattering) ako vnimania zamestnancov, Ze oni aj ich kazdodenna
préca st hodnoteni a ocefiovani, a predstavuje ho ako vyuzitelny nastroj HRM v zdravotnictve. Na zaklade
systematickej syntézy rasticeho vedeckého zaujmu o koncept vyznamu préce v organiza¢nych a pribuznych
kontextoch prispevok rozvija strategicky HR rdmec, ktory prepaja manazérske praktiky a rozhodnutia o
dizajne préace s vysledkami savisiacimi s udrzatelnostou pracovnej sily. Predchadzajtci vyskum poukazuje
na konzistentné stivislosti medzi vyznamom prace a indikatormi blahobytu, ako aj na vznikajtce dokazy o
jeho vdzbach na pracovna angazovanost, spokojnost s pracou, organiza¢ny zavazok a tmysel odist zo
zamestnania, pricom teoretické rozpracovanie $pecifické pre zdravotnictvo zostava relativne nedostatocné.
Navrhovany rdmec Specifikuje praktiky uznania a zviditeltiovania préce, dizajn prace podporujuici
autondmiu a rela¢né liderstvo ako praktické predpoklady vyznamu prace, ktoré moézu posilnit ochotu
lekdrov zotrvat v organizécii a podavat udrzatelny vykon aj v podmienkach vysokého tlaku. Prispevok sa
uzatvara navrhom akénej agendy pre HR v zdravotnickych organizacidach a odportcaniami pre buduci
vyskum vyznamu prace ako mechanizmu prepdjajuceho skusenost zamestnancov s organiza¢nou
udrzatelnostou.

Klacové slova: praca dolezita, organizacie zdravotnej starostlivosti, blahobyt zamestnancov, angazovanost
organizacie, udrZatelny vykon
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Dual-Earner Couples in Ghana’s Higher Education Sector
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Abstract

In the evolving landscape of the "new normal," telecommuting has transitioned from a temporary emergency
measure to a permanent strategic component of Human Resource Management (HRM). This study examines
the strategic implications of technology-enabled remote work on the work-life balance (WLB) of dual-earner
couples within the Ghanaian academic sector. Utilizing a pragmatist-grounded, exploratory sequential
mixed-methods design, the research integrated qualitative insights from 10 semi-structured couple
interviews with quantitative data from a survey of 350 couples across the University of Ghana and the
University of Professional Studies, Accra (UPSA). The findings reveal that while remote work offers strategic
advantages such as increased flexibility, resource conservation, and reduced commuting stress, it
simultaneously introduces critical HR challenges. Key among these are "technostress" stemming from
infrastructure gaps, blurred professional-personal boundaries, and a persistent gender imbalance where
female academics disproportionately shoulder domestic labor. By applying the Work /Family Border Theory,
the study identifies essential coping mechanisms, including structured routines and proactive
communication, and proposes institutional support frameworks to enhance organizational resilience. These
insights provide a roadmap for HR practitioners to design inclusive, sustainable, and effective flexible work
models that move beyond compliance toward proactive human capital management in the post-pandemic
era.

Keywords: Strategic HRM, Telecommuting, Work-Life Balance, Dual-Earner Couples, Digital
Transformation

Za hranicou krizy: dynamika prace na dial'ku a rovnovaha medzi pracovnym a
sakromnym zivotom u dvojprijmovych parov v sektore vysokoskolského
vzdelavania v Ghane

Abstrakt

V meniacom sa prostredi ,nového normélu” sa praca na dialku transformovala z do¢asného nidzového
opatrenia na trvald strategicku sticast manazmentu I'udskych zdrojov (HRM). Tato stadia sktima strategické
implikacie technologicky podporovanej prace na dialku na rovnovahu medzi pracovnym a sakromnym
zivotom (WLB) dvojprijmovych parov v ghanskom akademickom sektore.Vyskum vyuziva pragmatizmom
ukotveny explorativny sekvenény dizajn zmieSanych metéd, ktory integruje kvalitativne poznatky z 10
polostrukturovanych rozhovorov s parmi s kvantitativnymi tdajmi zo survey medzi 350 parmi na University
of Ghana a University of Professional Studies, Accra (UPSA). Zistenia ukazujd, Ze hoci praca na dialku
prinasa strategické vyhody, ako st vyssia flexibilita, spora zdrojov a zniZenie stresu z dochddzania, zdrover
vytvdra vyznamné vyzvy pre HR. Medzi kltcové patri ,technostres” vyplyvajici z nedostato¢nej
infrastrukttry, rozmazanie hranic medzi pracovnym a osobnym Zivotom a pretrvavajica rodova
nerovnovéha, pri ktorej Zenské akademicky nest netmerne velky podiel domacich povinnosti. Aplikdciou
tedrie hranic medzi pracou a rodinou (Work/Family Border Theory) sttidia identifikuje dolezité mechanizmy
zvladania, vratane Struktarovanych rutin a proaktivnej komunikacie, a navrhuje ramce institucionélnej
podpory na posilnenie organizac¢nej odolnosti. Tieto zistenia poskytuji usmernenie pre HR odbornikov pri
navrhovani inkluzivnych, udrzateInych a efektivnych modelov flexibilnej prace, ktoré presahuja ramec
formalnej compliance smerom k proaktivnemu riadeniu I'udského kapitdlu v postpandemickej ére.

Klacové slova: strategické riadenie I'udskych zdrojov, praca na dialku, rovnovdha medzi pracovnym a
sikromnym zivotom, dvojprijmové pary, digitdlna transformacia
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Intersectional Parenthood Inequality Under DEI in the Public Sector
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Abstract

Diversity, equity and inclusion (DEI) policies are intended to reduce workplace inequalities, yet their effects
vary across employee groups and organizational contexts. This study examines how DEI frameworks interact
with gendered parenthood norms in Lithuania’s public sector, focusing on a national-level public agency.
Drawing on qualitative data from 20 semi-structured interviews with mothers and fathers of young children,
complemented by analysis of internal DEI and HR documents, the study applies thematic analysis and
within-organization process tracing. The findings show that formally gender-neutral DEI policies may
coincide with divergent career trajectories by parenthood status. Three mechanisms are identified:
availability-based trust in promotion decisions, normalization of care-related constraints as supportive
accommodation and symbolic use of DEI indicators that leave advancement criteria unchanged. Together,
these mechanisms illustrate how parenthood-related inequalities can persist within inclusion-oriented
organizational settings. The analysis highlights DEI effectiveness as context- and mechanism-dependent
rather than inherently transformative.

Keywords: DEI policy, parenthood status, gender inequality, career progression, public sector

Intersekcionalna nerovnost rodicovstva v ramci DEI vo verejnom sektore

Abstrakt

Politiky diverzity, rovnosti a inkltzie (DEI) st zamerané na znizovanie nerovnosti na pracovisku, ich a¢inky
sa v8ak lisia medzi skupinami zamestnancov a organiza¢nymi kontextmi. Tato stadia sktima, ako rdmce DEI
interaguja s rodovo podmienenymi normami rodi¢ovstva vo verejnom sektore v Litve, so zameranim na
verejni agenttru na narodnej drovni. Vyskum vychddza z kvalitativnych dat z 20 polostrukturovanych
rozhovorov s matkami a otcami malych deti, doplnenych analyzou internych dokumentov DEI a HR. Stadia
vyuziva tematickt analyzu a procesné sledovanie v rdmci organizacie. Zistenia ukazujt, Ze formalne rodovo
neutrédlne politiky DEI mozu koexistovat' s odlisnymi kariérnymi trajektériami podla rodi¢ovského statusu.
Identifikované boli tri mechanizmy: dovera zalozend na dostupnosti pri rozhodovani o povyseni,
normalizacia obmedzeni stvisiacich so starostlivostou ako podpornej adaptacie a symbolické vyuzivanie
indikatorov DEI, ktoré ponechédva kritérid kariérneho postupu nezmenené. Tieto mechanizmy spoloc¢ne
ilustruja, ako mozu nerovnosti stvisiace s rodi¢ovstvom pretrvavat aj v organiza¢nych prostrediach
orientovanych na inkltaziu. Analyza poukazuje na to, Ze efektivnost DEI je zavisla od kontextu a konkrétnych
mechanizmov, a nie je automaticky transformacna.

Klacové slova: politika DEI, rodic¢ovsky status, rodova nerovnost, kariérny postup, verejny sektor
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Strategic Inclusion of Persons with Disabilities: From Social Justice to
Sustainable Human Resource Management
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Abstract

Modern organizations operate in a landscape of rapid economic and social transformation. In this context,
Human Resource Management (HRM) is challenged to redefine inclusion. It is no longer just a moral duty; it
is also a strategic asset. This paper examines the career paths of persons with disabilities (PWDs) and their
role in enhancing organizations. The research links inclusive HR practices to the United Nations Sustainable
Development Goals, specifically SDG 4 and SDG 10. Through a conceptual case study and content analysis
of international policy frameworks, such as the 2030 Agenda and EU disability strategies, key directions for
professional integration are identified. The study explores how these practices facilitate the career growth of
PWDs and contribute to long-term resilience. Often, disability is viewed only through the lens of legal
compliance or social justice. According to the content analysis performed, PWDs bring unique perspectives
to the workplace. These insights drive innovation and improve how teams solve complex problems.
Furthermore, offering clear career opportunities for PWDs reduces staff turnover and strengthens the
employer brand. Sustainable performance requires more than just physical accessibility. It demands that
organizations invest in the potential leadership of employees with disabilities. The research concludes with
practical HR recommendations for creating an engaging workplace. By outlining future perspectives for
policy and management, the research shows how to transform diversity into a real competitive advantage. In
a digitalized labor market, this strategic alignment could be the way forward to sustainable growth.

Keywords: inclusion, persons with disabilities, career development, HRM, SDG, organizational resilience

Strategické zaclenenie 0s6b so zdravotnym postihnutim: od socidlnej spravodlivosti
k udrzatelnému manazmentu I'udskych zdrojov

Abstrakt

Moderné organizacie pdsobia v prostredi rychlej ekonomickej a socidlnej transformacie. V tomto kontexte celi
manazment I'udskych zdrojov (HRM) vyzve redefinovat’ inklaziu. T4 uz nie je len moralnou povinnostou,
ale aj strategickym zdrojom. Tento prispevok skima kariérne drdhy osdb so zdravotnym postihnutim
(PWDs) a ich dlohu pri posililovani organizacii. Vyskum prepdja inkluzivhe HR praktiky s ciel'mi
udrzatelného rozvoja Organizdcie Spojenych narodov, konkrétne SDG 4 a SDG 10. Prostrednictvom
konceptudlnej pripadovej stadie a obsahovej analyzy medzinarodnych politickych ramcov, ako st Agenda
2030 a stratégie EU v oblasti zdravotného postihnutia, st identifikované kI'i¢ové smerovania profesionélnej
integracie. Sttdia skima, ako tieto pristupy podporuju kariérny rast osob so zdravotnym postihnutim a
prispievaju k dlhodobej odolnosti. Zdravotné postihnutie je ¢asto vnimané iba cez prizmu pravnej
compliance alebo socidlnej spravodlivosti. Podla vykonanej obsahovej analyzy vsak osoby so zdravotnym
postihnutim prindsaja na pracovisko jedine¢né perspektivy. Tieto pohlady podporuji inovacie a zlepsuja
sposob, akym timy riesia komplexné problémy. Okrem toho poskytovanie jasnych kariérnych prilezitosti pre
osoby so zdravotnym postihnutim znizuje fluktudciu zamestnancov a posilituje znacku zamestnavatela.
Udrzatelna vykonnost si vyzaduje viac nez len fyzicka pristupnost. VyZzaduje, aby organizécie investovali
do potencialu lidrov medzi zamestnancami so zdravotnym postihnutim. Vyskum sa uzatvara praktickymi
odporacaniami pre HR zameranymi na vytvaranie angazovaného pracovného prostredia. Nacrtnutim
budtcich perspektiv pre tvorbu politik a manazment vyskum ukazuje, ako transformovat diverzitu na
skuto¢na konkurenénd vyhodu. V digitalizovanom pracovnom trhu moze byt toto strategické zostladenie
cestou k udrzatelnému rastu.

Klacové slova: inkltzia, osoby so zdravotnym postihnutim, kariérny rozvoj, riadenie I'udskych zdrojov, ciele
udrzatel'ného rozvoja, organiza¢na odolnost
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Abstract

The labour market participation of parents raising children with disabilities is strongly shaped by the
accessibility and coordination of public services. This paper analyses how social, health, and education
services in Lithuania affect parents” ability to remain employed, based on the results of a quantitative survey
of parents raising children with disabilities. The study examines perceived service availability, regional
disparities, and coordination between institutions, and their relationship with employment status and work-
family balance. The findings indicate that limited access to essential services, particularly respite care and
rehabilitation, significantly constrains parents” opportunities to work and increases the risk of labour market
withdrawal. Insufficient intersectoral coordination further intensifies the burden on families by shifting
responsibility for service navigation onto parents. The results highlight the need for integrated service
management and improved service accessibility as key preconditions for supporting sustainable employment
and social inclusion of parents raising children with disabilities.

Keywords: service accessibility, service coordination, labour market participation, parents of children with
disabilities, public service management

Vplyv dostupnosti a koordinacie sluzieb na tcast rodicov vychovavajtcich deti so
zdravotnym postihnutim na trhu prace

Abstrakt

Ucast rodi¢ov vychovévajicich deti so zdravotnym postihnutim na trhu prace je vyrazne ovplyvnena
dostupnostou a koordindciou verejnych sluzieb. Tento prispevok analyzuje, ako socidlne, zdravotnicke a
vzdelavacie sluzby v Litve ovplyviiuju schopnost rodiov zostat zamestnanymi, na zdklade vysledkov
kvantitativneho prieskumu medzi rodi¢mi vychovavajtcimi deti so zdravotnym postihnutim. Stadia skima
vnimanu dostupnost sluZieb, regionalne rozdiely a koordindciu medzi institGciami a ich vztah k pracovnému
statusu a rovnovahe medzi pracovnym a rodinnym Zivotom. Zistenia naznacujui, ze obmedzeny pristup k
zakladnym sluzbam, najma k odl'ah¢ovacej starostlivosti a rehabilitacii, vyrazne obmedzuje moznosti rodi¢ov
pracovat’ a zvysuje riziko odchodu z trhu prace. Nedostato¢na medziodvetvova koordinacia navyse zvysuje
zataz rodin tym, Ze prestiva zodpovednost za orientaciu v systéme sluzieb na samotnych rodic¢ov. Vysledky
poukazuji na potrebu integrovaného riadenia sluzieb a zlepSenia ich dostupnosti ako kltucovych
predpokladov podpory udrzatelnej zamestnanosti a socidlnej inklazie rodicov vychovéavajicich deti so
zdravotnym postihnutim.

Klacové slova: dostupnost sluzieb, koordindcia sluzieb, tcast na trhu prace, rodi¢ia deti so zdravotnym
postihnutim, manazment verejnych sluzieb
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Abstract:

The aim of the research was to examine the state of human resources within the education system, to assess
the qualifications of specialists working with students with hearing and visual impairments, and to evaluate
the readiness of existing human resources for professional practice. The findings revealed a pronounced
shortage of qualified specialists, which higher education institutions are currently unable to offset. Low
interest among prospective students and the insufficient professional prestige of these fields further
exacerbate the problem. In addition, a systemic lack of competencies and practical skills among teachers,
support professionals, and teaching assistants was identified. Educators often feel inadequately prepared to
work with students with sensory disabilities and lack specialized knowledge in language development,
communication, and the provision of individualized support. This directly affects the quality of education
and access to educational services. From a human resource management perspective, the findings expose
critical weaknesses in workforce supply, professional preparation, and capacity sustainability. The study
provides an evidence-based foundation for revising education policy, highlighting the need for targeted
specialist training, strengthened HRM planning, and strategic investment to ensure the sustainable
functioning of educational institutions.

Keywords: human resource management, sensory disabilities, teacher competencies, educational quality and
accessibility, institutional sustainability

Nedostatok I'udskych zdrojov vo vzdeldavani Ziakov so senzorickym postihnutim:
implikacie pre udrZatelnost institacii

Abstrakt

Cielom vyskumu bolo preskimat stav I'udskych zdrojov v systéme vzdeldvania, posudit kvalifikaciu
odbornikov pracujtcich so ziakmi so sluchovym a zrakovym postihnutim a zhodnotit pripravenost
existujicich l'udskych zdrojov na odbornt prax. Zistenia odhalili vyrazny nedostatok kvalifikovanych
odbornikov, ktory vysoké skoly v stc¢asnosti nedokazu kompenzovat. Nizky zaujem medzi potencidlnymi
Studentmi a nedostatocna profesijna prestiz tychto odborov tento problém este prehlbuji. Okrem toho bol
identifikovany systémovy nedostatok kompetencii a praktickych zru¢nosti medzi ucitelmi, podpornymi
odbornikmi a pedagogickymi asistentmi. Pedagégovia sa casto citia nedostato¢ne pripraveni pracovat so
ziakmi so senzorickym postihnutim a chybajt im Specializované vedomosti v oblasti jazykového rozvoja,
komunikacie a poskytovania individualizovanej podpory. To priamo ovplyviiuje kvalitu vzdeldvania a
dostupnost vzdeldvacich sluzieb. Z pohl'adu manazmentu I'udskych zdrojov tieto zistenia odhal'uju kritické
slabiny v zabezpedeni pracovnej sily, v profesionalnej priprave a v udrzatelnosti kapacit. Stadia poskytuje
empiricky podlozeny zéklad pre reviziu vzdelavacej politiky a poukazuje na potrebu cielenej pripravy
odbornikov, posilneného planovania v oblasti HRM a strategickych investicii na zabezpecenie udrzatelného
fungovania vzdelavacich instittcii.

Klacové slova: riadenie l'udskych zdrojov, senzorické postihnutia, kompetencie ucitelov, kvalita a
dostupnost vzdelavania, instituciondlna udrzatelnost
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Abstract

Deglobalisation and nearshoring trends are challenging assumptions about unrestricted global talent
mobility, especially in sectors where workforce continuity is essential, such as education. As legal
fragmentation intensifies and national priorities shift human resources toward defence, logistics, or critical
infrastructure, early planning for inclusive, sustainable staffing models becomes a strategic priority. Recent
studies have highlighted the lack of agility in traditional talent systems (Jooss et al., 2024) and the need to
reimagine inclusion beyond compliance (Kaliannan et al., 2023). This study explores what workplace
inclusion strategies could expand the pool of qualified professionals - particularly those with mobility or
sensory limitations - without compromising core task performance. A multi-level literature review and expert
focus groups were conducted across four domains: inclusive work design, organisational readiness,
communication infrastructure, and role structuring in mission-critical sectors. The findings offer a conceptual
map of factors that enable organisations to integrate underutilised talent segments through coordinated
adjustments in culture, communication practices, and role structuring. Rather than replicating existing
accessibility frameworks, the study proposes a practice-informed foundation for further empirical research:
a strategic inclusion framework oriented toward mission-critical roles in periods of systemic workforce
disruption.

Keywords: strategic workforce planning, workplace inclusion, public service resilience, education

Predvidanie naruseni pracovnej sily: strategicky ramec inkltzie pre kritické
pracovné pozicie vo vzdelavani

Abstrakt

Trendy deglobalizacie a nearshoringu spochybriuji predpoklady o neobmedzenej globédlnej mobilite
talentov, najma v sektoroch, kde je kontinuita pracovnej sily nevyhnutna, ako napriklad vo vzdeldvani.
Ked'ze sa prehlbuje pravna fragmentdcia a niarodné priority presuvaju I'udské zdroje do oblasti obrany,
logistiky alebo kritickej infrastruktiry, vcasné planovanie inkluzivnych a udrzatelnych modelov
personélneho zabezpecenia sa stava strategickou prioritou. Neddvne stadie poukazuja na nedostatok agility
v tradi¢nych systémoch riadenia talentov (Jooss et al., 2024) a na potrebu prehodnotit inklaziu nad rdmec
samotnej compliance (Kaliannan et al., 2023). Této Sttadia skama, aké stratégie inkltazie na pracovisku by
mohli rozsirit okruh kvalifikovanych odbornikov - najma oséb s obmedzenou mobilitou alebo senzorickymi
obmedzeniami - bez narusenia vykonu zdkladnych pracovnych dloh. Bol realizovany viactiroviniovy prehl'ad
literattry a expertné fokusové skupiny v Styroch oblastiach: inkluzivny dizajn prace, organizac¢na
pripravenost, komunika¢na infrastruktara a Struktarovanie pracovnych roli v sektoroch s kritickymi
funkciami. Zistenia ponukaja konceptualnu mapu faktorov, ktoré umoZnuja organizdciam integrovat
nedostato¢ne vyuzivané segmenty pracovnej sily prostrednictvom koordinovanych tprav v organizac¢nej
kulttre, komunika¢nych praktikach a strukttre pracovnych roli. Namiesto replikovania existujtcich rdmcov
pristupnosti $tadia navrhuje praxou informovany zaklad pre dalsi empiricky vyskum: strategicky ramec
inkltzie orientovany na kritické pracovné pozicie v obdobiach systémového narusenia pracovne;j sily.

Klacové slova: strategické planovanie pracovnej sily, inkltizia na pracovisku, odolnost verejnych sluzieb,
vzdelavanie
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Abstract

The issue of sustainability is currently a hot topic and is infiltrating various spheres, including the business
world. In practice, the term sustainability is most often interpreted as environmental sustainability, but it
should be noted that the term sustainability itself must be understood in a broader sense. In practice, the
second common interpretation is a three-part understanding of sustainability, i.e., environmental, social, and
economic sustainability. This is doubly true in the case of family businesses. In family-owned businesses, a
wide range of determinants that shape the sustainability of this form of business come to the fore when it
comes to the sustainability of family businesses. From the perspective of family business management, the
sustainability of this specific form of business can be understood as truly crucial. The issue of co-factor
sustainability of family businesses has not been given much attention in Slovakia, and research in this area is
still in its infancy. Family businesses are well established in many sectors of the Slovak economy and also
operate in more remote and less developed regions, which is why they deserve due attention. The aim of this
contribution is to explore the links between sustainability and family business from a management
perspective and thus define sustainable management and sustainable family business. The contribution is
based on qualitative methods and results in the definition of a conceptual framework of significant
determinants of sustainable family business.

Keywords: entrepreneurship, family business, sustainability, current challenges

Udrzatelnost a rodinné podnikanie

Abstrakt

Problematika udrzatel'nosti je v si¢asnosti mimoriadne pertraktovanou témou a infiltruje sa do réznych sfér,
aj do podnikatel'skej sféry. Pojem udrzatelnost sa v praxi najcastejSie interpretuje ako enviromentédlna
udrzatel'nost, ale je potrebné uviest, Ze samotny pojem udrzatelnost je nutné chapat urcite sirsie. V praxi
druhou c¢astou interpretaciou sa povazuje trojzlozkové chapanie udrzatelnosti, ¢ize ako enviromentalna,
socidlna a ekonomickd udrzatelnost. Podl'a ndsho ndzoru vsak udrzatelnost je potrebné vnimat v podstatne
sirSom kontexte. V pripade rodinného podnikania to plati dvojndsobne. V podnikatelskych subjektoch v
rodinnom vlastnictve pri rovine udrZzatelnosti rodinného podnikania vystupuje do popredia Siroké spektrum
determinantov, ktoré formujt udrzatelnost takejto formy podnikania. Z pohladu manazmentu rodinnych
podnikov mozno udrzatelnost tejto Specifickej formy podnikania chapat ako v skutku kltucovi.
Problematike viacfaktorovej udrzatelnosti rodinného podnikania nie je v slovenskych podmienkach
venovana pozornost a vyskum v tejto oblasti je aktudlne iba v zaciatkoch. Rodinné podniky st vyznamne
etablované v mnohych odvetviach ndrodného hospodarstva Slovenska, podnikajt aj v odl'ahlejsich a menej
vyspelych regiénoch, preto si zasltzia patri¢cnt pozornost. Cielom prispevku je preskimat viazby medzi
udrzatelnostou a rodinnym podnikanim z pohl'adu manazmentu a definovat tak udrzatelny manazment a
udrzatelné rodinné podnikanie. Prispevok je spracovany kvalitativnymi metédami a jeho vysledkom je
definovanie koncep¢ného ramca vyznamnych determinantov udrzatel'ného rodinného podnikania.

7 .
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Abstract

Family businesses are becoming an increasingly attractive, suitable, and alternative form of entrepreneurial
activity, especially where there are business opportunities and it is not easy to find employment on the labor
market. Family businesses are an integral part of the business sphere in Slovakia and, in addition to general
problems, they have to deal with a number of specific problems related to their nature. Family businesses are
typically characterized by close ties between the family itself and the business. A serious issue is generational
change and ensuring the continuity of the family business. This is one of the key determinants of long-term
oriented and sustainable family business. Human resources are a key factor in long-term, sustainable family
business. Ensuring that family businesses have the human resources they need is closely linked to the
corporate culture of specific business entities, family values, and traditions. The reproduction of human
resources in family businesses must reflect not only the quantitative aspect of reproduction (securing the
workforce), but also the qualitative aspect of reproduction (transferring and preserving know-how, values,
traditions, and corporate culture) in the context of succession and generational change. The aim of this
contribution is to highlight the importance of human resource reproduction in family businesses. The paper
is written using standard scientific methods and results in the definition of a conceptual framework in the
context of the sustainability of family businesses.

Keywords: human resource, human resource management, reproduction, sustainability, family business

Reprodukcia I'udskych zdrojov ako faktor udrzatel nosti rodinného podnikania

Abstrakt

Rodinné podnikanie sa stava stale viac zaujimavou, vhodnou a alternativnou formou podnikatel'skej ¢innosti
najma tam, kde je podnikatel'ska prilezitost a nie je jednoduché zamestnat sa na trhu prace. Rodinné podniky
st integralnou stucastou podnikatel'skej sféry na Slovensku a okrem vseobecnych problémov musia riesit
a mnozstvo Specifickych problémov viazanych na ich charakter. V rodinnych podnikoch je typicka tizka
vdzba medzi samotnou rodinou a podnikanim. Zavaznou otdzkou je genera¢nd vymena a zabezpecenie
kontinuity rodinného podnikania. Z pohladu dlhodobej udrzatelnosti rodinnych podnikov vystupuje do
popredia potreba zabezpecenia reprodukcie l'udskych zdrojov. Cudské zdroje st zasadnym faktorom
dlhodobo orientovaného a udrzatelného rodinného podnikania. Zabezpecenie potreby I'udskych zdrojov
v rodinnom podnikani predstavuje tzku védzbu na podnikovd kultaru specifickych podnikatel'skych
subjektov, rodinné hodnoty a tradicie. Reprodukcia I'udskych zdrojov v pripade rodinnych podnikov musi
reflektovat nielen na kvantitativhu stranku reprodukcie (zabezpecenie pracovnej sily), ale tiez na
kvalitativnu stranku reprodukcie (odovzdavanie a zachovavanie know-how, hodnét, tradicii, podnikovej
kulttry) vradmci nastupnictva a generacnej vymeny. Cielom prispevku je vyzdvihnutie vyznamu
reprodukcie I'udskych zdrojov v rodinnom podnikani. Prispevok je spracovany standardnymi vedeckymi
metdédami a vytstuje do definovania koncepéného rdmca v kontexte udrzatel'nosti rodinného podnikania.

Klacové slova: I'udské zdroje, riadenie l'udskych zdrojov, reprodukcia, udrzatelnost, rodinny podnik
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for Building Organisational Resilience in Healthcare
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Abstract

Healthcare organisations are exposed to a wide range of chronic and acute risks, including workforce
shortages, employee burnout, crisis events, and frequent legislative and regulatory changes. Consequently,
contemporary approaches to risk management are increasingly shifting away from narrowly defined
technical and procedural measures toward integrated frameworks aimed at building organisational
resilience. Organisational resilience extends traditional risk management—primarily focused on the
identification and mitigation of known risks —by emphasising the organisation’s capacity to adaptively
respond to unpredictable and residual risks that cannot be fully eliminated. It refers to the ability of an
organisation to anticipate, absorb, and cope with disruptions, to respond effectively to internal and external
challenges, and to maintain continuity of operations. This article examines the extent to which human
resource management practices — particularly recruitment, employee development, performance appraisal,
well-being initiatives, and employee participation—function as implicit mechanisms for building
organisational resilience, despite not being explicitly framed as risk management tools. A secondary objective
is to explore the relationship between human capital development practices (such as mentoring, continuous
professional development, team cohesion building, and psychosocial support) and the frequency and severity
of operational errors in hospital settings.

Keywords: organisational resilience, human resource management, risk management, healthcare

Manazment I'udskych zdrojov ako implicitny mechanizmus riadenia rizik pri
budovani organizacnej odolnosti v zdravotnictve

Abstrakt

Zdravotnicke organizacie st vystavené sirokému spektru chronickych aj akatnych rizik, vratane nedostatku
pracovnej sily, pracovného vyhorenia, krizovych udalosti a castych legislativnych a regula¢nych zmien.
Sacasné pristupy k riadeniu rizik sa preto postupne postvaja od tizko technického a procesného chapania
smerom k integrovanym rdmcom budovania organizacnej odolnosti. Organiza¢na odolnost rozsiruje
tradi¢ny manazment rizik, zamerany na identifikaciu a redukciu zndmych rizik, o schopnost organizécie
adaptivne reagovat na nepredvidatelné a zvyskové rizika, ktoré nie je mozné plne eliminovat. Predstavuje
schopnost organizacie anticipovat, absorbovat a zvladat narusenia, adekvatne reagovat na vnutorné a
vonkajiie vyzvy a udrziavat kontinuitu fungovania. Clanok sktima, do akej miery praktiky riadenia
I'udskych zdrojov - najmd nabor, rozvoj, hodnotenie vykonu, well-being a participacia zamestnancov -
fungujt ako implicitné mechanizmy budovania organiza¢nej odolnosti, hoci nie st explicitne rdmcované ako
nastroje manazmentu rizik. Sekundarnym cielom je preskimat vztah medzi opatreniami v oblasti rozvoja
I'udského kapitdlu (napr. mentoring, kontinualne vzdelavanie, budovanie timovej kohézie a psychosocidlna
podpora) a frekvenciou a zdvaznostou prevadzkovych pochybeni v nemocni¢nom prostredi.

Klacové slova: organiza¢nd odolnost, riadenie l'udskych zdrojov, riadenie rizik, zdravotna starostlivost
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Perspective Within Strategic HRM
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Abstract

Employee retention represents one of the key strategic challenges of human resource management in
the context of dynamic social, economic, and technological changes affecting the tourism and service
sectors. High employee turnover, job insecurity, and increasing emotional demands placed on frontline
employees create pressure on organisations to reconsider traditional HR approaches. The aim of this
paper is to synthesise insights from current scientific literature on the relationship between employees’
individual work experiences and strategic HRM approaches focused on organisational sustainability
and adaptability. The literature indicates that retention decisions are shaped by work-related stress,
quality of the working environment, perceived well-being, and organisational support. At the same time,
strategic and sustainable human capital management practices that promote employee engagement,
development, and psychological well-being contribute to workforce resilience and long-term
organisational performance. The paper conceptualises employee retention as the outcome of the
interaction between individual employee experience and strategic human resource management,
providing a foundation for further empirical research and HR practice.

Keywords: employee retention, employee well-being, frontline employees, strategic human resource
management, tourism sector

Udrzanie liniovych zamestnancov v sektore turizmu: Individudlna perspektiva v
kontexte strategického RLZ

Abstrakt

Udrzanie zamestnancov predstavuje jednu z klacovych strategickych vyziev persondlneho
manazmentu v podmienkach dynamickych spolo¢enskych, ekonomickych a technologickych zmien,
ktoré vyrazne zasahuju sektor turizmu a sluzieb. Vysoka fluktudcia, pracovna neistota a rasttica
emociondlna zataz zamestnancov prvej linie vytvéraju tlak na organizacie, aby prehodnocovali tradi¢né
pristupy k riadeniu I'udskych zdrojov. Cielom prispevku je na zaklade aktualnej vedeckej literattry
syntetizovat poznatky o vztahu medzi individudlnymi pracovnymi skisenostami zamestnancov a
strategickymi RLZ pristupmi zameranymi na udrzatelnost a adaptabilitu organizicii. Vyskum
poukazuje na to, Ze rozhodovanie zamestnancov o zotrvani je formované pracovnym stresom, kvalitou
pracovného prostredia, vnimanym well-beingom a organiza¢nou podporou. Zaroven sa ukazuje, Ze
strategické a udrzatelné pristupy k riadeniu I'udského kapitalu, ktoré podporuji angazovanost, rozvoj
a psychickt pohodu zamestnancov, prispievaja k vyssej odolnosti pracovnej sily a dlhodobej vykonnosti
organizacii. Prispevok interpretuje udrzatelnost zamestnancov ako vysledok prepojenia individuélnej
skasenosti zamestnanca so strategickym riadenim udskych zdrojov a vytvéra vychodisko pre d'alsi
empiricky vyskum aj HR prax.

Klacové slova: udrzanie zamestnancov, blahobyt zamestnancov, zamestnanci v prvej linii, strategické
riadenie I'udskych zdrojov, sektor cestovného ruchu
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Abstract

Digital technologies are gaining importance in all areas of the public, business and state environment. Al
technologies can be used in all major personnel processes, where they can streamline the work of the HR
department and improve decision-making. Intelligent systems already play a significant role at the stage of
recruiting employees. They can be used for targeted addressing of candidates based on the analysis of profiles
on social networks, for automatic review of CVs or assessment of the suitability of applicants using predictive
models. In the selection process, Al tools can conduct initial interviews with candidates, answer their
questions and carry out basic screening, thereby relieving HR professionals of repetitive tasks and speeding
up communication. In addition to recruitment, areas such as employee training and development also benefit
significantly from Al Other areas where Al will play an important role are the area of employee motivation,
education and development.

Keywords: employee training and development, Artificial Intelligence, recruitment processes

Riadenie I'udskych zdrojov v ¢ase novych digitalnych technologii

Abstrakt

Digitélne technolégie naberaju na dolezitosti vo vsetkych oblastiach verejného, podnikatel'ského ale
aj Statneho prostredia. Al technolégie mozno vyuzit vo vsetkych hlavnych persondlnych procesoch, kde
dokédzu zefektivnit pracu HR oddelenia a zlepsit rozhodovanie. Uz v $tadiu ziskavania zamestnancov
zohrévaju inteligentné systémy vyznamnu tlohu. Je mozné ich pouZit na cielené oslovovanie kandidatov na
zéklade analyzy profilov na socidlnych sietach, na automatické preskiimavanie zivotopisov ¢i hodnotenie
vhodnosti uchddzacov pomocou prediktivnych modelov. V procese vyberu moézu Al nastroje viest tvodné
rozhovory s kandidatmi, odpovedat na ich otdzky a realizovat zdkladny screening, ¢im odlahcia
personalistov od opakujtcich sa tloh a urychlia komunikaciu. Okrem nédboru vyrazne profituja z Al aj oblasti
ako vzdeldvanie a rozvoj zamestnancov. Dalsie oblasti, kde bude Al zohravat doélezita dlohu, st oblast
motivdcie, vzdeldvania a rozvoja zamestnancov.

Klacové slova: skolenie a rozvoj zamestnancov, umela inteligencia, ndborové procesy
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Managing Sustainable Performance and Well-being in Intelligent Transport
Project Teams
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Abstract

The dynamic environment of intelligent transport projects and high demands for technological innovation
expose project teams to significant pressure, which can jeopardize their long-term stability. This paper
addresses the strategic role of HR in supporting the well-being and sustainable performance of project
managers and team members in the Industry 5.0 context. The objective is to identify factors influencing
psychological resilience and engagement throughout the project cycle of sustainable transport solutions. The
research analyses the relationship between the work environment, project leadership style, and turnover rates
in technically demanding projects. The paper proposes burnout prevention mechanisms integrated directly
into project management methodologies, including support for work-life balance and psychological safety.
The results emphasize that sustainable performance in transport projects is driven not only by technological
maturity but primarily by effective human resource care. The discussion provides new perspectives on
motivation in a project environment determined by the transition to intelligent and green mobility within the
EU. The study's conclusions thus offer specific recommendations for integrating mental health parameters
into standard project management frameworks, directly contributing to higher social sustainability in the
transport sector.

Keywords: project teams, well-being, performance, intelligent transport, project leadership

Riadenie udrZatelnej vykonnosti a well-beingu v projektovych timoch inteligentnej
dopravy

Abstrakt

Dynamické prostredie projektov v oblasti inteligentnej dopravy a vysoké naroky na technologické inovécie
vystavuja projektové timy silnému tlaku, ¢o moéze ohrozit ich dlhodobt stabilitu. Prispevok sa venuje
strategickej tillohe HR pri podpore well-beingu a udrzatelnej vykonnosti projektovych manazérov a ¢lenov
timov v kontexte Industry 5.0. Cielom je identifikovat faktory ovplyviiujice psychicki odolnost a
angazovanost v ramci projektového cyklu udrzatelnych dopravnych rieSeni. Vyskum analyzuje vztah medzi
pracovnym prostredim, $tylom projektového vedenia a mierou fluktuédcie pri technicky néro¢nych
projektoch. Prispevok navrhuje preventivne mechanizmy proti vyhoreniu, ktoré st integrované priamo do
metodik projektového riadenia, vratane podpory work-life balance a psychologickej bezpec¢nosti. Vystupy
zdoraziuja, ze udrzatelny vykon v dopravnych projektoch nie je dany len technologickou vyspelostou, ale
predovsetkym efektivnou starostlivostou o I'udské zdroje. Diskusia prindsa nové pohlady na motivéciu v
projektovom prostredi, ktoré je determinované prechodom na inteligentnt a zelent mobilitu v ramci EU.
Zavery studie tak pontkaju konkrétne odportcania pre integraciu parametrov dusevného zdravia do
Standardnych ramcov riadenia projektov, ¢o priamo prispieva k vyssej socidlnej udrzatelnosti sektora
dopravy.

Klacové slova: projektové timy, blahobyt, vykonnost, inteligentnd doprava, vedenie projektu
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Abstract

The use of artificial intelligence and digitalization in the field of human resource management (HR) is a key
factor in increasing efficiency, the quality of decision-making, and the employee experience. In the context of
rapid technological development and a highly competitive labor market, organizations are increasingly
focusing on the automation of HR processes, predictive analytics, and the personalization of talent
management. The aim of this article is to identify current trends, the level of adoption of Al and digital tools,
and their impact on HR practice. The data were collected through research conducted in 202 organizations in
the Czech Republic. Data analysis shows that most organizations use digitalization primarily for routine
administrative tasks, while only a smaller proportion implement advanced AI solutions for predicting
employee turnover or optimizing recruitment. The main barriers include a lack of internal competencies,
concerns about Al ethics, and data security. The results indicate a positive correlation between the level of
digitalization and the satisfaction of both employees and HR managers. The recommendations include
investments in the education of HR specialists, the establishment of ethical Al frameworks, and the strategic
integration of technologies with respect to the human factor. The article contributes to a better understanding
of the potential of Al in the Czech HR environment and offers practical steps for its further development.

Keywords: artificial intelligence, digitalization, human resource management, HR analytics

Role Al a digitalizace v modernim HR managementu

Abstrakt

Téma vyuziti umélé inteligence a digitalizace v oblasti management lidskych zdroj (HR) je klicové pro
zvyseni efektivity, kvality rozhodovani a zaméstnanecké zkusenosti. V kontextu rychlého technologického
vyvoje a konkuren¢niho trhu préce se organizace stale vice zaméfuji na automatizaci HR procesti, prediktivni
analytiku a personalizaci talent managementu. Cilem ¢lanku je identifikovat souc¢asné trendy, aroveri adopce
nastrojii Al a digitalizace a jejich dopady na HR praxi. Data byla ziskdnda vyzkumem ve 202 organizacich

vz

v Ceské republice. Analyza dat ukazuje, Ze vét$ina organizaci vyuziva digitalizaci pro rutinni administrativni
alohy, avsak pouze mensi ¢ast implementuje pokrocilé Al pro predikci fluktuace ¢i optimalizaci ndboru. Mezi
hlavni bariéry patfi nedostatek internich kompetenci, obavy z etiky Al a bezpe¢nost dat. Vysledky naznacuji
pozitivni korelaci mezi tirovni digitalizace a spokojenosti zaméstnancti i manazertt HR. Doporuceni zahrnuji
investice do vzdélavani HR specialist(i, nastaveni etickych rdmcti Al a strategickou integraci technologii
s ohledem na lidsky faktor. Clanek prispiva k lepsimu pochopeni potencidlu Al v ¢eském HR prostiedi

a nabizi praktické kroky pro jeho dalsi rozvoj.

Klacové slova: umela inteligencia, digitalizécia, riadenie I'udskych zdrojov, HR analytika
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Implementation of AI Chatbots in the Workplace
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Abstract

The dissertation examines the impact of implementing Al chatbots in the workplace, with a particular focus
on their influence on employee productivity and job satisfaction. As organizations increasingly adopt Al-
driven tools to support digital transformation and optimize work processes, understanding how employees
interact with and adapt to these technologies becomes essential. The research addresses a gap in existing
literature, which predominantly emphasizes theoretical, psychological, or attitudinal aspects of artificial
intelligence while providing limited empirical insight into everyday employee-chatbot interactions in real
work environments. The primary objective of the dissertation is to analyze the relationship between the
intensity and quality of employee interaction with Al chatbots and selected indicators of work performance
and satisfaction. The study also aims to identify key barriers, success factors, and organizational conditions
influencing effective chatbot implementation and to propose a practically applicable implementation
methodology for organizations undergoing digital transformation. A mixed-method research design is
employed, combining quantitative methods (questionnaire survey and analysis of selected key performance
indicators) with qualitative methods (semi-structured interviews with employees and managers). The
expected scientific contribution lies in extending current knowledge on the relationship between Al use and
employee outcomes, while the practical contribution is the development of a structured methodology for the
effective integration of Al chatbots into workplace processes from a human resources management
perspective.

Keywords: artificial intelligence, Al chatbots, workplace, employee productivity, job satisfaction

Implementacia AI chatbotov v pracovnom prostredi

Abstrakt

Dizerta¢na praca sa zaobera vplyvom implementécie Al chatbotov v pracovnom prostredi so zameranim na
ich dopad na pracovnu vykonnost a spokojnost zamestnancov. Vzhl'adom na to, Ze organizacie ¢oraz viac
zavadzaju néstroje umelej inteligencie na podporu digitalnej transformacie a optimalizaciu pracovnych
procesov, stava sa pochopenie spdsobu, akym zamestnanci s tymito technolégiami interagujt a ako sa na ne
adaptuja, klacové. Vyskum reaguje na medzeru v existujicej odbornej literatare, ktora sa prevazne
sustred'uje na teoretické, psychologické alebo postojové aspekty umelej inteligencie, pricom poskytuje len
obmedzené empirické poznatky o kazdodennej interakcii zamestnancov s chatbotmi v redlnom pracovnom
prostredi. Hlavnym cielom dizertac¢nej préace je analyzovat vztah medzi intenzitou a kvalitou interakcie
zamestnancov s Al chatbotmi a vybranymi ukazovatelmi pracovnej vykonnosti a spokojnosti. Praca sa
zéroven zameriava na identifikdciu klacovych bariér, faktorov tuspechu a organizaénych podmienok
ovplyvnujacich efektivhu implementdciu chatbotov a na ndvrh prakticky vyuzitelnej metodiky ich
zavadzania v organizédcidch prechadzajicich digitalnou transformaciou. Vyskum vyuziva kombinovany
vyskumny dizajn, ktory spaja kvantitativne metédy (dotaznikové zistovanie a analyzu vybranych kla¢ovych
ukazovatelov vykonnosti) s kvalitativnymi metédami (polostruktirované rozhovory so zamestnancami a
manazérmi). Ocakdvany vedecky prinos spocéiva v rozsireni stcasnych poznatkov o vztahu medzi
vyuzivanim umelej inteligencie a zamestnaneckymi vysledkami, zatial ¢o praktickym prinosom je vytvorenie
Struktirovanej metodiky efektivnej integracie Al chatbotov do pracovnych procesov z pohladu riadenia
I'udskych zdrojov.

Klacové slova: umela inteligencia, chatboti s umelou inteligenciou, pracovisko, produktivita zamestnancov,
spokojnost’ s pracou
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Abstract

The sharing economy represents a dynamically developing segment of the labor market, which is closely
connected with the development of digital technologies and new forms of employment. The aim of the paper
is to identify the specifics of the involvement of persons with disabilities in this segment of the labor market,
as well as the barriers that may affect their access to job opportunities. Based on the identification and analysis
of foreign and domestic case studies, we found that persons with disabilities prefer the option of working
from home when employed. The use of digital technologies in the employment of these persons is perceived
differently. On the one hand, digital technologies can reduce traditional barriers to employment and facilitate
the performance of work activities. On the other hand, unemployed persons with disabilities are concerned
about digital technologies. The article points to the need to create inclusive conditions and appropriate
legislative measures. It is also necessary to systematically eliminate prejudice against these persons and
support opportunities for their continuous education in order to support sustainable employment of persons
with disabilities in the sharing economy.

Keywords: people with disabilities, labor market, digital technologies, sharing economy

Zamestnavanie 0sdb so zdravotnym postihnutim v zdiel'anej ekonomike

Abstrakt

Zdieland ekonomika predstavuje dynamicky sa rozvijajici segment trhu préce, ktory je tizko prepojeny s
rozvojom digitdlnych technolégii a novymi formami zamestnavania. Cielom prispevku je identifikovat
Specifika zapojenia 0sob so zdravotnym postihnutim do tohto segmentu trhu prace, ako aj bariéry, ktoré
mozu ovplyvnovat ich pristup k pracovnym prilezitostiam. Na zaklade identifikacie a analyzy zahrani¢nych
a domécich pripadovych stadii sme zistili, Ze osoby so zdravotnym postihnutim pri zamestnani
uprednostiiujd moznost zamestnavania z domu. Vyuzivanie digitalnych technolé6gii pri zamestnavani tychto
0sOb je vnimané rodzne. Digitdlne technolégie moézu na jednej strane znizovat tradicné prekazky
zamestnavania a ulah¢ovat' vykondvanie pracovnych ¢innosti. Na druhej strane nezamestnané osoby so
zdravotnym znevyhodnenim majt z digitalnych technolégii obavy. Clanok poukazuje na potrebu vytvarania
inkluzivnych podmienok a primeranych legislativnych opatreni. Potrebné je taktiez systematicky
odstranovat predsudky voci tymto osobdm a podporovat moznosti ich neustaleho vzdelavania s ciefom
podporit udrzatel né zamestnavanie oso6b so zdravotnym postihnutim v zdielanej ekonomike.

Klacové slova: I'udia so zdravotnym postihnutim, trh prace, digitalne technolégie, ekonomika zdielania
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Internal Marketing Dimensions in Higher Education Institutions
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Abstract

In the higher education context, the concept of internal marketing is not clearly defined, particularly
regarding internal marketing dimensions and how they are measured in HEIs. This study aims to (a) identify
internal marketing dimensions used in HEIs and (b) update an internal marketing measurement scale suitable
for assessing internal marketing implementation in HEISs. The study combines a systematic review of internal
marketing research with a quantitative survey of academic and administrative staff in Lithuanian HEIs.
Survey items were developed based on prior studies and the IM-11 scale adapted to the higher education
context, then revised and expanded to fit the current setting. Data were analysed using SPSS (version 24.0).
The analysis included descriptive statistics and comparisons across demographic groups (Student's t-test,
ANOVA, Mann-Whitney U test, Kruskal-Wallis test, 2 tests, and Z-tests), as well as correlational and
regression analyses (Spearman correlation and linear regression). The results support internal marketing as
a multidimensional construct. The updated scale comprises 14 dimensions: physical work conditions;
essential employee needs; empowerment and participation; workload balance; clear communication of the
institutional vision; training and professional development; career opportunities; fair treatment; open and
transparent internal communication; involvement in decision-making; recognition and rewards; leadership
support; clear internal procedures and policies; and an effective performance appraisal process. In practical
terms, the study clarifies internal marketing dimensions in HEIs and enables institutions to assess
implementation quality, strengthen employee experience, and support motivation toward achieving
institutional goals.

Keywords: internal marketing, internal marketing dimensions, HEIs, HRM, employee satisfaction.

Dimenzie interného marketingu v institiciach vysokoskolského vzdelavania

Abstrakt

V kontexte vysokoskolského vzdelavania nie je koncept interného marketingu jednoznac¢ne definovany,
najmé pokial ide o jeho dimenzie a spdsob ich merania v instittcidch vysokoskolského vzdelavania (HEISs).
Ciel'om tejto studie je (a) identifikovat’ dimenzie interného marketingu vyuzivané v HEIs a (b) aktualizovat
gkalu merania interného marketingu vhodntd na hodnotenie implementécie interného marketingu v
HEIs.Stadia kombinuje systematicky prehlad vyskumu interného marketingu s kvantitativnym prieskumom
medzi akademickymi a administrativnymi zamestnancami v litovskych HEIs. Polozky dotaznika boli
vytvorené na zédklade predchéddzajtcich stadii a skaly IM-11, adaptovanej na kontext vysokoskolského
vzdeldvania, néasledne boli revidované a rozsirené tak, aby zodpovedali aktudlnemu prostrediu. Déta boli
analyzované pomocou softvéru SPSS (verzia 24.0). Analyza zahfniala deskriptivnu Statistiku a porovnania
medzi demografickymi skupinami (Studentov t-test, ANOVA, Mann-Whitneyho U test, Kruskalov-Wallisov
test, x? testy a Z-testy), ako aj korela¢né a regresné analyzy (Spearmanova koreldcia a linearna
regresia).Vysledky podporuja chapanie interného marketingu ako multidimenziondlneho konstruktu.
Aktualizovana 8$kala pozostava zo 14 dimenzii: fyzické pracovné podmienky; zdkladné potreby
zamestnancov; posilnenie kompetencii a participacia; rovnovaha pracovného zatazenia; jasnd komunikacia
vizie institacie; vzdeldvanie a profesionalny rozvoj; kariérne prilezitosti; spravodlivé zaobchadzanie;
otvorena a transparentna interna komunikacia; zapojenie do rozhodovania; uznanie a odmenovanie; podpora
zo strany vedenia; jasné interné postupy a politiky; a efektivny proces hodnotenia pracovného vykonu.Z
praktického hl'adiska stadia objasniuje dimenzie interného marketingu v HEIs a umoZnuje institciam
hodnotit' kvalitu jeho implementécie, posilitovat skisenost zamestnancov a podporovat ich motivéciu
smerujlicu k dosahovaniu ciel ov institacie.

Klacové slova: interny marketing, dimenzie interného marketingu, vysoké skoly, riadenie I'udskych zdrojov,
spokojnost zamestnancov
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Abstract

Digital transformation under Industry 5.0 brings fundamental changes to project management methodology
in the sector of intelligent transport systems. This paper focuses on the integration of artificial intelligence
(AI) tools into the project life cycle and identifies key strategic challenges faced by human resource
management in supporting project teams. The research aims to analyze how Al influences human resource
planning, recruitment of specialists for transport projects, and performance evaluation in an agile project
environment. Attention is paid to the transformation of the project manager's role, which becomes a
guarantor of symbiosis between technology and human capital. The paper's outputs define specific digital
competencies necessary for effective management of complex transport projects and propose a framework
for innovative education reflecting modern mobility needs. A critical discussion is also conducted on ethical
and organizational aspects of implementing Al into the management of project teams within an international
context. Emphasis is placed on creating a synergistic model where project management utilizes predictive
analytics to optimize resource allocation while maintaining the human-centric principles of Industry 5.0. The
paper thus provides a comprehensive methodological perspective on the transformation of HR processes,
which are crucial for achieving long-term sustainability and high adaptability of project-oriented transport
organizations.

Keywords: project management, Artificial Intelligence, Industry 5.0, intelligent transport, HR strategy

Implementacia umelej inteligencie do procesov projektového riadenia v
inteligentnej doprave: Strategické vyzvy pre HR

Abstrakt

Digitalna transformacia v rdmci Industry 5.0 prin4$a zasadné zmeny do metodiky projektového riadenia v
sektore inteligentnych dopravnych systémov. Tento prispevok sa zameriava na integraciu nastrojov umelej
inteligencie (AI) do Zivotného cyklu projektov a identifikuje kltacové strategické vyzvy, ktorym celi
personalny manazment pri podpore projektovych timov. Cielom vyskumu je analyzovat, akym spésobom
Al ovplyviiuje planovanie I'udskych zdrojov, nabor Specialistov pre dopravné projekty a hodnotenie
vykonnosti v agilnom projektovom prostredi. Pozornost je venovana transformacii alohy projektového
manazéra, ktory sa stdva garantom symbiézy medzi technolégiami a 'udskym kapitalom. Vystupy prispevku
definuja Specifické digitdlne kompetencie nevyhnutné pre efektivne riadenie komplexnych dopravnych
projektov a navrhujt rdmec pre inovativne vzdeldvanie, ktory reflektuje potreby modernej mobility. Kriticka
diskusia je vedend aj v rovine etickych a organiza¢nych aspektov zavddzania Al do riadenia projektovych
timov v medzinarodnom kontexte. Déraz je kladeny na vytvorenie synergického modelu, kde projektové
riadenie vyuziva prediktivhu analytiku na optimalizaciu alokacie zdrojov pri zachovani principov
I'udocentrického pristupu Industry 5.0. Prispevok tak poskytuje uceleny metodicky pohl'ad na transformaciu
HR procesov, ktoré st klticové pre dosiahnutie dlhodobej udrzatelnosti a vysokej adaptability projektovo
orientovanych dopravnych organizacii

7 .

Klacové slova: projektovy manazment, umeld inteligencia, Priemysel 5.0, inteligentnd doprava, HR stratégia
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Strategic Challenges Associated with the Inclusion of Neurodivergent People
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Abstract

Approximately 15-20% of the population is neurodivergent, and their unemployment rate is three times
higher than that of people with visible disabilities. Despite their high representation in the population,
neurodiversity remains an overlooked dimension of diversity. It appears that the problem is not
neurodiversity itself, but its inappropriate management in the organizational environment resulting from
insufficient knowledge. Although the modern approach emphasizes the strengths of individuals and their
contribution to organizations, the traditional perspective still prevails in society, in which neurodiversity is
interpreted as a deficit. For this reason, neurodivergent people tend to mask their symptoms in order to be
accepted, which is very exhausting for them. The constant effort to mask their natural traits can lead to lower
performance, reduced effectiveness, higher error rates, depression, or complete burnout. Most HR processes
are designed for neurotypical people. Successful management of neurodiversity cannot be based solely on its
official declaration but requires its application across all areas of HR management, from recruitment
processes, leadership practices, and training programs to workplace adjustments. Such an approach supports
well-being, a sense of respect, and long-term satisfaction for all employees.

Keywords: neurodiversity, inclusion, well-being, working environment, HR management

Strategické vyzvy spojené s inkltziou neurodivergentnych l'udi

Abstrakt

Priblizne 15 - 20% populdcie je neurodivergentnd, pri¢om miera nezamestnanosti je trojnasobne vyssia ako
u I'udi so zjavnym zdravotnym postihnutim. Aj napriek vysokému zasttpeniu v populacii je neurodiverzita
prehliadanou dimenziou rozmanitosti. Ukazuje sa, Ze problémom nie je samotnd neurodiverzita, ale jej
nevhodné riadenie v organizacnom prostredi prameniace z nedostato¢nych znalosti. Hoci moderny pristup
zdoraznuje silné stranky jednotlivcov a ich prinos pre organizécie, v spolo¢nosti prevldda skor tradi¢ny
pristup, kedy je interpretovana ako deficit. Z toho dévodu majt neurodivergentni I'udia tendenciu svoje
symptomy maskovat, aby boli v spolo¢nosti akceptovani, ¢o je pre nich vel'mi vycerpavajtce. Neustala snaha
o maskovanie svojej prirodzenosti moze viest k nizSej vykonnosti, efektivnosti, vyssej chybovosti, k
depresiam, ¢i k Gplnému vyhoreniu. Va¢sina HR procesov je nastavena pre neurotypickych fudi. Uspesné
riadenie neurodiverzity nemoze byt zalozené iba na jej oficialnom deklarovani, ale vyzaduje si aplikovanie
do vsetkych oblasti persondlneho manazmentu, od naborovych procesov, cez vedenie l'udi, vzdelavacich
programov, dGpravu pracovného miesta a pod. Takyto pristup podporuje well-being, pocit respektu a
dlhodobt spokojnost vsetkych zamestnancov.

Klacové slova: neurodiverzita, inkltizia, blahobyt, pracovné prostredie, riadenie I'udskych zdrojov
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Use of Al in automatic risk assessment related to shift work regimes
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Abstract

Frustration and burnout syndrome represent serious risk factors threatening employees' mental health,
organizational productivity, and workplace quality. Traditional methods of detecting these conditions, such
as periodic questionnaire surveys or annual evaluations, often identify the problem only in advanced stages,
when intervention is more demanding and less effective. This article presents an innovative approach using
artificial intelligence-based sentiment analysis for early detection and proactive management of risks
associated with employee frustration and burnout. The proposed system combines natural language
processing and machine learning techniques to analyze various communication channels within the
organization, including corporate emails, messages on internal communication platforms, feedback from
project management tools, and records from team meetings. Al algorithms identify linguistic patterns,
emotional tone, changes in communication style, and other indicators signaling growing frustration or
symptoms of burnout. The system enables the creation of individual employee risk profiles and prediction of
critical periods with high probability of burnout. Based on these analyses, it generates personalized
recommendations for HR managers and direct supervisors, enabling targeted preventive interventions such
as workload adjustment, support offerings, or changes in project assignments. Implementation of this Al-
driven system represents a paradigmatic shift from reactive to proactive HR management.

Keywords: sentiment analysis, artificial intelligence, employee burnout, frustration, predictive analytics

Vyuzitie Al pri automatickom vyhodnocovani rizik savisiacich s rezimami
prace na zmeny

Abstrakt

Frustrdcia a syndrém vyhorenia predstavuju zavazné rizikové faktory ohrozujice duSevné zdravie
zamestnancov, produktivitu organizdcii a kvalitu pracovného prostredia. Tradi¢né metédy detekcie tychto
stavov, ako st periodické dotaznikové prieskumy alebo roéné hodnotenia, ¢asto identifikuji problém az v
pokrocilom stadiu, kedy je intervencia ndrocnejSia a menej uc¢innd. Tento ¢lanok prezentuje inovativny
pristup vyuzivajaci analyzu sentimentu zaloZent na umelej inteligencii pre véasnt detekciu a proaktivny
manazment rizik spojenych s frustrdciou a vyhorenim zamestnancov. Navrhovany systém kombinuje
techniky spracovania prirodzeného jazyka (NLP) a strojového uc¢enia na analyzu rdéznych komunika¢nych
kanélov v organizacii, vratane firemnych emailov, sprav v internych komunika¢nych platformach, spatnej
vazby z projektovych néstrojov a zdznamov z timovych schodzok. Al algoritmy identifikuji jazykové vzorce,
emocionalne zafarbenie, zmeny v komunika¢nom $tyle a dalie indikatory signalizujtice rasttcu frustraciu
alebo priznaky vyhorenia. Systém umoziiuje vytvorenie individualnych rizikovych profilov zamestnancov a
predikciu kritickych obdobi s vysokou pravdepodobnostou vyhorenia. Na zaklade tychto analyz generuje
personalizované odportcania pre HR manaZzérov a priamych nadriadenych, umoznujtce cielené preventivne
intervencie ako uprava pracovnej zataze, ponuka podpory alebo zmena projektového zaradenia.
Implementacia tohto Al-riadeného systému predstavuje paradigmaticky posun od reaktivheho k
proaktivnemu HR manaZzmentu, potencidlne znizujaci ndklady spojené s absenciami, fluktuaciou a zniZenou
produktivitou spdésobenou vyhorenim zamestnancov.

Klacové slova: analyza sentimentu, umeld inteligencia, syndrém vyhorenia zamestnancov, frustrécia,
prediktivna analytika
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Abstract

Small and medium-sized enterprises (SMEs) in the tourism sector face increasing uncertainty driven by
digitalization, automation, and the implementation of artificial intelligence, which significantly reshape
leadership competency requirements. In this context, leadership becomes a key factor influencing firms’
ability to adapt, innovate, and achieve sustainability. The aim of the paper is to analyse the relationship
between leadership competencies and the resilience and sustainability of tourism SMEs. The research is
designed as a quantitative study based on the development and testing of a structural model, considering the
mediating role of organizational innovation, employee engagement, and knowledge sharing. Data are
collected through a questionnaire survey among SME managers, and analysed using the PLS-SEM approach
to examine relationships between latent variables. The study focuses on competencies such as strategic
thinking, adaptability, innovation orientation, and social influence. The expected results indicate significant
direct and indirect relationships between leadership competencies and business sustainability. The
contribution of the paper lies in the development and empirical validation of the model, as well as in
providing implications for strategic human resource management and leadership development in SMEs.

Keywords: leadership competencies; SMEs; tourism; organizational resilience; sustainability; PLS-SEM

Liderské kompetencie ako determinant odolnosti a udrzatelhosti MSP v turizme

Abstrakt

Malé a stredné podniky (MSP) v sektore cestovného ruchu ¢elia rastticej neistote vyplyvajicej z digitalizacie,
automatizécie a implementécie umelej inteligencie, ¢o zasadne meni poziadavky na liderské kompetencie.
Liderstvo sa tak stava klicovym faktorom ovplyvnujicim schopnost podnikov adaptovat sa, inovovat a
dosahovat udrzatelnost. Cielom prispevku je analyzovat vztah medzi liderskymi kompetenciami a
odolnostou a udrzatelnostou MSP v turizme. Vyskum je koncipovany ako kvantitativna $ttdia zaloZzena na
navrhu a overeni modelu vztahov medzi premennymi so zohl'adnenim media¢ného tc¢inku organiza¢nych
inovacii, angaZzovanosti zamestnancov a zdielania znalosti. Zber dét je realizovany prostrednictvom
dotaznikového zistovania medzi manazérmi MSP, pricom analyza dat vyuziva pristup PLS-SEM na
testovanie vztahov medzi latentnymi premennymi. Vyskum sa zameriava na kompetencie ako strategické
myslenie, adaptabilita, inova¢na orientdcia a socidlny vplyv. O¢akavané vysledky poukazuji na vyznamné
priame aj nepriame vztahy medzi liderskymi kompetenciami a udrzatelnostou podnikov. Prinos prispevku
spociva v navrhu a overeni modelu a formulovani implikécii pre strategické riadenie I'udskych zdrojov a
rozvoj liderskych kompetencii v MSP.

Klacové slova: liderské kompetencie; MSP; cestovny ruch; organiza¢nd odolnost; udrzatelnost; PLS-SEM
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Abstract

Shift work represents a significant risk factor affecting the health and safety of employees across various
industry sectors. Traditional methods of assessing risks associated with shift work are often time-consuming,
subjective, and unable to capture the complex interactions between individual risk factors. This article
presents an innovative approach utilizing artificial intelligence for automatic risk assessment related to shift
work regimes. The proposed system employs machine learning algorithms to analyse extensive datasets
including shift schedules, employees' physiological data, occupational accident records, absenteeism, and
performance metrics. The AI model design identifies hidden patterns and correlations between shift regime
parameters (such as shift length, rotation, night work, etc.) and negative impacts on workers' health and
safety. The system will enable prediction of risk situations in real-time and provide recommendations for
individual and/or collective optimization of shift schedules with regard to minimizing health risks. The Al
approach can thus reveal previously unidentified risk factors that traditional methods overlook. The
implementation of AI in shift work risk assessment represents a significant step toward proactive
occupational safety and health management.

Keywords: artificial intelligence, risk assessment, occupational health and safety, shift work

Vyuzitie Al pri automatickom vyhodnocovani rizik savisiacich s rezimami
prace na zmeny

Abstrakt

Praca na zmeny predstavuje vyznamny rizikovy faktor ovplyviujaci zdravie a bezpe¢nost zamestnancov v
roznych odvetviach priemyslu. Tradi¢né metédy hodnotenia rizik spojenych so zmennou préacou sa ¢asto
¢asovo ndroc¢né, subjektivne a nedokazu zachytit komplexné interakcie medzi jednotlivymi rizikovymi
faktormi. Tento ¢lanok prezentuje inovativny pristup vyuzivajici umeld inteligenciu na automatické
vyhodnocovanie rizik stvisiacich s rezimami prace na zmeny. Navrhovany systém vyuziva algoritmy
strojového ucenia na analyzu rozsiahlych datovych stborov zahriiujacich harmonogramy zmien,
fyziologické data zamestnancov, zdznamy o pracovnych trazoch, absencie a vykonnostné metriky. Navrh Al
modelu identifikuje skryté vzorce a korelacie medzi parametrami zmenného rezimu (ako st dizka zmeny,
rotacia, no¢na préca, atd'.) a negativnymi dopadmi na zdravie a bezpe¢nost pracovnikov. Systém umozni
predikciu rizikovych situdcii v redlnom case a poskytne odporicania pre individualnu alebo kolektivnu
optimalizaciu zmennych harmonogramov s ohfadom na minimalizaciu zdravotnych rizik. Al pristup tak
moze odhalit doteraz neidentifikované rizikové faktory, ktoré tradicné metédy prehliadaja. Implementacia
Al do hodnotenia rizik zmennej prace predstavuje vyznamny krok k proaktivnemu riadeniu bezpe¢nosti a
zdravia pri praci.

Klacové slova: umeld inteligencia, hodnotenie rizik, bezpe¢nost a ochrana zdravia pri praci, praca na zmeny

60


mailto:roman.urban@ambis.cz

Strategické vyzvy v HR 04. - 05. februar 2026 Staré Hory

Digital Transformation of HR Education: E-Learning Platforms and
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Abstract

The contribution addresses the transformation of education in human resource management driven by
digitalisation and the increasing demand for flexible and engaging learning environments. It builds on the
premise that traditional teaching approaches are no longer sufficient to meet the expectations of
contemporary learners and organisational practice. In response, the study presents a concept of an integrated
e-learning environment that combines various digital and interactive tools, including multimedia resources,
virtual lectures, podcasts, case-based learning, and gamified elements. The objective of the paper is to outline
the design principles of such a platform, describe its methodological background, and discuss its potential
impact on the effectiveness of HR education. Particular attention is given to the structuring of educational
content into modular units aligned with core HR functions and to the incorporation of current research
insights and real-world applications. The paper also highlights the importance of analysing user needs and
preferences as a basis for designing adaptive and user-oriented learning solutions. The proposed approach is
expected to enhance accessibility, interactivity, and practical relevance of education, while fostering
autonomous learning and stronger integration between academic knowledge and organisational practice.
Furthermore, it supports the development of digital and professional competencies required in contemporary
HR roles. The findings underline the growing importance of technologically supported education and its role
in shaping future-oriented HR professionals.

Keywords: digital learning, human resource management, gamification, e-learning platforms, HR education,
interactive learning, distance education

Digitalna transformacia vzdelavania v riadeni ludskych zdrojov: e-learningové
platformy a inovativne nastroje vyucby

Abstrakt

Prispevok sa zaoberd transformdciou vzdeldavania v oblasti riadenia I'udskych zdrojov pod vplyvom
digitalizacie a rasttcich poziadaviek na flexibilné a atraktivne formy ucenia. Vychddza z predpokladu, ze
tradi¢né pristupy k vyucébe uz nedokazu plne reflektovat ocakavania sacasnych studentov ani potreby praxe.
V reakcii na tieto vyzvy prispevok predstavuje koncept integrovaného e-learningového prostredia, ktoré
kombinuje rozne digitalne a interaktivne ndstroje, ako stt multimedidlny obsah, online prednasky, podcasty,
pripadové studie a gamifikacné prvky. Cielom prispevku je nac¢rtnat principy navrhu takejto platformy,
pribliZzit jej metodologické vychodiska a diskutovat jej potencidlny vplyv na efektivnost vzdelavania v oblasti
HR. Osobitnd pozornost je venovana strukttrovaniu obsahu do modulov reflektujtcich klta¢ové funkcie
riadenia I'udskych zdrojov a ich prepojeniu s aktudlnymi poznatkami vyskumu a praxe. Prispevok zaroven
zdoraziiuje vyznam analyzy potrieb pouzivatelov ako vychodiska pre tvorbu adaptivnych vzdeldvacich
rieSeni. Navrhovany pristup ma potencidl zvysit dostupnost, interaktivitu a prakticka relevanciu
vzdelavania, podporit samostatné ucenie a posilnit prepojenie medzi akademickym prostredim a praxou.
Zaroven prispieva k rozvoju digitdlnych a odbornych kompetencii potrebnych pre moderné HR pozicie.
Vysledky poukazuja na rastici vyznam technologicky podporovaného vzdeldvania pri formovani budicich
HR profesionalov.

Klacové slova: digitalne vzdeldvanie, riadenie I'udskych zdrojov, gamifikacia, e-learningové platformy, HR
vzdelavanie, interaktivne ucenie, diStan¢né vzdelavanie
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