CENTRUM
SPOLOCENSKYCH
A PSYCHOLOGICKYCH VIED

PROCEEDINGS OF THE 19TH INTERNATIONAL

CONFERENCE

WORK AND ORGANIZATIONAL PSYCHOLOGY 2020

PSYCHOLOGIA PRACE A ORGANIZACIE 2020

ZBORNIK PRISPEVKOV Z 19. MEDZINARODNE]J]
KONFERENCIE






Ivana Piterova,
Denisa Fedakova,
Jozef Vyrost (Eds.)

PROCEEDINGS OF THE 19TH INTERNATIONAL CONFERENCE
WORK AND ORGANIZATIONAL PSYCHOLOGY 2020

ZBORNIK PRISPEVKOV Z 19. MEDZINARODNEJ] KONFERENCIE
PSYCHOLOGIA PRACE A ORGANIZACIE 2020

Institute of Social Sciences, CSPS SAS
Kosice 2020






Editors:
Ivana Piterova, Denisa Fedakova, Jozef Vyrost

Authors:

Viera Bacova, Katarina Banasova, Jozef Bavol'ar, Marianna BerinSterova, Zuzana Birknerova,
Miroslava Bozoganova, Lucia Cangarova, Simona Durbisova, Lenka Duricova, Maria
Durkovska, Bernadeta Farkasova, Denisa Fedakova, Katarina Greskovicova, Zuzana Heinzova,
Andrea Hladka, Eva Hoschlovad, Miriama Huddkova, Martin Jakubek, Pavol Ka¢mar, Lada
Kaliska, Anna Kalistova, Mojmir Kalis§, Henrieta Koklesova, Vladimir Kosa, Ladislav Lovas,
Alexander Loziak, Monika Magdova, Katarina Matejova, Denisa Newman, Michal Ondrkal,
Tatiana Petho, Ivana Piterova, Eva Roskova, Martin Seitl, Milica Schraggeova, Tomas Sollar,
Filip Sulejmanov, Branislav Uhrecky, Lenka Valus, Nikoleta Vodova, Jozef Vyrost

Reviewers:

Matus Adamkovi¢, Katarina Banasova, Jozef Bavolar, Miroslava Bozoganova, Denisa
Fedakova, Eva Hoschlova, Miriama Hudakova, Pavol Ka¢mar, Michal Kentos, Ivana Piterova,
Jakub Prochazka, Martin Seitl, Ivana Sipova, Martin Vaculik, Jozef Vyrost

Author of the photo on the cover: zoom

All rights reserved. This work or any part of it cannot be reproduced, stored in information

systems or otherwise distributed without the prior consent of thy copyright owners.

The publication has not been proofread. The authors of the article are responsible for the
proofreading and the content.

© 2020 Institute of Social Sciences CSPS SAS and the authors of the contributions

ISBN: 978-80-89524-51-8 (online; pdf)

https://doi.org/10.31577/2020.978-80-89524-51-8

CC BY-NC-ND 4.0 Creative Commons Attribution-NonCommercial-NoDerivatives 4.0


https://doi.org/

Introduction

Due to the COVID-19 pandemic the 19th International Conference Work and
Organizational Psychology 2020 took place online between 20 and 21 May 2020.

Despite the unprecedented situation, over 35 participants took part in the Conference
with 11 online presentations and 19 posters. The online presentations were divided into three
sections: Psychology in Organisations; Diagnostics in Work Psychology, and the Social
Context of Work.

In this book of conference proceedings, following a now over 20-year tradition, we
present 23 selected studies, which have been presented in the form of a lecture or a poster at the
conference and later submitted as written papers and peer reviewed. We would like to thank
our colleagues from Charles University in Prague, Palacky University in Olomouc, Tomas Bata
University in Zlin, Masaryk University in Brno, Constantine the Philosopher University in
Nitra, P. J. Safarik University in Kosice and from the Centre of Social and Psychological
Sciences in Kosice for their valuable help with the organization of the conference and for their
cooperation in the review process. We wish that the readers of the proceedings will find

interesting information and inspiration for their own work tasks and practice.

This conference, organized by the team of the Centre of Social and Psychological
Sciences in KoSice, was a special one due to the global pandemic and consequently a time of
physical and social distancing. However, it is worth emphasising that the organizers succeeded
in keeping the conference continuity, and despite the online distancing the conference climate

still enabled valuable and inspiring discussions between participants.

Ivana Piterovd, Denisa Feddakova & Jozef Vyrost

editors of the conference proceedings



Uvodné slovo

Kvoli celosvetovej pandémii COVID-19 sa 19. rocnik medzinarodnej konferencie

Psycholdgia prace a organizacie 2020 konal online, v ditoch 20. — 21. maja 2020.

Navzdory okolnostiam a neobvyklej situdcii sa konferencie zicastnilo viac ako 35 l'udi,
s 11-timi online prezentdciami a 19-timi postermi. Online prezentéacie boli rozdelené do troch
sekcii: 1. Psychologia v prostredi organizacie; 2. Psychologické analyza pracovnej ¢innosti a

psychodiagnostika v psycholdgii prace; a 3. Praca a jej socialny kontext, jednotlivec v praci.

V tomto konferenénom zborniku z konferencie, ktora ma viac ako 20 ro¢nu tradiciu,
prezentujeme 23 prispevkov, ktoré boli na konferencii prezentované formou prednasky alebo
posteru a neskor boli v pisomnej podobe zaradené do recenzného procesu. Radi by sme sa
pod’akovali nasim kolegom z Karlovej univerzity v Prahe, Univerzity Palackého v Olomouci,
Univerzity TomaSe Bati v Zline, Masarykovej univerzity v Brne, Univerzity KonStantina
Filozofa v Nitre, Univerzity Pavla Jozefa Safarika v Kogiciach a z Centra spologenskych a
psychologickych vied SAV v KoSiciach, za ich pomoc s organizaciou konferencie a ich

spolupracu na recenznom procese. Zelame citatelom tohto zbornika, aby nasli zaujimavé

.....

Tohtorocna konferencia PPaO 2020, organizovana timom Centra spolofenskych a
psychologickych vied SAV, bola kvoli globalnej pandémii a z toho vyplyvajtcich fyzickych
odstupov realizovand v netradi¢nej online podobe. Napriek tomu, stoji za to zdoraznit’, Ze
organizatori uspeli v udrzani kontinuity konferencie a napriek fyzickej vzdialenosti, online
podmienky konferencie umoznili hodnotné a inSpirujiice diskusie medzi jej ucastnikmi a

ucastni¢kami.

Ivana Piterova, Denisa Feddkova & Jozef Vyrost

editori konferencného zbornika
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CONTRIBUTIONS IN ENGLISH/ PRISPEVKY V ANGLICTINE

How Retirement is seen by 40+ Employed Educated People

Ako vidia dochodok zamestnani vzdelani Pudia 40+

Viera Bacova & Lenka Valus

Institute of Experimental Psychology CSPS, Slovak Academy of Sciences

Abstract

Obijective. The research aimed to determine the extent to which a combination of personality
and structural variables explains the perception of retirement losses and gains by educated
people in pre-retirement age.

Method. One hundred and three people with graduate degrees aged 40 to 68 (average 49
years), 43% women, completed an online questionnaire with socio-demographic items and
scales to assess their perception of gains and losses resulting from retirement, willingness to
work beyond retirement age, social model of retirement, retirement conceptualizations, leisure

experience, financial retirement preparation, and commitments to one's profession.

Results. Backward stepwise regression analyses showed that among the thirteen potential
predictors of retirement perception, conceptualizations of retirement proved to be the most
important. The more participants recognized retirement as an imposed disruption, the less they
perceived gains of leaving paid employment and entering retirement, and the more they
considered retirement losses. Higher commitments to the profession predicted the
consideration of higher retirement gains. The more intense use of leisure time was associated

with the perception of lower losses associated with retirement.

Conclusions. The results highlight the importance of the way educated individuals transit to
retirement since if they conceive retirement as a forced interruption it is associated with

negative attitudes towards other aspects (including positive ones) of retirement as well.

Limitations. Absence of longitudinal data and convenience sampling, which does not allow for

a broader generalization of the results.

https://doi.org/10.31577/2020.978-80-89524-51-8.1 1
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Keywords. retirement perception; retirement gains and losses; retirement conceptualization;

pre-retirees

Abstrakt

Ciel’. Cielom vyskumu bolo zistit, do akej miery kombindcia osobnostnych a Strukturalnych
premennych vysvetluje vnimanie strat a ziskov v dochodku vzdelanymi [ludmi v

preddochodkovom veku.

Metéda. Sto tri ludi s ukoncenym vysokoskolskym vzdelanim vo veku od 40 do 68 rokov
(priemer 49 rokov), 43 % zien, vyplnilo on-line dotaznik so socidlno-demografickymi vudajmi
a Skalami na zistenie vnimania ziskov a strat vyplyvajucich z dochodku, ochoty pracovat aj po
vzniku ndaroku na dochodok, socidalny model dochodku, konceptualizacie déchodku, trdavenie

volného casu, financnej pripravy na dochodok a profesijnej angazovanosti.

Zistenia. Viackrokové spdtné regresné analyzy naznacili, ze spomedzi 13 potencialnych
prediktorov vaimania déchodku sa ako najdélezitejsie ukdzali konceptualizacie déchodku. Cim
viac ucastnici hodnotili odchod do dochodku ako vynutené prerusenie, tym menej vnimali zisky
z odchodu z plateného zamestnania a nastupu do dochodku, a tym viac uvazovali o stratach z
dochodku. Vyssie zavizky k profesii predikovali silnejsie vnimanie ziskov z dochodku.
Intenzivnejsie vyuzivanie volného casu bolo spojené s vnimanim nizsich strat spojenych s

dochodkom.

Zaver. Vysledky zdoraznuju dolezitost sposobu prechodu vzdelanych jednotlivcov do dochodku,
pretoze ak chapu dochodok ako nutené prerusenie, je to spojené s negativnymi postojmi aj k

inym aspektom dochodku (vratane pozitivnych).

Limity. Absencia longitudindlnych udajov a nereprezentativna vzorka, ktoré neumoznuje Sirsie

zov§eobecnenie vysledkov.

Kracové slova. vaimanie dochodku, zisky a straty v dochodku, konceptualizacia déchodku;

pred-déchodcovia



Introduction

Retirement is a major life-course transition from which some people expect more benefits
than others. Given that the positive expectation positively affects retirement adjustment and
well-being, it is important to investigate the heterogeneity in retirement perception and its
antecedents in people as early as in pre-retirement age. Their current conceptions about their
future retirement co-determine the retirement planning and preparation, the decision on earlier

retirement, the course of the transition to retirement they choose, and retirement satisfaction.

Itis reasonable to assume that employed people will develop broad-based overall attitudes
toward retirement, based on the balance between the gains and losses associated with leaving
work and being retired (Newman et al., 2012). Educated people, who are more engaged in their
profession expect more disruption to their lifestyle-induced by retirement transition (Post et al.,
2013), and consequently, the losses connected with retirement prevail over gains in their
perception of retirement. More educated people, who are expected to have a higher work
commitment, also tend to remain employed even after reaching pension entitlement, although
there are other associated influential factors, especially socio-economic status and flexible

careers (Davies et al., 2017).

The balance of perceived gains and losses in retirement will vary between individuals,
with some employed people expecting greater retirement gains or losses than others (Pinquart
& Schindler, 2007). Many people will likely hold both favorable and unfavorable attitudes

towards retirement simultaneously (Newman et al., 2012).

In the presented research, we examined how personality variables (the conceptualization
of retirement, social model of retirement, use of leisure time, personal engagement in financial
retirement planning, and commitments to the current profession), structural variables (age,
gender, occupation, the standard of living) and their combinations explain the perception of
losses and gains resulting from retirement in pre-retired educated people. The variables we
selected were based on the findings of previous studies (Apouey, 2020; Eismann et al., 2019;
Rafalski et al., 2017; Taylor et al., 2008; Wang & Shi, 2014).

Based on these studies, we hypothesized that retirement gains expectations would be
positively related to a positive social retirement model, lower occupational commitments,
positive leisure experience, engagement in financial retirement planning, and with the following
two retirement conceptualizations: New beginning and Continuity. On the other hand, the

expectation of retirement losses would be related to a negative social retirement model, higher



occupational commitments, missing leisure experience, less engagement in financial retirement
planning, and with the following two retirement conceptualizations: Transition to old age and

rest, and Imposed disruption.
Method
Participants and procedure

Participants were employed, university-educated people (N = 103) aged 40 to 68 years,
average 49 years (SD = 7.1), 43% women. Approximately half of the participants (51.5%)
described their standard of living as above average, the others as average. Most of the
participants were in some technical professions (especially the IT sector; 57% of participants),

while non-technical professions were dominated by the education sector.

We recruited the participants through personal email and on social networks (Facebook,
LinkedIn). After informed consent, they filled in online questionnaires with socio-demographic
items and scales to measure personality variables. The participants responded to each item with
a degree of agreement on a Likert scale of 1 to 7. Items were presented to each participant
randomly. The reported reliability values of the scales refer to the current sample.

Measures

To examine the perception of retirement, we used the widely-used scale developed by
Anson et al. (1989). The first dimension of the scale was the assessment of losses associated
with retirement (11 items, o = 0.86), the second assessment of gains in entering retirement (5
items, a = 0.69), and the third assessment of gains in leaving work (4 items, a = 0.72). Examples
of items: Retirement means being lonely. - Retirement strengthens relations between relatives.

- It is worthwhile retiring because it means the end of all that is irksome about work.

The willingness of participants to remain in their job beyond standard retirement age
was measured with five items (a = 0.90). Example of items: | definitely want to stop working

as soon as | reach the age of pension entitlement.

The retirement conceptualization was assessed using the Retirement Expectation
Inventory by Gee and Baillie (1999). The first subscale is the conceptualization of retirement
as Transition to rest (3 items, a = 0.72), the second subscale represents retirement as New
beginning (3 items, a = 0.74), the third as Continuity (4 items, o = 0.60), and fourth as Imposed

disruption (4 items, o.= 0.76). Examples of items: Retirement will be a time to rest. - Retirement



will be a time to do what | want. - I don 't think retirement will be a major change. - Retirement

will be a period of frustration.

The social model of retirement contained questions on retirement adjustment, activity,
and financial planning, and retirement changes for a person close to the participant which was
identified by the participant him/herself (7 items, .= 0.76). Example of items: Has it changed

how a person close to you gets along with other people after s/he has retired?

We assessed the participants' current use of leisure time by the agreement with the item
When I'm not working, my interests, such as hobbies, clubs, culture, sports or other projects,

take up all my free time.

The Personal retirement engagement scale was part of the inventory named Beliefs
Concerning Financial Planning for Retirement in the Bac¢ova and Kostovi¢ova research study
(2018) and contained 8 items (o = 0.87). Example of items: Financial planning for retirement

IS necessary since entering the first employment.

The occupational commitment represents the psychological link between a person and
his/her occupation (Blau, 2003; Lee, Carswell, & Allen, 2000). We measured two components
of this construct: the affective commitment as a person’s emotional attachment to their
occupation (4 items, o = 0.76), and normative commitment as a person’s sense of obligation t0o
remain in their occupation (6 items, a = 0.89). Example of items: My current occupation is
important to my self-image. - | would feel guilty if I left my occupation.

Results

First, we tested the assumptions of regression analyses, namely the inter-correlations of
independent variables, heteroskedasticity, multicollinearity, outliers, and influential cases, as
well as autocorrelation in the residuals. We excluded twelve participants from the subsequent

analyses due to the non-fulfillment of the conditions.

The correlation matrix of all variables is provided in Table 1. We used the backward
stepwise regression method, which is based on the sequential exclusion of variables that do not

significantly contribute to the explanation of the variance of the dependent variable.



Table 1. Correlation matrix of all variables (N = 91)

1 LossesR

2 GainsR -357

3 GainsW -13 417

4  Age -14 11 .19

5 Gender -12 12 25" -13

6 Occupation .16  -09 -28" .02  -49”

7 Liv.standard -11 .05 .04 -10 -05 .03

8 AffectiveC -07 30" .16 12 .07 .04 21

9 NormativeC 23" 16 .17 09 -02 .19 -10 48"

10 Transition -16 228 42”7 15 11 -25° 12 -02 -08

11 Beginning 457 43 34”07 23" -20 19 .08 -12 457

12 Continuity = -24" 20 05 02 20 -13 -07 -01 .10 -16 .17

13 Disruption 75" -35" -20 -06 -05 .07 -29" -20 .08 -09 -38" -04

14 Social model -41~ 18 .04 277 09 .02 15 10 -17 .08 25 20 -32"
15 Leisure -21 -06 .13 .05 -03 .10 .18 .03 -06 .12 .10 -10 -15 .18

16 Fin. planning -40" 22" 01 17 -11 04 12 10 -13 23" 21" 21" -377 38" -.08

Note. **p < .01, *p < .05; independent variables are in bold, socio-demographic variables in gray, and the rest are
personality variables

In our case, the dependent variables were perception of losses associated with retirement
(Losses R), perception of gains in entering retirement (Gains R), and perception of gains in
leaving work (Gains W). The socio-demographic variables (age, gender, occupation, living
standard) and personality variables (affective and normative commitment to the current
occupation, the conceptualizations of retirement as Transition to old age and rest, New
beginning, Continuity, and Imposed disruption, social model of retirement, current leisure

experience, personal engagement in financial retirement planning) entered the data analyses.

The perception of retirement losses was strongly linked to the conceptualization of
retirement: a higher perception of losses was associated with the conceptualization of retirement
as an Imposed disruption and a lower perception of losses was linked to the conceptualization
of Continuity. The normative occupational commitment predicted a higher perception of
retirement losses. The more the participants reported using their free time, the less they
perceived the losses associated with retirement. The living standard as the predictor of



anticipated losses in retirement was marginally significant: the higher the current living
standard, the higher the perception of losses. The model with five predictors (Table 2) explained

62.8% of the variance in the perception of retirement losses, F(5, 85) = 10.308; p <.001.

Table 2. Results of regression analysis for the perception of retirement losses

Losses in retirement B t p
Constant 3.905 <.001
Living standard 0.134 1.882 .063
Leisure experience -0.144 -2.119 .037
Continuity -0.208 -3.107 .003
Imposed disruption 0.720 10.244 <.001
Normative commitment 0.192 2.868 .005

The perception of gains in entering retirement was positively predicted by the
conceptualization of retirement as New beginning and the Affective occupational commitment.
The conceptualization of retirement as an Imposed disruption negatively predicted the
perception of gains resulting from being a retiree. The three-predictor model (Table 3)
explained 34.4% of the variance in perception of gains in entering retirement, F(3, 87) = 15.188;
p <.001.

Table 3. Results of regression analysis for the perception of gains in entering retirement

Gains in entering retirement f t p
Constant 3,803 <.001
New beginning 0.379 3.971 <.001
Imposed disruption -0.194 -1.995 .049
Affective commitment 0.272 3.079 .003

The perception of gains in leaving work was positively predicted by the retirement
conceptualization as Transition to rest as well as the Normative occupational commitment.
Negative predictors were retirement conceptualization as an Imposed disruption and the
technical profession of the participant. The four-predictor model (Table 4) explained 30.4% of

the variance in the perception of gains in leaving work, F(4, 86) = 9.413; p < .001.



Table 4. Results of regression analysis for the perception of gains in leaving work

Gains in leaving work t p
Constant 6.594 <.001
Technical occupation -0.198 -2.092 .039
Transition to rest 0.367 3.891 <.001
Imposed disruption -0.200 -2.194 .031
Normative commitment 0.231 2.529 .013
Discussion

The idea of retirement is accepted progressively after reaching a career peak. People form
anticipatory attitudes to retirement transition and retirement long before the retirement itself
occurs (Ekerdt & DeViney, 1993). Previous studies have suggested that positive retirement
attitudes predict retirement transition and retirement adjustment in the following way: people
who expect to gain from retirement are more likely to retire earlier and adjust to retirement

easier than those who expect to be bored or ripped from their life (Bidewell et al., 2006).

In line with these assumptions, our study shows that among the thirteen potential
predictors of retirement perception in educated people over the age of 40, conceptualizations of
retirement proved to be the most important. None of the structural variables turned out to be
significant. The perception of retirement as an Imposed disruption proved to be the strongest
predictor both of expected retirement gains and losses. The stronger the participants perceived
retirement as Imposed disruption, the less they perceived the gains in starting retirement and in

leaving paid work, and the more they perceived retirement as a loss.

These findings point to the importance of the way to retirement transition in educated
people. According to Hornstein and Wapner (1985), individuals who perceive retirement as an
Imposed disruption consider it to be an involuntary decision forced upon them by their
employer or by other factors over which they have no control, e.g. health problems or care for

others.

The second important predictor turned out to be occupational commitments. As the end
of employment is a defining feature of retirement, individuals’ beliefs and feelings about
leaving their job and entering retirement are likely to influence their retirement activities. The

rationale for the assumed relationship between work commitments and retirement perception is


about:blank
about:blank

that individuals, who experience intrinsic and/or extrinsic benefits from their work will enjoy
it and consider it a highly valued positive psychological resource. Consequently, they should
be more resistant to relinquish their job, especially in an involuntary way. Empirical evidence,

however, has not yielded consistent support for these relationships.

In our study, the higher the affective commitment to their occupation participants
reported, the higher their perceived gains in entering retirement. Also, the higher the normative
commitment to the occupation, the higher the perceived gains in leaving work. This is, in a
certain sense, a paradoxical finding, which requires a closer examination of the relationship
between affective and normative occupational commitments and occupational termination due
to retirement. The relationships between these variables appear to be more complex, therefore,

our hypothesis has not been supported at this point.

Consistently with previous results (Earl et al., 2015), the perception of retirement is also
affected by an individual's ability to use their free time. The more intense the use of leisure time
reported by the participants, the lower the losses associated with the retirement period. Thus,
leisure activities can compensate for job loss and help manage the retirement period to some

extent.

The study has several limitations. Most importantly, it is generally recommended that
retirement research should be using a longitudinal design. This was not the case in our study.
At the same time, our results refer to employed people with a university degree and, therefore,
cannot be generalized to employees with another educational level. Besides, participants were
not selected randomly, which does not allow for a wider generalization of the results either. The
regression analysis we decided to use in our research has its shortcomings too, and comparisons
with other studies might be difficult if the authors performed other statistical procedures.

Finally, the list of potential predictors of retirement-related perceptions is far from exhaustive.

Taken together, the most important result of our study suggests that the anticipated mode
of transition to retirement significantly affects the perception of retirement - if retirement is
perceived as an Imposed disruption, this perception is associated with strong anticipation of
retirement losses and neglect of retirement gains. Our findings may help identify middle-aged
and older workers, who might face a rather difficult retirement transition due to being worried

about retirement interrupting their lifestyle.
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Abstract

Obijective. The research study compares views on the social and labour integration of migrants
from the V4. The concept of social integration is perceived through the optics of belonging to
a given country and accepting values and standards within that country. Labour migration is
related to the ability to find and find work in a country's labour market. The research study is

exploratory in nature.

Method. The research sample consisted of 1080 respondents from the SR - 43.1% of men; The
CR - 1027 respondents (40.5% men), HU - 1038 respondents (42.3% men) and PL - 1037
respondents (39.7% men). Research data were obtained by a probabilistic, multi-stage sample
method in Eurobarometer 88.2 (2017). The social integration consisted of four items, as well

as labour integration.

Results. The research data were statistically processed in the IBM SPSS 21 using a one-way
ANOVA. The ability to speak a country's language and the migrant's sense of belonging to the
country appear to be the most important factors for the successful social integration of migrants
in the V4 countries. In the framework of labour migration, countries agree that the obstacles to
successful migration are difficulties in finding a job. Respondents of the Slovak Republic and

the Czech Republic consider education and the ability to find a job the most important.

Conclusions. The paper provides information on the opinions of V4 respondents on the social

and labour integration of migrants.

https://doi.org/10.31577/2020.978-80-89524-51-8.2 13



Limitations. The limit of the study is the cross-sectional character of the data.

Keywords. social integration; labour integration; migrants; Visegrad Four

Abstrakt

Ciel. Vyskumna sStudia sa zaobera porovnanim ndzorov na socidalnu a pracovnu integrdciu
migrantov z krajin Vysehradskej stvorky. Pojem socidlna integrdcia migrantov je vnimany cez
optiku spolupatricnosti k danej krajine a prijatia hodnot a noriem v ramci danej krajiny.
Pracovna migrdcia suvisi so schopnostou ndjst’ a uplatnit’ sa na trhu prdace v danej krajine.

Vyskumna studia ma explorativny charakter.

Metéda. Vyskumny subor tvorilo 1080 respondentov zo Slovenskej republiky — 43.1% muzov,
Ceskej republiky — 1027 respondentov (40.5% muzov), Mad'arska — 1038 respondentov (42.3%
muzov) a Polska — 1037 respondentov (39.7% muzov). Vyskumné data boli ziskané
probabilistickym, viacstupiiovym vyberom v ramci Eurobarometer 88.2 (2017). Socidlna

integrdcia migrantov bola tvorena Styrmi polozkami a rovnako aj pracovna integrdcia.

Zistenia. Ziskané vyskumné udaje boli Statisticky spracované v programe IBM SPSS 21
pouzitim jednovchodovej analyzy rozptylu. Schopnost’ hovorit jazykom danej krajiny a pocit
migranta, ze do danej krajiny patri, sa javia ako najdolezitejsie faktory pre uspesnu socialnu
integraciu migrantov v krajindach V4. V ramci pracovnej migracie sa krajiny V4 zhoduju, Ze
prekazkou pre tispesnii migrdciu sii problémy pri hladani zamestnania. Respondenti SR a CR
pokladaju pri integracii v ramci krajin V4 za najdolezitejsie vzdelanie a schopnosti hladat’ si

pracu.

Zaver. Prispevok prindasa informdcie o ndzoroch respondentov krajin V4 na socialnu a

pracovnu integrdciu migrantov.
Limity. Limitom Studie je prierezovy charakter dat.

Kracové slova. socidlna integrdcia, pracovna integracia; migranti; Vysehradska stvorka

Theoretical starting points

The concept of social integration of migrants is perceived from the perspective of

belonging to the particular country and accepting the values and norms of that country. Labour
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migration is related to the ability to find a job and succeed in the labour market of a given
country. For society, the integration of migrants is important because it may result in economic

and cultural benefits and bring social stability (Chen & Wang, 2015).

Yang (2012) states that the successful integration means that migrants find stable jobs in
the host country, obtain a decent income and the related basic social security to achieve
adequate work integration. Research studies conducted in the field of labour and economic
integration pay special attention to the migrants' income (Borjas, 1987). Factors such as
unemployment, employment status or wealth in relation to the economic integration of migrants
have received little attention (Kerr & Kerr, 2011). Due to this fact, it is necessary to examine
the issue of labour integration in the context of assessing the opinion of individuals on migrants
and their labour integration. The research study deals with the comparison of opinion on the
social and labour integration of migrants in the context of V4 countries. The need to examine
the differences in the integration of migrants in V4 countries is based on a comparison of the
opinions of respondents in countries that have richer experience with migrants than Slovakia

and are based on the same cultural, intellectual values and religious traditions.

Slovakia (SK) is a culturally homogeneous country, which was not affected by the
dramatic increase of migration during the twentieth century (Bozoganova, 2020). Silasi
a Simina (2008) stated the more advanced countries Czech Republic (CZ) and Hungary (HU)
show in most of the years rather positive net international migration resulting in growth of
number foreigners within their population. Although SK shows positive net migration, the
migration crisis is not directly linked to the CZ; however, this issue has been an area that has
shaped political debate and public opinion (Bozoganova, 2020). CZ has supported the SK
proposal of flexible solidarity; nonetheless, in practice it gives preference to financial or
technical support in regions migrants are arriving from and engagement in special EU agencies
(Bauerova, 2018). Unlike SK, CZ is a country that has been dealing with the issue of integration
of migrants for a longer period, specifically since 1999 (Sekulova & Gyarfasova, 2009). It is
possible to assume that CZ will differ in terms of social and labour integration of migrants from
SK. Compared to HU, SK does not have so many negative experiences with migrants
(Bozoganova, 2020), and given this fact, it is possible to predict that the opinions of the citizens

of V4 countries will also differ in the level of social and labour integration.

HU is an ethnically homogeneous country, last years was a wave of demonstrations for

strengthening the rights of asylum seekers took place (the main reservation included e.g.
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guaranteeing the right to medical care, the right to learn Hungarian, and the need to create rules

for the integration of migrants into Hungarian society) (Bauerova, 2018).

The lack of Polish tradition as a host country, systemic transformation, and generally low
living standards of Poles just several years ago, affect today’s problems with establishing a
specific and long-term migration and integration policy in Poland. Analysis of integration of
foreigners in Poland should emphasize that legal provisions creating elements of integration
policy refer almost exclusively to the beneficiaries of international protection. As a result of the
change on the Polish political scene, after which the anti-immigrant party ‘Law and Justice’
came to power, this strategy was officially cancelled. A few months later, the new government
announced that it is working on a new migration strategy. However, the latest reports say that
the government may return to the cancelled strategy, with some modifications (Domalewska &
Zakowska, 2019).

Slovak population has relatively little personal experience and knowledge of migrants. It
typically creates its opinions based on media reports (Vasecka, 2009). The integration of
migrants in the social and labour contest is associated with opinions of citizens of the host
country, who significantly contribute to successful or unsuccessful adaptation of migrants in
a given country. As stated in Sekulova and Gyarfasova (2009), qualitative indicators of migrant
integration provide opinions gathered from individuals, which relate to beliefs, evaluations and
are an important part of the integration process. The main benefit of the research study is the
knowledge of the state of opinion on the social and labour integration of migrants, while the
population decides whether the migrant successfully integrates in the host country. The research
study is exploratory in nature. The perspective of successful integration of migrants is the main

reason for describing and comparing the opinions of the V4 countries.
Objective

The main goal of the paper is to describe and compare opinions on the social and labour

integration of migrants of respondents of the VV4 countries.

Methods
Research sample

The research sample consisted of 1080 respondents (Eurobarometer 88.2, 2017) from the
Slovak Republic — 43.1% men, aged 15-93 (M=49.45, SD=16.83); Czech Republic — 1027
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respondents (40.5% men), aged 15-91 (M=47.08; SD=16.41); Hungary — 1038 respondents
(42.3% men), aged 15-99 (M=51.69; SD=16.73); and Poland — 1037 respondents (39.7% men),
aged 15-99 (M=48.94; SD=17.89). For these purposes we used data from the then newly
introduced “Integration of immigrants in the European Union” module of Eurobarometer 88.2
(2017). Data collection took place in October 2017 in the form of a face-to-face interview as
part of the Eurobarometer 88.2 survey (2017), in the form of a multi-level probabilistic

selection. The full text of the module and data are freely available on the site of the survey.
Measures

Both social and labour integration of migrants were examined from four aspects
(Eurobarometer 88.2, 2017). Below, the authors present the findings using the Slovak version

of the questionnaire.

Social integration: People have different views about what it means to be well-integrated
into the Slovak society. How important is each of the following for the successful integration of
immigrants in Slovakia? (1 = very important, 4 = not at all important) — Sharing Slovak cultural
traditions; Feeling like a member of Slovak society; Being able to speak Slovak; Being

committed to the way of life in Slovakia by accepting the values and norms of society.

Labour integration: as it was stated above: Having sufficient qualification and skills to
find a job (1 - very important, 4 - not at all important); Please tell me for each of the following
issues if they could be a major obstacle, a minor obstacle or not a obstacle at all for the
successful integration of immigrants in Slovakia?; Difficulties in finding a job (1 - a major
obstacle; 3 - no obstacle at all); To what extent do you agree or disagree that each of the
following measures would support integration of immigrants?; Introducing or improving
integration programs for immigrants upon arrival (orientation courses, providing basic
information on the way of life, values and norms of the society or various forms of training);
Providing measures for job finding (training, job matching, guidance, recognition of

qualifications etc.) (1 - totally agree, 4 - totally disagree).

Results
Social integration
To compare the V4 countries in terms of views on the social integration of migrants, we

used a one-way analysis of variance. The results are shown in Table 1.
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Table 1. Social integration

o _ Standard
Social integration Country Mean o F p Eta
deviation

Cz 2.00 0.84

Sharing <country> cultural HU 2.16 0.92
5.984 p<0.01 0.005

traditions PL 2.02 0.79

SK 2.17 0.86

Cz 1.86 0.75

Feeling like a member of <country> HU 1.92 0.89
4.547 p<0.01 0.004

society; PL 1.81 0.67

SK 1.79 0.74

Cz 1.40 0.64

Being able to speak <country HU L>7 017 28.153 p<0.01 0.023
. p<0. :

language> PL 1.66 0.66

SK 1.25 0.64

Cz 1.65 0.75
Being committed to the way of life HU 161 0.78
in <Country> by accepting the 19.122 p<0.01 0.016
values and norms of society PL 1.81 0.68

SK 1.60 0.74

Note. df = 3

The results showed certain differences between the countries (p < 0.01) having a small
effect (eta < 0.023). The following are the results based on the Tukey post-hoc test (for
numerical values, see Table 1). For the interpretation of the results, it is necessary to look at the
negligible size of the differences between countries. Within the views on the importance of
common cultural traditions, Hungary (HU) differs significantly (albeit marginally) from the

Czech Republic (CZ) and Poland (PL). HU respondents consider common cultural traditions to
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be less important in the integration of migrants than CZ and PL respondents. PL respondents
consider feeling like a member of their society to be more important than HU respondents. In
the examined countries, being able to speak the language of the country proved to be the most
important in Slovakia. The views of the Slovak respondents differed significantly from those
of PL and CZ respondents. PL respondents described it as less important than those of the other
V4 countries. Finally, accepting the values and norms of society proved to be less important in
PL than in CZ and HU.

Labour integration

To compare the V4 countries in terms of views on the Labour integration of migrants, we

used a one-way analysis of variance. The results are shown in Table 2.

Table 2. Labour integration

_ . Standard
Labour integration Country Mean o F p Eta
deviation
Cz 1.53 0.74
Sufficient qualification HU 1.76 0.83
. : . 25.257 p<0.01 0.022
and skills to find a job PL 1.81 0.69
SK 1.56 0.71
Cz 1.58 0.69
Obstacles to
integration - HU 1.65 0.70
e tee e 4,964 p<0.01 0.004
Difficulties in findinga  p|_ 1.54 0.66
job
SK 1.65 0.70
Cz 1.77 0.84
Integration support -
Introducing or HU 1.92 0.91
. .. . 5512 p<0.01 0.005
improving integration PL 1.90 073
programmes
SK 1.73 0.76
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Cz 1.89 0.87

Integration support - HU 203 0.89
Providing measures for 4979 p<0.01 0.004
job finding PL 1.97 0.76
SK 1.73 0.68
Note. df =3

The results showed certain differences between the countries (p < 0.01) having a small
effect (eta < 0.022). The following are the results based on the Tukey post-hoc test (for
numerical values, see Table 2). CZ respondents consider sufficient qualification and skills to
find a job to be more important than HU and PL respondents. Difficulties in finding a job are
considered to be a bigger obstacle to the integration of migrants in PL than in HU. In CZ,
respondents agree more with the statement that introducing or improving integration programs
will support integration than in HU and in PL. Similarly, in CZ, rather than in HU, respondents

agree to provide measures for job finding for the purposes of integration.

Discussion and conclusion

The objective of this paper was to describe and compare opinions on social and labour
integration of migrants from the Visegrad Four countries. Comparison V4 countries is the main
subject of the research into several studies at the level of migration policy and migration crisis
issues (Bauerova, 2018; Fawn, 2018; Ni¢, 2016). The area of opinions of migrants in the
conditions of the V4 countries is researched by Bozoganova (2020) and Bozoganova, et al.
(2020). The need to compare V4 countries is important given the differences in attitudes
towards migrants due to migration before (2012) and after (2018) the migration crisis.
Furthermore, it can be stated that migration is a dynamic process and therefore attitudes in
individual countries are changing (UN, 2019).

HU and SK significantly differ from CZ and PL in the opinion on the importance of
common cultural traditions. HU and SK respondents consider common cultural traditions to be
less important in the integration of migrants than CZ and PL respondents do. PL respondents
consider feeling like a member of their society to be more important than HU respondents.
Finally, accepting the values and norms of society proved to be less important in PL than in CZ

and HU. The statistical significance of the results is related to the size of the research sample.
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The comparison of respondents” opinions on sharing cultural traditions and feeling like a
member society was statistically significant, but the differences between V4 countries are
negligible in terms of average values and it can be considered that countries do not differ in
common cultural traditions and member of the society as the part of social integration of
migrants. The alliance of V4 countries was formed on the basis of the same cultural, intellectual
values and religious traditions that are related to interpretation of research results. Another
potential explanation for the findings may be the fatigue from the topic of respondents in V4
countries with regard to the long-discussed topic. It should be noted that the Slovak and Czech
respondents reported slightly lower average values in the answers to all questions compared to
the Polish and Hungarian respondents. This phenomenon can be explained by different attitudes
towards migrants in the V4 countries, where Polish respondents appear to be "the most

receptive" in the perception of migrants (see Bozoganova et al. 2020).

Being able to speak the language of the country proved to be the most important in SK
and least important in PL. The statistically significant results can be explained by Vasecka's
postulate (2009) about ethnic group of Slovaks who are subject to a number of self- stereotypes
and self-deceptions when evaluating themselves and SK, which reduce the integration potential

in the form of national myths (e.g., “Speak Slovak when in Slovakia™).

CZ respondents consider sufficient qualification and skills to find a job to be more
important than HU and PL respondents. Difficulties in finding a job are considered to be a
bigger obstacle to the integration of migrants in PL than in HU. In CZ, respondents agree more
with the statement that introducing or improving integration programs will support integration
than in HU and in PL. The statistical significance of the results is related to the size of the
research sample. The comparison of respondents” opinions was statistically significant, but the
differences between V4 countries are negligible with respect to the average values. Small
statistically significant differences can also be explained by the effect of situational factors at
the time of data collection (negative image of migrants, which was presented at the time of

migration crisis in media).

The opinions of SK respondents in the area of ability to speak country language and
Labour integration support were statistically significantly more negative in comparison with
other V4 countries, which can be considered potentially the most important finding, which is in
line with Vasecka’s research (2009). SK respondents tend to restrict measures on the Labour
market. In this context, it is possible to consider a long- term predominantly negative opinion

on the topic of integration, which may also be related to contact theory (Bozoganova et al.,
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2020; Himmelroos & Leino, 2016). This means that SK respondents do not dispose with much
personal experience with migrants, because SK is not an attractive country for migrants, which
is in line with Bauerova’'s statement (2018) that SK was not a target or transit country during

the migration crisis.

The long- discussed topic of migration and integration has its justification and the need
for further research. The focus of future research is related to the opinions of respondents of
SK, while it is important to focus on examining causes and consequences of social and Labour
integration of migrants from the perspective of Slovak inhabitants. Previous studies (Facchiny
& Mayda, 2009; Kessler, 2001; Scheve & Slaugher, 2001) have shown that economic factors
systematically influence the preferences of the host country's population considering the

migrants' success in the labour market.

The present study has several limitations. This is an exploratory study where the validity
of the results needs to be verified in further research. The assumption is that these opinions of
V4 respondents are not always the same in time and change in connection with the changing
situation (political, social and other). The differences between the respondents' opinions in the
V4 countries are negligible (small strength of the effects). Eurobarometer 88.2 (2017) provided
the opportunity to examine such constructs on quality data from different countries. It should
be noted that these data provide information about the respondents' opinions and we perceive

them as a topic for further and more targeted study using other tools.

Raising the awareness of migrants among the population of the V4 host country is a
frequent topic and a subject of psychological, cultural and political issues. We see this
contribution as a stimulus for further in-depth research into the psychological, cultural and
social factors influencing opinions on social and labor integrations of migrants in neighboring
countries. It is important, especially for planning and promoting a pan-European migration and
integration policy, to know citizens' opinions on migration and the integration of migrants. It
also makes sense to focus on the V4 region, where there are not many migrants, but there is the
strongest resistance to a common European policy. The contribution could also be a stimulus to

consider adjusting the communication of the EU's common policy in the V4 countries.
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Abstract

As a complex phenomenon, Slovak ethnic education in Hungary has not been sufficiently
researched yet. This also applies to the profession and status of teachers in the ethnic Slovak
education system.

Objective. The aim of this paper is to examine the perception of teachers' profession and status
from the viewpoint of Slovak teachers working at ethnic schools in Hungary, depending on the
teachers' gender and the type of school (i.e. monolingual, bilingual and schools teaching Slovak

as a subject).

Method. The survey was carried out in 2019 in form of a questionnaire, using a sample of 139
teachers of ethnic schools. The selection criteria were employment (acting as a teacher teaching
Slovak or in Slovak) and the availability of the respondent — regardless of age, location or
gender. The surveyed items were the social significance of the profession, financial recognition,
legislative support of the profession, time requirements of the profession, satisfaction with the

job.

Results. Based on the results of the Mann-Whitney U test, there were some differences between
men and women in the perception of financial recognition and legislative support of the
profession. The results of the Kruskal-Wallis test showed differences between the respective

school types, as far as the perception of time requirements of the profession is concerned.

Conclusions. We may state that teachers perceive their position and their job content
positively; however, they perceive financial recognition and legislative support as neutral,

rather than positive.
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Limitations. A limitation of the analyses was the uneven distribution of the survey participants
among the schools, as well as the gender structure of the surveyed teachers, which, however,

corresponded to reality.

Keywords. teachers' profession; Slovak ethnic education system; Hungary; job satisfaction

Abstrakt

Slovenské narodnostné Skolstvo v Madarsku ako komplexny jav nie je dostatocne prebadané.

To sa tyka i profesie a statusu ucitela v slovenskom narodnostnom skolstve.

Ciel’. Skumat vnimanie povolania a statusu pedagoga slovenskymi ucitelmi na narodnostnych
Skolach v Madarsku v zavislosti na rode a type skoly (jednojazycna, dvojjazycna, prip. Skola,

kde sa slovencina vyucuje ako predmet).

Metoda. \'yskum bol realizovany na zaklade dotaznikového prieskumu z roku 2019 na vzorke
139 ucitelov narodnostnych skol. Kritériom vyberu bolo zamestnanie (pésobenie ako pedagoga
vyucujuceho slovensky jazyk alebo v slovenskom jazyku) a dostupnost respondenta bez ohladu
na vek, lokalitu, rod. Skumanymi polozkami boli spolocenska vyznamnost povolania, financné
ohodnotenie, legislativna podpora povolania pedagoga, casova ndrocnost povolania

pedagoga, spokojnost’s pracou pedagoga.

Zistenia. Na zdklade vysledkov Mann-Whitney U testu sa preukdzali rozdiely medzi muzmi a
Zenami v ramci vaimania financného ohodnotenia a legislativnej podpory povolania pedagoga.
Na zdklade vysledkov Kruskal-Wallis Testu sa preukdzali rozdiely medzi jednotlivymi typmi

§kol v ramci casového vnimania narocnosti povolania pedagoga.

Zaver. Mozeme konstatovat, Ze pedagogovia vnimaju svoje postavenie i obsah svojej prace
pozitivne, inak je to s financnym ohodnotenim a legislativnou podporou, ktoré vnimaju skor

neutrdlne ako pozitivne.

Limity. Obmedzenim analyz bola nerovnomernd distribucia ucastnikov vyskumu medzi
Jednotlivymi Skolami ako aj rodova Struktura ucitelov, ktora vsak zodpovedala ich redlnemu

zastupeniu.

Kraéové slova. povolanie pedagoga; slovenské narodnostné skolstvo, Mad'arsko, spokojnost’

s pracou
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Slovak education system in Hungary — situation, problems, numbers

As a complex phenomenon, Slovak ethnic education in Hungary has not been sufficiently
researched yet; most research activities have been only partial (Vamos et al., 2004; Téth, 2008;
Tuskova, 2016). The results showed its decisive role in the life of Slovaks in Hungary, and also
its critical, endangered current state. TuSkova (2016) claims that the biggest problem in the
ethnic Slovak education system is the lack of continuity in the institution chain and there is no
coherent, permanent connection between the institutions. Although the number of children in
kindergartens and the number of primary school pupils is steadily increasing, the number of
grammar school students is extremely low. The most crucial point of current Slovak ethnic
education in Hungary — higher education — is closely related to this problem. In Hungary,
Studies of Slovak language, literature and culture and/or ethnic Slovak pedagogy are currently
available at four universities (in Budapest, Szeged, Szarvas and Esztergom). The
aforementioned are three faculties of pedagogy and one faculty of philosophy. Colleges and
universities don't have enough domestic students, most of their students are ethnic Hungarians
from Slovakia. The results of Tuskova (2016) show that every year, only a handful of students,
coming from the two Slovak secondary grammar schools, are willing to study Slovak or ethnic
pedagogy to be able to teach at nursery schools, primary and secondary schools. Students
studying at the few secondary grammar schools teaching Slovak as a separate subject, want to
study Slovak only exceptionally. As far as the future of the Slovak ethnic school system is
concerned, this is an adverse trend, since the absence of teachers of Slovak, who could
guarantee the quality of Slovak language education, threatens the operation of the
aforementioned Slovak schools. We assume that similarly to the situation in Slovakia, the
attractiveness of the teaching profession is on the decline also in Hungary. Moreover, according
to Uhrinova (2016), applicants have a very broad range of language skills and overall

knowledge, which is a significant trouble for university teachers.

There were 34 Slovak schools in Hungary in the 2018/2019 school year: one monolingual,
4 bilingual and 29 schools teaching Slovak as a subject. In the monolingual school (in
Budapest), the language of teaching is the ethnic (i.e. Slovak) language. In bilingual schools,
(Békéscsaba, Satoraljatjhely, Szarvas and Totkomlos), 50% of lessons are held in Slovak. At
schools teaching the ethnic language as a separate subject, students are educated in Hungarian;
however, the class schedule also contains Slovak language and literature, along with "Slovak

studies”, amounting to 5 + 1 lessons per week.
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In the school year 2018/2019, 3494 pupils studied in these schools. The number of
teachers teaching Slovak or in Slovak was 147 (Durkovska & Tuskova, 2019).

Teachers' profession and status

A key part of teachers' profession is the level of its prestige and the perception of their
status by the teachers themselves (Ingersoll & Collins, 2018). Status refers to teachers' social
status or the respect teachers get considering the recognition of the significance of the teachers'
function and their capability to perform it (Samuhelova & Tokarova 1996). According to Pavlov
(2014), status, i.e. prestige (respect, significance) is a feature of individuals (teachers at school,

a certain category of teachers) or the profession as a whole.

The results of the "Global teacher status index 2018" international survey indicate that in
Hungary, the status of teachers in society is relatively low (24.4), as Hungary ranked almost
last of the 35 surveyed countries (Dolton et al., 2018).

The survey conducted as part of the TALIS study (OECD, 2019a) was aimed at how
teachers perceive the social recognition of their profession. Of the teachers from 48 countries
taking part in the survey, just over 10% of teachers from Hungary agreed that the teachers'
profession is valued in society (the OECD average was 25.8%). This survey also confirmed that
only 4.5% of teachers in Slovakia agreed with the statement, being the lowest rate among all
other OECD countries. According to this survey, teachers in both Hungary and Slovakia think
that social recognition of teachers is critically low. According to the TALIS study (OECD,
2019a), increasing the prestige of the teachers' profession is key to attract new candidates and
also helps introducing new people to the profession, replacing retiring teachers and keeping

current teachers in their careers.

So, the shortage of teachers is an international problem and more attention needs to be
paid to teachers' satisfaction with their jobs (Toropova et al., 2019). The declining prestige of
teachers, together with the unsatisfactory work environment, are the predominant reasons for
teachers' fluctuation (Borman & Dowling, 2008). Magdova et al. (2020) found, that Slovak
teachers consider as problematic areas mainly remuneration, job satisfaction; students’ behavior
during classes, aggressiveness, and performance; stress linked to the teaching profession; work
with a minority group; communication with parents; class size; and working conditions

(environment).
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Crossman and Harris (2006) cite educators' low degree of their job satisfaction as a
possible cause of crisis in education. The impact of working conditions on teachers' job
satisfaction was examined by Ma and MacMillan (2010). They concluded that female teachers
were happier with their jobs than men. According to them, teachers' job satisfaction was

positively influenced by their working conditions.

In studies on teachers’ job satisfaction and status, gender is a frequently investigated
variable. Different results are observed from researches including a comparison of teachers’
perception about job satisfaction based on their gender. In various researches conducted to
determine the effect of gender on teachers’ job satisfaction (Aydin et al., 2012; Demirtas 2010;
Magee 2013) female teachers were found to have more positive opinions and perceptions than
their male counterparts. In contrast, some studies showed that teachers’ gender does not have a
determining role in their perception about job satisfaction (Carlson & Mellor 2004; Crossman
& Harris 2006).

Studies of teachers’ job satisfaction by type of school are rarer (Crossman & Harris,
2006, Magdova et al., 2020; Scott et al., 1999) than gender-related studies. The results of
research Crossman and Harris (2006) indicate that the type of school does have a statistically
significant effect on satisfaction levels. Although the results indicate that teachers working in

independent and privately-managed schools are most satisfied.

Teachers think that increased financial recognition would help making their profession
more attractive. According to a survey conducted by the European Commission (European
Commission, 2013), in most EU countries, teachers see salary increases to be the most
important change to make their profession more attractive. In Hungary, 48.2% of teachers

agreed, which was well above the European average (34%). In Slovakia, this rate was 45.8%.

The results of a previous research carried out in Hungary in 2009 showed that being a
teacher in the capital city seems less attractive to local young people than to those living in
smaller settlements. People living in smaller communities and less developed areas are more
likely to consider being a teacher an opportunity to move than people of prosperous regions.
Teachers also reported significantly higher financial recognition in the capital than in small
villages and in the countryside. The survey was primarily focused on the issue of integration in
the field of education and did not directly address the status and profession of teachers.

However, the opinions of teachers on education, the attractiveness of their profession, the
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relations between teachers, but also on financial recognition were mapped. (Németh & Papp,
2009).

In Slovakia, Kas¢ak et al. (2012) examined the status of teachers' profession. When
analysing the status, they focused on the opinion of the Slovak society considering the
demanding nature of the teachers' profession. They concluded that three quarters of citizens
perceive teaching to be a demanding profession. However, this perception is conditioned by the
level of education, the social and professional status of the respondents and the size of the

settlement they live in.

Respondents with better education were more aware of the demanding nature of the
teachers' profession, although the vast majority of the respondents of all educational levels
considered the teachers' profession to be demanding. As far as social and professional status is
concerned, the prevailing opinion was that the teachers' profession is demanding; it was

perceived to be difficult mainly by executive and creative professionals, as well as pensioners.

Objective

The aim of this paper is to examine the perception of teachers' profession and status from
the viewpoint of Slovak teachers working at ethnic schools in Hungary, depending on the
teachers' gender and the type of school. Gender was selected based on the analysis of multiple
studies confirming the impact of this variable on the fields influencing the teachers' profession
and status. School type is not crucial in this issue; however, we assume it could influence the
perception of the profession. For the purposes hereof, we survey questions focused not only on
the profession itself, but also on the teachers' status. This issue was examined in five areas:
social significance of the profession, financial recognition, legislative support of the profession,

administrative and time requirements of the profession and satisfaction with the job.

Methods

The data come from the survey conducted in 10 Hungarian counties in 2019, on a sample

of 139 teachers of ethnic schools.

Research sample: Respondents were selected from schools of all three types teaching
Slovak, both in cities and villages. The selection criteria were employment and the availability
of the respondent, regardless of the identification criteria (age, location, gender).
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The survey sample consisted of 18.7% of men and 88.3% of women. The age of the
respondents in the sample was 24 — 68 years (M = 48.77, SD = 10.017). The average age of
women was 49.49 years (SD = 9.712), while the average age of men was 43.44 years (SD =
10.954). 7.3% taught at monolingual schools, 48.2% at bilingual and 43.1% at schools teaching
the ethnic language as a separate subject. 54% claimed to be of Slovak ethnicity, 18.2% claimed

to be Hungarian, while 27.7% claimed to be both Slovak and Hungarian.

Methods: To analyse gender, school type and perception of the teachers' profession, we
used the following: The profession of Slovak teachers is: "socially significant”; "financially

sufficiently recognized™; "time-consuming and administratively demanding".

In addition to these items, teachers were asked to comment on the following items: "I am
satisfied with my job."; "Political and legislative support is satisfactory.” Respondents had to
choose the appropriate option from a scale; the score was then calculated using a seven-point

scale, where 1 = "I definitely disagree” and 7 ="I definitely agree".

Statistical analyses: We processed the obtained research results using the methods of
descriptive statistics and methods of inferential statistics (Mann-Whitney U test, Kruskal-
Wallis H test), using IBM SPSS software, version 21.

Results

Due to the unequal headcount of respondents in the individual groups, we used
nonparametric tests. As far as social significance of the teaching and job satisfaction were

concerned, no differences were found.

Based on the results of the Mann-Whitney U test, there were some differences between
men and women in the perception of financial recognition (U = 1284.000; STS! = 2.162; p <
0.05) and legislative support of the profession (U = 1376.000; STS = 3.568; p < 0.001).
Considering these two aspects, men considered financial recognition (M = 3.75; SD = 1.95) and
legislative support (M = 2.80; SD = 1.47) to be negative, while women saw them as neutral:
financial recognition (M = 4.87, SD = 1.61) and legislative support (M = 4.45, SD = 1.49).

The results of the Kruskal-Wallis test showed differences between the respective school
types, as far as the perception of time and administrative requirements of the profession are

concerned (test statistic = 19,289, s.v. = 2, p < 0.001). Within the respective groups, it was

1 STS = standardized test statistic
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considered to be the most demanding by teachers of the monolingual school (M = 6.70, SD =

0.48) and the least demanding by teachers of schools where Slovak is taught as a subject (M =

5.76, SD = 1.12).

Table 1. Descriptive characteristics

Gender and The The The teaching Political I am
hool t professio  profession profession is and satisfied
school type n of of Slovak generally time- legislative with my

Slovak teachers is consuming and support job
teachers  financially administrativel for
is socially sufficientl y demanding teachers is
significan 'y satisfactor
t recognise y
d
male N 16 16 16 16 16
Mea 4.50 3.75 6.19 2.80 55
n 6
SD 2.00 1.95 0.91 1.47 1.9
3
female N 121 121 121 121 121
Mea 5.40 4.87 6.16 4.45 6.0
n 8
SD 1.57 1.61 1.12 1.49 0.9
3
monolingua N 10 10 10 10 10
| Mea 5.10 4.90 6.70 5.10 5.9
n 0
SD 1.10 1.45 0.48 1.66 0.5
7
bilingual N 67 67 67 67 67
Mea 5.46 4.78 6.43 4.15 6.0
n 6
SD 1.58 1.82 1.02 1.56 1.2
4
Slovak N 60 60 60 60 60
taught as a
subject Mea 5.13 4.67 5.76 4.24 6.0
n 0
SD 1.78 1.59 1.12 1.56 1.0
0
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Discussion and conclusion

The results presented herein showed a positive perception of the status and content of
teachers' profession. Compared to the international surveys presented herein (Dolton 2018,
OECD 2019a), Slovak teachers in Hungary generally consider their profession to be significant
in society. Considering gender, it was rather women than men, while considering school type,
predominantly teachers of bilingual schools who considered their profession to be significant

(however, compared to the other two types, this was negligible).

Based on the studies (Aydin et al., 2012; Demirtas 2010; Ma & MacMillan, 2009), we
assumed female teachers to be more satisfied with their work than their male counterparts. In
this case, our assumption was confirmed: women were more satisfied with their jobs. According
to Toporova et al. (2020), women's increased satisfaction with the teaching profession may be
explained by the fact that women identify more with their "traditional” roles — i.e. upbringing
and education — in society, while men may feel less suitable for this role. In our case, further
sources of dissatisfaction of male teachers with their jobs could be teachers' salaries or the lack

of career advancement, as well as the overall prestige of the profession.

The results of the study published by Crossman and Harris (2006) surveying job
satisfaction at different types of secondary schools show that satisfaction with teachers' jobs
was related to school types. Teachers of private schools showed the highest level of satisfaction,
while teachers of primary schools were the least satisfied. In our case, the type of school did

not prove to be significant.

Respondents have a rather neutral view of financial recognition and legislative support,
being even negative in some cases. It is quite logical that the teachers' financial recognition
directly correlated with their gender, while the type of school did not have a significant
influence on it. Men perceived it more negatively than women. According to OECD surveys
(2017), teachers in Hungary received only 69% of the average salary of people with university
degrees, while the then average value in OECD countries was 88%. This trend continued also
later (OECD, 2019b). According to several international surveys, being a teacher is thought to
be unattractive mainly because of the low wages and insufficient social recognition of teachers.
Low social status is also a result of feminization (dominance of women among teachers), which

is also related to low salaries and respect in society.
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Legislative support was perceived by men much more negatively than by women. As far
as the school type is concerned, the differences in perception were not as large as in terms of
gender; the most significant differences were noticed between monolingual and bilingual

schools.

“The teaching profession is generally time-consuming and administratively demanding”
— it was predominantly teachers of the monolingual school, who agreed with this statement,
while teachers of schools where Slovak was taught as a subject, agreed least. A partial
explanation to this is the teachers' preparation for the lessons held exclusively in Slovak, since
the school declares that Slovak clearly dominates the educational process (Marlokova-

Szaboova, 2019).

The profession of Slovak teachers in Hungary is therefore influenced by several
unfavorable issues: high feminization (88.3% of teachers are women), high rate of teachers who
reached retirement age (almost 30%), unattractiveness of the teaching profession caused not
only by inadequate financial recognition, but also by the legislative support of the profession,

perceived by teachers as insufficient.

Limits of the paper: A certain limitation to the analysis is the unequal distribution of the
respondents in terms of the respective institutions, as well as the gender structure of the

respondents; however, this reflects current conditions.

The benefit of the study is that almost all teachers teaching Slovak or in Slovak (139 out
of 147) at ethnic schools in Hungary took part in the survey. The aforementioned findings can

therefore be considered to be representative in terms of teacher headcount.
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Abstract

Obijective. The aim of the paper is to investigate and analyse the reasons for launching a family
business. It also focuses on family members’ views of the roles and relationships in family
businesses. A small number of similar studies have been conducted around the world but none
in Slovakia. Hence the paper aims to fill this gap in the psychological research on family

businesses in Slovakia.

Method. The sample consisted of 21 participants: 6 fathers, 5 mothers, 8 sons and 2 daughters

from 10 small family businesses agreed to participate in the structured in-depth interviews.

Results. The content analysis of the interview transcripts enabled us to identify the reasons for
launching (and running) a family business. Moreover, we analysed the work-family roles and

work-family relationships in the business.

Conclusions. The in-depth interviews provide insights into the family business environment
obtained through analysing the reasons for launching the business, the assignment of family
business roles and the types of relationships identified. The results are interpreted paying

particular regard for the generational and gender dimensions.

Limitations. Not all family members of the participating family businesses had the time to
participate equally in the study. The small number of daughters in the sample had a negative
effect on data saturation. Furthermore, the family firms were located in one region of Slovakia

(Kosice region) making it difficult to generalize from the findings.

Keywords. family business; roles; relationships; structured in-depth interviews
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Abstrakt

Ciel’. Cielom prispevku bolo zamerat sa na identifikovanie dovodov pre vstup do rodinného
podnikania, s nim suvisiacich roli a vztahov prostrednictvom vypovedi samotnych aktérov,
clenov rodinného podniku. V odbornej literature celkovo, je psychologickych Studii v tomto
zamerani mdlo a na Slovensku absentuju, takZe cielom prispevku bolo aj vyplnenie tejto

medzery.

Metoda. Vzorku tvorilo 21 ucastnikov/cok, ktori su sucastou rodinného podniku. Sest’ otcov,
pdt matiek, osem synov a dve dcéry z 10 malych rodinnych firiem sa po vyjadreni suhlasu

ziicastnilo Struktirovanych hibkovych rozhovorov.

Zistenia. Obsahovou analyzou prepisu rozhovorov boli identifikované dévody pre zahdjenie
rodinného podnikania a zotrvanie v fiom. Navyse, zamerali sme sa na kategorizaciu roli

a popisy vztahov v rodinnom podniku.

Zdver. Uskutocnené hibkové rozhovory priniesli vhlad do prostredia rodinného podnikania
prostrednictvom identifikovania dévodov pre rodinné podnikanie, vztahov a roli v rodinnom

podniku. Zistenia su interpretované aj s ohladom na generacny a rodovy aspekt.

Limity. Z dévodu pracovnej vytazenosti oslovenych sa nam nepodarilo uskutocnit’ rozhovory
so vSetkymi rodinnymi prislusnikmi, ktori sa angaZuju vo vybranych rodinnych podnikoch, co
mohlo sposobit skreslenia v zisteniach. Predovsetkym dcéry boli vo vzorke malo zastupené, co
ovplyvnilo saturdciu ziskanych dat. Rovnako, ku skresleniam mohlo prispiet’ aj to, ze vybrané

(dostupné) rodinné podniky pésobia v iba Vv jednom regione Slovenska.

Kruacové slova. rodinné podnikanie, roly; vztahy, strukturované hlbkové rozhovory

Introduction

Family businesses have long been part of market economies. They occupy a distinctive
position in the world of work and the economic world (Cagné et al., 2014). A family business
can, in general, be defined as a business run by two or more family members from one or more
families who have a considerable share in the business (Lukes et al., 2005). In Slovak research
studies, family business has been defined, for example, as a business run by at least two
generations of one family who share a business policy (Mucha et al., 2016). In our study, family

business is defined as an entrepreneurial activity performed by at least two family members.
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The family firms which participated in our research study were small and most were run by a
married couple/partners, (parents) who had one or two children. In the current study, we focus
on some of the particularities (strengths, weaknesses, roles and relationships) of family
businesses in Slovakia. Family firms represent a relatively limited means of entrepreneurship
in Slovakia, as it was not possible to set up a family business until 1989. Although several
decades have passed since then, very little research attention has focused on family businesses
(Moresova et al., 2020). Thus far, to our knowledge, psychological studies have focused on the
reasons for entering into a family business. The roles and relationships between the family
business actors have received little attention. However, we agree with Pieper (2010) that a
psychological perspective may prove beneficial to understanding family businesses. The

intention behind this study is to extend knowledge in this area.

The aim of the paper is to investigate and analyse from the perspective of family business
members i) the reasons for setting up the family business; and ii) the perceived roles and iii)
relationships within it. Only a few studies of a similar character have been conducted

internationally and almost none in Slovakia.

Relationships in family businesses

Well-performing family businesses are characterized by a higher level of trust and
pressure to maintain that trust (Sundaramurthy, 2008). Dyer (2003) suggests that family
relationships affect all aspects of individual, group and organizational behaviour in a family
business. Naturally, the family members rely on each other’s help, encouragement and
cooperation. They often share the same vision and values (Gao & Bai, 2011). The cohesion
among family members may lead to participants feeling more committed to the firm (Vozikis
etal., 2013). In general, personal relationships are thought to underpin family firms (Hoover &
Hoover, 2013). Gagne et al. (2014) suggest that two types of ‘exchange’ relationships are
typically found in family businesses: relationships based on economic exchange (immediate
transactions) and relationships based on social exchange (trust building and the vision of

relationships which continue in the future).

One of the main objectives of this study was to focus on the relationships in the family

business and identify the various relationship categories.
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Roles in family businesses

A family business is a specific type of entrepreneurship. Family businesses or firms form
part of the broader family context. Here two important spheres in a person’s life — work and
family — merge together. This naturally leads to a blending of roles. Most typically the
‘traditional’ division of roles is described. Whereas men tend to see the company in terms of
rational decision-making and effectivity and their role as leading the company, women tend to
focus on emotions, relationships and cohesion (Danes et al., 2005; Karatas-Ozkan et al., 2011).
In our investigation of the roles in family businesses, we were particularly interested in the male
roles (fathers and sons) and female roles (mothers and daughters) in the family business as well

as place and function.
Method

The data for this study was collected via in-depth structured interviews from January to
February 2020. The discussion points of the interviews were framed by the areas of interest:
family businesses, roles and relationships. The respondents answered the following questions:
Why did you decide to set up a family business? What relationships are there in your family
business? What is your role in the family business? The questions were exploratory in character
and the aim was to obtain relevant information on the business, roles and relationships in
Slovakia. Based on the parents’ and children’s answers, we tried to capture the generational

dimension in the topic content and categorization.

To enhance the objectivity of the results, the transcribed interviews were subjected to
two independent analyses. This was followed by a debriefing on each of the analyses, in which
the aim was to identify the most relevant content and categorizations. The final categories were
obtained based on the consistency between the outputs of the two analyses, the content (quotes)

and the number of roles categorized.
Sample

After having obtained informed consent, we interviewed 21 respondents (male and
female) from 10 family firms. The sample consisted of 14 men (66.7%) and 7 women (33.3%):
specifically, 6 fathers (28.6%), 5 mothers (23.8%), 8 sons (38.1%) and 2 daughters (9.5%). The
respondents were in the 18-63 age range. The average age was 37.4 years. Most had completed
secondary school (38.1%) and just over a quarter of the sample were university graduates

(28.6%). Respondents with a bachelor’s degree represented 14.3% of the sample and
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respondents holding a primary education degree represented 14.3% too. Finally, there was one
respondent with a PhD (4.8%). The family firms taking part in this part of the research were
from the Kosice region and from various business fields. They had been running their business
for 3-30 years and two generations were involved. The family firms were selected randomly.
Participation in the interviews was voluntary and participants could terminate their interview at

any time at their own discretion.
Results

Below we present the findings on perceptions of the family business. We analysed the

reasons for establishing the family business and its strengths and weaknesses.
Reasons for establishing a family business

The question exploring this, “Why did you decide to start a family business?’, was
answered mainly by the parents. They were the generation that had founded the business and
they considered it essential to give a reason for their decision. In ‘young’ firms (started only a
few years ago) the children also answered the question (as observers/participants of the

process).

The content was organized into the following five categories (P stands for parents and
indicates the ‘source’ of the category; C stands for children and indicates the ‘source’ of the

category):

THE ERA MADE IT POSSIBLE ‘...children of the velvet revolution...we didn’t think about
it, we started it ofthand’; ‘I didn’t want to be limited (any)more.’ (P)

BUSINESS OPPORTUNITY/ A COINCIDENCE ‘We went for a walk as a family and there
was a sign saying, for rent. A building.”; ‘We had a really big family house, so we started

renting out the rooms.” (P; C)

SKILLS ‘I’m a skilled carpenter and I have always enjoyed my job.’; ‘The family had to be

involved as I couldn’t manage all the responsibilities myself.” (P; C)

DREAM ‘Me and my wife always wanted it — we had a dream.’; ‘I would say, it is a dream
that’s come true. Definitely a dream I once had [that’s] fulfilled.” (P)

FREEDOM AND AUTONOMY °‘...your own business offered freedom’; ‘We wanted to have

it our own way.’; ‘I take responsibility for myself.” (P)
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Relationships in the family business

Here the aim was to identify the categories of relationships in the family business and to
capture the generational dimension between parents and children (P stands for parents and
indicates the ‘source’ of the category; C stands for children and indicates the ‘source’ of the
category). We identified eight relationship categories. Parents reported the following
relationships: partner relationship, business relationship, parent—child relationship and sacrifice
in a relationship. The children reported parent—child relationships and being annoyed with the

relationships. Both generations reported family relationships and cohesion.

PARTNER RELATIONSHIP ‘I think it made our relationship stronger.’; ‘I think it’s really
positive because we know about each other at work too, we know what the other one is doing,

in fact you don’t just know the person at home, you know your partner’s work character.’ (P)

FAMILY RELATIONSHIP ‘Just as the family is important to us at home, we consider the work
relationships to be equally important.” (P, C)

PARENT-CHILD RELATIONSHIP ‘I can rely on them (children), I know how it works, they

know how it works, I trust them fully.” (P)

CHILD-PARENT RELATIONSHIP ‘I think the relationships are good, we’re better at sorting

out problems than, for example, my school mates.’; ‘I feel my father trusts me more.” (C)

BEING ANNOYED IN THE RELATIONSHIPS “...we see one another quite a lot. Sometimes,

we get annoyed with one another.” (C)

BUSINESS RELATIONSHIP °...the relationships with clients. We have loads of long-term
clients. We made something for the grandma, then for her children and now for the
grandchildren.” (P)

SACRIFICING FOR THE RELATIONSHIP ‘I was the victim who had to devote all my time
to the family and my husband had more freedom, but this is how it probably always works in

relationships.” (P)

COHESION ‘it’s natural’; ‘it’s important’; ‘we’re one team’; ‘making the relationships

stronger’ (P, C).

As relationship cohesion was mentioned in many different forms and contexts, below we
present the subcategories generated from the cohesion category. The following seven

subcategories occurred most frequently:
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It’s important (5): ‘It’s not important just in a family business, it’s important in any kind of

entrepreneurship.’

One team (5): “We’re all like equal. It doesn’t matter if you’re older or younger, we’re equal.’

It’s natural (4): “...of course, it doesn’t work any other way. It’s natural.’

Sustaining the relationships (4): “...every time we complete an order, we have a party.’

Adjusting (2): ‘Maybe there are some things [ would have done differently, but I know that the

majority [of us] agreed on them.’

Loyalty (2): “...then you appreciate the loyal ones more.’

Responsibility (2): “...responsibility for yourself...us, as a unit.’

Roles in the family business

The aim of the study was to identify the roles taken on by the men and women (as

members of the family business). The respondents answered the following question: What is

your role in the family business? Table 1 presents the roles identified and the role rate.

Table 1. Categories of roles in the family business

Man/father (N=6)

Woman/mother (N=5)

In charge of creativity (3)

| sort out the orders and clients (3)

Me, the entrepreneur (2)

The boss (3)

Responsible for the firm (3)

A specialist (carpenter, programmer) (3)

Keeps everything in order (documents,
methods) (5)

Reliable (2)

Change; the role changes over time (2)
Controller/ bookkeeper (6)

I look after the guests; clients (4)
Designer, planner (1)

Blending of the colleague—wife-mother
roles (4)

Man/son (N=8)

Woman/daughter (N=2)

Assistant; | do everything that is necessary
()

Sales representative (3)

Technician (2)

Manager (2)

Son (3)

Accountant (1)

Contracts and financial claims (1)
Daughter (boss’s daughter) (2)
Assistant (2)
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Discussion and conclusion

The results show that on the one hand there are diverse reasons for setting up a family
business, such as circumstances — how long the firm has been in business; opportunity —
coincidence; skills — education or dreams — plans. On the other hand, all participants also gave
a single, unanimous reason: autonomy, the freedom to make decisions and taking responsibility
for one’s decisions. When giving reasons for setting up the family business, the generational
dimension was evident in the length of time the participants had been in business. In the firms
founded 20 years ago, only the founders (parents) answered that question, as the children were
not involved or were too young to have much awareness of it or to be capable of defining it. In
family businesses started less than five years ago, some children were able to explain the
reasons for starting the family business, as they had been involved in the family preparations

for setting up the business.

Another aim in this study was to create categories representing the relationships that
were depicted in many different ways and at different levels (the strengths of the relationships,
family relationships, fair relationships etc.). Parents and children consistently described the
family relationships and the cohesion in the family business. We identified a generational
dimension in the following relational aspects parents mentioned regarding the family business:
partner relationships (in line with Burns, 2016) parent—child relationships and business
relationships and sacrifices within the relationship. On the other hand, the children mentioned
the child—parent relationship and being annoyed within the relationships. Cohesion was most
frequently used to describe the relationships. Cohesion was one of the ‘relationship categories’
identified as being a feature and outcome of relationships. Cohesion is perceived as part of the
concept of familiness which links the family and the business — especially relationships (greater
sensitivity to the family business) and distinguishes family businesses from traditional
businesses (Irava & Moores, 2010). It may be that familiness, including fair family relationships
and cohesion, is one reason why parents and children alike value and emphasize family

relationships.

The assignment of roles confirmed the dominance of the traditional perception of roles
in the family business. Among the parents, the fathers took the lead and made decisions while
the mother looked after everything. The children often perceived a ‘family hierarchy’ and
mostly found themselves in the roles of ‘helpers’, which may be linked to their age (18). An
interesting finding was the blending of roles among mothers, sons and daughters. The fathers

did not report such blending. It should be noted here that the small number of daughters in the
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sample led to poor saturation of data for the daughters’ role categories. Nonetheless, the

identified categories are worth mentioning.

Limits

Owing to some of the participants’ family business responsibilities and lack of free time
we were unable to interview all the members involved in the family business, which may have
affected data saturation (especially in relation to daughters). All the family businesses were

located in one region of Slovakia (Kosice region), which makes it difficult to generalize on the

basis of the study findings.
Benefits

Gaining insights into the family business research in Slovakia has a number of benefits.
Socio-psychological findings relating to the generational and gender dimensions of family
businesses could prove helpful as regards the management, sustainability and development of
small family firms. The paper contributes to the psychological research on family businesses.
The authors hope this study encourages researchers to devote attention to family businesses and

helps emphasize the importance of further socio-psychological studies.
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Older Adults” Vulnerability to Fraud: Narrative Review Study

Zranitel’'nost’ starSich dospelych vo¢i podvodom: PrehPadova Stidia

Ivana Piterova

Centre of Social and Psychological Sciences of the Slovak Academy of Sciences, Institute of
Social Sciences in Kosice

Abstract

Obijective. Older adults are frequently victimized by various types of fraud, which, in addition
to economic losses, leads to psychological distress. The amount of fraud is likely to increase as
the population of older people constantly grows. The scientific interest in the fraud vulnerability
of older adults has also increased over the past years. The aim of the study is to provide a brief

overview of research findings on the subject matter.

Method. The research was conducted utilizing keywords such as ‘fraud’, ’‘scam’,
‘vulnerability’, ‘older adults " in relevant academic databases. 21 empirical studies published

since 2015 were selected as the basis for this review paper.

Results. Fraud vulnerability of older adults rises partly from age and retirement transition -
related changes, as well as other personal, psychological, social, and situational
characteristics. Methods and suggestions for future research and practical interventions are

also discussed.

Conclusions. A review study may help us in further research in the selection of the thematic
focus and an appropriate research methodology in order to strengthen prevention and

intervention programs aimed at a group of older adults.

Limitations. The limitations of this study lies in the disadvantages of the used narrative-method
review, such as possible subjectivity or cognitive bias, no quantification of data, and possible

omission of literature outside of selected databases or unpublished articles.

Keywords. Fraud; scam; financial exploitation; vulnerability; victimization; older adults
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Abstrakt

Ciel’. Starsi dospeli sa Ccasto stavaju obetami roznych druhov podvodov, co okrem
ekonomickych strat vedie k psychologickéemu distresu. Rozsah podvodov sa pravdepodobne
bude stupnovat s rastom populacie starsich ludi. Dosledkom toho sa v priebehu poslednych
rokov rozrdstol i vedecky zaujem o zranitelnost starsich ludi voci podvodom. Stidia ma za ciel’

poskytnut strucny prehlad vyskumnych zisteni tykajucich sa tejto témy.

Metoda. Na zdklade elektronického vyhladavania klucovych pojmov ako , fraud”, , scam*
., vulnerability “, ,,older adults*“ v relevantnych akademickych databdazach bolo vybranych 21

empirickych studii publikovanych od roku 2015 ako zaklad pre tento prispevok.

Zistenia. Zranitelnost starsich ludi voci podvodom je Cciastocne ovplyvnenda vekom
podmienenymi a s prechodom na dochodok suvisiacimi zmenami, ako aj dalsimi osobnymi,
psychologickymi, socialnymi a situacnymi charakteristikami. PouZivané metody a odporucania

pre dalsi vyskum a intervenciu su taktiez diskutovane.

Zaver. Vytvorenie prehladovej stiudie nam v budicom vyskume pomoze pri tematickom
zamerani a volbe vhodnej metodologie vyskumu s cielom posilneni prevencnych a

intervencnych programov zameranych na skupinu starsich dospelych.

Limity. Limity tejto studie spocivaju v nedostatkoch pouZitej metody - narativnej prehladovej
Studie, ako su mozna subjektivita ¢i kognitivne skreslenia, chybajuca kvantifikacia dat a mozné

nezahrnutie studii mimo zvolenych databaz ¢i nepublikovanych dat.

Kracové slova. Podvod; financné vykoristovanie; zranitelnost; viktimizacia, starsi dospeli

Introduction

Fraud can be defined as “an invitation, request, notification or offer, designed to obtain
someone’s personal information or money or otherwise obtain a financial benefit by deceptive
means’ (The Australian Bureau of Statistics, 2008, p. 5, in Cross et al., 2016). In accord with
the taxonomy of fraud (Beals et al., 2015), this review study focuses on the literature on the
seven sub-categories of fraud ; fraud against an individual, specifically targeted at elderly
victims, conducted via all different methods, such as the internet/email, texting/direct message,

mailed advertisement, TV and radio, telemarketing, and in person.

50



The consequences of fraud victimization are partly based on the amount of money lost,
the financial situation of the victim, and resources available to recoup (Cross et al., 2016). This
is probably why DeLiema et al. (2017) report no measurable impact of fraud victimization on
cognitive, psychological, or physical health outcomes. However, many studies describe a strong
emotional and psychological impact on the well-being of fraud victims. In Cross et al. (2016),
participants described their emotional responses as a feeling of shame, embarrassment, distress,
anger, sadness, but also worry, shock or loneliness. The psychological consequences, such as
depression, anxiety, suicidal thoughts, lower self-efficacy, lack of confidence, and feeling of
insecurity can lead to changes in behaviour, such as cautiousness, distrust and avoiding people,
and physical impact, such as insomnia, nausea, and weight loss (Cross et al., 2016). Also
according to the study of Zunzunegui et al. (2017) victims of financial fraud had poorer health,
more mental health and sleeping problems, and a poorer quality of life. Furthermore, keeping
such incidents as a secret from family and friends or not reporting the fraud to authorities can

seriously affect the well-being of the victim.

The importance of research into the fraud vulnerability of older adults is linked to
demographic ageing, which means that with the growing number of older people, the number
of frauds targeting this particular group may increase in the future (Burnes et al., 2017). The
aim of this paper is to bring together recent knowledge about the topic to prepare the ground
for research in Slovakia. The search was conducted utilizing keywords: fraud, scam, financial
exploitation, victimisation, vulnerability, older adults, and seniors in academic databases such
as WOS Core Collection, Scopus, EBSCO, PubMed, MedLine, and Psycinfo. The terms were
combined with “and” or “or” to narrow the results. As the basis for this review study, 21
empirical studies (conducted on a sample of older adults aged 50 and older, without cognitive

impairment, neurological or mental illness, published in English since 2015) were identified.

Based on the analysis of selected papers, three basic questions will be answered. First,
whether older adults are indeed more likely to be victims of fraud, and what kind of fraud, and
therefore whether future research needs to focus only on older people only, or on a specific type
of fraud. It also answers the question of what methods are used in a given research and what
vulnerability factors have been revealed. Last but not least, the paper searches for gaps in
research and, based on the information obtained, presents recommendations for future research

and intervention programs targeted at the vulnerable group of people.
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Prevalence and reporting issue

There is a difference in fraud victimization and fraud vulnerability. While prevalence is
the proportion of people who have been victims, vulnerability refers to the higher possibility of
being victimized based on lacking knowledge about fraud practices or deficiency in specific
physical, cognitive, social or psychological characteristics.

Many academics seem to agree that frauds are often targeted at older people, but it is
possible to find conflicting answers to the question whether older adults are more likely to be
victimized than their younger counterparts (Burnes et al., 2017; Cross, 2016; Whitty, 2018).
The prevalence of fraud has been measured mostly by complaint data, media reports or self-
report items (Lichtenberg et al., 2015). The general problem regarding the prevalence is the
under-reporting of fraud, which complicates the effort to quantify the actual situation making
it difficult to answer the question about who the most risky group is and also the actual number
of fraud committed on older adults. Another difficulty is the over-representation of older people
or, conversely, the exclusion of older adults with cognitive impairment from research samples,
or simply their unwillingness to participate. While there is no clear evidence that the risk of
victimization increases with age, a longitudinal study by Lichtenberg et al. (2015) reports an
increasing rate of fraud as support for the general perception that older adults are increasingly

targeted by fraudsters.

There is a great variability in the prevalence across studies, depending on the research
sample, reporting periods and wording of questions. In addition, there are certain types of fraud
that could be predominantly targeted at older people. Research has already identified a higher
vulnerability among older adults to: cyber-attacks associated with health, finances, and legal
ideologies (Oliveira et al., 2017), phishing (Sarno et al., 2017), pension scams (AgeUK, 2015)
or mass-marketing fraud (Shao, Yang et al., 2019), which is considered to be the outcome of
specific circumstances and characteristics, such as social isolation, cognitive impairment or
accessibility in case of doorstep crime. Official statistics about actual fraud occurrence in
Slovakia were not found, although, there is a lot of anecdotal evidence about frauds being
targeted at older adults in Slovakia. The media and also the Police in the Slovak Republic
(MINV, 2020) alerts older citizens to reported cases of fraud or crime, including personal and
telephone contact, where fraudsters introduce themselves as doctors, nurses or employees of
power plants, waterworks, gasworks, social services, or as home sellers. However, financial
frauds or financial exploitation on the elderly may be committed by a known person- family

members or close relatives, many of which are not reported at all. To know a more exact
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prevalence of different types of fraud targeted at older adults in Slovakia, there is a need for
further research. This led to the second question, and therefore what methods are used in this

area of research and what are the shortcomings in the methodological area.

Research methods

Firstly, this review study is oriented only on literature where older adults are potential
victims of fraud. Regarding age, target participant must be in some studies aged 65+ (Kircanski,
et al. 2018), 60+ (Judges et al., 2017; Shao, Yang et al., 2019) or even 50+ (Cross, 2016;
DeLiema et al., 2020) depending on the accepted definition of elderly or an older person. "With
the increase of human life expectancy, age is becoming less and less a determinant of
retirement” (Mao et al., 2017, p.4). In addition to that, Morrison et al. (2020) stressed the
tendency of research to focus on chronological age as an individual characteristic instead of
maybe more reliable variables that may better describe different life events, especially if we

talk about older adults and the retirement transition process.

Secondly, there are studies that use semi-structured interviews (Cross, 2016; Morrison et
al., 2020; Nicholson et al. 2019), which draw on the view of the older generation and fraud
victims as well. Many self-report surveys are conducted on older adults, who are not diagnosed
with cognitive impairment or a neurological disorder by their doctor, and also who look after
their own finances. Just one of them has a longitudinal character (Lichtenberg et al., 2015) but
many of them collect cross-sectional data (such as Judges et al., 2017; Shao, Yang et al., 2019).
During the data processing, researchers usually compare victims and non-victims (e.g. Judges
etal., 2017), but there is also an experimental study conducted in a controlled laboratory setting,
focusing on persuasion and induction of emotional arousal in conditions under which

individuals usually make a decision (Kircanski et al. 2018).

Lastly, meta-analysis conducted by Burnes et al. (2017) showed that types of scam-fraud
activities in 14 empirical studies ranged from three to twenty-two. Research aiming attention at
those types of fraud use also different scales for vulnerability or susceptibility of older adults,
to measure, for example, "how frequently older adults report feeling obligated to answer the
phone, having trouble ending phone calls, or believing things that sound too good to be true.’
(Bryan et al., 2014 in Lichtenberg et al., 2015, p.3) or measure whether ‘they lack wariness

regarding misleading business practices, their openness to marketing practices, their lack of
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market knowledge, and susceptibility to being manipulated” (Vulnerability to Fraud Scale, Du,
2018 in Shao, Yang et al., 2019, p.7).

Once it is known what methods have been used to determine the level of vulnerability to
fraud, it is important to determine whether the research provides consistent findings regarding
the factors affecting vulnerability.

The possible factors explaining the older adults’ vulnerability
Ageing and retirement transition-related characteristics

Retirement brings many changes to a person’s life. Some of them are positive but there
are many negative ones as well (Bac¢ova, 2019; Morrison et al., 2020). Moreover, experiences
of older adults vary greatly. Online fraud vulnerability of older people is associated with six
themes or changes that occur during retirement transition: changes in social interaction,
finances, day-to-day routine, feeling of competence, sense of purpose, and technology support

structure (Morrison et al., 2020).

On the one hand, the current generation of pensioners is likely to be more susceptible to
specific online threats; partly because they lost the technology support they had at a workplace
but also because they are likely to be less confident in their abilities with technology (Nicholson
et al., 2019). On the other hand, the younger age groups are probably more active in the online
world so there are more opportunities for them to become a victim of online fraud. A loss of
daily routine and sense of purpose can increase the time spent on the Internet through using
social media, playing games or shopping, which also raises the risk of fraud. Also those who
are isolated or lonely may turn to social media and increase the risk of romance scams,
grandparent attacks or other social media-based attacks. Older adults are certainly targeted due
to their assets, pensions and life savings. Moreover, financial changes after retirement can
change the behaviour of people; financial loss can play a protective role, as it makes people
trying to manage finances better, on the other hand, limited sources can enhance the use of

technology to obtain additional money by involvement in risky behaviour.

This does not apply only to online scams, as psychological and functional vulnerability
has an effect on fraud predictability (Lichtenberg et al., 2015) in general. Symptoms of
depression and low level of social-needs fulfilment can increase the victimisation of older

adults, as well as physical disability and required assistance during activities such as handling
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money and using a telephone (Lichtenberg et al., 2015). When comparing younger-old adults
to older ones, decreased age, increased education and depression were significant predictors of
fraud but they are also related to vulnerability. Thus, younger-old adults who are not certain
about their retirement income or not able to remain employed until retirement, even with college

education, may be primed to respond to risky financial decisions (Lichtenberg et al., 2015).
Cognitive abilities and the decision-making process

Research proved that victims and non-victims differ in their cognitive abilities (Judges et
al., 2017), in cognitive functioning and making financial decisions (DeLiema, 2018). In fact,
cognition was proved as a key factor in fraud victimization in older adults involved in the former
study. Even neuroscientific research observed financial exploitation to be associated with age-
related structural and functional brain differences in regions involved in socioemotional

functioning of healthy older adults (Spreng et al., 2017).

Lichtenberg et al. (2016, p.2) confirmed that older adults” vulnerability is associated with
"the potential loss of financial skills and financial judgment, and/or the inability to detect, and
therefore prevent, financial exploitation.” In contrast, the study of DeLiema et al. (2020) based
on the Health and Retirement Study data did not prove the significance of financial literacy as
a risk factor. Although, lower housing wealth was associated with prize/lottery fraud, so it
seems that greed as a risk factor may play a significant role. According to Kircanski et al. (2018)
greed may evoke strong emotions and direct the attention of people away from a scam to a
promised goal by blocking an effective and rational thinking and decision-making process.
However, Cross (2016) reported limited evidence that participants perceive older victims as
greedy, although greed as a risk factor may be significant for deprived, needy elders in cases of
a lottery win, an inheritance notification, a business investment, or an employment opportunity

scam.
Psychological characteristics

Anecdotal evidence suggests that high level of trust in people can increase an older adults’
vulnerability, but research suggests otherwise. In the study of Judges et al. (2017), interpersonal
trust did not have an effect at all. In addition to this, Shao, Du, et al. (2019) proved that credulity
rather than general trust play a significant role in older adults’ fraud vulnerability, while
susceptibility to persuasion mediated this association, and greed was a significant moderator.
Similar results about the significance of trustworthiness instead of trust in others as predictors

of romance scam victimhood are described by Whitty (2018). Another study also proved a fear
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of ageing as a strong factor in older adults” vulnerability to fraud, while intolerance of
uncertainty partially mediated this association and self-control moderated this indirect effect
(Shao, Yang et al., 2019). Whitty (2018) also proved a lack of self-control and kindness and
high impulsivity subscale urgency, sensation seeking, and addiction-disposition as predictors
for romance scam victimhood. From personality characteristics, honesty-humility and

conscientiousness played a significant role in older adults” vulnerability (Judges et al., 2017).

Suggestions for further research and practical intervention

The mixed results of conducted research arise mostly from different methodologies,
theoretical frameworks, orientation towards different types of fraud, along with the serious issue

of under-reporting.

Based on the research results, intervention programs should be focused on reducing fear
of ageing, intolerance of uncertainty (Shao, Yang et al., 2019), social isolation (DeLiema, 2018)
and the susceptibility to persuasion (Shao, Du et al., 2019) to enhance the protection of older
adults. However, there is also great importance in enhancing self-control (Shao, Yang et al.,
2019), financial skills (Lichtenberg et al., 2016), financial awareness (Lichtenberg et al., 2020)
in older adults and retirement planning in younger adults (Lichtenberg et al., 2015). To develop
an effective intervention, the risk group for different types of fraud or in this case types of fraud
older adults are predominantly victimized must be properly identified. Retrospective data
analysed in a cross-sectional design may fail to depict the current state of fraud victimization.
Recall of fraud among older adults could also lead to inaccurate results. Furthermore,
characteristics selected as the risk factors may change also over time. Causal relations and many
age-related changes may be detected by the longitudinal design, which seems to be quite rare.
It is known that postponing a decision (Kircanski et al. 2018) as a reduction strategy can
increase the ability to detect missing or misunderstanding cues that alert older adults to scams
and therefore prevent financial exploitation. The study of a potential compensatory role of
cognitive abilities in an experimental laboratory setting could bring valuable findings about a

causal relationship.

As an extension of the existing research, | suggest the focus be placed on the
heterogeneity of the ageing and retirement transition process. Rapid changes in social
interaction, finances, technological support structures etc., increase the vulnerability of older

adults to fraud (Morrison et al., 2020). The slower transition to retirement e.g. semi-
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retirement/gradual retirement/gliding retirement/phased retirement, and un-retirement or a new
concept - protean career (Bacova, 2019) may decrease the risk of fraud for some older adults.

However, this hypothesis needs to be tested.

It is already known that those who are not certain about their retirement income or not
able to remain employed until retirement are primed to respond to risky financial decisions
(Lichtenberg et al., 2015). In future research, the focus should be on retirement planning and
financial literacy (Lichtenberg et al., 2016). Moreover, due to digitalization of modern societies,
identity fraud is becoming a serious problem (van Wilsem, 2016). Digital skills may increase
the general awareness, the resilience of (pre)retired people to financial and non-financial fraud.
Regarding different types of online fraud, digital skills and digital literacy should be also
included in the research.

On the basis of research and information about changes during the retirement transition
process (Bacova, 2019), it would be helpful to include younger and older-old adults with a
different retirement transition and retirement plan in the research sample. Experimental or
longitudinal design could be helpful to test strategies being implemented at a younger age that

could help to prevent older adults being defrauded.

Conclusion

To sum up, the objectives set out in this paper have been achieved. Results of research
into the higher vulnerability of older adults are inconsistent. On the one hand, several types of
fraud mostly targeting the elderly are confirmed (mass-marketing fraud, pension scams,
phishing), on the other hand, the problem is under reporting as well as methodological issues
related to sampling and operationalization of variables. The articles included in this review
study mostly used interviews, self-report surveys, and collected mainly cross-sectional data
with a negligible number of longitudinal studies (only one). The use of mentioned methods has
confirmed the importance of changes related to aging and retirement transition, as well as
cognitive and decision-making processes and several psychological characteristics for

vulnerability to fraud.

Moreover, a stereotypical view of older people as victims of fraud persists in society. This
stereotyping, which depicts older people as old, sick, lonely, dependent on the help of others,
incapable, or depressed, ignores the fact that there is a high level of heterogeneity among older

people, both in the ageing process and retirement transition process and also in their lifestyles.
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The mentioned studies suggest that vulnerability to fraud is closely related to changes during
the retirement transition, but different ways of retirement transition and their effect on fraud
vulnerability is still an under-emphasized aspect of fraud susceptibility research. Future
research on this topic should therefore focus on this fact, and | consider it appropriate not to
limit the sample to older adults. The inclusion of a group of younger adults, ideally in a
longitudinal study, will make it possible to compare different ways of retiring process in the

context of vulnerability to fraud.

The limitations of this study lie in the disadvantages of the method used, a narrative
review study, such as possible subjectivity or cognitive bias, no quantification of data and
possible omission of literature outside of selected databases or unpublished articles. However,
the review study does offer an overview of research results published in the last 5 years in peer-

reviewed journals included in well-respected databases.
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Czech Version of the Implicit Positive and Negative Affect Test: Possibilities
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Abstract

Obijectives. The aim of this study is to provide a Czech version of the Implicit Positive and Negative
Affect Test (IPANAT; Quirin et al., 2009) and discuss possibilities for using this measure in
research of work and organizational psychology. The rationale of the test is to gain information
about participants’ emotional states or traits without their awareness. Subjects are asked to rate

the extent to which artificial, nonsense words express certain moods.

Method. To date, invented artificial words and those from the original IPANAT and different
language versions (Qurin et al., 2018; Sulejmanov & Spasovski, 2017) were pretested in a Czech
context. Participants evaluated these words with respect to four criteria: pleasantness, familiarity,
meaning, and associative value. The results enabled us to choose five artificial words. Data for
initial construct validity was obtained from relations with explicit affect in a sample of 202

participants.

Results. Concerning the psychometric properties of the IPANAT-CZ, the results have shown
acceptable internal consistencies for IPA and INA, and factorial validity was obtained. The
correlational analysis regarding associations between IPANAT-CZ and measures of explicit

affect, has shown no significant correlations.

Conclusions. Preliminary evidence for the psychometric properties of the Czech version of the test

are provided.
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Limitations. The main limitation is that we have failed to provide evidence for convergent validity
of the test.

Keywords. implicit affect; Czech version; organizational research

Abstrakt

Cile. Cilem prispevku je predstavit ceskou verzi testu pozitivnich a negativnich afektit (IPANAT;
Quirin et al., 2009) a upozornit na potencialni prinos testu ve vyzkumu psychologie prace a
organizace. Test prinasi informace o neuvédomovanych, implicitnich, emocnich stavech ci rysech.
Participanti jsou behem testu zadani, aby zhodnotili, do jaké miry vyjadiuji uméle vytvorena slova

bez konkrétniho vyznamu urcité ndlady.

Metoda. Dosud byla v ceském kontextu identifikovana nova uméla slova a soucasné provérena
slova z puvodniho IPANAT a jeho riznych jazykovych verzi (Qurin et al., 2018, Sulejmanov &
Spasovski, 2017). Ucastnici predvyzkumu vyhodnotili slova s ohledem na ctyii kritéria:
prijemnost, znamost, vyznam a asociativni hodnota. Vysledky predvyzkumu umoznily vybrat pét
umeélych slov. Data pro prvni ovéreni konstruktové validity byla ziskana na souboru 202

respondentii ve vztahu k explicitnim afektiim.

Vysledky. V pripadé psychometrickych viastnosti IPANAT-CZ vysledky vykazaly prijatelnou
vnitini konzistenci pro implicitni pozitivni a implicitni negativni vliv a byla ziskana podpora pro
faktorovou validitu. Korelacni analyza tykajici se vztahu mezi IPANAT-CZ a mérenim explicitniho

vlivu vSak nezjistila zadné vyznamné hodnoty.
Zaveéry. Predbezné zavery o psychometrickych viastnostech ceské verze testu jsou predstaveny.
Limity. Hlavnim omezenim jsou chybéjici ditkazy o konvergentni validité testu.

Kli¢ova slova. implicitni vliv, ceskd verze, organizacni vyzkum

Introduction

Dual process models (Strack & Deutsch, 2004; Kuhl, 2000; Kahneman, 2011) propose a

distinction between a reflective and an associative information processing systems. The reflective
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system is related with appraisals based on conceptual prepositions and classifications, whereas the
associative system operates on automatic appraisals. Following this line of thought, Quirin et al.
(2009) propose a conceptualization of implicit affect as automatic activation of cognitive
representations of affective experiences. On a broader level, affects can be understood as adaptive
responses related with appraisals concerning characteristics of the environment which have
evolutionary purposes (Moors, 2013; Montag & Panksepp, 2017). Concerning the differentiation
between implicit and explicit affect, one of the main assumptions is that implicit affect is related
with the associative system, whereas, on the other hand, explicit measures of affect (e.g. PANAS;
Watson et al., 1988) are associated with the reflective system. It should be noted that exchange
between the two systems is not excluded (Quirin et al., 2009).

Implicit affect is indirectly measured with the Implicit Positive and Negative Affect Test -
IPANAT (Quirin et al., 2009). More precisely, the test uses six artificial words (e.g. SAFME,
VIKES), which are given to subjects together with three positive (happy, cheerful, energetic), and
three negative (helpless, tense, inhibited) emotion words. Participants are instructed to rate to
which extent artificial words from a putative language express certain moods. The instructions of
the test are created with the goal to redirect participants’ attention of the actual aim of
measurement. Although there are different operationalisations of implicit affective processes
(Greenwald et al., 2003; Egloff & Schmukle, 2002; Payne et al., 2005), the main advantages of the
IPANAT are the higher construct validity (in terms of measuring affect), and the representation of
implicit positive affect and implicit negative affect as orthogonal components (Weil et al., 2019).

The psychometric properties of the IPANAT have been evaluated in numerous studies and
also different language adaptations have been provided (Quirin et al., 2009; Quirin, Kazén et al.,
2009; Quirin et al., 2018; Sulejmanov & Spasovski, 2017; Hernandez et al., 2020). Since some of
the artificial (nonsense) words may not be neutral and free of meaning in a specific language, the
first step is to provide words stimuli that can be used in a specific cultural context. As Quirin et al.
(2009) have shown, the IPANAT has three sources of variance, namely state, trait, and error. The
error variance reflects subjective associations individuals may have with artificial words. In that
sense, we firstly focus on identifying artificial words that can be used to measure implicit affect in
Czech population. Afterwards, we will preliminary evaluate the psychometric properties of the
proposed Czech version of the IPANAT.
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Apart from filling in this gap, the emphasis of this contribution is on providing further
avenues for research using the test in work and organizational psychology. In general, we will
relate to, but also expand previous accounts of the importance of studying implicit affect in
organizational domain (Barsade et al., 2009). Next, based on theoretical background and empirical
findings, we will propose specific research questions that could be investigated in future studies.
In summary, these include the role of implicit affect in the selection decision process, outcomes

from training, job stress, job satisfaction, and organizational climate.
Aims of the present study

The aim of the present study is to provide a Czech version of the Implicit Positive and
Negative Affect Test (IPANAT-CZ). Firstly, in the pretest study, our goal is to obtain five artificial
(nonsense) words that are neutral, unfamiliar, and free of meaning in a Czech context. Focusing
on five words, instead of six, is with the rationale to provide a version of the test more suitable for
assessment in workplace setting. Secondly, we will explore the psychometric properties of the
IPANAT-CZ. In this study, we will focus on the factor structure of the items, and internal
consistency. Also, convergent validity will be investigated by the associations of the implicit
positive and negative affect with measures of explicit positive and negative affect. Finally, the
wider goal of this investigation is to consider the potential utilization of the test in work and

organizational research.
Pretest study — Method
Procedure and participants

The six artificial words from the original IPANAT (Quirin et al., 2009), together with
artificial words chosen from the Macedonian (Sulejmanov & Spasovski, 2017), Polish, and Dutch
versions of the test (see Quirin et al., 2018), and 3 newly developed words were used. A total of
15 artificial words were given to 14 subjects (psychology master’s students at the Palacky
University in Olomouc) to evaluate them with respect to 4 criteria: pleasantness, familiarity,
meaning, and associative value, which is in line with the procedure proposed by Quirin et al.
(2009). The word stimuli were randomly allocated in each booklet given to the participants. For
the pleasantness rating, we have employed a Likert-type scale (ranging from 0 = very unpleasant,

to 6 = very pleasant). The familiarity and meaning was assessed by asking participants does the
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nonsense word was familiar or has meaning to them, and a yes/no answer was provided. Finally,
for the associative value, participants were asked to provide a list of words associated with each

of the stimuli used within a period of 30 seconds.
Results

Results showed that the artificial words BASDI, KUMIF, MIPOK, CEBJU, and NIMPE were
neutral in regard to the pleasantness criteria. In particular, the mean scores were: BASDI 3.47,
KUMIF 2.47, MIPOK 3.60, CEBJU 2.87 and NIMPE 3.67, or in other words, they were close to
the mid-point of the used scale. Next, affirmative responses on the familiarity/meaning question
were in range of 6.7% to 13.3%, which is similar to the findings by Herndndez et al. (2020).
Finally, the chosen artificial words were among the ones with the lowest number of associations
on the associative value task. More importantly, the associations were neutral and not related
among the participants (see Sulejmanov & Spasovski, 2017; Hernandez et al., 2020).

Psychometric properties of the IPANAT-CZ - Method
Procedure and participants

The instructions and mood adjectives of the IPANAT (Quirin et al., 2009) were translated
from English to Czech by a native speaker of the Czech language and fluent in English. An internet
version of the test was created and convenience sampling was utilized to gather the data.
Participants were recruited via social networking services and e-mailing list, and were asked to
pass on the link with the test (snowball method). The sample consisted of 202 subjects (49 men
and 153 women). The age of the participants ranged from 15 to 71 years with a mean age of M =
28.92 years (SD = 10.72).

Measures

The Czech version of the Implicit Positive and Negative Affect Test (IPANAT-CZ) contains
5 artificial words (BASDI, KUMIF, MIPOK, CEBJU, NIMPE). Participants are asked to indicate
on a four-point answer scale (from 1 = doesn’t fit at all, to 4 = fits very well) to what extent does
the sound of the artificial word convey each of the following moods: happy, helpless, energetic,
tense, cheerful, and inhibited. Positive affect (PA) and negative affect (NA) are computed by
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averaging adjective scores derived from positively valenced and negatively valenced adjectives.
Quirin et al. (2009) reported that Cronbach’s alpha for both IPA and INA were .81.

Explicit affect was measured with the same mood adjectives as the ones included in the
IPANAT. This is consistent with the study by Quirin et al. (2018) where explicit affect was
measured in this way (in two of the samples), instead of using the original PANAS scale.
Participants are asked to indicate the extent to which they felt happy, helpless, energetic, tense,
cheerful, and inhibited on a rating scale from 1 (= not at all) to 4 (= completely). By analogy to the
IPANAT, EPA and ENA scales are computed by averaging scores for positive adjectives and
negative adjectives, respectively. In Quirin et al. (2018), Cronbach’s alpha for these measures were
not reported.

Results

It should be mentioned that the primary sample contained 205 participants. However, 3
subjects were excluded from data analysis, since they responded confirmatory on a question about
the presumed underlying aim of the test. This results are the same with the ones obtained by Quirin
et al. (2009).

Descriptive statistics and internal consistency
The descriptive statistics of the measures used are depicted in Table 1.

Table 1. Descriptive statistics (means, standard deviations, skewness, and kurtosis) and

Cronbach’s a for the measures.

M SD SK K Cronbach’s a
IPA 2.36 0.38 -0.54 0.76 .76
INA 2.14 0.38 -0.05 0.23 .68
EPA 2.51 0.69 -0.08 -0.47 .83
ENA 1.97 0.67 0.67 -01 .62

Note. N = 202; IPA = implicit positive affect; INA = implicit negative affect; EPA = explicit positive affect; ENA =

explicit negative affect.
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Table 1 shows that the measures were normally distributed, as indicated by the skewness
and kurtosis. Participants reported higher mean levels for IPA, than INA, which is consistent with
previous studies (Hernandez et al., 2020; Quirin et al., 2009; Quirin et al., 2018). Furthermore, the
mean IPA scores were 2.34 (SD = 0.41) for men and 2.37 (SD = 0.37) for women. The mean INA
scores were 2.09 (SD =0.45) for men and 2.16 (SD = 0.36) for women. In line with previous
findings (Quirin et al., 2009), gender differences were not significant for IPA, t(200) = -0.57, p >
.05, nor for INA, t(200) = -1.17, p > .05. Cronbach’s alpha for IPA, and ENA, were satisfactory,
whether for INA, and ENA, were somewhat lower.

Factorial validity

A principal component analysis with a varimax rotation was performed for the adjective
scores of the IPANAT-CZ. The KMO value was .62, and Bartlett’s test showed statistical
significance, x*(15) = 290.60, p < .01. Parallel analysis, based on Patil et al. (2017) engine, has
shown that two components should be retained. VVarimax-rotated factor loadings are shown in
Table 2.

Table 2. Varimax-rotated factor loadings of the adjective scores for the IPANAT-CZ.

Mood adjective score Factor 1: Implicit PA Factor 2: Implicit NA
Cheerful (vesely) .89 .03
Happy (stastny) 87 -.01
Energetic (energicky) 71 -.09
Helpless (bezmocny) -.06 .80
Tense (nervozni) .06 .76
Inhibited (utlumeny) -.08 a7

Note. N = 202; PA = positive affect; NA = negative affect.
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The two factor solution explained 64.76% of the total variance. All positive adjective scores
loaded on the first component (explained variance 34.25%), and all negative adjectives scores
loaded on the second component (explained variance 30.51%). In line with previous studies
(Quirin et al., 2009; Sulejmanov & Spasovski, 2017), all the primary loadings were high, and all
cross-loadings were lower than .10. Moreover, there was not a significant correlation between IPA

and INA, r = -.06, p > .05, indicating that the two components are orthogonal.

Correlational analysis

Next, we have calculated intercorrelations between implicit affect and explicit affect scales. The
results are given in Table 3.

Table 3. Pearson correlations between implicit affect and explicit affect.

Implicit PA Implicit NA
Explicit PA .09ns 10ns
Explicit NA .05ns 13ns

Note. N = 202; PA = positive affect; NA = negative affect. NS = not significant

Contrary to the majority of previous findings (Quirin et al., 2018), our results did not confirm
the expected relation between implicit affect and explicit affect. The relation between EPA and
ENA was significant, r =-.61, p <.01.

Discussion

The aim of the current study was to provide a Czech version of the IPANAT. Furthermore,
our goal was creation and initial validation of a shorter version of the test, which will be more
suitable for use in workplace setting. We will first discuss the adaptation of the test and the findings
regarding the psychometric properties of the IPANAT-CZ. Afterwards, we will focus on specific
questions that could be investigated in future studies relating to work and organizational

psychology.
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The pretest analysis showed that the artificial words BASDI, KUMIF, MIPOK, CEBJU, and
NIMPE were neutral and meaningless in a Czech context. The subjective associations with the
words were not related among the participants, and did not have a clear positive or negative
connotation. For example, in the Spanish adaptation (Hernandez et al., 2020) the word TUNBA
frequently elicited in the participants the association with the Spanish word for grave (tumba), and
consequently was discarded as a stimulus that can be used in the test. This relates to the
measurement error variance. As Quirin et al. (2009) suggest, some of the chosen words may still
elicit subjective associations in some individuals. However, decrease of error variance is achieved
by aggregating the responses for each emotional word across artificial words. Furthermore, the
authors propose that subjective associations can as well contribute to true score, since “affective
states (or traits) do influence the likelihood with which the associates retrieved from memory are
positive or negative” (Clark & Waddell, 1983, as cited in Quirin et al., 2009, p. 503).

Regarding the procedure proposed by Quirin et al. (2009) for obtaining the artificial words,
although it has been used in many subsequent studies, we propose that in can be further improved.
A one possible avenue is to give the preliminary artificial words to a larger sample, and assess
them on a semantic differential scale (Osgood et al., 1957). This will allow to choose words with
the most neutral connotative meaning. Additionally, there can be control for the bouba/kiki effect
(Ramachandran & Hubbard, 2001) when selecting the artificial word stimuli. It has been shown
that there is non-arbitrary mapping between speech sounds and visual shape of objects. In that
sense, it can be assumed that some artificial words with “sharp” speech sounds can evoke
associations of such objects, as well. Consequently, this could be related with assessment of

artificial words as tense, or increase of measurement error.

Concerning the psychometric properties of the IPANAT-CZ, the results have shown that the
internal consistencies were satisfactory, although the Cronbach alpha for the INA was somewhat
lower. However, the results are comparable with previous findings (Quirin et al., 2018). The factor
structure was clear, and the components of IPA and INA were orthogonal, which is in line with
previous investigations (Quirin et al., 2009; Sulejmanov & Spasovski, 2017). However, it should
be mentioned that in some studies (e.g. Hernandez et al., 2020) using a confirmatory factor analysis

(CFA), the two dimensions were non-orthogonal.
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The results from the correlational analysis of implicit and explicit affect, have failed to
provide evidence for convergent validity. Previous studies (Quirin et al., 2018) have shown that
IPA is positively associated with EPA, and not in a relation with ENA, whereas INA positively
correlates with ENA, and is unrelated to EPA. This kind of results were obtained in most of the
samples used, and primarily were using the original PANAS. One explanation for our results is
that we have employed the same adjectives for the assessment of explicit affect, and there was a
low internal consistency of the ENA scale. We should mention that the correlation between INA
and ENA, just failed to be significant, r = .13, p = .06. Furthermore, our study was internet-based,
and there is a possibility of careless responding (Ward & Pond, 2013). Definitely, we advise future
studies to employ the original PANAS scale, and not exclusively rely on web-based samples.

In conclusion, our investigation has shown that the IPANAT-CZ has acceptable internal
consistency, and a clear factor structure. In that sense, we have provided preliminary evidence for
the psychometric properties of the Czech version of the test. However, further studies are needed
that will provide evidence for test-retest reliabilities, and construct validity. In addition, future
examinations should as well employ CFA, and also use a representative sample of employees.

These steps are needed before the test can be used in a workplace setting.

Next, we propose five specific areas (selection decision process, outcomes from training, job
stress, job satisfaction, and organizational climate) from work and organizational psychology that

should benefit from investigating the role of implicit affect.

Firstly, when using the IPANAT in the workplace setting, it is advisable that the instructions
should be altered to include a “cover story” applicable in the work context. For example, it may
be written that the goal of the research is related to choosing a brand name. In that way, subjects
should focus on the characteristics of the artificial words, or the intention to redirect their attention
form the actual aim of measurement is still achieved. However, the instructions should not include
naming a specific product, since this will lead to eliciting associations that participants might have

with that product.

Researchers focusing on the impact of emotions on the employee selection process have
provided large conclusions about the effects of candidates' emotions on their performance during
different types of selection techniques (Buckley et al., 2017; Hausknecht et al., 2004; McCarthy

& Goffin, 2004). Other studies have discussed the impact of emotions on selection process in a

71



broader framework of emotional intelligence (e.g. Fox & Spector, 2000; Kluemper et al., 2015),
defined as the ability to recognize, evaluate and express emotions, understand and regulate them
in oneself and as well in others (Mayer & Salovey, 1997). However, the above studies have paid
attention especially to ability, trait affect, or explicit emotional states. Moreover, there have been
just a few studies focusing on the role of emotions in decision making by HR specialists, although
their emotions influence, besides interviews, results of other selection techniques as well (Buckley
et al., 2017). For example, Fox and Spector (2000), who conducted one of the sporadic studies,
found in their research that the affective reaction of the interviewer mediates the relation between
emotional intelligence of candidate and interview outcomes. Therefore, it seems that the effects of
affects of both, candidate and HR specialist, on interview outcomes and decision making in other

selection technigues, should be investigated further.

In the field of employee training, personality traits as well as characteristics related to
emotions were identified as significant predictors of motivation to learn (Christiansen & Tett,
2013). Among affects, attention was paid particularly to anxiety. Anxiety is a negative predictor
of motivation to learn as well as self-efficacy after training (Collquitt et al., 2000). However,
Darban and Polites (2016) included emotions to a broader model of training, explaining the
dynamics of training in IT and found that the role of anxiety in motivation to learn can be
dependent on other individual differences and situational factors. From that perspective, we
suggest investigating the role of the emotions in motivation to learn, and their impact on training
outcomes. Because previous studies were aimed at stable predictors largely (Christiansen & Tett,
2013), we propose, in accordance with Newton (2013), focusing on effects of emotions, and not
just to the explicit ones, but especially to those which are outside of participants” immediate

attention.

Previous studies have shown that implicit affect is related with cardiovascular activity (CV),
which if prolonged is related with progress and development of CV diseases (Weil et al., 2019).
In that sense, understanding the relation between stressors in organizations, implicit affect, and
strains form it, is an important question for further research. Consistent with Kahn and Byosiere
(1992) framework for the study of stress in organizations, implicit trait affect might moderate the
relation between stressors and the appraisal process, or the relation between the appraisal process
and strains. This is in line with the conclusion that the IPANAT is related with CV activity during
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and after a stressor (Weil et al., 2019). Further studies are needed that will investigate this relation
in workplace context, but also could consider the role of implicit affect on other consequences of
job stress, namely psychological, and behavioral. Definitely, the main goal should be offering
prevention strategies before the consequences are developed. For example, cognitive restructuring,
or focusing on changing perceptions and thought processes that are connected with stress (Landy
& Conte, 2013) is one alternative. It should be noted that Quirin et al. (2009) explicitly state that
implicit affect should not be equated with the term unconscious, or these representations may be
translated into conceptual propositions which are processed through reflective consciousness.
Consequently, the goal of cognitive restructuring in this case would be firstly becoming aware of
these representations, and afterwards changing negative thoughts into positive ones (Quick et al.,
1997).

Concerning job satisfaction, it is recognized that a distinction between affect states and
attitudes should be made (Weiss, 2002). However, self-report measures of affect are biased by
numerous factors (see Weil et. al, 2019). The inclusion of implicit affect in job satisfaction research
would firstly contribute for more objective measurement of the construct, which is related with
general efforts for better operationalization of psychological phenomena (Kahneman, 1999).
Furthermore, Bowling et al. (2008) in a meta-analysis have shown that explicit PA and NA are
related with facets of satisfaction, namely satisfaction with work itself, supervision, co-workers,
pay, and promotion. In line with these findings, future examinations could investigate the
incremental validity of IPA, and INA in predicting specific facets of satisfaction. Another option
is to use event sampling techniques (Tschan et al., 2005) which enable assessment of implicit affect
across time periods. Such studies will provide deeper understanding of environmental influences
on implicit affect, and its relation with job satisfaction. In relation with the notion of Landy and
Conte (2013), that it is important to explore the contributions of disposition and environment on
emotional experience, the emerging question is which specific work events, and in whom, are
related with changes in implicit affect, and how this relates with job satisfaction, or other work

behaviors?

Finally, implicit affect can be investigated in relation to the construct of organizational
climate, in which emotions are deeply rooted. As a type of organizational climate (multi climate
construct, see Landy & Conte, 2013), the emotional or affective climate has a connection to loyalty
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and productivity, and attracted the attention of research and practice for its potentially positive as
well as negative organizational outcomes (Schneider & Barbera, 2014). Emotional climate
(Berman Brown & Brooks, 2002), is described as unique sets of emotions, which are shared by a
group of individuals who are involved in organizational structures and processes. Although the
main characteristic of the emotional climate is sharing patterns of emotions, it does not mean an
equality of emotional experiencing in team members. Individual patterns of rapidly changing
emotional experiences and expressions lead to different contributions to the whole climate, and to
different individuals' agreement with the climate, which mirrors the following level of job
satisfaction and motivation (Berman Brown & Brooks, 2002). Differences in contribution to
emotional climate also stream from team roles and authority. This opens the opportunity to apply
the above-mentioned event sampling techniques (Tschan et al., 2005) to assess day-to-day impacts
of implicit affects of team members on their individual agreement with the climate, and on the
emotional climate itself, with acknowledgment of team members” asymmetries in authority. That
direction seems to be quite new and offering a deeper understanding of climate dynamics and its

outcomes.
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Abstract

This paper deals with career decision-making difficulties in secondary school and university

students.

Obijectives. The research goal was to define the difference in career decision-making difficulties
between the college and secondary school students of ending classes by taxonomy of Emotional

and Personality-related Career decision-making Difficulties (Saka et al., 2008).

Method. The Emotional and Personality Career Difficulties Scale (EPCD; Saka et al., 2008)
was used for measuring level and type of difficulties. The survey sample (N = 127) consists of
grammar school students of year four classes (N = 56, Mage = 18.6; SDage = 0.49) and university
students of various study fields of Master’s degree ending classes (N = 71, Myek = 23.9; SDvex
=0.74).

Results. The grammar school students exhibited significantly higher level of anxiety about the
decision-making process, anxiety about making a choice, higher level of uncrystallized anxiety

and low self-esteem than university students.

Conclusions. The results clarify the context for career counselors and psychologists who work

with young people's career decision-making.
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Limitations. It is not appropriate to generalize the results, the survey sample consisted of
grammar school students and university students of four study fields.

Keywords. Career decision-making difficulties; emotional and personality difficulties;

secondary school students; university students

Abstrakt

Predkladana studia sa zaoberd tazkostami s kariérovym rozhodovanim stredoskolskych a

vysokoskolskych studentov.

Ciel’. Cielom bolo porovnat' uroven tazkosti s kariérovym rozhodovanim vysokoSkolskych
a stredoskolskych studentov konciacich rocnikov podla taxonomie emocnych a osobnostnych

tazkosti s kariérovym rozhodovanim (Saka et al., 2008).

Metoda. Mieru atyp tazkosti v procese kariérového rozhodovania sme merali pomocou
Emotional and Personality Career Difficulties Scale (EPCD; Saka et al., 2008). Vyskumny
subor (N=127) pozostaval z gymnazistov stvrtych roc¢nikov (N = 56, Mvek = 18,6; SDvex = 0,49)
a vysokoskolskych Studentov roznych odborov konciacich rocnikov magisterského studia (N =

71, Mvek = 23,9; SDvek = 0,74).

Zistenia. Stredoskolski Studenti mali Statisticky vyznamne vyssie hodnoty uzkosti z procesu
rozhodovania, uzkosti z procesu volby, vyssiu uroven nevykrystalizovanej identity a nizkej

sebauicty nez vysokoSkolski Studenti.

Zaver. Vysledky objasnuju suvislosti kariérovym poradcom a psychologom, ktori pracuju

S kariérovym rozhodovanim mladych ludi.

Limity. Vysledky nie je vhodné generalizovat, kedze vyskumny siibor pozostaval zo Studentov

gymnazia a vysokoskolskych Studentov styroch odborov.

Kracové slova. Tazkosti s kariérovym rozhodovanim,; emociondlne a osobnostné tazkosti;

stredoSkolski Studenti; vysokoskolski Studenti

Uvod

Tazkosti v procese kariérového rozhodovania Martincinova a Stead (2015, s. 4) povazuji

za ,,stresny pojem pre kazdého, kto ma problémy s rozhodovanim, ¢i uz je to prechodny stav
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nerozhodnutosti alebo vzorec tazkosti veduci k nerozhodnosti“. V kariérovej nerozhodnosti
emocionalne a osobnostné faktory maji vyznamnu ulohu, preto sa tazsie prekonavaju (Santos,
2001). S ohl'adom na odlisnu kariérovu zrelost” a situaciu v ktorej sa nachadzaju stredoskolski
a vysokoskolski Studenti o¢akavame odlisSné tazkosti s ich kariérovym rozhodovanim podla
taxonomie Sakovej, Gatiho a Kellyho (2008), ktoru si predstavime. V tejto suvislosti budeme

pouzivat pojem druhd kariérova smerovd volba, ktord je charakterizovand rozhodnutim

tykajiceho sa d’alSieho kariérového smerovania po strednej Skole (Ihnacik & Paulova, 2007).

Emocionalne a osobnostné tazkosti s kariérovym rozhodovanim

Emociondlne a osobnostné faktory st pri kariérovom rozhodovani klicové, preto sa
tazsie prekonavaju (Santos, 2001). Saka et al. (2008) sa zamerali na oblast’ emocionalnych a
osobnostnych aspektov tazkosti v procese kariérového rozhodovania. Vypracovali taxondmiu,
ktord pomdha jednotlivcovi pri lokalizdcii zdrojov jeho nerozhodnosti, a ktord obsahuje tri

hlavné oblasti tazkosti d’alej rozdelenych do 11 podkategoérii (Saka et al., 2008).

O prvej oblasti nazvanej Pesimisticky pohl'ad sa autori Sakova, Gati a Kelly (2008)
zmieniuji ako o tendencii Cloveka zameriavat’ sa na negativne aspekty situdcii a o¢akavat
negativne vysledky. Pesimisticky pohlad sa podla viacerych Studii spaja s kariérovou
nerozhodnostou a nerozhodnutostou (Beck, 1972; Saunders et al., 2000). Specificky
identifikuju oblasti pesimistického pohl'adu na proces rozhodovania, na svet prace a na kontrolu

jednotlivcom.

Ukézalo sa, ze rdzne aspekty uzkosti sa spajaju s kariérovou nerozhodnostou
a nerozhodnutostou a tiez s problémami, ktoré vyvstavaji pocas rozhodovania (Fuqua et al.,
1987; Kaplan & Brown, 1987; Santos, 2001). Bolo zistené, Ze nerozhodnuti a nerozhodni l'udia
vykazuju signifikantne vysSie Urovne Uzkosti ako rozhodnuti jednotlivel (Kaplan & Brown,
1987). Saka et al. (2008) rozlisuju v ramci klastra Uzkost’ - izkost’ o procese, neistote, o vol'be

a o vysledku.

TaZkosti vo formovani stabilnej, nezavislej osobnej a pracovnej identity a pozitivneho
self-konceptu st tiez Gizko spité s kariérovou nerozhodnost'ou a nerozhodnutost'ou (Blustein et
al., 1989). Saka et al. (2008) sem radia tazkosti z klastra Self koncept a identita, a to tazkosti
so sebavedomim, konfliktna vzt'ahovu vizbu (v zmysle miery zavislosti na nazoroch rodiny)

a nevykrystalizovanu identitu.
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Kariérové rozhodovanie v stvislosti s kariérovou zrelost’ou Studentov pred a po druhej

smerovej vol’be

Pre identifikaciu tazkosti pri rozhodovani o kariére je ddlezité rozliSovat’ aj vyvinovu
fazu, v ktorej sa lovek nachadza, pretoze rozvoj kariérovej pripravenosti priamo zavisi od veku
(Vendel, 2015). Kariérova zrelost’ by s vekom mala narastat’ (Healy et al., 1985; Healy et al.,
1987; Luzzo, 1993). V naSom pripade by sme teda mohli predpokladat’, ze stredoSkolski
Studenti maju nizsiu kariérovu pripravenost’ ako vysokoskolski studenti. Vysledky vyskumu od
Pattonovej a Creeda (2001) poukézali na fakt, ze Studenti vykazovali v niz§ich ro¢nikoch
strednej Skoly nizSiu Groven kariérnej zrelosti, nez Studenti, ktori navstevuju vyssie rocniky.
Powell a Luzzo (1998) vo svojom vyskume uvadzaju, Ze viac kariérovo zrely ¢lovek ma sklon
docielit’ nielen Gspesnejsiu, ale aj uspokojujucejsiu kariéru. Aj ked’ podl'a vyssie spominanych
vyskumnych zisteni kariérova zrelost vekom narasta, podla Hroncovej et al. (2017) je

nerozhodnost’ v procese rozhodovania o kariérovej drahe v kazdom pripade Castym problémom.

Charakter emocionalnych a osobnostnych tazkosti v kariérovom rozhodovani pred a po

druhej smerovej vol’be

V nadvéznosti na vys$ie spomenuti taxondmiu, z ktorej sme vychadzali uvedieme
stvislosti, ktoré vnimame v ramci stanovenych predpokladov. Kleiman et al. (2004) zistili, Ze
celkové pesimistické myslenie pozitivne korelovalo s tazkost'ami pri rozhodovani o kariére.
Sollarova (2016), ktora skamala t'azkosti v kariérovom rozhodovani pred a po druhej smerovej
vol'be zistila, Ze stredoSkolski Studenti mali Statisticky vyznamne vyssiu Groveinl pesimistického
pohl'adu na svet prace, na kontrolu jednotlivcom, tiez na rozhodovaci proces a vysledok

rozhodnutia nez vysokoskolski Studenti.

V pripade druhého klastra taxondémie (Saka et al., 2008) s nazvom Uzkost’ nachadzame
presvedcenia, ze vysoka troven uzkosti vedie ku kariérovej nerozhodnosti, o znamena, ze
inhibuje implementaciu rozhodovania o kariére (Lopez & Ann-Yi, 2006). Sollarova (2016)
zistila, ze stredoSkolski Studenti mali Statisticky vyznamne vysSiu uroven uzkosti z procesu
rozhodovania, z neistoty, z procesu vol'by a z vysledku ako vysokoskolski Studenti, podobné
vysledky budeme o€akévat’ aj v ramci nasho Specifického vyskumného stboru, ktory popiseme
nizsie. S nerozhodnost’ou o kariére suvisia tiez premenné, tykajice sa identity, ktoré nadvézuju

na nerozhodnost’ v kariére (Blustein et al., 1989) a ktoré tvoria treti klaster taxonomie (Saka et
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al., 2008). Sollarova (2016) v zmienenej suvislosti tiez poukéazala na to, ze stredoskolski
Studenti maju Statisticky vyznamne vys$Siu mieru nevykrystalizovanej identity ako

vysokoskolski Studenti.

Nase hypotézy zakladame na zmienenych empirickych zisteniach o predpokladanej
zvySujucej sa kariérovej zrelosti s vekom (Healy et al., 1985; Healy et al., 1987; Luzzo, 1993,
Patton & Creed, 2001), ktora by sa podl'a teorie t'azkosti s kariérovym rozhodovanim (Saka et
al., 2008) mala spajat’ prave snizSou urovilou emociondlnych a osobnostnych tazkosti
s kariérovym rozhodovanim. Vychadzame tiez z vysSie uvedenych vysledkov vyskumu
Sollarove; (2016), ktord porovnavala tazkosti srozhodovanim stredoskolskych
a vysokoskolskych studentov. Budeme teda predpokladat’ vyznamne vysSiu uroven tazkosti
s rozhodovanim, tazkosti suvisiacich s Uzkostou atazkosti suvisiacich s osobnostou
aidentitou u stredoskolskych S$tudentov neZz u vysokoskolskych Studentov v kazdom

z aspektov tazkosti skimanej taxonomie.

Vyskumny subor

Vyskumny subor tvorilo 127 respondentov, a to Studenti strednych a vysokych s§kol
konéiacich ro¢nikov (48 muzov a 79 Zien). Vyber vyskumného suboru bol prilezitostny. Cast
vzorky, ktora pozostavala zo stredoskolskych Studentov gymnézia v Novych Zamkoch (N =
56) tvorilo 29 muZzov a 27 zZien s priemernym vekom Myek = 18,63; SDyvek = 0,49. Druhu cast’
vzorky pozostavajucu z vysokoskolskych Studentov Styroch odborov: psycholdgia; ucitel'stvo
slovenského jazyka a ucditel'stvo etiky (Univerzita Kons$tantina Filozofa v Nitre) a Studentov
manazmentu (Univerzita Komenského v Bratislave) tvorilo 19 muzov a 52 Zien s priemernym

vekom Myek = 23,86; SDyek = 0,74.

Kvo6li odhadu velkosti vyskumnej vzorky bola prevedena a priori power analyza, ktora
naznacuje, Zze vybrany rozsah vyskumného suboru oboch skiimanych skupin je dostato¢ny na

identifikovanie strednych alebo silnejSich mier efektu rozdielu (d = 0,50 az 0,80 a viac), pricom
a=0,05a1-p3=0,80.

Meraci nastroj

Dotaznik The Emotional and Personality Career Difficulties scale (EPCD; Saka et al.,

2008) pozostava z 53 poloziek, pricom kazda z nich reprezentuje jednu z troch skupin faktorov,
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ktoré vychadzajii z predchédzajucich vyskumov modelu emociondlnych a osobnostnych
aspektov tazkosti v kariérovom rozhodovani a d’alej sa delia na 11 subskal: pesimisticky
pohlad (pesimisticky pohl'ad ohl'adom procesu rozhodovania, pesimisticky pohlad na svet
prace, pesimisticky pohl'ad na kontrolu jednotlivcom); tuzkost (lzkost ohladom
rozhodovacieho procesu, uzkost z neistoty obsiahnutej vo vol'be, uzkost’ z procesu volby,
uzkost’ ohl'adom vysledku rozhodovacieho procesu), osobnostné vlastnosti a identita (t'azkosti
so sebavedomim, vSeobecnu uzkost, nevykryStalizovani identitu a konfliktni vztahova
vazbu). Pre kazdu polozku, participanti odpovedaji na 9 bodovej likertovej skale od 1 - vobec
ma nevystihuje po 9 - vystihuje ma vyborne. P6vodna stadia dokazala kroskulturalnu validitu,
dobri vnutornti konzistenciu a Struktiru meraciecho nastroja prevedenim konfirmacnej

faktorovej analyzy (Saka et al., 2008).

Preklad dotaznika do slovenského jazyka bol zabezpeteny pracovnikmi Ustavu
aplikovanej psychologie a Katedry psychologickych vied UKF v Nitre. V ramci skimania
psychometrickych vlastnosti dotaznika na slovenskej vzorke stredoskoldkov, ma kazda zo
subskal uspokojivu vnutornt konzistenciu o > 0,625 pri N = 84 s vekovym priemerom AM =
17,20 (SD =6,61) z toho 37 % muzov a 63 % zien. Ked'Ze sa pouzivaju aj $kaly, ktoré vznikaju
zluenim danych subskal, zistovali sme aj ich vniitorna konzistenciu: Skala pesimistického

pohl'adu na proces o = 0,657, skéla anxiety o = 0,941 a Skéla identity a osobnosti o = 0,840.

V pripade, Ze sa jedna o osobnostny dotaznik, je podl'a Trauba (1994) akceptovateI'na
urovein Cronbachovej alfy 0,60 - 0,70; uvedomujeme si vSak, Zze podla inych autorov je
akceptovatelnd urovein o > 0,70 (Tavakol & Dennick, 2011). Tato skuto¢nost’ mdze byt
sposobena niz§im poctom poloZiek v ramci jednotlivych subskal, pripadne aj menej rozsiahlou
vyskumnou vzorkou na ktorej bola vnitorna konzistencia jednotlivych subskal dotaznika

zistovana.

Previedli sme tieZ faktorovl analyzu dotaznika na vicSej vzorke respondentov, ktora
pozostavala zo stredoSkoldkov a vysokoskolakov, N = 136 s priemernym vekom AM = 16,80
(SD = 0,87), 28 % muzov a 72 % zien. Vzhl'adom na skorelovanost’ faktorov dotaznika sme
pouzili rotaciu Direct oblimin. Faktorova analyza generovala 11 faktorov, ktoré vysvetl'uj

70,60 % rozptylu (Banasova, 2016).

Konstruktova validita slovenskej verzie nastroja bola overovand na stredoskolskych
Studentoch a zakladala sa na skimani medzipohlavnych rozdielov, a tiez koreldciach s inymi

konstruktmi z oblasti kariérového poradenstva, napr. s kariérovou rozhodnutost'ou, kariérovou
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motivaciou, kariérovymi tazkostami a pracovnou identitou (Hroncova et al., 2016). Dotaznik
bol pouzity v rdmci slovenskych i ¢eskych stidii zameranych na problematiku kariérového

rozhodovania (napr. Banasova, 2018a, 2018b, 2018c; Sollarova, 2016).

Metody analyzy dat

Udaje, ktoré sme ziskali zberom vyskumnych dat, sme spracovali prostrednictvom
programu pocitacového programu IBM SPSS Statistics 21. VzhI'adom na normalnu distribuciu
dat v skimanych suboroch sme vychadzali z odporucani, ktoré uvadzaja Sollar a Ritomsky
(2003) a pouzili sme Studentov t-test pre dva nezavislé vybery. Na posudenie vecnej
vyznamnosti uvadzame tiez koeficient vecnej vyznamnosti - Cohenovo d. A priori power
analyzu pre vypocet velkosti oboch skupin skiimanej vyskumnej vzorky sme previedli

pomocou programu G*Power 3.1.

Vysledky

Vysledky uvddzame v troch tabulkach zobrazujucich priemerné hodnoty tazkosti
s kariérovym rozhodovanim stredoskolskych a vysokoskolskych studentov podl'a jednotlivych

klastrov taxondmie (Saka et al., 2008).

Tabul’ka 1. Porovnanie stredoskolskych a vysokoskolskych Studentov vo faktoroch

pesimistickeho pohladu

Studenti Studenti
Pesimisticky SS (N1 =56) VS (N2=71) t df P
PohPad M1 SD1 Mz SDz
PPhra svet price 27,17 6,93 26,30 7,68 ,660 125 ,510
PPna kontrolu jednotlivcom 17,35 6,27 15,23 7,74 1,660 125 ,099 130

PPhna rozhodovaci proces 16,26 4,57 15,28 5,66 1,085 124,928 ,280 ,19

Poznamka. PP = pesimisticky pohl'ad, t = vysledok Studentovho t-testu, df = stupne vol'nosti, p = $tatisticka
vyznamnost’, d = Cohenovo d

V pripade rozdielov vo faktoroch pesimistického pohl'adu sme nezistili rozdiely medzi
stredoskolskymi a vysokoSkolskymi Studentmi p > 0,05. Vecnad vyznamnost' rozdielov
v pripade vSetkych sledovanych aspektov (pesimisticky pohlad na svet prace, na kontrolu

jednotlivcom a na rozhodovaci proces) bola mala (d = 0,12 — 0,30).
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Tabulka 2. Porovnanie stredoskolskych a vysokoskolskych Studentov vo faktoroch

uzkosti
Studenti Studenti

. ’ SS (N1 = 56) VS (N2 =71) t df p d
Uzkost Ml SDl M2 SDZ

ANXzpr 24,10 6,95 20,70 8,48 2,427 125 0,17 44
ANXnov 30,23 12,18 27,40 10,70 1,388 125 ,168 25
ANXpy 37,80 12,68 32,59 13,85 2,184 125 ,031 .39
ANXuyrp 19,64 7,61 18,12 7,47 1,125 125 ,263 ,20

Pozndamka. ANXzp = izkost’ z procesu rozhodovania, ANXnevy = izkost” z neistoty obsiahnutej vo volbe, ANX,y
=Tuzkost’ z procesu vol'by, ANXyrp = tizkost’ ohl'adom vysledku rozhodovacieho procesu, t = vysledok Studentovho
t-testu, df = stupne volnosti, p = $tatisticka vyznamnost’, d = Cohenovo d

Analyza rozdielov medzi stredoSkolskymi a vysokoskolskymi $tudentmi v aspekte
uzkosti preukazala, ze stredoskolski Studenti maju vyznamne vys$siu troven uzkosti z procesu
rozhodovania (M = 24,10; SD = 6,95) nez vysokoskolski Studenti (20,90; SD = 8,48).
Stredoskolski Studenti maju taktieZ vyznamne vysSiu Uroven uzkosti z procesu volby (M =
37,80; SD = 12,68) nez vysokoskolski studenti (32,59; SD = 13,85). V oboch pripadoch sme
zaznamenali v8ak len malt vecni vyznamnost'. V pripade Gzkosti z neistoty obsiahnutej vo
volbe atuzkosti ohladom vysledku zrozhodovacieho procesu sme Statisticky vyznamné

rozdiely nepreukdzali, miera efektu rozdielu je tiez mala.

Tabul’ka 3. Porovnanie stredoskolskych a vysokoskolskych Studentov vo faktoroch

sebaobrazu a identity

Studenti Studenti
Sebaobraz a identita SS (N1 = 56) VS (N2=71) t df p D
M SD; M, SD;

Nevykrystalizovana identita 16,16 7,80 13,26 709 2182 125 ,031 ,39

Nizka sebaiicta 17,23 6,37 1411 6,29 2,756 125 ,007 ,49

VSeobecna uzkost’ 20,12 7,70 18,16 8,06 1,384 125 ,169 .25

Konfliktna vztahova vizba 24,75 8,94 20,19 9,25 2,793 125 ,006 ,50

Poznamka. t = vysledok Studentovho t-testu, df = stupne volnosti, p = Statistickd vyznamnost, d =

Cohenovo d
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Analyza rozdielov medzi stredoSkolskymi a vysokoskolskymi Studentmi v aspekte
sebaobrazu a identity preukdzala, ze stredoskolski Studenti maji vyznamne vysSiu Groven
nevykrystalizovanej identity, nizkej sebaucty a konfliktnej vzt'ahovej vizby nez vysokoskolski
Studenti. Miera efektu rozdielu je mala az stredne silna (d = 0,39 — 0,50). V pripade vSeobecnej

uzkosti sme Statisticky vyznamné rozdiely nezaznamenali, miera efektu rozdielu je mala.

Diskusia

V pripade Kklastra Pesimisticky pohlad sme nezaznamenali rozdiely medzi
vysokoskolskymi a stredoSkolskymi §tudentmi (Tabulka 1). Vysledok analyzy koresponduje s
tvrdenim Sollarovej (2016), ktora zistila, ze stredoSkolski Studenti nemaju Statisticky vyznamne
vysSiu urovenl pesimistického pohl'adu na rozhodovaci proces a na svet prace ako
vysokoskolski Studenti. V pripade pesimistického pohladu na kontrolu jednotlivcom sme
narozdiel od Sollarovej rozdiely nezistili, v pripade spominanej $tadie bola vSak vecna
vyznamnost’ rozdielu mala. Uroven pesimizmu sa vV tomto pripade javi nerozdielna u oboch
skimanych kohort. Tym, Ze S§tidia nie je dizajnovand longitudindlne vSak nemdzeme
jednozna¢ne hovorit’ o perzistentnosti zmienené¢ho aspektu v Case. Ide tiez o maly efekt
rozdielu. Pesimisticky pohl'ad ako stabilnejsia charakteristika osobnosti, ktora ma potencial sa
tiez spajat stakymi premennymi ako je lokalizdcia kontroly (Rotter, 1966), ¢i viera
v spravodlivy svet (Begue & Bastounis, 2003) sa javi skor ako stabilnejSia charakteristika, ktord

predpokladd tzv. fixné nastavenie mysle osobnosti, tak ako to definovala Dweckova (2015).

Kaplan a Brown (1987) uvadzaju, ze na rozdiel od rozhodnutych l'udi, nerozhodnuti a
nerozhodni jednotlivei maji vysSiu Groven uzkosti pri rozhodovani o kariére. V pripade tzkosti
z procesu z rozhodovania a uzkosti z procesu volby klastra Uzkos? sme v pripade
stredoskolskych Studentov zistili vy$Siu Uroven spominanych foriem uzkosti (Tabulka 2). Je
mozné, ze nizSia kariérova zrelost’ a mladsi vek stredoSkolskych Studentov sposobuje vacsiu
neistotu v procese z rozhodovania. Oba typy uUzkosti obsahuju procesudlny charakter
rozhodovania. Prave tizkost’ z procesudlneho charakteru rozhodovania, ktoré tieto dva aspekty
obsahuju, podla naSich vysledkov definuje rozdiely v kariérovom rozhodovani medzi
stredoskolskymi a vysokoSkolskymi Studentmi. Rozdiely v tuzkosti ohladom vysledku

rozhodovacieho procesu a uzkosti z neistoty obsiahnutej vo vol'be sa nepotvrdili.
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V nasom pripade sme porovnavali Studentov bezprostredne pred kariérovou volbou, v
pripade zmienené¢ho vyskumu Sollarovej (2016) boli vSak porovnavani Studenti nizSich
roc¢nikov. Je mozné, ze v pripade Studentov konciacich ro¢nikov uzkost’ z vysledku a neistoty
z volby, ktoré sa vzt'ahuji k samotnému vysledku z rozhodovania nie st tak kl'aicové, aby
definovali rozdiely medzi stredoskolskymi a vysokoSkolskymi Studentmi. Je tiez mozné, Ze
rozdiel sme nezistili vzhladom k tomu, ze obe porovnavané skupiny stali pred kariérovou
vol'bou, z Coho vyplyva Ze obe sa flou uz do istej miery zaoberali, nakol’ko podl’a Sollara et al.
(2019) je clovek casto schopny rozpoznat’ prichadzajiaci problém (v tomto pripade problém
vol'by), a ani jedna z nich tak nevykazovala vyznamne vysSiu mieru danej uzkosti oproti druhej

skupine.

Vyznamné rozdiely medzi Studentmi strednych a vysokych §kdl sme tiez zaznamenali v
Klastri Sebaobraz a identita (Tabul’ka 3). Stredoskolski $tudenti maji vyznamne vysSiu Groven
tazkosti s nevykrystalizovanou identitou nez Studenti vysokej Skoly, iSlo vSak iba o maly efekt
rozdielu. Proces formovania identity viak nie je dokonéeny, na o poukézali aj Cizkova et al.
(2005). V obdobi adolescencie pri vytvarani vlastnej identity zohrava ddlezita tlohu i sebatcta
(Valihorova et al., 2017), ktora sa stabilizuje (Macek, 2003). Rozdiely sme zaznamenali aj v
pripade nizkej sebaucty, ktord maju stredoskolski Studenti vyssiu, v tomto pripade ide uz
o stredny efekt rozdielu. Znova sa potvrdil naS predpoklad, z ktorého sme vychadzali pri
formulacii nasich predpokladov, a to, Ze zvySujlca sa kariérova zrelost’ s vekom (Healy et al.,
1985; Healy et al., 1987; Luzzo, 1993; Patton & Creed, 2001), by sa mala spajat’ prave s nizSou

uroviiou emocionalnych a osobnostnych t'azkosti s kariérovym rozhodovanim.

VysSia uroven t'azkosti so vztahovou vizbou a separdciou bola zaznamenana u Studentov
strednej Skoly, a to so strednym efektom rozdielu. Konfliktna vzt'ahova védzba a separacia mozu
negativne vplyvat’ nielen na proces kariérového rozhodovania, ale 1 na kone¢nt profesijnu
vol'bu ¢loveka (Saka et al., 2008). Aj napriek poznatkom vd’aka ktorym vieme, Ze vzt'ahova
vézba postupne tvori uz od narodenia (Bowlby, 1969), a mala by byt relativne perzistentna, v
pripade starSich Studentov sa dosah rodiCov na kariérové rozhodovanie moéze s rastucou

autonomiou vysokoskoldkov zniZovat,, a tak mo6Zzu vztah s rodi€émi vnimat’ menej konfliktne,

mozno skor podporne, nakol’ko rodina a blizki posobia na spdsob, akym jednotlivec zvlada

situdciu (Huddkova & Sollar, 2016a).
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V teoretickom ukotveni pouzitej taxonémie sa dozvedame, Ze aspekt vSeobecnej tizkosti
je chapany ako §irsia osobnostnd vlastnost’ nez emdcia, ktora je viazana na rozhodnutia o kariére

(Saka et al., 2008). Mozno aj preto sme v pripade vSeobecnej uzkosti rozdiely nezaznamenali.

V priebehu vyskumného procesu si uvedomujeme niekol’ko limitov. Studenti v nagom
vyskumnom subore sa nachadzali v obdobi pred maturitnymi a Statnymi skusSkami, tento stav
mohol vplyvat’ na vysledky vyskumu. Dosiahnutd vecnd vyznamnost’ v niektorych pripadoch
nedosahuje strednt urovenl vyznamnosti miery efektu rozdielu medzi sledovanymi skupinami,
¢o je podla prevedenej power analyzy pre vypocet pocetnosti vzorky nedostatocné. S ohl'adom

na prilezitostny vyber vyskumnej vzorky tiez musime byt opatrni pri zov§eobecneni vysledkov.

Vzhl'adom na niz§iu vnitornu konzistenciu jednotlivych subskal dotaznika EPCD (Saka
et al., 2008) by bolo vhodné previest’ analyzy aj prostrednictvom inej taxonomie problémov
S kariérovym rozhodovanim, aby sme vysledky mohli interpretovat’ s vicSou istotou. Takymto
meracim nastrojom je napr. Specialty Indecision Scale (SIS; Richard et al., 2007), ktory zahifia

taktieZ taxonomiu problémov s kariérovym rozhodovanim.

Z pohladu kariérovej zrelosti, ktora sme spominali v Gvode, by bolo prinosom tiez
zahrnat’ do vyskumu aj Studentov treticho ro¢nika bakalarskeho stupna vysokych $kol, a tiez
iné vysokoskolské odbory, ktoré by sme mohli navzijom porovnat. Navrhujeme tiez
longitudinalny charakter $tadii, respondenti by mohli byt tak sledovani v ramci dolezitych
medznikov kariérovej cesty. V pripade nezistenych rozdielov uvaZujeme tiez o inych
premennych, ktoré by rozdiely v tazkostiach s kariérovym rozhodovanim definovali eSte
podrobnejSie, akymi su hodnoty lebo aj osobnostnd Struktira Studentov, ked’ze sme
zaznamenali rozdiely prave v oblasti sebaobrazu a identity. Na zdklade SirSieho portfolia
kariérovych zaujmov dolezitych v ramci kariérovych volieb a kariérového poradenstva
(Hudékova & Sollar, 2017, 2018; Huddkova, 2019), s nimi suvisiacich osobnostnych vlastnosti
(Huddkovad & Sollar, 2016b) ataktiez uz spominanych hodnét sa c¢lovek modze lahSie
prisposobit’ meniacemu sa pracovnému prostrediu (Matul¢ikova & Matulcik, 2012), ¢o by sa
mohlo odrazit’ aj v tazkostiach s kariérovym rozhodovanim. Bolo by prinosom tieZ venovat
pozornost’ aj biografickej, resp. rodinnej anamnéze respondentov. Niektori autori (napr.
Fuskova et al., 2018; Kusy, 2017) upozoriiuju na isté Specifikd (kvalita vztahovej vidzby

v detstve, prostredie v ktorom deti vyrastaju, signifikantni druhi a pod.), ktoré mézu vplyvat’ na

neskorsi vyvin jednotlivca (Sebokova & Uhlarikova, 2016; 2017), a to aj v oblasti kariérovych
volieb.
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Zaver

Uzkost, ktora vyplyva z procesualneho charakteru kariérového rozhodovania, by mohla
objasnovat’ rozdiely medzi rozhodovanim Studentov strednych a vysokych $kol konciacich
ro¢nikov. Uroved sebaticty, nevykrystalizovana identita a miera konfliktnej vztahovej vizby
reprezentujuce sebaobraz a identitu s aspekty, ktoré s rozdielnym rozhodovanim Studentov
Vv réznej faze ich kariérovej volby, podl'a nasich zisteni, suvisia. Zaujimavym zistenim je, ze
faktory pesimistického pohl'adu sa u oboch skimanych skupin nelisili. Vysledky objasiuju
suvislosti kariérovym poradcom a psycholégom, ktori pracuju s kariérovym rozhodovanim

mladych l'udi.
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Abstract

Objective. The relationship between personal and work life belongs to intensively investigated
topic, but the associations between the personal and work goals are only purely known. The
study examines the frequency of the personal and working goals in working people, compares

characteristics of these goals a looks on the mutual relationships of these goals.

Method. The sample included 67 working adults (66 % females, mean age 32 years, SD = 8.86).
The participants listed their three currently pursued goals and completed short scales
measuring goals characteristics and intergoal relationships. A progress in the three stated

goals was inspected after approximately three months.

Results. The working goals were rarely listed and their characteristics were similar to those of
the personal goals. The presence of working goals was not associated with the different level
of intergoal conflict or interference, but the working goals were achieved slightly more

frequently than personal goals.

Conclusions. The results point to the lower importance of work goals in the motivational

structure of the working adults, but these goals were achieved more frequently.

Limitations. The main limitation of generalizability of results is the small sample size and

investigation of intergoal relationships only on the very general level.

Keywords. work goals; intergoal relationships; goals achievement

Abstrakt

Ciel'. Sulad osobného a pracovného Zivota patri k intenzivne skumanej problematike, malo je

vSak preskumany vztah pracovnych a osobnych cielov. Prispevok sleduje zastupenie osobnych
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a pracovnych cielov u pracujucich, porovnava charakteristiky tychto cielov a zistuje vzajomné

vztahy medzi cielmi.

Metéda. Vzorku tvorilo 67 pracujucich (66 % Zien, priemerny vek 32 rokov, SD = 8,86)
ziskanych dostupnym zdaverom. Po uvedeni troch cielov, o ktorych dosiahnutie sa snaZia,
vyplnili kratke Skaly zistujuce vybrané charakteristiky cielov a boli zistované vztahy medzi

cielmi. Po priblizne troch mesiacoch bol zistovany progres v uvedenych cieloch.

Zistenia. Pracovné ciele boli uvadzané v nizkej frekvencii, pricom ich charakteristiky sa
neodlisovali od osobnych cielov. Pritomnost pracovnych cielov nebola spojend s inou tiroviiou
medzicielovej facilitacie ani konfliktu cielov, pracovné ciele vsak boli mierne viac dosiahnuté

ako osobné.

Zaver. Vysledky poukazuju na mensiu prioritu pracovnych cielov v motivacnej Strukture

zamestnanych, ale na vdacsiu pravdepodobnost ich dosiahnutia.

Limity. Hlavnym limitom zovSeobecnitelnosti vysledkov je obmedzend vzorka a sledovanie

vztahov medzi cielmi len na vseobecnej uirovni.

Kracové slova. pracovné ciele; vztahy cielov, dosahovanie cielov

Ciele

Pri pohlade na prelinanie pracovného a sukromného zivota sa vel'ka pozornost’ venuje
(najmé negativnemu) vplyvu pracovnych povinnosti na sukromny zivot (v obmedzenej miere
aj opa¢nym smerom), priCom sa zdoraznuje potreba suladu pracovnych povinnosti a vol'ného
casu (work-life balance; Sirgy & Lee, 2018), ked’ sa v si¢asnom chéapani prechadza od
konfliktu prace a osobného Zivota k ich zosuladeniu az obohacovaniu (Ruderman et al., 2002).
Casto vyjadrovanym Zelanim pracujucich vo vyskumoch nielen na Slovensku je tiZba mat
menej pracovnych povinnosti, s ¢im je spojené vnimanie pracovnych povinnosti ako nadmerne
zat'azujucich a zasahovanie prace do sukromia (Naser, 2012). Cielom prispevku je pohl'ad na
pracovnu a mimopracovnu oblast’ cez optiku psychologie motivéacie, konkrétne explicitnych
cielov a na ciel’ orientovaného spravania. Vzhl'adom na absentujuce vyskumy v tejto oblasti
tak pdjde o pilotnu $tadiu, v ramci ktorej nas bude zaujimat), ¢i sa pracovné ciele vobec a ako
Casto objavuju medzi hlavnymi cie'mi pracujucich, ¢i sa pracovné ciele odliSuju v svojich
charakteristikdch od mimopracovnych, takisto ¢i st vztahy medzi ciel'mi iné v pripade vyskytu

pracovnych cielov.
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Vztahy medzi cieP’mi

Ciele sa chdpu ako mentdlne reprezentdcie Zelanych stavov (Milyavskaya & Werner,
2018), vyjadruju to, ¢o chceme dosiahnut, pripadne Comu sa chceme vyhnut. VicSina
vyskumov na ciel’ zameraného spravania sa sustredila na izolované ciele bez ich vzt'ahu s inymi
ciel'mi, sledované tak boli vi¢Sinou vybrané charakteristiky ciel'ov (Gsilie, motivacia, zdvizok,
sebaucinnost’; napr. Pomaki et al., 2009; Werner et al., 2016) a skimané boli ich vztahy
s vysledkom, napr. cielovym progresom &i dosiahnutim ciela. Ziadne ciele viak neexistuju
osamote, bez vztahu k inym cielom, pri¢om najjednoduchsia klasifikacia vzt'ahov k ciel'om ich
moze vycClenovat ako navzajom sa podporujice alebo konfliktné (Riediger & Freund, 2004) —
teda Ci sa navzajom ovplyviluju pozitivnym alebo negativnym spésobom. Tu nés budu zaujimat’
ciele na priblizne rovnakej urovni vSeobecnosti, kedze v literatire najdeme aj priklady
sledovania suladu Specifickych cielov napr. so vSeobecnej$imi hodnotami alebo motivmi.
Konflikty medzi stfasne sledovanymi cielmi su spojené s negativnymi emocionalnymi
priznakmi (depresivne ¢i uzkostné priznaky) a zvySenym premyslanim o cieloch (Emmons &
King, 1988), ¢o sa vysvetluje stcasnou tendenciou konat aj zdrziavat' sa konania.
O dosiahnutie stcasne Zelanych cielov sa modZeme snaZzit' naraz, alebo postupne, pricom
ponimanie vzt'ahov medzi cielmi sa podla aktudlnych pristupov posunulo od bipolarneho
chépania k trom zadkladnym alternativam — nezavislost ciel'ov, facilitacia (sledovanie jedného
ciel’a zvySuje pravdepodobnost’ dosiahnutia druhého ciela) a konflikt (sledovanie jedného ciel’a
znizuje pravdepodobnost’ dosiahnutia druhého ciela). Ked'ze cielov mdze byt viacero, aj
vztahy mozu byt’ viacrozmerné, tykajuce sa nielen dvojic ciel'ov, pricom facilitacia a konflikt
cielov (interferencia) sa chapu skor ako odlisné charakteristiky, nie protiklady (Riediger &
Freund, 2004). Konflikt cielov sa jednoznacne spdja s niz$imi uroviiami ,,pozitivnych*
premennych (pozitivne emocie, subjektivna pohoda) a vys$Simi droviiami ,,negativnych*

premennych (stres) (Gray et al., 2017)

Pracovné a osobné ciele

Tak ako prevladajucim trendom vo vyskume osobnych cielov je izolovany pohl'ad na
jednotlivé ciele, podobne to plati aj pri porovnani pracovnych a mimopracovnych cielov (v
stlade s pouzivanym pomenovanim pracovného a osobného zivota budeme v tomto prispevku
pre ciele netykajuce sa prace pouzivat’ nazov osobné ciele). Pozornost’ bola venovana najma
mimopracovnym cielom, aj ked’ rovnovdha pracovného a osobného zivota je vyznamne

spojena s konfliktom rodina-praca a prezivanim pozitivnych emécii (Fedakova, 2017; Sirgy &
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Lee, 2018). Rovnovaha pracovného a osobného Zivota vSak modze byt ovplyvnend aj mierou
autonomnosti v stanoveni ciel'ov a naplne pracovného zivota ¢i vnimanou ddlezitost'ou jednej
a druhej oblasti. Pri vSeobecnych charakteristikach pracovnych cielov sa da predpokladat’
podobny vzorec vztahov ako pri ostatnych cieloch (napr. pozitivny vzt'ah progresu alebo
dosiahnutia ciel’a so subjektivnou pohodou; Christiansen et al., 1999; Harris et al., 2003),
podobne ter Doest et al. (2006) uvadzaji, e napihanie osobnych ciel'ov prostrednictvom prace
je spojené s postojmi K praci a subjektivnou pohodou, tiez kongruencia osobnych a pracovnych
cielov ovplyviiuje subjektivhu pohodu (Edwards, 1992; ter Doest et al., 2006). Zaujimavé
z aplika¢ného pohladu je tieZ to, Ze ¢im viac vnimaji zamestnanci ich pracu ako napinajucu

ich osobné ciele, tym menej sa citia vyCerpani (Santos et al., 2012).

Ciele vyskumu

Uvedeny prehl’ad doterajSich poznatkov poukazuje na to, Ze ako vzt'ahy medzi ciel'mi
vSeobecne, tak vzt'ahy pracovnych a osobnych ciel'ov patria k oblastiam, ktorym vo vyskume
cielov nebola v doterajSom vyskume venovana dostato¢na pozornost’. Ciel'om prispevku je tak
sledovat’ to, aka doélezitost’ pripisuju pracujici vo svojej motivacnej Struktire pracovnym
cielom, a tym umoznit’ ich porovnanie s dolezitost’ou osobnych ciel'ov. Zaujimat’ nas bude tiez
to, ¢i sa pracovné a osobné ciele odliSuju v ich zakladnych charakteristikach, tiez aké st vzt'ahy
medzi pracovnymi a osobnymi ciel'mi, konkrétne ¢i bude pritomnost’ pracovnych cielov
spojena s inou uroviou facilitacie a interferencie (konfliktu) cielov. V poslednom kroku sa
zameriame na to, ¢i prisluSnost’ ku kategorii pracovnych alebo osobnych cielov predikuje ich
uspesné dosiahnutie. Vzhl'adom na absenciu vyskumov v tejto oblasti ponimame prezentovany

vyskum ako exploracny bez explicitne stanovenych hypotéz.

Metoda
Vzorka

Povodna vzorku SirSie zameraného vyskumu tvorilo 119 ucastnikov. Ked'Zze sme sa
zamerali na charakteristiky pracovnych cielov U pracujucich, v analyze sme pracovali len
s nimi, ¢im kone¢ny pocet tcastnikov klesol na 70 (66 % zien, priemerny vek 32,33, SDyex =
8,86). Vzorka bola ziskana dostupnym nendhodnym vyberom, sebavypoved’ové metddy boli

vo vicsine pripadov vypliiané online, v malom pocte pripadov v papierovej forme. Ked'Ze iSlo
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o SirSie koncipovany vyskum nezamerany primarne na pracovnu oblast’, bliz§ie charakteristiky

0 profesijnej Strukture vzorky nie je mozné poskytnut’.

Nastroje zberu dat

Po uvedeni zakladnych demografickych udajov uvadzali Gcastnici tri ciele, ktoré by
cheeli dosiahnut’ do priblizne dvoch mesiacov. Nasledne ku kazdému z tychto cielov
odpovedali na viacero otazok tykajucich sa ich zdkladnych charakteristik, ktorymi boli
dolezitost ciela (jedna polozka, Tento ciel je pre mna dolezity, Brandstitter & Schiiller, 2013),
vnimana dosiahnutel'nost’ (jedna polozka, Myslim, Ze mam vysoku Sancu dosiahnut’ tento ciel;
Brandstitter & Schiiller, 2013), sebat¢innost’ (tri polozky, napr. Som si isty, Ze dokdzZem
dosiahnut tento ciel, Pomaki et al., 2009), usilie (jedna polozka, Velmi usilovne pracujem na
dosiahnuti tohto ciela, Werner et al., 2016) a motivacia (internd, externd, dve polozky ku
kazdému typu motivacie, napr. Snazim sa tento ciel dosiahnut preto, lebo to odo mina niekto
vyzaduje alebo Snazim sa tento ciel dosiahnut pre radost a poteSenie, ktorii mi tento ciel
prinesie, Milyavskaya et al., 2015). V poslednej casti boli zistované vztahy medzi tromi
uvedenymi ciel'mi, konkrétne ich vzajomny konflikt (interferencia — 4 polozky, napr. Ako casto
sa moze stat, ze kvoli dosahovaniu ciela A nebudete venovat’ cielu B tolko casu, kolko by ste
cheeli?; Cronbachova o. = 0,91) a vzajomna facilitacia (2 polozky, napr. Ako casto sa moze
stat, Ze vykonate nieco pre dosiahnutie ciela A, co je zaroven vyhodné pre ciel B; Cronbachova
a = 0,86). Utastnici vyskumu boli opitovne kontaktovani po priblizne troch mesiacoch
s otazkou, ¢i sa im kazdy z troch cielov uvedenych v prvom zbere dat podarilo dosiahnut’,

vzdali sa ho, alebo sa 0 jeho dosiahnutie eSte snazia.

Vysledky

V prvom kroku analyzy sme realizovali obsahovl analyzu cielov uvedenych ucastnikmi,
pricom sme ciele rozdelili na pracovné (tykajuce sa vykonu profesie) a mimopracovné. Ich
porovnanie poukdzalo na vel'mi nizke zastupenie pracovnych ciel'ov, ktoré sa objavili len 20-
krat v prvom cieli (29 % odpovedi) a len 5-krat v druhom a v tret'om cieli. Druhou otazkou, na
ktori sa snazila odpovedat’ nasa analyza, bolo porovnanie pracovnych a mimopracovnych
cielov v ich zistovanych charakteristikach (Tabul'ka 1). V Ziadnej z nich sa vSak na hladine

vyznamnosti p < 0,05 tieto dve kategorie Statisticky vyznamne neodliSovali.
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Absenciu Statistickej vyznamnosti mdzeme interpretovat’ tak, ze nulovi hypotézu

nezamietame, to nam ale automaticky neumoziuje usudzovat’ na platnost’ nulovej hypotézy

(Perezgonzalez, 2015). Nésledne sme preto realizovali dodato¢nt analyzu toho, ¢1 st nase data

viac v sulade nulovou alebo alternativnou hypotézou. Ako naznacuje BF v prospech nulovej

hypotézy (BFo1), data st dva az trikrat viac v sulade s nulovou, nez alternativnou hypotézou.

Ak by sme vyuzili zauZivané slovné interpretacné kritéria (Wagenmakers et al., 2018),

evidenciu v prospech nulovej hypotézy by sme mohli oznalit' nanajvy$ ako anekdotalnu

(anecdotal) az miernu (moderate). Pre jednoznacnejsie vysledky je preto nevyhnutné na tento

vyskum nadviazat’. Ak sa zameriame na interpretaciu velkosti indexu vplyvu, Cohenove d

naznacuje maly efekt. Tento efekt by sa, hypoteticky, mohol ukazat’ Statisticky vyznamny pri

omnoho vic¢sich vyskumnych stiboroch, jeho praktickd aplikacna hodnota je ale otdzna.

Tabulka 1. Porovnanie charakteristik pracovnych a osobnych cielov

Charakt. cielov ~ Pracovny M SD t p Cohenovo BFo1  Error
ciel d %

Délezitost’ nie 6,22 122 -119 0,239 -0,38 1,84 0,01
ano 6,62 047

Dosiahnutel'nost’ nie 583 125 -0,76 0,449 -0,24 256 0,01
ano 595 0,78

Sebaucinnost’ nie 16,90 382 -0,79 0436 -0,25 2,53 0,01
ano 17,79 2,73

Usilie nie 530 142 080 0430 -0,25 251 0,01
ano 5,64 1,12

Externa nie 550 2,78 041 0682 0,13 3,02 0,01

motivacia Ano 514 258

Interna nie 12,39 2,46 -0,26 0,797 -0,08 3,14 0,01

motivicia ino 12,57 1,20

Nésledne sme sa zamerali na vztahy medzi ciel'mi, konkrétne ¢i je pritomnost’

pracovnych cielov spojend s inou mierou dvoch ukazovatel'ov vzt'ahov — ciel'ovej interferencie

alebo facilitacie (Tabulka 2). Ako je zrejmé z vysledkov (Tabulka 2), tento predpoklad sa

nepotvrdil.
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Tabul’ka 2. Porovnanie interferencie a facilitdcie u respondentov s a bez pracovnych cielov

Premenna  Pracovh M SD t p Cohenov BFo1  Error
¢ ciele od %

Interferencia nie 194 1,83 -0,71 0,480 -0,23 2,64 0,01
ano 209 2,15

Facilitacia nie 2,38 1,25 -0,67 0,504 0,21 2,70 0,01
ano 2,14 1,96

Pri pohl'ade na vysledky na ciel’ zamerané¢ho spravania po dvoch mesiacoch sme zistili
vyssie dosiahnutie pracovnych (64%) ako mimopracovnych (44%) ciel'ov, rozdiel vSak pri
malom mnozZstve tcastnikov v druhom kole (48) nebol vyhodnoteny ako Statisticky vyznamny
(X3(1) = 1,613, p = 0,20). Ucastnici vyskumu, ktori nimi uvedené ciele dosiahli, sa od skupiny

s nedosiahnutymi cie'mi neodliSovali ani v priemernom skore facilitacie a interferencie.

Diskusia

Ciel'om prispevku bol pohl'ad na pracovné ciele u pracujucich cez optiku toho, ako Casto
sa pri nepriamom dopytovani na tri 'ubovol'né ciele pracovné ciele vobec objavia. Ako bolo
zistené obsahovou analyzou uvadzanych ciel'ov, pracovné ciele boli zastipené len minimalne
pri porovnani s ostatnymi ciel'mi, ktoré sme sihrnne oznacovali ako osobné. Celkovo sa
z mnozstva 201 cielov (3 krat 67) objavili len 30-krat, ¢o nasvedCuje ich mensej dolezitosti
V hodnotovom systéme participantov. Na tento vysledok je mozné nazerat' z réznych uhlov
pohl'adu. Na jednej strane to s istymi obmedzeniami mézeme vnimat’ ako potvrdenie hierarchie
potrieb znamej z Maslowovej tedrie motivacie, kde pracovné ciele pri povolaniach, ktoré boli
vo vzorke najviac zastupené, neboli pravdepodobne priamo zamerané na uspokojovanie tych
zakladnych potrieb (fyziologické potreby, bezpecie, uznanie) a uvadzané osobné ciele boli
va¢Smi chapané ako wuspokojenie potreby sebarealizacie ¢i socidlnych vztahov.
Protiargumentom by samozrejme mohol byt’ sposob zistovania ciel'ov, ked’ kladené otazky boli
v explicitnej rovine, nemuseli tak zachytit' implicitny, neuvedomovany motivacny systém.
Ulohu mohlo zohrat’ aj obdobie, ked’ prvé kolo zberu dat prebehlo v decembri, ¢o je na jednej

strane spojené s narazovou pracou do konca roka (niektori participanti uvadzali napr. ukoncenie
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uctovnej zavierky), ale tiez s bilancovanim v sikromnej sfére ¢i snahou pocas sviatkov sa
venovat’ rodine (d’alsi ciel uvedeny v nasej vzorke). Aj napriek roznym pohladom je vSak
celkovy obraz dost jednozna¢ny a poukazuje na nizSiu doélezitost pracovnych ciel'ov

Vv motivac¢nej Struktire pracujucich.

Druhym ciel'om prace bolo porovnanie pracovnych a osobnych cielov v ich zakladnych
charakteristikich. Podobne ako minul¢ vyskumy uvéadzajice podobné vziajomné vztahy
roznych charakteristik ciel'ov v pracovnej i osobnej oblasti (Christiansen et al., 1999; Harris et
al., 2003), aj v nasom pripade sme zistili, ze ticto charakteristiky st si v tychto dvoch skupinach
cielov vel'mi podobné. Ak sa teda uz pracovné ciele vyskytli, participanti ich vnimali ako vel'mi
podobne dolezité a dosiahnutel'né ako osobné ciele, podobne sa o ne snazili a verili si v tomto
snazeni. Prekvapenim je aj podobnd motivacia — pracovné a osobné ciele boli podobne
motivované ako externe (napr. inymi 'ud’mi), tak interne (poteSenie, zaujem). Tento vzorec sa
odzrkadlil dokonca aj vo vztahoch medzi cielmi — pritomnost’ pracovnych ciel'ov nebola
spojena s vysSou mierou konfliktu cielov (aj ked’ ten bol zistovany prospektivne, do
budicnosti, nie otdzkami na aktudlny stav, rovnaky vysledok vSak bol zisteny aj pri
retrospektivnom dopytovani sa na minulé vzt'ahy medzi ciel'mi pri druhom kole zberu dat).
Vysledky sledovanej vzorky tak moézu poukazovat na adaptivne skibenie pracovného
a osobného Zzivota, ¢o moze vytvarat' predpoklady prezivania pozitivnych emocii (Fedakova,
2017; Sirgy & Lee, 2018). Priemerné hodnoty interferencie a facilitdcie poukazuju taktiez na

vyssie hodnoty facilitacie, teda pozitivneho posobenia dosahovania jedného ciel’a na iné ciele.

Pri pohl'ade na to, ktoré ciele boli CastejSie dosiahnuté, bola zaznamenand prevaha
pracovnych cielov, aj ked’ 20-percentny rozdiel (64 % vs. 44 %) nebol pri aktudlnej vzorke
Vv druhom kole (48) vyhodnoteny ako Statisticky vyznamny. Moze to vSak naznacovat’ to, €o je
zdoraznované pri odporucaniach pre dosahovanie cielov — pri pracovnych cieloch
predpokladand externd a priebeznd kontrola so zadefinovanym terminom dosiahnutia ciel’a
predstavuji vyznamné cinitele umoziujice ako monitorovanie cielového progresu, tak

motivacnu zlozku zvySujucu pravdepodobnost’ dosiahnutia ciel’a.

Aj napriek viacerym zaujimavym vysledkom a ich zhode s predchadzajticimi vyskumami
je potrebné poukazat’ na limity zovSeobecnitel'nosti. Tym hlavnym je velkost’ vzorky, ktora sa
nasledne mohla prejavit aj vnizSej heterogenite participantov. Dostupny vyber mohol
zapri¢init’, ze vyskumu sa z(castnila len osobita skupina z populacie, budice snazenia v tejto
oblasti by tam mali zabezpecit’ via¢siu a reprezentativnejsiu vzorku. Vyskum sa takisto spoliehal

len na sebavypoved’'ové metody, zaznamenavanie cielového progresu ¢i vztahov medzi ciel'mi
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externymi posudzovatel'mi by mohlo takisto zvysit validitu zisteni. Stadia tak predstavuje skor
pilotny pokus o pohl'ad na porovnanie pracovnych a osobnych cielov, ako aj na ich vzdjomné

vztahy a ich prejavenie sa vo vysledku na ciel zameraného spravania.

Zaver

Prezentovana Stidia poukédzala na dolezitost' skimania cielov nie ako izolovanych
konstruktov, ale zohl'adiiujuc ich vztahy s inymi cie'mi. Obsahova analyza ciel'ov poukazala
na mensiu dolezitost’ pracovnych ciel'ov v motivacnej Strukture pracujucich. Pracovné ciele sa
Vv ich sledovanych charakteristikach neodliSovali od mimopracovnych. Aj napriek limitom tak
vyskum poukazuje na nutnost’ zohl'adiiovania komplexu cielov pri snahe o0 ich dokladnejsie

poznanie a vysvetlenie.
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Preliminary View on Integration of Selected Approaches Concerning

Behavior Regulation in the Process of Goal Attainment

Predbezny pohlad na integraciu vybranych pristupov k regulacii spravania v procese

dosahovania ciel’a
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Abstract

Objective. This theoretical paper’s main objective is to provide a preliminary view on the
potential of integration of selected known approaches concerning behavior regulation in the
process of goal attainment, with the emphasis placed on practical application within the field
of work and organizations. The attention is directed towards the Regulatory Focus Theory, the
Self-determination Theory, and the Biopsychosocial Model, which are approaches often
applied separately in many research areas. The paper briefly discusses views of some of the
current authors directing their attention towards emerging new research possibilities and

applicability of the models linking mentioned theories.

Results. Introduced late views integrating existing theories on behavior regulation in the
process of goal achievement brought forward preliminary support for justified search for
connection between mentioned approaches. The emphasis was put on the link between the
regulatory focus and fundamental needs (autonomy, competence and relatedness), and also the

perception of a task as a threat/challenge.

Conclusions. This paper brings preliminary discussion on selected current views emphasizing
potential significance of integration of several approaches concerning behavior regulation in
the process of goal achievement, while pointing out the possible applicability in the field of

work.

Keywords. Regulatory Focus; Self-determination Theory; Biopsychosocial Model
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Abstrakt

Ciel’. Tento teoreticky prispevok ma za ciel poskytnut' predbezny pohlad na potencial
integracie vybranych zndamych pristupov k reguldcii spravania v procese dosahovania ciela, s
dorazom na jej praktické moznosti vyuZitia vo sfére prace a organizacii. Pozornost je venovana
najmd Teorii regulacného fokusu, Sebadeterminacnej teorii a Biopsychosocialnemu modelu,
ktoré su samostatne casto uplatiiovanymi pristupmi v mnohych vyskumnych oblastiach.
Prispevok strucne priblizuje pristupy niektorych sucasnych autorov venujucich pozornost
otvarajucim sa novym moznostiam skumania a praktickej aplikovatelnosti modelov

prepdjajucich uvedené teorie.

Zistenia. Predstavené nové pohlady integrujiice existujiice tedrie o reguldcii sprdvania v
procese dosahovania ciela priniesli predbezné potvrdenie ich predpokladov tykajucich sa
opodstatnenosti hladania suvislosti medzi uvedenymi pristupmi. Do popredia vyniesli najmd
suvis medzi regulacnym fokusom a fundamentalnymi potrebami (autonomia, kompetencia a

vztahovost), ako aj vnimanim ulohy ako hrozby/vyzvy.

Zaver. Tento prispevok predbezne priblizuje vybrané sucasné pristupy upriamujiice pozornost
na potencialnu vyznamnost integrdcie viacerych pristupov k regulacii spravania v procese

dosahovania ciela, s poukazanim na moznost praktickej vyuzitelnosti v pracovnej oblasti.

Kracové slova. regulacny fokus; sebadeterminacna teoria, biopsychosocialny model

Uvod

Neodmyslitelnou stiéastou Pudského Zivota je stanovovanie a naplianie roznorodych
cielov, nech uz ide o aktkol'vek mieru uvedomovania si procesu ich dosahovania. Na proces
dosahovania ciel'ov sa mozno pozerat’ z roznych stran, v zavislosti od centra zaujmu (¢i uz ide
o to, ako l'udia dosahuju ciele, preco a pod.). Na celt problematiku je mozné nahliadnut’ cez
motivaciu, teda hnacie sily vplyvajice na smerovanie spravania jedinca, ktoré moézu byt’ priamo
regulované jednotlivcom. Regulovanie procesu dosahovania ciela tak mozno chapat’ ako
dolezity aspekt sebaregulacie (Lovas, 2017). Pristupy k sebaregulacii sa vo svojej podstate
zaoberaju sposobom vyberu prostriedkov dosahovania ciel’a (ako), ¢im sa obohatila oblast’
Studia cielov predtym zamerand obzvlast’ na jadro motivacie (¢o) (Sassenberg & Scholl, 2019).

Dolezitym prvkom tychto pristupov su sebaregulacné stratégie, teda mapovanie vzorcov

108



vyberu prostriedkov, ktoré jedinci vyuzivaji v ramci rozli¢nych kontextov a ciel'ov (Sassenberg

& Scholl, 2019).

Literarne zdroje poskytuji bohaté mnozstvo informacii o doposial skiimanych
sebaregulacnych stratégiach. Mnoh¢ pristupy maji v psychologii svoje stale miesto, a kazdy z
nich ponuka vlastny uhol pohl'adu v zavislosti od typu stratégii, ktoré v flom zohravaju
centralnu ulohu. Ako vSak uvadza Sassenberg a Schollova (2019), v sucasnosti chyba
integrativny vyskum porovndvajuici rozdielne a spolocné charakteristiky rozliénych pristupov
k sebaregulacnym stratégiam. Vzhladom k sGc¢asnému vSeobecnému trendu prekondvania
medzier izolujtcich niektoré oblasti a s nimi stvisiace teoretické pristupy, nie je nemozné najst’
prienik do urcitej miery suvisiacich fenoménov. Nasledujuci text sa preto pokusi ¢iastocne
priblizit' stiasny pohlad integrujucu niektoré z najznamejSich pristupov, ako je Tedria
regula¢ného fokusu, Sebadeterminacna tedria a Biopsychosocialny model, vo vzt'ahu k procesu

dosahovania cielov.

Teoria regulaéného fokusu (TRF)

Po tom, ako sa jedinec rozhodne pre dany ciel’, sebaregulacné mechanizmy zabezpecia
snahu o jeho dosiahnutie. Podl'a Carvera a Scheiera (in Brandstétter & Hennecke, 2018) sa na
proces dosahovania ciel'a mozno pozerat’ cez spitnoviazbovu slucku zniZzovania diskrepancii
medzi suCasnym stavom a cielom (predstavujucim referencny bod — Zelany stav). V pripade
detekovania diskrepancie sa jedinec zacne snaZzit' o ¢o najvdcSie zredukovanie rozdielu v
podobe spravania veduceho k dosiahnutiu ciel’'a. Sebadiskrepancna tedria podobne popisovala
diskrepancie, ale v tomto pripade i$lo o rozdiely medzi aktudlnym self a cie'mi predstavujacimi
aSpiracie alebo povinnosti, ¢o vyustilo v dve odlisSné emocionalne dimenzie, a to viedlo k
identifikovaniu dvoch sebaregula¢nych spdsobov priblizovania sa poteseniu, a dvoch sposobov
vyhybania sa bolesti (Higgins, 2015; Higgins et al., 2020). Postupne sa z tejto tedrie vyvinula
Teoria regulacného fokusu (,,Regulatory focus theory”) postulujuca existenciu dvoch
motivacnych systémov majucich svoj zaklad vo fundamentdlnych potrebach rastu a bezpecia
(Higgins, 2015; Higgins et al., 2020). Fokus na presadzovanie sa (,,promotion focus*) ma
zaklad v potrebe vyZzivy a rastu, a takito jedinci sa primarne zaujimajii o pritomnost’ alebo
nepritomnost’ pozitivnych stavov — ziskov, pri¢om sa horlivo snazia o dosiahnutie idealneho
stavu spojené¢ho s ich nadejou a aSpiraciami (Higgins, 2015; Higgins et al., 2020). Preven¢ny

fokus (,,prevention focus®) vychddza z potreby bezpecia, a tito jedinci sa preto zaujimaji o
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pritomnost’ alebo nepritomnost’ negativnych stavov — strat, priCom sa ostrazito pokuSaju
dosiahnut’ ciele reprezentujice ich povinnosti a zavazky (Higgins, 2015; Higgins et al., 2020).
Tieto dva systémy st pritom navzajom nezavislé, a oba sa vyskytuji u kazdého jedinca, priCom

jeden z nich m6ze mat’ dominantné postavenie, ale nemusi.

Regulaény fokus vplyva na proces dosahovania ciel’a nielen v suvislosti s kone¢nymi
stavmi, o ktoré¢ sa jedinec usiluje, ale aj jedincom preferovanymi stratégiami a taktikami
vyuzivanymi pre dosiahnutie ciel'a (Higgins et al., 2020). Jedinci s presadzovacim fokusom
zvykni v porovnani s jedincami s prevenénym fokusom uprednostnovat’ rychlost’ pred
presnostou, kreativne myslenie pred analytickym, a rozhodovanie na zdklade pocitov pred
rozhodovanim na zéklade faktov (Higgins et al., 2020). V pripade, ze mé jedinec moznost’ na
dosiahnutie ciela vyuzivat' preferované prostriedky, ktoré st v sulade s jeho motiva¢nou
orientaciou (fokusom), dochadza k regulacnému fitu (zhode). Regulacny fit zvySi hodnotu
ciela, o ktoré¢ho dosiahnutie sa jedinec poktsa, ¢im sa posilni angazovanost’ jedinca v procese
dosahovania ciel’a a objavi sa dobry pocit vyplyvajici z vnimania procesu snazenia sa o ciel’

ako spravneho (Cesario et al., 2008; Higgins et al., 2020).

TRF vSak nie je jedinym pristupom snaziacim sa uchopit komplexnu problematiku
reguldcie spravania v procese dosahovania ciela. Vzhladom k vyndrajiicej sa potrebe
integrujuceho pristupu sa viaceri autori pokusili o prekonanie rozdielov medzi poprednymi

tedriami, ¢im vzniké priestor pre overovanie navrhovanych novych modelov.

Sebadetermina¢na teoria (SDT) a Model podpory potrieb

Sebadeterminacnd tedria postuluje, ze dovody v pozadi dosahovania ciela variuji od
autonomnych po kontrolované v zavislosti od toho, do akej miery jedinec vykonava ¢innost’ z
vlastnej vole, a do akej miery je do aktivity tlaceny vplyvom prostredia (Lovas, 2017; Werner
et al., 2016). Tedria sebakonkordancie takisto odliSuje autonémnu motivaciu od kontrolovanej,
pricom pojmom sebakonkordancia oznacuje mieru jedincom pocitovanej autondémie pri
dosahovani ciel'a vychadzajiceho z jedincovych hodnét a zaujmov (Werner et al., 2016). SDT
zdoraziiuje fungovanie urcitych potrieb ako poziadaviek nevyhnutnych pre optimalne
fungovanie jedinca, a to konkrétne potrebu autondémie, kompetencie a vzt'ahovosti (Vaughn,
2017). Hoci sa SDT zaobera pri¢inou dosahovania ciel’a (prec¢o), kde potreby figuruju ako
nevyhnutné poziadavky (na rozdiel od TRF, ktord nazera na spdsob dosahovania ciel’a (ako),

kde urc€ité iné potreby posobia ako motivy), niektori autori vidia v tychto pristupoch potencial
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vzajomného vplyvu (Vaughn, 2017). Podl'a Vaughnovej (2017) na jednej strane potreby, ktoré
su poziadavkami, mozu posilnit’ ur¢ité motivy, bez ohl'adu na mieru podpory danych potrieb;
na strane druhej, motiva¢né orientacie zamerané na rast alebo bezpecie (ako to uvadza TRF)
modzu viest’ jedinca k zvySeniu alebo znizeniu ur€itych potrieb, ktoré si poziadavkami (Vaughn,
2017).

Presahujuc hranice uvedenych tedrii preto Vaughnova (2017) navrhuje Model podpory
potrieb (,,Need-support model*), ktory predpokladé jedincovu schopnost’ zvysit’ alebo znizit
podporu potrieb pre umocnenie presadzovacieho alebo prevencného fokusu. V zasade by sa tak
zvySenie subjektivnej podpory potreby malo odrazit’ v naraste horlivého pristupu k moznostiam
prinosu ziskov, a znizenie subjektivnej podpory potreby by malo viest’ k narastu ostrazitosti
(Vaughn, 2017). Zaroven mdze byt subjektivne prezivanie regulaéného fokusu ovplyvnené
podporou potrieb. Skusenosti so situdciami, ktoré vysoko podporovali potreby, budu jedinci
pravdepodobne spdjat’ s presadzovacim fokusom, vzh'adom k subjektivnemu vnimaniu tychto
situacii ako prilezitosti na rast a vyskytu ,,dobrych veci (Vaughn, 2017). Skusenosti so
situdciami, ktoré menej podporovali potreby, mdézu jedinci spdjat’ s prevenénym fokusom,
ked'Zze takéto situdcie so sebou prindsaju menej moznosti rastu, a vac¢si tlak na udrzanie
,dobrych veci* prostrednictvom zabezpecenia o najmensieho vyskytu ,,zlych veci* (Vaughn,
2017). Spojenie aktivity s regulaénym fokusom je vSak podla tohto modelu zavislé na vyskyte

dostato¢nej urovne motivacie.

Vaughnova (2017) uvéadza niekolko Studii blizSie skimajticich navrhované prepojenie
tychto tedrii, a ich vysledky podporujtice hypotézy vzdjomného uc¢inku vnimanej subjektivnej
podpory potrieb a vnimania zazitkov cez presadzovaci alebo prevencny regulacny fokus.
Skusenosti spojené s presadzovacim fokusom ukazali zvySent podporu pre potreby autonémie,
kompetencie a vzt'ahovosti; pricom vSetky tri potreby vysvetlovali rozdiel medzi spojenim
zazitku s presadzovacim a preven¢nym fokusom (Vaughn, 2017). Tento model je vSak potrebné
blizsie preskiimat’ z viacerych hladisk, pricom jednou z oblasti je mozné spolo¢né posobenie
oboch pristupov na proces dosahovania ciel'ov. Doterajsie zistenia poukazuju na to, ze jedinci
s presadzovacim fokusom mdézu byt pri posudzovani hodnoty sucasnych alebo budticich aktivit

citlivejsi voc¢i zmenam v podpore potrieb, Specialne v potrebe autonémie (Vaughn, 2017).

Potencial vyuzitia tohto modelu ako rozsirenia posobenia SDT a TRF je pomerne velky.
Mozno ho vyuzit' na preskimanie oblasti, v ktorych sa zvykli tieto pristupy aplikovat
izolovane. Jednou z takychto oblasti je persudzia suvisiaca s procesom spracovavania

informacii, ktora bola Casto skimana z pohladu regulacného fokusu (Higgins et al., 2020;
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Vaughn, 2017). Pre ilustraciu, niektori autori (Cesario et al., 2008; Higgins et al., 2020)
uvadzaju vplyv fitu na persuaziu, kedy zardmcovanie rozli¢nych faktorov spravy vo forme
horlivosti alebo ostrazitosti malo vac¢si efekt na jedincov preferujucich dané stratégie, v
zavislosti od ich regula¢ného fokusu. Aplikovanie poznania subjektivneho vnimania podpory
uréitych potrieb v spojeni s regulacnym fokusom jedincov by mohlo umocnit’ vplyv
presvedcovacieho prostriedku. To sa vS8ak nemusi vzt'ahovat’ vylucne na oblast’ marketingu, ale
ide 0 poznanie aplikovatel'né v rozli¢nych oblastiach zivota ¢loveka. Pri uspeSnom navodeni
fitu dochadza k spominanému zvySenému zaangazovaniu, vic¢sej motivacnej sile, ¢o sa spaja s
oddanost'ou a zavazkom, ktory jedincovi méze vyrazne pomoct’ Celit’ prekdzkam objavujicim
sa v procese dosahovania ciel'a (Cesario et al., 2008; Higgins et al., 2020). O zhode mozno
hovorit’ ako pri regulaénom fokuse, tak pri sebakonkordancii, a ich potencidlne spojenie by
mohlo umocnit’ spokojnost’ jedinca s dosiahnutym vysledkom, a jeho nasledné opakované
dosahovanie podobnych cielov (vplyvom skusenosti uspechu), ako aj vplyvat na efektivne
prekonavanie prekazok. Takyto vysledok by mohol byt optimalnym nastrojom, s ktorym vie
pracovat’ ako zamestnavatel’ pre podporu efektivneho fungovania svojich zamestnancov, tak
samotny zamestnanec, ktory by osvojenim primeranych stratégii mohol riadit’ svoje spravanie

spdsobom vyhovujicim jemu aj organizacii.

Biopsychosocidlny model a Integrativny model regulicie horlivosti a ostraZitosti

K tedéridam o sebaregulacii prispieva aj Biopsychosocidlny model, ktory popisuje
posudenie situaénych poziadaviek a nasledné fyziologické odpovede jedincov (Sassenberg &
Scholl, 2019). Zhodnotenie situa¢nych poziadaviek a osobné zdroje (napr. schopnosti)
determinuju stav hrozby alebo vyzvy, ktorym bude jedinec odpovedat na situaciu (Sassenberg
& Scholl, 2019). Hrozba a vyzva predstavuji dva pdly jednej dimenzie, priCom vyzva suvisi s
vnimanim vlastnych zdrojov ako spiiajucich alebo presahujtcich poziadavky, zatial' ¢o pri
hrozbe su vlastné zdroje vnimané ako nepostacujlice na splnenie poziadaviek (Sassenberg &
Scholl, 2019). Tento model nepopisuje len samotné psychologické zhodnotenie hrozby/vyzvy,
ale aj fyziologické odpovede v podobe zmien kardiovaskularnych indikatorov, ¢im sa telo

pripravuje na nasledujucu kognitivnu a fyzickl ¢innost’.

Vychadzajuc z tohto modelu, Sassenberg a Schollova (2019) uvadzaji zhodu medzi
fyziologickymi zmenami spojenymi s vyzvou a vykondvanim ndro¢nych aktivit zvyCajne

sprevadzajucich horlivé dosahovanie ciela. Fyziologicka stopa spojena s hrozbou zdruzuje
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pridavné prvky zhodné s vysokou ostrazitostou a inhibiciu aktivity, ¢im vysvetluje schopnost’
byt’ pripraveny reagovat’ a zaroven zastavit’ Cinnost’ (Sassenberg & Scholl, 2019). Hlavnym
spoloénym znakom Biopsychosocidlneho modelu a TRF st domnienky o antecedentoch
ostrazité¢ho a horlivého spravania (Biopsychosocidlny model na psychologicku zlozku usudzuje
nepriamo z fyziologickych zmien, zatial’ co TRF vychadza z regulaéného fokusu) (Sassenberg
& Scholl, 2019). Medzi tymito dvomi pristupmi je vSak aj znaény rozdiel, a to v type motivacie,
na ktort sa zameriavaju. Biopsychosocidlny model popisuje situacie, kedy cheu jedinci zmenit’
stucasny stav a vyrieSenim hrozby alebo vyzvy dosiahnut’ ciel. Po splneni poziadaviek a
dosiahnuti ciel'a vyzva/hrozba nie je viac prezivana a jedinec tak nie je motivovany nad’alej
uplatiiovat’ regulacné stratégie, zatial’ Co regulany fokus vplyva na proces dosahovania ciel'a
uplatiiovanim preferovanych stratégii bez prirodzeného sklonu ukoncit’ uplatinovanie tychto
stratégii (Sassenberg & Scholl, 2019). Ked ddjde k regulatnému fitu, ktory umociuje
angazovanost’ jedinca v procese snazenia sa o ciel’ a jeho dobry pocit z danej aktivity, jedinec

nema dovod s takymito aktivitami prestat’ ani po dosiahnuti ciela.

Tento novy Integrativny model regulacie horlivosti a ostrazitosti (,,Integrative model of
eagerness and vigilance regulation®) preto rozliSuje uvedené Styri koncepty vzhladom k
motivacnej kvalite, a to vo vztahu k horlivej a ostrazitej stratégii dosahovania ciel'a
(Sassenberg & Scholl, 2019). Vd’aka takejto klasifikacii integrativny model ponuka pohl'ad na
plynulé tranzicie medzi motiva¢nymi stavmi, od prevencie k hrozbe (a naopak) a od postupu k
vyzve (a naopak). Podla tohto modelu, l'udia vstupujtci do situdcie motivované¢ho vykonu s
preven¢nym fokusom maju tendenciu zhodnotit’ nadchadzajucu situdciu ako hrozbu, jedinci
S presadzovacim fokusom ju naopak zhodnotia ako vyzvu (Sassenberg & Scholl, 2019). Podl'a
predbeznych vysledkov sa ukazuje tato hypotéza ako opodstatnend, rovnako ako predpoklad
opacnej funkcie —jedinci hodnotiaci nadchddzajucu ulohu ako hrozbu zavedu prevencny fokus,

zatial’ ¢o jedinci, ktori vnimajt ulohu ako vyzvu vyuziju presadzovaci fokus.

Tento integrativny model poskytuje novy pohl'ad na motivaciu a stratégie aplikované v
procese dosahovania ciel’a, hoci vzhl'adom k jeho novosti je nevyhnutné ho nad’alej testovat’ a
blizsie preskimat’. Zaroven, ako jeho autori navrhuju (Sassenberg & Scholl, 2019), je vhodné
roz$irit ho na oblast’ d’alSich doésledkov, ako je napriklad kognitivny vykon. Sassenberg a
Schollova (2019) uvadzaju hypotézu, ktord predpoklada, Ze hrozba (v porovnani s vyzvou)
oslabuje vykon a kapacitu spracovavat’ informacie, pretoze si vyzaduje neustale monitorovanie
zachytavajuce signaly potencialnych tnikovych ciest, a tym podkopéva kognitivny vykon. Tato

myslienka by v spojeni s regulacnym fokusom mohla pontknut’ blizSie objasnenie procesov
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(ne)prekondvania prekazok a pripadného vzdania sa ciel’a, ¢i jeho modifikacie. Dolezité je
poznamenat’, Ze mnohi autori zdoraznuju ulohu, ktort méze zohravat’ samotny typ ulohy (ciela)
a rozlicné kontextudlne faktory. Napriklad analytické ulohy si zvdcSa vyzaduju ostrazité
dosahovanie ciela zalozené na pravidlach, o predpokladd efektivne vyuzitie prevenéného
fokusu, zatial’ ¢o kreativita si vyzaduje horlivy a flexibilny proces dosahovania ciela, a teda
presadzovaci fokus by v tomto pripade predpovedal lepsi vykon (Sassenberg & Scholl, 2019).
Hodné preskimania sa javia aj moznosti umoziujice tranzicie medzi konceptmi, obzvlast’ v
pripade monitorovania progresu v procese dosahovania ciel'a (Sassenberg & Scholl, 2019).
Autori (Sassenberg & Scholl, 2019) sa pritom odvoldvaju na skutocnost’ energizujuceho zazitku
akym je regulacny fit, ktory bez ohl'adu na to, ¢i vyviera z prevencného alebo presadzovacieho

fokusu, moze viest’ k zhodnoteniu osobnych zdrojov ako silnejsich a vyvola vnimanie ciel’'a ako
Vyzvy.

V tomto kontexte je mozné spomenut’ aj zistenia tykajice sa pracovného vykonu, ktoré
upozoriuju na moznu negativnu stranku presadzovacieho (ale nie prevenceného) fokusu. Ako
uvadzaji Zaal s kolegami (2015), presadzovaci fokus sa mdze spéjat’ so silnejSim zdujmom
pracovat’ pre seba a slabSim zaujmom pracovat’ pre inych (pracovnl skupinu), a teda takito
jedinci mozu uprednostnit’ dosahovanie vlastnych ciel'ov obetovanim kolektivneho pracovného
uspechu. V spojeni s ndh'adom na vnimanie danej situacie ako moznej vyzvy/hrozby sa ponuka
moznost’ lepSieho porozumenia situacii nedostatocnej zhody individudlnych a kolektivnych
zaujmov, a nasledného neziaduceho presadzovania vlastnych zdujmov jedinca. OchotnejSia
spolupraca na kolektivnych ciel'och a skrotenie individualnych zaujmov sa podl'a autorov (Zaal
et al., 2015) moze dosiahnut’ presmerovanim pozornosti k prevencnym charakteristikdm
dosahovania ciel'a. Ponuka sa tu teda myslienka, ze trénovanie zamestnanca v identifikovani a
naslednej zmene kvality vlastnej motivacie mdze podnietit’ nielen vyhodnejSie moédy
sebaregulécie (ako nad tym uvazuji napr. Converse et al., 2019), ale aj vyustit’ v uspokojujuce
fungovanie skupiny ako celku pozostavajuceho z jednotlivcov podporovanych v sebarealizacii
prostrednictvom napliiiania kolektivnych zaujmov, &im by sa zabezpedil fit na individualnej, aj

skupinovej Grovni.

Diskusia a zaver

Tento prispevok sa pokusil ¢iastocne priblizit’ najnovsie pristupy k regulécii spravania v

procese dosahovania ciela, pricom zdoraznil prepojenie Tedrie regulacného fokusu so
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Sebadeterminacnou tedriou a Biopsychosocidlnym modelom. Uvedené pristupy maju v
psychologii svoje ustalené miesto, a kazdy z nich uréitym sposobom prispieva k objasneniu
procesov prebiehajucich na pozadi 'udského snaZenia sa dosiahnut’ Zelany stav. Ich prepojenie
vsak doposial’ nebolo v rozsiahlej miere skimané, a preto tento kratky predbezny prehlad
ale aj doposial’ neprebadanych moznosti sucasnej aplikovatelnosti viacerych teorii v rozlicnych

praktickych oblastiach, pracovnu sféru nevynimajuc.

Sebadeterminatnd teoria stavajuca na fundamentalnych potrebach autondmie,
kompetencie a vzt'ahovosti, ako aj regulacny fit medzi prevencnym/presadzovacim fokusom a
vyuzivanim k nemu prisluchajtcich preferovanych stratégii, boli otdzkou mnohych vyskumov,
a nejeden sa vzt'ahoval na oblast’ marketingu (napr. Cesario et al., 2008; Higgins et al., 2020;
Zou et al., 2014). V kombinacii sa vSak tieto pristupy doposial’ vo vel’kej miere neskumali, a
obzvlast’ nie v podmienkach, ktoré by bolo mozné reprodukovat’ v ramci bezné¢ho pracovného
prostredia, ¢im sa otvara priestor pre inovaciu metdd podpory zamestnancov a zefektiviiovania
chodu organizacii. Mozné je stavat’ pritom uz na existujucich vyskumnych zisteniach, ktoré je
mozné doplnit’ prezentovanymi navrhmi prepojeni jednotlivych pristupov. Ako uvadza Higgins
(2015), v pripade regulacného fokusu viaceré Studie jasne ukazali jeho vyuzitelnost' v
situaciach redlneho zivota. Jedna zo $tadii podla Higginsa (2015) poukdzala na vacSiu
spokojnost’ romantickych parov, v ktorych mali partneri odlisny regulacny fokus, a to vd’aka
komplementarite, ktord im dovol'ovala striedat’ sa v ,,drzani oprat™, a obaja partneri sa tak mohli
uspesne realizovat’ v tom, v ¢om sa citili dobre. Je na mieste uvazovat’ o vyuzitelnosti tohto
zistenia napriklad v pracovnych timoch, ktoré by tvorili I'udia s rozliénymi regulacnymi
fokusmi. Pridanim poznania ich tuzby napliiovat’ napriklad potrebu autonémie, v spojeni s
vedomym prezentovanim pracovnej ulohy ako vyzvy/hrozby, by bol mozny komplexnejsi
nahl'ad na dynamiku pracovnej skupiny, s moznost'ou priamej manipulécie s podmienkami pre
zabezpecenie dosiahnutia pracovného ciela, a to ako zo strany zamestnavatela, tak zo strany

samotného zamestnanca.

S ohladom na existujice limity sprevadzajuce jednotlivé sufasné pristupy, ktoré
prepdjaju popredné tedrie regulacie spravania, povazujeme ich prinos za minimalne
povSimnutiahodny. Tento prispevok mal preto za ciel' naznalit predbeZny pohlad na
integrujuci pristup umoznujuci rozsirenie dlhodobo skiimanych oblasti v otazke motivovaného

spravania v procese dosahovania ciel'ov, a tym podnietit’ su¢asntl vyuzitel'nost’ viacerych uhlov
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pohl'adu nielen vo vyskumnej oblasti, ale aj v oblasti praxe, a podporit’ tak neutichajicu snahu

o skvalitnenie I'udského zivota ako po osobnej, tak po pracovnej stranke.
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Abstract

Objective. The common classroom teachers of the secondary education might carry a potential
leadership attitude towards the change from concrete educational setting. The paper presents
an analysis of teachers’ leadership behaviors with respect to selected context variables (age,

length of practice, type of school and management experience) and their self-esteem.

Method. The research sample (intentional and available sampling) consisted of the classroom
teachers from secondary educational level (N = 142, 56 % - upper secondary and 44 % - lower
secondary level). Data were obtained by two questionnaires: Leadership Practices Inventory
(Kouzes & Posner, 2013); Rosenberg’s Self-esteem Scale (Halama & Biescad, 2006).

Results. The results suggest that the age and length of teacher’s practice are only marginally
related to transformational leadership behaviors, while the level of their global self-esteem is
related to three dimensions of transformational leadership. A few statistically significant
differences in leadership behaviors were found while comparing teachers " school type and their

management experiences.

Conclusions. The paper showed the need for further verification of the transformation model

of leadership in Slovak education in relation to other personality characteristics of teachers.

Limitations. The research study limits are in research sample size, sampling and the use of self-
assessment scales.

Keywords. transformational leadership; leadership behaviors; self-esteem; teachers
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Abstrakt

Ciel’. \ zmysle chapania zmeny zdola je mozné povazovat beznych triednych ucitelov na
sekunddarnom stupni vzdeldavania za potencidlnych lidrov. Prispevok prindsa analyzu dimenzii
transformacného Stylu vedenia u slovenskych ucitelov s ohladom na vybrané kontextové
premenné (vek, dizka praxe, typ Skoly a skiisenost’ s Yiadiacou prdcou) a sebahodnotenie

respondentov.

Metoda. Vyskumnu vzorku ziskanu metodou zamerného a dostupného vyberu tvoria ucitelia na
sekundarnom stupni vzdelavania (N = 142, 56 % - vyssi sekundarny stupen a 44 % - nizsi
sekundarny stupen). Data boli ziskané pomocou dvoch dotaznikov: LPI/Leadership Practices
Inventory (Kouzes & Posner, 2013); RSS/Rosenbergova skdla sebahodnotenia (Halama &
Biescad, 2006).

Zistenia. Vysledky naznacujii, Ze vek a dizka praxe ucitela suvisia s vodcovskymi zrucnostami
vzmysle transformacnej teorie vedenia sprostredkovane, zatial co uroven globalneho
sebahodnotenia vykazuje suvislost s transformacnym vodcovstvom ucitelov az v troch
dimenzidch. Ojedinelé Statisticky vyznamné rozdiely vo vodcovskych zrucnostiach prinieslo

porovnanie ucitelov z hladiska typu skoly a skusenosti s riadiacou pracou.

Zaver. Z prispevku vyplynula potreba dalsieho overovania transformacného modelu vedenia

V slovenskej edukdcii vo vztahu k dalsim osobnostnym charakteristikam ucitelov.

Limity. Vyskumna Studia je limitovana najmd velkostou vzorky, jej vyberom a vyuZitim

sebahodnotiacich skal.

Kracové slova. transformacné vodcovstvo,; vodcovské zrucnosti; sebahodnotenie; ucitelia

Uvod

Transformac¢né vodcovstvo je jednou z najvplyvnejSich sucasnych vodcovskych teodrii
(Felfe & Schyns, 2010; Judge & Bono, 2000; Prochazka & Vaculik, 2015; van Knippenberg &
Sitkin, 2013). Podl'a Bassa (1985) spravanie transforma¢ného vodcu obsahuje Styri rozne
kategorie: inSpirujica motivacia, idealizovany vplyv (model), intelektudlna stimulacia,
individualny pristup. Ak lider disponuje tymito charakteristikami, ,,transformuje®
podriadenych, aby dali prednost’ organizaénym ciel'om pred svojimi vlastnymi, ,,transformuje*
ich zmenou v ich hodnotéach, cieloch, potrebach i presvedceniach a asSpirdciach™ (Buelens,

2011, s. 631). Preskimat’ osobnostné zdklady, ktoré by mohli osvetlit’, preco sa niektori lidri
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zapoja do transformaéného liderSipu pravdepodobnejSie nez ini sa pokusili napr. Judge a Bono
(2000), Khoo a Burch (2008), Resick et al. (2009) a Rubin et al. (2005). Hu et al. (2012)
vyjadrili vo svojej Studii potrebu venovat' vic¢Siu pozornost antecedentnym premennym
transformaéného vodcovstva. Crtovy pristup k vodcovstvu vo vieobecnosti zdoraziiuje
individudlne vlastnosti lidra a sebaddvera, sebavedomie sa medzi nimi ¢asto objavuji (Bono
& Judge, 2004). V tejto studii sa zameriame na sebahodnotenie ako antecedentn(i premennt
transforma¢ného vodcovstva. Sebahodnotenie Rosenberg (1979) definuje ako vSeobecné
jedincove vedomie vlastnej kompetentnosti. Jednotlivci s vysokym sebahodnotenim
prechovavaju k sebe uctu, povazuju sa za hodnotnych, resp. vazia si samych seba. Najmé na
zaklade studie Hu et al. (2012) a Matzler et al. (2015) sa domnievame, ze lidri s vysokym
sebahodnotenim lahSie dokazu prenasat’ pozitivitu a entuziazmus na svojich nasledovnikov.
Shamir et al. (1994) tvrdia, Ze dovera I'udi vo svojho vodcu sa nezlucuje s jeho anxiozitou, resp.
neuroticizmom, ¢o st obvyklé protiklady vysokého sebahodnotenia. House a Howell (in Resick
et al., 2009) zase zistili, ze lidrovo sebavedomie a sebaistota poskytuji nasledovnikom
psychologicky komfort. Spitzmuller a Ilies (2010) uvadzaju, ze bez pozitivneho sebahodnotenia
a silnej viery v deklarované hodnoty by len tazko transforma¢ny lider mohol vyjadrit a vyvolat
ucinné emocie s motivaénym potencidlom. Lidri, ktori sa vnimaji ako kompetentni a schopni,
st podla Hu et al. (2012) motivovanej$i hl'adat’ nové vyzvy a nové spOsoby realizacie
pracovnych uloh. Vodcovstvu v edukacii sa venuje pozornost’ v Suvislosti s reformami uz
davno. Literatura identifikuje charakteristiky dolezité pre efektivne vedenie na vSetkych
urovniach vzdelavacieho systému (napr. Hall & Hord, 2006; York-Barr & Duke, 2004). Kouzes
a Posner (2002) sa tiez dlhodobo venovali vyskumu spravania a zru¢nosti efektivnych lidrov,
pricom dospeli k piatim doménam vodcovskych zru¢nosti, ktoré este konkretizujii desiatimi

koreSpondujucimi praktikami:

e ukazovat cestu (,,model the way*): ujasiiovat’ hodnoty a poskytovat’ priklad,

e inspirovat’ viziou (,inspire ashared vision“): vizualizovat' budicnost’ a motivovat
ostatnych,

e podporovat’ iniciativu a inovativnost’ (,challenge the process®): vyhladavat
prileZitosti, experimentovat’ a riskovat,

e umoznit’ akciu ostatnym (,,enable others to act): posilnovat’ spolupracu a dodavat silu,

e povzbudzovat’ (,,encourage the heart): uznat’ a ocenit’ prinos a vytvarat’ ducha komunity.
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Problém

Nasa transformujlca sa spolo¢nost’ uz ddvno vold po zmenach v systéme vzdelavania,
ktory nereflektuje jej potreby. Ked’Ze naji¢innejSie a najtrvacnejsie zmeny prichddzaju zdola,
od jednotlivca, a u€itel’a je mozné chapat’ aj ako manazéra (vzh'adom na mnozstvo riadiacich
¢innosti), zamerali sme sa radovych ucitelov. Nas zaujima vodcovské spravanie triednych
ucitelov v zmysle transformacnej teérie vo vztahu kich ziakom, jeho suvislosti s ich

sebahodnotenim a d’al§imi kontextovymi premennymi.

Ciele

1. Prvym cielom vyskumnej Studie je analyza vztahu medzi globalnym sebahodnotenim
triednych ucitelov na sekundarnom stupni vzdeldvania a ich sebahodnotenim v oblasti

vodcovskych zruénosti v zmysle transformacnej teorie:

VO1: Savisi globalne sebahodnotenie ucitel'ov s ich vodcovskymi zruénostami v zmysle

transformac¢ného liderSipu?

2. Druhym ciel'om vyskumne;j $tudie je analyza vodcovskych zru€nosti triednych ucitel'ov

na sekundarnom stupni vzdelavania s oh'adom na vybrané kontextové premenné:

VO2: Suvisi s vodcovskymi zru¢nostami ucitel'ov v zmysle transformac¢ného lidersipu

ich vek a dizka pedagogickej praxe?

VO3: Je rozdiel vo vodcovskych zru¢nostiach v kontexte transformacného liderSipu

medzi uciteI'mi nizsicho a vyssieho sekundarneho vzdeldvania?

VO4: Je rozdiel vo vodcovskych zru¢nostiach v kontexte transformacného liderSipu

medzi ucite'mi, ktori maji nejaku skisenost’ s riadiacou pracou a tymi, ktori ju nemaju?

Metoda

Vyskumny subor, ziskany dostupnym a zamernym vyberom, tvori 142 triednych ucitel'ov
posobiacich na sekundarnom stupni vzdeldvania v KoSiciach. PodrobnejSiu charakteristiku

s ohl'adom na zvolené kontextové premenné uvadzame v Tabulke 1.
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Tabul’ka 1. Charakteristika vyskumného suboru podla typu skoly a skiisenosti s riadiacou

pracou
s 1 SRP* SRP” spolu
Uditelia N % N % N %
7S 21 33 42 67 63 100
SS 10 13 69 87 79 100
Spolu 31 22 111 78 142 100

Pozndmka. SRP*ISRP = so sklisenost'ou/bez skusenosti s riadiacou pracou
Z8/SS = zékladna $kola/strednd gkola

Zber dat pre naSe vyskumné tGcely prebichal na prelome mesiacov august a september
2019. Dotazniky boli administrované prostrednictvom poverenych a zaskolenych oséb. Ich
vyplanie bolo dobrovolné aanonymné, vicsinou kolektivne. Okrem instrukcii
a demografickych a kontextovych tuvodnych poloziek batéria obsahovala dva vyskumné

nastroje:

1. LPI: Leadership Practices Inventory (Copyright © 2013 James M. Kouzes & Barry Z.
Posner. Published by John Wiley & Sons, Inc. All rights reserved. Used with permission
for Lada Kaliska and APVV-17-0557 team). lde o 30-polozkovy sebaposudzovaci
inventar v oblasti vodcovskych zru¢nosti. Respondent hodnoti frekvenciu jednotlivych
prejavov spravania vo vzt'ahu k sebe na skale od 1 — takmer nikdy az po 10 — takmer
vzdy. Vysledkom je extra skore v kazdej oblasti vodcovstva (vid’ Uvod), ktoré moze
nadobudat’ hodnoty od 6 do 60. Dotaznik z anglického jazyka prelozila L. Kaliska. My
sme si dovolili pre nase potreby jemne upravit’' znenie jednotlivych poloziek tak, ze sme
vseobecny pojem l'udia a organizacia nahradili pojmom ziaci/Studenti a trieda/Sskola
(napr. Rozvijam spolupracu medzi ziakmi/Studentami, s Ktorymi pracujem). Jeho

reliabilitu je mozné hodnotit’ ako uspokojivi (o = od 0,67 do 0,84).

2. Rosenbergova $kala sebahodnotenia (RSS, Halama & Bie$¢ad, 2006), ktora sluzi na

posudenie emocionalneho aspektu self-konceptu, sebahodnotenia (o = 0,72).

Vysledky

Tabulka 2 obsahuje deskriptivne charakteristiky vsetkych sledovanych premennych.
Testovanie normality rozlozenia dat (Kolmogoro-Smirnov test) vramci jednotlivych

premennych ukazalo, Ze nase data nespiiiaji podmienku normalneho rozloZenia (p < 0,001).
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Tabulka 2. Deskriptivne Statistiky sledovanych premennych v celom subore (N = 142)

vek prax RSS MOD INSP  CHALL ENAB ENCO

M 40,04 12,89 30,37 50,20 47,29 45,58 50,40 51,58
MDN 37,50 9,50 30,00 50,00 50,00 46,00 52,00 583,00
SD 9,37 9,10 3,83 3,74 7,48 5,54 4,24 5,56
MIN 24 0 25 33 22 34 41 30
MAX 61 45 40 58 57 57 58 60

Pozndmka. RSS = sebahodnotenie, MOD = modelovanie/ukazovanie cesty, INSP = in§pirovanie viziou,
CHALL = podpora iniciativy a inovativnost, ENAB = umoznhovanie akcie ostatnym, ENCO =
povzbudzovanie a ocefiovanie, M = priemer, MDN = median, SD = smerodajna odchylka, MIN = minimum,
MAX = maximum

V suvislosti s naSim 2. vyskumnym ciel'om v Tabul'ke 3 prindSame deskriptivne Statistiky

skupin ucitel'ov z hl'adiska stupnia vzdeldvania a skisenosti s riadiacou pracou.

Tabul’ka 3. Deskriptivne Statistiky v skupinach ucitelov podla stupna vzdelavania (n-s = 63;

Nss = 79) a podla skusenosti s riadiacou pracou (nsrp-= 111 ; Ngrp+ = 31)

M MDN SD M MDN SD
Vek zs 41,54 42 8,68 SRP- 38,46 35 9,21
SS 38,84 35 9,77 SRP* 46,74 47 6,84
Prax zs 15,27 15 9,13 SRP 11,40 7 8,98
SS 11,00 7 8,68 SRP* 19,26 17 6,64
RES zs 31,76 31 3,35 SRP- 29,90 30 3,70
SS 29,25 27 3,84 SRP* 32,33 31 3,78
MOD zs 50,81 51 4,18 SRP- 49,71 50 3,79
SS 49,71 50 3,29 SRP* 52,26 53 2,73
INSP zs 47,97 49 4,85 SRP- 47,09 50 8,05
SS 46,75 51 9,04 SRP* 48,15 49 4,30
CHALL zs 46,97 48 4,17 SRP- 45,36 46 5,48
SS 44,48 46 6,23 SRP* 46,56 48 5,77
ENAB zs 51,17 52 4,13 SRP- 50,12 51 4,03
SS 49,78 51 4,25 SRP* 51,59 54 4,93
ENCO ZS 52,30 55 5,87 SRP- 51,38 53 5,96

SS 50,67 52 5,22 SRP* 52,41 53 3,34

Pozndmka. M = priemer, MDN = median, SD = smerodajna odchylka, RSS = sebahodnotenie, MOD =
modelovanie/ukazovanie cesty, INSP = inSpirovanie viziou, CHALL = podpora iniciativy a inovativnost, ENAB
= umoziovanie akcie ostatnym, ENCO = povzbudzovanie a ocefiovanie, ZS/SS = zakladna/stredna $kola, SRP-
/SRP* = bez skuisenosti/so sklisenostou s riadiacou pracou

V stvislosti s nasimi vyskumnymi zdmermi sme data podrobili korelacnej analyze
(Spearmanov test). Vysledky analyzy (Tabul'ka 4) naznacuju stredne tesny pozitivny Statisticky
vyznamny vztah medzi globalnym sebahodnotenim ugitelov v zmysle RSS a tromi ich

vodcovskymi zru¢nostami v ramci teodrie transforma¢ného vodcovstva. Ide o dimenzie:
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modelovanie/ ukazovanie cesty, podporovanie iniciativy a umoziovanie akcie ostatnym.
Z piatich zru¢nosti transformacného lidra len jedna (MOD) vykazuje slaby pozitivny Statisticky
vyznamny vztah svekom adizkou pedagogickej praxe ucitela. Medzi sebahodnotenim

a vekom a praxou ucitel'ov sa tiez objavil stredne silny pozitivny Statisticky vyznamny vzt'ah.

Tabul’ka 4. Vzdjomné vztahy medzi vodcovskymi zrucnostami ucitelov, ich globalnym

sebahodnotenim, vekom a dlzkou pedagogickej praxe (N = 142)

p MOD INSP CHALL ENAB ENCO RSS wvek prax
MOD
INSP 0,65
CHALL 0,69™ 0,71
ENAB 0,68™ 0,68™ 0,76™
ENCO 0,59™ 0,85 0,56 0,64™
RSS 0,50 0,07 0,36™ 0,33 -0,03
Vek 0,27 0,02 0,12 0,01 0,09 047"
Prax 0,27 0,07 0,15 -0,01 -0,03  0,40™ 0,89™

Poznamka. MOD = modelovanie/ukazovanie cesty, INSP = in§pirovanie viziou, CHALL = podpora iniciativy a
inovativnost, ENAB = umozZiiovanie akcie ostatnym, ENCO = povzbudzovanie a ocefiovanie, RSS =

sebahodnotenie, ** p<0,01

Vysledky testovania rozdielov (Tabul’ka 5) hovoria, Ze z hl'adiska stupiia vzdeldvania, na
ktorom ucitelia posobia, je medzi nimi S$tatisticky signifikantny rozdiel v dvoch z piatich
vodcovskych zruénosti. Podl'a medianov z Tabulky 3 je rozdiel v dimenziach modelovanie
cesty (MOD), podporovanie iniciativy (CHALL) v prospech ulitelov zakladnych skol.
Z hl'adiska sktisenosti s riadiacou pracou nase vysledky naznacuju $tatisticky vyznamny rozdiel
len v jednej z piatich dimenzii vodcovskych zruénosti (MOD), a to v prospech uéitel’'ov, ktori
s riadiacou pracou nejakd skusenost’ uz maju (Tabulka 3). Statisticky vyznamné rozdiely st
medzi uéitePmi aj v sebahodnoteni a v diZke ich praxe v prospech ugitelov zakladnych $kol.
Z hl'adiska skusenosti s riadiacou pracou sa prejavili Statisticky vyznamné rozdiely
v sebahodnotenti, veku a dizke praxe v prospech uéitel'ov, ktori takiito skusenost’ maju (Tabul’ka

3).
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Tabulka 5. Vysledky testovania rozdielov v dimenziach vodcovskych zrucnosti (LPI) medzi

skupinami ucitelov podla stupna vzdelavania a podla skusenosti s riadiacou pracou

ZS/SS SRP/SRP*

Z p dcon z p dcon
MOD -3,12 0,00 0,54 -3,61 0,00 0,63
INSP -1,01 0,31 -0,33 0,74
CHALL -3,22 0,00 0,56 -1,99 0,05
ENAB -2,15 0,03 -2,32 0,02
ENCO -2,04 0,04 0,21 0,84
RSS -5,04 0,00 0,92 -3,31 0,00 0,70
Vek -2,22 0,03 -4,56 0,00 0,82
Prax -2,89 0,00 0,50 -4,27 0,00 0,76

Poznamka. ZS/SS = zakladna/stredna $kola, SRP/SRP* = bez skusenosti/so skusenostou s riadiacou pracou,
MOD = modelovanie/ukazovanie cesty, INSP = inSpirovanie viziou, CHALL = podpora iniciativy a
inovativnost, ENAB = umoziiovanie akcie ostatnym, ENCO = povzbudzovanie a ocefiovanie, RSS =
sebahodnotenie; p < 0,003 (Bonferroniho korekcia)

Diskusia

Ciel'om tejto vyskumnej Stadie bolo preskumat’ vodcovskeé spravanie triednych ucitel’'ov,
posobiacich na sekundarnom stupni vzdelavania. Vztah medzi ich globalnym sebahodnotenim
a ich sebahodnotenim v oblasti vodcovskych zru¢nosti v zmysle transformaé¢ného vodcovstva
sa prejavil. Tri z piatich dimenzii transformacného liderSipu s nim pozitivne koreluji. Mézeme
teda konStatovat’, Ze ucitelia sekundarneho stupiia s vys§im globalnym sebahodnotenim lepSie
hodnotia aj svoje vodcovské zruc¢nosti vo vztahu k Ziakom, konkrétne ukazovanie cesty
a poskytovanie  prikladu, = podporovanie iniciativy, vyhladavanie  prilezitosti
a experimentovanie, atiez umoziovanie akcie ostatnym v zmysle posiliiovania spoluprace
a dodéavania sily. Tohto je schopny najmi ¢lovek vedomy si svojich schopnosti, vyznamu
a ceny, ¢o koresponduje s vysledkami dostupnych vyskumnych Stadii na manazéroch, napr.
Bono & Judge (2004), Hu et al. (2012), Matzler et al. (2015), Resick et al. (2009) a Spitzmuller
& llies (2010).

V dvoch dimenzidch transformacného vodcovstva su na tom v naSom subore lepsie
ucitelia zakladnych §kol. Konkrétne ide o dimenzie modelovanie/ukazovanie cesty a podpora
iniciativy a inovativnost. Namerané rozdiely v prospech ucitel'ov zakladnych $kél mézu byt

sekundarnym doésledkom ich vysSieho veku a dlhSej praxe, s ¢im suvisi aj ich Statisticky
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vyznamne vysSie sebahodnotenie. Na zéklade nasho vyskumu sa mézeme domnievat’, ze vek
adizka pedagogickej praxe st premenné, ktoré skor nepriamo (prostrednictvom
sebahodnotenia) stvisia so skimanymi vodcovskymi zruénostami. Len jedna znich so
stiipajicim vekom a pribudajicou praxou nepatrne rastie, a to modelovanie/ukazovanie cesty.
K podobnému vysledku, ale u skolskych inSpektorov dospel aj Clisbee (2004). Len v jednej
dimenzii transforma¢ného liderSipu orientovaného na ziakov skoéruji vyssie ucitelia, ktori
skusenost’ s riadiacou pracou maju oproti tym, ktori ju nemaja, a to je ukazovanie cesty.
Kontextové premenné teda nesuvisia s transforma¢nym vodcovstvom uditel'ov tak vyznamne a
bezprostredne ako osobnostné. Okrem sebahodnotenia by bolo Ziaduce venovat’ pozornost’ aj

inym trvalym charakteristikdm lidra, ako odporuc¢aju aj Prochazka a Vaculik (2015).

Zaver

Verime, ze nasa vyskumnd Studia, hoci v istom zmysle len pilotna, trochu posunula
pohl'ad na ucitela a jeho profesijné zru¢nosti. Sme si plne vedomi jej limitov, najma v stvislosti
s velkostou vyskumnej vzorky, jej vyberom a vyuzitim sebahodnotiacich $kal. Uzito¢né
a objektivnejsie by bolo v budicnosti ziskat’ aj hodnotiace vypovede vedenych o vodcovskych
zrucnostiach ich lidra. Tomuto modelu vedenia, Specidlne v edukdcii, nie je v naSich
podmienkach venovana velka pozornost. V kontexte dobre zmapovanych pozitivnych
konzekvencii tohto typu vedenia v zahrani¢i (Hu et al., 2012) a v kontexte jeho silného vzt'ahu

k inovaciam (Rosing et al., 2011) by to vSak bolo ziaduce.
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Abstract

Objective. Attachment theory provides an excellent guide to explain the differences in social,
emotional and behavioural manifestations of workers. However, little attention is paid to this
topic in Slovakia. Therefore, the aim of the theoretical paper was to analyse and compare

available tools capturing emotional relationships or attachment in the work setting.

Method. We chose tools that try to measure the attachment in the workplace: Workplace
attachment style questionnaire created by Scrima (2018), Adult attachment in the workplace by
Scrima et al. (2014), and Leader as a secure provider scale by Molero et al. (2019). We focused

on the description of the tools, and procedure and method of their contruction.

Results. Analysed tools show excellent design properties, high estimates of reliability and offer
different evidences of validity. They have their limits, such as selected sample used during the

construction.

Conclusions. The tools provide important information about an employee, each depicting the
employee's relationship to work from a different perspective. Knowing the perspectives will
help the supervisor better understand the organizational and employee’s behavior in the

workplace.

Limitations. We consider the analysis and comparison of selected questionnaires in selected
areas and on a theoretical level to be the limit of this study. Also, the selection itself and the
number of questionnaires can be considered as another limit. In addition, the questionnaires

are not yet localized and used in Slovakia.

Keywords. attachment in the workplace; attachment style leader; workplace
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Abstrakt

Ciel’. Teoria attachmentu poskytuje vyborné voditko, ktorym vieme vysvetlit' rozdiely v
socidlnych, emocionalnych i behaviordlnych prejavoch pracovnikov. Tejto tematike sa vsak
venuje na Slovensku este malo pozornosti. Cielom teoretického prispevku bola preto analyza a
porovnanie 3 dostupnych nastrojov zachytavajucich vztahovu vizbu alebo attachment v

pracovnom prostredi.

Metoda. Vybrali sme nastroje, ktoré snazia zmerat' kvalitu vztahovej vizby na pracovisku:
Workplace attachment style questionnaire od Scrimu (2018), Adult attachment in the workplace
od Scrimu etal. (2014) a Leader as a secure provider scale od Molero et al. (2019). Pri analyze

metodik sme sa venovali samotnému opisu metodik a ich postupu a sposobu konstrukcie.

Zistenia. Analyzované ndstroje vykazujii vyborné dizajnové viastnosti, vysoké odhady
spolahlivosti a poskytuju rozne evidencie validity. Ndstroje maju svoje obmedzenia, napr.

vyberovy subor pouzity pri konstrukcii.

Zaver. Nastroje poskytuju dolezité informdcie o zamestnancovi, pricom kazdy vykresluje
Specifické vztahovanie sa zamestnanca v praci z inej perspektivy. Poznanie perspektiv pomoze
nadriadenému lepsie pochopit' organizacné sprdvanie a spravanie sa zamestnanca na

pracovisku.

Limity. Za limit tejto Studie pokladime analyzu a porovnanie vybranych dotaznikov v danych
kategoridach a v teoretickej rovine. Taktiez samotny vyber a mnozZstvo dotaznikov mozeme
povazovat za limit prace. Okrem toho dotazniky este nie su lokalizované a pouzivané na

Slovensku.

Kracové slova. vzrahovda vizba na pracovisku, styl vztahovej vizby, lider; pracovné prostredie

Ciel’

Teoéria attachmentu principidlne popisuje a vysvetl'uje vztahovanie sa k inym l'ud’om.
Attachment funguje na vnatornych pracovnych modeloch, ktoré poskytuju interpretaéné filtre,
na zaklade ktorych potom jedinec reaguje, mysli a citi v ramci svojich vztahov (Bretherton &
Munholland, 2008). Jedinec si tak vytvara urCity globalny model attachmentu, ktory
reprezentuje celkovu historiu dolezitych vzt'ahov, ale v konkrétnych vztahoch si vSak jedinec

vytvara Specificky orientovany model attachmentu, ktory uchovéva osobitosti daného vzt'ahu
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(Game, 2008). Teoria attachmentu ma silu a moznosti vysvetlit individudlne rozdiely
v pracovnom prostredi, ale zatial sa jej na Slovensku venuje len niekolko prac (napr.

Konradova & Randuskova, 2015; Schraggeova & Roskova, 2015; 2016).

ZjednoduSene moézeme ponimat’ attachment na pracovisku z dvoch perspektiv ato
z pohladu ciel'ového objektu vzt'ahu. Mdze sa jednat’ o ,,nezivé objekty®, ako napr. vdzba na
samotné pracovné prostredie, ktoré spominajii uz Hazan a Shaver (1990) a najnovsie tato
problematiku rozoberd napr. Scrima (2018). Pripadne méZeme hovorit’ aj o vztahovani sa
k organizacii alebo skupine (Yip et al., 2018). Druhy smer sa sustred’uje na vztahové vizby
zamestnanca k inym pracovnikom na horizontalnej ¢i vertikalnej urovni (napr. Davidovitz et
al., 2007; Hazan & Shaver, 1990; Molero et al., 2019; Ronen & Mikulincer, 2012; Scrima et
al., 2015; Seitl & Charvat, 2018), ¢i sa jednd uz o vztahy s inymi kolegami, alebo vzt'ahy

s lidrom ¢i mentorom (Yip et al., 2018).

Typologia attachmentu patri medzi nosné problematiky attachmentu aj v pracovnom
prostredi a vyskum sa ststred’uje ako na vztahy medzi Stylom (typom, orientaciou) attachmentu
a inymi konceptami tak 1 na mozné dopady na organizacné spravanie (Davidovitz et al., 2007,
Hazan & Shaver, 1990; Ronen & Mikulincer, 2012; Scrima et al., 2015). Poznanie §tylu
attachmentu zamestnancov moze priniest uzitocné informacie pre manazérov nielen o
zamestnancovom komforte na pracovisku, zamestnaneckych vzt'ahoch, skupinovej dynamike,
ale aj o kariérovom vyvine ¢i mobilite (Harms, 2011; Hazan & Shaver, 1990; Scrima, 2018;
Seitl & Charvat, 2018; Yip et al., 2018). Organiza¢né spravanie, napr. extra-rolové spravanie
alebo kontextualny vykon st prave tie oblasti, ktoré ocakavaji zamestnavatelia od
zamestnancov (Lisa et al., 2019) a ktoré mozeme predikovat vdaka teorii attachmentu

a organiza¢nému vykonu (Hudson, 2013).

Ked’ze skiimanie attachmentu na pracovisku este nie je na Slovensku takym rozsirenym
javom, ciel'om prispevku bola analyza a porovnanie troch vybranych metodik, ktoré by mohli

rozsirit’ repertoar metodik pracovnych psychologov a personalistov.

Metoda

Na zaklade prestudovania relevantnej literatury sme vybrali tri dotazniky, ktoré st vol'no-
Siritelné a dostupné a nezname u slovenského publika: Workplace attachment style
questionnaire (WPA) (Scrima, 2018), Adult attachment in the workplace (AAW) (Scrima
et al., 2014) a Leader as a secure provider scale (LSPS) (Molero et al., 2019).
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Pri analyze metodik sme pdvodne cheeli vychadzat’ z kritérii EFPA Review model for the
description and evaluation of psychological and educational tests (2013), ktoré sa pouZzivajt
pre Standardizované metodiky. KedZe tri porovnavané nastroje st zatial' len vyskumnymi

nastrojmi, vybrali sme len niekol’ko oblasti z EFPA kritérii, ktoré sme povazovali na relevantné.

Venovali sme sa samotnému opisu metodik a ich postupu a sposobu konstrukcie a tak
sme porovnavali nastroje v tychto oblastiach: ciel metody, vyuzitie, dimenzie, pocet poloziek,
forma poloziek, format odpovedi, skorovanie (min a max), vyhodnocovanie, interpretacia,
konstrukcia, vyberovd vzorka, odhady spolahlivosti, evidencie validity. Nakoniec sme
uvazovali nad limitmi, ktoré uvadzali jednak autori metdd ako aj nad d’alSimi limitmi, ktoré

modzu byt inSpiraciou pre d’alSie vyskumné zamery.

Vysledky

Analyzu sme zhrnuli do Tabulky 1, ktora je uvedena nizsie.

Opis dotaznikov

AAW a LSPS vychadzaju z teodrie attachmentu, ktora je aplikovana do pracovného
prostredia. Oba dotazniky su orientované na interpersondlne vztahy na pracovisku: AAW
odhal’uje, aké ma participant vzt'ahy ku kolegom a meria globalny attachment, zatial’ co LSPS
odhal'uje Specificky vztahovy model jedinca ku svojmu priamemu nadriadenému, ktorého
mozeme ponimat’ ako attachment figiru. WPA sa zase opiera o poznatky z environmentalne;j
psychologie a to konkrétne z attachmentu na miesto (place attachment), avSak autor (Scrima,
2018) sa snazil o nové uchopenie place attachmentu v rdmci dvojdimenzionadlneho modelu
Bartholomew a Horowitz (1991). WPA ma za ciel’ zhodnotit’ vztah ku pracovnému prostrediu
a mozeme usudzovat’, Ze sa jedna o Specificky orientovany model attachmentu, ked’ze sa jedna

0 konkrétne pracovné miesto.

Dotazniky obsahuju relativne malo poloziek a participanti sa vyjadruji k vyrokom na 5-
bodovej Likertovej Skale. Dva néstroje (WPA, AAW) maju tri dimenzie kopirujuc tri typy
attachmentu (bezpe¢na vztahova vizba, tizkostna, vyhybava). LSPS je jednodimenzionalny,
pricom odhaluje, nakolko je nadriadeny percipovany ako vztahova figura poskytujuca

bezpecie.
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Dotazniky mozZno pouZit’ aj pri nesupervidovanej administracii bez kontroly nad identitou
respondenta, bez tplnej kontroly nad podmienkami administracie, ale aj s kontrolovanou

nesupervidovanou administraciou.

Konstrukcia dotaznikov

Autori vychadzali z overenych nastrojov, vyuzivali aj pomoc expertov na vytvorenie
vhodnych poloziek. WPA tvorili experti, ktori vybrali z item pool 33 vyrokov. Pomocou EFA
zredukovali pocet poloziek na 15. Naproti tomu pri konstrukcii AAW autori vychddzaju z uz

existujuceho dotaznika od autorov Neustadt et al. (2006).

Tabul’ka 1. Popis troch dotaznikov attachmentu vo vybranych kritériach, zdroj: autorka

Nazov metédy | Workplace attachment | Adult attachment in the|Leader as  security

style questionnaire | workplace (AAW) provider scale (LSPS)
(WPA)

Ciel’ metody Investigovat’ S$tyl | Investigovat S§tyl | Investigovat’  percepciu
attachmentu k | attachmentu ku kolegom | podriadenych voci
pracovnému miestu. V praci. svojmu priamemu

nadriadenému ako figury
vzt'ahovej vazby

poskytujiice bezpecie v
pracovnom prostredi.

Vyuzitie HR manazéri, dolezité | Konkrétny Styl | Pevne ukotveny v teorii,
vediet’ attachment style | attachmentu vykazuje | pouZitie v pracovnom
kvoli komfortu | rozli¢né organiza¢né | kontexte. Dolezité v Case
zamestnanca, kariérny | spravanie (hlavne | distresu a krizy, nakolko
rozvoj a mobilitu fungovanie a vykon), | lider moéze poskytnit

Dolezité je rozlisit' neistu |,,bezpecny pristav*.
VV, nakolko obe neisté
VV funguju odlisne.

Dimenzie 3 dimenzie (secure,|3 dimenzie (secure, | Unidimenzionalny
avoidant, preoccupied) |avoidant, preoccupied)

Pocet poloziek | 15 poloziek, 5 poloziek | 18 poloziek, 6 poloziek |15 poloziek

v kazdej dimenzii v kazdej dimenzii

Forma poloziek | Vyroky Vyroky Vyroky

Forma odpovede | 5-bodova Likertova | 5-bodova Likertova S§kala | 5-bodova Likertova $kala
skala. od ,,1=vbbec|od ,,1=vObec nesthlasim*|od ,,0=vObec nesuhlasim‘
nesthlasim po | po ,,5=uplne sthlasim* po ,,4=uplne suhlasim*
»d=uplne sthlasim“

Skérovanie (min | 15— 25 6—36 0-60

- max)

Vyhodnocovanie | Sumac¢ny index Sumacny index Sumacny index

Konstrukcia Experti, item pool, 33 |Z existujiceho dotaznika |5 hlavnych charakteristik
vyrokov, EFA | AAW, upravili 2 polozky, | figary — avytvorili 15
zredukovali na 15 skimali, ¢  je  to|poloziek +  zinych

2/3faktorovy dotaznik dotaznikov
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Vyberova Kaukazské typy | Kaukazské typy (Taliani, | Kaukazské typy
vzorka (Taliani) Francuzi, Angli¢ania), | (Spanieli)
vyvazené vzorky,
homogenizované
Odhady Cronbachova alpha min. | 3-faktorovy model | Cronbachova alpha 0,96
spolahlivosti 0,83 Cronbachova alpha od 0,71
Evidencie Zdanliva validita- | Zdanliva validita- vysoka. |Zdanliva validita-
validity vysoka. Obsahova validita: vysoka.
Obsahova validita: 3-faktorovy model | Obsahova validita: EFA-
EFA,CFA s vyuzitim | (diskriminuje 2 neisté typy) | extrahovand len jedna
SEM, vela roznych |je robustny v troch | dimenzia, CFA- potvrdila

indexov pre goodness-
of-fit

Konstruktova  validita:
kriterialna o)
sociodemografickymi

udajmi  (slabé alebo
ziadne vzt'ahy),
S trvanim prace

a organiza¢nou uroviou,
kde je pracovnik (slabé
a zanedbatel'né vzt'ahy)

krajinach.

Faktory slabo az stredne
korelovali. Struktiara bola
rovnaka napriec
vyskumnymi vzorkami.

Konstruktova validita-
konvergentna s workplace
attachmentom

a afektivnym  zavidzkom
slabé az stredne silné
korelacie.

jeden faktor
Konstruktova  validita:
silny pozitivny vztah
s transforma¢nym alebo
transakénym lidrom aj
S autentickym
vodcovstvom, vykonom
lidra a spokojnostou
s lidrom, stredne silné
vztahy s pracovnou
angazovanostou,
negativny silny vztah so
Stylom lidra pasivno-
vyhybavy. Dotaznik
predikuje vykon
a satisfakciu.

Dve polozky boli zmenené s cielom zvysit homogenitu, t. j. aby vSetky polozky boli

orientované na kolegov (bez orientdcie na nadriadeného). Preklady do inych jazykov

(franctizstina a talian¢ina) starostlivo zabezpecili s vysokym koeficientom zhody. A napokon

LSPS tiez scasti Cerpa z inych dotaznikov, ale zaroven autori vytvaraji aj d’alSie polozky na

zaklade existujuceho pojmového ramca vztahovej figury, ktora podporuje bezpecntl vzt'ahovi

vazbu.

Vyskumné vzorky pri konstrukcii pozostavali z europskych narodnosti - kaukazské typy

(Taliani, Francuzi, Angli¢ania, Spanieli), pricom poéty participantov vo vyskumnych suborov

boli min. 220. Participanti boli dobrovolnici-dospeld populacia, od 18 do cca 70 rokov s

vekovym priemerom od 38 do 43, zamestnanci, s odpracovanym minimalne 1 rokom v danej

praci/pozicii. Autori sa snazili o heterogénnost’ s oh'adom na samotnt pracu, na riadiacu troven

a pod., ale zaroven o homogénnost’ s oh'adom na sektory a pohlavie. U AAW st zahrnuti do

vyskumného stiboru aj blue-collar pracovnici.
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Odhady spolahlivosti st u vSetkych uspokojivé alebo vyborné. Najvyssie hodnoty
Cronbachovej alfa st 0,96 u LSPS, najnizsie odhady st u AAW (od 0,71).

Ucel metdd je jasny a teda zdanlivé validita vysoka. Pri WPA a LSPS autori poskytuji
evidencie obsahovej validity potvrdené exploracna (EFA) a konfirmac¢nou (CFA) faktorovou
analyzou. U AAW pomocou CFA. U AAW zist'ovali autori aj konvergentnu validitu s WPA a
afektivnym zavizkom, kde zistili slabé az stredne silné korelacie. U LSPS zistili silné pozitivne
vztahy s transformacnym, transakénym aj s autentickym vodcovstvom, efektivnostou lidra
a spokojnost'ou s lidrom, stredne silné vztahy s pracovnou angazovanostou. Silny negativny

vztah bol so §tylom lidra pasivny-odmietavy.

Autori vSetkych troch metodik uvadzaji samozrejme hlavni oblast pouzitia -

psychologia prace, organizacie a personalistika.

Diskusia

Ciel'om teoretického prispevku bola analyza a porovnanie troch vybranych nastrojov
zachytavajucich prejavy attachmentu v pracovnom prostredi: Workplace attachment style
questionnaire (WPA) (Scrima, 2018), Adult attachment in the workplace (AAW) (Scrima et
al., 2014) a Leader as a secure provider scale (LSPS) (Molero et al., 2019).

Medzi vyhody vyuzitia dotaznikov patri o. i. ciel’ (odhalit’ kvalitu a kvantitu vzt'ahov) ako
aj dizajnové vyhody (mélo poloziek, jednoduchost’ administracie a vyhodnocovania). Za jednu
z nevyhod moézeme povazovat to, ze dotazniky WPA a AAW sice vychadzaju z
dvojdimenzionalneho modelu attachmentu dospelych (Mikulincer & Shaver, 2008), ale realne
sa neodvodzuje sekundarna premenna (Styl). Participanti sa priamo definuji ako bezpecne alebo
neisto priputani. Okrem toho vSak treba podotknut’, Ze typoldgia attachmentu pre WPA a AAW
nie je totozna, pretoze WPA primarne vychadza z attachmentu na miesto. LSPS sa zase opiera
0 teoreticky ramec attachmentu, ale v empirickej rovine sa ,,nepotvrdilo® 5 faktorov, ktoré

autori navrhovali ohl'adom bezpecnej figury.

Vyhrady st namieste ohl'adom vyberu vzorky. Vo vSetkych troch S§tidiach boli
participanti kaukazské typy a dobrovolnici. V jednotlivych §tadiach to mézu byt nevyhody
napr. viac white-collar zamestnancov, viac vysokoSkolsky vzdelanych, menej Zzien ako
nadriadenych, ai.. Pokladame za ddlezit¢ zamerat sa na rdéznorodost’ pri hladani evidencii

validity- r6znorodost’ urovne vzdelania, irovne manazmentu, rozlicnost’ povolani a poskytnut’
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tak dostato¢né kriteridlne evidencie v ramci jednej kultury, spolo¢nosti.

Ked’ prejdeme ku samotnej konstrukcii dotaznikov, vytvorené metodiky prejavili dobré a
vyborné odhady spol'ahlivosti vnatornej konzistencie (Taber, 2018). Vhodné a zaujimavé by
boli vypocty inych odhadov, napr. stabilita v ¢ase, ked’ze vzt'ahova vizba a jej Styl sa povazuje

za relativne stabilna ¢rtu (Van [jzendoorn, 1995).

V pripade evidencii validity boli autori dotaznikov vel'mi ddsledni a poskytli rozne
obsahové a konstruktové evidencie validity. Vhodné by vSak bolo odhalit’ prediktivne sily

minimalne na vykon a satisfakciu, tak ako je to u LSPS.

Zamyslani pouzivatelia testu su vyskumnici, s potenciou kvalifikovanych uZzivatelov
testu. Teoreticky rdmec testov sa opiera o komplexnejSie poznatky zo psycholdgie osobnosti.
V prvom rade by mohol vzniknit’ dojem, Ze niektory zo Stylov je primarne lepsi. My vSak
nepovazujeme Ziadny Styl priputanosti za nevhodny, ale kazdy zo Stylov vnimame ako zdroj
dolezitych informacii o tom, ako sa jedinec citi v danej situacii, ako sa sprava a aky vykon
podava v pracovnom kontexte. Takisto treba vziat’ do uvahy, ¢o aktivuje behavioralny systém
attachmentu v pracovnom prostredi (Yip et al., 2018) ako aj Specifickost’ vzt'ahovej vizby na
konkrétnu osobu/objekt (Game, 2008). Attachment je okrem toho aj kultirne podmieneny
(Thompson, 2008) a Vv pracovnej oblasti sa tieto kulturne rozdiely moézu prejavit tiez
(Mayseless & Popper, 2007).

Nastroje su urcené pre personalistov, HR manazérov a manazérov vo vSeobecnosti, ktori
maju zdujem lepSie spoznat’ svojich poriadenych v rdmci vyberového procesu, kariérneho
planovania alebo rozvoja (Harms, 2011). Zamestnanci s roznymi S§tylmi vzt'ahovej vizby
vykazuju r6zne organizacné spravanie, z ktorého napr. kontextualny vykon a zaangaZzovanost’
su dolezité psychologické aspekty zamestnatel'nosti (Lisa et al., 2019; Lisa & Newman, 2020).
Okrem toho, su to prave veduci pracovnici, ktory usmerniujii svoju komunikéciu s danym
pracovnikom s cielom vyssej spokojnosti, efektivnosti a pracovného vykonu (Hudson, 2013).
V neposlednej rade, prave v ¢ase distresu, zvySenych poziadaviek a prekondvania zmeny alebo
krizy, ¢i uz individualnej, pracovnej alebo zmeny v spolo¢nosti, ma S$tyl attachmentu

interpretacntl silu ozrejmit’ organizacné a socialne spravanie zamestnanca.

Za limit tejto Studie pokladame teoreticku analyzu a porovnanie vybranych dotaznikov.
Porovnavacie kritérid sme vyberali sami vychadzajic z kritérii EFPA, ale kedZe tieto su

stanovené pre Standardizované metodiky, mohli sme vybrat’ len niekol’ko oblasti, ktoré nemusia
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postihovat’ celu komplexnost analyzy. Taktiez samotny vyber a mnozstvo dotaznikov nemusi

byt’ dostato¢ny. Okrem toho dotazniky eSte nie su lokalizované a pouzivané na Slovensku.

Na zaver mdzeme zhrnat’, Ze nastroje poskytujii roznorodé informécie o zamestnancovi,
pricom kazdy z dotaznikov vykresl'uje vzt'ahovanie sa zamestnanca v praci z inej perspektivy.
Adaptacia na viac/iné krajiny eSte len ¢akd. Nastroje vSak aSpiruju na vyborné hodnotiace

nastroje vzt'ahovej vizby na pracovisku.

Slovenska verzia dotaznikov je na vyziadanie u autorky.
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Abstract

The study verifies the potentials of specific research sample of the school leaders —school managers

as leaders being liable for Slovak school system transformation.

Obijective. The study analyses the relations and differences of trait emotional intelligence (El) and

leader’s practices of the school leaders in the context of transformational leadership.

Method. The research sample obtained by intentional sampling consisted of the school leaders
(N=47, AMage=47.81; SD=10.96; 13% of males). Data were collected by assessing five leader's
practices (Model the Way, Inspire a Shared Vision, Challenge the Process, Enables Others to Act,
Encourage the Heart) by the means of Leadership Practices Inventory (LPI, Kouzes & Posner,
2013) and Trait Emotional Intelligence Questionnaire (TEIQue-SF, Petrides, 2009; the Slovak
adaptation by Kaliska & Nabélkova, 2015).

Results. The results prove there are positive moderate correlations between leader’s practices
(Inspire a Shared Vision, Enables Others to Act and Encourage the Heart) from Kouzes and
Posner’s conception (2013) and level of trait EI analyzing EI as a personality trait related to
emotionality.

Conclusions. Research findings suggest that trait EI appears to be a possible indicator of the

leadership practices of the transformative educational leaders.

Limitations. The study is limited by non-standardized LPI tool and research sample specifics, size

and sampling.

Keywords. Educational leaders; transformational leadership; trait emotional intelligence
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Abstrakt

Stiudia vyskumne verifikuje potencidl Specifického vyskumného siboru lidrov v edukdcii —

riadiacich pracovnikov v skoldch, ktori su spoluzodpovedni za transformdciu slovenského skolstva.

Ciel'. Cielom Studie bolo vyskumne analyzovat suvislosti medzi crtovou emociondlnou
inteligenciou (El) lidrov v edukdcii a ich vodcovskymi praktikami v kontexte transformacného

lidersipu.

Metéda. Vyskumny subor tvoria ucitelia v riadiacich funkcidch skol (N=45, AMage=47,81;
SD=10,96; 13% muzov). Data boli ziskané dotaznikom Leadership Practices Inventory (LPI,
Kouzes & Posner, 2013), ktory posudzuje pdt typov praktik — sprdavania sa lidra (1) Modelovanie
/ ukazovanie cesty, 2) InSpirovanie viziou, 3) Podpora iniciativy a inovdcii, 4) Umoznenie rastu
a aktivity a 5) Povzbudzovanie a ocenovanie) a Dotaznikom crtovej EI (Trait Emotional
Intelligence Questionnaire-short form, TEIQue-SF, Petrides, 2009, slovensky preklad Kaliskd &
Nabélkova, 2015).

Zistenia. Vysledky Pearsonovej korelacnej analyzy naznacuju, Ze existuje pozitivna stredne silna
Statisticky vyznamna suvislost medzi ich liderskymi praktikami (Inspirovanie viziou, Umoznenie
rastu a aktivity a Povzbudzovanie a ocerniovanie) z koncepcie Kouzesa a Posnera (2013) a wurovitou

c¢rtovej EI, ktora postuluje EI ako osobnostnii predispoziciu suvisiacu s emocionalitou.

Zaver. Vyskumné zistenia naznacuju, ze ¢rtova EI sa javi ako mozny ukazovatel liderskych praktik

transformativneho lidra v edukacnom prostredi.

Limity. Vyskumna Studia je limitovana nestandardizovanym ndstrojom LPI a velkostou,

Specifickostou a vyberom vzorky.

Krlacové slova. Lidri v edukacii,; transformativny lidersip; crtova emocionalna inteligencia

Uvod

V suvislosti s problematikou transformécie Skolstva by sa nemala opominat’ aj otazka tlohy
a miesta lidrov a liderstva v edukacii. Ako ukazuje bibliometrickd analyza realizovana
prostrednictvom najznamejsej databdzy Web of Science Core Collection v rokoch 1900 az 2018

bolo uverejnenych len 45 vedeckych Sstadii k problematike ,transformativneho liderstva
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v edukacii“ (Kaliskd, 2019). Pomerne malo priestoru je vo svetovych aj v slovenskych
podmienkach venovaného predovsetkym psychologickému pohladu na liderstvo v edukacii.
Ciel'om projektu APVV-17-0557 "Psychologicky pristup k tvorbe, implementéacii a overovaniu
kompetencného modelu rozvoja lidrov v edukacii" o.i. vytvorit' a vyskumne overit’ koncepciu
kompetencii lidrov v eduka¢nom prostredi. Kompetenéné modely Specifikuju schopnosti,
zru¢nosti, vedomosti, osobnostné ¢rty etc. vhodné alebo nevyhnutné k pozicii, pre ktort je model
vytvoreny (Smutny et al., 2014). Kompeten¢né modely transformativnych lidrov v edukacii
(vytvorené najmi v USA a Kanade) obsahuju odkazy na poznatky, zru¢nosti a kompetencie, ktoré
si ucitelia, riaditelia a ostatni riadiaci pracovnici potrebuji osvojit' vo vodcovskych rolach v
prostredi §kol a v ich profesii. Vac¢Sina kompetencnych modelov sa v8ak tyka najmi manazérskych
zrucnosti a v malej miere su zastipené aj psychologické kompetencie lidrov v edukéacii (Sollarova

et al., 2019).

Predkladand stadia vyskumne verifikuje potencial Specifického vyskumného stboru
slovenskych lidrov v edukacii — manazérov v Skolach, ktori st spoluzodpovedni za transforméciu
slovenského $kolstva a zameriava sa na osobnostné charakteristiky transformativnych lidrov (TL)
v kontexte ¢rtovej emocionalnej inteligencie (El). Transformativne liderstvo sa chape ako proces,
v ktorom lider komunikuje a spolupracuje s nasledovatel'mi s cielom zvySovat’ ich motivaciu ako
aj moralku, ked’ze lider sa prirodzene zaujima o ich potreby a snazi rozvijat’ ich plny osobnostny
potencidl (Burns, 1978). Transformativny liderSip ma podla Podsakoffa et al. (1990) Sest
zakladnych principov: identifikécia a vyjadrenie vizie, 2) poskytnutie vhodného modelu, cesty, 3)
akceptovanie a podpora cielov skupiny, 4) ofakavanie vysokych vykonov, 5) poskytovanie
individualnej podpory a 6) intelektualna stimulécia. Na podobnych principoch postavili svoj model
transformativneho liderstva aj Kouzes a Posner (2017), ktori dlhodobou analyzou rozhovorov,
pripadovych S§tudii a analyzovanim mnoZstva prieskumnych zisteni identifikovali spravanie
transformativneho lidra, konkrétne 5 zékladnych druhov jeho spravania sa: 1) Modelovanie /
ukazovanie cesty, 2) InSpirovanie viziou, 3) Podpora iniciativy a inovacii, 4) Umoznenie rastu a
aktivity a 5) Povzbudzovanie a ocenovanie. Pricom spravanie lidra v zmysle Modelovania /
ukazovania cesty znamena podl'a autorov schopnost’ jasne deklarovat’ svoje hodnoty a presved¢it
ostatnych, aby ho nasledovali a schopnost’ poskytovat’ ostatnym priklady, ktoré su v stlade so
spolo¢nymi hodnotami organizacie alebo timu. Spravanie lidra v zmysle InSpirovania viziou

znamena schopnost’ lidra predvidat’ budicnost’ a na zaklade toho ponukat’ podnetné a inovativne
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napady. Zaroven zapdja ostatnych do spolo¢nej vizie cez vzdjomné zdiel'anie aSpirdcii. Spravanie
lidra v rdmci Podpory iniciativy a inovacii znamena schopnost’ vyhl'adavat prilezitosti, aktivne
zaCinat’ z vlastnej iniciativy a zaroven lider aktivne vyhl'adava inovativne sposoby na zlepSenie
funkénosti timu. Lider stakymito charakteristikami zvykne podnecovat ostatnych k
experimentovaniu ¢i riskovaniu tak, Ze neustale generuje drobné vitazstva timu a podporuje ucenie
sa prostrednictvom skusenosti. Umoznenie rastu a aktivity predstavuje podla autorov na jednej
strane schopnost’ lidra posilfiovat’ spolupracu timu budovanim vzajomnej dovery a podporovanim
vztahov v time, no na druhej strane posilituje timového ducha tak, ze buduje sebadeterminaciu
svojich kolegov (v zmysle motivacie) a posiliiuje ich kompetencie. Liderska praktika
Povzbudzovanie a ocenovanie predstavuje schopnost’ lidra identifikovat’ u jednotlivcov osobné
angazovanie sa takym spdsobom, Ze ich ocenuje za ich osobny prinos pre organizaciu ¢i tim.
Zaroven ale dokaze ocenit’ uspechy jednotlivcov aj timu spdsobom, ktory posiliiuje ducha

a kohéziu timu ¢i organizicie.

Vyskumny zadmer S$tadie vyplynul z ocakdvania, ze zru€nosti ¢i osobnostné Crty
transformativneho lidra tizko suvisia s jeho emocionalnou inteligenciou, priCom vychddzame
z konceptu ¢rtovej emocionalnej inteligencie K. V. Petridesa, ktory chape emocionalnu inteligenciu
ako osobnostnu ¢rtu popisujiicu emociondlne fungovanie jednotlivca (Petrides & Furnham, 2001).
Jeho koncept ¢rtovej EI reprezentuje vnimanie subjektivnej povahy emociondlneho prezivania a
meria sa prostrednictvom sebapopisnych, sebavypovedovych dotaznikov a obsahuje S$tyri
vseobecné faktory: wellbeing (reprezentovany optimizmom, $tastim a sebatctou), emocionalita
(reprezentovana empatiou, vztahovou kompetenciou, emo¢nou percepciou a expresiou),
sociabilita (reprezentovanda manazmentom emocii druhych, asertivitou a socialnou
uvedomelostou) a sebakontrola (reprezentovand emocnou regulaciou, impulzivitou a zvladanim

stresu) (Petrides, 2009).

Problematike suvislosti charakteristik transformativneho lidra a emocionalnej inteligencie sa
venovalo pomerne vel’ké mnozstvo autorov (spomedzi vsetkych spomenieme napr. Caruso &
Salovey, 2004; Caruso et al., 2014; Esfahani & Soflu, 2011; Gardner, & Stough, 2002; Hur et al.,
2011; Sparrow & Night, 2012; a. i.). Esfahani a Soflu (2001; N = 53, r = 0,61""), ktori na vyskum
pouzili Petridesov EI dotaznik zroku 2007 a MLQ zistili, Ze EI lidrov silne stavisi s ich

charakteristikami TL aj vo svojich jednotlivych subskalach.
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Z pohl'adu nasej Studie sme chceli overit’ vzt'ah medzi pouZzitymi metodikami na zist'ovanie
charakteristik TL a faktorov ¢rtovej EI. Vo vyskume predkladanej Stadie bol vyuzity Vv nasich
kultarnych podmienkach novy dotaznik na zistovanie liderskych praktik, Leadership Practice
Inventory LPI autorov Kouzesa a Posnera (2013) a na zistovanie osobnostnych charakteristik
lidrov bol pouzity Petridesov dotaznik TEIQue — SF (2008). Na zaklade skor overeného vzt'ahu
medzi charakteristikami TL skiimanych prostrednictvom MLQ a koncepciou El, vnimame prieniky
medzi nami pouzitymi metodikami a s nimi suvisiacimi konceptami - Kouzesovym a Posnerovym
modelom TL a Petridesovou ¢rtovou EI - predovsetkym vo faktoroch Sebakontrola, Sociabilita
a Emocionalita na strane El ana strane charakteristik TL v subSkalach Podpora iniciativy a

inovacii, Umoznenie rastu a aktivity a Povzbudzovanie a ocenovanie.

Ciel

Ciel'om nasej Studie je empirickd analyza suvislosti ¢rtovej emocionalnej inteligencie lidrov
v edukécii a ich vodcovskymi praktikami v kontexte transformac¢ného liderSipu, na zdklade ktorého

sme vyslovili vyskumnu otdzku:

VO: Existuje suvislost medzi vodcovskymi praktikami v kontexte transformacného liderSipu

(LPI) a globalnou troviiou ¢rtovej emocionalnej inteligencie (TEIQue —SF), ako aj jej faktormi?

Vyskumny subor

Vyskum bol realizovany s vyskumnym stiborom tvorenym ucite'mi v riadiacich funkciach
8kol stredného Slovenska (N=45, AMage= 47,81; SD = 10,96; 13% muzov), kde sa jednalo
0 zamerny vyber respondentov s cielom zachytit prave liderské schopnosti u radiacich

Zzamestnancov Vv nasom Skolstve.

Metodiky

Do vyskumnej batérie boli zaradené nasledujuce metodiky:
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Dotaznik Leadership Practices Inventory (LPI, Kouzes & Posner, 2013), posudzuje pat
typov praktik / spravania sa transformativneho lidra (popis typov a zaroven subskal dotaznika LPI
vid’ vyssie), pozostava z 30 poloziek, pricom na kazda subskalu pripada 6 poloziek hodnotenych
na 10-bodovej Likertovej skale (od 1 —takmer nikdy po 10 — takmer vzdy). Administracia LPI trva
cca 10-15 minut.

Dotaznik ¢rtovej EI (TEIQue-SF, Petrides, 2009; slovensky preklad Kaliska & Nabélkova,
2015), posudzuje globalnu uroven emociondlneho fungovania jednotlivca a 4 faktory:
emocionalita, sebakontrola, sociabilita, wellbeing, pozostava z 30 poloziek, na ktoré respondenti
odpovedaju prostrednictvom 7 bodovej Likertovej Skdly (1 — uplne nesuhlasim az 7- uplne

sthlasim). Administracia dotaznika TEIQue - SF trva priblizne 7 minut.

Reliabilita v zmysle vnutornej konzistencie bola u oboch dotaznikoch posudzovana
prostrednictvom Cronbachovej alfy a v oboch dotaznikoch dosiahla uspokojivé hodnoty od 0,70
po 0,86.

Na ziklade deskriptivnych ukazovatelov (koeficienty Sikmosti a Spicatosti) sme
u sledovanych premennych nezaznamenali vyraznti odchylku od normélu, preto sme pri Statisticke;j

analyze pouzili parametrické postupy.

Vysledky vyskumu

Premenné oboch konstruktov priblizujeme pomocou deskriptivnych charakteristik v tabul'ke

Tabul’ka 1. Statisticka deskripcia premennych (charakteristiky TL a értova emociondlna

inteligencia) vo vyskumnom subore manazérov skol stredného Slovenska (N=45)

Min Max AM SD Sikmost” Spicatost’
Well-being 4,0 7,0 5,70 0,72 -0,442 -0,379
‘L’I._’ Sebakontrola 3,3 6,2 4,93 0,73 -0,226 -0,665
% Emocionalita 4,8 6,9 5,74 0,47 -0,092 -0,303
w  Sociabilita 2,5 6,8 4,74 0,85 -0,322 0,696
" Globalna TEI 4,0 6,7 5,28 0,48 0,256 1,297
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LPI

Modelovanie /
ukazovanie cesty
InSpirovanie
viziou

Podpora iniciativy
/ inovacii
Umoznenie rastu
a aktivity
Povzbudzovanie a
ocefnovanie

5,0
3,0
4,2
5,3

4,0

9,8
10,0
9,3
10,0

10,0

7,51
6,43
6,99
7,84

7,15

1,24
1,69
1,15
1,12

1,58

-0,146
-0,058
-0,532
-0,259

-0,131

-0,661
-0,342
-0,093
-0,49

-0,886

Ciel'om vyskumu bola empirickd analyza stvislosti medzi ¢rtovou EI $kolskych manazérov

ako lidrov v edukdacii a ich vodcovskymi praktikami v kontexte TL, ktora sme zistovali

prostrednictvom Pearsonovho korela¢ného koeficientu.

Tabul’ka 2. Korelacné koeficienty pre charakteristiky TL (meraného LPI) a crtovou EI
(meranou TEIQue — SF)

Modelovanie/ InSpirovanie Podpora UmoZnenie Povzbudzovanie a
ukazovanie viziou iniciativy rastu a ocefovanie
cesty a aktivity
inovacii

Well-being 0,02 0,13 -0,19 0,14 0,06
Sebakontrola 0,25 0,18 -0,11 0,20 0,25
Emocionalita 0,16 0,24 0,01 0,38** 0,30*
Sociabilita 0,19 0,31* 0,10 0,20 0,23
obalna 021 0290%  -0,06 0,30% 027

p<0,05; "p<0,01

Vysledné hodnoty Pearsonovho testovania prezentované v tabulke 2 ukazuju, ze vecne ide o

stredne silny statisticky vzt'ah pozitivneho smeru medzi globalnou ¢rtovou EI a subskalou LPI

In$pirovanie viziou a subskalou Umoznenie rastu a aktivity. Rovnako statisticky vyznamny stredne

silny vzt'ah pozitivneho smeru existuje medzi faktorom Emocionalita a subskalami UmoZnenie

rastu a aktivity a Povzbudzovanie a ocenovanie a napokon opat’ rovnaky Statisticky vyznamny

vzt'ah medzi faktorom Sociabilita a subskalou InSpirovanie viziou.
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Diskusia

Existenciou Statisticky vyznamnych vzt'ahov medzi globalnou ¢rtovou El a charakteristikami
TL vo vyskumnom subore slovenskych skolskych manazérov ako lidrov v edukacii sa potvrdili
vztahy medzi EI a charakteristikami TL. V suvislosti s vysledkami naSho vyskumu plati, ze ¢im
vysSou uroviiou globalnej ¢rtovej EI disponuju Skolski manazéri stredného Slovenska, tym
disponuju vysSou uroviou schopnosti predvidat’ budtcnost, vedia inspirovat’ svojich kolegov
podnetnymi a inovativnymi navrhmi a zaroven s nimi spolupracovat’ na budovani spolo¢nej vizie.
Takisto je u nich rozvinutej$ia schopnost’ posiliiovat’ spolupracu v time, budovat’ déveru a vzt'ahy
VvV time, ale aj posiliiovat’ kompetencie svojich kolegov. Vyskum dalej potvrdil, Ze ¢im je u
Skolskych manazérov vyssia miera empatie a vztahovej kompetencie, tym je u nich vo vyssej miere
rozvinutd liderskd schopnost’ posiliiovat’ spolupracu, budovat’ doveru a pevné vzt'ahy v time, ako
aj schopnost’ ocenovat’ svojich kolegov za ich osobny prinos pre organizaciu alebo svoj tim, no
ocenovat’ dokazu takym sposobom, ze nim posilituji ducha timu. Rovnako vyskum potvrdil, ze
¢im st Skolski manazéri viac asertivni, socidlne uvedomeli a maji rozvinutejSiu schopnost
manazovat’ emocie druhych, tym je u nich rozvinutejsia liderska schopnost’ predvidat’ buducnost’
a vd’aka tomu ponutka podnetné a inovativne ndpady, ktorymi inSpiruje svojich kolegov, no zaroven

ich zapaja do spolo¢nej vizie budicnosti cez vzajomné zdielanie aSpiracii.

Vyskumné zistenia predkladanej stadie su tak v stlade s inymi vyskumnymi zisteniami,
ktoré analyzovali vztah EI transformativnych lidrov s ich liderskymi zru¢nostami. Za vSetkych
spomenieme vyskumné zistenia Gardnerovej a Stougha (2002). Autori uvadzaji, Ze regresna
analyza poloziek dotaznikov SUEIT a MLQ preukazala, Ze schopnost’ lidrov identifikovat’ a
porozumiet’ emociam druhych je najlepSim prediktorom TL, konkrétne podmieiiuje dimenzie
Charizma lidra/ Idealizovany vplyv, Osobny pristup a Intelektudlna stimulacia. To znamena, Ze
uroven EI lidra ovplyvnuje tie charakteristiky TL ako Charizmu lidra, t.j. spravanie, ktorym lider
dosiahne to, ze sa s nim ostatni identifikuju; spravanie, ktoré v ostatnych vytvara pocit, ze st
doleziti a zaroven spravanie podporujuce osobny rastu aktivitu a angaZovanost svojich

nasledovatel'ov.

Samozrejme, sme si vedomi limitov nasho vyskumu, ktoré suvisia predovsetkym
svelkostou a vyberom Specifického vyskumného suboru, ako aj pouzitim doposial

nestandardizovaného nastroja zistovania charakteristik TL - LPI. Preto sme si overili pritomnost’
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tzv. common method bias pri pouZiti tohto meracieho néstroja a zistili sme, Zze v datach naSho
vyskumného suboru nedochadza ku skresleniu vysledkov v savislosti s pouzitim
neStandardizovaného dotaznika LPI, pretoze celkovd odchylka extrahovand Harmanovym

jednofaktorovym testom je 40,3% a je nizsia ako odporucana hranica 50%. (Podsakoff et al., 2003)

Zaver

Prezentované vyskumné zistenia naznacuju, ze ¢rtova El méze byt jednym z faktorov, ktory
stvisi so schopnost’ou byt inspirativnym edukacnym lidrom. Ked'ze ¢rtova El je chapana ako
konstelacia sebepripisanych schopnosti a behaviordlnych dispozicii suvisiacich s emocionalitou,
ktoré je mozné rozvijat' a nasledne moze dojst k rozvoju takych praktik transformativneho
liderSipu, ktoré umoznia druhym rast, motivovat’ sa, spolupracovat’ s druhymi a budovat’ ducha
timu €1 organizacie, ktora prinaSa zmenu v edukac¢nom prostredi. Prave lidri v edukanom prostredi

by mali byt facilitdtormi, ktori umoznia ostatnym rozvijat’ svoj vlastny potencial.
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Miriama Huddakova & Tomas Sollar

Fakulta socialnych vied a zdravotnictva, Univerzita Konstantina Filozofa v Nitre

Abstract

Multimethod objective interests test battery (MOI) represents an innovative multi-method
approach to diagnosing career interests by combining explicit measure of interests

(questionnaire and nonverbal test) with implicit measurement (3 objective personality tests).

Obijective. The aim of the study was to verify the validity of Slovak version of MOI by evaluating
the material for interpretation of the MOI battery, which consists of a list of vocational activities

suggested to participant based on his individual results.
Method. The sample consisted of 62 participants (60 % women; Mage = 26.6; SDage = 9.16).

Results. Evaluation of a list of suggested vocational activities by participants supported the
advantage of using a multimethod approach to diagnosing career interests.

Conclusions. Due to the found more negative evaluation of the suggested vocational activities
based on implicit measurement (compared with explicit measurement) we recommend caution

when using implicit methods, there may be especially useful for their exploratory character.
Limitations. We discuss the usability and limits of a multimethod diagnostics of interests.

Keywords. validity; career interests; multimethod diagnostics

Abstrakt

Multimetodova objektivna testova batéria zaujmov (MOI) predstavuje inovativny
multimetodovy pristup k diagnostike kariérovych zaujmov tym, Ze kombinuje explicitné meranie

zaujmov (dotaznik a nonverbalny test) s implicitnym meranim (3 objektivne testy).
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Ciel'. Cielom Studie bolo overit validitu slovenskej verzie MOI prostrednictvom zhodnotenia
materialu pre interpretaciu batérie MOI, ktory je tvoreny zoznamom profesijnych cinnosti

navrhnutych participantovi na zaklade jeho individualnych vysledkov.
Metoda. VVzorku tvorilo 62 participantov (60 % Zien; Myek = 26,6; SDvek = 9,16).

Zistenia. Hodnotenie zoznamu navrhovanych profesijnych cinnosti participantmi podporilo

vyhodu pouZitia multimetodového pristupu k diagnostike kariérovych zaujmov.

Zaver. Vzhladom na zistené negativnejsie hodnotenie navrhovanych profesijnych cinnosti na
zaklade implicitneho merania (v porovnani s explicitnym meranim) odporucame opatrnost pri

pouzivani implicitnych metod, pricom uzitocny moze byt najmd ich explorativny charakter.
Limity. V studii diskutujeme vyuzitelnost a limity multimetéodovej diagnostiky zaujmov.

Kracové slova. validita, kariérové zaujmy, multimetodova diagnostika

Uvod

Pri formulovani ciela S$tidie sme vychadzali z aktualnej situacie v kariérovom
poradenstve na Slovensku, kde poradcovia nemaju k dispozicii nevyhnutné metodické néstroje
(Lepetiova, 2008), vyskumne sa nevenuje dostatotna pozornost niektorym ddlezitym
kon$truktom (Banasova, 2018a) a chybaju adekvatne metddy k meraniu Sirokého spektra
kariérovych zadujmov (Mezera, 2005). Preto v stadii overujeme validitu Multimetodovej
objektivnej testovej batérie zaujmov (MOI), ktora predstavuje inovativny multimetédovy
sposob diagnostiky zdujmov na zdklade Hollandovej teorie. Validita bude overovana

prostrednictvom zhodnotenia materialu pre interpretaciu MOI, ktory bude sluzit’ poradcom.

Teoretické ukotvenie zaujmov a ich diagnostikovanie

Zaujmy su ,relativne stabilné, kognitivne, emocionalne a hodnotovo v osobnosti
zakotvené tendencie konania, ktoré sa navzajom liSia na zaklade typu, smeru,
generalizovatel'nosti a intenzity* (Bergmann & Eder, 2011, s.6). NajrozsirenejSou taxonémiou
zaujmov je Hollandova tedria (Pédssler et al., 2015), ktora je Siroko pouzivana v tedrii i praxi
(Proyer, 2007) aj ako sucast’ intervenénych programov v kariérovom poradenstve (Banasova,
2018b; 2018c¢). Podr'a Hollanda (1997) patri vacsina l'udi k jednému zo $iestich zaujmovych
typov: prakticko-technicky (R), intelektudalno-vedecky (1), umelecko-jazykovy (A), socidalny (S),
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podnikatelsky (E) a organizacno-riadiaci (C). Okrem zaujmovych typov zahfiia Hollandova
tedria (1997) aj koncept diferencidcie a kariérovej identity. Diferencidcia je miera v akej je
jednotlivec podobny jednému alebo dvom zaujmovym typom pri vyluceni ostatnych typov.
Kariérova identita hovori o jasnosti a stabilnosti obrazu kariérovych preferencii jednotlivca
(Gottfredson & Johnstun, 2009). Kariérova identita a s fiou stvisiace tazkosti st prediktorom
kariérovej rozhodnutosti (Banasova, 2018d; 2018e), pre ktort je kariérova identita klicova

(Banasova et al., 2019).

Holland (1997) vidi uzito¢nost’ diagnostiky zaujmov v skumani kariérovych moznosti,
Napriek existencii roznych druhov metdd sa na diagnostiku zdujmov v kariérovom poradenstve
(aj na Slovensku) pouzivajii spravidla len dotazniky (Proyer, 2007; VUDPaP, 2004). Od
klasickych dotaznikovych metdd sa batéria MOI odliSuje inovativnym multimetédovym
sposobom diagnostiky. Meria zaujmy explicitne, pomocou verbalneho dotaznika a
nonverbalneho testu, a implicitne prostrednictvom troch objektivnych testov osobnosti, a to na
teoretickom zéklade Hollandovej tedrie (1997). Princip objektivnych testov spociva v tom, ze
si konStruované tak, aby testovany nevedel akym spdsobom je merané jeho spravanie, ¢im je
naro¢né ich vysledky zdmerne skreslit. Testovany nie je poziadany, aby sa hodnotil, ale
informécie o zdujmoch sa odvodzuju zo spravania registrovaného vo vykonovej situacii.
Objektivne testy mozu priviest' klientovu pozornost, prostrednictvom spdtnej vézby, ku

kariérnym moZnostiam, ktoré predtym neboli zvaZzované (Proyer & Héusler, 2011).

Overenie validity MOI prostrednictvom zhodnotenia materialu pre interpretaciu testu

V §tadii sme sa rozhodli skiimat’ kriteridlnu validitu MOI, ato prostrednictvom
zhodnotenia materidlu pre interpreticiu MOI samotnymi participantmi. Material pre
interpretaciu testu predstavuje pocitaCom generovand sprava s profesijnymi c¢innostami
(vyberanymi zo zoznamu 888 ¢innosti), ktoré s participantovi navrhnuté na zaklade jeho
individudlnych vysledkov. Participantovi je navrhnutych 20 ¢innosti na zaklade explicitného
merania a 20 ¢innosti na zaklade implicitného merania zaujmov. Vychodiskom pre zistovanie
kriteridlnej validity je stanovenie vhodného kritéria. Je to vzdy otdzka uvazovania nad tym, co
je ucelom testu a ¢o by malo testové skore predikovat’ (Halama, 2005). Aplika¢nou oblastou
MOI je kariérové poradenstvo (Proyer & Héusler, 2011). Hlavaym ucelom MOI by malo byt
preskimanie kariérovych zaujmov ¢loveka, co sa mdze prejavit’ vo vol'be kariérovej drahy

jednotlivca. Preto sme uvazovali, ze by bolo vhodné preskumat, nakolko su navrhy
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profesijnych ¢innosti v sprave z testovania uzitocné vzhl'adom k tomuto ucelu pre samotnych
participantov. Ziskame tak informacie o praktickej vyuziteI'nosti materidlu pre interpretaciu
vysledkov, ktory bude vyuzivany poradcami pri praci s klientom. Hodnotenie navrhov ¢innosti
participantmi za uc¢elom zistovania kriteridlnej validity sme rozdelili do 3 ¢asti (podla ktorych
prezentujeme aj vysledky): relevantnost’ ¢innosti vzhladom k vyberu profesijnej orientacie;
hodnotenie cinnosti v suvislosti s diferencovanostou a kariérovou identitou a zistovanie

implicitného aspektu zauyjmov v navrhovanych ¢innostiach.

Metody
Vyskumna vzorka

Vzorka pozostavala zo 62 participantov (60 % zien; Myek = 26,6; SDvek = 9,16). V prvej
faze participanti vyplnili kompletnu pocitacovi batériu MOI (cca 50 minat). Nasledne boli
kontaktovani opét’ s cielom zhodnotenia materialu pre interpreticiu MOI (cca 15 mintt). I8lo

0 individualne administrovanie MOI a spravy z testovania za u¢elom jej ohodnotenia.

Meracie nastroje
Multimetddova objektivna testova batéria zaujmov (MOI)

MOI je povodom rakuska pocitacova batéria, ktorej autormi su Proyer a Héusler. Je
pouzitel'nd vo veku od 14 rokov. Pozostava z verbalneho dotaznika a nonverbalneho testu, ktoré
meraju zaujmy explicitne a troch objektivnych testov osobnosti (distraktabilita, alokacia,
tachistoskop), ktoré meraju zaujmy implicitne. Sicastou MOI je aj Skala na meranie kariérovej

identity. Charakterizujeme jednotlivé subtesty (Proyer, 2007; Proyer & Héusler, 2011):
1. Verbalny dotaznik tvori 96 poloziek opisujucich profesijné ¢innosti.
2. Nonverbdlny test - 60 rucne kreslenych, rodovo neutralnych postav v profesijnej
situdcii.

3. Subtest distraktabilita obsahuje 6 rovnako dlhych pribehov s rovnakych poctom (94)
cielovych slov nehodiacich sa do textu, ktoré mé probant oznadit'. Sest’ textov popisuje
typicky pracovny deii v urcitom povolani - kazdé reprezentuje jednu zo Siestich
Hollandovych dimenzii. Osoba, ktord ma vyssi zaujem o Citant oblast’, oznaci v texte

menej cielovych slov.
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4. V subteste alokdcia je Glohou probanta rozdelit' 100,000 eur réznym organizaciam
(spadaju pod Hollandove dimenzie). Mnozstvo pridelenych penazi sa povazuje za

indikator zaujmu.

5. Tachistoskop - probantom st na kratky ¢as zobrazené nejednoznacné obrazky. Zo 6
moznosti (prislichajucich Siestim dimenziam) si ma vybrat’ tl, o ktorej si mysli, Ze

bola na obrazku.
6. Skdla kariérovej identity - dotaznik merajuci iroveti kariérovej identity (20 poloziek).

Skore je vypocitané pre kazdy subtest v Siestich zaujmovych dimenziach, ale taktiez pre
explicitné a implicitné zaujmy. Dostupné je aj skore pre identitu a diferencovanost’. Po vyplneni

batérie je k dispozicii po¢itatom generovana sprava o vysledkoch testovania.
Hodnotenie materialu pre interpretaciu batérie MOI

Kazdému participantovi bolo predlozenych 40 profesijnych Cinnosti, ktoré mu boli
odportcané v pocitaCom generovanej sprave na zéklade vysledkov v MOI. 20 ¢innosti bolo
odporucanych na zaklade explicitného merania a 20 na zaklade implicitného merania, priCom
participantom boli predloZzené bez oznacenia toho, ktoré boli ziskané akym sposobom merania.
Prvou tlohou participantov bolo ohodnotit’ na skale od 1 po 4, ¢i by si dant profesijnt ¢innost’
vybrali ako sti€ast’ prace/povolania. Mali na vyber zo Styroch moznosti: 1 = urcite nie, 2 = skor
nie, 3 = skor ano, 4 = ur€ite ano. Implicitny aspekt zaujmov bol zistovany pomocou druhej
ulohy, kde probanti mali oznacit' v zozname také profesijné Cinnosti (ak sa tam také

nachadzajt), o ktorych doteraz neuvazovali, avSak teraz ich vnimaji ako zaujimavé.

Statistické spracovanie dat

Statisticka analyzu dat sme realizovali v programe SPSS Statistics 24.0. Rozdiely sme

zistovali Studentovym t-testom a vzt'ahy Spearmanovym korelacnym koeficientom.

Vysledky
Relevantnost’ ¢innosti vzhPadom k vyberu profesijnej orientacie

Tabulka 1 ukazuje deskriptivne Statistiky zvolenych Cinnosti (z navrhovanych) na

zaklade explicitného aj implicitného merania. Pocet zvolenych cCinnosti zahfna tie, ktoré
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probanti oznacili kladnou odpoved’ou na Skale pri otazke, ¢i by si ¢innost’ vybrali ako sucast’

prace.

Tabul’ka 1. Deskriptivne statistiky poctu zvolenych ¢innosti zo zoznamu navrhov ¢innosti na

zaklade explicitného a implicitného merania zaujmov

n Min Max M SD % zvolenych ¢innosti

Pocet zvolenych Cinnosti (EX) 62 2 20 10,39 4,57 51,95 %
Pocet zvolenych Cinnosti (IM) 62 0 19 8,73 4,99 43,65 %

Poznamka. n = pocet participantov; Min = minimum; Max = maximum; M = priemer; SD = §tandardné odchylka;
EX =explicitné meranie zaujmov; IM = implicitné meranie zaujmov

Porovnali sme celkové ohodnotenie navrhov ¢innosti na zaklade explicitného merania

zaujmov s celkovym ohodnotenim navrhov ¢innosti na zaklade implicitného merania (Tabulka

2).

Tabul’ka 2. Rozdiely v hodnoteni navrhov cinnosti na zaklade explicitného a implicitného

merania zaujmov

M sSD t df P d
e o ooy i 208 & 05 a7
Ol | i i (0 R
Oovei 2 iér e X 0 Ty oy
O e I 0 G
el it i (0 O3 w w m a

Poznamka. M = priemer; SD = §tandardna odchylka; t = vysledok Studentovho t-testu; df = stupne volnosti; p =
Statistickd signifikancia; d = Cohenovo d; EX = explicitné meranie; IM = implicitné meranie; odpovede sa
vztahuju na otazku, ¢i by si probanti ¢innost’ vybrali ako sti¢ast’ prace

Celkové ohodnotenie predstavovalo skore pre vSetkych 20 navrhovanych ¢innosti resp.
sucet skalovych hodnot, ktoré participanti pridelili jednotlivym navrhovanym ¢innostiam
v explicitnych néavrhoch ¢innosti a v implicitnych navrhoch c¢innosti. Vysledky hovoria
0 Statisticky vyznamnom rozdiele (t = 2,882; p = 0,005), vys$im skore disponuje hodnotenie
explicitnych navrhov. Vecna vyznamnost’ sa priblizuje k hodnote stredného efektu rozdielu.
Porovnali sme explicitné a implicitné navrhy aj v pocte jednotlivych hodnoteni (odpovede 1, 2,
3 a4), ktoré im participanti pridelili (Tabulka 2). Zistili sme $tatisticky vyznamny rozdiel
Vv pocte odpovedi 1. Vyssi pocet odpovedi 1 bol ndjdeny v implicitnych nadvrhoch ¢innosti, teda

bolo tam viac Cinnosti, ktoré by si probanti urCite nevybrali ako sicast’ svojej prace.
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Hodnotenie navrhov ¢innosti v suvislosti s diferencovanost’ou a kariérovou identitou

Zistovali sme, ¢i hodnotenie navrhovanych Ccinnosti participantmi suvisi s ich
diferencovanostou a identitou (Tabulka 3). Preukazal sa Statisticky vyznamny slaby pozitivny

vzt'ah diferencovanosti s potom zvolenych ¢innosti v explicitnych ndvrhoch ¢innosti.

Tabul’ka 3. Vztah poctu zvolenych cinnosti s diferencovanostou a kariérovou identitou

Is Diferencovanost’ Identita
Pocet zvolenych ¢innosti (EX) ,28* ,08
Pocet zvolenych Cinnosti (IM) -,21 A7

Poznamka. rs = Spearmanov koeficient; EX= explicitné meranie; IM= implicitné meranie; * = p < 0,05

Implicitny aspekt zaujmov v navrhovanych profesijnych ¢innostiach

Porovnali sme pocet doteraz nezvazovanych cinnosti v explicitnych a implicitnych

navrhoch &innosti. Statisticky vyznamny rozdiel sme nezistili (Tabul’ka 4).

Tabulka 4. Rozdiel medzi explicitnymi a implicitnymi navrhmi ¢innosti v pocte nezvazovanych

¢innosti, ktoré su po navrhnuti v sprave z testovania vnimané ako zaujimavé

M SD t df p d
Nezvazované ¢innosti (EX) 1,81 1,63
Nezvazované ¢innosti (IM) 1,55 1,51 ,94 61 35 16

Poznamka. SD = $tandardna odchylka; t = vysledok Studentovho t-testu; df = stupne vol'nosti; p = Statisticka
signifikancia; d = Cohenovo d; EX = explicitné meranie; IM = implicitné meranie

Skumali sme vzt'ah diferencovanosti a kariérovej identity k poctu doteraz nezvazovanych
¢innosti v explicitnych aj implicitnych navrhoch (Tabulka 5). Preukazal sa slaby negativny

vztah diferencovanosti k po¢tu nezvazovanych ¢innosti v implicitnych navrhoch.

Tabulka 5. Vztah diferencovanosti a identity k poctu nezvazovanych cinnosti, ktoré su po

navrhnuti v sprave vnimané ako zaujimavé

Is Diferencovanost’ ldentita
Nezvazované ¢innosti (EX) ,06 -,12
Nezvazované ¢innosti (IM) -27* ,06

Pozndamka. rs — Spearmanov koeficient; EX= explicitné meranie; IM= implicitné meranie; * = p < 0,05

Diskusia

Cielom Studie bolo overenie kriteridlnej validity batérie MOI prostrednictvom
zhodnotenia materialu pre interpretaciu. Material pre interpretaciu MOI tvoreny navrhmi

profesijnych ¢innosti na zdklade vysledkov jednotlivca hodnotili samotni participanti. Prvy
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sposob hodnotenia navrhovanych profesijnych ¢innosti v sprave z testovania predstavovala
participantova odpoved’ na otazku, ¢i by si danu cinnost vybral ako sucast prace, pricom mohol
odpovedat’ na stvorbodovej skale s dvomi pozitivnymi (4 = urcite ano, 3 = skor ano) a dvomi
negativnymi (2 = skor nie, 1 = urcite nie) odpoved’ami. Tymto sposobom ohodnotil 20
navrhnutych ¢innosti na zaklade explicitného merania a 20 ¢innosti na zaklade implicitného
merania. Zistili sme, ze participanti si zo zoznamu navrhov ¢innosti na zaklade explicitného
merania v priemere vybrali (t. j. oznacili kladnou odpoved’ou na skale) 52 % cCinnosti a z0
zoznamu navrhov ¢innosti na zéklade implicitného merania 44 % Cinnosti. Na zdklade uvedene;j
informacie poradca moze vediet’, Ze priblizne polovica navrhovanych ¢innosti na zaklade
explicitného merania (menej u implicitného merania) je pre participantov v suvislosti
s vyberom profesijnej orientdcie relevantnd a ma zmysel sfiou v procese kariérového
poradenstva pri vybere povolania pracovat, pricom polovica ¢innosti je participantmi

ohodnotena negativne, ¢o moze znacit’, ze neadekvatne reflektuje zdujmy participantov.

Ako bolo uvedené, pri navrhoch ¢innosti na zdklade implicitného merania bol pocet
zvolenych ¢innosti niz§i. Pri porovnani celkového hodnotenia explicitnych a implicitnych
navrhov participantmi sa tento rozdiel preukazal ako vyznamny. Chceli sme bliZSie preskiimat’,
¢i sa rozdiel v hodnoteni explicitnych a implicitnych navrhov prejavi v jednotlivych
hodnoteniach, teda v styroch moznostiach odpovede na otazku, ¢i by si danu ¢innost participant
vybral ako suCast prace. Zistili sme rozdiel v poCte odpovedi moznosti ,urCite nie®.
V implicitnych navrhoch ¢innosti sa nachddzalo viac takych ¢innosti, ktoré by si participanti
urcite nevybrali ako stcast prace. Pre poradcu dany vysledok moze znamenat’ va¢siu opatrnost’

pri praci s navrhmi ¢innosti na zdklade implicitného merania.

Rozdielne hodnotenie pre explicitné a implicitné navrhy c¢innosti nas privadza
k uvazovaniu, Ze praca s materialom pre interpretaciu na zaklade rozlicného spdsobu merania
(explicitného a implicitného) by sa mohla odvijat od réznej urovne diferencovanosti
a kariérovej identity, co sme skimali v d’alSom kroku. Zistili sme, ze diferencovanost pozitivne
koreluje s po¢tom zvolenych ¢innosti na zaklade explicitného merania. Zistenie poukazuje na
to, ze vysSSia miera diferencovanosti stvisi s vy$§im poctom zvolenych ¢innosti na zéklade
explicitného merania, ¢o naznacuje podporu pre autormi odporucané pouzivanie réznych
meracich stratégii MOI vzhl'adom k trovni diferencovanosti (aj ked’ si uvedomujeme, Ze vztah
bol pomerne slaby). Ak mé podla autorov klient dobre diferencovany zaujmovy profil
a vykazuje vysoku uroven kariérovej identity, predpoklada sa, ze explicitné metody odrazaja

dobre Struktiru zaujmov. Poradenstvo v tomto pripade moze byt’ zalozené len na vysledkoch

159



explicitnych metdd (Proyer, 2007; Proyer & Héusler, 2011). Nase vysledky mézu naznacovat’,
ze explicitné navrhy Cinnosti stt vzhl'adom k vyberu povolania tym relevantnejSie (v zmysle

vyberu vic¢sieho poctu ¢innosti), ¢im je uroven diferenciacie vyssia.

Na druhej strane, diferencovanost’ nesuvisela s po¢tom zvolenych ¢innosti na zaklade
implicitného merania. Predpokladali sme, Ze ich vztah bude negativny, teda niZSia
diferencovanost’ bude stvisiet’ s va¢§im poctom zvolenych ¢innosti na zédklade implicitného
merania, nakolko Proyer (2007) tvrdi, Ze objektivne testy st uZzito¢né v pripade nizkej
diferenciécie a kariérovej identity, kde mézu sluzit’ k d’alsej exploracii. Taktiez sa nepreukézal
ani vztah kariérovej identity k pocCtu zvolenych c¢innosti na zdklade explicitného ani
implicitného merania. Uroveni kariérovej identity by podla autorov podobne ako
diferencovanost’ mala byt indikatorom pouzitia r6znych meracich stratégii v MOI (Proyer &
Hausler, 2011). Uvazujeme nad tym, Ze uzitoCnost meracich stratégii, teda explicitného
a implicitného merania vzhl'adom k diferencovanosti a identite nemusi suvisiet’ prave s po¢tom
zvolenych ¢innosti. Pouzitie iného ukazovatela nez po¢tu zvolenych ¢innosti by mohlo priniest’

vysledky viac podporujuce odporiucania autorov MOL

Dalsim sposobom hodnotenia navrhov &innosti bolo zistovanie implicitného aspektu
zaujmoV V sprave z testovania, pri€om sme vychadzali z toho, Ze objektivne testy mozu priviest’
klientovu pozornost’ ku kariérovym moznostiam, ktoré doteraz neboli zvazované (napr. z
dovodu rodovych stereotypov, vplyvu referenénych osoéb a pod.) (Proyer & Hausler, 2011).
Implicitny aspekt zadujmov sme zist'ovali prostrednictvom hodnotenia navrhovanych ¢innosti
participantmi tym spdsobom, Ze v nich mali oznacit’ také profesijné ¢innosti, ktoré v stuvislosti
s kariérou doteraz nezvazovali, avSak teraz ich vnimaju ako zaujimavé. Viac takychto ¢innosti
participanti mali najst’ v implicitnych navrhoch, nakol’ko prave objektivne testy (implicitné
meranie) mozu priviest’ klientovu pozornost’ ku kariérnym moznostiam, ktoré predtym neboli
zvazované (Proyer & Hiusler, 2011). Nase vysledky to vSak neukazuji, ¢im mdze byt otazne
zistovanie implicitného aspektu zadujmov pomocou sebaposudenia, ktoré moze byt skreslené
napr. socidlnou ziaducnostou, pricom implicitné metody by tymto skresleniam podliehat’
nemali (Proyer, 2007). Dalej sme zistovali, & nami skimany implicitny aspekt zaujmov suvisi
s uroviou diferencovanosti a kariérovej identity. Proyer a Hiusler (2011) tvrdia, Ze informacie
na zéklade implicitného merania st uzito¢né, ak klient vykazuje nizku Groven diferenciécie a
identity. Zistili sme negativny vzt'ah diferencovanosti s po¢tom nezvazovanych ¢innosti na
zéklade implicitného merania. Cim je participant menej diferencovany, v implicitnych

navrhoch c¢innosti najde viac doteraz nezvazovanych cinnosti, ktoré mali reprezentovat’
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implicitnych aspekt zaujmov. Na rozdiel od implicitnych navrhov ¢innosti, diferencovanost’
nemala vztah k poCtu nezvazovanych ¢innosti na zaklade explicitného merania. Preto by
vysledky mohli naznacovat podporu pre pouzitie objektivnych testov v pripade nizke;j
diferenciacie, kde ich explorativny charakter moze pomahat vytvarat nové hypotézy
v suvislosti s klientovou zdujmovou Struktirou a kariérovymi volbami, ktoré doteraz neboli

zvazované (Proyer & Hausler, 2011).

Zaver

Overenie validity MOI prostrednictvom zhodnotenia materidlu pre interpreticiu testu
podporilo vyhodu pouZitia multimetédového pristupu k diagnostike zdujmov, kedZe sa ako
opodstatnené javi aj explicitné aj implicitné meranie. Vzhl'adom na negativnejSie hodnotenie
navrhov ¢innosti na zdklade implicitného merania v§ak odpori¢ame opatrnost’ pri pouzivani
implicitnych metoéd. Uvedomujeme si aj limity vyskumu (napr. mensia vzorka), avSak prinosom
je pokus o empirické overenie modelu pouzitia réznych meracich stratégii MOI vzhl'adom
k diferencovanosti a kariérovej identite, ktory Proyer a Hausler (2011) v teoretickej rovine
popisuju a odportacaji k pouzivaniu MOI v praxi. V pripade diferenciacie sa na rozdiel od
kariérovej identity prejavila urcitd tendencia k podpore tohto modelu, co mdze naznacovat’, ze
diferencovanost’ je lepSim indikatorom pouzitia jednotlivych meracich stratégii v MOI.
Odporucame vSak d’alSie overovanie modelu tak ako aj d’alSie overovanie validity MOI k jej

spolahlivému pouZivaniu v slovenskych podmienkach.
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The Differences in Perception of Work-Related Goals between People with
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Striving

Odlisnosti v prezivani pracovnych ciel’ov u I'udi s r6znou mierou tendencie zrieknut’ sa

cielov, ktorych dosahovanie je problematické
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Abstract

Obijective. The present research aimed to corroborate the differences between two groups of
people - people with the lower vs. higher tendency to disengage from a problematic goal

striving - in the way how they experience the work-related goal that they pursue.

Method. The sample consisted of 139 working people. Based on the self-report scale dedicated
to the identification of the general inclination to disengage from a problematic goal striving
(GAS), two contrast groups were created. Furthermore, participants listed one important work-
related goal that they are striving for and filled scales related to the cognitive, affective,

motivational and processual level of the analysis of their goal pursuit.

Results and Conclusions. Based on analysis with Mann-Whitney U-test, results indicated that
a group with an inclination to the goal disengagement was also less committed to the pursued
goal; less certain that to pursue the goal was a right decision; made less effort toward the goal
and was less decided to persist in a time of hardship. Moreover, less internal motivation was
observed in this group. This group also perceived more action crisis; less progress toward the
goal; and considered the goal to be less attainable and desirable, although, these results could
be false positives. The groups did not differ in external motivation and goal-related emotions.

Limitations. The primary limitation of the study is a cross-sectional design.

Keywords. Goal-directed behaviour; work-related goals; goal disengagement; goal

adjustment scale
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Abstrakt

Ciel’. Tento pilotny vyskum si kladol za ciel’ preskumat to, ako sa dve skupiny ludi - ti, ktori
vwkazuju nizsiu vs. vysSiu tendenciu zrieknut' sa ciela, ktorého dosahovanie sa stane

problematickym - odlisuju v prezivani svojho pracovného ciela, o ktory sa aktualne usiluju.

Metoda. Vyskumny subor tvorilo 139 pracujucich ludi, ktori boli na zdklade seba-vypovedovej
Skaly (GAS) rozdeleni do skupiny s nizsou vs. vyssou mierou inklindcie zrieknut' sa ciela,
ktorého dosahovanie sa stalo problematickym. Ucastnici taktiez uviedli jeden pracovny ciel na
ktorom aktualne pracuju a vyplnili skaly, zamerané na kognitivnu, afektivnu, motivacni

a procesnu stranku dosahovania cielov.

Zistenia a zaver. Vysledky za pouzitia Mann-Whitney U-testu poukdzali na to, Ze skupina, ktord
vo vSeobecnosti vo vdicsej miere inklinovala k zrieknutiu/odputaniu sa od problematického
ciela taktiez vnimala, Ze je pre nu ich aktualne dosahovany pracovny ciel’ menej zavizny,; bola
Si VmenSej miere istd, zZe ide pri tomto cieli o to sprdavne rozhodnutie; vynakladala na
dosahovanie tohoto ciela menej usilia a bola menej rozhodnutd zotrvat pokial by nastali
problémy. Vykazovala taktiez nizsiu mieru vnutornej motivdacie. Okrem toho preZivala vyssiu
mieru krizy; vnimala mensi progres v dosahovani ciela a vnimala dany ciel’ ako menej doleZity
a dosiahnutelny — posledné zistenia ale mozu byt falosne pozitivne. Skupiny sa nelisili

V externej motivdcii a emociach spdtych s cielom.
Limity. Primarnym limitom je prierezovy charakter vyskumu.

Kracové slova. Dosahovanie cielov, pracovné ciele; upustenie od ciela/vzdanie sa ciela; skala

adaptivnej zmeny ciela

Teoretické vychodiska

Ako naznacuje rozsiahla vyskumna literatiira (Austin & Vancouver, 1996; Brandstitter
& Hennecke, 2018; Milyavskaya & Werner, 2018), problematika na ciel' orientovaného
spravania sa predstavuje dolezitu vyskumnt liniu, majiicu znaény aplikacny potencidl. Nie je
tomu inak ani v sfére psycholdgie prace a organizacie (vid’ napr. Latham et al., 2010; Locke &
Latham, 1990, 2015; Chen et al., 2019). Ciele ,,pontkajii smerovanie pre konanie, napliiaji
zivot zmyslom a dopomahaju definovat’ to, kym osoba je* (Mens et al., 2015, str. 1). Niektoré

ciele sa ale mozu stat’ nedosiahnutelnymi, pripadne dosiahnutenymi iba vel'mi tazko. Co
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Vv takejto situdcii? Jedna z moznosti je zvysit’ Usilie a pokusit’ sa vytrvat’ za kazda cenu. Tou

druhou je dosahovanie daného ciel’a ukoncit’ a/alebo si najst’ iny zmysluplny ciel’.

Z hl'adiska motivacnej tedrie vyvinu naprie¢ Zivotnym cyklom (Heckhausen et al., 2010)
je vramci efektivneho dosahovania cielov kl'i¢ové, aby si jedinec osvojil dve zakladné
regulacné vyzvy. Prvou je selektivnost’ v ramci investovania usilia, tou druhou je kompenzacia
pri zlyhani. Ked’Ze je kl'ucové disponovat’ schopnost'ou sa so zlyhanim adekvatne vysporiadat’
a chranit’ tak svoje emocionalne a motivacné zdroje, akondhle sa dany ciel' stane
nedosiahnutelny alebo sa jeho dosiahnutie stane osobne vel'mi nakladné, jedinec je nuteny
svoju snahu ukon¢it’, vyuzijac pritom kompenzacné stratégie sekundarnej kontroly. Moze ist’
napr. o deaktivaciu ciel’'a a uvol’'nenie prislusnych zdrojov na iné ucely, pripadne o také postupy,
ako vyuzivanie kauzéalnych atriblcii ochranujtcich self ¢i zniZenie socidlneho porovnéavania.
Jednym z kl'icovych aspektov tu je, ze ide o aktivny proces, pri ktorom dochadza k skresleniu
spracovania informacii (Heckhausen et al., 2010). To by ale mohlo znamenat’, Ze sa u jedinca

meni samotné prezivanie a subjektivne vnimanie daného ciela.

Na druhej strane, tedria zamerana na prispdsobenie cielov, oznaCovand ako Tedria
adaptivnej sebaregulacie (Goal Adjustment Theory; Mens et al., 2015; Wrosch et al., 2013;
Wrosch, Scheier, Carver et al., 2003; Wrosch, Scheier, Miller et al., 2003), poukazuje na to, Ze
sa 'udia navzajom odliSuju v kapacite, ktord im umoznuje odputat’ sa od nedosiahnutel'nych
cielov, pricom tu mozno vymedzit' dve Specifické stratégie. Prvou je zrieknutie/ vzdanie sa,
respektive odputanie sa/upustenie od ciela (v originali goal disengagement). Tou druhou je
uprava/ zmena/ predefinovanie ciela, respektive zameranie sa na iny ciel’ (v originali goal
reengagement). Zatial’ o je pre prvu stratégiu typické odputanie sa tak od samotného zavizku
dany ciel’ uskuto¢nit’ ako aj od nasledného usilia; druhd je charakterizovana identifikaciou
alternativnych ciel'ov, néslednou tvorbou zavizku alternativny ciel’ realizovat’ a vynaloZzenim

patri¢ného usilia (Wrosch et al., 2013).

V tomto kontexte sa doterajSie vyskumy zameriavali prevazne na korelaty takto
uchopenej dispozi¢nej kapacity zrieknut’ sa ciel’a alebo ho predefinovat’ v oblastiach, ako je
subjektivna pohoda alebo zdravie (vid’ napr. Barlow et al., 2020 a Wrosch et al., 2013). Tuato
vyskumnu liniu je vSak mozné rozsirit. Napriklad, podla Mensa et al. (2015) mozno
identifikovat’ minimalne tri oblasti, v ramci ktorych sa méze buduci vyskum posunut’. Jednou
Z nich je odporucanie lepSie porozumiet’ tomu, ako dochédza k interakcii medzi v§eobecnou
dispozi¢nou tendenciou k odputaniu/zrieknutiu a samotnym procesom odputavania/zriekania

sa v konkrétnej situacii. V tomto prispevku sa preto pokisame nadviazat’ na toto odporucanie,
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a to napojenim na problematiku dosahovania pracovnych cielov prostrednictvom sledovania
toho, ako sa dve skupiny l'udi, ktoré inklinuji k odpttaniu/zrieknutiu sa od problematickych
cielov v roznej miere, odliSuju v rdmci prezivania svojich aktualne dosahovanych pracovnych

cielov.
Aktualny vyskum

V SirSom kontexte teorie adaptivnej sebaregulacie nedosiahnutel'nych ciel'ov (Mens et al.,
2015; Wrosch et al., 2013) a motivacnej teérie vyvinu (Heckhausen et al., 2010) rozumieme
odputaniu sa od ciela ako dispozi¢nej kapacite na jednej strane a aktivnemu procesu
sekundarnej kontroly na strane druhej. To znamend, Ze by malo byt’ prostrednictvom Skaly
adaptivnej zmeny ciel’a (Goal adjustment scale - GAS) mozné¢ identifikovat’ 'udi, ktori inklinuju
k odputaniu sa tazko dosiahnutel'nych ciel'ov v mensej alebo vdésej miere a nasledne sledovat’
to, ako sa tieto dve skupiny I'udi navzajom odliSuju v rdmci toho, ako ich dosahovanie cielov
prebieha, respektive, ako ho prezivajl, a to naprie¢ réznymi rovinami analyzy (motivacna,
emocna, kognitivna a procesualna rovina). Tento pilotny explora¢ny vyskum si preto kladie za
ciel preskiimat’ to, ako sa tieto dve kontrastné skupiny l'udi - l'udia, ktori vykazuja A) vysSiu
vs. B) nizsiu prirodzent tendenciu zrieknut/odputat' sa od tazko dosiahnute'ného ciel'a -

odliSuju v nazerani na svoje pracovné ciele, o ktorych dosiahnutie sa aktudlne snazia.

Vyskumna otazka znie: Je Statisticky vyznamny rozdiel vo vybranych cielovych
charakteristikdch medzi dvoma kvazi-experimentalnymi skupinami, v ramci ktorych vykazuji
ucastnici roznu mieru tendencie skoncovat’ s dosahovanim ciel’a, ktoré sa stane problematické?
Aka je miera evidencie v prospech alternativnej hypotézy a akéd je velkost indexu velkosti

vplyvu (effect size)?

Vyskumny subor

Celkovy vyskumny subor tvorilo 283 pracujucich I'udi (71 % zien; Mvek = 38, SDvek =
9,8), ktori sa vyskumu rozhodli zacastnit’. Toto ¢islo uchopuje pocet I'udi, ktori vyskum zacali
a vyplnili asponl jeho mensSiu ¢ast’. Kvoli (A) absencii vyraznejsej incentivy; (B) sposobu zberu
dat (Slo o internetovy zber, kde je vicSia pravdepodobnost’ toho, Ze sa ucastnik po
prestavke/vyruseni k vyplianiu uz nevrati) a (C) relativne vysSej naro¢nosti/vicsej dizke

metodiky bol kone¢ny vyskumny stibor, s ktorym boli nésledné uskutocnené analyzy, mensi.

167



Tvorilo ho 139 ucastnikov (78% Zzien; Myek = 36, SDvek = 8,53), ktori vyplnili vSetky Casti

batérie.

Napriek tomu, Ze bola velkost' vyskumného stiboru determinovana predovsetkym
ochotou ucastnikov vyplnit’ dany vyskum, je potrebné spomenut’, Ze pokial’ by sme pri odhade
potrebnej velkosti vyskumného suboru pomocou WebPower (Zhang, 2018) vyuzili pristup,
zdoraziujici najmensi efekt, ktory povazujeme za zmysluplny vzhladom k obmedzenym
zdrojom, pri Statistickej sile 0,80 a pri hodnote p = 0,05 by sme potrebovali 252 T'udi pre
schopnost’ - podl'a Cohenovych kritérii - detekovat’ maly az stredny efekt (d = 0,35); priCom
pre moznost’ detekovat’ stredny efekt (d = 50) a vysvetlit’ tak viac nez 5% variancie zavislej

premennej by malo postacovat’ 128 I'udi (64 v jednej podmienke).

Procediira a vyuzité metodiky

Samotnd procedura pozostavala z uvodnych informacii o vyskume a informovaného
sthlasu; z demografickych udajov; vyberu pracovného ciel'a; Skaly na zosnimanie krizy
V dosahovani ciel'a (Skala ACRISS); skal zameranych na charakteristiky cielov; a Skaly na
zosnimanie tendencie k odputaniu sa od ciela/priputaniu sa k inému cielu ($kala GAS).
Samotny ciel, nad ktorym sa mali u€astnici zamyslat’, znel nasledovne: Aky je Vas dlhodoby
pracovny ciel’ na ktorom pracujete a ktory by ste cheeli dosiahnut’ do dvoch rokov? Ugastnici
tu uvadzali ciele ako napr. kariérny rast alebo byt povyseny. Nasledne ucastnici vyplnili

jednotlivé skaly.

Hodnota internej konzistencie pre S$kalu zrieknutia/odputania sa od tazko
dosiahnutelného ciela (Raczova, Kacmar, Hricova, v tlaci; 4 polozky ako napr. ,,Jednoducho
prestanem o tomto cieli uvazovat’ a vzdam sa ho) bola McDonaldova ® = 0,66. U¢astnici boli
na zéklade svojho skore rozdeleni do dvoch kvazi-experimentalnych skupin — A) skupina
S vyssou vs. B) skupina s nizSou tendenciou k odputaniu sa od t'azko dosiahnutel'nych ciel’ov.
K rozdeleniu doslo prostrednictvom procedury, zndmej ako ,,median split. Dévodom takejto
dichotomizacie je (A) vysSia miera intuitivnosti interpretacii @ prehl’adna moznost’ uplatnenia
korekcii pre viacnasobné porovnania; (B) ako aj explicitné odliSenie analyz od pripravovanej
zavere&nej prace spoluautorky. Skaly, tykajice sa dosahovaného ciel’a, boli v slovenskej verzii

prebrané z predoslych vyskumov, ktoré ich vyuzivali (napr. Copkova et al., 2017). Hodnota

1V metodike boli vyuzité aj d’alSie premenné, ktoré si nad ramec tohto prispevku.
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internej konzistencie pre skalu rezistencie (4 polozky ako napr. ,,Som odhodlany(4) prekonat’
akukol'vek prekazku, aby som dosiahol(hla) tento ciel**) bola McDonaldova @ = 0,92; pre Skalu
cielového progresu (3 polozky ako napr. ,,Dosiahol(hla) som vyznamny progrese v smerovani

9. 6¢

k tomu ciel'u) bola McDonaldova o = 0,80; pre $kalu negativnych emocii (2 polozky ako napr.
,»Ked rozmyslam nad tymto cielom citim napétie*) bola McDonaldova o = 0,79; pre skalu
pozitivnych emocii (2 polozky ako napr. , Ked’ rozmysl'am nad tymto cielom, citim sa
dobre/prijemne*) bola McDonaldova = 0,85; pre skalu externej motivacie (2 polozky ako
napr. ,,snazim sa dosiahnut' tento ciel' preto, lebo to odo mma niekto vyzaduje®) bola
McDonaldova o = 0,57; pre skalu vnutornej motivacie (2 polozky ako: ,,Snazim sa tento ciel
dosiahnut’ pre radost’ a poteSenie, ktort mi tento ciel’ prinesie) bola McDonaldova ®» = 0,67,
pre skalu zavédzku (4 polozky ako napr. ,,Do akej miery vnimas$ tento ciel ako zavdzok?)
predstavovala McDonaldova @ = 0,81; pre Skalu usilia (3 polozky ako napr. ,,Kolko usilia
vynaklada$ aby si dosiahol tento ciel?*) bola McDonaldova @ = 0,93. Hodnota internej
konzistencie pre Skalu ACRISS (kriza pri dosahovani ciela; 6 poloziek ako napr. ,,Mam
pochybnosti, ¢i by som (a) aj nad’alej usilovat’ o dosiahnutie mdjho ciel'a alebo mam od neho
upustit™) predstavovala McDonaldova o = 0,50. Na zaklade naslednej analyzy bola vynechana
jedna polozka skaly (polozka 6), pricom vnutorna konzistencia mierne stupla na hodnotu 0.53,
d’alSie upravy skaly sme ale nerealizovali nakol'’ko by doslo k vyraznej zmene Skaly st'azujuce;j
nasledne interpretacie. Dosiahnutelnost’ bola tvorend jednou polozkou (,,Myslim, Ze mam
vysoki Sancu dosiahnut’ tento ciel*); Zelanie dosiahnut’ ciel/dolezitost ciela bola
reprezentované jednou polozkou (,,Tento ciel’ je pre mna dolezity*); silie bolo reprezentované
jednou polozkou (,,Kol'ko tusilia vynakladas aby si dosiahol tento ciel'?*); istota v rozhodnuti
bola reprezentovana jednou polozkou (,,Do akej miery si si isty (4), Ze vyber tohto ciel’a bol

alebo je spravnym rozhodnutim?*).

Sposob analyzy dat

V ramci analyz je potrebné zdoraznit, ze Slo o vyskum exploracného charakteru, kde

neboli predom stanovené explicitné hypotézy (Kerr, 1998; Munafo et al., 2017).

V ramci inferen¢nej Statistiky bolo ako primarny interpretacny ramec vyuzité testovanie
nulovej hypotézy, a konkrétne, kvoli absencii apridornych hypotéz, pristup reprezentovany
Fisherom (Perezgonzalez, 2015). Chyba prvého radu bola kontrolovand prostrednictvom dvoch
druhov korekcii p hodndt pre viacnasobné porovnania. Slo o Bonferroniho a Benjamini-

Hochbergovt korekciu). Okrem testovania nulovej hypotézy sme sa v ramci reflexie o chybe

169



prvého a druhého rddu zamerali taktiez na indexy velkosti vplyvu (effect size) (Funder & Ozer,
2019; Pek & Flora, 2018) a na to, ¢i a do akej miery st ziskané data v sulade s nulovou alebo
alternativnou hypotézu (Bayes faktor) (Dienes, 2016; Dienes & Mclatchie, 2017; Wagenmakers
etal., 2018).

Kvoli poradovému charakteru premennych v rdmci vyuZitych Likertovych skal a kvoli
nesplneniu podmienok moznosti vyuzitia parametrickej Statistiky (ako napr. indikoval Shapiro-
Wilkov test, normalita rozloZenia premennych nebola dodrZzand) sme sa priklonili
k neparametrickej alternative v podobe Mann-Whitney U-testu. Na analyzu bol vyuzity

program Jamovi 1.1.9.0. Data, vypoéty a vysledky mozno najst’ na odkaze: https://osf.io/gh6aj

Vysledky

Ako mozno vidiet’ v Tabulke 1, kde st vysledky sumarizované v ¢iselnej podobe, medzi
skupinou, ktora vykazuje vy$$iu tendenciu zrieknut’ sa tazko dosiahnuteI'ného ciel’a a skupinou,
ktora inklinuje k upusteniu od tazko dosiahnute'ného ciel'a v mensej miere, st Statisticky

vyznamné rozdiely vo viacerych premennych.

Konkrétne, tcastnici vyskumu, ktori vykazovali vo vsSeobecnosti dispozi¢ne nizZsiu
tendenciu zrieknut' sa problematického ciela (v tabulke su oznaovani ako N) taktiez
vykazovali pri dosahovani svojho aktualneho pracovného ciel'a vysSiu vnatorni motivaciu,
cielovy zavdzok, boli si svojim rozhodnutim istejsi, vynakladali viac usilia a boli odhodlani
viac vydrzat’. Velkost efektu (effekt size) tu bola stredna az vel’kd, ¢o mozno interpretovat’ tak,
Ze tieto zistenia maju potencialne explanac¢né a praktické vyuzitie nie len z dlhodobého, ale aj
strednodobého/kratkodobého hl'adiska (Funder & Ozer, 2019). Okrem toho sme identifikovali
relativne znacnu (vel'mi silnd az extrémna) evidenciu v prospech alternativnej hypotézy (data

tu boli 17 az 238 krat viac v sulade s alternativnou nez nulovou hypotézu) (Wagenmakers et
al., 2018).

Statisticky vyznamné rozdiely bolo taktiez mozno najst' v ramci krizy v dosahovani ciel’a,
cielového progresu, dosiahnutelnosti a Zelania dosiahnut' ciel. Ludia, ktori inklinovali
K zrieknutiu sa tazko dosiahnutelného ciel'a v menSej miere prezivali v ramci dosahovania
svojho aktualneho pracovného ciela menSiu krizu, vysSiu mieru subjektivne vnimaného

pokroku a taktiez vnimali svoj ciel’ ako ddlezitejsi a dosiahnutel'nejsi. Tieto zistenia ale mozu
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byt falogné pozitivne, ako naznaluje striktnejsia Bonferonniho korekcia®. Index velkosti
vplyvu (effect size) tu bol, vyuzijuc klasickl terminologiu, maly az stredny, ¢o by mohlo
znamenat’ potencialne explanacné a praktické vyuzitie predovsetkym z dlhodobého, ale aj viac
kratkodobejsieho hl'adiska pri kumulécii daného spravania po urcitu dobu (Funder & Ozer,
2019). To, do akej miery bude Citatel' tejto Casti vysledkov doverovat’ nechdvame na jeho
kritickom zvazeni, nakol’ko Bayes faktor naznacoval iba miernu mieru evidencie v prospech
alternativnej hypotézy (data su tu priblizne tri az Sest’ krat viac v sulade s alternativnou nez

nulovou hypotézou).

Skupiny sa Statisticky vyznamne neliSili v internej motivacii a emociach spétych

s cielom.

2 Pri vyuziti alternativnej korekcie kontrolujicej mieru vyskytu falo$ne pozitivnych vysledkov by sme
vysledky mohli stale povazovat za $tatisticky vyznamné.
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Tabul’ka 1. Sumarizdcia vysledkov za pouzitia Mann-Whitneyho U testu

Vyssi

Stat. e
vyznamnost' aj  skore
po uplatneni mala

korekcie? skupi
na: N* Vv
Benjam
Cohen Bonfer  ini-
U P oued Bfw roni  Hochbe M S M S
rg M e D M ed D

Preziva jedinec krizu, rozmyslajuic o tom, ze s tym ,,sekne “ alebo

preziva v ramci dosahovania svojho ciela urcity pokrok?

Kriza 1662. 0.01 . ‘ 2, 0, 2, 2,

(ACRISS) 00 3 043 386 Nie . Ano V' 5 5 71 52 26 67

Cielovy  1705. 0.01 . ‘ « 3,36 0, 3 330,

orogres 50 6 044 492 Nie . Ano N™ 57 7" g4 19 3 g4

Vnima jedinec dany ciel tak, Zze ho moéze dosiahnut? Aky dolezity

Jje pre neho tento ciel’?

Dosiahnute 1680. 0.00 . . <« 4 0, 3,
st 50 g C49 62 Nie Ano N" 35 5 87 91 4 1

Zelanie

dosiahnut’ 21;65' O.A(f)Z 0.38 2.69 Nie Ano N* 4, 0, 4, 0,
ciel’ 71 5 61 43 5 79

Ako napdto alebo prijemne sa jedinec citi ked’ o svojom cieli

premysla?

Negativne 2145. 0.66 . . 2, 1, 2, 1,

emocie 50 4 006 020 Nie . Nie 65 3 09 63 25 1

Pozitivne 1832. 0.06 . . 4, 42 0, 4, 0,

emocie 50 5 29 096 Nie — Nie 26 5 74 04 4 7

Z akého dovodu sa jedinec snazi ciel dosiahnut? Chce to sam alebo to

od neho vyzaduje niekto iny?

Externa  2099. 0.51 . . 2, 1, 2, 0,

motivicia 50 9 020 024 Nie  Nie 38 2 22 17 2 89

Interna  1245. <.0 238. ; ; « 4 0, 4, 0,

motivicia 50 01 70 67 Ano Amo  N* g5 5 71 04 4 73

Vnima dany jedinec dany ako zavizok? Je si isty, Ze to bolo ,,to

spravne“ rozhodnutie?

1394. <.0 104. ‘ ‘ « 4, 42 0, 3 37 0

Zavazok 50 01 0.68 36 Ano Ano N 5 5 47 71 5 67
Istotav ~ 1505. <.0 93.3 ‘ ‘ <« 4 0, 4, 0,

rozhodnuti 0001 0% s AnoAno N 67 5 58 23 4 81

Kolko usilia clovek vklada do urcitého ciela a ako velmi je ochotny

vytrvat ked' sa mu nebude darit?

Perzistenci 1405. <.0 64.2 ‘ ; <« 4 0, 3, 0,
a s0 o1 0% g AnoAno N* g1 4578 77 4 9
o 1553. 0.00 17.8 ‘ ; « 4 0, 3, 1,
Usilie 50 1 0.59 1 Ano Ano N 8 4 8 74 4 0

* N reprezentuje skupinu s niz$ou tendenciou zrieknut’ sa problematického ciel’a
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Diskusia a zaver

V nadviznosti na teoriu adaptivnej sebaregulacie nedosiahnutel'nych cielov (Mens et al.,
2015; Wrosch et al., 2013) a motiva¢nu teoriu vyvinu naprie¢ zivotnym cyklom (Heckhausen
et al., 2010) si tento pilotny vyskum explora¢ného charakteru kladol za ciel’ preskimat’ to, ako
sa dve kontrastné skupiny I'udi — A) l'udia, ktori disponuju vy$Sou tendenciou zrieknut’ sa t'azko
dosiahnutelného ciela vs. B) l'udia, ktori maju tito tendenciu prirodzene nizSiu — liSia v
prezivani pracovnych cielov, o ktorych dosiahnutie sa aktudlne snazia, a t0 VvV motivacnej,

emocnej, kognitivnej a procesualnej rovine.

Vysledky poukazali na existenciu Statisticky vyznamnych rozdielov v rdmci viacerych
premennych spiatych so subjektivnym vnimanim dosahovaného pracovného ciela, ato
predovsetkym v procesnej, motivacnej a kognitivnej rovine, nie vSak v sfére s cielom spitych
emocii. Konkrétne, skupina, ktord vykazovala vysSiu mieru vSeobecnej dispozicnej tendencie
zrieknut’ sa ciel’a, ktorého dosahovanie sa stalo problematickym, uvadzala, Ze je pre fiu aktualne
dosahovany pracovny ciel’ menej zavdzny; bola si v mensej miere ista, Ze ide pri tomto cieli
0 spravne rozhodnutie; vynakladala na dosahovanie tohoto ciela menej usilia a bola menej
rozhodnutd zotrvat’, pokial’ by nastali problémy (kognitivna a procesné rovina). Vykazovala
taktieZ niz$iu mieru vnutornej motivacie (motiva¢na rovina). Okrem toho aktualne prezivala
vysSiu mieru krizy (uvazovania o tom, ze s dosahovanim daného ciela skoncuje) a vnimala
mensi progres v dosahovani ciela (kognitivna a procesnd rovina). Dany ciel’ taktiez vnimala
ako menej dolezity a menej dosiahnutelny (kognitivna rovina). Dve kontrastné skupiny sa
nelisili v miere, v ktorej prezivali s cielom spété pozitivne a negativne emocie. Nelisili sa
taktieZ ani v ramci externej motivacie. Vysledky, tykajlce sa krizy, progresu, dosiahnutel'nosti
a zelania dosiahnut’ ciel’ by ale mohli byt falosne pozitivne, nakol’ko nepresli striktnejSou
hranicou Bonferroniho-korekciou upravenej p hodnoty. Okrem toho, miera evidencie

Vv prospech alternativnej hypotézy tu bola nizsia.

Ako mozno tieto vysledky interpretovat’ v SirSom teoretickom ramci? Prvou z moznosti
je, ze l'udia, vo vSeobecnosti viac inklinujtci k zrieknutiu sa tazko dosiahnutelnych cielov,
prezivaji a vnimaji svoje ciele mierne odliSne nez kontrastna skupina. V sulade s touto
interpretacnou liniou mozno vysledkom porozumiet’ v SirSom kontexte modelu akénych faz
(Gollwitzer, 2012; Keller et al., 2019). Tento model postuluje, Ze sa proces dosahovania cielov
skladd z viacerych faz, majacich rézne vlastnosti a dosledky. Po prekroc¢eni pomyselného

,rubikonu® (po tom, ¢o sa jedinec rozhodne dany ciel’ realizovat’), dochadza podla tohto
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pristupu k zmene z mentalneho nastavenia charakteristického kritickym zvazovanim alternativ
na mentalne nastavenie, ktoré je charakteristické implementaciou zvoleného ciel’a. Ide tu o
prechod z tzv. motiva¢nej do volovej fazy. Dosledkom je dosahovanie ciel’a aj za cenu menej
realistického ohodnotenia situacie - jedinec si nasadi ,,ruzové okuliare®, ktoré mu pomahaju
vtom, aby sa nevzdal priskoro. V tomto kontexte je preto mozné, ze jedinci, ktori vo
vSeobecnosti viac inklinujtci k odpuataniu sa od daného ciel’a 'ahSie prechadzaju z volovej fazy,
Vv ramci ktorej je dosahovanie daného ciel’a ,,chranené ruzovymi okuliarmi®, spat’ do motivacne;j
fazy, vramci ktorej je vnimanie dan¢ho ciela realistickejSie, zvazovanie inych alternativ
padnejSie a nasledné zrieknutie sa ciela preto jednoduchsie. Takéto vysvetlenie by bolo
Vv sulade s tym, Ze u€astnici, majlci vyssiu tendenciu zrieknut’ sa tazko dosiahnutel'ného ciel’a,
vnimali v ramci dosahovania svojho pracovného ciel'a mierne vyssiu mieru krizy a vnimali
dany ciel’ ako menej dosiahnutel'ny a menej dolezity. Okrem toho mali menSiu mieru vnutornej

motivacie dany ciel’ dosiahnut’.

Nejde ale 0 jedini moznost’. Alternativnym vysvetlenim je, Ze v pozadi tychto vysledkov
stoji to, Ze si tieto dve skupiny jednoducho volia iné ciele. Zameranie interpretacnej optiky sa
tu preto v SirSom kontexte modelu akénych faz (Gollwitzer, 2012; Keller et al., 2019) prestva
vyluéne do fazy vyberu ciel’a. Je napriklad mozné, ze si takyto jedinci volia ciele, ktoré su
narocnejsie alebo pre nich menej dolezité a tym padom st v ich realizacii menej uspesni, ¢o ich
sprevadza pocas celého dosahovania ciel'a. Na hlbSie preskiumanie tejto alternativy je vsSak
potrebny systematicky longitudinalny vyskum. Okrem toho je ale taktiez mozné aj tretie
vysvetlenie, ktoré hovori o tom, ze je v pozadi tychto zisteni skryta (latentnd) premenna, ktora
je so zrieknutim sa/ odputanim sa od tazko dosiahnutel'ného ciela spita. V rdmci
nadvizujuceho vyskumu je preto potrebné systematicky kontrolovat’ d’alSie premenné, ako
napr. sebareguldcia, sebaucinnost’ alebo regulacny fokus jedinca, pripadne identifikovat
potencialne dolezité moderacné a mediacné faktory, ktoré stoja v pozadi celého procesu.
Okrem toho je potrebné zdoraznit, Ze tento vyskum neumozinuje usudzovat’ na kauzalitu kvoli
svojmu prierezovému charakteru. Zamyslanie sa nad tym ,, o ovplyviiuje €o* je tu preto
prinajlepSom diskutabilné a je rezervované pre na tento el vytvorené stadie. Okrem toho ma
prezentovany vyskum aj d’alSie limity, ktoré je nevyhnutné reflektovat’. Ide napr. o vyuZzitie
umelej dichotomizécie premenenej; kvazi-experimentalny charakter; psychometrické vlastnosti
niektorych Skal; prilezitostny vyber vyskumného stboru; pripadne absenciu kvalitativnej

zlozky vyskumu, ktora by mohla hlbsie odkryt’ dynamiku odputavania stojacu v pozadi.
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Z hladiska aplikacnej roviny ale aj napriek tomu verime, Ze tento pilotny vyskum moze
inSpirovat’ nasledujuce stadie a dopomoct’ tak hibsie odkryt’ dynamiku na ciel’ orientovaného
Spravania sa, a tym nasledne facilitovat’ optimalne stanovenie a dosahovanie ciel'ov v pracovnej

oblasti.
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Industry 4.0 — Challenges for Work and Organizational Psychology

Priemysel 4.0 — vyzvy pre psycholégiu prace a organizacie
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Abstract

Objective. To map the context of the emerging technological changes in the age of the Fourth

Industrial Revolution in terms of its challenges for the psychology of work and organization.

Method. Study of the main characteristics of the 4th Industrial Revolution concerning the
psychology of work and organization. Based on long-term monitoring of personality traits in
the personal selection process, we separately monitor the characteristics of feature Q1
Openness to changes 16 PF in terms of stability over time.

Results. The key issue that will need to be addressed during technology development will be
change management. Psychodiagnostics of dispositions to accept change is a current task in
the psychology of work and organization. One option is to use the Q1 16 PF scale.

Conclusions. The Fourth Industrial Revolution is a challenge for all areas of work and
organizational psychology.

Limitations. Further research on management styles and readiness for innovation is needed.

Keywords. Industry 4.0; leadership 4.0; openness to change

Abstrakt

Ciel. Zmapovat' suvislosti nastupujucich technologickych zmien v etape 4. Priemyselnej

revolucie z hladiska jej vyziev pre psychologiu prace a organizdcie.

Metéda. Stidia hlavnych charakteristik 4. Priemyselnej revoliicie vo vztahu k dopadom
na psychologiu prace a organizacie. Na zaklade dlhodobého sledovania osobnostnych
viastnosti pri vyberovych pokracovaniach osobitne sledujeme charakteristiky crty QI

Otvorenost voci zmenam 16 PF z hladiska stability v case.
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Zistenia. Kliicovym problémom, ktory bude potrebné zviadnut pocas rozvoja technolégie bude
riadenie zmeny. Psychodiagnostika dispozicii pre prijatie zmeny je aktudalnou ulohou

psychologie prdace a organizacie. Jednou z moznosti je vyuzitie skaly Q1 16 PF.
Zaver. 4. Priemyselna revolucia je vyzvou pre vsetky oblasti psychologie prdce a organizacie.

Limity. Je nutny dalsi vyskum potrieb firiem z hladiska Stylov riadenia a pripravenosti na

inovacie.

Kruacové slova. Priemysel 4.0; vodcovstvo 4.0, otvorenost voci zmendam

Uvod

Vedecko-technicky pokrok sprevadza vyvoj 'udstva od nepaméti. Oznacuji ho milniky
— vynalez kolesa, jednoduchych strojov — péka, koleso na hriadeli, ¢i Spirdlové cerpadlo
Archimeda pouZivané dodnes... V novoveku sa prelomové technické objavy oznacuji pojmom
priemyselné revollcie — prva z prvej polovice 18. storocia je spojend s vynalezom parného
stroja, druha prinasa elektrinu a uhl'ovodikové paliva a je spojena s koncom 19. a zaciatkom
20. storocia. Tretia priemyselnd revoliicia spojena s nastupom polovodi¢ovej techniky

a komputerizaciou, prebiehajuca od polovice minulého storodia.

Kazdd priemyselnd revolucia znamend kvalitativne zmeny v technickej zakladni
ekonomiky — technika sa vyvija smerom k samoorganizacii, automatizacii, viacfunkénosti,
vysSej adaptabilite a flexibilite (viac 0 vyvoji technickych systémov pozri Altshtuller, 1987;

Petrov, 2018; Roblek et al., 2016). Tieto zmeny st sprevadzané socialnymi pohybmi.

Charakteristiky 4. Priemyselnej revolucie mozno zhrnit' do pojmov automatizicia,

digitalizacia, umeld inteligencia a internetova konektivita.

Neexistuje priemyselna revolucia bez socialnych dopadov - z histoérie je zname nicCenie
strojov ludistami, ktori in$pirovalo vznik odborov; v modernej dobe sa socialnymi dopadmi
vedecko-technickej revolucie zaoberal Richta et al. (1969) v doteraz inspirativnej publikacii

Civilizace na rozcesti.

V nasledujicom obdobi 4. Priemyselnd revolucia ovplyvni v prvom rade Struktaru
zamestnanosti v priemysle, v obchode a sluzbach, ¢o bude vyzadovat reakciu psychologie

prace a organizécie pri vyberoch zamestnancov, ich kariérnom a profesijnom rozvoji. Druhym
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komplexnym vplyvom budu zvySené naroky na schopnost’ firiem zvladnut’ zavadzanie zmien

a inovAcii.

Zmeny V Strukture zamestnanosti

Najzavaznej$im dosledkom 4. Priemyselnej revolucie bude celkovy pokles zamestnanosti
v priemysle z dovodov automatizacie, digitalizacie a nastupu umelej inteligencie — je to aj dan
za vyznamné rozsirenie montaznej vyroby na Slovensku, kde za pasom nemusi stat’ ¢lovek,
staci robot... Okrem znizenia potreby zivej prace (v odvetviach automotive sa predpoklada
pokles az do 65 %), zmenia sa naroky na kvalifikaciu pracovnikov pri linkach. Predpokladé sa
postupné znizovanie potreby vykonnej pracovnej sily vo vyrobe (vid’ aj Potiskova, 2019).
Rozsiahla automatizacia prinasa aj problém interakcie a vztahu cloveka a stroja, ¢loveka
a automatizovaného systému. Rozhodne nepdjde o jednoduchy vztah, ako uz predpovedaju

Stadie o tejto problematike (Weiss et al., 2016).

Z hladiska zmien $truktiry zamestnanosti pod vplyvom 4. Priemyselnej revolucie sa vo
vSeobecnosti predpokladaju dve zakladné tendencie: (1) Polarizacia pracovnych miest =ubytok
pracovnych miest, ktoré je mozné nahradit’ automatizaciou — V tejto suvislosti budu zachované
nizko kvalifikované miesta a miesta vysoko kvalifikované; pracovné miesta so strednou
kvalifikaciou budt slabSie hodnotené a nahradzané; (2) Praca v rezime on-line a praca na
objednavku (Hirschi, 2017). Bonekamp & Sure (2015) uvadzaju zistenia, Ze Priemysel 4.0 by
mal viest k podstatnému zniZeniu potreby menej kvalifikovanych cinnosti a néarastu

vysokokvalifikovanych ¢innosti zahriiajucich planovanie, kontrolu a ¢innosti spojenych s IT.

Tieto Strukturdlne zmeny sa premietnu do potreby zmien kariéry - koncept celoZivotnej
profesie ¢i zamestnania sa obmedzi na segment pomahajtcich profesii, $taitnych a verejnych
sluzieb, justicie a profesii vo vzdelavani. To znamena spracovanie komplexnych programov

kariérneho poradenstva a koucingu.

Pre udrZiavanie chodu automatizovanej vyroby budu potrebni programatori, Specialisti
na prevadzku a udrZiavanie digitalnych sieti a supervizori dohliadajici na chod systémov. V
ich pripade pdjde o Cinnosti, ktoré rozhodujucim spdsobom vplyvaji na tvorbu hodnoty;

zlyhanie na tomto poste je spojené s rizikom vysokych strat.

Logickou poziadavkou bude preto ich vysokd vykonova spolahlivost, socidlna

spol'ahlivost’ v zmysle lojality a angazovanosti a takisto aj moralna spol'ahlivost’. Posudzovanie
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tychto kritérii bude vecou personalistiky, vratane personalistickej psychologie. Pred
psychologiou prace aorganizacie stoji vyzva na rozvoj, spracovanie a validizaciu

psychodiagnostickych néstrojov na identifikaciu tychto pracovnych vlastnosti.

V tejto suvislosti  vyvstava aj otazka umelej inteligencie ajej vyuzitia
v psychodiagnostike, ¢o v sti¢asnosti mdzeme povazovat’ za vyzvu pre vyskum v tejto oblasti.

Lisa (2019) sumarizuje jej doterajSie moznosti — vyhody aj obmedzenia (ibd. s. 33-34).

STubné su pristupy zalozené na Rapid Response Measurement (Meade et al., 2018) alebo
na sledovani pohybov oc¢i v suvislosti s Big Five (Berkovsky et al., 2019). Jakubek a Kraf¢ikova
(2016) pri zachytavani pohybov o¢i testovanych (ceruza-papier) dokazuja rozdiely v pohyboch
o¢i pri pravdivych vs. nepravdivych odpovediach. Umeld inteligencia ddva Sancu na ziskanie

dvojakého vysledku — popisu osobnosti a zaroven kontrolu sklonov k podvadzaniu...

Pokroky v oblasti umelej inteligencie ponikaji moznosti nahradit’ zivi pracovnu silu
pracovnou silou umelou: Prvé skusenosti sumelou inteligenciou (Al) vV investiénom
rozhodovani ukazujt, Ze rozhodnutia robené Al su lepSie ako rozhodnutia, ktoré robia l'udia.
Podmienkou kvality rozhodovania je vSak kvalitny a komplexny subor dat, ¢o vzdy nie je

realitou...

Pokroky svyuzitim Al su v medicine, napr. pri vyhodnocovani zlozitych udajov
z vySetreni, alebo vyuZivani nanorobotov pri lie¢eni (Hamet & Trembay, 2017; Ramesh et al.,
2004), ¢i v projektovani stavieb, strojov, vyrobnych zariadeni. V marketingu sluzi Ul na

rozpoznavanie emocii podl'a reakcii mimiky pri prezerani produktov.

Umela inteligencia je na prahu svojho rozvoja — to prirodzene vyvolava rdzne nazory na
jej buducnost’. Od bezbrehého optimizmu, kedy sa predpoklada, Ze umeld inteligencia nahradi
vacsinu 'udskych Cinnosti aZ po skepsu, Ze to nebude mozné (pozri tiez Stanék et al., 2018;

Tegmark, 2020).

Umeléd inteligencia je vyzvou na zvySenie intenzity a urovne spoluprace medzi
odbornikmi na informacné technoldgie a odbornikmi z dotknutych oblasti. To bude vyzadovat
vytvaranie interdisciplinarnych projektovych timov, ¢o predstavuje moznost’ pre psychologiu
prace podielat sa na vytvarani apodpore efektivneho fungovania takychto

vysokokvalifikovanych projektovych timov.

Internet sluzieb (IoS) bude pokryvat abstraktnejSi systém funkcionalit, ktoré budu

vyuzivat' zosietovanie a vzajomnu vymenu informacii (Reis & Gongalves, 2018). To bude
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znamenat’ presun pracovnej sily z priamej obsluhy zdkaznika do call centra, alebo jej uplné

nahradenie automatom.

Narast internetového predaja zmeni Struktiru personalu — bude treba viac Specialistov na
marketingové webové aplikacie a spractvanie obchodnych pripadov, vzrastie narok na dopravu
tovaru k zakaznikovi. Problémom bude starostlivost’ o zakaznika v zmysle poradenstva ale aj

pri reklamaciéch.

Vo finan¢nictve bude klesat’ pocet pracovnikov tak v priamom kontakte s klientmi, ako
aj v back-office ¢innostiach. TaZisko sa presunie do pripravy a spractivania dat, ktora su
podkladom pre zadavanie uloh pre rozhodovanie na baze umelej inteligencie. Rozvoj IoS vedie
V bankovnictve k znizovaniu poctu kamennych pobociek s linearne znizenou potrebou
pracovnej sily. Internet veci (IoT) umoziuje dialkové ovladanie systémov (napr. energetika),
meranie spotreby, spojenie jednotlivych segmentov vyroby ¢i obchodu (sklad vs. predaj, sklad

vs. potreba materialu).

Pre psycholdgiu prace a organizécie to znamena, okrem vyssie spominaného zvladnutia
psychodiagnostiky, aj podielanie sa na realizacii programov uvolfiovania zamestnancov —

programy outplacementu (Stacho & Stachova, 2015).

Prvotnym cielom outplacementu zamestnancov je poskytnut prepustenym
zamestnancom odbornu pomoc a podporu pri hl'adani nového pracovného uplatnenia, pomdct’
zvladnut’ pociato¢né emdocie, ndjst’ pozitivny pohl'ad na danu situaciu, spravne identifikovat’

svoje silné stranky, zvladnut’ sebaprezentaciu a byt uspeSny na trhu prace.

Spolocnost’, ktord uvolfiuje zamestnancov a realizuje projekt outplacementu si buduje a
udrziava dobrii povest’ a prestiz na trhu prace, stabilizuje existujucich zamestnancov a

podporuje svoju firemnu kultiru (Kilcrease, 2013).

Proces outplacementu je vzdy pripravovany na mieru podla poziadaviek klienta (Kosa,
2009). Pre jednotlivych zamestnancov sa pripravia individudlne bloky v stanovenom ¢asovom

rozsahu pomoci a poradenstva podla zadania klienta zvycajne z nasledovnych oblasti:

1. Hibkovy rozhovor so psycholégom (pomoc pri zvladnuti pociatoénych emoécii a strate

identity, niekedy v kombinacii s krizovou linkou),

2. Personalne a kariérne poradenstvo (Strukturované interview, rozpoznanie a identifikacia
zrucnosti, schopnosti a hodnét, zhodnotenie potencialu kandidatov, zadefinovanie novych

kariérnych ciel'ov a akéného planu ich dosiahnutia, orientcia na trhu prace),
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3. Poradenstvo a tréning interview skills (napisanie motiva¢ného listu a Zivotopisu, tspesna
prezentacia na vyberovych konaniach, prezentatné a komunika¢né zrucnosti, posilnenie

sebadovery, praca so socialnymi sietami a job portalmi a pod.)

Nadstandardnou sluzbou je prakticka pomoc pri hl'adani vhodnej prace a zastupovanie
kandidata (hlavne na manazérskej pozicii) pred potencialnymi zamestnavateI'mi. V kontexte
témy tohto prispevku sa hlavne v bloku kariérového poradenstva aktivne pracuje
S osobnostnymi kompetenciami ako napr.: Tvorivost’ a inovacia, Doddvanie vysledkov a

spifanie o¢akavani zdkaznika a Prispdsobenie sa a reakcia na zmenu.

V suvislosti s vyhladom Struktiry zamestnanosti je potrebné sledovat aktualne
preferencie zamestnavatel'ov vo vztahu k o€akdvanym sposobilostiam zamestnancov. Lisa et
al. (2018) vo svojom vyskume identifikuju ocakavania zamestnavatel'ov na uchadzacov — ako
najdolezitejSie zrucnosti s najnizSou uroviiou spokojnosti vnimali zamestnavatelia zodpovedny
pristup k préci, angaZzovanost' a ochotu urobit’ nie€o navySe, ucenie sa zo spdtnej vézby,
schopnost’ pracovat’ samostatne. Mozno povedat’, Ze ide o zrucnosti vyjadrujice celkovil
angazovanost, pozitivny postoj k praci a prevzatie osobnej zodpovednosti za vysledok prace.
Angazovanost’ sa vyskytuje pritom u 15% zamestnancov (Lisa, 2017), zbytok su angazovani
menej alebo vobec. Pracovni psycholdégovia by mali pracovat na modeloch zvySovania
angazovanosti, pretoZze aj iné vyskumy registruji takéto poziadavky na zamestnancov —
Industry 4.0 vyZaduje zamestnanca s vySSou Urovilou kreativity, logického myslenia, rieSenia
problémov a vSetkych druhov myslenia, plus emociondlnu priputanost’ k praci, ako je vasen,
odvaha, inovativnost’ a angazovanost’ (Pfeiffer, 2016; Tan & Rajah, 2019). Buduci priemysel
bude preferovat’ inovativnych jedincov, ktori st otvoreni vo¢i zmendm. St schopni efektivne

spolupracovat’ a disponuju vysokou vykonovou orientaciou (Mohelska & Sokolova, 2018).

Pre psycholégiu prace aorganizacie je vysoko aktudlny rozvoj psychologickych
stvislosti kariérneho poradenstva, najma identifikovanie predpokladov pre zastavanie

zmenenych postov, vratane skimania zmien v kariérnych preferenciach.

Automatizacia, digitalizdcia, umela inteligencia, internetovd konektivita postupne
povedie k zaniku profesii, alebo k ich zmenam. Désledkom automatizacie v priemysle bude
viest k znizovaniu zamestnanosti. Tento masivny a nezastavitelny technologicky pokrok
vyvoléva pocity obav, neistoty s dosledkami pre psychicka pohodu l'udi, ktori sa budu citit
tymito zmenami dotknuti (Dombrowski & Wagner, 2014; Min et al., 2019).
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Désledky pre psychicku pohodu a zdravie st vyzvou pre psychologiu prace a organizacie
aby sa aktivne venovala, tak v oblasti vyskumu ale aj aplika¢nej praxe, dopadom automatizacie,
digitalizacie a technologickych zmien vo vSeobecnosti na problematiku ochrany zdravia

a bezpecnosti pri praci (Ghislieri et al., 2018; Min et al., 2019).

Podpora zavadzania zmien a inovacii

Rozvoj koncepcie Priemyslu 4.0 je spojeny s rozsiahlymi zmenami v organizacnej
Struktire, technologii a S tym spojenymi zmenami pracovného spravania sa 'udi. Narastanim
»digitalnej zlozitosti* produkéného procesu sa otvaraju nové poziadavky a priestor pre inovacie
a to tak inkrementalne ako aj disruptivne. Pre pracovnu a organiza¢nt psychologiu sa ¢rtd vyzva
podporit’ procesy riadenia inovacii v organizaciach v celom komplexe riadenia (Cropley &

Cropley, 2015).

Psychologia prace a organizécie je postavena pred ulohu zvladnut psychodiagnostiku
predpokladov pre prijimanie zmien (inovacii) a zmeny V styloch riadenia tak, aby podporovali

Inovacie.

Individuilne predpoklady pre zvladanie zmien a inovacii

Z praxe riadenia zmien vieme, Ze reakcie na zmenu a pristup k nej je u jednotlivych
pracovnikov rdzny. Zndmy pojem ,,odpor voci zmenam* dokaZe zablokovat' aj najlepSie
pripraveni zmenu. Vo vSeobecnosti sa vo vyskumoch pertraktuje vyznam Otvorenosti
k zazitkom z koncepcie Big Five, resiliencia, pragmatizmus, kontrola v zmysle LOC (Smollan
etal., 2010). V literature o organiza¢nej zmene sa medzi prediktory jej akceptacie pracovnikmi

radia postojové charakteristiky — angazovanost’, aktivita, organizacné stotoZnenie sa, pracovna

spokojnost’ (Choi & Ruona, 2011; Erwin & Garman, 2010; Oreg, 2017; Wanberg & Banas,
2000).

Tieto faktory pdsobia na postoje k zmene V jej priebehu; my vSak potrebujeme poznat
dispozicie k zmene uZ pred prijatim zamestnanca do pracovného pomeru, CiZe ex ante...
Psychologia prace a organizécie stoji pred vyzvou spoznavat’ osobnostné predpoklady pre tzv.
dispozicné premenné pre akceptaciu zmeny. Jednou z moznosti je vyuzitie subskaly Otvorenost’
voci zmene — Q1 v osobnostnom dotazniku 16PF. Této Skala, ako sucast 16 PF, zistuje

mentalnu vybavu jedinca pre prijatie novych veci.
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Vysoko skorujuci jedinci st nachylni prijimat’ nové podnety, myslienky a postupy.
Naopak nizko skorujuci jedinci davaju prednost’ predvidatelnému prostrediu a preferuji

tradi¢né postupy (Cattell & Schuerger 2003; Cattell & Mead 2008).

V nasom subore testovanych uchadzacov o pracu zahfnajucom 843 zien, (priemerny vek
37,6 rokov, 54,3 % s vysokoskolskym, 45,7 % so stredoskolskym vzdelanim) a 1209 muzov
(priemerny vek 39,8 roka, 63 % s vysokoskolskym vzdelanim, 37 % so stredoSkolskym
vzdelanim), je rozloZenie vysledkov tak u muzov ako aj u zien normalne. U muzov je 24,7 %
vysledkov na trovni 7. Stenu a viac, U zien je to 20,5 %. Rozdiely medzi priemermi muzov
a zien su Statisticky vyznamné: t = 2,1172 na p = 0,0344. Podl'a tychto vysledkov sa zda, ze
muzi v naSom vybere su otvorenej$i vo¢i zmenam, ¢o mdze naznacovat medzipohlavné

rozdiely v tejto ¢rte. To si v8ak vyzaduje d’al$i vyskum S$pecialne tejto ¢rty osobnosti.

Vysledky su stabilné v ¢ase: od 2012 do 2020: ANOVA F = 1,496, nevyznamné rozdiely.

Dalsie overovanie prediktivnej validity tychto udajov je aktualnou vyzvou pre budicnost’.

Problém zist'ovania predpokladov pre akceptaciu zmeny pred prijatim do zamestnania ¢i
zaradenim do timu zostava stale otvoreny. Je potrebné v psychodiagnostike sa na tito vlastnost’
sustred’ovat’, ale zrejme dlho sa budeme musiet’ spoliehat’ na kombindciu viacerych metod

S nezastupitelnost'ou interview.

Styl riadenia v obdobi 4. Priemyselnej revolicie

Panuje vSeobecna zhoda na rozhodujicom vyzname l'udského Cinitel'a pre uspesnost’
firmy. Ekonomické prostredie bude vyzadovat’ komplexné zvlddnutie riadenia zmeny a
inovacii ako prostriedku na udrzanie azvySenie konkurencieschopnosti firiem. To je
najvSeobecnejSia poziadavka na §tyl riadenia — od manaZzérov to bude vyZzadovat' zmenu
paradigmy pristupu k riadeniu ako takému. Orienticia na l'udi v zmysle reSpektovania ich
potrieb uznania a nezavislosti, podpora inovacii vytvaranim atmosféry priaznivej pre nové

pristupy (Cerezo-Narvaez et al., 2017; Ghislieri et al., 2018).

Zmeni sa aj vnimanie vlastnej osoby u zamestnancov — ide o posilnenie pocitu ,,vyssej
subjektivnej hodnoty*, ktory sa odvija od vnimania nedostatku pracovnikov a od vysokej

kvalifikovanosti potrebnej pre pracu. To si vyziada vyssi reSpekt a akceptaciu podriadenych.
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Zaver

V prostredi 4. Priemyselnej revolicie budu cenené vlastnosti primeranej asertivnosti,
individualizmu v kombinacii s kooperativnostou a najmi inovativnost’ a otvorenost voci
novym veciam a vo¢i zmenam. S tym ide ruka v ruke schopnost’ efektivnej socialnej interakcie
vratane schopnost budovat’ a udrziavat doveru v time. Pri egocentrickom zamerani
neoliberalizmu ide o naro¢né poziadavky tak na radovych pracovnikov ako aj na manazment —
budu sa zvyraznovat’ poziadavky na schopnost’ riadit’ vztahy medzi ¢lenmi timu a riadit

zvySovanie zaangazovanosti v praci (Kalis, 2017) .

Osobitnou vyzvou je problematika pracovnych timov, v tom osobitne projektovych

timov: su to otazky ich efektivneho socialneho fungovania a dosahovania vykonovej synergie.

Priemysel 4.0 predstavuje pre psychologiu prace a organizacie priestor pre rozvoj tak
V tedrii, ako aj v praxi. Je to situécia, ktord je podobna ako zaciatok 20. storocia, kedy rozmach

hromadnej vyroby stimuloval rozvoj psychologie préce.
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Zdroje eustresu v praci uliteliek a ucitel’ov zakladnych s$kol
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Abstract

Objective. There are many studies that identify sources of distress in the job of teacher,
worldwide (Boyle et al., 7995) and in our country (Zitniakova-Gurgovi & Behiifiova, 2017).
However, there are not many studies identifying sources of eustress. Main goal of this study is

to identify and describe sources of eustress in the job of primary school teachers.

Method. The sample was created by opportunity sampling from three primary schools, the size
of the sample was 12 participants. We mapped sources of eustress using method of personal

conversations.

Results. We analyzed acquired material using content analysis. Two independent evaluators
analyzed material with intent to identify repeating situations causing stress. We identified 12
sources of eustress and described its characteristics, connected corresponding citations and

calculated frequency of occurrence in the material.
Conclusions. Identified sources of eustress complete the current picture of teacher stress.

Limitations. Study is limited by small size and by fact that most participants are from the same

primary school. It is needed to conduct broader research.

Keywords. eustress; sources; primary school teacher
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Abstrakt

Ciel’. Existuje viacero Studii, ktoré identifikujui zdroje distresu v prdci ucitela ato ako
V zahranict (Boyle et al., 1995), tak aj u nas (Zitniakova-Gurgova & Behuifiovd, 2017). Avsak
vyskumov zameriavajucich sa na identifikaciu zdrojov eustresu je pomerne malo. Hlavnym
cielom tejto Studie je preto identifikovat’ a popisat zdroje eustresu v praci ucitelov zakladnych

Skol.

Metoda. Vzorku sme ziskali prilezitostnym vyberom z troch zdkladnych skol, velkost vzorky je

12 participantov. Ako metodu mapovania zdrojov eustresu sme si zvolili osobné rozhovory.

Zistenia. Ziskany material sme vyhodnotili obsahovou analyzou. Dvaja posudzovatelia
analyzovali material nezavisle od seba, s cielom identifikovat situdcie v praci ucitelov
vyvolavajiice prezZivanie eustresu. Identifikovali sme 12 zdrojov eustresu a popisali ich
charakteristiky, priradili sme k nim vystihujuce citaty a vypracovali frekvencie ich vyskytu v

materiali.
Zaver. Zistené zdroje eustresu dopliuju doterajsi obraz o strese V prdci ucitelov.

Limity. Stidia je limitovand malou vzorkou a faktom, Ze vicsina participantov pochddzala

Z rovnakej zakladnej skoly. Je potrebné uskutocnit’ dalsi, sirst vyskum.

Kruacové slova. eustres; zdroje; ucitel/ka zdakladnej skoly

Uvod

V roku 1974 Selye definoval stres ako ,,neSpecifickt reakciu tela na naroky, ktoré st
naitho kladené®. Argumentoval, Ze telo nevyhnutne musi reagovat’ na vSetky naroky a preto
povazoval stres za v§adepritomny a neodvratny. Jeho konceptualizacia rozdelila tito reakciu na

jej pozitivne a negativne aspekty, zname ako distres a eustres (Selye, 1974).

Distres je podla tejto konceptualizacie destruktivny typ stresu, ktory vo vSeobecnosti
poskodzuje zdravie. Eustres je konStruktivny typ stresu sluZiaci pre zdravie ako podpora a

ochranny faktor.

Stucasné modely stresu si zachovali Selyeho holistickli konceptualizaciu, zvyraziujic
diferencidciu  medzi pozitivhymi a negativhymi stresovymi reakciami. Napriklad
Transakcionalny model (Lazarus & Folkman, 1984) zdoraznuje, Ze individualna sktisenost

stresu zavisi od posudzovania vlastnej schopnosti vyrovnat’ sa so stresorom. Ked’ osoba vnima,
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ze jej schopnost’ vyrovnat’ sa so stresom je adekvatna, zaZziva pozitivny stres. Naopak, ak je tato

schopnost’ vnimané ako neadekvatna, osoba zaziva negativny stres.

Holisticky model (Nelson & Simmons, 2003) podobne rozliSuje medzi pozitivhym
anegativnym stresom na zdklade individudlneho posudenia. AvSak tento model sa viac
sustred'uje na charakteristické individudlne rozdiely, ktoré stresovu reakciu podmieniuju.
Empirické vyskumy, ked’ze zdoraziuju dolezitost’ posudzovania a vnimania stresu, podporuju

oba modely (Lazarus, 1993).

Tieto modely akceptuju rozdiel medzi pozitivhymi a negativnymi stresovymi reakciami,
no liSia sa v Specifickej konceptualizacii stresového procesu. Medzi modelmi existuje variacia,
vSetky vSak zahrnuji kl'acové koncepty. Tieto koncepty su zhrnuté v Obrazku 1 (Branson et
al., 2019).

Obrazok 1. Klucové koncepty stresu

Distres

negativna, neziadlca,
/' poskodzujica reakcia
na stresor

..................
....

Stresor

Individudlne
posudenie stresu

Stresova

. Désledky
reakcia

relevantny stimul
zat'azujuici osobu

., 0
......
........
-----------

Eustres

\ pozitivna, ziaduca,
adaptivna reakcia na
stresor

Pomahajice a pedagogicke profesie patria z hl'adiska stresu k najohrozenejSim. Vyskum
opakovane preukazal, Ze ucitelia st vo svojej praci kazdodenne vystaveni negativnemu stresu.
Ak sa regulécia stresu dlhodobo zanedbava, ucitel'om hrozi strata motivacie, idedlov a nadSenie
pre profesiu slabne. Ohrozena je ako pracovna vykonnost’, tak aj psychické zdravie (Herman et
al., 2017).

Zahrani¢ny vyskum identifikuje viacero negativnych stresorov, ktoré ohrozuju ucitelov.
Patria k nim napriklad nejasnost’ ich roly, nedostatok profesionalneho uznania, malé finan¢né
ocenenie, ¢i nevhodné spravanie ziakov. Na zdklade tychto zisteni je zrejmé, Ze ucitel'ska
profesia je charakteristickd konkrétnymi stresovymi faktormi, ktoré sa v istej miere odliSuju od

inych druhov zamestnani (Boyle et al., 1995).
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Aj slovenské studie identifikovali negativne stresory v profesii u€itel'a. Za najvaznejsie
stresujuce faktory slovenski ucitelia povazovali pritomnost’ ziaka so $pecidlnymi vychovno-
vzdelavacimi potrebami, spolocenské ohodnotenie ich prace a Casté legislativne zmeny

(Zitniakova-Gurgova & Behuiova, 2017).

Vyskumov, ktoré sa zameriavaji na pozitivny stres, je pomerne malo. AvSak uskutocnilo
sa par stadii, ktoré sa zaoberali eustresom roznych typov ucitelov, v réznych kontextoch.
Napriklad stadia z roku 2019 skimala percepciu eustresu vysokoskolskymi profesormi. Autori
zistili, Ze profesori prezivaju stredné hodnoty eustresu (Fonseca & Jorddo, 2019). Stidia z roku
2013 priniesla zistenia, Ze ucitelia matematiky strednych §kol prekonavaju distres a podporuja
eustres pomocou vhodnych copingovych mechanizmov, pristupu k profesionalnej a osobnej
podpore a pomocou spravneho nastavenia mysle, konkrétne, vnimanim stresorov ako niecoho,

¢o sa da prekonat’ (Mujtaba & Reiss, 2013).

Autor Mujtaba v roku 2010 kvalitativne analyzoval rozhovory s 1187 u¢itel'mi. Zistil, Ze
eustres je ¢asto spojeny s pozitivnym afektom a S uvedomenim si a naslednou reflexiou (alebo
prehodnotenim) stresujucich udalosti. Ucitelia, ktori si uvedomovali, Ze bez stresu nie je mozny

rast, reportovali aj vy$$iu mieru eustresu (Mujtaba, 2010).

Vyskum sa v praci ucitel'a jednoznacne orientuje na negativny aspekt stresu, ¢o je
V konecnom doésledku logické - ucitelia su Casto krat obetami syndromu vyhorenia ¢i
nezvladdnutého chronického stresu. Avsak jednym zo spdsobov, ako chronicky stres zvladat’ je

zdoraziovanie pozitivneho aspektu stresu (Crum et al., 2013).

Pre uplnejSie pochopenie ucitel'ského stresu a pre poznanie novych spdsobov zvladania
stresu, je potrebné identifikovat’ a bliZSie popisat’ ucitel'mi prezZivany eustres. Pre tento tcel sa
zd4 vhodnd metoda kvalitativneho rozhovoru. Kvalitativny rozhovor s otvorenymi otazkami
ponuka respondentom vol'nejSiu tvorbu odpovedi a dovol'uje identifikovat’ prvky stresu, ktoré
by rydzo kvantitativny pristup mohol prehliadnut. Umoziiuje zaznamenavat’ vyskyt situacii,

ktoré su sice stresové, su vSak vnimané skor pozitivne a konStruktivne (Thomas, 2017).

Celkovym cielom préace je prispiet’ k lepSiemu pochopeniu stresu uciteliek a ucitelov
zakladnych $kol, konkrétne popisat’ prezivanie pozitivneho aspektu stresu - eustresu. Cielom
je identifikovat’ stresory spojené s preZivanim eustresu vyuc€ujucich a vytvorit’ z nich ,,sadu*
dotaznikovych poloziek aplikovatelnych pre d’al§i vyskum. Pre dosiahnutie tohto ciela sme
uskuto¢nili analyzu vypovedi uiteliek a ucitel'ov zakladnych $kol na tému pozitivny pracovny

stres.
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Metoda

Nasu zakladnt vyskumna otazku formulujeme takto: Aké situacie (stresory) v praci
ucitela vyvolavaju eustres? Okrem identifikacie stresorov eustresu nas vSak zaujima aj blizsi
popis tychto stresorov a tiez prehl’ad, ako Casto sa s nimi ucitelia vo svojej profesii stretavaju.
Vzorku sme ziskali prilezitostnym vyberom z troch zékladnych $kol. Vacsina zacastnenych
uciteliek/ucitel'ov (9) pracuje na jednej zédkladnej Skole, ked’ze tato Skola bola pre nas vyskum
najdostupnejsia. Velkost’ vzorky bola 12 participantov. Rozhovorov sa zucastnili 4 ucitel’ky

prvého stupiia a 8 uciteliek a ucitel'ov druhého stupiia.

Pre ucely nasho sme si zvolili metédu osobnych rozhovorov. InSpirovali sme sa
podobnymi stadiami, ktoré zistovali vyskyt eustresu v pracovnom prostredi prostrednictvom
kvalitativnych rozhovorov (Fleige, 2017; Thomas, 2017). Pouzili sme rovnaki Struktiru
rozhovorov, aka bola vyuzitd v tychto vyskumoch. Metéda obsahuje prvky kvalitativneho, ale
aj kvantitativneho vyskumu, ked’Ze analyza sa orientuje aj na frekvenciu pritomnych tém.
Rozhovory boli uskuto¢nené jednotlivo, s vynimkou jedného rozhovoru, ktorého sa zucastnili
dvaja ucitelia. Prevaha rozhovorov s jednou/ym ucitelkou/om bola spésobena praktickymi
dovodmi, ked’Ze bolo naro¢né v pracovnom case zorganizovat’ stretnutie niekol’kych ucitelov.

Rozhovory trvali od 15 do 45 minut.

Rozhovor pozostdval zdvoch casti. V prvej casti boli vyucujici oboznameni
s konceptom distresu a eustresu. V ramci rozhovoru boli zistované aj negativne stresory, tie
vSak v ramci tejto Stadie nie su uverejnené. Eustres bol opisany ako pocit, ze dana situacie je
sice zat'azova, ale zaroven je sprevadzana aj pozitivnymi emociami, pretoze vas obohacuje, uci

novym vedomostiam a prinasa pozitivne, zmysluplné vysledky.

V druhej Casti sme polozili tieto otdzky: Viete si spomenut’ na konkrétne situdcie, v
ktorych ste prezivali eustres? UCcitel'ky a uclitelia boli vo svojich odpovediach slovne

podporovani a nabadani, aby €o najdetailnejSie spominané situacie popisali.

Ziskany material sme vyhodnotili obsahovou analyzou. Dvaja posudzovatelia analyzovali
material nezavisle od seba, s cielom identifikovat’ opakujice sa témy - situacie vyvolavajuce
preZivanie eustresu. Po zhodnej identifikacii kategorii sme vytvorili ich charakteristiky,

priradili sme k nim vystihujuce citaty a vypracovali frekvencie ich vyskytu v materiali.
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Vysledky

Analyzou sme identifikovali 17 kategorii, avSak po odstraneni kategorii, ktoré sa objavili
V materiali iba jeden krat, nam ostalo 12 kategoérii. V prvom kroku sme pre kategoriu/situaciu
vytvorili vhodny, vystihujuci ndzov. V d’alSom kroku sme kazdu kategoriu v kratkosti popisali,
charakterizovali. Pri tychto charakteristikdch sme sa snazili ,,destilovat™ popisy samotnych

uciteliek/ucitel'ov tak, aby bola vysledna charakteristika zhriiujica a jasna.

Do vysledkov sme sa rozhodli pridat’ aj priklady citatov. Citaty podl'a nasho nazoru
obohacuju vysledky a pontkaju autenticky nahl'ad do realnych odpovedi ucitel'ov. Frekvencia
zistenych kategorii reprezentuje kvantitativny rozmer vyskumu — Castost’ prezivanych situacii

nam dovol'uje vytvorit’ Gplnejsiu predstavu o uéitel'skom strese.

V Tabul’ke 1 a v Tabulke 2 teda uvddzame kategorie situacii podnecujucich eustres, ich

charakteristiky, priklady citatov a frekvencie vyskytu.

Tabul’ka 1. Charakteristiky kategorii eustresu

Kategorie eustresu Charakteristika kategorie

Vystipenia/programy/aka
démie/iné akcie

Organizacia prezentacnych a umeleckych vystapeni a aktivit, ktora
vo velkej miere zabezpecuju ucitelia
Klasické vyucovanie, ucenie, asto spojené s dobrymi Studijnymi
vysledkami alebo pozitivnou spétnou vézbou zo strany deti alebo
rodi¢ov

Samotné u€enie

Konstruktivne a uzitoéné stretnutia/pohovory alebo dlhodobejsia
spolupraca s rodi¢mi diet'ata

Komunikacia s rodiémi diet’at’a

Rozvijanie alebo usmerfiovanie osobnosti, spravania alebo etiky

Vychovné vedenie deti . . L, 5 .
4 dietata mimo klasického vyucovania

Dlhodobejsia priprava deti na stitaze, olympiady s dobrymi

Priprava na sut'aze . . .
P dosiahnutymi vysledkami

i - L, Ucast’ na dobrovol'nom vzdelavani, d’al§i rozvoj a rozsirovanie
Ucast’ na d’alsom vzdelavani

ucitel'skych kompetencii

Skolské vylety Dozor nad det'mi v priebehu akychkol'vek skolskych vyletov

Praca s nadanymi detmi

Priprava novych foriem
vyucovania

Praca s disciplinou triedy

Triednictvo

Adaptacia, ucenie skusenostou

Usmeriovanie deti s nadpriemernych Studijnym potencialom,
rozvijanie talentu
Priprava a vyuzivanie modernych a inovativnych spésobov
vyucovania
Korigovanie discipliny a atmosféry triedy s cielom vytvorit’
optimalne prostredie na ucenie
Vsetky povinnosti spojené s pracou s triednym kolektivom ako
triedny ucitel’
Ucenie sa prostrednictvom skusenosti s triedou a prispdsobovanie
sa stale meniacim podmienkam s pozitivnym vysledkom
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Tabulka 2. Frekvencie kategorii eustresu a ich priklady

Kategorie eustresu

Vystupenia/programy/akadémie

Samotné uéenie

Komunikacia s rodi¢mi diet'at’a

Vychovné vedenie deti

Priprava na sutaze

Ucast’ na d’alSom vzdelavani

Skolské vylety

Praca s nadanymi detmi

Priprava novych foriem

vyucovania

Praca s disciplinou triedy

Triednictvo

Adaptacia, ucenie sktsenost'ou

Priklady citatov
,»Kym si deti zapamétaju program... to je
nekonecny pribeh. Ale potom, ked’ ich vidite a bavi
ich to, to je super.*

»Uc&enie samo o sebe je pozitivny stres. Ved’
kebyze v tom zmysel nevidim, nerobim to 30
rokov.*

,»Aj stretnutie s rodi¢om moze byt pozitivne, je
viac horsich, ale su aj dobré.” ,,Stretnutie
s rodi¢om, ktory sa zaujima...*

,,To nie je len ucit.. ale ist’ hlbsie, hoci je to tazsie.
Ked’ deti chapu, Ze sa maju samé ucit’, ked’ st sami
motivované.*

,Je to praca, pripravovat’ deti, nie je to l'ahkeé, ale

stale sa umiestnime.*

,»Na kazdom kurze, aj ked’ sa tam ¢loveku nechce
byt, sa da dozvediet’ nieco nové.*
,»-..stale stresujiice, ale mam z toho dobry pocit.*
,»Viem, ze matematiku vyuziju..., ze pojdu za
inzinierov... Praca s nadanej$imi je vyzva, oni zase

vedia byt sebavedomi...”

,,Snazim sa ucit’ moderne. Je to narocné...*

»,Manazovat’ atmosféru triedy. Je to vyzva, ale mna

to bavi...

,,Praca s triedou? Robia mi nervy, ale ide to
dobrym smerom.*
,Dobry stres je ta prisposobivost, lebo nikdy ni¢

nejde, ako si naplanujete.”

Frekvencie
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Diskusia

V dobe, ktord denne prindsa stresové situdcie, je poteSujuce zistit, ze 'udia predsa len
vnimaju aj pozitivne aspekty stresu. Plati to aj v zamestnani ucitel’ky/ucitela, ktoré je
bezpochyby v mnohych ohl'adoch naro¢né. Napriek uvedenému nasa $tadia aj pri vykone tejto
profesie potvrdila pritomnost eustresu, ¢o sa zhoduje s predchadzajucim vyskumom na
vysokoskolskych profesoroch (Fonseca & Jordao, 2019), potvrdilo sa tiez, ze tento typ stresu

je spajany s pozitivnym aspektom (Mujtaba, 2010).

Je ddlezité poznamenat’, ze mnoZzstvo ,,eustresorov‘ sa zhoduje s ,,distresormi‘, ktoré boli
zistené v nasej, aj inych Stadiach. Toto zistenie podporuje model uvedeny v teoretickej Casti
(Branson et al., 2019) a tiez jeho zakladny predpoklad — dolezitejSie ako samotny konkrétny
stresor je jeho individudlne, subjektivne posudenie. Rovnaky stresor teda moze sposobovat’
distres aj eustres a to nielen medzi roznymi osobami, ale aj jednej osobe. Vsetko zavisi od

vnimania daného stresoru, pripadne od predchadzajticej skiisenosti s nim.

Ako najfrekventovanejSie situacie eustresu z pohladu vyucujucich sa ukazali
vystupenia/programy/akadémie a taktiez samotné ucenie Ziakov. Ucenie Ziakov tvori
samozrejme jadro profesie ucitel’ky/ucitela a Casto sa spaja s poslanim tejto profesie, avSak
Vv stcasnosti vystupuje do popredia aj organizacia roznych skolskych vystipeni. Uvedené dve
kategdrie v mnohych pripadoch tvoria zlomok z pracovnej naplne ucitel’ky/ucitel'a. No zistenie,
ze tieto kategorie maju potencial produkovat eustres, vnimame ako pozitivny signal pritomnosti

obohacujicich momentov v praci uciteliek a ucitel'ov zédkladnych §kol.

Za Specificky prinos tejto Studie povazujeme vytvorenie prilezitosti pre ucitel’ky/ucitel'ov
porozpravat’ sa ako o strese ajeho podobach, tak aj o svojej kazdodennych pracovnych
skusenostiach z prostredia Skolskych tried. U¢itelia vo vSeobecnosti uvadzali, Ze nemaju vel'a
moznosti sa o tychto témach konStruktivne rozpravat. Dafame, ze okrem edukacnej stranky

rozhovory ponukli vyu¢ujucim aj priestor pre zdiel'anie osobnych pocitov a zazitkov.

Limity naSej Stadie spocivaju vo velkosti vzorky apocte §kol, kde bol vyskum
uskutoéneny. Viacsia vzorka, ako aj vicsia diverzita skimanych §kol by mohli odhalit” SirSie
spektrum kategoérii prezivaného eustresu. Napriek tomu si myslime, ze nas vyskum moze sluzit’

ako podklad pre d’alSie skimanie v tejto oblasti.
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Do budtcna by sme privitali, keby nadvizujici vyskum pokracoval prave tymto smerom.
Aj ked’ sa ndm podarilo identifikovat kategorie eustresu v nasej vzorke, bolo by vhodné overit’,
¢i tieto kategorie budu pritomné aj vo viacsej vzorke ucitel'ov a uciteliek (nielen) zédkladnych

skol.
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Abstract

Obijective. To explore the differences in perceived job competence of future teachers according
to procrastination. Procrastination negatively affects perceived job competence and

subsequently can influence the performance and commitment of teachers.

Method. 279 university students of teacher courses at Presov University participated in the
research (70.6 % of women; average age 20.16; SD = 1.45). The sample was selected based
on availability. Respondents completed a questionnaire that detected procrastination
(Procrastination Scales for student population, Gabrhelik et al., 2006) and self-perception of
job competence (Self-perception profile for adolescents; Harter, 2012). ANOVA was used for

data analysis.

Results. We explored differences in perceived job competence between 3 groups of
procrastinators (light, medium, heavy), that were significant (F = 3.39; p = .035). Differences
were shown between light and: 1. moderate (p = .049) / 2. heavy (p = .014) procrastinators,
with the light procrastinators being perceived as more job competent. There were no differences

between medium and heavy procrastinators.

Conclusions. There are differences in perceived job competence according to level of
procrastination of future teachers, what can subsequently be transferred to the working sphere.

Limitations. We would mentioned the cross-sectional data collection; self-reported value of

data; not taking into account the respondents’ job experience within the limits of research.

Keywords. perceived job competence; procrastination; future teachers
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Abstrakt

Ciel’. Preskumat rozdiely vo vnimanej pracovnej kompetencii buducich ucitelov v zavislosti od
prokrastinacie, nakolko prokrastindcia negativne vplyva na vnimanu pracovnu kompetenciu a

tym moze nasledne ovplyviiovat' pracovny vykon a nasadenie ucitelov.

Metoda. Vyskumu sa zucastnilo 279 vysokoskolskych studentov ucitel'skych odborov Presovskej
univerzity (70,6 % zien; priemerny vek 20,16, SD = 1,45). Vzorka bola vyberana na zdklade
dostupnosti. Respondenti vypliali dotaznik, ktory mapoval prokrastindciu (Procratination
Scale for student population; Gabrhelik et al., 2006) a sebapercepciu v pracovnej kompetencii

(Self-perception profile for adolescents; Harter, 2012). Na analyzu dat bola vyuzita ANOVA.

Zistenia. Skumali sme rozdiely vo vnimanej pracovnej kompetencii medzi 3 skupinami
prokrastindtorov (lahki, stredni, tazki), ktoré boli signifikantné (F = 3,39; p = ,035). Rozdiely
boli preukdzané medzi lahkymi a: 1. strednymi (p = ,049) / 2. tazkymi (p = ,014)
prokrastinatormi, pricom lahki prokrastinatori sa vnimaju ako viac pracovne kompetentni.

MedZzi strednymi a tazkymi prokrastinatormi sa rozdiely nepreukazali.

Zaver. V ramci vnimanej pracovnej kompetencie buducich ucitelov existuju rozdiely v zavislosti

od urovne prokrastindcie, c¢o sa nasledne moze prenasat’ do pracovnej sfery.

Limity. V ramci limitov by sme spomenuli prierezovy zber dat, ich sabavypovednd hodnota,

nezohladnovanie pracovnych skusenosti respondentov.

Kracové slova. vuimand pracovnd kompetencia; prokrastindcia; buduci ucitelia

Uvod

Pracovné kompetencie mdzeme zadefinovat’ ako uceleny subor vedomosti, zru¢nosti,
postojov, hodnot, motivacie a spravania, ktorymi jedinec disponuje a ktoré mu umoziuja
efektivne plnenie tloh a ¢innosti v ramci konkrétneho povolania v r6znych zlozitych situéciach.
Vnimand pracovna kompetencia sa d4 chapat’ ako individualna vlastnost, ktora sposobuje

rozdiely v pracovnych vykonoch (Diao & Chen, 2019).

Tento prispevok sa zameriava na skimanie stvislosti medzi vnimanou pracovnou
kompetenciou a prokrastinaciou. Hoci sa definicie prokrastinacie réznia, spolo¢nym prvkom je
odkladanie konkrétneho spravania, ¢i Gloh. Toto odkladanie sa povazuje za iracionalne a jeho
dosledkom je negativne prezivanie (Solomon & Rothblum, 1984; Steel, 2007; Steel, 2010).
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Prokrastinacia byva spojend s nizSou mierou S$tudijnych vykonov v ramci §tadia, stresu,
depresie, uzkosti, s niz§ou spokojnostou tykajlicou sa prace a finanéného prijmu ako aj

celkovej zivotnej spokojnosti (Beutel et al., 2016; Kim & Seo, 2015).

Klingsieck (2013) poukazuje na to, ze prokrastinacia moéze byt vnimana ako crta
osobnosti, ale aj ako vysledok motivaénych a volovych charakteristik. Prokrastindcia na
pracovisku predstavuje znacne negativny jav, ktory sposobuje straty v individudlnej aj
organiza¢nej produktivite a efektivite (Gupta et al., in Abbasi & Alghamdi, 2015; Weymann,
1988). Psychologickym vysvetlenim méze byt vnutorna ¢i vonkajsia motivacia, seba-regulacia
&i sebaninnost (Brownlow & Reasinger, 2000; Ferrari, 2001; Klassen et al., 2008). Stadie
ukazuju, ze pre uspesné zvladnutie poziadaviek socidlneho prostredia je potrebné vnimanie
vlastnej kompetencie (Chen et al., 2013; Harter, 2012; Marsh & Craven, 2006). Byva skiimana
aj prostrednictvom konceptu sebaucinnosti, definovaného ako aj ako ,presvedcenie
0 schopnosti jedinca zmobilizovat’ motivaciu, kognitivne zdroje a sposoby spravania potrebné
na zvladnutie poziadaviek prostredia® (Wood & Bandura, 1989, p. 408). U Studentov, ktori
pocas vysokoskolského Stidia mali vy$S$iu mieru sebati¢innosti, sa nemenej ¢asto po skonceni
stadia vyskytovala nezamestnanost’ a prezivali viac pracovnej spokojnosti (Pinquart et al.,
2003).

Prave z tohto dovodu sa zamySl'ame nad tym, ¢i mdze rozna Uroven prokrastinicie
sposobovat’ rozdiely vo vnimanej pracovnej kompetencii uz pocas Stidia na univerzite u
buducich ucitel'ov, ¢o by mohlo nésledne negativne ovplyvilovat’ ich budice pracovné vykony

a nasadenie udéitel’ov.

Prepojenie prokrastinacie a znizenych vykonov je totiz vyskumne potvrdené.
Prokrastinatori robia viac chyb, pracujii pomalSie a nedodrZiavaju deadline v porovnani s
neprokrastindtormi (Abbasi & Alghamdi, 2015). Podobne je preukdzany negativny vztah

vnimanej pracovnej kompetencie a pracovnych vykonov (Kaplan & Midgley, 1997).

Moézeme teda zhrnut', Ze cielom naSho prispevku je preskiimat’ rozdiely vo vnimanej

pracovnej kompetencii budicich ucitel'ov v zavislosti od roznej urovne prokrastinacie.

Metoda
Vyskumu sa zicastnilo 279 vysokoskolskych studentov ucitel'skych odborov Presovske;j
univerzity, z ¢oho bolo 70,6 % zien (N = 197) a 28,3 % muzov (N = 79) vo veku od 17 do 27
rokov (M = 20,16; SD = 1,45).

202



Vyskumna vzorka bola vyberand na zaklade dostupnosti. Podmienkou bolo, aby do
vyskumu boli zapojeni len Studenti ucitel'skych odborov. Zber dat prebiehal priebezne od
februara 2019 do novembra 2019 prostrednictvom dotaznika v papierovej podobe. Studenti,
ktori suhlasili s participaciou vo vyskume, obdfzali dotaznik obsahujici testovu batériu na
vyucovacej hodine, vyplnili ho mimo vyucovania a vyplneny dorucili vyucujicemu. Zber dat

bol anonymny a dobrovol'ny.
Respondenti vypiali dotaznik, ktory mapoval:

1. prokrastinaciu prostrednictvom Layovej Skaly prokrastinacie pre Studentov
(Procratination Scale for student population; Gabrhelik, Vacek, & Miovsky,
2006). Ide o sebaposudzovaciu $kalu pozostavajicu z 20 poloziek (napr. ,, Casto
sa pristihnem pri tom, ze robim ulohy, ktoré som planoval/a urobit pred
niekolkymi dnami. *), ktoré st hodnotené na 5 bodovej skale (1 velmi netypické —
5 velmi typické). V ramci analyz bolo vyuzité hrubé skore, na zdklade ktorého
sme respondentov rozdelili do skupin: a) neprokrastinujici s hrubym skore od 20
do 28 (Tejto skupine zodpovedal len 1 respondent a z toho dévodu sme sa touto
kategoriou nezaoberali d’alej v analyzach.); b) 'ahky prokrastindtor s hrubym
skore od 29 do 52; c¢) stredny prokrastinator s hrubym skére od 53 do 63; d) tazky

prokrastinator s hrubym skore od 64 a viac. Cronbach alfa bola 0,84.

2. sebapercepciu v pracovnej kompetencii (Self-perception profile for adolescents;
Harter, 2012), ktora pozostava z 5 poloziek (napr. ,, Niektori Studenti si myslia, ze
brigadu zvladnu. *), ktoré st hodnotené na 4 bodovej Skale (1 vobec neplati pre
mna — 4 uplne plati pre mna). Vysledkom je hrubé skore, priCom vyssie skore

znamena vysS§iu vnimana pracovnil kompetenciu. Cronbach alfa bola 0,80.

Na analyzu dat bola vyuzita deskriptivna Statistika a ANOVA v programe SPSS 21.00.

Vysledky

Na tuvod sme sa pozreli na to, ako to s vnimanou pracovnou kompetenciou a
prokrastinaciou v nasej vyskumnej vzorke je. Vnimana pracovna kompetencia sa pohybovala v
hrubom skore od 5 do 20 s priemernou hodnotou 14,63 (SD = 3,13). V naSej vyskumnej vzorke
bolo 80 l'ahkych (28,7 %), 88 strednych (31,5 %) a 91 tazkych (32,6 %) prokrastinatorov.
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Skumané boli rozdiely vo vnimanej pracovnej kompetencii medzi 3 skupinami
prokrastinatorov (I'ahki, stredni, t'azki), ktoré boli signifikantné: mean square =32,58; F = 3,39;

p = 0,035,

V ramci parového porovnania (Tab. 1) boli rozdiely preukazané u Tlahkych
prokrastinatorov vo vztahu ku strednym aj tazkym prokrastinatorom. Na zaklade deskriptivnej

Statistiky mozeme zhrnut, Ze 'ahki prokrastinatori sa vinimaja ako viac pracovne kompetentni.
Medzi strednymi a tazkymi prokrastinadtormi sa rozdiely nepreukazali.

Tabul’ka 1. Rozdiely vo vnimanej pracovnej kompetencii medzi skupinami prokrastindtorov (P)

parové porovnania deskriptivna Statistika
Mean SE P Mean SD
difference
Iahki P stredni P ,99 .50 ,049 lahki P 15,32 3,35
tazki P 1,23 ,50 ,014 stredni P 14,33 2,78
stredni P tazki P 24 49 ,626 tazki P 14,09 3,15
Diskusia

Pracovné kompetencie predstavuju subor roznych oblasti (vedomosti, zru¢nosti atd’.),
ktoré umoznuju efektivne plnenie pracovnych uloh (Diao & Chen, 2019). Naopak
prokrastinacia predstavuje negativny jav, ktory negativne posobi na pracovnu produktivitu a
efektivitu (Gupta et al. in Abbasi & Alghamdi, 2015; Weymann, 1988). Ide teda o dva druhy
protichodnych konS$truktov, ktorti v§ak v rovnakej miere moZzu vplyvat’ na pracovnu oblast’
napr. aj ubudlcich uditelov. Predpokladali sme teda, ze Uroven prokrastinicie moze
sposobovat’ rozdiely vo vnimanej pracovnej kompetencii atym nasledne ovplyviiovat’
pracovnu produktivitu, efektivitu ¢i celkovo podané pracovné vykony. Tento nas predpoklad sa
nam potvrdil, nakol'ko sme zistili, Ze v ramci vnimanej pracovnej kompetencie buducich

ucitel’ov

existuju rozdiely v zavislosti od urovne prokrastinacie. Preukédzalo sa, Ze 'ahki prokrastinatori
sa vnimaju ako viac pracovne kompetentni v porovnani so strednymi itazkymi
prokrastinatormi, ¢o sa mdze nasledne pozitivnym spdsobom prenasat’ do pracovnej sféry
I'ahkych prokrastinatorov v porovnani s ostatnymi skupinami. Podobné prepojenie na pracovnu
sféru bolo naznacené aj v ramci inych vyskumoch v inych oblastiach (Lay & Brokenshire,
1997; Weymann, 1988). V ramci nasho predpokladu prepojenia na pracovné vykony

u buducich ucitel'ov by bolo potrebné d’al$ie skimanie a overenie.
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Na zéaklade naSich zisteni vidime potrebu zaoberat’ sa prokrastiniciou aj u budicich
ucitel'ov a redukovat’ ju v maximalne moznej miere prostrednictvom podpory motivacie, najméa
tej vnatornej cez vyuzivanie aktivizujucich zazitkovych metod vo vyucbe, tvorivych metod,
metod na rozvoj kritického myslenia, ktoré na druhej strane mézu podporovat’ aj rozvoj pocitu
kompetentnosti, expertnosti a zvySovat’ vnimanu pracovnu kompetenciu. Tymto spdsobom by
sme zaroven dokazali podporovat’ pracovni kompetenciu i redukovat’ mieru prokrastinacie u
buducich ucitel'ov. Nasledne taktiez overit’ prepojenie na pracovnu oblast’, podavané vykony ¢i

efektivitu u buducich uciteloch.

V ramci limitov by sme spomenuli prierezovy zber dat, ich sabavypovedna hodnota,

nezohl'adiiovanie pracovnych skusenosti respondentov.

Napriek tymto limitom, povazujeme naSe zistenia za prinosné, nakol’ko sme nenasli
vyskumy, ktoré by sa venovali prepojeniu prave tychto dvoch oblasti, napriek tomu, Ze obe su
znacne prepojené na vykony aich podporou resp. odstraiovanim by sme mohli napomoct’
zvySovaniu efektivity v ramci pracovnej sféry uz hned’ od zaciatku u zacinajtcich ucitel'ov,
nakol’ko je vyskumne dokédzané, ze prave tato skupina vykazuje najvyssSiu mieru fluktuacie
(Kosova in Hanesova, 2014; Shakrani, 2008), ktoru je potrebné riesit, mozno prave aj

zameranim sa na prokrastinaciu a vnimanu pracovni kompetenciu.
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Work Role as a Part of Life Story. A Review Study.

Pracovna rola ako sucast’ Zivotného pribehu. PrehPadova Studia.

Katarina Matejova

Katedra psychologie, Filozoficka fakulta, Katolicka univerzita v Ruzomberku

Abstract

Objective. The aim of this review study is to identify the possibilities of using the life story
method in the study of the work role, to clarify the content categories used with a focus on the
field of work psychology, to describe the components of work identity present in
autobiographical narratives. The description of the work role space in life stories in order to

identify key developmental periods is a complementary benefit of the contribution.

Method. Analysis of the obtained research studies (36) with respect to key terms. Search for

content contexts in selected studies that expand, confirm or contradict the basic syllabus.

Results. The results of the analytical process point to the widespread use of narrative
procedures, the intersection with the area of examining labor variables is not significant.
Formal characteristics dominate in the content categories examined in work psychology. The
period of young adulthood proves to be the most important in terms of the intersection of work

role and life story.

Conclusions. The review study identifies two areas of future research focus, finding
connections between the motivational profile and the importance of the work role in the life
story and examining the work role in the life story with respect to the developmental period of

the respondent.

Limitations. The cross-sectional nature of the set of accessible empirical studies, the research

studies included in the research set were, moreover, content-wise variable.

Keywords. work role; life story; narrative identity
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Abstrakt

Ciel’. Cielom prehladovej studie je identifikovat’ mozZnosti vyuzitia metody Zivotného pribehu
pri skumani pracovnej roly, sprehladnit vyuzivané obsahové kategorie so zameranim na oblast
pracovnej psychologie, popisat’ sucasti pracovnej identity pritomné v autobiografickych

narativoch. Deskripcia priestoru pracovnej roly v Zivotnych pribehoch s cielom identifikovat

klucoveé vyvinové obdobia je komplementarnym prinosom prispevku.

Metoda. Analyza dostupnych vyskumnych studii (36) vzhladom na klucové vyrazy. Hladanie
obsahovych suvislosti vo vybranych Studidach, ktoré rozsiruju, potvrdzuju alebo su v protiklade

so zakladnou osnovou prispevku.

Zistenia. Vysledky analytického procesu poukazuju na Siroké vyuzivanie narativnych postupov,
prienik s oblastou skumania pracovnych premennych nie je vyrazny. V obsahovych kategoridch
skumanych v pracovnej psychologii dominuju formdlne charakteristiky. Obdobie mladej
dospelosti sa ukazuje ako najvyznamnejsie z hladiska spojenia pracovnej roly a Zivotného

pribehu.

Zavery. Prehladova studia identifikuje dve oblasti budiiceho vyskumného zamerania, hladanie
suvislosti medzi motivacnym profilom a vyznamnostou pracovnej roly v Zivotnom pribehu a

skumanie pracovnej roly v zZivotnom pribehu vzhladom k vyvinovemu obdobiu respondenta.

Limity. Prierezovy charakter suboru pristupnych empirickych studii, vyskumné studie zaradené

do vyskumného suboru boli navyse obsahovo variabilné.

Kruacové slova. pracovna rola; Zivotny pribeh, narativna identita

Uvod

Cielom prispevku je na zdklade teoretického prehl'adu vyskumnych $tadii popisat’
priestor, ktory je venovany pracovnej role z hladiska koncipovania zivotnych pribehov
v ludskej autobiografii. Zivotné pribehy st dolezitym zdrojom informacii v pracovnej
psychologii, pretoze prindsaju hodnotné informécie o interpretacii participacie v zamestnani
a pracovnom zivote vObec zo strany jednotlivcov. Pomdhaji porozumiet’ forme, funkcii

a vyznamu zamestnania v roznych vyvinovych obdobiach (Wicks & Whiteford, 2003).
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Pracovna rola

V realizovanych vyskumoch sa mozeme stretnat’ s chdpanim pracovnej roly
v analytickom (vo vyzname existencie konceptudlneho vyznamu pracovnej roly) (0. i. Abramis,
1994; Haun et al., 2011; Karatepe & Sokmen, 2006) a deskriptivnom zmysle (vo vyzname
oznacenia pozicii tykajucich sa zapojenych jednotlivcov, organizacii alebo pristupov) (0.I.
Belbin, 2010; Griffin et al., 2007; Murphy & Jackson, 1999). Isté zjednotenie predstavuje
pristup Huvilu (2008), podl'a ktorého je pracovna rola organiza¢ny koncept, nie objektivna
pozicia, predpokladané a vnimané roly s zdiel'ané len ¢iastocne a aktualnu poziciu jednotlivca

konStruuju tiez len Ciastkovo.

Pojem pracovnej roly nachddzame rozpracovany aj z hl'adiska teorie roli, na zadklade
ktorej mozno rolové identity vnimat’ ako internalizované oc¢akavania roznych self-konceptov
(Belbin, 2010; Ng & Feldman, 2007). Kazdy jednotlivec mbze zastavat’ viaceré pracovné roly,
pricom rovnako aj pracovna rola mdze byt’ si€asne vykondvana réznymi aktérmi. Podl'a Huvilu
(2008) je opodstatnené predpokladat, ze pracovné roly tykajice sa primarnej pracovnej
¢innosti, maju hlbsi vplyv na aktivity jednotlivca a vyraznejSi potencidl podmienit’ zmeny

Vv jeho kognitivnych Struktarach.

Vyznamnost pracovnej roly znamend, Ze jednotlivei maju schopnost a tendenciu
organizovat’ a rozliSovat’ zivotné roly s reSpektovanim dolezitosti roly pre ich self-koncept
(Super, 1990; Stryker & Burke, 2000). Pre zdmer nasho prispevku je prave subjektivne
prezivanie rolovych atribiitov kI'icové, ked’Ze predpokladame, ze priestor venovany pracovne;j
role v zivotnom pribehu bude skor suvisiet’ s jej vyznamom pre jednotlivca ako so vSeobecnymi
rolovymi atributmi. Identifikéacia s pracovnou rolou predstavuje psychologické zapojenie sa do
pracovnej ¢innosti. Vyskumy potvrdzuju, ze jednotlivci, ktori vnimaji svoju pracu ako dolezitq,
st psychicky identifikovani s pracovnou rolou, na pracu nazeraji ako na zdroj cielov
a zmysluplnosti a pripisujt jej vyznamni tlohu v budovani vlastného self (Belbin, 2010; Noor,
2004; Wang et al., 2019).

Zivotny pribeh

Klasické chapanie zivotného pribehu ako vyskumnej metody je odvodené od
McAdamsovho (1985; 1993; 2001; 2013) modelu identity Zivotného pribehu. Pre nas zamer je

najdodlezitejSia najvyssSia uroven osobnostnej identity, ktora predstavuje existujlci integrativny
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zivotny pribeh alebo narativnu identitu, ktora samotnd ma podobu kompletného pribehu
S prostredim, scénami, protagonistom, dejovou liniou a témou. (Viac informacii o zivotnom

pribehu pozri aj Atkinson, 2002).

V zivotnych pribehoch je mozné rozlisit' kauzalnu a tematicku koherenciu (McAdams,
1993; 2001; Habermas & Bluck, 2000). Pracovnu rolu vnimame ako skor suavisiacu
s tematickou koherenciou zivotného pribehu, avSak inym sposobom modze prispievat aj ku
koherencii kauzalnej. Cermak (2004) upozoriiuje, Ze vo vytvarani koherencie
V autobiografickej paméti maji pribehy nezastupiteInt tlohu, bez ich pdsobenia by nedoslo
k zapamétaniu sekvencii udalosti a ostali by fragmentované na jednotlivé, nespojité spomienky.
Coleman (1999) navrhuje nasledujice Styri charakteristiky tspesného zivotného pribehu:
koherencia, asimilécia, Struktira a pravdivd hodnota (pozri aj Cermak, 2004; Habermas &

Bluck, 2000; Pasupathi et al., 2007).

Zivotny pribeh predstavuje psychosocialnu konstrukciu, v spoluautorstve konkrétneho
jednotlivca a kultarneho kontextu, v ktorom je Zivot jednotlivca ukotveny a ktory mu dava
zmysel. Pracovna rola predstavuje neoddelitelnu stcast’ takto chapaného Zivotného pribehu,
prinasa dolezité tematické stavebné bloky a oblasti, ktoré je potrebné zakomponovat’. V tomto
kontexte je potrebné zdoraznit, Ze otazky tykajuce sa povolania jednotlivca a jeho profesijnej
dréhy sa vyznacuji vysokou mierou komplexnosti, ktord zniZzuje mieru uplatnitelnosti
experimentalnych metod a kontrolu premennych (Clark et al., 1997). Zivotné pribehy prinasaju

porozumenie vyznamu, zazitkom a funkcii zamestnania pocas zivotného cyklu.

Metoda

Na naplnenie ciela sme zvolili analyzu dostupnych vyskumnych $tadii s kI'i€ovym
slovom pracovna rola (,,work role®, ,,job role®, ,,occupational role) a/alebo zivotny pribeh
(,.life story/ies*). Stadie do vyskumného suboru boli vyberané na zéklade obsahovej zhody ako
hlavného kritéria. Vyskumné §tadie sme vyhladavali cez pristupné databdzy ResearchGate,
Google Scholar, ScienceDirect, SpringerLink, Web of Science. Na vyhl'adavanie relevantnych
prispevkov sme vyuzili aj existujuce sthrnné Stiidie a metaanalyzy ako podklad pre dohl'adanie

d’alSich povodnych zdrojov.

V konecnom stbore sa nachadzalo 36 vyskumnych $tudii (zoznam k dispozicii u
autorky), pochadzajicich vo vyznamnej miere zo zahrani¢nych zdrojov. Zo suboru

vyskumnych $tudii st do prehl'adu spracovaného v Casti Vysledky zaradené len tie zaoberajuce
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sa obsahovymi kategoriami pracovnej roly, pricom v celkovom subore sa nachddzali aj
vyskumné §tadie zamerané na narativne metodiky. Vzhl'adom na zmenu vyskumného diskurzu
Vv poslednych rokoch (smerom ku skimaniu specifickych ¢iastkovych komponentov pracovne;j

roly) boli do vyskumného stuboru zaradené aj Studie starSie ako 10 rokov.

Vysledky

Na zéklade analytického spracovania zhromazdenych publikacnych vystupov
konStatujeme, Ze problematika pracovnej roly prostrednictvom metddy zZivotného pribehu nie
je komplexne spracovana. Z analyzy vyplyva, ze v oblasti skimania pracovnej roly sa autori
najcastejSie zameriavaji na obsahové kategorie - konflikt roli, poziadavky pracovnej roly,
nejednoznacnost’ pracovnej roly, pracovna spokojnost, fluktuaény zamer, vykondvanie
pracovnej roly. Nasledné spracovanie potvrdilo, Ze vicSinou ide o formélne charakteristiky
pracovnej roly, ktoré stvisia so subjektivnym prezivanim sprostredkovane (sprehladnené

obsahov¢ kategorie su uvedené v tabulke 1).

Tabulka 1. Skumané premenné tykajuce sa pracovnej roly vo vyskumnych Studidach

Autor vyskumu Pouzita metodika Skimané premenné Rok
Glen R. Avant; Work Role Rolova socializacia; Profesijné rolové 1992
James O. Miller Expectation oCakavania; Pracovné dimenzie;
Moderujice presvedcenia; Vysledky
prace
Osman M. Polozky Konflikt roli; Nejednoznacnost’ roli; 2006
Karatepea; Alptekin  z dotaznikov: Pracovna spokojnost’; Pracovno-rodinny
Sokmenb ROLEC — ROLEA —  konflikt; Vykonavanie; Fluktua¢ny
JSAT —W-FCON -  zamer
F-WCON -
SERPERF —
INTLEAVE
Mark A. Griffin; Work Role Individualna odbornost’, adaptabilita, 2007
Andrew Neal; Performance proaktivita
Sharon K. Parker Timova odbornost’, adaptabilita,
proaktivita
Organiza¢na odbornost’, adaptabilita,
proaktivita
Christopher Pisarik; ~ Work Possible Idealne pracovné self a Ocakavané 2009
Marie F. Shoffner Selves Questionnaire pracovné self: vyuzitie, dosiahnutie,
autébnomia, rozvoj, kreativita
Luis Curral; Work Role Schopnost’ inovacie pracovnej roly 2009

Pedro M.-Quinteiro  Innovation Scale
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Sascha Haun a kol. ~ Quantitative Pretazenie pracou 2011
Workload Inventory
Sascha Haun a kol. ~ Work role Vykonavanie organizacne;j roly; 2011
performance Vykonavanie timovej roly;
Vykondvanie inovativnej roly
Hannes Leroy a kol.  Work Role Casové, Vykonové, Fyzické, Psychické 2015
Functioning a sociadlne poziadavky ; Poziadavky
Questionnaire flexibility
Margaret A. Shaffer  Role adjustment Prispdsobenie pracovnej roly: tloha, 2015
a kol. scale vztahy
Marleen Damman; Postretirement work  miera pretrvavania pracovnej roly po 2017
Kéne Henkens role residuals odchode do déchodku
Marie-Josée Fleury a Work Role Odbornost’; Adaptabilita; Proaktivita 2017
kol. Performance
Femke Abmaakol.  Work Role Casové, Vykonové, Fyzické, Psychické 2018
Functioning a socialne poziadavky ; Poziadavky
Questionnaire 2.0 flexibility
Teresa Carvalho; Life Story interview  Profesijna trajektoria 2018
Sara Diogo
Adriana Gil-Juarez Life story deskripcia rozdielnych pracovnych 2019
pozicii v ramci dvoch rozdielnych
kultirnych kontextov
Qiang Wang a kol. Job Engagement Fyzicka, Kognitivna a Emo¢na 2019
Scale angazovanost’
Qiang Wang a kol. Pracovna spokojnost’ Pracovna spokojnost’; Fluktua¢ny zamer 2019
- Fluktuaény zamer
Qiang Wang a kol. Organizational Zavazok vocéi organizacii 2019

Commitment Q.

V zamerani na sucasti pracovnej identity pritomné v autobiografickych narativoch sme

zistili, Ze centrdlnu Ulohu zohravaju self-definujiice spomienky, operacionalizované ako
subkapitoly pamdtového systému vytvarajuceho autobiografické spomienky (Singer et al.,
2012; Woike, 2008). Zivotné udalosti, ktoré sa stavajii su¢astou Zivotného pribehu, je mozné
rozdelit’ na tri typy: normativne udalosti stvisiace s vekom (napr. ndstup do zamestnania),
udalosti historického vyznamu a nenormativne udalosti (Gliick & Bluck, 2007). Obsahy
a udalosti zastipené pracovnou rolou mézu byt’ do Zivotnych pribehov integrované na vietkych

tychto trovniach.

Z analyzy zivotnych pribehov vzhl'adom na pracovnu rolu sa prinosnym javi koncept
imaga - idealizovanej personifikacie self, ktora sluzi ako protagonista v osobnom narative a
personifikuje ddlezité motivacné trendy, ako je silnd potreba moci, Gspechu alebo intimity
(McAdams, 2001). Konstrukcia imag pomaha integrovat’ zivotny pribeh tym, ze v rovnakom

narativnom formate sa ocitaju rozli¢né personifikacie jednotlivca (self-ako milujica manzelka,
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self-ako rozvedena matka, self-ako uspe$na podnikatel’ka, self-ako nezavisla pracovnic¢ka

a pod.).

Komplementarnym prinosom prehl'adovej stadie je deskripcia priestoru pracovnej roly
Vv zivotnych pribehoch s cielom identifikovat’ kI'iCové vyvinové obdobia. Viaceré vyskumné
studie potvrdzuji, Zze obdobie mladej dospelosti je z hladiska rozvoja pracovnej roly
signifikantné. V tomto obdobi zaroven dochadza k vyvinu autobiografickej paméte (Conway
& Pleydell-Pearce, 2000; Habermas & Bluck, 2000; McAdams, 2001; Super, 1990), ktora
suvisi suroviiou neuropsychologickej maturacie arozvojom koncepcii seba samého
a narativnej identity, objavuju sa dva d’alsie vyvojové trendy v schopnosti vytvarat’ pribehy: (1)
v ktorych skusenosti formuju, tvaruju alebo menia self-koncept a (2) v ktorych st zachytené
meniace sa perspektivy udalosti. Habermas a Bluck (2000) identifikovali $tyri Specifické
kognitivne zruc¢nosti, ktoré sa pouzivaji na vytvorenie koherencie v Zivotnom pribehu a ktoré
sa rozvijaji pri autobiografickom zdovodneni v obdobi neskorej adolescencie: 1. rozvoj
casového sekvencovania vzdialenych sktisenosti, 2. kultarny koncept biografie, 3. stabilna self-
koncepcia, ktorda mdze byt pouZzitd na integraciu rdéznych udalosti a tym vytvorit’ cit pre

kauzalnu koherenciu, 4. schopnost’ tematicky interpretovat’ minulé skiisenosti.

Vyznamnu oblast’ aplikacie narativnych postupov v stvislosti s pracovnou rolou sme
nasli v oblasti pracovnej terapie (,,ocupational therapy”), pricom najéastejSic je
dokumentované vyuzitie zivotnych pribehov pri praci s klientami trpiacimi demenciou. Wicks
a Whiteford (2003) uvadzaju 4 signifikantné dovody, pre ktoré st zivotné pribehy dolezitym
prispevkom v oblasti vyskumu pracovnej terapie. Pre nés st relevantné dva z nich: 1. silné
prepojenie medzi pribehmi a zamestnanim; 2. kontextudlny vzt'ahovy ramec, v ramci ktorého

je mozné porozumiet’ pracovnym skiisenostiam jednotlivca.

Limity

Za relevantny limitujuci faktor zovSeobecnenia naSich vysledkov pokladame prierezovy
charakter suboru pristupnych empirickych $tadii determinujiici rézne pohlady, ktorymi
prechadzalo operacionalizovanie pracovnej roly v priebehu casu. Z toho vyplyva aj dalsi
limitujaci aspekt, a to vysokéd obsahova variabilita zhromazdenych vyskumnych §tudii, ktora
neumoziuje signifikantné porovnanie dosiahnutych vysledkov. Aktudlna prehl'adova Stadia

predstavuje skor reprezentativnu vzorku, ako kompletny prehl’ad.
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Zaver

Prehl'adova stadia poskytuje vychodisko pre koncepciu d’alSieho vyskumného zamerania
pri skumani pracovnej roly. Moézeme konStatovat, ze vzhladom na vysledky analyzy
dostupnych vyskumnych studii sme identifikovali dve oblasti, ktoré sa javia ako prinosné.
Prvou je potvrdenie existencie suvislosti medzi motivaénym profilom osobnosti
(reprezentovanym imagom Vv zivotnom pribehu), ktory determinuje dominantné oblasti
prezivané ako zdroj sebahodnotenia pri budovani self-konceptu. Druhou oblastou je rozny
priestor a dominantné postavenie venované pracovnej role v zivotnych pribehoch vzhl’'adom na
vyvinové obdobie respondenta, kde sa klucovym javi obdobie mladej dospelosti. Pocas
realizacie a pripravy analyzy sme zistili, ze komplexné spracovanie problematiky pracovnej
roly cez narativne metodiky nie je Siroko zastiipené, preto tento spdsob moze priniest’ Ziaduce

vysledky.
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Abstract

Objective. Work engagement is a relatively accented topic in the field of work and
organizational psychology. It is also career characteristics emphasized by employers. In this
paper, we present selected outcomes of a quantitative study focused on the relationships
between work engagement and personality in the context of the work environment. Study is part
of the research project GAAA 3_5/2020.

Method. We conducted a study on a sample of 122 employees of different age (M = 32 years,
SD = 6.36) of multinational company with focus on the relationship between work engagement
and personality and their components. Methods used were Utrecht Work Engagement Scale
(UWES-17, Schaufeli & Bakker, 2003) focusing on three factors: Vigor, Dedication, Absorption
and Mini International Personality Item Pool (Mini-IPIP, Donellan et al., 2006) working with
five factors of personality: Neuroticism, Extraversion, Openness, Agreeableness,

Conscientiousness.

Results. The results showed weak negative correlation between Neuroticism and Work
Engagement, moderate negative correlation between Neuroticism and Vigor. We also found

weak positive correlation between Extraversion and Vigor, Conscientiousness and Vigor.

Conclusions. Based on the findings of studies by various authors, as well as the study we
conducted, it is possible to indicate some relationships between work commitment and

personality.

Limitations. We see several limits of the study, especially specificity of the internal

organizational environment and sample size.

Keywords. Work engagement; Personality; Employees
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Abstrakt

Ciel'. Pracovna angazovanost' je v oblasti pracovnej a organizacnej psychologie pomerne
akcentovanou témou. Ukazuje sa, Ze je tiez zamestndvatelmi preferovanou kariérovou
charakteristikou. V prispevku prezentujeme vybrané vystupy kvantitativnej studie zameranej na
skumanie vztahov medzi pracovnou angazZovanostou a osobnostou. Prispevok je sucastou

vyskumného projektu GAAA 3 5/2020.

Metéoda. Vyskumnu vzorku tvorilo 122 zamestnancov (n = 122) rézneho veku (M = 32 rokov,
SD = 6.36) pracujucich v konkrétnej nadnarodnej spolocnosti. PouZitymi metodami boli
Dotaznik pracovnej a osobnej pohody (Utrecht Work Engagement Scale, UWES-17, Schaufeli
& Bakker, 2003) zamerany na pracovnu angazovanost a jej tri komponenty: energickost,
zasvdtenie, pohltenie a krdtky osobnostny inventar Mini-1PIP (Mini International Personality
Item Pool, Donellan et al., 2006) zamerany na dimenzie neuroticizmus, extraverzia, otvorenost,

privetivost, svedomitost.

Zistenia. Vysledky ukdzali Statisticky vyznamné slabé negativne vztahy medzi neuroticizmom a
pracovnou angazovanostou. Stredny negativny vztah sa ukdzal medzi neuroticizmom a
energickostou. Pozitivny vztah slabej sily bol zisteny medzi extraverziou a energickostou

a svedomitostou a energickostou.

Zaver. N zmysle zisteni vyplyvajucich zo studii roznych autorov, ako aj nami realizovanej studie

je mozné naznacit niektoré vztahy medzi pracovnou angazovanostou a osobnostou.

Limity. Za limity Studie povazujeme moznu Specifickost vzorky a prostredia konkrétnej

organizdacie, ¢i velkost vzorky.

Kruacové slova. pracovna angazovanost; osobnost; zamestnanci

Pracovna angaZovanost’ a osobnost’ zamestnancov

Pracovna angaZovanost' je oblastou, ktorti je ddlezité skimat (nielen v kontexte
osobnosti), nakolko, ako sa ukazuje, je to zamestnavatemi preferovana kariérova
charakteristika. Nasa Stadia (Lisa et al., 2019) ukazala Ze ,,angazovanost, ochota urobit’ nieco
navyse“ je najdolezitejsou z 32 zruénosti u absolventov VS, zarove jedna z viacerych, s ktorej
urovilou zamestnavatelia zi€astneni v nasej Studii neboli spokojni (n = 27 zamestnavatel'ov).

V HR sektore sa Vv kontexte zamestnavatel'skych ocCakavani umiestnila v prvej polovici
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dolezitosti (n = 21 zamestnavatel'ov), v IT sektore to bola obdobne jedna z najdolezitejSich
charakteristik absolventov (Mdn = 5; 0 neddlezité, 5 vel'mi dolezité, n = 16 zamestnavatel'ov;
Newman et al., 2018). Angazovanost’ je takisto povazovana za zlozku psychologického

kapitalu, sebat¢innosti, ako prediktor vykonu a spokojnosti v praci (Luthans et al., 2007).

V prezentovanom prispevku uvadzame vybrané vysledky zamerané primarne na

angaZovanost’ a osobnost’ a ich vzajomné vzt'ahy zo Studie kvantitativneho charakteru.
AngaZovanost’

Koncept angazovanosti sa v si¢asnej literatire objavuje v kontexte réznych vymedzeni.
Podla Armstronga (2007) je to oddanost, praca z presvedCenia, vyjadruje tiez mieru
identifikacie sa s organizaciou. Mo6ze byt tiez chapana ako manifestacia psychologického
vloZenia sa do vykonavanych pracovnych tloh (Chen & Cooper, 2014), ¢i mentalne nastavenie
voci vlastnej praci (Schaufeli et al., 2002). Maslach a Leiter (1997) v angazovanosti vidia
opozitum k vyhoreniu. V nasom prispevku vychadzame z konceptu autorov Schaufeli
a Bakkera (2004, s. 4), ktori pracovnu angaZovanost’ chapu ako ,,pozitivne, naplnajace
psychické rozpoloZenie suvisiace s pracou, ktoré je charakterizované energickostou,

zasvitenim praci a pohltenim pracou®. Angazovanost’ tvoria tri dimenzie (Graf 1), ktorymi st:

e Energickost’ (angl. Vigor) - vyznacuje sa vysokou uroviiou energie, dusevnou

odolnost'ou pocas prace, ochotou investovat’ energiu do prace aj vtedy, ked’ sa nedari.

a taktiez vyzvy.

e Pohltenie (angl. Absorption) - je charakterizované absolutnym ponorenim sa do
prace. Tento stav by sa dal nazvat’ aj flow, kedy je jednotlivec absolutne koncentrovany

a jeho mysel je Cista (Schaufeli & Bakker, 2004).

Graf 1. Model konceptu angazovanosti podl'a Schaufeli & Bakker (2004)
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Osobnost’

V naSom prispevku sa opierame o péatfaktorovy model (Big Five) osobnosti, ktory je
tvoreny piatimi dimenziami: 1. neuroticizmus (resp. emocionalna stabilita), II. extraverzia, III.
otvorenost’ (resp. intelekt), IV. privetivost a V. svedomitost’ (Costa & McCrae, 1992;
Donnellan et al., 2006; Goldberg, 1990, 1992; Lisa, 2019).

Vzajomné vzt’ahy medzi angaZovanost’ou a osobnost’ou

Stcasné vyskumné Studie zamerané na skimanie vztahov medzi angazovanost'ou
a osobnost’ou poukazuju na ich vzajomné vzt'ahy. Niektoré¢ stidie poukazali na stredne silny
negativny vzt'ah neuroticizmu a energickosti (Kim et al., 2009; Gulamali, 2017), ako aj
neuroticizmu a angazovanosti celkovo (Woods & Sofat, 2013). Stredne silny pozitivny vztah
sa zistil medzi svedomitostou a angazovanostou (v komponentoch energickost, pohltenie
pracou; Gulamali, 2017; Kim et al., 2009; Woods & Sofat, 2013). Dali pozitivny vzt'ah slabej,
az strednej sily sa zistil medzi extraverziou a angaZovanostou (Gulamali, 2017; Wildermuth,
2008), ¢i extraverziou a energickost'ou, ako komponentom angazovanosti (Pocnet et al., 2015).
Obdobné vysledky naznacuje Studia Koklesovej (2019) uskuto¢nend v domacich podmienkach
na vzorke 40 zamestnancov vybranej nadnarodnej spolo¢nosti. Vyskumny subor tvorilo 32
zien, 8 muzov; rozneho veku (Mdn = 29, min. 22, max. 43, SD = 5.77) a diiky pOsobenia v
organizdcii (Mdn = 32 mesiacov, min. 4 mes., max. 14 rokov, SD = 6.36). V tejto §tadii sa
zistili signifikantné vztahy pracovnej angazovanosti a jej sucasti najméa v 0sobnostnej dimenzii
neuroticizmus. Neuroticizmus stredne silno negativne koreloval s dimenziami pracovnej
angazovanosti pohltenie pracou (rs = -.34; p <.05), pracovnej energickosti negativne silno (rs =
-51; p < .001). Stredne silnd negativna korelacia bola zistena aj s celkovou pracovnou
angazovanostou (1s = -.44; p < .01). Stredne silno pozitivne bola vo vztahu dimenzia pracovna
energickost’ s extraverziou (rs = .44; p < .01). Z hladiska vzt'ahu pracovnej angaZovanosti a
osobnosti k vybranym sociodemografickym premennym sa v studii Koklesovej (2019)
zaujimavymi javia vyssie hodnoty (Mdn) angaZovanosti, ktoré¢ dosahovali muzi oproti Zendm
(rm = .31, stredne vel’ky rozdiel; pohltenie pracou rm= .34; malé rozdiely zasvéitenie rm = .27,
energickost’ rm = .16). Dalsie sociodemografické premenné, ako napriklad vek, ani dizka

pracovného pomeru v organizacii v uvedenej §tadii nehrali v hodnotach angaZovanosti rolu.
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Metody
Participanti

Stadie sa zdlastnilo 122 zamestnancov nadnarodnej spoloénosti so sidlom
V Bratislavskom kraji pracujucich na trvaly pracovny pomer. Spolocnost’ poskytuje najmé
konzulta¢né sluzby v oblasti financii spolo¢nostiam v ramci celého sveta. Vyskumny subor
tvorilo 46 muzov, 75 Zien. Priemerny vek bol 32 rokov (M = 32; SD = 6.36; min. 22, max. 58).
24% participantov posobilo na riadiacej pozicii, priemerna dizka posobenia v organizacii
zucCastnenych zamestnancov bola 7 rokov (M = 7.04; SD = 5.85). Realizovany bol dostupny
vyber. Zamestnanci pochadzali z r6znych oddeleni uvedenej spolo¢nosti, napr. finanéného, IT
oddelenia, oddelenia T'udskych zdrojov a inych. Posobili na riadiacej a inej, ako riadiacej

pozicii.
Metody zberu dat
UWES 17 (Utrecht Work Engagement Scale)

Pre meranie pracovnej angazovanosti ajej komponentov sme zvolili Skdlu UWES
(Utrecht Work Engagement Scale, Schaufeli & Bakker, 2003) v jej 17 poloZzkovej verzii. Je
tvorena sedemnastimi polozkami, ktoré spolocne meraji pracovni angazovanost. Sumacné
indexy vybranych poloZziek sluzia na meranie zloziek angazovanosti, ktorymi st energickost’
(Vigor), zasvitenie praci (Dedication) a pohltenie pracou (Absorption). Téato Skala vykazuje
uspokojivé hodnoty reliability. Autori Skaly Schaufeli a Baker (2003) uvadzaji hodnoty
reliability Cronbach alpha a = .81 — .95. V naSich podmienkach (napr. Koklesova, 2019;
Kovécova, 2019) boli zistené obdobne uspokojivé hodnoty celkovej reliability v rozpéti od o =
.90 — .95 (v jednotlivych faktoroch v rozpiti o = .73 — .94). Vsetky tri Skaly dotaznika v naSom
vyskume dosiahli dobrti troven vnutornej konzistencie. Skéla ,.energickost™ dosiahla hodnotu
o = .79, 8kala ,,zasvétenie praci“ a = .85 a Skala ,,pohltenie pracou* a = .83. Celkova hodnota
vnutorna konzistencie dotaznika vykazovala Urovenn a = .92. Tieto hodnoty povazujme za
uspokojivé. Nakol'ko skala nebola dostupna v slovenskom jazyku, vyuzili sme anglickll a cesku

verziu a dvojitou kontrolou sme dotaznik preloZili.
Osobnostny inventar MINI-IPIP

Pre skiimanie osobnosti sme zvolili Osobnostny inventar MINI-IPIP (Mini International
Personality Item Pool, Donnelan et al., 2006), ktory pozostdva z 20 poloziek. Meria 5

osobnostnych dimenzii zodpovedajucich modelu Big 5, tj. neuroticizmus, extraverziu,
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otvorenost’, privetivost' a svedomitost. Hodnoty reliability (Cronbach alpha) nadobudali
V nasej Studii v zasade, az na ojedinelé vynimky v niektorych dimenzidch, uspokojivé hodnoty
o =.64 —.85. Obdobné, v zasade uspokojivé hodnoty reliability nachddzame aj u inych autorov
(napr. Donnelan et al., 2006, oo = .65 — .82; Duris§, 2012, o = .67 — .76, Neuroticizmus .59;
Koklesova, 2019 a = .70 — .84, Otvorenost’ a. = .55).

Metody analyzy dat

Data boli analyzované pomocou Statistického softvéru SPSS. Vnutorni konzistenciu
dotaznikov sme zistovali pomocou Cronbach alpha (nami namerané hodnoty uvadzame
vyssSie). Pre zistovanie rozlozenia normality sme pouzili Kolmogorov-Smirnov test. Data
neboli rozlozené normadlne, pre posudenie sily vztahov sme pouzili Spearmanov koeficient

poradovej korelacie.
Vysledky

Na zaklade analyz vzajomnych vzt'ahov angazovanosti a osobnosti a ich komponentov sa

ukézalo niekol’ko zaujimavych vysledkov (Tabulka 1).

Tabul’ka 1. Hodnoty korelacnych koeficientov pracovnej angazovanosti a osobnosti (n=122)

Pracovna . , Zasvatenie Pohltenie
Y , Energickost L . ,
angazovanost praci pracou
Neuroticizmus -.21* -, 35*** -.16 -.06
Extraverzia 13 .20* A7 -.03
Spearmanov koeficient 0 e 03 -04 10 04
poradovej korelacie rs
Privetivost’ .04 .07 .08 -.02
Svedomitost’ 13 .25** .10 .06

Poznamka. N =122; *p < .05; **p < .01, ***p <.001

Najvyssie zastipenie signifikantnych vztahov pracovnej angaZovanosti a jej stucasti bolo
zistené¢ v osobnostnej dimenzii neuroticizmus. Vysledky ukézali, Ze neuroticizmus slabo
negativne koreluje s pracovnou angazovanostou. Slaba negativna korelacia bola zistena
s celkovou pracovnou angazovanostou (rs = -.21; p < .05). Dimenzia pracovnej energickosti s
neuroticizmom koreluje negativne, stredne silno (rs = -.35; p < .001). Slabo pozitivne je vo
vztahu dimenzia pracovna energickost s extraverziou (rs = .20; p < .05). Takisto slaby

Statisticky signifikantny vztah nachadzame medzi svedomitost'ou a energickostou (rs = .25; p
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< .01). Medzi pracovnou angazovanostou ¢i jej dimenziami a d’al§imi komponentami
osobnosti, t.j. otvorenostou, privetivostou a svedomitostou, uz nachddzame len slabé,

nesignifikantné vztahy poradovej korelacie pozitivneho 1 negativneho smeru.
Diskusia

Prezentované vysledky z vyskumnej Stadie boli zamerané primarne na vzt'ah medzi
globalnou pracovnou angazovanost'ou a osobnostou, ako aj ich jednotlivymi komponentmi.
Podarilo sa nam podporit’ niekol'’ko hypotéz, vychadzajucich zo sucasnej literatiry. Napriklad
tak, ako aj u inych autorov, aj v naSej stadii sa ukazal negativny vzt'ah medzi neuroticizmom a
angazovanostou (Woods & Sofat, 2013), energickostou (Gulamali, 2017; Kim et al., 2009).
Takisto slaby pozitivny vztah medzi extraverziou a angazovanostou (Gulamali, 2017;

Wildermuth, 2008) a jej komponentom - energickostou (Pocnet et al., 2015).

Niektori autori (napr. Gulamali, 2017; Kim et al., 2009; Woods & Sofat, 2013) zistili
stredne silné pozitivne vztahy medzi svedomitostou a angaZovanostou, konkrétne
v komponentoch energickost’ a pohltenie pracou. Tieto vztahy sa ndm podarilo Ciastocne
podporit. V naSich zisteniach sa ukdzal iba mierny, pozitivny, Statisticky vyznamny vztah
medzi svedomitostou a energickostou, vztah svedomitosti a pohltenia pracou sa ndm
nepodarilo empiricky podporit. Celkovo sme v nasej studii preukazali vzt'ahy slabse;j sily, ako
Vv literattre, z ktorej sme vychadzali. Jedno z moznych vysvetleni odliSnosti méze stvisiet’ s
rozdielnymi zloZeniami vzoriek skimanych v naSej Studii atych, ktoré boli predmetom
vyskumu inych autorov, odliSnou pracovnou napliiou a vel'kostami vyskumnych suborov. Ak
by sme zosumarizovali nase zistenia, tak neurotiCizmus je Vv slabom negativnom vztahu
s celkovou pracovnou angazovanostou, pricom v komponente energickosti nachadzame
negativny vzt'ah strednej sily. Energickost’ (ako komponent pracovnej angazovanosti) je takisto
V miernom pozitivnom vztahu s extraverziou a svedomitostou. V ostatnych dimenziach
osobnosti, ¢i komponentoch pracovnej angaZovanosti sa Vv naSom vyskume vztahy

nepreukazali.

Za prinosy realizovanej Stidie povaZujeme podporu uz zistenych vzt'ahov v inych
Studiach a obohatenie poznatkovej zakladne v oblastiach vztahov medzi angaZzovanostou a
osobnostou. Ako prinos tiez povazujeme analyzu premennych v konkrétnom prostredi
organizacie, ktora tak moze benefitovat’ z aktudlnych zisteni ¢i uz v oblasti angazovanosti a jej

komponentov, ale aj v oblasti osobnosti a jej struktiry u svojich zamestnancov.

Za limity povaZzujeme vel'kost’ vzorky. Domnievame sa tiez, Ze d’al§Sim limitom by mohla
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byt Specifickost’ pracovného prostredia konkrétnej organizacie. Kazda organizacia ma totiz
svoje charakteristické znaky prostredia, napr. preferovany styl riadenia, subor akcentovanych
hodndt, internu firemnu kulturu a iné, ktoré by tu mohli pdsobit’. Na zaklade uvedenych limitov

zistenia predkladame s urcitou opatrnost'ou.

V naSich buducich vyskumnych zameroch by sme okrem naSich aktualnych zisteni radi
urite nezabudli na skumanie angazovanosti vo vztahoch s inymi premennymi (aj
organizacnymi), ako su napriklad angazovanost’ vo vzt'ahu so spokojnost'ou (napr. Lisa, 2017),
kde na vzorke n = 1263 bol zisteny silny vzt'ah medzi angazovanostou a spokojnostou (r =
.7125; p<.001). Angazovanost’ je zaujimava tiez vo vztahu k pracovnej pozicii (napr. manazéri/
radovi pracovnici). Tieto vzt'ahy naznacila napr. stadia Kovacovej (2019, n = 70), kde zistila,
7ze manazéri konkrétnej organizacie boli angazovanej$i, zistila tieZ negativny vzt'ah
angazovanosti a vyhorenia, ¢i pozitivny vztah medzi angaZovanostou a zavdzkom voci
organizacii (commitment). Vztahy pracovnej angazovanosti a osobnosti, ktorym sme sa
venovali v uskuto¢nenych stadiach by sme radi nad’alej zaradili medzi nase budiice vyskumné
ciele skiimali ich na vic¢Sej vzorke. V buducnosti zamysl'ame nas§ vyskumny zamer obohatit’ o
d’al$ie premenné vo vztahu k angazovanosti, ktoré by mohli azda sI'ubovat’ zaujimavé zistenia
napr. rezistencia voci zmene (tieto vztahy uz naznacila napr. Stadia Hladkej, 2020), vztah k
pracovnému miestu (attachment, GreSkovicova, 2020), k inym zlozkdm psychologického

kapitélu, ako napriklad sebatcinnosti (Lisa, 2020), vodcovstvu, ¢i organiza¢nej kultare.
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Abstract

Objective. Time management is a comprehensive construct that includes procedures,
recommendations and tools for time planning in terms of increasing efficiency and productivity.
The main goal of the paper is to find relation between dimensions of time management and

selected personality characteristics.

Method. The paper presents research results obtained on a research sample consisted of 223
respondents (103 men and 120 women), aged from 22 to 60 years with an average age of 34

years.

Results. From a methodological point of view, the results of the verification of the original TM
(Time management) methodology are presented. Four factors were extracted (Time Usage,
Planning, Avoidance and Delegation) with 61% explanation of the variance. Several
statistically significant correlations were found between extracted factors and personality

characteristics defined by the Big five model.

Conclusions. TM Methodology is focused on four areas of time management and the
perspective of further research is to verify the methodology on a sample of managers with

a similar length of practice.

Limitations. Limiting factors related to the interpretation of the obtained results can be
specified in terms of the size of the research sample, but also in terms of the fact that one of the

possible views on the structure of time management is analyzed.

Keywords. Time management; Personality; Methodology TM; Big five
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Abstrakt

Ciel’. Time manazment je komplexny konstrukt, ktory zahina postupy, odporucania a nastroje
planovania casu v zmysle zvySovania efektivity a produktivity. Cielom prispevku je zistit vztahy

medzi time managementom a vybranymi osobnostnymi charakteristikami.

Metoda. N prispevku su prezentované vysledky analyz udajov ziskanych na vyskumnej vzorke
223 respondentov, z tohto poctu bolo 103 muzov a 120 Zien, vo veku od 22 do 60 rokov

S priemernym vekom 34 rokov.

Zistenia. Z metodologického hladiska su prezentované vysledky overenia povodnej metodiky
TM (Time management), v ramci ktorej boli extrahované styri faktory. Faktory, ktoré boli
vymedzené ako VyuZitie casu, Planovanie, Vyhybanie a Delegovanie, vysvetluju 61% variancie.
Zaroven boli z hladiska prinosov pre teoriu zistené viaceré Statisticky vyznamné koreldcie
medzi tymito extrahovanymi faktormi a osobnostnymi charakteristikami vymedzenymi

konceptom Big Five.

Zaver. Metodika TM bola zamerand na Styri oblasti time managementu, pricom perspektivou

dalsieho vyskumu je overovanie metodiky na vzorke manazérov s podobnou dizkou praxe.

Limity. Limitujuce faktory suvisiace s interpretdaciou ziskanych vysledkov je mozné specifikovat
Z hladiska velkosti vyskumnej vzorky ale aj z hladiska skutocnosti, Ze analyzovany je jeden

Z moznych pohladov na Strukturu time manazmentu.

Kracové slova. time manazment; osobnost; metodika TM; Big five

Uvod

Problematika time managementu je predmetom zaujmu viacerych vednych disciplin,
priCom v realizovanom vyskume je pozornost venovana jednotlivym dimenzidm time
managementu vo vztahu k vybranym osobnostnym charakteristikdAm. Time management autori
Janicek et al. (2013) definuju ako mnoZinu postupov, doporuceni a nastrojov pre planovanie
¢asu, obvykle za ucelom zvySenia efektivnosti vyuZzitia ¢asu. Pod pojmom time management
rozumieme postup rozvijania, pouzivania metdd a prostriedkov pre maximalne vyuzitie

efektivity i produktivity (Forsyth, 2010).
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Teoretické vychodiska a ciel’ vyskumu

Time management je Casto definovany ako jedna z najdolezitejSich oblasti manazmentu,
ktora sa zaobera efektivnym vyuzivanim a planovanim casu (Covey, 1994). Vetrakova a
Sekova (2004) popisuju, ze az 73% l'udi trpi nedostatkom ¢asu, pricom 3 % svojej energie
venuju problémom, ktoré zodpovedaju ich talentu a schopnostiam a 97 % svojej energie
premrhaju. Tureckiova (2007) dodava, Ze je mozné ovplyviiovat’ efektivitu (vykon odvedeny
V konkrétnom case) akvalitu (subjektivne a objektivne prezivanie) travenia cCasu. Time
management je spOsob, ako si zorganizovat' svoj ¢as aulohy podla samého seba, bez
obmedzovania a to pomocou roznych nastrojov (Cerny & Chytkova, 2014). Mieru, v akej Pudia
zmysluplne Struktaruja a vyuzivaji svoj ¢as, je mozné urcit’ viacerymi faktormi (Wanberg et

al., 1997).

Vetrakova a Sekova (2004) charakterizuji time management ako neustéle sa vyvijajicu
a praxou preverovani metodiku raciondlneho vyuzitia ¢asu. Zasada optimdlnej organizacie
Casu v manazérskej praxi spociva v schopnostiach a kompetenciach manazérov. Olexova a
Boséakova (2008); Pasiar (2009); Rehakova (2008; 2010); Stépanik (2010) v danom kontexte
uvadzaju efektivne vyuzivanie Casu na vSetky druhy manazérskych aktivit, mat’ prehl’ad
0 planovanych ¢innostiach, schopnost’ delegovat’ tlohy, moZnost’ prenechania zodpovednosti
za organizaciu ¢asu, ¢o Uzko suvisi so schopnostou vyhybania sa pri nahromadeni mnozstva

naliehavych pracovnych uloh.

Time management je mozné povazovat’ za multidimenzionalny konStrukt a je potrebné
ho Studovat vo viacerych kontextoch, aby doSlo k pochopeniu vztahu k osobnostnym
charakteristikdm jednotlivca. V zahraniéi st pouzivané metodiky od Brittona a Tessera (1991),
konkrétne Time Management Questionnaire a Assesment of Time Management Skills od
autorov Whitea et al. (2013), ktoré neboli primarne urené pre zamestnancov organizacii.
Tvorba metodiky time managementu bola in§pirovana teoretickym modelom Brittona a Glynna

(1989) a modelom Macana (1994), ktori sa dlhodobo venuju problematike time managementu.

Na zaklade predchadzajucich vyskumov (Bond & Feather, 1988; Creed & Watson, 2003;
Roccas et al., 2002) bolo zistena stvislost medzi time managementom a vybranymi
osobnostnymi charakteristikami velkej patky. Autori Creed a Watson (2003) zistili, ze
jednotlivci s vysokou troviiou neuroticizmu maji dojem, Ze ich ¢asu chyba ucel a rutina. Bond
a Feather (1988) zistili negativny vzt'ah medzi neuroticizmom a globalnymi mierami ¢asovej

Struktary. Bond a Feather (1988) preukazali, Ze osobnostnd vlastnost’ extraverzia pozitivne
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korelovala so zmyslom pre Ucel, ktory je mozné povazovat za Specificky prvok time

managementu.

Svedomitost’ poukazuje na charakteristiky ako odolnost, planovanie, organizovanie,
zodpovednost’, pracovitost’ a orientaciu na uspech (Roccas et al., 2002), ktoré su dblezitymi
atributmi pre udrzanie time managmentu. Claessens et al. (2007) uvadzaju, ze svedomitost’ vo
vyznamnej miere suvisi s planovanim Casu. Predchadzajiuce vyskumy (Bond & Feather, 1988;
Digman, 1990) nepreukazali Statisticky vyznamny vzt'ah medzi otvorenostou voci skusenosti
a time managementom. Predpokladdme, Ze s dimenziami time managementu bude pozitivne
korelovat’ extraverzia, svedomitost’ a privetivost’ a negativne korelovat’ neuroticizmus. Taktiez
predpokladdme, ze medzi dimenziami time managementu a otvorenostou voci skusenosti

nebude Statisticky vyznamny vztah.

Ciel'om vyskumu bolo $pecifikovat’ struktaru faktorov posudzovania time managementu.
Na =zaklade wvysledkov Specifikacie bolo cielom hladanie stvislosti medzi faktormi

posudzovania time managementu a osobnostnymi charakteristikami respondentov.

Metoda

Vyskumnt vzorku tvorilo spolu 223 respondentov, z toho 46,2 % muzov a 53,8 % zien,
vo veku od 22 do 60 rokov (M = 34,11 roka, SD = 10,643). Dizka praxe zamestnancov sa
pohybuje od 2 do 41 rokov (priemerna dizka je 10,16 roka) a dizka manazérskej praxe sa
pohybuje v rozpiti od jedného do 36 roka (manazérska prax M = 5,52 roka, SD = 1,324).
Z hladiska zaradenia v organizacii sme oslovili 72 (32,3 %) vykonnych pracovnikov, 40 (17,9
%) prvostupiiovych manazérov, 25 (11,2 %) strednych manazérov a 86 (38,6 %) §tudentov V.
Z oslovenych respondentov pdsobilo 115 (51,6 %) v sukromnej a 108 (48,4 %) vo verejnej
organizacii.

Dotaznikovou metddou sme ziskali tidaje od respondentov, ktoré sme nasledne spracovali
a analyzovali prostrednictvom matematicko-statistickych metdd v programe IBM SPSS 22.00
Statistics. Na skimanie time managementu sme pouzili povodny dotaznik TM. Uvedenu

metodiku sme doplnili dotaznikom BS5 (Janovska, 2011), ktory je ureny na popisanie

osobnostnych charakteristik respondentov.
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Dotaznik TM

Tvorba metodiky time managementu bola inspirovana teoretickym modelom Brittona
a Glynna (1989), ktora zahfna ukazovatele ako vyber cielov a stanovenie priorit, vypracovanie
zoznamu uloh a ich planovanie. Délezitou sucastou tvorby metodiky bol aj model Macana
(1994), ktory zdoraznuje organizané preferencie. Organizacné preferencie boli z hl'adiska
tvorby metodiky postulované cez optiku delegovania uloh. Tvorba metodiky TM bola
podmienena potrebou merania efektivneho vyuzivania ¢asu zamestnancov v organizaciach.
Nami navrhnuty dotaznik pozostava z 38 vyrokov rozdelenych na Styri oblasti: vyuzitie Casu
(10 vyrokov), planovanie (10 vyrokov), vyhybanie sa plneniu uloh (10 vyrokov) a delegovanie
uloh (8 vyrokov). Respondenti vyjadrovali svoje hodnotenie prostrednictvom Likertovej Skaly
od ,,1 — rozhodne nie* po ,,6 — rozhodne ano*. Prostrednictvom tejto Skaly sme faktorovou
analyzou identifikovali spominané 4 atributy time managementu, ktoré uvadzame s kratkou

charakteristikou kazdého atributu:

1. Dimenzia vyuzitie Casu: efektivne a konStruktivne vyuZzivanie casu, jasné

stanovenie uloh a odovzdanie uloh na ¢as (Cronbach alfa = 0,725).

2. Dimenzia planovanie: presné vypracovanie planu uloh, priprave tyZzdenného,
mesacného a Stvrtroéného planu a dodrZiavanie stanového planu (Cronbach alfa =

0,831).

3. Dimenzia vyhybanie: vyhybanie sa pracovnym stretnutiam, mnoZstvu

nahromadenych tloh a plneniu naro¢nych tloh (Cronbach alfa = 0,719).

4. Dimenzia delegovanie: rozdelovanie uloh a prdvomoci kolegom, potreba

delegovat’ povinnosti, ktoré si to vyZadujua (Cronbach alfa = 0,802).
Dotaznik BS

Na zistenie osobnostnych charakteristik respondentov sme pouzili dotaznik BS5, ktory
vychadza z dotaznika IASR-B5 Trapnell a Wiggins (1990) zameraného na meranie faktorov
vel'kej patky. Dotaznik bol prelozeny a overeny metddou spitného prekladu (Janovska, 2011).
Dotaznik B5 je tvoreny 40 vlastnostami posudzovanymi na 8 — bodovej Skéle (1 — uplne
nepresne, 8 — Uplne presne) asluzi na meranie 5 osobnostnych faktorov: neuroticizmu,

extraverzie, otvorenosti voci skisenostiam, privetivosti a svedomitosti.

Informécie ziskané od respondentov boli spracované a nasledne interpretované na

zaklade matematicko-Statistickej analyzy tudajov, ktord bola uskuto¢nena na trovni
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deskriptivnej Statistiky, na trovni induktivnej Statistiky (Pearsonova koreldcia, faktorova
analyzy — Principal Component Analysis s Varimax rotaciou). Na zaklade splnenia podmienok
faktorovej analyzy (KMO = 0,792; Bartletov test sfericity < 0,05).

Vysledky

Vyskumnym cielom bolo overit’ pdvodnu metodiku posudzovania time managementu,
ako aj analyzovat’ suvislosti medzi uvedenymi faktormi posudzovania time managementu

a osobnostnymi charakteristikami respondentov.
Taxonomicka Specifikacia faktorovej Struktiry posudenia time managementu

Faktorovou analyzou boli vyextrahované Styri faktory, pri¢om bol stanoveny fixny pocet
faktorov posudenia time managementu (vyuzivanie ¢asu, planovanie, vyhybanie, delegovanie),
ktoré uvadzame v tabulke 1. Na obrazku 1 je znazorneny vysledok grafického spracovania

Struktary faktorov time managementu prostrednictvom Scree plotu.

Tabulka 1. Faktorové sytenie poloziek nastroja TM

Faktory

F1-

. F2 - F3 - F4 —
Vyuzivanie

y Planovanie Vyhybanie Delegovanie
Casu

1.Poznam cas, kedy sa mi
Jm L, T 0,604
pracuje najlepsie.
2.Na vykonanie dolezitych
uloh vyuzivam ¢as, pocas
YWZIVATR €25, P 0,613
ktorého sa mi pracuje
najlepsie.
3.Cas stretnuti vyuzivam
konstruktivne, pricom sa
oISV, PTIEO 0,607
uistim, Ze ulohy su jasne
stanovene.
4.Vyuzivam efektivne
techniky, ako povedat’ ,,nie‘

pre nadmerné poziadavky

3

0,749

na mgj cas.
5.Som spokojny/a s tym,

oy Cy 0,717
ako vyuZivam svoj ¢as.
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6.Cas na cestovanie do

a Z prace vyuzivam
konStruktivne.

7.Myslim, ze svoj Cas
vyuzivam efektivne.
8.NajdolezitejSie ulohy sa
snazim pocas dia robit’

Vv Case, kedy som
najaktivnejsi/ia.

9.V priebehu dna splnim
nacas to, ¢o je potrebné
vykonat'.

10.Vzdy urobim ulohy
nacas.

11.Mém rozplanovany zivot
tak, Ze mam naplanovany
jeden az tri ciele v roku.
12.Na zorganizovanie
tyzdenného pracovného
planu pouzivam formalny
systém.

13.Na kazdy pracovny deii
si vypracujem novy plan
uloh.

14.Mam efektivny systém
V zaclenovani svojho
zivotného planu do mojich
kazdodennych pracovnych
uloh.

15.Kazdy pracovny deii si
planujem cas, pocas ktorého
nie som ni¢im ruSeny/a.
16.Mém jasny pléan, ¢o
chcem dosiahnut’ pocas
nadchadzajiceho Stvrtroku.
17.Stravim dostatocné
mnozstvo ¢asu planovanim.
18.Printitim sa vcas si najst’
¢as na planovanie.

19.Mém tyzdenny plan, do
ktorého zaznamendvam
pevne stanovené zavazky,
ako napr. pracovnu dobu.

0,589

0,758

0,590

0,634

0,635

0,669

0,695

0,747

0,699

0,646

0,797

0,848

0,770

0,699
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20.Pripravujem si denny

a tyzdenny plan povinnosti.
21.Vyhybam sa plneniu
pracovnych tloh kvoli
strachu zo zlyhania.
22.Dokazem sa vyhybat’
pracovnym stretnutiam.
23.Pocas pracovnej doby sa
venujem aj spolocenskym
mimopracovnym
stretnutiam.

24.Vyhybam sa plneniu
naro¢nych pracovnych
uloh.

25.Pockam, ¢i moju
pracovnu ulohu nesplni
niekto iny.

26.Pracovné tlohy plnim
okamzite.

27.Aj vyhybanie sa plneniu
pracovnych tuloh je
normalnou sucastou mojej
prace.

28.Dokéazem sa vyhnut
pracovnym telefonickym
hovorom.

29.Pri nahromadeni
mnozstva naliehavych
pracovnych uloh sa ich
rieSeniu vyhybam.
30.Radsej pou¢im druhych,
ako sa ma préaca urobit’, nez
aby som ju urobil sam.
31.Nemam strach

z delegovania uloh na
spolupracovnikov.
32.Delegujem ulohy,
kedykol'vek je to mozné.
33.Viem delegovat’ moju
pracu niekomu inému.
34.Ak nestiham svoju
pracu, vcas ju rozdelim
medzi kolegov.

0,776

0,550

0,720

0,631

0,766

0,785

-0,638

0,765

0,555

0,772

0,678

0,630

0,445

0,560

0,583
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35.Ak nestihate splnit’

zadant ulohu, poziadam 0,597
spolupracovnikov 0 pomoc.
36.Delegovanie plnenia
mojich pracovnych tloh na
inych povazujem za
normalne.

37.Pri nahromadeni
mnozstva naliehavych tloh
oslovim spolupracovnikov 0,765

0,785

a delegujem nevyhnutné
ulohy na nich.
38.Delegovanie pravomoci
kontroly plnema’term.mov 0.727
na spolupracovnikov je

efektivne.

Eigenvalue 11,736 7,282 6,118 5,460

% Variancie 25,989 14,268 11,205 9,474

Obrazok 1. Scree plot extrahovania faktorov posudenia time managementu

Scree Plot
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Component Number
Celkové percento vysvetlenej variancie je 60,94 %, o je mozné akceptovat’. Extrahované
faktory je mozné obsahovo Specifikovat. Dimenzia vyuzivanie Casu vysvetluje 25,99 %
variancie, dimenzia planovanie vysvetluje 14,27 % rozptylu, dimenzia vyhybanie vysvetluje

11,21 % a dimenzia delegovanie vysvetl'uje 9,47 % variancie.
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Suvislosti medzi faktormi posudzovania time managementu a osobnostnymi

charakteristikami respondentov

Vo vyskume sme tiez analyzovali, ¢i existuju Statisticky vyznamné suvislosti medzi
faktormi posudzovania time managementu a osobnostnymi charakteristikami respondentov
prostrednictvom Pearsonovho korelacného koeficientu. Tabulka 2 popisuje zistené vysledky

korelacnej analyzy.

Tabulka 2. Analyza suvislosti medzi faktormi time managementu a osobnostnymi

charakteristikami

F1-
F2 — F3 - F4 —
VyuZivanie )
5 Planovanie Vyhybanie Delegovanie
¢asu
Neuroticizmus -0,003 0,075 -0,010 -0,219*
Extraverzia 0,297** 0,262** -0,136 0,147
Otvorenost’ voci
, . 0,122 0,199* -0,097 0,209*
skuisenostiam
Privetivost 0,093 0,144 -0,117 0,213*
Svedomitost’ 0,208* 0,217* -0,070 0,247*

Poznamka. *p < 0,05; **p < 0,01

Ziskané vysledky potvrdili existenciu predpokladanych Statisticky vyznamnych stvislosti
medzi vybranymi faktormi posudzovania time managementu a medzi osobnostnymi
charakteristikami respondentov. Na zéklade Pearsonovho korelacného koeficientu bol zisteny
Statisticky vyznamny pozitivny vztah medzi vyuzivanim ¢asu a extraverziou a svedomitost'ou.
Medzi planovanim a osobnostnymi charakteristikami extraverzia, otvorenost’ vo¢i skusenosti
a svedomitost’ou bol zisteny pozitivny Statisticky vyznamny vztah. V dimenzii delegovanie bol
zisteny S$tatisticky vyznamny negativny vztah s osobnostnou charakteristikou neuroticizmus
a pozitivny Statisticky vyznamny vztah s otvorenostou voci skusenosti, privetivostou

a svedomitost’ou.
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Diskusia

Problematike efektivneho vyuzivania €asu a vztahu medzi vybranymi osobnostnymi
charakteristikami je venovanych viacero vyskumnych $tudii (Bond & Feather, 1988; Creed &
Watson, 2003; Roccas et al., 2002). Pohl'ad na oblast’ time managementu ako jednej z
interpersonalnych zruc¢nosti je dolezity z hl'adiska efektivneho fungovania zamestnancov v

organizacii.

Tvorba metodiky TM bola zamerana na klGfové dimenzie time managementu.
Faktorovou analyzou boli vyextrahované Styri dimenzie (vyuZivanie casu, planovanie,
vyhybanie a delegovanie), pricom bol stanoveny fixny pocet faktorov. Ako uvadzaju
metodoldégovia (MacCallum, et al., 1999; Velicer & Fava, 19998), je nevyhnutné, aby
jednotlivé faktory reprezentovalo najmenej 5 poloziek, ¢o bolo v naSom pripade zachované
a dimenzie time managementu boli v troch pripadoch sytené 10 polozkami a v jednom pripade
(delegovanie) 8 polozkami. Fixny pocet faktorov bol stanoveny vzhl'adom na percento
variancie nami vybranych faktorov a vzhl'adom na obsahovu stranku poloziek, ktoré najlepsie
vysvetlovali danu dimenziu. Celkové percento vysvetlenej variancie je 60,94 %, ¢o je mozné
povazovat’ za akceptovateI'né a obsahovo su jednotlivé dimenzie TM Specifikovang, priCom ich
reliabilita bola overena prostrednictvom Cronbach alfy. Za nedostatok tvorby metodiky TM je
mozné povazovat’ vyskumnu vzorku, ktord nebola homogénna a méze do istej miery skresl'ovat’
vyskumné vysledky. Metodiku TM je mozné povazovat' za primarny podklad k d’al§iemu

vyskumu time managementu v kontexte vykonu manazérskej profesie.

Digman (1990) uvadza, Ze individualne rozdiely, ako st napr. osobnostné charakteristiky,
mozZu vyvolat’ Specifické reakcie tykajuce sa Casovej Struktiry jednotlivca. Vyskumné vysledky
Ciasto¢ne potvrdili predpoklady na zaklade predchadzajtcich vyskumov (Bond & Feather,
1988; Claessens et al., 2007; Creed & Watson, 2003; Roccas et al., 2002). Extraverzia,
svedomitost’ a privetivost pozitivne korelovali s dimenziami TM a medzi neuroticizmom
a dimenziou TM bol zisteny negativny signifikantny vztah. Na druhej strane bol potvrdeny
Statisticky vyznamny vztah medzi otvorenost’ou voci skusenosti a planovanim a delegovanim,
¢o nie je v sulade s predchadzajiicim vyskumnym zistenim (Digman, 1990). Stvislosti medzi
dimenziami time managementu a osobnostnymi charakteristikami velkej patky st Statisticky
vyznamné, ale vztahy su slabé. Vysvetlenie slabej korelacie medzi dimenziami TM
a osobnostnymi charakteristikami sa moze viazat’ na validitu metodiky TM, ¢o mdze byt

spdsobené socidlne ziaducimi odpoved’ami respondentov metodiky TM. Dalsim vysvetlenim
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je obsahova stranka metodiky TM, ktord je zamerana na Styri oblasti a neposkytuje SirSi pohl'ad

na skumany konstrukt.

Limitujuce faktory suvisiace s interpretaciou ziskanych vysledkov je mozné Specifikovat’
z hl'adiska velkosti vyskumnej vzorky a jej homogenity, ale aj z hl'adiska skutocnosti, Ze
analyzovany je jeden z moznych pohl'adov na Struktiru time manazmentu. Vlastny vyskumny
kons$trukt je mozné povazovat’ za jeden z limitov vyskumnej Stadie vzh'adom na potrebu
d’alSieho overovania jednotlivych dimenzii time managementu na homogénnej vyskumnej
vzorke a to z hl'adiska zaradenia v organizacii a diZky praxe zamestnancov. Perspektivou
d’alsieho vyskumu je overovanie metodiky na vzorke manazérov s podobnou diZkou praxe, aby
bolo mozné vytvoreni metodiku vyuzit’ pre potreby organizacie, pricom realizovana pilotna

Studia sluzi ako podklad k d’alSiemu vyskumu.
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