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Introduction

The 21 International Conference Work and Organizational Psychology 2022 took place in
Comenius University in Bratislava on 26-27 May 2022. Over 150 participants and guests watched and
listened to 33 contributions from academics and practitioners from 6 different countries. The topics of
the contributions covered various areas of new trends in leadership and the coronavirus pandemic in
work and organization. The sections were devoted to attachment security in the workplace; motivation,
diversity, and inclusion; work and psychology during the Covid-19 pandemic; new trends in leadership;
career and employability; and psychological assessment at work.

In this book, there are 16 selected studies presented as a lecture or a poster at the conference and
then positively reviewed by two reviewers. We want to thank our colleagues from Palacky University
in Olomouc, Tomas Bata University in Zlin, Masaryk University, Constantine the Philosopher
University in Nitra, P. J. Safarik University in Kogice, the Slovak Academy of Sciences and Association
of work and organizational psychologists in Slovakia, for helping with the organization of the
conference. We wish the readers of the proceedings to find interesting information and inspiration for
their praxis.

This book is the 21% in the order of work and organizational psychology proceedings published
after the conference. | wish the readers a lot of inspiring reading, suggestions for practice and research,
topics for cooperation, and future meetings. On behalf of the organizing team,

Elena Lisa
editor of the conference proceedings



Uvod

V dioch 26. — 27. maja 2022 sa na Univerzite Komenského v Bratislave konala 21.
medzinarodna konferencia Pracovnd a organizacné psychologia 2022. Vyse 150 tcastnikov a hosti si
pozrelo a vypoculo 33 prispevkov akademikov a odbornikov z praxe zo 6 roznych krajin. Témy
prispevkov sa tykali novych trendov vo vodcovstve a pandémie koronavirusu v praci a organizacii.
Sekcie boli venované bezpeénému pripataniu na pracovisku; motivacii, rozmanitosti a inkluzii; praci a
psychologii pocas pandémie Covid-19; novym trendom vo vedeni; kariére a zamestnatelnosti
a psychologickej diagnostike v praci.

V tomto zborniku je 16 vybranych §tadii, prezentovanych formou prednasky alebo posteru na
konferencii a nasledne pozitivne hodnotenych dvomi recenzentmi. Dakujem kolegom z Univerzity
Palackého v Olomouci, Univerzity TomaSa Batu v Zline, Masarykovej univerzity, Univerzity
Konstantina Filozofa v Nitre, Univerzity P. J. Safarika v Kogiciach, Slovenskej akadémie vied a
Zdruzenia pracovnych a organizacnych psychologov na Slovensku, za pomoc pri organizacii
prax.

Tento zbornik je 21. v poradi zbornikov z pracovnej a organizacnej psychologie vydanych po
konferencii. CitatePom Zelam vela inSpirativneho &itania, podnetov pre prax a vyskum, namety na
spolupracu a buduce stretnutia. V mene organiza¢ného timu,

Elena Lisa
editor zbornika
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CONTRIBUTIONS IN ENGLISH
PRISPEVKY V ANGLICTINE

Conflict Resolution Styles among Students of Management and Teacher Field of Study
Styly rieSenia konfliktov §tudentov manaZmentu a utitel’skych odborov
"Marianna Berinsterovd, *Miroslava Bozoganovad, 2Tatiana Petho
Institute of Pedagogy, Andragogy and Psychology, Faculty of Humanities and Natural Sciences,
University of Presov
“Centre of Social and Psychological Sciences of the Slovak Academy of Sciences, Institute of Social
Sciences

Abstract

Professions with increased demands on social skills include managers, as well as teachers. One of the
key social competences is solving conflict situations. The aim of the paper is to explore the differences
in the style of conflict resolution in terms of gender and the field of study among students of management
and pedagogical fields. The research sample consisted of 585 respondents, students at the University of
Presov (34.9% men; average age = 20.07, SD = 1.848). Data collection took place in 2020. Teacher
students accounted for 27.5% and management students for 72.5% of the research sample. Conflict-
handling styles were explored by the Thomas-Kilmann conflict mode instrument (Thomas, Kilmann,
1974, 2007; Schaubhut, 2007, Johnson, et al., 2014). Multivariate analysis of variance (gender, field of
study, gender x field of study) was conducted to compare the variables. There was a significant effect of
gender, the field of study and interaction of the field of study x gender on conflict-handling styles. Men
more often handle conflicts using competitiveness, women use compromise. Management students use
collaboration more than students of teaching. Future teachers use avoidance and accommodation more
often than the students of management. The interaction effect showed that competition is used most by
male managers and least by female teachers. Accommodation is used most by male teachers and least
by female managers. Disbalance of the sample could be mentioned as a limitation of the research.
Students of management and women represented larger part of the sample. However, the results point
to the need for personal training of teachers, as well as managers. The development of social skills, as
well as the ability of self-reflection and effective conflict-handling should be part of psychological
preparation for these fields of study.

Keywords. Conflict resolution styles; managers; teachers; university students

Introduction

Professions with an increased demand on social skills include managers and teachers. For
managers, the implications relate to job performance and the well-being of their employees and
colleagues (Khan et al., 2016; VVan Niekerk et al., 2017). In the teaching profession, teacher has impact
on the psychosocial development of students (Blunk et al., 2017). One of the key social competences is
conflict resolution. Wilmot and Hocker (2001, p.130) claim, that “Constructive conflict resolution
depends on the ability to choose from a wide repertoire of strategies and tactics to support a specific
desired outcome”. This supports the situational approach to conflicts, which is about assessing the
appropriateness of the resolution of a particular situation (Frankovsky et al., 2018).

Thomas- Kilmann's model of conflict is based on a two-dimensional approach to conflict, which,
according to authors Blake and Mouton (1964), has been the basis for research on interpersonal conflict
styles to date. It consists of two dimensions: the dimension of self-interest (assertiveness) and the



dimension of concern for others (cooperation). Thomas- Kilmann's conflict model (1974) interprets the
above dimensions in five styles:

1. collaboration (high assertiveness, high cooperation): people using this mode try mutual problem
solving to satisfy both parties.

2. competitiveness (high assertiveness, low cooperation): people who want to win their own position.
3. accommodation (low assertiveness, high cooperation): people, who try to satisfy other’s people goals.
4. avoidance (low assertiveness, low cooperation): people usually postpone or avoid any unpleasant
issues when dealing with others.

5. compromise (medium assertiveness, medium cooperation): people try to exchange concessions to
resolve conflict.

Several variables were explored in association with conflict handling. In terms of gender,
females are more likely to endorse the use of compromise than males, regardless of culture (Holt &
James DeVore, 2005). Research shows differences in dealing with conflicts in terms of the field of study.
For example, nurses and students of nursing prefer the style of collaboration (Labrague, & McEnroe—
Petitte, 2017). Among personality variables, extraversion and agreeableness were significantly related
to most conflict strategies used by students (Park & Antonioni, 2007).

These results are more indicative of a predisposition towards conflict resolution, i.e. a certain
tendency given by personality or biological variables. The situational approach to conflicts, in contrast
to the dispositional approach, is more open to change and training. Conflict resolution is one of the social
skills that should also be part of the preparation for the profession. Based on previous studies, the
following research objective was set. The aim of this research is to explore the differences in conflict
resolution styles (competitiveness, collaboration, compromise, avoidance, accommodation) among man
and woman, and among the students of management and education.

Method

Sample

The research sample consisted of 585 participants (34.9% male; Mag=20.07, SD=1.848), the
students of the University of PreSov, the Faculty of Humanities and Natural Sciences and the Faculty of
Management. Data collection took place in 2020. Students of management accounted for 72.5% of the
sample. The research was approved by the ethics committee of the University of PreSov. The data
collection took place during the lesson via an online questionnaire. Subsequently, the answers of
respondents who filled out the questionnaire incompletely were excluded from the research sample
(N=10).

Measures

Thomas-Kilmann conflict mode instrument (Thomas, Kilmann, 1974, 2007; Johnson et al.,
2014) was used to explore conflict resolution styles. The questionnaire consists of 30 items, each of
which has two response options (response A and response B) for the respondent to choose between. For
each conflict style (competitiveness, collaboration, compromise, avoidance, accommodation), the
respondent can score from 0 to 12. As stated by Johnson et al. (2014), Cronbach's alpha is not appropriate
as a way to measure the internal consistency of this measurement tool. The test-retest reliability and
validity of the TKI has been shown to be good across languages (Johnson et al., 2014).

Data analysis
Except for descriptive statistics, multivariate analysis of variance in SPSS 21 was used to
observe the effect of gender, field of study and their interaction.



Results
Multivariate analysis of variance (Pillai's trace=0.09) indicates a significant effect of gender
(Table 1) on conflict resolution styles. Competitiveness was significantly more preferred by men, and
compromise was more preferred by women (F=6.95, p<.001; partial 12 = .09). Differences in
collaboration, avoidance and accommodation was significant.

Table 1
Manova: Conflict resolution styles (gender)

e 99.9% ClI
Pillai df  dferror  sig. gender ~ Means  SE :
trace LL UL

man 4.637 232 4.181 5.092
woman 3.468 159 4.637 3.781

man 4.613 140 4338  4.888
woman  4.869 096 4680  5.058
man 7.052 159 6739 7.365
woman 7.811 109 7.596 8.026
man 6.275 152 5975  6.574
woman  6.340 105  6.134  6.545
man 6.957 180  6.604 7311
woman  7.001 124 6758  7.243
Note. Also, a significant effect of the field of study (Table 2) on the conflict resolution style was found
(Pillai's trace=0.69; F=5.30, p<0.001; partial n? = .09). Competitiveness was more often selected by
managers, accommodation, and avoidance by teachers. Differences in collaboration and compromise
were not significant.

competitiveness

collaboration

compromise .088 6.946 8.000 574.000 .001

avoidance

accommodation

Table 2
Manova: Conflict resolution styles (field of study)
illai i 99.9% ClI
Pillai F df df error sig. Field M SE IR
trace of study LL UL
teachers

3.784 .242 3,309 4.260
managers  4.320 143 4.040 4.601

teachers  4.506 .146 4219 479
managers  4.869 .086 4.806 5.145
teachers  7.315 .166 6.988 7.642
managers  7.548 .098 7.355 7.740
teachers  6.524 .159 6.211 6.837
managers  6.090 .094 5.906 6.274
teachers  7.367 .188 6.998 7.737
managers  6.591 A11 6.373 6.808
Note. Manova also showed the effect of the interaction of gender and the field of study (Pillai's
trace=0.04; F=5.70, p<0.05; partial n? = .04). Competitiveness was mostly selected by male students of
management and the least by female future teachers (Figure 1). The accommodation was mostly selected
by male future teachers and the least by female future managers (Figure 2).

competitiveness

collaboration

compromise 690 5297  8.000 574.000 .001

avoidance

accommodation




Figure 1
Competiting: interaction of gender and the field of study
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Figure 2

Accomodating: interaction of gender and the field of study

Estimated Marginal Means of accomodating
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Discussion

The aim of the research was to explore the differences in the conflict resolution styles in terms
of gender and the field of study among students of management and pedagogical fields of study. The
results showed that, in our sample, competitiveness is dominant among men and students of
management. Compromise is more preferred by women. Accommodation is more often selected by
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future teachers. The interaction effect showed that competition is mostly used by male managers and
least by female teachers. Accommodation is mostly used by male teachers and least by female managers.

The previous results partly confirm what has been shown in our research. Women are more
likely to use compromising style (Holt & James DeVore, 2005). A discrepancy was found in the fact
that previous research considers men as those who are more likely to choose force in conflict resolution
(Holt & James DeVore, 2005). In our research, male teachers used accommodation to the highest extent.

It is possible to consider that people with particular dispositions choose a particular profession.
However, both teachers and managers are in a similar, moderately dominant role towards pupils or
employees. Nevertheless, their conflict resolution styles differed in our sample. Therefore, a situational
approach to conflicts is warranted. The ability to choose a situationally appropriate conflict resolution
style should be part of the social skills of any profession.

The results have several levels. Firstly, there is the support of collaboration style that involves
high cooperation and assertiveness. According to Dale (1994), successful conflict promotes group
success because group members are reminded not to focus on others’ weaknesses. In this context, it
could be stated that even focusing on one’s own weaknesses does not contribute to successful conflict
resolution.

Other variables should be explored in this context. For example, individualism vs. collectivism,
not only as acultural setting, but as a cognitive structure (Triandis, 2001; Burton et al., 2021).
Collectivism may foster a tendency to cooperate, because of the need to be accepted and accept. On the
other hand, however, it does not lead to collaboration since a high degree of assertiveness is also needed
here. It was found that collectivism moderates the relationships between conflicts and job satisfaction
(e et al., 2019). Rather, in contrast to the dispositional approach to conflict, it can be considered that
the situational choice of resolution style is supported by personality dispositions. However, this
relationship is more complicated as conflict resolution development programmes also impact some
socio-personal characteristics: identity (Hay et al., 2000), self-efficacy and locus of control (Yilmaz &
Fulya, 2020).

Preparation for a profession should also include the development of one’s own personality. The
study of psychological subjects should lead to psychological literacy (McGovern et al., 2010). In
addition to knowledge (functional psychological literacy), this includes an interactional component (the
ability to use knowledge in social interaction) and a critical component (critical evaluation of
information, but also self-reflection). It is also important to adapt the components of psychological
literacy to individual professions and their needs.

Lessons about conflict resolution styles can be conveyed to students at the level of knowledge,
but also knowledge of one’s own style and training of the ability to choose a style based on the
assessment of the situation.

Among the limitations, besides the possible social desirability of the answers, the imbalance of
the sample can be mentioned. There were more management students than teacher students, men were
more than women in the sample.
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Abstract

The aim of the paper is to analyse attitudes to the consequences of migration before and during the
military conflict in Ukraine in the context of employment. Data 1 "before” were collected in December
2021 and data 2 "during" in March 2022. Both waves of data collection were performed online on
representative samples by gender, age, education, and region. The consequences of migration were
measured by 3 items (ESS 7th round, 2014).

No differences of the effects of migration on work were found at the level of the whole research sample.
After the outbreak of the war, respondents assessed the impact of migration on crime and health / social
security (t-test) more negatively. The comparison (ANOVA) based on employment status revealed more
negative assessments of the consequences of migration on work and social / health security in both
groups as a result of the war. There were no differences in the consequences of migration on crime. The
interactions of the observed variables did not prove to be significant. The results showed that Slovaks
do not perceive Ukrainian migrants as a threat to their jobs due to the military conflict. If only the
groups of employed and unemployed were analysed, refugees are currently evaluated more negative.
The limit of research is the limited number of items exploring the work. Initial solidarity with refugees
can be a distortion of results.

Keywords. Ukraine; employed; unemployed; migration; refugees

Introduction

Slovakia can be considered ethnically a rather homogeneous country, as a significant majority
has Slovak nationality (first nationality 84 % and second nationality 18%); while the other nationalities
are mainly Hungarian (8 % and 11%) and Roma (1% and 29%) (Census, 2021). There were 74,298
foreigners, mostly from Ukraine (21,411), Serbia (12,380), and Romania (8,044), employed in Slovakia
in 2020 (MINV, 2022). However, out of all EU countries, Slovakia has the fourth lowest proportion of
foreigners (IOM, 2019). At the same time, according to the above data, the number of foreigners in
Slovakia is steadily increasing. 481 foreigners illegally stayed on the territory of Slovakia in the first
half of 2020, with almost half from Ukraine (MINV, 2022). Slovakia provides temporary shelter to
refugees who are to be transferred from refugee camps to a new country (I0M, 2019), although out of
370 asylum applications in 2021, only 29 were approved, 13 granted subsidiary protection and 10
granted citizenship (MINV, 2022). The data suggest that Slovakia is not a destination country for
migrants and the asylum policy is quite strict. The situation changed significantly after the outbreak of
the conflict in Ukraine. Since the outbreak of the conflict (from 24 February to 21 May 2022) entered
the country 446,370 refugees. A total number of temporary refuges granted since 1/3/2022 - 77,260.

Realistic threat is associated with the belief that immigrants present a risk to the national
economy because they take away jobs, welfare benefits and services, housing, and healthcare. This type
of threat can be associated as much with economic as political immigrants. In Slovakia, there are many
foreigners who work in low qualified positions requiring low education. Those who are willing to work
for low wages represent competition for low-skilled or low-educated workers on a labour market
(Hainmueller & Hiscox, 2010). Research also confirmed that lower-skilled immigrants are less preferred



to their higher-skilled counterparts at all levels of socioeconomic status (SES) (Hainmueller & Hiscox,
2010; Valentino et al., 2017).

When considering welfare dependency, many people believe that immigrants receive much
more welfare benefits than natives, and thus consider them a threat (Conte & Mazza 2019). Research
into negative perceptions has also highlighted characteristics, such as skin tone, religious affiliation,
muslim-majority countries of origin, skill level (Harell et al., 2012;

Valentino et al., 2017), and socio-economic status (SES) (Harell et al., 2012). As Gallo
Kriglerova et al. (2021) state, Slovaks are still sceptical about the arrival of foreigners on the Slovak
labour market. This is especially true for people with lower education, for whom foreigners are a direct
threat on the labour market. On the contrary, Kentos§ (2021) found that people coming to live in Slovakia
do not threaten job opportunities, do not burden the health system, and do not increase crime.

The aim of this paper is to analyse attitudes towards the consequences of migration before and
during the military conflict in Ukraine in the context of employment.

Method

Sample

Data 1 "before™ data was collected in December 2021 and data 2 "during™ data was collected in
March 2022. Research set 1 consisted of 1019 respondents (48.9% male, age: M=43.41, SD=14.98) and
research set and sample 2 of 1128 respondents (50.9 % men, age: M = 42.73, SD = 11.63). Both waves
of data collection were conducted online on representative samples by gender, age, education, and
region.
Measures

The consequences of migration were measured by 3 items (ESS Round 7, 2014) - migWork
Using this scale, what would you say that people who come to live in Slovakia generally take jobs away
from workers from Slovakia or generally help create new jobs? (0: they take jobs — 10: they create new
jobs). (migBenefit) Most people who come to live here also work and pay taxes. They also use health
services and social security. If you consider this, do you think people who come here take more than
they give or give more than they take? (0: overall, they take more overall - 10: they give more overall).
(migCrime) Are things worse or better in Slovakia with crime problems because people from other
countries come to live here? (0: with criminal problems it is worse - 10: it is better with criminal
problems). JASP 0.16.3 (2022) was used for statistical data processing. The research was approved by
the ethics committee

Results
Comparison of views on migration before and during the war in Ukraine
An independent-samples t-test was conducted to compare perceived effect of migration (jobs,
health/social security, crime) before and after outbreak of war in Ukraine. Results are shown in Table 1.

Table 1
Comparison of views on migration before and during the war in Ukraine (t-test)
95% CI for
Group N Mean SD t df Cohen's Cohen'sd
d Lower
Upper
before

" C 606 4578 2604
migwork ~ *°! 1.807 1297671 071 100  -009  .209
Warg 699 4306 2.818



before 05 4774 2.200

migBenefit dzvr‘?r: 7010 1295.684 p<.001 387 277 497
9 699 3853 2451
war
before 6 3.908 2.227
war

migCrime 3.328 1303 p<.01 .185 .076 294

during o9 3498 2211
war

There were significant differences in the evaluations of effect of migration on health/social
security and problem with. There were no significant differences in the evaluations of effect of
migrations on jobs. After the outbreak of war in Ukraine, respondents were more negative about the
impact of migration on crime and health/social security.

Comparison of the perceived effect of migration on jobs, health services /social security and the
problem of crime for respondents by employment status

A two-way analysis of variance was used to compare the employment status
(employed/unemployed) of respondents and time of data collection (before war in Ukraine/during war
in Ukraine) on the examined variables (effect of migration on jobs, health/welfare services, problem of
crime).

Effect of migration on jobs

Based on the results, differences were found in perceptions of the effect of migration on jobs
between employed and unemployed respondents (F(1) = 17.278; p <.001; n2 = .013). Differences were
also demonstrated across time (before/during the war) (F(1) =6.531; p=.011; n>=.005). The interaction
between employment and when was not found to be significant (F(1) =2.789; p =.095; > =.002). The
descriptive characteristics are shown in Table 2.

As can be seen, unemployed respondents rated the effect of migration more negatively than
those who were employed at the time of data collection.

-IIE-fiE(I:f gn migration on jobs (employment/when) - descriptive statistics
Employment When Mean SD N
unemployed before war 4.029 2.771 70
during war 2.979 2.757 61
employed before war 4.649 2.576 536
during war 4.433 2.793 638

Effect of migration on health services /social security

Based on the results, differences were found in perceptions of the effect of migration on health
services /social security between employed and unemployed respondents (F(1) = 5.560; p =.019; n? =
.004). Differences were also demonstrated across time (before/during the war) (F(1) = 16.169; p < .001;
1n?=.012). The interaction between employment and when was not found to be significant (F(1) =.094;
p=.759; n?<.001). The descriptive characteristics are shown in Table 3.
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Table 3
Effect of migration on health services /social security (employment/when) - descriptive statistics

Employment When Mean SD N
unemployed before war 4.257 2.295 70
during war 3.443 2.633 61
employed before war 4.841 2.283 536
during war 3.892 2.432 638

Effect of migration on the problem of crime

Based on the results, differences were not found in perceptions of the effect of migration on health
services /social security between employed and unemployed respondents (F(1) = 1.619; p = .203; 1> =
.001). Differences were not demonstrated across time (before/during the war) (F(1) = 1.581; p = .209;
1n? =.001). The interaction between employment and when was not found to be significant (F(1) =.956;
p =.328; n?<.001). The descriptive characteristics are shown in Table 4 and Graph 3.

There were no differences between groups on the effects of migration on crime

(employment/when).

Figure 1
Estimated marginal means - effect of migration on the problem of crime
migCrime
10,00 When
befare war
== during war
g 8,00
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Error bars; 95% CI

Discussion
At the level of the whole research sample, no different evaluations of the effects of migration
on work were found. After the outbreak of war, respondents rated the impact of migration on crime and
health/social security more negatively (t-test). A comparison (ANOVA) based on employment status
revealed more negative evaluations of the consequences of migration on jobs and social/health security
in both groups in the aftermath of the war conflict. No differences were observed in the consequences
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of migration on crime. The results show that Slovaks do not perceive Ukrainian migrants as a threat to
their jobs because of the military conflict. If we analyse only the groups of employed and unemployed,
refugees are currently evaluated more negatively.

As the results show, we found no differences in perceptions of the consequences of migration
for jobs after the outbreak of war. Similar results have been reported in another study (Kentos, 2021).
However, when we analysed attitudes based on employment status, the unemployed evaluated migrants
more negatively, especially after the start of the war in Ukraine. Gallo Kriglerova et al. (2021) also
found that economically vulnerable groups perceived migrants as direct threat in the labour market.
Moreover, the authors found that Slovak respondents perceived migrants as pushing wages down and
taking their jobs. Also, Pardos-Prado (2011) found that when individuals directly experience socio-
economic threat from migrants, they tend to formulate their (usually negative) attitudes towards migrants
without further ideological mediation. Conversely, in situations without a sense of socio-economic
threat, individuals tend to rely on ideological principles, e.g., of the left or the right, to form an opinion
on the migration issue. In relation to social security, more negative evaluations of migrants were
identified by the whole sample after the start of the military conflict. Similarly, the impacts on social
security were perceived more negatively by the unemployed. Consistent with the findings of Gallo
Kriglerova et al. (2021), these attitudes are related to negative attitudes toward migrants, ethnocentrism,
and overall attitudes towards cultural diversity. Not surprisingly, competition for the same resources
implies negative perceptions of foreigners despite solidarity with refugees. Perceived voluntariness and
involuntariness also play a role in shaping attitudes about migrants and migration.

When migration is perceived as voluntary (economic migrants), it is associated with lower levels
of support and more rejection, whereas involuntary migrants (refugees) are more accepted by the public
(Verkuyten et al. 2018), which was not confirmed in this case. In relation to crime, the ratings of
employed and unemployed respondents were relatively neutral and stable before and during the war.
The same findings have been published by Kento$ (2021). Although some findings (Papcunova, 2022)
report an increase in fears of crime related to the conflict in Ukraine, this was not reflected in our
findings.

The cross-sectional design of the study does not meet the methodological requirements for
studying attitudinal changes over time. It is only a cross-section of the current state of public opinion in
a specific time period and therefore no conclusions can be drawn about the changes in attitudes over
time. The questions on attitudes towards the consequences of migration did not reflect current situation
in Ukraine, but were a repetition of the previous round of the survey. The questions of the questionnaire
do not reflect the differences between different types of migrants (economic, political); therefore, the
conclusions are limited to a general assessment of the consequences of migration. A limitation of the
research is also the limited number of items exploring labour. The initial phase of the war conflict,
during which greater solidarity with refugees was noted, may bias the results, and may not reflect later
attitudinal changes. A practical implication of the above is the targeting of the host country's
communication towards its own citizens in order to explain social assistance to refugees.
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Employee technostress and work performance: The role of technostress inhibitors and
job characteristics
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Abstract

The global crisis forced to start of using new digital, information and communication technologies
(ICTs). The dark side of the digital transformation is the technostress experienced by ICT end-users.
Based on the resource conservation theory, the study aims to empirically investigate the role of
situational factors (techno-facilitators, techno-inhibitors, job characteristics) in relation to work
performance. The conceptual model was tested on the responses of 260 respondents using ICT at work.
The study has a quantitative cross-sectional character. Data collection was performed online. We
confirmed expected negative association between techno-facilitators (techno-complexity, overload and
invasion), frequency of ICT use and work performance. From the job characteristics only task identity
contributed to better work performance. The expected role of techno-inhibitors (technological literacy,
technical support) as mitigating mechanism of technostress in work performance have not been
documented. Cross-sectional design, the size and diversity of the research sample and the use of self-
assessment tools.

Keywords. technostress; techno-inhibitors; job characteristics; work performance

Introduction

The COVID-19 pandemic has significantly contributed to the digital transformation, to the
massive increase in the use of information and communication technologies (ICT) at work. The dark
side of the digital transformation is the technostress experienced by employees as a result of the use of
ICT. Ragu-Nathan et al. (2008) characterized 5 dimensions — techno-facilitators that can contribute to
an increased level of technostress. Techno-invasion describes the invasive effect of IT on personal life
(constant availability and the need to be "connected"). Techno-insecurity is associated with situations in
which employees feel threatened by job loss due to automation, or individuals who are more skilled in
the use of ICT. Techno-overload reflects situations in which employees have to work faster and longer.
Techno-complexity is associated with experiencing uncertainty about his/her computer skills at work.
Techno-uncertainty refers to contexts in which changes and IT innovations worry employees and
support feeling that they need to constantly improve their IT skills. Recent research documented mainly
the negative effects of technostress on the work performance, productivity and mental health of
employees (Atanasoff & Venable, 2017; Srivastava et al., 2015).

Techno-inhibitors are organizational resources/mechanisms that can reduce technostress and
improve employee productivity and performance. According to Ragu-Nathan et al. (2008) techno-
inhibitors include literacy facilitation, technical support provision and involvement facilitation. Literacy
facilitation is defined as a mechanism for sharing ICT-related knowledge within an organization through
professional training or documentation. Technical support provision is linked to specific support for ICT
end-users in solving technology-related problems. Involvement facilitation is defined as informing the
individual about the reasons for introducing new technologies and involving him/her in this process.
The above mechanisms can help increase job satisfaction and the willingness to innovate in connection
with the introduction of new technologies (Ragu-Nathan et al., 2008; Tarafdar et al., 2010). The positive
impact of support in the field of education on new technologies on motivation to engage, organizational
commitment and reduction of technostress are reported by several studies (Charkhabi, 2018; Korunka
et al., 2008).
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Work characteristics and work performance

The job characteristics model (Hackman & Oldham, 1976) reflects five basic dimensions that
predict whether work will be motivating and enriching for employees. Skill variety points to the range
of skills needed to achieve the desired individual and work outcomes. Task identity is the degree to
which a task requires the completion of whole and identifiable work. Task significance reflects the
degree of impact of work on the organization, on the lives or work of other people, whether in the
organization or in the external environment. Autonomy represents the extent to which work gives an
employee considerable freedom and independence in planning the work and in determining the
procedures to be followed in carrying it out. Finally, feedback allows employees to obtain direct and
clear information about the effectiveness of their performance and allows them to monitor their progress
towards organizational goals. Regarding the relationship between work characteristics and work
performance, research documents mostly positive connections between the above characteristics with
work performance, autonomous motivation, positive affect, and well-being (Muecke & Iseke, 2019;
Uruthirapathy & Grant, 2015).

In order to anchor our arguments about the impact of perceived facilitators and techno-inhibitors
on work performance, as well as the role of work characteristics in this process, we rely on the
Conservation of Resources Theory (COR). The theory suggests that people are trying to conserve their
resources, threats to potential or actual critical resources may stimulate psychological stress (Hobfoll,
2001). The theory emphasizes the importance of expected resource gains to explain performance-
enhancing work behavior. It is assumed that resource ownership has an incentive effect because these
resources can stimulate the creation of additional resources. Based on COR theory, we hypothesize that
techno-inhibitors and work characteristics could contribute to improved work performance by reducing
anxiety associated with working with technology, which allows to save energy, which can be allocated
to performance-enhancing activities (Hobfoll, 2001; McCarthy et al., 2016). We also examine the
frequency of ICT use and individual - age differences, as they relate to individuals' views on the
usefulness and ease of use of ICT, and also influences end-user responses to digital technology (Burton-
Jones & Hubona, 2005).

Method

Sample

The study has a quantitative cross-sectional character. Data collection was performed online.
Each research participant participated voluntarily and anonymously and without any payment, collected
data were used only for research purposes. Our research is in line with Code of Ethics of Comenius
University in Bratislava, Faculty of Arts. The research sample consisted of 260 respondents, aged 20 to
64 years (M= 37.36, SD= 1.18). 146 (56%) women and 114 (44%) men. Using ICT at work for at least
10% of their working time was the main inclusive criterion (surveyed by the question: What percentage
of your working time do you use digital technologies?). On average, respondents use ICT 76.7% (SD=
2.38) of their working time.
Measures

To measure the variables associated with technostress, we used a questionnaire from Ragu-
Nathan et al. (2008). The facilitators' part of the questionnaire consists of 23 items, with a reliability of
o= 0.868; and contains 5 subscales: techno-overload (5 items; o= 0.804), techno-invasion (4 items; a=
0.766), techno-complexity (5 items; a= 0.833), techno-insecurity (5 items; o= 0.753), techno-uncertainty
(4 items; o= 0.851). The higher the overall score a participant achieves, the greater technostress they
experience (Ragu-Nathan et al., 2008). Our translated version of the questionnaire showed good
psychometric properties. The part of the questionnaire measuring techno-inhibitors consisted of 9 items,
with a reliability of a= 0.912. Specifically, we used scales measuring literacy facilitation (5 items; a=

15



0.856) and technical support provision (4 items; o= 0.904). The participant evaluates all items on a 5-
point Likert scale from 1 (strongly disagree) to 5 (strongly agree).

To determine the work characteristics, we used part of the Job description questionnaire
(Thatcher et al., 2002), consisted of 10 items, with reliability a= 0.537, which are divided into 5
dimensions — skill variety, task identity, task significance, autonomy and feedback. Each dimension
contains 2 items. Respondents answer using a Likert scale from 1 to 7 (1= completely inaccurate, 7=
completely accurate).

We used the dimension from the Workplace Individual Performance Questionnaire (Ramos-
Villagrasa et al. 2019) to measure work performance. Scale consisted of 5 items, respondents answered
on a Likert scale from 1 to 5 (1= rarely, 5= always). The reliability of the scale in our research was o=
0.803.

Results

The obtained data were analyzed in the statistical program JASP, using the Spearman correlation
coeffcient, as the data did not meet the condition of normal distribution. To identify potential predictors
of work performance, regression analysis has been aplied.

Based on the results shown in Table 1, we can state that work performance has a significant
weak positive relationship with the task identity (r= 0.18; p= 0.005); a significant weak negative
relationship with the frequency of ICT use at work (r=-0.14; p= 0.025) and techno-facilitators, namely
techno-overload (r=-0.17; p= 0.007), techno-complexity (r=-0.18; p= 0.005) and techno-invasion (r= -
0.14; p=0.031). A significant weak negative relationship was confirmed between age and the frequency
of ICT use at work (r= -0.21; p = 0.007); a significant weak positive relationship between age and
techno-overload (r=0.14; p = 0.027), techno-insecurity (r=0.19; p= 0.003) and a moderate relationship
with techno-complexity (r= 0.39; p<0.001). The frequency of ICT use was significantly weakly
positively correlated with job characteristics, namely skill variety (r=0.12; p= 0.049), feedback (r=0.12;
p= 0.049), and with techno-inhibitors, literacy facilitation (r= 0.13; p= 0.038) technical support
provision (r= 0.15; p= 0.020), and weakly negative with techno-complexity (r=-0.17; p= 0.006).

Subsequently, we used regression analysis to determine the relationships between work
performance and several potential predictors (Table 1). In the regression model, the independent
variables accounted for 31% variability (Fq2, 2600 = 1.984; p = 0.027). The task identity (B= 0.13; p=
0.050) had a significant positive regression weight, thus positively predicting work performance after
checking the other variables in the model. The variables of techno-facilitators and inhibitors and other
work characteristics did not contribute to the linear regression model.

Discussion

The aim of this study was to examine the role of situational factors related to work characteristics
and technostress (techno-facilitators, techno-inhibitors) in relation to the work performance of
employees focussing on individual techno-facilitators separately. Specifically, it was found that techno-
complexity, overload and invasion have a negative effect on work performance. The requirement to use
ICT at work can be stressful for employees due to increased workload and time pressure. Techno-
overload requires excessive time and effort to process more information than they can effectively handle.
In this respect, the use of ICT at work can be seen as an obstacle to personal gain and development
because employees are unable to process information efficiently. At the same time, we hypothesize that
the perception of techno-complexity increases the workload (Ayyagari et al., 2011). When employees
spend a lot of time learning complex ICTs, they put less effort into solving work tasks, which can reduce
their performance. Techno-invasion can blur the boundaries between work and home, which runs
counter to the need for employees to recover from non-working hours, which damages their well-being
and increases stress (Ayyagari et al., 2011), which is usually assessed as an obstacle to meeting personal
goals (Fuglseth & Serebg, 2014).
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Consistent with several studies (Ragu-Nathan et al., 2008; Tu et al., 2005; Hung et al., 2011)
and in contrast to the study by Tarafdar et al. (2010) we did not confirm the mitigating effect of techno-
inhibitors on work performance. According to Shedletsky & Aitken (2001), literacy facilitation
programs are often loaded with too much information, which usually makes employees feel
overwhelmed, so the quality of such interventions should be at stake. The effect of technical support
provision on reducing techno-facilitators and improving work performance has also not been
demonstrated, which is contrary to previous studies (e.g. Fuglseth & Serebg, 2014). Some employees
may not want to ask for help from technical support staff (TSS) because they do not want to be instructed
on what to do, and it seems to them that TSS are often impatient and arrogant (Shedletsky & Aitken
2001). Therefore, despite the availability of technical support, employees may be reluctant to use it.
Further research is needed on which technostress inhibitors are most important in reducing the negative
effects of technostress, which will help in the effort to design effective context-specific measures.

The results pointed to the direct effects of work characteristics, specifically the task identity, on
the performance of employees, while at the same time contributing to work performance. This finding
is consistent with several studies (Pandey & Welch, 2005; Tata & Prasad, 2004) that confirmed that job
identity (employee is able to complete an entire task from start to finish and can see the outcomes of
their work) improved work performance and quality of the work. The lack of relationships between the
other dimensions of work characteristics and work performance may be due to the existence of a large
gap between theoretical findings and how jobs are designed, thus whether there are qualified
professionals in the companies who design tasks in accordance with the professional requirements of
the jobs. It is possible that employees did not feel the optimal level of autonomy in their work. A low
amount of autonomy can lead to boredoom, which leads to lower activation and motivation. A large
amount of autonomy at work, in turn, can complicate decision-making strategies, which increases the
workload, which can lead to more stress and thus may not contribute to the employee's work
performance (Shahzad, 2022). Non-confirmation of the relationship between feedback and work
performance, in/efficiency depends on how this feedback is provided (DeNisi & Kluger, 2000). The
insignificant relationship between skill variety and work performance can be explained by the fact that
adding different combinations of skills that an employee does not perceive as a benefit to work that he
considers stressful and not qualified to address, does not lead to increased work performance.

Study by Grant (2008) on the effect of task significance on work performance found that
correlation studies prevent researchers from assessing the contributing effect of task significance on
work performance and suggests that these effects can be investigated through experimental design, while
considering that task significance may not be the cause of work performance.

The study points out that higher frequency of ICT use is associated with a higher level of
technostress, in particular techno-complexity. Similarly Ayyagari et al. (2011) found the same
relationship, which can be explained by the fact that the harmful effects of technostress are manifested
in people who overuse ICT. The negative relationship between the frequency of ICT use and age can be
explained by the reluctance of older participants to use ICT. As in our research, Burton-Jones & Hubona
(2005) confirmed the negative relationship between age and technostress, as age negatively affects the
ease of use of ICT. The positive correlation between the frequency of ICT use, techno-inhibitors and job
characteristics — skill variety and feedback, can be explained by the fact that in today's digital workplace,
these job characteristics are often applied and manifested in the ICT environment.

Our study complements and extends The resource conservation model (Hobfoll, 2011) with the
technostress literature (Ragu-Nathan et al., 2008; Tarafdar et al., 2019) and by explaining its effects on
work performance. Based on the results, we can assume that the task identity, as a situational resource,
can contribute to work performance by giving employees the opportunity to identify more with their
work; the integrity of the task increases employees' sense of responsibility and control over their work
activities (Uruthirapathy & Grant, 2015).
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Table 1.
Correlation and regression analysis of variables

Spearmans correlation analysis Regression

1. 2. 3. 4, 5. 6. 7. 8. 9. 10. 11. 12. 13. 14. B
1. WP -
2.age .007 -
3.F -.140* -.206*** -
4.JDS_V -.029 -.018 123* - -.093
5.JDS_A -.058 .001 .040 .192** - -.110
6.JDS_F -.021 .009 .122* .024 -127* - .006
7.JDS_TI 175%* -.018 -.034 -.063 .193* -.051 - 132*
8.JDS_TS .096 .037 .024 A13*** 300*** -.064 175** - 130
9.FTS_P -.168** 137* .002 -.038 -.064 .067 -196%*  -.210*** - -.070
10. FTS_ Zz  -175** .393*** - A73%* L 217FF* -.123 .035 -.142* -117 A406*** - -.107
11.FTS | -.135* -.008 .032 .011 .079 -.039 -.048 -.011 A456%** 2T75*** - -.076
llzils U -.080 -.036 113 .166** .046 -.011 -.036 114 .188** 110 .194** - -.010
'1:‘18 IN -.109 187** -.031 -.169** -.139* .057 -.118 22427 %K 422%F* .500*** .283%** 327 ** - 011
14. TI_F -.066 -.045 .130* .051 .033 .036 .079 .161 .010 -.037 -.109 JA183**  -114 - -.088
15.TI_LH -.073 -.084 .145* .072 .145* -.001 102 102 -.070 -.097 -.104 77> -.083  .679*** -.044

Note. WP = work performance; F = frequency; JDS_V = skill variety; JDS_A = autonomy; JDS_F = feedback; JDS_TI = task identity; JDS_TF = task significance; FTS P =
techno-overload; FTS_Z = techno-complexity; FTS_| = techno-invasion; FTS_U = techno-uncertainty; FTS_IN = techno-insecurity; Tl1_F = literacy facilitation; TI_H =
technical support provision; *** p< .001, ** p< .01, * p< .05
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We consider the method of online data collection to be a significant limit, which means that we
did not have an impact on the control of participants during the completion of the questionnaires.
Another limit may be the use of self-assessment questionnaires, the findings of which may be skewed
by social desirability. The limit of the research may be the size of the research group and its diversity
within the professions of the respondents. Given that this was a cross-sectional design, the study does
not allow causal conclusions to be drawn regarding the relationships between the variables of interest.
In addition to the variables examined, other factors, personal and situational, may also affect work
performance.
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Abstract

Today, socially oriented professions are growing in importance and the demands on their work
performance are increasing. An appropriate form of support as well as vocational training presupposes
taking into account personal characteristics. The aim of this paper is to observe what values influence
social orientation in two groups of students - more and less extroverted. The controlled variables were
age and gender. The sample consisted of 202 grammar school students. The following methodologies
were used: General interest structure questionnaire (Dzuka, 1999), Portraits Value Questionnaire 40
(Schwartz, 2000), NEO-FFI questionnaire (Hrebickovd, 2002). The data were analysed by linear
regression in the SPSS 20. Within extroversion, sample was divided into two groups by visual binning.
For less extroverted students, the value of benevolence was associated with their social orientation. For
more extroverted students, in addition to the value of benevolence (=0.268; t=2.571; p<0.05),
hedonism was also significantly associated with social orientation in a negative direction (f=-0.197;
t=-2.046; p<0.05).

Keywords. Socially oriented professions - the value of benevolence - the value of hedonism —
extroversion

Introduction

Holland (1985) defined the social personality type as one that, prefers humane, religious values
and an emotional approach to dealing with work issues. It is characterized by verbal skills, social
responsibility and the ability to work with people. Characteristic professions of these types include
teaching, counselling, medical and therapeutic professions such as: teacher, psychologist, social worker,
doctor and nurse.

In recent years, the importance of socially oriented professions has increased, especially in the
context of the COVID pandemic19. In this context, we can also point to research suggesting that these
professions have reported increased levels of stress and symptoms of burnout syndrome (Maclintyre et
al., 2020; Jakubowski & Sitko-Dominik, 2021; Babore et al., 2020). Thus, it is reasonable to consider
both personal and situational factors that may contribute to the resilience of these professions in crisis
situations.

Social professions are associated with specific personality and value orientation. According to
Ros et al. (1999) work objectives and values are expressions of basic value orientations in the work
environment. Ferjenc¢ik and Tatranova (2001) found, that doctors and teachers differ in the value of
altruism from other professions. The value of social prestige is less significant for future doctors and
teachers than for other professions. Sagiv (2002) found, that social orientation is positively correlated
with only one value - benevolence and negatively correlated with power. The results of his research
further suggest, that socially and enterprisingly oriented individuals share similar skills and abilities, but
differ in their motivation to use these skills. "Socially oriented individuals use these skills to help and
guide others, while enterprisingly oriented people use the same skills to persuade and manipulate others™
(Sagiv, 2002, p. 254). According to Chartrand et al. (2002) social interests correlate positively with
extraversion and agreeableness.

As helping professions are currently increasing in importance and the demands on their job
performance, professional training needs to take this trend into account. Reflection on one's own
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personality and values is a prerequisite for a realistic assessment of one's capabilities and for finding an
appropriate form of support.

The aim of the research is to observe what values (security, conformity, tradition, benevolence,
universal values, autonomy, stimulation, hedonism, success and power) influence social orientation in
two groups of students - more and less extroverted. The controlled variables were age and gender. The
research question is: What value orientations predict social orientation in a group of more and less
extroverted students.

Methods

Sample

The research population consisted of 202 participants (Mage = 18,1; SD = 0,6), 130 girls and
72 boys. The sample consisted of 4th year students from five grammar schools in Presov. Two grammar
schools were state, two were religious and one grammar school was sports-oriented. The research sample
was selected on the basis of availability. Data collection was conducted during February and March
2022 through paper-based questionnaires during school hours. The sample was limited to the Presov
region. Data collection was anonymous and voluntary.
Measures

The social orientation (dependent variable) of the students was measured using the General
Interest Structure Questionnaire (GIST), the Slovak version of the Der Allgemeine Interessen-Struktur
-Test (AIST) by Bergmann and Eder (1992). The translation was made and some psychometric
properties of the Slovak version of the questionnaire were verified by Dzuka (1999). It is based on
Holland's model of interests. It allows to survey the school and professional interests of pupils from the
age of 14. Using 60 items, it measures six areas of interest: practical, intellectual, artistic, social,
enterprising and conventional. The reliability coefficient for the social interest subscale was 0,87.

Value orientations (independent variables) were measured using the Portraits Value
Questionnaire 40 (PVQ 40) (Schwartz, 2000). The PVQ is a 40-item version. The questionnaire
measures 10 value types. Each of the types is saturated with a different number of items. The types are:
security, conformity, adherence to tradition, benevolence, universal values, autonomy, stimulation,
hedonism, achievement, power. Cronbach's alpha reliability coefficients: conformity (o = 0,68),
adherence to traditions (o = 0,64), benevolence (o = 0,74), universal values (o = 0,72), autonomy (o =
0,62), stimulation (o = 0,73), hedonism (a = 0,75), achievement (o = 0,84), power (o = 0,71).

The extroversion was measured using the Slovak translation of the Czech version of the NEO-
FFI questionnaire (Hiebickova, 2002). The NEO-FFI questionnaire consists of five scales measuring 5
Big Five factors (neuroticism, extraversion, openness to experience, agreeableness, conscientiousness).
The reliability coefficient for extraversion was 0.79.
Data analysis

Linear regression in SPSS 21.0 was used for data analysis. Within extroversion, sample was
divided into two groups by visual binning.

Results

The model for more extroverted students (F=6.654; p<0.001) explained 50.6% of the variance
in the dependent variable (Table 1). Among the value orientations, the values of benevolence and
hedonism predict the dependent variable (social orientation). In a significant positive relationship with
social orientation was the value of benevolence. At the same time the value of hedonism was in a
significant but negative relationship with the dependent variable. Among the controlled variables
feminine gender predicts social orientation.

The model for less extroverted students (Table 2) (F=8.672; p<0.001) explained 55.9% of the
dependent variable (social focus). Among the value orientations the value of benevolence predicts the
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dependent variable. Among the controlled variables gender (female) predicts social orientation of
personality.

Table 1
Linear model of social orientation among more extroverted students
value orientation B SE B t Sig.
security -0,044 0,090 -0,054 -0,495 0,622
conformity 0,084 0,095 0,104 0,884 0,379
tradition -0,035 0,096 -0,045 -0,359 0,721
benevolence 0,268 0,104 0,289 2,571 0,012
universalism 0,126 0,102 0,132 1,241 0,218
self-direction 0,023 0,128 0,019 0,183 0,856
stimulation 0,155 0,087 0,193 1,775 0,080
hedonism -0,197 0,096 -0,239 -2,046 0,044
achievement -0,161 0,101 -0,210 -1,598 0,114
power 0,091 0,093 0,126 0,976 0,332
age 0,059 0,112 0,048 0,528 0,599
gender 0,540 0,147 0,323 3,663 0,000
Table 2
Linear model of social orientation in less extroverted students
value orientation B SE B t Sig.
security 0,021 0,118 0,018 0,177 0,860
conformity -0,087 0,100 -0,092 -0,868 0,388
tradition 0,118 0,098 0,131 1,211 0,230
benevolence 0,507 0,102 0,538 4,960 0,000
universalism 0,043 0,119 0,041 0,363 0,718
self-direction -0,129 0,095 -0,128 -1,349 0,181
stimulation 0,021 0,079 0,026 0,268 0,790
hedonism -0,089 0,091 -0,096 -0,979 0,330
achievement 0,060 0,089 0,067 0,671 0,504
power -0,021 0,083 -0,026 -0,247 0,806
age 0,105 0,111 0,073 0,945 0,347
gender 0,578 0,150 0,343 3,863 0,000
Discussion

The aim of the research is to observe what values influence social orientation in two groups of
students - more and less extroverted. The results of the linear regression for the more extroverted
students indicate that those extroverted students who had a social orientation more recognized the value
of benevolence and less recognized the value of hedonism. The model for the less extroverted students
indicated that among the value orientations, the value of benevolence predicts the dependent variable.
Among the controlled variables, feminine gender was significantly associated with social personality
orientation for both less and more extroverted students, that is consistent with previous research (Tracey
and Rounds, 1995; Dzuka, 1999; Ferjencik and Tatranova, 2001).

Interpretation of the results is possible from several perspectives. For socially oriented
professions, in agreement with the results of Sagiv (2002), the following relationships were confirmed:
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positive with the value of benevolence and negative with the value of hedonism. The results point to
differences in value orientation in terms of personality traits. The values of benevolence and hedonism
may polarize in more or less beneficial acts and expressions towards others and towards oneself.

According to Schwartz (1992), the value orientation of benevolence is manifested in the values:
protection and emphasis on the welfare of other people with whom the individual is in contact. The
value orientation of hedonism is represented by self-pleasure and sensual pleasantness. Although the
above value orientations are not directly opposed in Schwatz's model, they are values that represent
different dimensions. Hedonism represents the dimension of self-enhancement and benevolence the
dimension of self-transcendence. In this can be seen the usefulness of the recognized values for socially
oriented professions.

Benevolence or altruism is associated with passion for the profession. Pishchik (2020) found,
that teachers with a more positive perception of their own profession acknowledged altruism, but also
independence achievement and security. Conversely, teachers with a neutral self-image preferred the
value of conformity, hedonism, security, and the need to achieve a desired status. Thus, the value of
benevolence may predict work engagement.

Preference for benevolence and rejection of hedonism may also have risks. Sayer (2017) states
that values and evaluation of others are not always based on facts. The norms and normative beliefs that
socially oriented professions set for themselves, and which are based on the values adopted by them,
will also translate into the evaluation of others. In addition to universal values, a realistic evaluation of
the behaviour of others should also be based on the specifics and situation of the individual.

The risk of rejecting hedonism also lies in being too involved while neglecting self-care.
Extreme polarity may bring frustration of one's own needs and thus deny the ability to work effectively
in one's field, in this case working for others, in the long term. Bramble (2016), drawing on other authors
e. g. Feldman, understands hedonism as so-called lifetime well-being. Johnson et al. (2018) found, that
among mental health care professionals, poorer wellbeing and higher burnout is associated with poorer
guality and safety of patient care.

Adequate performance of the tasks of the helping professions also presupposes self-reflection
and self-regulation of one's own personality. Self-reflection presupposes knowledge of one's own
motivation for the profession. Intrinsic motivation has been shown to be a protective factor in relation
to coping with the stresses of the teaching profession (Maskova et al., 2022). In the same way,
maintaining work-life balance, mindfulness, and the ability to seek sources of help and self-help are
among the necessary early interventions, appropriate already during the preparation for the profession
(Gander et al., 2013) Resilience lies not only in intrinsic qualities, but also in the ability to find sources
of well-being (Ungar, 2008). Psychological training for socially oriented professions should be oriented
towards specific psychological literacy not only at the level of cognition, but also at the level of
introspection and critical appraisal of specific sources of help and well-being.

Limits of the research lie in we did not take into account students' work experience, possible
volunteer experience. Another limitation of the research is the uneven distribution of the sample. In our
sample, we studied students. Our research sample consisted of students at the end of high school, at the
time of career choice. The results depend on their personality characteristics then on the ecology of
factors. However, in our research we did not take into account students' previous work experience,
possible volunteering, which may have influenced the results. This may be a direction for further
research.
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Abstract

Homeworking (HW) is seen as a new form of work and often as a solution to reconciling work and
personal life. Studies confirm that (long-term) HW is not a suitable way of doing a job for everyone. The
aim of this study is to find out what were the advantages and disadvantages of long-term HW during the
Covid-19 national lockdown in Slovakia in spring 2021. 204 employed respondents (103 women), aged
19 to 55 years (average age 29 years) completed the online questionnaire. We applied content analysis
to evaluate the responses to four open questions and identify categories describing the advantages and
disadvantages of HW. The advantages of long-term HW were represented by the categories: acquisition
of new ICT skills; acquisition and development of soft skills, time flexibility and availability; autonomy
in the performance of work and domestic duties; time for yourself; working conditions and comfort;
better relationships with loved ones; feeling safe; expenditure reduction; well-being and mental health
and quality food. The disadvantages of long-term HW were represented by the following categories:
work-family conflict; overtime and workload; unsatisfactory working conditions; disorder and
endangered health; absence of personal contacts; extra costs and disadvantaged job position. The
identified advantages and disadvantages of long-term HW confirm that this form of work is not suitable
for everyone and it is necessary to make it more attractive and acceptable. Appropriate working
conditions, trust and functional working relationships are among the key factors influencing the quality
of long-term HW. Securing them, as far as possible, should be a task for employers. Especially once the
long-term HW is considered to be a promising form of work performance in the future. It should be
emphasized that for many respondents (44% of the sample), the experience of working from home during
the Covid-19 pandemic was the first experience of this form of work at all. Moreover, the data were
collected in times of pandemic, insecurity and social isolation.

Keywords. Long-term Homeworking; advantages; disadvantages; Covid-19

Introduction

According to the Labor Code, working from home (teleworking) means performing work from
the home environment or another agreed place using ICT. In general, before the Covid-19 pandemic,
homeworking (HW) was seen as a choice, i.e. "Alternative™ form of work, which was present as part of
corporate social policies to reconcile work and personal life, or as a work benefit (and "friend"), and
was used or performed mostly occasionally or in connection with reduced working hours (Bélanger,
1999; Gajendran & Harrison, 2007).

The Covid-19 pandemic has led many to work from home without previous experience with this
form of work, without sufficient technical equipment and with absent skills (eg with online
communication platforms). Obviously, not all employees worked from home during the pandemic.
Studies (e.g., Bick et al., 2020) indicate that HW was more commonly applied to employees with higher
education, higher incomes, and conversely isolated to minorities, employees with secondary education,
and lower incomes. In this context, Eurofound (2021) states that it is not possible to carry out all telework
and that an estimated 37% of teleworking or teleworking jobs were estimated in the EU in that year.
Moreover, during the pandemic, it differed from the original application of this form of work in that
employees were exposed to it for a long time and in many cases without the possibility of using another
alternative / form of work. On the positive side, despite the above circumstances and the obstacles
described above, many benefits of working from home and hitherto unknown possibilities of applying
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information and communication technologies have been identified (Fedakova & Loziak, 2021). On the
other hand, pre-pandemic studies have confirmed that (longer-term) HW is not a suitable form of work
for all (Feddkova & IStofiovd, 2017). The aim of this paper was to describe the advantages and
disadvantages of long-term HW during the Covid-19 pandemic nationwide lockdown in Slovakia in the
spring of 2021. In other words, we aim to answer two questions: What are the advantages of long-term
HW? and What are the disadvantages of long-term HW?

Method
Sample

The research group consisted of 204 employed respondents (103 female), with a university
degree, aged 19 to 55 (average age 29, mode 26). 56% of the research group had previous experience
with HW; 57% worked 40 or more hours a week; 17% had children under the age of 12 in the household.
The condition for participation in the research was the long-term performance of work from home, at
the time of data collection, for at least three months.

Measures

Respondents completed a more extensive online questionnaire, which included four open-ended
guestions that the authors evaluated for the purposes of this paper. These questions were: What did you
learn while working from home?; What do you think are the benefits of long-term work from home?;
What do you think are the disadvantages of long-term work from home?; Is there anything else you
would like to add about working from home?

Using conventional content analysis (Hsieh & Shannon, 2005), we evaluated respondents'
answers to open-ended questions, identifying categories describing the advantages and disadvantages of
HW. In the first step of the answer analysis, the authors distinguished the advantages and disadvantages
of HW and then, based on the content, grouped the answers into categories. One written answer
contained an average of 9 words.

Participation in the study was voluntary and those respondents who agreed to participate filled
in the online questionnaire. The study is part of the project APVV 20-0319 and was approved by the
Ethics Committee of the Faculty of Arts, University of Presov.

Results

Based on the content analysis of the obtained free answers, the following categories were
identified, which described the benefits of HW (i.e. working from home as an ally). So, based on the
identified categories, here we answer the first research question: What are the advantages of long-term
HW? They are as follows: acquisition of new ICT skills; acquisition and development of soft skills, time
flexibility and availability; autonomy in the performance of work and domestic duties; time for yourself;
working conditions and comfort; better relationships with loved ones; feeling safe; expenditure
reduction; well-being and mental health; quality food. The individual categories are described below
with examples of content categorized and selected responses from respondents.

Acquisition of new ICT skills

This category consisted of statements in which the respondent reported the skills acquired during
the long-term HW. These mainly concerned online work and online job meetings; "I learned how to
organize meetings online.” Technical and ICT skills were also mentioned; "Connect three monitors at
the same time"; and use of applications and platforms. However, in relation to ICT skills, respondents
also stated that they did not have to learn anything new while HW; "No new skills were needed, | already
mastered everything."

Acquisition and development of soft skills
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This category included skills related to time management, ending of daily working hours,
holding breaks and work-life balance. Furthermore, statements about (self) discipline and concentration
on work were included; "Don't run away from work." The development of independence was also
mentioned; "There was no one to consult with on a day-to-day basis, | had to do it myself." An interesting
skill acquired was to alert people in the household that they were working; "Explain to them and teach
them that | work."

Time flexibility and availability

This category was saturated with answers about greater time flexibility and time allocation; "If
necessary, deal with private matters during working hours, such as courier, handyman and so on".
Respondents also praised the possibility of using "time gaps" in the daily program; “When I don't have
anything to do at work, I don't have to sit like I'm working at a desk unnecessarily; | can do small
housework in my free time slots at work”. It was also considered an advantage that they can sleep longer
and do not need to get up early in the morning. Thanks to the telephone and internet connection, the
respondents were always available; "In case of any problem, | have the opportunity to connect at any
time and solve it". Respondents also praised the fact that they could work from anywhere; "I can visit
my parents for a few weeks and work from them".

Autonomy in the performance of work and domestic duties

We included in this category the answers in which the respondents stated their independence in
deciding how to assign the fulfilment of duties; "I can take breaks and clean up"; "I'll do more domestic
duties”. And during work breaks; "I can run for a few minutes and breathe fresh air."

Time for yourself

This category was occupied by statements about saving time, which is spent on commuting to
work, leaving more personal time right after the end of working hours. "As soon as 1" disconnect ", |
can go to nature, practice ...".

Working conditions and comfort

In this category, there were answers describing the place of work at home as an advantage; "If
a person has a room reserved for work where he is alone and has peace, then he can greatly increase
productivity at work." Satisfactory working conditions also included the quality ICT answers they had
at their disposal; "I have a more powerful PC at home"; "I can respond promptly to client needs outside
of business hours as | always have a work computer available." Other home furnishings also contributed
to comfort, especially those that are not usually part of the workplace; "When | need a break, | don't
have to pretend, but I can lie down on the bed and have a nap in the afternoon.

Better relationships with loved ones

This category included responses in which respondents stated that HW allows them to spend
more time together (since there was a lockdown); "I could be at home with my wife since our son was
born." More frequent contacts with loved ones have also brought about improved relationships; "I am
more often with children and my relationship with them has improved".

Feeling safe

In this category, we included responses in which the respondent stated that they felt safe at home
and realized that performing HW eliminated the risk of illness; "Less risk of coronavirus exposure” and
protects their health and the health of loved ones.
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Expenditure reduction
Respondents reported savings on food and coffee; savings on clothing purchases; "I don't have
to buy elegant clothes that | would only wear to work."

Well-being and mental health

The well-being of home was considered an advantage of HW; "At home, it is better to do things
that need to be focused on", as well as satisfaction with this form of work; "It's great, let's keep it." The
informality of the home environment also contributed to the well-being; "I have the opportunity to play
music out loud," "I can work in my pyjamas." Less stress, no morning rush. More pleasant environment
and silence; "I live in a house in the countryside and all day | hear only birds chirping, working from
home is much more pleasant than in an office in a noisy city centre."

Quality food
Another of the benefits of HW was dietary quality; "I had a good diet"; "Home-made lunches"
and their regularity; ,,I ate more regularly".

Furthermore, based on the content analysis of the obtained free answers, the following
categories were identified, which described the disadvantages of HW (i.e. work from home as an
enemy). So, based on the identified categories, here we answer the second research question: What are
the disadvantages of long-term HW? They are as follows: work — family conflict; overtime and
workload; unsatisfactory working conditions; disorder and endangered health; absence of personal
contacts; extra costs; disadvantaged job position. The individual categories are described below with
examples of content categorized and selected responses from respondents.

Work - family conflict

We have included in this category: interference of work stress to the family environment; the
problem of reconciling the work regime with home and family care; "It's harder to focus on work when
the kids are at home." Switching from work to family and vice versa was described as exhausting.
Conflicts in communication with the family due to permanent confinement in the room; The border
between work and household is blurred; "I miss the gap between work and personal life."

Overtime and workload

Respondents cited exhaustion and disproportionate workload as a disadvantage of PD; "HW is
a challenging activity, especially mentally." This was also related to the expectation of continuous
availability, i.e. "Be available from Monday to Sunday at any time"; There were no breaks; Working on
weekends, e-mail on weekends, working in free time. Perceived distrust of superiors also contributed to
the workload; "Many employers think that HW employees do nothing."”

Unsatisfactory working conditions

There were answers in this category about insufficient technical support from the workplace;
"When something goes wrong | don't know who to contact”; lack of space for my own office "I don't
have my own place to work™; and insufficient equipment (table, chair, screen). There was also other lack
of work benefits, such as a business phone.

Discomfort and endangered health

Another category of disadvantages of HW was called "discomfort and endangered health”. We
have included responses to restraint and lack of movement in this category; "I go out less", and the
associated long-term (incorrect) sitting behind a PC and eye strain when working with ICT. Among
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other things, the respondents reported neglecting of self-care as well as neglecting of hygienic habits.
The day-to-day stereotype also contributed to the discomfort; "The same place around is frustrating in
the long run."

Absence of personal contacts

The content of this category was filled by the statements of the respondents, in which they stated
limited contact with people and missing informal meetings; "I lack contact with colleagues, both on
work tasks, but most of all in general, having coffee, going to lunch together, talking, laughing together
- just meeting other people™; the quality of relationships has changed, impersonal relationships with
colleagues have deepened and the loss of contact with the team has deepened.

Extra costs

Responses for increased household energy consumption were in this category, and respondents
also reported increased data consumption; ... data consumption that my employer does not reimburse
me". Those employees who were left without a business phone, which led to the use of their own phone,
considered this to be a disadvantage of HW; "I don't have a business phone, so | often have to spend my
own calls.”

Disadvantaged job position

According to the respondents, some job positions were a disadvantage in HW. These were the
positions of temporary worker and new employee; "I am not building relationships with new colleagues
who have joined during the pandemic"; "It's not easy to start a new job online. I feel like I'm losing a lot
of information and experience".

Discussion

In this paper, we provided information on the advantages and disadvantages of long-term work
from home during the Covid-19 pandemic. The answers of the respondents assured us that when
describing the advantages and disadvantages of working from home, they considered not only the work
itself, but also other, other meanings and characteristics of work, such as social context, mental health,
self-knowledge, building trust with superiors. and with co-workers, learning and acquiring new skills.
Respondents, in agreement with previous studies, say that working from home will continue here: "it is
a future for many companies and it will become more and more common' and employers and employees
will be prepared to be prepared for this form of work (Wood et al., 2021, Deole et al., 2022, Orfei et al.,
2022). Attitudes towards long-term work from home among employees are not uniform and divide the
respondents into three groups: i) long-term work from home is perceived as a friend, the advantages
outweigh the disadvantages; (ii) long-term work from home is perceived as an enemy, the disadvantages
outweigh the advantages; and (iii) long-term work from home is perceived as a potential friend, in
circumstances that allow to combine work from home and work in the workplace. In this context,
respondents often considered a 3/2 day or 2/3 day combination (home and work) to be an acceptable
combination; "It's nice for a while, but definitely not non-stop™ "It's important to go to the office for at
least 1-2 days. So | have a much better work-life balance because of HW, but at the same time I don't
lose social contacts within the work team “. In addition, the presence of children in the household is an
important factor influencing the perception of HW as an ally or enemy; "If there are children in the
household, HW only if they are in kindergarten / school”. Reflecting on the findings, it should be
emphasized that for many respondents (44% of the sample), the experience of working from home
during the Covid-19 pandemic was the first experience of this form of work at all. Moreover, the data
were collected in times of pandemic, insecurity and social isolation. Additionally, on site of limitations,
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the data were analysed for the sample of respondents without further consideration of the socio-
demographic variables or work/job related variables.

We consider the categorization of the advantages and disadvantages of long-term work from
home to be mentioned as a benefit of the study. For further psychological research and intervention, it
will be beneficial to focus on the study of factors that could contribute to the design of such models of
(long-term) work from home so that it remains perceived as a friend; and as far as possible to make the
enemy an ally. This requires the interest and proactive approach of employers and organizations to take
care about the mental health of employees. Not surprisingly, the support from work but also from family
play a crucial role here (Jain et al., 2022). In addition, judging the different arrangements for appropriate
working conditions (Wood et al., 2021), trust in the workplace and functional working relationships are
among the key factors influencing the perception of the quality of long-term HW and their provision
should be in the interests of employers.
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Abstract

Academic institutions might greatly benefit from having employees with experience from a diverse set
of cultures. Unfortunately, the diversity of the cross-cultural backgrounds at some academic institutions
is not large. That lack of diversity deserves an explanation. In this theoretical paper | discuss how the
cross-cultural experience of the workforce at psychological institutions might be influenced by a
preference for the numerical representation of psychological phenomena. Many psychological journals
prefer quantitative research over qualitative research. Using numerical representation means that
reality is viewed as dichotomies and more complex cultural reality is ignored. Quantitative research is
generally unreflective and does not realize a lack of cultural knowledge. Statistical comparisons need
larger samples; therefore, quantitative research excludes information from smaller cultures. In sum,
guantitative scholars do not need a good knowledge of the cultures they study. Because many
psychological departments might tend to hire scholars who publish more, the preference for quantitative
research in journals might cause lower diversity in the (cross-)cultural knowledge of the workforce in
psychology. If nonnumerical representations of psychological phenomena — like those offered by
gualitative research — were more preferred by academic journals, it might allow institutions to employ
a workforce with more diverse cross-cultural experience.

Keywords. Cross-cultural experience diversity; psychological research; quantitative approach;
reflexivity.

Introduction

In this paper, | describe a possible connection between the diversity of the academic workforce
and the usage of quantitative methods.

Lack of cultural diversity of psychology researchers has been criticized for a long time. Arnett
(2008) described that only 2% of the first authors in APA journals in 2003-2007 were based out of the
West. Li (2022) found that all main editors in the first-decile psychological journals are based in
European and Western countries. Sixty percent authors of articles published there in 2017 were based
in the United States, Canada, or the United Kingdom.

In 2012, 1 checked where the professors employed by the departments of psychology at four
Korean universities (Seoul National University, Korea University, Sogang University, Ewha Womans
University) got their graduate degrees: 33 out of the 38 professors (87%) held a graduate degree from a
foreign country. Thirty-one (94%) of the foreign-educated professors got their degrees in the United
States, one in Australia, and one in Germany. Studying abroad is the main way a scholar might gain
significant cross-cultural experience. Therefore, scholars at those Korean universities had almost zero
diversity in cross-cultural study experience because all but two were educated in the United States.

Scholars with such low diversity in cross-cultural experience might have a home-field
disadvantage (Medin et al., 2010) because of they are limited to Korea or US-based experience. This
may hinder their ability to frame their research from other points of view. They might have difficulty to
conduct conceptual analysis (Machado & Silva, 2007) if it involves concepts other than those from
Korea or US points of view. Knowledge of culture is procedural and — differently from semantic
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knowledge — it might be difficult to explicitly formulate the concepts and relationships between them
(Fiske, 2002) if the academic community, as a whole, has low cultural diversity.

Such a lack of diversity in the cross-cultural experience of scholars in psychology might be
caused by many factors. Below | want to focus on one of them: the prevalence of quantitative research
and the unimportance of personal experience for this kind of research.

Preference for quantitative research

Qualitative research is published less often than quantitative research (Shuval et al., 2011;
Gagliardi & Dobrow, 2011). Quantitative research also might be published more than qualitative
research in high-ranking journals (Marchel & Owens, 2007). Some journals denote qualitative research
in their mission statements as something that is an exception to be tolerated — like the Psychological
bulletin: “In some cases, rigorous and thorough qualitative reviews can be considered for publication.
Qualitative researchers, therefore, have it harder to fulfill the publication criteria of academic institutions
(Masaryk et al., 2019). They are forced to refuse methodological innovations and follow narrowly
defined methodological conventions (Gough & Lyons, 2016) in order to meet the publication criteria.
This gives an advantage to researchers who use a quantitative approach and they might be more likely
to be hired.

Quantitative research and cultural understanding

The key advantage for people with specific cross-cultural experience is that they understand the
meanings given to human actions in the other culture. For example, Lee et al. (2007) found connection
between the usage of personal pronouns in written text and openness to experience of its author. A
researcher with an understanding of Korean culture can interpret such result, because they would know
that using a personal pronoun has a different meaning in Korean culture than in English culture, because
the use of personal pronouns (instead of an occupational title) is impolite in Korea and the higher use of
personal pronouns breaks social rules. Measuring the amount of personal pronouns in Korean and in
English does not have the same meaning in both languages.

The appropriate adjustment of the terms used in research according to their meanings in various
cultural environments is, however, something that needs reflexivity. The researcher should rethink
whether the terms are really applicable in all of the involved cultural environments. Such a reflexive
evaluation of research design is something that is not valued high in quantitative research (Morawski,
2005). As Tafreshi et al. (2016) state, “much psychological research is limited by a lack of critical
reflection on the practices of quantification”. Psychologists who use quantitative methods might use a
scale that crosses cultural environments and assess the functional equivalence of these scales, but they
might not assess the meanings given by the specific culture to human actions that are questioned by
these scales. Cultural knowledge and reflexivity about research practices, which would use this
knowledge, are less valued by quantitative research than by qualitative research.

The importance of reflexivity for qualitative researchers means that they support emic research
strategies that emphasize the researcher’s understanding of the culture being studied. As Henwood
(2008:47) states: “The emic approach, inspired by the ethnographic strategy, but certainly not
necessarily tied to its specific practices, lies at the methodological heart of research in qualitative
psychology, and has provided a major stimulus to qualitative psychological investigations.” Qualitative
research is also positive towards the inclusion of marginalized and small cultural groups.

Quantitative research makes dichotomies from the concepts it studies. To be able to assign a
number to a human action, it should be understood as having two poles — one low and one high. More
complex reality is ignored, which is especially important for cross-culturally different phenomena.
Because two poles are enough for understanding from a quantitative point of view, deep cultural
understanding might be not that important.
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The more important connection between quantitative research strategy and cultural experience
is that many quantitative methods require large samples. A sample that consists of five people from a
cultural group that has few members is not enough. Therefore, experience from cultures with a small
number of people — like the speakers of dying languages — is ignored by quantitative research.

In short, the preference for quantitative research means that cross-cultural experience and its
understanding is less valued than if qualitative research was prevalent.

Quantitative knowledge and cross-cultural experience in hiring of academic staff

The argument made by this text is that the preference for quantitative research by academic
journals, the preference of academic institutions for people publishing in these journals, and the
unimportance of cross-cultural experience in quantitative research all mean that academic institutions
do not value the cross-cultural experience in hiring.

Demanding a large quantity of publication in high-ranked journals means preferring quantitative
research, because these journals publish more quantitative research. Preferring quantitative research
means giving low value to cross-cultural experience. And giving low value to this experience means
preferring other qualities in the hiring process.

The high prevalence of the quantitative approach in psychology therefore means that the
workforce in psychological research is less culturally diverse and it has less cross-cultural experience in
comparison to a scenario where quantitative research strategies would be less common.

Conclusion
The cross-cultural experience diversity of the workforce in psychological research might be lower
because of the preference for the usage of quantitative approaches. This might lead to the lower quality
of cross-cultural psychological research. The promotion of non-quantitative research strategies might
help to improve the quality of this research. If the legitimacy of quantitative imperative (Michell, 2003)
in psychology is questioned, it might help to increase the cultural diversity of the workforce in
psychological research.
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Abstract

The aim of this paper was — first, to discover impact of techno-stressors in workplace on the level of
experienced burnout, second, to examine if this relation is influenced by personality and third, to
determine possible protective factors. Research sample consisted of 211 participants, 49 % men aged:
M = 34, 4 SD = 10,4 and 51 % women aged M = 35,5, SD = 12,1. Research data were obtained by
questionnaires that were administered by online form. By statistical analysis we found out the expected
correlation between neuroticism and technostress. The research sample also proved significant
relationships between the facilitators of technostress — overload, invasion, complexity, insecurity, and
uncertainty — and the burnout factors — exhaustion, cynicism, inadequacy. Results clarified the negative
correlations of the use of technologies in relation to burnout, and the role of neuroticism, extraversion
and conscientiousness in experiencing the impact of technostress. The results point out the negative
impact of techno-stressors on mental health and the possible intervention by the employer. The results
and limitations of this study are discussed. Primary limitation is the absence of longitudinal data, also
the character of the research sample.

Keywords: personality, technostress, burnout

Introduction

The use of information and communications technologies (ICT) can have negative impact on
work. According to the metanalysis by Karimikia et al. (2020), the use of ICT can lead to higher work-
related stress, burnout, exhaustion, role conflict, role confusion and stress. Term technostress describes
stress associated with ICT. “Technostress n. is a form of occupational stress that is associated with
information and communication technologies such as the Internet, mobile devices, and social media”
(p. 1069, APA dictionary of psychology, 2015). Experiencing technostress has a negative impact on job
satisfaction, organizational commitment (Tarafdar et al., 2011; Kumar et al., 2013), performance and
productivity (Sarabadani et al., 2018).

Ragu-Nathan et al. (2008) identified five factors of technostress creators. Techno-overload
describes situations when person is forced to work longer and faster. Techno-invasion describes the
blurring of lines between work and private space — a person can be available all the time and feels the
urge to be constantly online. Techno-complexity describes situations when a person is aware of their
insufficient technological skills as well as the pressure to spend more time and energy on their
improvement. Techno-insecurity describes the fear of losing one’s job to a person with better
technological skills. Techno-uncertainty describes the context of incessant changes and the need of
perpetual learning about ICT.

Technostress and burnout

Increased job demands, technological ones included, can lead to burnout (Maslach et al., 2001;
Crawford et al., 2010). Berg-Beckhoff et al. (2017) in a survey study stated that the influence of ICT
together with other job-stressors act as mediators of burnout. Yener et al. (2020) showed that
technostress is behind 15 % burnout variance. Authors also say that the mediation and moderation
mechanisms of technostress and important outcomes are still not clarified enough and therefore a
challenge for future research. Mahapatra & Pati (2018) took a closer look at the structure of technostress
and showed that two of the five technostress creators are associated with burnout — techno-invasion and
techno-insecurity.
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With burnout, we are using the Naiténen et al. (2003) model that distinguishes three dimensions
of burnout: exhaustion at work describes chronic fatigue from work overload, cynicism dimension
describes the lack of interest in people at work and lack of the meaning of work, the inadequacy
dimension describes the behavioral component of burnout.

Technostress and personality

In terms of direct relation between personality and technostress, Maier et al. (2019) proved
positive correlation between neuroticism and technostress. Reinke & Chamorro-Premuzic (2014) also
established the positive relation between email-overload and neuroticism and negative relation between
email-overload and conscientiousness. Srivastava et al. (2015) showed several moderating influences of
personality and work outputs, technostress included, and found out that highly extrovert individuals
under the influence of technostress creators were less susceptible to burnout.

The aim of this study is to examine for the first time on a sample of Slovak workers the
relationship between subjectively experienced techno-stressors and the experienced level of burnout.
Apart from examining the predicative relation of variable techno-stressors and burnout, another aim is
to verify the influence of personality dimensions as moderation factors in the studied relationships.

Hypotheses and research questions

RQ1: What is the relationship between factors of technostress and factors of burnout?

H1: Increased level of technostress is in positive relationship to the level of burnout.

RQ2: What is the relationship between factors of technostress creators and personality traits?

H2: The level of neuroticism significantly relates to the level of perceived techno-stressors.

RQ3: Which personality traits will moderate the relationship between the factors of technostress and
burnout?

Methods

Sample

The research sample consisted of 225 respondents, who have been employed for a fixed or
indefinite period or have been self-employed. Condition of participation was the use of ICT at work.
After exclusion of 14 participants who didn’t finish the questionnaires, the final number was 211
participants, 49 % of which were men aged M = 34, 4 SD = 10,4 and 51 % women aged M = 35,5, SD
= 12,1. Recruitment of participants was done through casual selection through online platforms in
February and March of 2022. Research data were obtained via questionnaire methods, administrated
online. Each research participant participated voluntarily, anonymously and without any payment,
collected data were used only for research purposes. Our research is in line with Code of Ethics of
Comenius University in Bratislava, Faculty of Arts.
Measures

We used 60-item version of Big Five Questionnaire BFI-2 validated on Slovak sample (Halama
et al., 2020) to measure personality traits. To measure burnout, we used 9-item Bergen Burnout
Inventory (Naétdnen et al., 2003) translated into Slovak language by RoSkova & Faragova (2020). There
are some validation studies of Bergen Burnout Inventory (for example Maarit et al., 2013), but none of
them on Slovak sample. To measure techno-stressors we used Technostress Questionnaire, validated by
Ragu-Nathan et al. (2008), that measures technostress creators (five factors), the final version had 23
items, which we translated, including back translation. We used five factors of technostress creators:
techno-overload, techno-invasion, techno-complexity, techno-insecurity, techno-uncertainty. An
example item from technostress questionnaire: ,,I am forced by this technology to work much faster.
Participants chose from five-point scale (from 1 = strongly disagree to 5 = strongly agree).
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Table 1
Descriptive statistics and reliability

M SD Minimum Maximum Cronbach's a
Extraversion 41.55 7.58 22 60 .82
Agreeableness 47.82 6.80 25 60 .82
Conscientiousness 46.29 7.26 27 60 .84
Neuroticism 32.10 8.63 15 56 .86
Open-mindedness 44.85 6.99 25 58 7
Overall burnout 24.88 8.96 9 50 .86
Exhaustion 9.44 3.37 3 18 75
Cynicism 7.47 3.59 3 18 .79
Inadequacy 7.96 3.79 3 18 .78
Overall technostress 54.98 14.1 23 114 .86
Techno-overload 13.96 4,57 5 25 81
Techno-invasion 9.36 3.99 4 20 7
Techno-complexity 10.51 4.20 5 25 .83
Techno-insecurity 9.51 3.70 5 24 75
Techno-uncertainty 11.64 3.92 4 20 .83
Results

We used SPSS program, version 25 for the statistical analysis, for moderation analysis
PROCESS macro for SPSS, 4.1 version and Excel 2019. We took a closer look at the selected correlation
relationships and we found significant correlations between overall technostress and overall burnout (r
=.24, p < .01), between overall technostress and neuroticism (r = .23, p <.001) and between burnout —
exhaustion and techno-uncertainty (r = .14, p < .05).

Thanks to the regression analysis we examined the important predictors of three burnout factors.
For the first factor, exhaustion, we identified two important predictors: techno-invasion and techno-
insecurity. Regression model was significant, R? =.20, F(7) = 7.065, p < .001. The second burnout factor
— cynicism — showed significant regression model, R? = .27, F(7) = 10.564, p < .001. Significant
predictors of cynicism were techno-insecurity and techno-uncertainty. The third burnout factor —
inadequacy — showed significant regression model, R? = .18, F(7) = 7,484, p < .001. Significant
predictors were techno-invasion, techno-insecurity, techno-uncertainty. Complete predictors of all
factors are in Table No. 2.

Personality, technostress and burnout

Next, we took a closer look at the role of personality as moderation (Hayes, 2012) variable in
the relationship between technostress and burnout. In moderation models we take into consideration
overall burnout score. Considering the scope of this paper, we stated only those moderation models, in
which there was significant effect of personality traits. Significant moderation influence of personality
traits was detected in three models. In the relationship between techno-overload and level of overall
burnout there was significant effect of interaction of extraversion F (67) = 12.26, p < .001 with
significant interaction B = -,04, Bse = .02, t = - 2.28, p = .02. As shown in figure No. 1, at high level of
techno-overload, individuals with high extraversion experience lower burnout rate, thus extraversion
mitigates the effects of techno-overload on the burnout rate.

The second model that showed significant moderation effect of personality traits was interaction
between techno-invasion and conscientiousness on the burnout rate F(65) = 13.88, p < .001 with
significant interaction B = -,04, Bse = .02, t = - 2.33, p = .02. As shown in figure No. 2, at high level of
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techno-invasion, the individuals with high conscientiousness experience lower burnout rate, thus
conscientiousness mitigates the effects of techno-invasion.

Table 2
Predictors of burnout factors in regression model
95% CI
Factor Variable B SE B t p Lower  Upper
Techno-overload 0.064 0.057 0.088 1.133 0.259 -0.048 0.177
Techno-invasion 0.287 0.060 0.341 4.768 <.001 0.169 0.406
Exhaustion ~ Techno-complexity -0.050 0.061 -0.062 -0.811 0.418 -0.170 0.071
Techno-insecurity 0.154 0.072 0.169 2.139 0.034 0.012 0.296
Techno-uncertainty -0.007 0.058 -0.009 -0.128 0.898 -0.122 0.107
Techno-overload 0.109 0.060 0.139 1829 0.069 -0.008 0.227
Techno-invasion 0.137 0.063 0.152 2166 0.031 0.012 0.262
Cynicism Techno-complexity -0.057 0.064 -0.067 -0.884 0.378 -0.184 0.070
Techno-insecurity 0.380 0.076 0.392 5.026 <.001 0.231 0.528
Techno-uncertainty -0.178 0.061 -0.194 -2.917 0.004 -0.298 -0.058
Techno-overload 0.070 0.064 0.085 1.089 0.277 -0.057 0.197
Techno-invasion 0.162 0.068 0.170 2.369 0.019 0.027 0.296
inadequacy  Techno-complexity 0.034 0.069 0.038 0.493 0.623 -0.103 0.171
Techno-insecurity 0.315 0.081 0.308 3870 <.001 0.155 0.476

Techno-uncertainty -0.191 0.066 -0.198 -2.906 0.004 -0.321 -0.061

Note. CI = confidence interval

Figure 1

Interaction of techno-overload and extraversion in relation to burnout
35
30
25
20

Low extraversion Average extraversion High extraversion

Low techno-overload Average techno-overload High techno-overload

The third model showed a relationship between interaction of techno-overload and
conscientiousness and burnout F(65) = 18.00, p < .001 with significant interaction B = -,05, Bse = .02,
t =-3.00, p =.003. As shown in figure No. 3, at high level of techno-overload, individual with high
conscientiousness experience lower burnout rate, thus conscientiousness mitigates the effects of techno-
overload.
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Figure 2
Interaction of techno-invasion and conscientiousness in relationship to burnout
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Figure 3
Interaction of techno-overload and conscientiousness in relationship to burnout
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Discussion

In our sample we found out that the first factor of burnout — exhaustion — is predicated by techno-
invasion and techno-insecurity. Moreover, exhaustion corelates positively with techno-uncertainty,
which, however, doesn’t have predictive meaning. The second factor of burnout — cynicism — is
predicated by techno-insecurity and techno-uncertainty. The third factor of burnout — inadequacy — is
predicated by techno-invasion, techno-insecurity and techno-uncertainty.

These findings are partially consistent with previous research by Mahapatra & Pati (2018) that
shown that techno-invasion and techno-insecurity are in positive correlative relationship with burnout.
We took a closer look at the factor structure and ascertained significant results on the level of individual
factors (of technostress and burnout). On this level the scope of effect was small too — same as between
overall technostress and burnout. Thus, we added to the previous research the findings of significant
positive relationship between burnout (exhaustion and cynicism) and techno-uncertainty,

Our research suggests that in burnout-prevention several factors can be helpful — maintaining
the boundary between work and privacy, facilitating education and skill acquirement necessary for the
use of ICT, direct technical support for using ICT, mitigating the fear of losing job due to inadequate
ICT skills, mitigating the constant changes associated with ICT.
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We showed that neuroticism has positive correlation with burnout as an independent factor.
Although neuroticism correlates positively with burnout, it does not indicate a moderating effect on the
relationship between technostress and burnout. This relationship has been proved repeatedly, for
example Goddard et al. (2004) showed that neuroticism explained the burnout variances more than job
related stress and work support. Our findings suggested possible personality protective factors against
burnout as a result of technostress as the pressure to work faster and longer with ICT (techno-overload)
alone was not in a direct relationship with burnout — the combination with certain personality traits was
necessary. We found out that in our sample extraversion mitigated the burnout risk at high levels of
techno-overload. Srivastava et al. (2015) showed that extraversion at high technostress creators
mitigated the risk of burnout. We specified this relationship — significant results were proved only with
the techno-overload factor. This finding — that fits into the explanation of Devaraj et al. (2008), who
pointed out the social context of burnout — offers an explanation that extraverts have tendency to be
more active, energetic, and willing to give better performance to establish or maintain their social status
even at the time of techno-overload.

Our results also suggest that conscientiousness at high techno-overload and high techno-
invasion mitigates the risk of burnout. These findings are inconsistent with previous research of
Srivastava et al. (2015) where the authors showed that conscientiousness did not moderate the
relationship between technostress creators and burnout. The final effect could have got lost in the
previous research; we, however, analyzed the individual technostress factors with overall burnout.
Srivastava et al. (2015) stated that conscientious individuals are truly motivated to improve their work
performance, thus ready to accept the ICT related demands and perceive them as a challenge, thus
preventing burnout. Thanks to an organized approach to work, individuals scoring high in
conscientiousness manage better techno-invasion and techno overload and are protected from burnout.

Limits

Data from longitudinal or experimental design would be appropriate to further clarify the
relationships we examined and to demonstrate causality. When replicating our study, it would be
appropriate to use a larger research sample, or to enrich the research design with objective tools for
assessing stress. Current trend is personality profile research, i.e. combination of personality traits
associated with experiencing technostress; for example Pfliigner et al. (2021).

Conclusion

In our study we dealt with stress as a result of ICT use and demonstrated several connections
between the technostress and burnout factors as well as the function of personality in this relationship.
This study drew attention to the fact that ICT can be a source of workplace stress that leads to burnout.
Implication for practice lies in the need to implement the changes related to technologies gradually, as
well as in the need to support education and techno-skill acquirement and to separate the personal and
work life. The managers could also be educated about the possible risks of ICT and taught how to notice
the risk factors and symptoms of overload in their employees. In this study we highlighted the role of
some personality traits that can mitigate the impact of techno-stressors on the burnout-level, which
draws attention to the need to include the personality limitations of the employees and more effective
assignment of specific work tasks.
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Abstract

Cognitive specifics in the perception of risk / benefit in health behavior in the context of antisociality-
prosociality (A/P) are very little studied and at the same time limited by quantitative design. There is no
research about cognitive constructs (Kelly, 1991) associated with health and health behavior (HB) in
people with A/P traits. The aim of the research is to analyze the cognitive constructs of A/P personalities
using the repertoire grid method to obtain an answer as to how they perceive HB and construct it at the
cognitive level. Through deliberate sampling, participants who achieved extreme scores in antisociality
- prosociality were addressed. In the first step, all respondents filled the SD3, HBI and HEXACO
questionnaires. In the second step, structured interviews were conducted with two participants. The
analysis of the repertory grid (RG) was done using semantic differential, content analysis and formal
conceptual analysis of RG constructs. “A” personality constructs health through the themes of "action
and allegiance". The "P" personality shows dominant themes of “affect and motivation”, and her HB is
riskier than HB of the "A" personality. Content analysis points to the importance of the emotional
component in risk perception. The repertory grid is a promising method for understanding individual
motivation regarding the choice of health behavior and its use has intervention potential. The pilot
research focuses only on testing and demonstrating the method in two contrasting personality types.
Keywords. Dark Triad, Honesty-Humility, Health behavior, Risk perception

Introduction

We can quantify and generalize tendencies towards a certain type of health behavior (HB) within
personality (Boot-Kewley & Wickers, 1994). In order to be able to predict whether people with a certain
psychological configuration will behave in a health-threatening/protective manner, several empirical
studies have contributed (Blagov, 2021, Malesza & Ostaszewski, 2016). For example, impulsive people
with weaker cognitive control or a reduced ability to experience strong fear are more prone to risky
health behaviors than those who fear injury, think about the consequences, or are more psychologically
stable (Garavan & Weierstaan, 2012).

In this work, | will focus on the concept of the dark triad (A) (subclinical narcissism,
Machiavellianism, and subclinical psychopathy; Paulhus & Williams, 2002) and the prosocial (P) factor
honesty-humility (Ashton & Lee, 2001) in relation to HB and risk perception. Characteristic
manifestations of dark traits generally include reduced compassion, high impulsivity, aggressive
behavior with antisocial tendencies and unfriendliness (Mededovi¢ & Petrovic, 2015). Several studies
have been conducted on the issue of health and dark traits (e.g. Malesza & Kaczmarek, 2021).
Narcissistic and, to a lesser extent, Machiavellian personalities tend to be self-protective and disease
avoiding. On the contrary, the more psychopathic the participants are, the less they protect themselves,
the more injuries, addictions and illnesses they suffer (Malezsa & Kaczmarek, 2021). In general, the
choice of HB is determined for example by the risk perception (Brewer et al., 2004). Machiavellianism
and subclinical psychopathy are negatively related to risk perception, and narcissism is not (Maneiro et
al., 2020).

Honesty-humility as the strongest personality predictor of prosocial behavior is significantly
positively related to the risk perception in the domain of health and ethical behavior, but negatively to
the perception of benefit associated with these domains (Weller & Tikir, 2011). Previous findings have
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come primarily from quantitative research. They suggest that there are differences between A/P traits in
how they perceive risk and benefit in the context of health and health behaviors. However, deeper
understanding is lacking. If we want to find out how these individuals think about health and perceive
and construct health behavior at the cognitive level, the relevant choice is to use qualitative research.

The research objective of this work is to examine what are the cognitive constructs that represent
health and health-related behavior in A/P personalities.

Research questions
VO1: What unique health-related personal constructs exist in people with dark personality traits? VO2:
What unique health-related personal constructs exist in people with prosocial personality traits?

Methods
Measures

Personal health constructs will be detected by RG method (Kelly, 1991). 10 elements had been
created for this purpose: myself; me as | would like to be; the most interesting person | know; the least
interesting person | know; a healthy person; a sick person; a person who risks their health; a person who
takes good care of their health; a person who perceives risk as attractive benefit; a person who always
perceive risk as a threat. For the analysis of RG, semantic differential, the content analysis of constructs
and the formal concept analysis (conexp 0.3 software) will be used.

As an indicator of the perception of general health, participants will answer the question: How
do you perceive your health? to which the participants will answer on a Likert scale from 1to 5 (1 =
very poor; 2 = acceptable; 3 = good; 4 = very good; 5 = excellent).

General tendencies towards risky/protective HB will be measured by the Health Behavior
Inventory (HBI) (Daughtery & Brase, 2010). The scale contains 9 items that assess health behavior (e.g.
I smoke; | wear a seat belt in the car). Participants indicate on a Likert scale from 1-4 how often this
applies to them (1 = rarely or never; 2 = occasionally; 3 = often; 4 = almost always or always).

Short Dark Triad (SD3) (Jones & Paulhus, 2014) measures socially aversive traits in the general
population — narcissism, Machiavellianism, and psychopathy. SD3 contains 27 items, including 9
statements for each trait. The subscale Machiavellianism measures tendencies to manipulate others for
one's own benefit (e.g. I like to skillfully manipulate people to achieve what | want), narcissism measures
the level of feeling special and superior (e.g. | know I'm special because everyone tells me so all the
time). Psychopathy detects tendencies towards hostility and risky behavior (e.g. People who play with
me always regret it). On a 5-point Likert scale, the participant notes how much he agrees with the given
statement (1 = strongly disagree; 5 = strongly agree). In our previous study, we found satisfactory
internal consistency values (narcissism o = .75; Machiavellianism o = .71; psychopathy o= .71) (Lisa
& Valachova, 2021). CFA confirm adequate fit with the data (RMSEA = .062, TLI= .94, CFI = .95)
(Copkova & Safar, 2021).

HEXACO (Ashton & Lee, 2001) measures 6 dimensions: Honesty-Humility, Extraversion,
Emotionality, Agreeableness, Conscientiousness, Openness to experience. (a0 = .81 — o = .84 (Lee &
Ashton, 2018). Lisa and Dzurik (2021) reported a psychometric study of the 100- item HEXACO
inventory in Slovakia. Honesty-humility has satisfactory internal consistency values (a0 = .81).
Confirmatory factor analysis showed that the 6-factor model had a poor fit to the data: CFl = .648; TLI
= .590; RMSEA = .083; SRMR =.086. The Honesty-Humility factor has 16 items that measure our
tendency to act honestly and modestly (e.g. | would never accept a bribe, even if it were very large).
Participants rate the statements on a Likert scale from 1 to 5 according to how much they agree with the
statement (1 = completely disagree; 5 = completely agree).
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Results
The first three interviews were conducted during April 2022. In the following section, | present
interviews with two participants (S1, S2). Raw score values from the questionnaires and completed
repertoire grids are included in the appendix and can be provided upon request.

Interview 1

The interview with the antisocially accented subject (S1) took place in the environment of the
participant's private company. S1 revealed 10 bipolar constructs. He evaluated himself (myself)
positively, even more positively than his ideal (me as | would like to be). The subject overlaps the most
with the person, which always perceives risk as a threat. He evaluates this element most positively, and
what is interesting, paradoxically, he also evaluates a person who risks health for pleasure in the same
positive way. He also positively evaluates a person who takes good care of his health. Furthermore, we
see that he is not identified with a sick person and the least interesting person. From his point of view,
they are people who do not have a goal, lack empathy, are closed, not spontaneous and lazy. From his
point of view, a sick person is someone who is unfaithful, but also extremely sporty. Interestingly, he
rated himself very close to his ideal self. With an ideal person (what | would like to be), he shares action,
purposefulness, the ability to quickly make friends with others and a willingness to help. He differs from
the ideal self in his ability to be faithful to partners which he considers as a true ideal and as a
characteristic of a healthy and the most interesting person he knows.

According to his own words, he was never a faithful partner. His ideal is someone who has a
lower empathy level than him, and this ideal also overlaps with the most interesting person he knows.
According to him, a healthy person is goal-oriented, action-oriented, dominant and loyal to his partner.
The most important characteristics from the constructs are action, purposefulness and loyalty. He
devoted the most time to the construct faithful-unfaithful, active-lazy, spontaneous-programmed. Off
the record, he mostly commented on infidelity and his ideas about it. On the one hand, he talked about
the ideal of "being faithful”, but on the other hand, he happily described his own experiences as an
unfaithful person. The second thing he commented on was to care about the needs of others and the fact
that he doesn't like people who don't care about the needs of others. He complained about a situation
when his ex-girlfriend didn't clean or cook for him when he broke his leg. He returned to the topic of
fidelity while filling out HBI. He emphasized that, as an unfaithful person, he is only interested in the
urologist from a medical point of view, and that is why he often visits him, which he himself is proud
of. Protected sex is very important to him due to the high number of partners. Given that he marked
fidelity in the RG as a sign of health and ideal, we can conclude that his perception is based on the idea
that if he is faithful, he will not have a health problem. He finally bridged the topic of loyalty to others.
Specifically, he mentioned dentists as crucial too, because "teeth are the sign of 'wealth." He also
commented on the doctors - specialists, that he would seek them out only in case something happened
regarding his health, which he could not help himself, and pointed to his broken leg as an example
(which at the time of the interview was still untreated) and described that it happened to him during
unspecified sexual activity. In conclusion, I can assess that S1 behaves predominantly health-protective
with the need to eliminate risk due to his lifestyle in connection with sexual behavior. He perceives
himself very positively, as well as his own health. His final evaluation of "life themes" is interesting.
On the first rungs, openness, action and purposefulness are the most important, and the themes of
empathy, loyalty and playing sports are generally the least important in his life, which means that loyalty
as "health, an ideal" is only important in the context of health, but not for his life. | present the formal
conceptual analysis of personal constructs S1 on figure 1.
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Figure 1
The formal conceptual analysis of participants S1 (left), S2(right).
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Interview 2

S2 (prosocial accented personality) revealed 9 bipolar constructs. She rates herself as average,
which means she is right in the middle of health-related constructs. The worst thing about herself is
motivation, where she marked herself as a ,,zero ( she doesn't lose weight even if she doesn't eat diner).
Most of her own constructs overlap with the element of risking health for pleasure, namely optimism,
sensitivity, cheerfulness. Here we see that the person who risks health for pleasure (with whom she most
identifies) is paradoxically someone with a markedly positive affect. Most of all, she perceives herself
as distant from a sick person, but with this element she shares the already mentioned -low motivation,
which, according to her, prevents her the most from living a good life. Of the elements, she most
positively evaluates her ideal self (what | want to be) and a person who takes good care of their health.
The ideal and also the most interesting person is someone who is fearless (even if she defined this
construct in the negative pole). Furthermore, the ideal person (what | want to be) is someone who is
cheerful, kind-hearted, goes after their own goals, motivated and wants to expand his horizons. She also
evaluates a person who takes good care of their health very positively. Here we can see that S2 is far
from her ideal, which signals the need for motivation and change in her life. A healthy person is
evaluated positively mainly because is cheerful and gives energy. An unhealthy person, on the other
hand, is evaluated in the negative pole in almost all constructs. So we see that sick people are pessimistic,
stagnant in one place and chronic complainers. Among the constructs, the themes of positive affect
(kind-hearted, cheerful - gives off energy) and motivation (zero- don't eat dinner, don't lose weight)
dominate. Off the record, she commented the most on the goodness of others, the need to be surrounded
by positive people.

The biggest problem was to verbalize the construct about expanding the horizon, which she
commented on as the inability to move from a place and an existence where a person is isolated in his
own world where he cannot help himself. While filling out the health behavior scale, she emphasized
that she knows she is far from ideal health status because she behaves irresponsibly. She smokes a lot,
does not exercise and has no one to do sports activities with. From her comment "l won't go to sports
alone after all”, it follows that she is strongly interpersonally oriented and has a deficit in this area. Her
weak motivation is marked by this deficit. From her point of view, a healthy person is both cheerful and
kind-hearted, but at the same time (compared to her) also a ,,topstar” who takes care of themself and is
highly motivated. Based on the hierarchical evaluation of life themes, cheerfulness, optimism is the most
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important, and motivation and broadening of horizons are in the last place. In conclusion, we can assess
that the room for change lies in the right motivation, which can be suitable for a favorable positive
experience, to which S2 is inclined, but her self-image is underlined to a low degree (consider herself
as a "zero") with tendencies to stagnate in life . | present the formal conceptual analysis of the S2
constructs on graph 1.

Discussion

The aim of the study was to investigate personal constructs of health. Interviews of two
participants were conducted to demonstrate the diagnostic potential of RG. According to the results, S1
evaluates himself very positively and perceives his health as very good. S1 considers purposefulness,
action, dominance and partner loyalty as a sign to be healthy. Except for loyalty, he also shares these
attributes with his ideal. Loyalty is something that he does not recognize in himself, but he wishes.
Loyalty is something that, according to him, a healthy person has and a sick person does not have, and
this was the topic he verbalized the most. S1 behaves in a relatively health-protective way, but in
prevention he mainly focuses on protected sex. His perception of health is strongly influenced by the
idea that if one is faithful, he will not have a health problem. Since this is far from reality, he regularly
visits an urologist as his most important doctor (more important than a general practitioner). He
considers not only infidelity to be sick, but also aimlessness, closed-mindedness, lack of spontaneity
and laziness. In addition to infidelity, these are also attributes that S1 does not identify with. Too many
sports activities are considered unhealthy. The risk for him stems from sexual activities transferred, due
to a broken leg during sexual activity.

S2 (prosocial accented personality) behaves more risky than S1. She smokes a lot, does not
exercise and her motivation to live more healthy is low. From her cognitive constructs about health,
themes of positive affect, kindness, good energy and also motivation and purposefulness are dominating.
Many of her constructs overlap with a person who risks for pleasure and with the fact she has a weak
motivation, this brings negative effect for self-protectiveness. From her perspective, an ideal person is
someone who takes care of themselves and is strongly motivated. She feels far from her ideal. S2 also
does not identify with a sick person who is significantly unmotivated, pessimistic, negative, stagnates
in one place and complains chronically, except for the mentioned weak motivation. Since she likes
people very much, the recommendation for improving health can be a higher level of sports activities
with close people. Her risky behavior stems mainly from the feeling of her own inadequacy, and
therefore improving a healthy self-perception can start the process of change for the better. On the basis
of diagnostics using RG, we can conclude that unigque constructs helped to gain a deeper understanding
of what is important to these people, how to approach them if we want to communicate about health,
and which topics consider worthy of their interest. This method allows to reveal what people consider
as healthy and at the same time allow to avoid clichéd topics that dominate the society. On the contrary,
it will reveal exactly what individuals consider important in health topics. As you can see, no one talked
about the Covid pandemic in relation with the perception of a healthy/sick person. This could indicate
that despite the global pandemic, Covid-19 has not yet reached significantly deeper into the
psychological experience of the personal constructs of the participants' interviews. By adding
information on health status and health perception, a comprehensive view of S1 and S2 health perception
was obtained, and we see room for personal growth here.

Future Implications

This information can help for example in a campaign for a healthy lifestyle for individual groups
of participants, such as "you can be socially popular and well-adjusted even if you eat healthy" and so
on. In this regard, it would be important to ascertain the recurring themes and the most important
constructs as motivators in the campaign for better health. For example, the prevention of sexually
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transmitted diseases or a relaxed lifestyle with a healthy diet. Everyone deserves to get closer to the
norm, to health, and in this way we can find out where and in which topics there is room for motivation
to live healthier in the level of individual differences. At the same time, future research on risk perception
in HB should not neglect the importance of the emotional component in measurement scales.
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CONTRIBUTIONS IN SLOVAK OR CZECH
PRISPEVKY V SLOVENCINE ALEBO CESTINE

Koncept Smart Factory v prosti‘edi vyrobniho zavodu — projekt a realizace?
Concept of Smart Factory in production plant — project and implementation?
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Abstract

The aim of this paper is to provide information about a research project focused on supporting the
implementation of the Smart Factory concept in ALPS Electric CZ, Sebranice production plant. The
implementation of the Smart Factory concept requires successful management of changes in work roles,
changes in working conditions, changes in qualification requirements, changes in career development
models of employees, changes in motivational factors, changes in conditions for intra-company
communication and overall changes in corporate culture. Exploratory research. Knowledge from the
literature search, information provided by the company ALPS Electric CZ Sebranice and information
obtained through interviews with professionals in the selected companies were used. In addition to the
literature search, research data were obtained through structured interviews focused on the evaluation
of working conditions and technological changes in the production and assembly process. The
participants of the interviews were selected employees of category "O" i.e. operators in production and
a selected group of professionals in ALPS company. Further data collection was conducted in the form
of questionnaires focused on the evaluation of organizational culture. The respondents were employees
of category "M" i.e. managers and professionals in ALPS. The data were processed by descriptive and
relational statistics procedures, using SPSS software and Atlas-Ti software. Due to the changes related
to Industry 4.0 and the implementation of the Smart Factory concept, ALPS will experience changes in
the content of work, the creation of new jobs and the elimination of some current positions. It can also
be said that there will be a significant increase in the knowledge and skills requirements of workers in
both operator and managerial positions, at all levels of the organisational structure. To support the
implementation of the proposed changes, a draft set of KPIs was developed and potential barriers to
achieving these changes were identified. Operators’ responses indicate that they are adequately
communicated what is expected of them and also have everything they need to do a good job. The
perceived benefits of greater use of information technology and digitalisation for production line work
are rather optimistic and positive, but for some respondents the introduction of greater levels of
digitalisation, automation and robotics is causing fear of losing their jobs. The managers' responses
suggest that the current culture of the organisation can be described as predominantly hierarchical.
and even in five years' time the characteristics of a hierarchical organisational culture will continue.
However, the responses also indicate a slight shift towards an adhocracy organizational culture. The
research findings will help ALPS management to implement the measures needed to implement the
Smart Factory concept and initiate the desired change in corporate culture. The results of the research
project identify the jobs that will be affected by the transition to the Smart Factory with respect to the
required qualifications, identify activities that are likely to disappear or new ones will be created.
Furthermore, a proposal of KPIs for the selected categories of changed job positions is prepared.
Barriers to a smooth transition to Smart Factory are identified. A comparison is made between the
characteristics of the current organizational culture (hierarchical) and the corporate culture required
for the Smart Factory (adhocracy). Measures for the development of an adhocracy culture are
recommended. The desired change in the competence of managers is defined. Special attention is paid
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to the activities of the HR department, there is necessary to support the successful implementation of the
Smart Factory concept and the change of corporate culture in ALPS. The HR department is a key factor
in facilitating the successful implementation of the Smart Factory concept and achieving the desired
change in corporate culture. In this context, the role of the HR department is characterized as a so-
called change agent, i.e. initiator, supporter and guarantor of change. Small number of respondents
in the questionnaire survey influenced by organizational complications in data collection
(limitations related to the Covid-19 epidemic). In view of this, it was not possible to analyse the
data in relation to identifying information about respondents.

Keywords. Smart Factory, digitalization, robotization, human factor, human resource
management, KPIs, intra-company communication, organizational culture.

Abstrakt

Chytra tovarna (Smart Factory) je systém Fizeni s podporou digitalizace, robotizace, big data, internetu
veci a umelé inteligence. Cilem prispévku je podat informaci o vyzkumném projektu zaméreném na
podporu implementace konceptu Smart Factory v prostredi vyrobniho zavodu ALPS Electric CZ,
Sebranice. Ve firmé ALPS byla data ziskana formou polo-strukturovanych a strukturovanych rozhovorii,
a dotaznikového Setreni. Vysledky indikuji, Ze implementace konceptu Smart Factory vyZaduje uspésné
zvladnuti zmény pracovnich roli, zmény pracovnich podminek, zmeény kvalifikacnich pozadavkii, zmény
karierovych modelii rozvoje pracovnikii, zmény motivacnich faktorii, zmény podminek pro vnitrofiremni
komunikaci a celkové zmeny podnikové kultury.

Kli¢ova slova: Smart Factory, digitalizace, robotizace, lidsky faktor, Fizeni lidskych zdrojii, KPI,
vnitrofiremni komunikace, organizacni kultura.

Uvod

Za vyznamny prvek Primyslu 4.0 1ze povazovat Smart Factory (SF). Jedna se o systém fizeni
vyroby s podporou digitalizace, robotizace, big data, primyslového internetu véci a umélé inteligence.
SF dokaze integrovat data z celopodnikového fyzického, provozniho a lidského kapitalu za ucelem
optimalizace fizeni vyroby, udrzby, sledovani zasob a digitalizace operaci v celé¢ vyrobni struktufe.
Vysledkem je efektivnéjsi a flexibilngjsi systém vyroby, méné prostoji pii vyrobé a vétsi schopnost
predvidat a pfizpisobit se zménam v podniku nebo SirSim okoli, coz vede ke zvySeni
konkurenceschopnosti na trhu. I v inteligentni tovarné (SF) se ale pfedpoklada, ze lidé budou stile
klicem k efektivnosti operaci a (Agolla, 2018; Maiik, 2016; Marr, 2017; Qin et al., 2016).

Podniky, které se rozhodly digitalizaci implementovat, ¢asto postradaji ucelenou koncepci, strategii,
vizi, kam se chtéji dostat (Knizek, 2019), coz jim mize piechod ke konceptu SF zkomplikovat. Mezi
piiklady bariér, které je zapotiebi v souvislosti s postupujici digitalizaci prekonat, patfi mimo jiné
nedostatek kvalifikovanych pracovnikli ve spoleCnosti, pravni rdmec zaostavajici za technologickym
vyvojem, psychologické bariéry ve vztahu kooperace ¢lovéka a robota (Kohout & Paliskova, 2017).
K vyzvam spojenym s implementaci SF patii rovnéZ zména existujici organiza¢ni kultury a fizeni
oc¢ekavani zameéstnanct, pticemz ti jsou z riznych generaci a jejich ocekavani se 1isi (Sivathanu & Pillai,
2018). Piechod k Smart Factory si pravdépodobné vyzada i zménu stylu fizeni (Prifti et al., 2017;
Shamim et al., 2016), tj. zptisobi, jak vedouci pracovnik ovliviiuje podiizené, motivuje je a fidi jejich
aktivity smérem k dosazeni organizacnich cilu.

V grantovém projektu MPO CR OPPIK jsme se zabyvali podporou implementace konceptu fizeni
SF ve firm¢ ALPS Electric CZ, Sebranice (dale jen ALPS). ALPS je ceskou pobockou japonského
nadnarodniho koncernu. Zabyva se vyrobou a montazi komponent pro automobilovy primysl. Pracuje
zde vice nez 600 pracovnikd, z toho je piiblizn€ 16 % pracovnikii agenturnich. Pocet THP se pohybuje
kolem 150.
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Metody
Priméarni data potfebna pro feSeni projektu byla ziskana ve firmé¢ ALPS formou rozhovori
s pracovniky a dotaznikového Setieni.
Rozhovory s pracovniky

Metoda fizenych rozhovort byla pro sbér primérnich dat pouzita ve dvou krocich. V prvnim
kroku byly rozhovory zaméteny na nazory pracovnikit ALPS na koncept SF a na vnimani barier, které
se tykaji postupu digitalizace, automatizace a robotizace v ALPS. Celkem probéhlo 17 rozhovort, vybér
respondenti provedl personalni utvar ALPS z okruhu pracovniki na té€ch pracovnich mistech, které byly
v pfedchozi fazi naseho vyzkumu identifikovany jako potencialné vyznamné ovlivnéné implementaci
konceptu SF. Jednalo se o pracovni mista v oblasti fizeni vyroby, technické pfipravy vyroby,
zasobovani, logistiky apod. Rozhovory byly pfipraveny jako polo-strukturované. K zakladnim tématim
pattilo: vnimani konceptu SF, vnimani barier pro pouzivani pokrocilych informacnich technologii,
predpokladané zmény v charakteristikach pracovnich mist, zmény v pozadovanych znalostech,
dovednostech a schopnostech v souvislosti s implementaci konceptu SF. K otdzkam, které respondenti
zodpovidali, patii naptiklad, Co si pod pojmem smart factory predstavite? Jaké mozné bariéry v
souvislosti se zavadénim a veétsim vyuzivanim technologii, digitalizace, automatizace a robotizace
vnimate u Vasi pracovni pozice jako podstatné?

Rozhovor byl planovan na 30 minut. Na zac¢atku rozhovoru byli respondenti informovani, Ze
sbér dat probihd v ramci vyzkumu a odpovédi budou pii zpracovani anonymizovany. V pribéhu
rozhovoru dostali respondenti materialy, které byly pfedem pfipraveny jako podnéty k diskusi (definice
pojmu SF, karticky s pojmy kategorii moznych barier, s charakteristikami pracovnich pozic, které
mohou byt vyznamn¢ ovlivnény ICT, digitalizaci, robotizaci, umélou inteligenci, s piehledem znalosti,
dovednosti a schopnosti, které mohou byt vyznamné ovlivnény ICT, digitalizaci, robotizaci, umélou
inteligenci). VSechny rozhovory byly nahravany. Nasledn¢ byly pfepisy rozhovort analyzovany pomoci
software Atlas.ti. Byla pouzita hybridni forma kodovani, nejdiive deskriptivni, potom strukturalni a pro
identifikaci vztahli mezi kategoriemi bylo pouzito axialni kddovani.

Ve druhém kroku byly rozhovory zaméfeny na operatory ve vyrobé a jejich hodnoceni
spokojenosti v praci, vnimani vlastni G¢innosti ve vztahu k praci na lince, vnimany pfinos vétsi miry
vyuzivani informacnich technologii a digitalizace pro praci na vyrobni lince. Celkem prob¢hlo 21
rozhovort. Vybér respondentd provedl personalni utvar ALPS podle aktualnich technickoorganizacnich
podminek na vyrobnich linkdch v den sbéru dat. Rozhovor byl strukturovany, tj. byl piipraven soubor
15 otazek, které byly v daném potadi pokladany respondentim. Na za¢atku rozhovoru byli respondenti
informovani, ze sbér dat probiha v rdmci vyzkumu a odpovédi budou pii zpracovani anonymizovany.
Jako piiklady otazek Ize uvést: ,,Vite, co se od Vas v praci ocekava?*, ,,Mate pfi praci na vyrobni lince
obavy, ze omylem stisknete nespravné tlacitko a tim linku poskodite? Respondenti pouzivali pro své
odpovédi Ctyt bodovou hodnotici $kdlu. Na zavér byli pozadani o zodpovézeni identifikacnich otazek.
Sledovano bylo pohlavi, vékova kategorie, nejvyssi dosazené vzdélani, doba zaméstnani v organizaci a
oznaceni vyrobni linky.

Kromé popisné statistiky byly pfi analyze dat testovany rozdily v odpovédich v zavislosti na
identifikaénich znacich (pohlavi, vzdélani, vék, délka zaméstnani v ALPS) pomoci Mann-Whithneyova
a Kruskal-Wallisova testu. Pomoci Spearmannova korelacniho koeficientu byly ovéfeny vztahy mezi
odpovéd’'mi na jednotlivé otazky.

Dotaznikové Seti‘eni

Metoda dotaznikového Setieni byla pouzita pro sbér dat pottebnych k identifikaci vlivu konceptu
SF na stavajici firemni kulturu ALPS. Pro hodnoceni organiza¢ni kultury ALPS byl vyuZzit dotaznik
OCAI od Camerona a Quinna (1999). Zakladem tohoto dotazniku je Sest otazek. Hodnoceni typu
organiza¢ni kultury se tyka takovych oblasti, jako je charakteristika firmy, operativni a strategické

55



fizeni, vedeni pracovnikl, vztahy a hodnoty ve firm¢. Kazda otazka ma Ctyii moznosti odpovédi.
Ukolem respondenta bylo rozdélit 100 bodti mezi tyto &tyfi odpovédi v zavislosti na mife, v jaké je
podle n¢j kazda odpoved’ aktualn€ podobnd dané organizaci. Respondenti sérii otdzek hodnotili ze dvou
casovych horizontli — stav nyni a jimi pfedpokladany stav v organizaci za pét let. Priklad otazky je
uveden na obrazku 1.

Obrazek 1
Priklad otdzky v dotaznikovém Setreni

1. Prevladajici charakteristiky organizace

Rozdélte: 100 bodii

A Organizace je velmi zaméfena na vztahy. Je jako &ir3i rodina. Lidé maji hodné spoleéného.\ | |

B. Organizace je velmi dynamicka a podnikatelsky orientovand. Lidé jsou ochotni riskovat. | |

C. Organizace je velmi orientovana na vysledky. Hlavni zijem je zaméfeny na dokonéeni prace. Lidé | |
jsou velmi soutéZivi a orientovani na ispéch.

D. Organizace je velmi kontrolovanym a strukturovanym mistem. To, co lidé délaji, je obecné | |
upraveno formalizovanymi postupy.

Zdroj: vlastni zpracovani dle Cameron a Quinn (1999)

Charakteristika organizac¢ni kultury nasledné vychazi z umisténi na Skalach flexibilita — stabilita
a orientace dovnitf — orientace ven. Organiza¢ni kultura je po vyhodnoceni dat zafazena do prostoru ve
¢tyfech typovych kvadrantech: klanova, hierarchickd, adhokratickda a trzni. Pro jednotlivé typy
organiza¢ni kultury jsou charakteristické specifické typy leadershipu, hodnot a kritérii efektivnosti.

Data byla sbirana u pracovnikt kategorie ,,M* (top management, stfedni management az do
urovné mistrd, ostatni THP) pomoci vyplnéni online dotazniku. Rozeslani odkazu pro online vyplnéni
dotaznikt zajistila firma ALPS. V uvodu on-line dotazniku byli respondenti informovani, Ze zpracovani
dat je anonymni a probihda v ramci vyzkumného projektu. Vyplnéni dotazniku bylo dobrovolné.
Vzhledem K typu otazek nebylo oéekavano zadné riziko poskozeni respondentti. Pro vyhodnoceni jsme
ziskali celkem 9 vyplnénych dotaznikli. Ani po opakovaném pfipomenuti vyplnéni dotazniku se
nepodafilo ziskat vétsi pocet respondentd. Tato skute¢nost byla pravdépodobné ovlivnéna okolnosti, Ze
pravé v tomto obdobi probihala ve firmé velka omezeni s ohledem na epidemii Covid-19. S ohledem na
maly pocet respondentii nebylo mozné analyzovat data s ohledem na nékteré identifikacni udaje o
respondentech.

Vysledky

Tématem prvni €asti rozhovorl byly nazory pracovnikit ALPS na koncept SF, a na vnimani
barier, které se tykaji postupu digitalizace, automatizace a robotizace v ALPS. Obecné lze fict, ze
pracovnici ALPS jsou v soucasné dobé dobie informovani o konceptu SF a vizi managementu o
implementaci tohoto konceptu. Ocekavani respondentli jsou pievazné pozitivni, uvadeji fadu vyhod
souvisejicich s vyuzivanim pokroc€ilych informac¢nich technologii, s digitalizaci a robotizaci vyrobniho
procesu. Vyssi produktivitu, flexibilitu, spolehlivost. Na druhou stranu uvadéji i nékteré nevyhody,
omezena akceschopnost robottli, kooperace s roboty na lince, zvySené naroky na kvalifikaci pro praci
s daty a informacemi, vy$8i naroky na manazerskou praci s informacemi.

Dal$im tématem v prvni ¢asti rozhovorti bylo vnimani barier pro postup implementace konceptu
SF v ALPS. Pracovnici hodnoti vcelku pozitivné technickou stranku implementace SF (hard side),
obavy se tykaji spiSe prekazek na strané lidského kapitalu (soft side), tj. dopady implementace SF na
zamé&stnance. Firma bude potfebovat vice kvalifikovanych pracovniki pro oblast ICT, projektovéni a
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elektro inZenyrt. Zajimavé je také kritické hodnoceni role personalniho ftizeni pro podporu
implementace konceptu SF. Akcentovana byla potieba aktivnéjsiho piistupu personalistli ke komunikaci
S operatory a nutnost spoluprace s manazery ve vyrobé (HR business partner). Nékteifi respondenti
vnimaji implementaci konceptu SF jako nerealistickou vizi TOP managementu a uvadé¢ji nedostatek
priabézné komunikace ze strany stfedniho managementu a nedostatecné vniméani jejich potteb. Jini
zminuji jako moznou bariéru nedostatek motivace fadovych pracovnikil a obavy ze ztraty pracovniho
mista. Obecné, vysledky ukazuji, Ze vnimani barier souvisi s pracovni zkuSenosti respondentt,
S pracovni pozici a s G€asti v procesu implementace pokrocilych technologii.

Tématem druhé ¢asti rozhovori byly nazory pracovniki ALPS na pracovnich mistech
operatort. Operatofi uvadéji, ze je dostate¢né komunikovano, co se od nich ocekava a maji také vse, co
je potiebné pro kvalitni praci. UrcCity prostor pro zlepSeni indikuji odpovédi na otazky spojené s
podporou rozvoje zaméstnancii. Odpovédi na otazky spojené s vnimanym piinosem vét§i miry vyuzivani
informacnich technologii a digitalizace pro praci na vyrobni lince vyznivaji spiSe optimisticky a
pozitivné. U 1/3 respondentu (tj. 7) vyvolava ale zavadéni vétsi miry automatizace strach o praci. Pro
vedeni ALPS by to mél byt signal pro zlepSeni vnitrofiremni komunikace zamétené na toto téma.

Statisticky vyznamné rozdily v odpovéedich operatort se prokazaly jen v zavislosti na pohlavi
respondentd, a to ve dvou ptipadech: , Myslite si, Ze aZz budou nové technologie a automatizace
vyuzivany na lince ve vétsi mire, budete delat méné chyb?* (U = 24,z =-2,19, p = 0,045) a,, Vyvolava
ve Vas vétsi mira vyuzivani novych technologii a automatizace firmou strach o praci?“ (U =82,z =
2,338, p = 0,030). V prvnim ptipadé byli muzi optimisti¢téjsi (median 3,5) nez Zeny (median 3). Ve
druhém piipade se ukézalo, ze zeny se vice obavaji o praci (median 3) nez muzi (median 1,25). U
ostatnich sledovanych identifikacnich znakid respondentl se statisticky vyznamné rozdily odpovédi
neprokazaly.

Ovéteny byly také korelace mezi odpovéd'mi operatord na jednotlivé otazky pomoci
Spearmannova korelacniho koeficientu. Ukazalo se, Ze ¢im zkuSengj$i operator, tim snadnéjsi je pro néj
prace na vyrobni lince (rs = 0,673, p < 0,01; silna pozitivni korelace) a tim spiSe se vyzna v
zobrazovanych hlasenich (rs = 0,621, p < 0,01; silna pozitivni korelace). Pokud operator véfi, ze diky
technologiim bude pracovat rychleji, zaroven také véfi, ze bude délat méné chyb (rs = 0,547, p < 0,01;
silna pozitivni korelace). Ti, co maji obavy, Ze by mohli poskodit linku, si nemysli, ze by jim technologie
davaly vétsi miru kontroly nad praci (rs = 0,474, p < 0,05; stfedné silna pozitivni korelace).

Dotaznikové Setieni ptineslo poznatky pro vymezeni vlivu konceptu SF na stavajici organizaéni
kulturu ALPS. Z hodnoceni aspektti organiza¢ni kultury, které jsou pro ALPS typické dnes, vyplyva, Ze
kulturu organizace lze aktualné oznaclit za ptevazné hierarchickou. Cameron a Quinn (1999)
k charakteristikim této kultury uvadi: v této kultufe se organizace soustiedi na stabilitu, pfedvidatelnost
a efektivitu, a za timto u¢elem vydava rizna pravidla a predpisy. Hlavnim tikolem personalniho oddéleni
je v téchto organizacich role odborného specialisty. Tato role podle Ulricha (2009) vyzaduje, aby
personalisté navrhovali a uplatiovali G¢inné personalni procesy pro ucely ziskavani a vybéru,
vzdélavani, hodnoceni, odménovani a povySovani pracovnik, a dalsi fizeni pohybu pracovnikll v ramci
organizace.

Pokud se podivame na hodnoceni aspekti organizacni kultury, jak respondenti predpokladaji,
ze to bude v organizaci vypadat za pét let, Ize konstatovat, Ze podle respondentl bude mit organizace i
za pét prevazné charakteristiky hierarchické organiza¢ni kultury. Respondenti tedy neoc¢ekavaji néjakou
vyznamnou zménu. Nicméné vysledky indikuji, ze oCekavaji pfece jen mirny posun, a to smérem ke
kultute adhokracie, tj. vétsi orientaci na flexibilitu a externi zaméfeni, nez tomu bylo dosud (viz Obrazek
2).
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Obrazek 2
Srovnani celkoveho vnimani organizacni kultury respondenty skupiny M (nyni a za 5 let)

Klanova

kultura

50 Nyni

40 ——Za5 let
Interni zaméreni 30 _ Flexibilita

20

Hierarchicka Adhokracie
kultura
Stabilita Externi

zaméreni
Trzni kultura

Zdroj: vlastni zpracovani

Cameron a Quinn (1999) k charakteristikam kultury adhokracie uvadi: Firma s touto kulturou
usiluje o vyrobu inovativnich produktti a nabidku inovativnich sluzeb, aby se rychle ptizpisobila novym
prilezitostem. Je kladen diiraz na individualitu, pfijimani rizika a ptedvidani budoucnosti. Vyznamné
odlisna je v této organizacni kultufe role personalniho odd¢leni. To se musi stat tzv. agentem zmény a
usnadiiovat transformaci. To podle Ulricha (2009) znamena, ze personalisté se stavaji HR business
partnery pro fizeni vyrobnich procest firmy.

Diskuse

Byla publikovana fada studii zabyvajicich se technickou a technologickou strankou (hard side)
implementace konceptu SF. Nasli jsme ale velmi malo studii zamétenych na roli lidského faktoru (soft
side) v implementaci konceptu SF. Bylo proto vitané, ze firma ALPS projevila zajem vénovat pozornost
také otazkam vlivu implementace konceptu SF na pracovniky.

Pozitivnim vyzkumnym zjisténim je, ze vétSina pracovniki ALPS ma dobré povédomi o
konceptu SF a jsou optimisticky naladéni na zmény souvisejici s implementaci konceptu SF. Mozné
vysvétleni souvisi s tim, ze TOP management prezentuje jasnou vizi a podporuje dosaZeni stanovenych
cili, coz je pro fizeni zmény nezbytné (Bertoldi et al., 2018; Manning, 2012). Na druhé strané vyzkumna
zjisténi ukazuji na ur¢ité komunikacéni bariery u operatord ve vyrobé. Mozna proto tito pracovnici
vnimaji vizi TOP managementu o konceptu SF jako nerealistickou aZ naivni. V této souvislosti se
ukazuje, Ze role pfimého nadfizeného jako mediatora vize je zasadni (Rahman et al., 2015; Wu & Lee,
2017). Proto musi mit stfedni management dostatek informaci, ale také komunika¢ni dovednosti, a musi
védeét, ze jejich role komunikatora je vyznamnou Casti jejich manazerské prace. Nejsiln€jsi zaver
vyplyvajici z analyzy je: komunikovat, komunikovat a komunikovat! Proto musi byt manazefi trénovani
v manazerskych dovednostech, chapat dilezitost komunikace, aktivniho naslouchani a davani zpétné
vazby.

Vysledky analyzy dat z dotaznikového Setfeni naznacuji, Ze charakteristiky organiza¢ni kultury
adhokracie bude ucCelné s postupujici digitalizaci, automatizaci a robotizaci procesii vyroby
podporovat/implementovat jen v urlitych tsecich a oddé€lenich ALPS. Bude se jednat piedevS§im o
utvary té€sné spojené s vyvojem, technickou ptipravou, realizaci a podporou digitalizace, automatizace
a robotizace procest. V ostatnich usecich zlstane prevazujici hierarchicka kultura.

Role top managementu a HR utvaru bude v této souvislosti klicova. Pravé tyto dva subjekty
mohou bezprostfedné ovlivnit podminky pro praci, motivaci i rozvoj zddoucich dovednosti a znalosti
vSech pracovnikli (operatori a specialistll), ovlivnit jejich postoje. Postup zmény bude potiebné
iniciovat a Fidit, pfedev§im ve vztahu k pracovnikim, nejen ve vztahu Krealizaci technickych a
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organizacnich zmén. TOP management ALPS musi formulovat a komunikovat jasnou a operatorim
srozumitelnou vizi a potfebu zmény spojenou s digitalizaci, automatizaci, robotizaci, a s implementaci
konceptu Smart Factory (Bertoldi et al., 2018; Manning, 2012). HR odd¢leni by mélo v této souvislosti
iniciovat zadouci zménu podnikové kultury a stat se propagatorem a garantem zmény podnikové kultury.

V zavéru diskuse je potfebné uvést vyznamné limity pro interpretaci ziskanych vyzkumnych
vysledku. Pro podrobnéjsi analyzu dat z vyplnénych dotazniki u respondentt kategorie M s ohledem na
nekteré identifikacni znaky (vek, délka prace ve firmé, oblast prace, funkéni zatazeni) nam, bohuzel,
chybi dostateény pocet respondentil. Pro vyhodnoceni mame data od celkem 9 respondent. Méli jsme
ambici ziskat data cca od 30 respondentd. Ani po opakovaném pripomenuti vyplnéni dotazniku se
nepodatilo ziskat vétsi pocet respondentii. Casova kolize administrace dotaznikii s vyhlasenim
nouzového stavu v souvislosti s $ifenim epidemie Covid-19 nam neumoznila ziskat data od dalSich
respondentd. Pracujeme s témi daty, které mame, i kdyZ vypovidaci hodnota zavéra je mala. S ohledem
na maly pocet respondentti neni mozné analyzovat data ve vztahu k n€kterym identifikacnim udajim o
respondentech a formulovat specifické zavéry pro formovani organiza¢ni kultury, ktera by podporovala
implementaci konceptu Smart Factory v podminkach ALPS.

Predlozené ptipadova studie md sva omezeni i ve vztahu k obecné platnosti. Studie uvadi
vyzkumné vysledky z jedné spole¢nosti (ALPS). Studie ale potvrzuje, ze na implementaci konceptu SF
ma vyznamny vliv lidsky faktor (soft side) a dodrZeni principti pro fizeni zmény. Stfedni management
musi byt v této souvislosti pfipraven komunikovat a vysvétlit zménu a jeji vyznam tak, aby byla
srozumitelna pro vSechny pracovniky ve vyrobg¢.

Pokud se tyka pokracovani vyzkumu, bude jisté zajimavé dale se zabyvat vyzkumem vlivu
lidského faktoru (soft side) na uspésnou implementaci konceptu SF. Vyzkumné otazky by mohly byt
spojené jednak stématem formovani ,smart“ firemni kultury a jednak s pfipravou stfedniho
managementu na aktivni roli v fizeni zmény, a na zménu stylu fizeni (leadership) odpovidajici ménici
se kvalifikaci podtizenych. V této souvislosti je aktivni role utvaru HRM jako partnera pro implementaci
konceptu SF nezastupitelna.

Zavér

Cilem piispévku bylo podat informaci o vyzkumném projektu zaméfeném na podporu
implementace konceptu Smart Factory v prostiedi vyrobniho zavodu ALPS Electric CZ, Sebranice.
V zadani projektu byly ze strany ALPS uvedeny pozadavky na konkrétni vystupy, které firma od feSeni
ocekavala, jako podklady pro nastaveni systému fizeni lidskych zdroji zaméfeného na podporu
implementace konceptu SF. Zavére¢né zpravy za jednotlivé etapy feSeni projektu jsou pro piipadné
zajemce k dispozici.

Zadani projektu zaméfeného na nastaveni systému fizeni lidskych zdroji ve vztahu k implementaci
konceptu SF bylo naplnéno. Realizace opatfeni na podporu implementace konceptu SF v soft oblasti
(tizeni lidskych zdrojii) je v rukou managementu ALPS a HR oddéleni. HR oddé€leni se musi stat HR
business partnerem ve vztahu k fizeni vyroby, iniciovat potiebnou zménu podnikové kultury a
podporovat prabeh jeji uspésné realizace. Pottebné podklad pro to pfinaseji vysledky feseného projektu.

Literatura

Agolla, J. E. (2018). Human Capital in the Smart Manufacturing and Industry 4.0 Revolution. In A.
Petrillo, R. Cioffi, & F. D. Felice (Eds.), Digital Transformation in Smart Manufacturing.
InTech. https://doi.org/10.5772/intechopen.73575

Bertoldi, B., Giachino, C., Rossotto, C., & Bitbol-Saba, N. (2018). The role of a knowledge leader in a
changing organizational environment. A conceptual framework drawn by an analysis of four
large companies. Journal of Knowledge Management, 22(3), 587-602. Scopus.
https://doi.org/10.1108/JKM-09-2017-0422

59



Cameron, K. S., & Quinn, R. E. (1999). Diagnosing and Changing Organizational Culture: Based on
the Competing Values Framework. Addison-Wesley.

Knizek, M. (2019, October 7). Digitalizace ve firmdch nardzi na nekoncepcnost. Hospodatské noviny
(IHNED.cz). https://ihned.cz/c1-66654210-digitalizace-ve-firmach-narazi-na-nekoncepcnost

Kohout, P., & Paliskova, M. (2017). Dopady digitalizace na zaméstnanost a socialni zabezpeceni
zamestnancii.
http://ipodpora.odbory.info/soubory/dms/wysiwyg_uploads/bba5a5c7366cdaf3/uploads/Studie
_Dopady_digitalizace.docx

Manning, T. (2012). Managing change in hard times. Industrial and Commercial Training, 44(5), 259—
267. Scopus. https://doi.org/10.1108/00197851211244997

Matik, V. (2016). Priimysl 4.0: Vyzva pro Ceskou republiku (Vydani 1). Management Press.

Marr, B. (2017). What Is Digital Twin Technology—And Why Is It So Important? Forbes.
https://www.forbes.com/sites/bernardmarr/2017/03/06/what-is-digital-twin-technology-and-
why-is-it-so-important/#fb34c882e2a7

Prifti, L., Knigge, M., Kienegger, H., & Krcmar, H. (2017, February 12). A Competency Model for
‘Industrie 4.0° Employees. 13th International Conference on Wirtschaftsinformatik - WI 2017,
St. Gallen, Switzerland.

Qin, J., Liu, Y., & Grosvenor, R. (2016). A Categorical Framework of Manufacturing for Industry 4.0
and Beyond. Procedia CIRP, 52, 173-178. https://doi.org/10.1016/j.procir.2016.08.005

Rahman, M. S., Osman-Gani, A. M., Momen, M. A., & Islam, N. (2015). Testing knowledge sharing
effectiveness: Trust, motivation, leadership style, workplace spirituality and social network
embedded model. Management and  Marketing, 10(4), 284-303. Scopus.
https://doi.org/10.1515/mmcks-2015-0019

Shamim, S., Cang, S., Yu, H., & Li, Y. (2016). Management approaches for Industry 4.0: A human
resource management perspective. 5309-5316. https://doi.org/10.1109/CEC.2016.7748365

Sivathanu, B., & Pillai, R. (2018). Smart HR 4.0 — how industry 4.0 is disrupting HR. Human Resource
Management International Digest. https://doi.org/10.1108/HRMID-04-2018-0059

Ulrich, D. (2009). Mistrovské rizeni lidskych zdroju: Preklad bestselleru Human resource champions.
Grada.

Wu, W.-L., & Lee, Y.-C. (2017). Empowering group leaders encourages knowledge sharing: Integrating
the social exchange theory and positive organizational behavior perspective. Journal of
Knowledge Management, 21(2), 474-491. https://doi.org/10.1108/JKM-08-2016-0318

Kontaktné tidaje:

Doc. PhDr. Ing. Ale§ Gregar. CSc.

ORCID ID: 0000-0001-9939-5222

Univerzita Tomase Bati ve Zlin¢, Fakulta managementu a ekonomiky
Mostni 5139, 760 01 Zlin, CR

gregar@utb.cz

Grantova podpora:

Projekt byl podporovan grantem MPO CR, OPPIK — program APLIKACE — Vyzva &. IV, termin
feSeni 3/2019-8/2020, reg. ¢. MPO/CZ.01.1.02/0.0/0.0/17_107/0011225, Smart Factory v prostredi
vyrobniho zavodu.

60


mailto:gregar@utb.cz

Generacné rozdiely a generac¢né stereotypy v kontexte prace
Generational differences and generational stereotypes in the context of work
Viera Bacova
Ustav experimentdlnej psycholégie CSPS, Slovenska akadémia vied

Abstract

The public assumes that generations differ in work values, attitudes, and behaviors. This assumption
often develops into guidelines for managing generational differences in the workplace. There are
contradictory approaches to examining these assumptions in work and industrial psychology, from those
that consider examining generational differences unfounded because they do not exist through middle
views to the belief that studying generational differences is beneficial. This paper argues in favor of the
claim that generational differences are unfounded and, based on literature, supports the lifespan
developmental perspective

as an alternative.

Keywords. generational differences, generational stereotypes, lifespan developmental perspective

Abstrakt

Verejnost' predpoklada, Ze generacie sa lisia v pracovnych hodnotach, postojoch a spravani. Tento
predpoklad sa casto rozvija do navodov ako manazovat generacné rozdiely na pracovisku. Pri skumani
tohto predpokladu v psychologii prace mozno ndjst protichodné pristupy, od tych, ktoré povazuju
skumanie generacnych rozdielov za nepodloZené, pretoze neexistuju, cez stredové nazory az po
presvedCenie, Ze skumat generacné rozdiely je prospesné. Tento prispevok argumentuje v prospech
tvrdenia o0 nepodlozenosti generacnych rozdielov a na zdklade literatury podporuje ako alternativu
pristup celozivotného vyvinu.

KUlucové slova. generacné rozdiely, generacné stereotypy, pristup celozivotného vyvoja

Uvod

V médiach, u manazérov, ale aj v akademickej literatire su rozdiely medzi generaciami na
pracovisku popularnou témou. Ako overeny predpoklad sa prijima, Ze generacie sa liSia hodnotami,
postojmi a spravanim v praci. Tento predpoklad sa dalej rozvija do odporicani, ze organizacie
a jednotlivi manazéri by mali ku kazdej generacii pristupovat’ odlisne.

V stcasnosti predkladané analyzy vSak argumentuju, ze napriek Siroko zdielanym presvedceniam
existuje len malo empirickych dékazov o skutoé¢nych rozdieloch medzi generaciami a ich vplyvoch na
pracovné spravanie a vykony. Skiimania generacnych rozdieloch celia koncepénym a metodologickym
problémom a vaznej kritike, ktoré spochybiiuju ich vysledky. Objavuju sa nazory, Ze je zbyto¢né
investovat’ do skiimania generacnych rozdielov v pracovnom kontexte, pretoze nie si podlozené
teoreticky ani metodologicky (Costanza, et al., 2012; Zacher, 2015). Mnohi autori a autorky
argumentuju, Ze generacie je spravnejsie chapat’ ako stereotypizované socialne konstrukty, pretoze idea
generacii — hoci vel'mi atraktivna a popularna — nie je ani teoreticky, ani empiricky podporena. Tento
prispevok argumentuje v prospech tvrdeni o nepodlozenosti generacnych rozdielov ana zaklade
literatiry nacrtava alternativu — pristup celozivotného vyvinu.!

* Tento prispevok nie je prehladovou Studiou ani systematickym prehladom. Oba typy prehladov totiz
vycerpdavajuco zhrmuju stcasnu evidenciu v skimanej oblasti (pozri tiez Mares, 2013). Takéto vyclerpavajuce
zhrnutie neméze poskytnut rozsahom striktne limitovany konferencny prispevok. Tento prispevok je preto
zamerne koncipovany tak, aby upozornil na prevladajuce presvedcenia o generacnych rozdieloch. V snahe
zd6raznit kritiku tychto (nepodlozenych) presvedceni sa autorka uchyluje skor ku kriticko-polemickému
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Problémy s vymedzenim generacie

Napriek réznemu pouZzivaniu (prehl'ad poskytuje napriklad Rudolph & Zacher, 2017), generacia
sa zhodne chape ako skupina l'udi, ktori v podobnom veku prezivali rovnaké socidlne alebo historické
udalosti. Genera¢né rozdiely vyplyvaju z toho, Ze ked’ vekom podobna skupina I'udi prezivala rovnaké
udalosti, medzi odli$nymi vekovymi skupinami (generdciami) su preukazatel'né rozdiely. CiZe rozdielne
generacie maju aj rozdielne pracovné postoje, motivacie a spravanie (Rudolph & Zacher, 2017).

Koncept generacie predpoklada, Ze ked’ I'udia priblizne rovnakého veku prezili udalosti istej doby
vo svojom kritickom Zivotnom §tadiu (v neskorSom detstve a mladosti), tak ich tieto udalosti formativne
ovplyvnili (poznadili) natol’ko, zZe tieto vplyvy potom pretrvavaju cely ich zivot (pozri napriklad
Costanza et al., 2012).

Koncept generacie zahriiuje tri zlozky. Inak povedané, zahrije tri druhy vplyvov: vek, rok
skumania (dobu) a vplyv kohorty, t. j. kombinaciu veku a roku narodenia. Tieto tri vplyvy je potrebné
a nutné rozliSovat’ aj v skimani generacii a genera¢nych rozdielov.

Problémom pri vsetkych takych skimaniach je skutoCnost, Ze tieto tri vplyvy nemozno od seba
oddelit’. Ako vystizne uvadzajii Rudolph & Zacher (2022), chronologicky vek kohokol'vek (napr. 40
rokov) je funkciou jeho roku narodenia (t. j. kohorty narodenia; 1982) a ¢asu zberu udajov (t. j. doby;
2022). V prierezovom vyskume sa ¢as zberu udajov udrziava konstantny; vplyv doby sa nementi, pretoze
udaje sa zhromazd'uju iba raz, v jednom casovom bode. Chronologicky vek je potom definovany
odc¢itanim kohorty od doby (t. j. doba 2022 — kohorta 1982 = 40 rokov). Dokonaly linearny vztah
kohorty a veku znamena, Ze akukol'vek zistentl variabilitu nemozno rozlisit', nie je mozné urcit,, ktorej
premennej ju pripisat. Inymi slovami, efekty veku a kohorty v prierezovych vyskumoch dokonale
splyvaju (Rudolph & Zacher, 2022). Viaceri vyskumnici a vyskumnicky uz dlhodobo nastol'uju tieto
vyhrady (za vSetkych napr. Costanza & Finkelstein, 2015; Rudolph et al., 2021). Presadzuju potrebu
hlbsieho vhl'adu a porozumenia toho, ¢o hra Gilohu v skimani vekovych rozdielov a rozdielnych vplyvov
doby.

Napriek tomuto kritickému pohl'adu na generacie neznamena to, Ze by bolo nutné rezignovat’ na
skimanie vekovych rozdielov, ani na skimanie vplyvov doby na rozvoj a pracovné spravanie
jednotlivcov, ani na rozdiely medzi jednotlivcami. Minulost, pritomnost’ a budticnost’ st neoddelitelnou
sucastou vsetkych zivotnych procesov, vratane psychického zivota jednotlivcov. Koncept generacii
vyjadruje Casové procesy staticky. Pre objasnenie slabych stranok konceptu generacii uvedieme
analyticky jeho jednotlivé zlozky (vplyvy, z ktorych je ,,vybudovany*).

Vplyvy veku

Vyskumy v pracovnej psychologie casto pouzivaju chronologicky vek na predikovanie
pracovnych postojov, motivacie, spokojnosti, pouzivania technoldgii, zvladania, adaptability atd’. Vek
ako konstrukt sa odliSuje od konStruktu generacia. Predovsetkym tym, Ze sa zaklada na testovatelnych
teoriach, ktoré pouzivaji premennt veku na skiimanie vyvinu jednotlivcov.

Je dobré tiez uviest, ze pre vysvetlenie dosledkov plynutia Casu je sam chronologicky vek
povazovany za ,prazdnu“ premennut (Bohlmann, Rudolph, & Zacher, 2018). Znamena to, Ze
chronologicky vek vel'mi casto nie je priamou pri¢inou vysvetl'ovanych psychologickych premennych
v praci. Preto vyskumnici/vyskumni¢ky casto konceptualizuji vek napriklad ako funkcny vek
(kognitivne/fyzické schopnosti), psycho-socidlny vek (self a socialna percepcia veku), alebo

vykladu. Usiluje integrovat predovsetkym nazory tych autorov a autoriek, ktoré vacsinovy nazor spochybruju
a uvedomuje si selektivny pristup v prezentovani argumentov.

Zainteresovany/a Citatel/ka mozu ziskat podrobny prehlad zo Specialneho cisla ¢asopisu Industrial and
Organizational Psychology v roku 2015, kde autori a autorky v Sestnastich prispevkoch argumentuju v prospech
i neprospech opodstatnenosti generacnych rozdielov a ich skimania.
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organizacny vek (stupen kariéry). Tieto premenné su spojené s teoriou, vychadzaji z nej a tym dodavaju
vyznam d’al§im konstruktom vzt'ahujucim sa k veku.

V skiimaniach vekovych rozdielov mé premenna veku Statistické vyhody. Vek je kontinuitna
premennd a preto moze reprezentovat’ kontinuitné javy, t. j. zmeny v ¢ase, proces vyvinu. Na rozdiel od
veku, generdcie su kategorickymi premennymi. Vek teda moze zachytit’ aj jemnejsie efekty, ako napr.
rozdiely v pracovnych skusenostiach u vekom podobnych I'udi, kym generacia zoskupi tychto l'udi do
jednej skupiny. Pri analyze rozdielov je vek priamo dany, kym generacie nemozno analyzovat'.

Tym, ze vek, doba a kohorta su $tatisticky neoddelitelné, pouzitie r6znych analytickych postupov
poskytne rozne vysledky v roznych $tudiach, a to dokonca aj na rovnakych datach (Costanza, Darrow,
Yost, & Severt, 2017). VécSina analytickych technik vo vyskumoch generacii kontroluje jednu
premennt a zmie$ava d’alsie dve. Prierezové §tudie kontroluju dobu, ale zmie$avaju vek a kohortu. Cize
nemozno urcit, ¢i zistené rozdiely mozno prisudit’ veku, dobe alebo nejakej kombinacii tychto dvoch
vplyvov.

Vplyvy doby

Vyznamné historické alebo kultirne udalosti, ktoré posobili na tych, o tieto javy priamo
prezivali, sa oznacuju ako vplyvy doby. Napr. 'udia, ktori v detstve prezili vojnu, ekonomicku krizu v
mladom veku, alebo sa socializuju do spolocnosti ovladdanej socidlnymi sietami. Vplyvy doby su
zvyCajne zistované v roku zberu udajov. Kalendarne oznacenie roku je — podobne ako chronologicky
vek — prazdna alebo bezvyznamova premenna merajuca ¢as. Aby sa z doby oznaéenej kalendarnym
udajom stala premenna s vyznamom, vyskum by mat’ vychddzat z tedrie, preco prave urcita skusenost’
v Specifikovanej dobe (napr. vojna, kriza, prirodné nestastie, revolicia) by mala rezultovat’ do
hypotetizovaného vysledku (Rudolph & Zacher, 2017).

Vplyvy doby st bezpochyby dolezité, ale koncept generacii nespravne predpoklada, ze vplyvy
doby pdsobia len na jedina skupinu v danom ¢ase. Mozno sa vSak pytat’: ovplyvnila akdkol'vek revolucia
len deti a adolescentov? Su to len mladi l'udia, ktori su dnes prilepeni k svojim mobilom? Historickeé,
kulturne a socialne javy ovplyviuju kazdého, kto ich preziva. Idea, ze vplyvy doby vytvaraju jedine¢né
generacné kohorty mylne predpoklada, Ze tieto vplyvy vytvaraju identity len tym, ktori ich eSte nemaju
(Salvi, Ravid, & Costanza, 2022).

Tento nespravny predpoklad sa uplatituje aj pri uvazovani o generaciach buducnosti. Niektoré
média a akademické ¢lanky napriklad uz teraz tvrdia, ze Covid-19 bude definovat’ budicu generaciu,
ktor nazyvaju rdzne, napriklad Generdcia C, Koronidri, Karantenici (Rudolph & Zacher, 2020). Nie
su vSak ziadne dovody ocakavat’, ze bude existovat’ Covid-19 generacia. Takéto nastavenie sa pokusa
vytvorit’ novi kohortovl identitu. Ale pandémia neovplyviuje len mladych l'udi, ktori su v kritickych
vyvinovych §tadiach. Takmer kazda osoba preZivala rasticu nezamestnanost’, ekonomicky upadok,
stres, obavy z budtcnosti. Tazké dopady zaznamenali ludia v prekémych zamestnaniach,
zamestnaniach dolezitych pre systém ako zdravotnici a zachranné zlozky, chudobni l'udia, a tieto
problémy st rovnako hodné skiimania (a rieSenia a napravy).

Rozdiel medzi skimanim generécii a skimanim vplyvov doby spociva v tom, ze generacie
predpokladajt, Ze kritické javy pdsobia (len) na l'udi uritého vekového rozpitia, a tym vytvaraju
pretrvavajuce kohorty s podobnymi osobnostnymi vlastnostami, postojmi a hodnotami. Na druhej
strane, vyskum vplyvov doby skima, ako javy ovplyvihuji kazdého, kto ich preziva. Ale kazdy
nepreziva tieto javy rovnako. Cudia nereaguji a nespractvaju informacie uplne rovnakym spésobom.
Preto je dolezité rozumiet’ interakcii veku a doby.
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Interakcia veku a doby — vplyvy kohorty

Globalne udalosti m6zeme zdielat’ s ostatnymi, ale to neznamena, Ze na ne reagujeme rovnako
a ze nas ovplyvnia rovnako. Rovnako nereaguju ani jednotlivci rovnakého ¢i podobného veku, ako to
predpoklada koncept generacie.

Adolescenti a mladi dospeli mozu prezivat’ udalosti v danej dobe odlisne ako l'udia v strednom ¢i
starSom veku (Baltes, Reese, & Lipsitt, 1980) . To vsak stdle nie je argument pre to, Ze prave len
u mladych 'udi kombinovanie veku a doby (¢ize vplyv kohorty) pretrvava dlhodobo, po cely d’alsi Zivot,
ako to navrhuje koncept generacie (Salvi, Ravid, & Costanza, 2022). Koncept generacie ignoruje d’alsi
vyvin a dozrievanie zucastnenych l'udi, d’al$ie globalne aj jedine¢né udalosti, ktoré sa im udiali
V nasledujucich fazach zivota.

Ako vysvetl'uju Costanza et al. (2017), rozdielne dosledky interakcie veku a doby nemozno
pouzit’ na definovanie generacnej kohorty, ked’Ze zistené rozdiely mozu byt spdsobené bud vekom
respondentov v danom ¢asovom bode, alebo Specifickou dobou, v ktorej boli udaje zbierané. Alebo ich
jedineénymi kombinaciami u réznych zoskupeni Tudi Zijucich v danej dobe. Neexistuje Ziadna
evidencia, Ze tieto rozdiely skutocne vytvaraju dlhotrvajtice vplyvy, a este k tomu zvIast’ len na jedini
,.generaénu kohortu®. Co skutoéne mozno pozorovat, st vplyvy, ktoré rozne posobia na Iudi rézneho
veku v rdznej dobe.

Okrem toho, Ze koncept generacii ignoruje celozivotny (intra-individualny) vyvin
jednotlivcov, ich Zivotné fazy a zmeny ich identit v priebehu ich Zivota, zmenSuje az uplne vymazava
vSetky ostatné odlisnosti medzi jednotlivcami (inter-individualne rozdiely). Kultara, rod, rasa, etnicka
prislusnost, osobnost’ vytvaraju vel'ké variacie medzi osobami. Koncept generécii, nedbajiic na tieto
d’alsie rozdiely, zoskupuje 'udi do umelo vytvorenych generaénych skupin (Rudolph & Zacher, 2017).

Kritiku takéhoto redukcionistického pohl'adu vyjadrujii Thomas a jeho kolegovia takto: ,,redukcia
individualnych rozdielov na generacné kategorie predpoklada, Ze bez ohl'adu napriklad na rod, etnicka
prislusnost, rasu, sexualitu a miesto narodenia, vSetci I'udia narodeni v rozpati 20 rokov prejavuji
rovnaké postoje, hodnoty a preferencie. ... je ovela pravdepodobnejsie, Ze rozdiely v danej skupine
prevazia nad akymikol'vek rozdielmi medzi generaciami ... je prili§ zjednodusujice — a necitlivé —
pripisovat’ pevny subor predpokladov extrémne réznorodému suboru jednotlivcov* (Thomas et al.,
2014, s. 1576).

Skodlivost’ idey generaénych rozdielov

Na zaklade vysSie uvedenych argumentov mnoho vyskumnikov a vyskumniCok zastava
stanovisko, Ze nielen teoreticka a metodologicka nepodloZenost’ generacii, ale aj manaZovanie a
rozhodovanie na zaklade existencie genera¢nych rozdielov je zavadzajice.

Charakteristiky jednotlivych genera¢nych kohort vyvolavaju skepticizmus. Niektori autori ich
prirovnavaju k horoskopom (Salvi, Ravid, & Costanza, 2022). Oznacenia generacii mozno umoziuju
jednotlivcom identifikovat’ sa s (generacnou) skupinou a odlisit’ tym ,,svoju* skupinu od inych skupin
(ako napokon kazdé, aj umele vytvorené nalepky). AvSak zaradenie I'udi do generacii neposkytuju
ziadny spolahlivy podklad na predikciu alebo charakterizovanie tejto skupiny, osobnosti alebo
spravania 'udi do nej zaradenych.

Koncept generécii nielenze nevystihuje podstatu rozdielov medzi l'ud’'mi, ale rozdel'uje T'udi do
umelo vytvorenych skupin, tym ich polarizuje a potencialne stavia proti sebe, ako to napriklad ilustruje
termin ,,medzigenera¢ny konflikt“ (ale aj ,,medzigenera¢né vztahy*).

Generacné stereotypy

Pozorovanie vekovych skupin zijucich sicasne akoby pontikalo oznacit ich a pripisat’ im rozne
vlastnosti. Napriklad starSie generacie su konzervativne a disciplinované. Mladsie generacie su sice viac
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socialne zodpovedné, napr. viac dbaji na klimatické zmeny, ale si narcistické, skeptické a
individualistické.

Cim d’alej tym viac sa socialne vedy priklanaji k tomu, Ze generécie nie je spravne chapat’ ako
oddelené, vekom vymedzené kohorty. Generacie mozno lepSie opisat’ ako socidlne konstrukcie.
Vytvéaraji a posililuji sa socidlnymi procesmi: vSadepritomné presvedCenia o generdciach sa
popularizuju a to vedie k socialnym stereotypom o generaciach (Rudolph & Zacher, 2017). Koncept
generacia ziskal obl'ubu, pretoze ponuka simplistické, konkrétne az hmatatelné vysvetlenia pre
stereotypizované charakteristiky jednotlivcov. Sluzi ako efektivna heuristika alebo kognitivna skratka.

Ako ,,generacionalizmus® sa oznacuje presvedCenie, ze prislusnici akejkol'vek danej generacie
maju Specifické, definujuce vlastnosti, ktoré ich odliSuju od prislusnikov inych generacii (Rauvola,
Rudolph, & Zacher, 2019), podobne ako je tomu napriklad v pripade rodu, rasy, etnicity, veku.

Generacionalizmus je v praxi nebezpec¢ny, pretoze legitimizuje Siroko siahajice zovseobecnenia
o l'ud’och zalozené na predpokladoch o ich umiestneni v jednej alebo viacerych kohortdch narodenia
oproti inym kohortam, pricom ignoruje individualne rozdiely v ramci kohort. Generacionalizmus je
formou ageizmu, ktory — ak nie je kontrolovany — méze vyustit’ do diskriminacie zalozenej na veku, bez
ohl'adu na to, ¢i ide o vek mlady, stredny alebo stary.

Prehodnocovanie skiimania generacii: generacie ako socialny konstrukt

Napriek tomu, ze generacie nie su uzitoénym konS$truktom, ostavaju atraktivne, fascinuju
a takmer vSetci pokracuju v ich pouzivani. Vyvolava to zaujem skumat’ dévody tohto pretrvavania. Hoci
mnohi vyskumnici a vyskumni¢ky pouZzivanie generaénych oznaCeni spochybiiuji a skumanie
generacnych rozdielov odmietaju, konstatuju (s itost'ou), ze termin generacia tak skoro nevymizne, ¢i
uz vo verejnosti alebo v akademicke;j literature (Salvi, Ravid, & Costanza, 2022).

Vychadzajuc zo socialneho konstrukcionizmu (Berger & Luckmann, 1999) mozno konstatovat,
ze generacie su realne v takej miere, v akej tento konstrukt reflektuje nasSe usilie ,,konStruovat™ si
predstavu o socidlnej realite. Vyvin a starnutie st komplexné procesy, ktoré maju viacero dimenzii
a komplikovane sa vysvetluji. Generacné rozdiely sa mnohym javia ako prostriedok pre rychle
a efektivne porozumenie vekovo odlisSnym jednotlivcom. To je jeden z dovodov ich pretrvavania.
Pristup socialneho konstrukcionizmu poskytuje viacero vysvetleni procesov, ktoré ,.davaju vznik*
generaciam a umoziuju porozumiet’, prec¢o su vSadepritomné a pretrvavaju (zaujimavou je uz napriklad
otazka, preco l'udia uvazuju o veku a starnuti v diskrétnych generacnych, a nie v kontinuitnych
pojmoch).

Pristup celoZivotného vyvinu ako alternativa konceptu generacii

Ako ,,nahrada®“ za koncept generacii je predkladany pristup celozivotného vyvinu, ktory sa
sustred’'uje sa na individualnu rovinu a vyvin (Baltes, Reese, & Lipsitt, 1980). Tento pristup definuje
vplyvy doby ako ,,normativne v zmysle $tatistickej normy (t. j. vyskytujice sa takmer u vsetkych l'udi).
Pristup celozivotného vyvinu nepopiera, ze skupina I'udi mdze zdiel'at’ rovnaké historické javy (napr.
ekonomické podmienky, pandémiu). Nepokracuje vSak d’alej v tom, Ze by tieto javy vytvarali skupinové
alebo kolektivne prezivanie, ktoré by potom definovalo Specifickii kohortu T'udi s celozivotnym
¢inkom. Dal§im ,,normativnym* vplyvom st vekové zmeny (napr. vyvin kognitivnych funkcii alebo
rozvoj schopnosti emocnej regulacie), vnitorné zrenie alebo vyvin. Tretim vplyvom, ktory prichadza
akoby ,,zvonku®, s udalosti jedine¢né pre jednotlivca (napr. nezamestnanost’, rozvod, t'azka choroba).
Tieto udalosti st ne-normativne, ked'ze nie su zdielané s ostatnymi podobného veku. V Zivote
jednotlivea mézu mat’ rozhodujici vplyv bez ohl'adu na prislusnost’ ku generacii. V priebehu Zivote
jedinca tieto tri druhy vplyvov interagujt, pricom jednotlivé vplyvy maju v roznom ¢ase roznu vahu.
Jedine¢né kombinacie davaju vzniknut' inter-individudlnym rozdielom. Rudolph a Zacher vo svojich
viacerych pracach (za vSetky napr. Rudolph & Zacher, 2017) vyskumnikom a vyskumnic¢kam
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odporacaju sustredit’ sa na skimanie individualnych rozdielov a nebrat’ ako zaklad badania genera¢né
stereotypy, ktoré ponukaji niektoré literarne zdroje.

Odporucania pre prax

Rudolph a Zacher (2017) vo svojej praci poskytuju konkrétne odporacania aj pre vedenie vekovo
roznorodych pracovnikov/pracovni¢ok manazérmi/manazérkami, vychadzajic z poznatkov zalozenych
na teorii celozivotného vyvinu.

Manazérom/manazérkam a vediicim pracovnikom/pracovnickam odporucaju zvySenu citlivost’
na rozdiely v schopnostiach suvisiacich s vekovym rozvojom. Znamena to rozpoznat’ zmeny fyzickych
a kognitivnych schopnosti a zohladnit’ tieto zmeny pri zaddvani pracovnych tloh pre udrzanie
motivacie a vykonnosti. Aj osobnost’ a motivacia sivisi s vekom a v priebehu ¢asu sa meni. Jedine¢né
udalosti, $pecifické prostredie a zivotné fazy pracovnikov prinasaju zmeny v Struktire osobnosti,
navodzuju zmenu potrieb, motivov a postojov v pracovnom zacleneni, ¢o sa ukazuje na spojeni praca —
rodina.

Cas prinasa nielen vy$si polet rokov a zmenu schopnosti, ale aj nové Zivotné konstelacie a
situdcie, v ktorych sa pracovnik/Cka mézu ocitnut’. Preto je dolezité pontkat’ formalnu a neformalnu
podporu pre zlad’'ovanie pracovnych a mimopracovnych roli pre pracovnikov/¢ky kazdého veku.
Dolezité je poskytovat priestor na seba-manazovanie.

Nie vSetky pracovné vysledky su len o osobnosti. Pracovné prostredie tvori komplexny systém,
ktory moze vykony stazit’; optimalne by mal zohl'adiovat’ dynamiku pracovného spravania suvisiacu s
vekom. Aj pracovné ulohy mozno koncipovat tak, aby podporovali pracovny vykon a pohodu rézne v
priebehu celého pracovného Zivota. Popri mnohych negativach, doba pandémie napriklad poukazala
Vv tomto smere na mnohé, doteraz neuvazované moznosti, ako je napriklad praca z domu.
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Kompetencie v digitalnom veku
Competences in digital age
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Abstract

Objective. Analyze the impact of current events on the digitization process within Industry 4.0. Method.
Deductive analysis of the impacts of the CVOVID 19 pandemic and current international political events
on the economy; a questionnaire survey of opinions working for job security (202 respondents) and a
survey among project managers on online project solutions. Results. Evaluating the development
over the last two years, we state that the key competencies will be adaptability, openness to new
ideas, and managing uncertainty. Conclusions. We state the greater importance of the so-called
moral competencies as cognitive competencies to cope with the requirements of Industry 4.0 ..escription
of the main contribution. Limitations. The limits lie in the lack of opportunities to compare their findings;
this requires further research and analysis

Keywords. Industry 4.0, Adaptability, Flexibility, Precarriage, Digitization

Abstrakt

Ciel. Analyzovat' dopady aktudlnych udalosti na proces digitalizacie v ramci Priemyslu 4.0. Metoda.
Deduktivna analyza dopadov pandémie COVID 19 a aktudlnych medzinarodnopolitickych udalosti na
ekonomiku, dotaznikovy prieskum ndzorov pracujucich na istotu svojho zamestnania (202
respondentov) a prieskum medzi projektovymi manazérkami/rmi na online projektové riesenia. Zistenia.
Zhodnotenim vyvoja za posledné dva roky konstatujeme, ze klucovymi sposobilostami budu
adaptabilita, otvorenost voci novym idedam, zvladanie neistoty. Zaver. Konstatujeme vicsiu dolezZitost
tzv. moralnych sposobilosti ako sposobilosti kognitivnych pre zvladnutie poziadaviek Industry 4.0.
Limity. Limity spocivaju v nedostatku prilezitosti porovnat svoje zistenia, to vyzaduje dalsie skumanie
a analyzy.

Kruaéové slova. Industry 4.0, Adaptabilita, Flexibilita, Prekariat, Digitalizacia

Uvod
Problematike prognozovania potrebnych sposobilosti v prostredi prebiehajicej 4. Priemyselnej
revolucie sa venuje vel'ka pozornost’ odbornej verejnosti. Je to zaujmom manazérov, ako aj psycholégov
a sociologov venujucim sa tejto problematike.
V nasej praci vychadzame z metodologie zalozenej na identifikacii kl'icovych vplyv — zmien
vonkajsieho prostredia — ktoré vyzaduju kompetencie v pozmenenej Struktare.

Vplyvy posobiace na ekonomicku ¢innost’ v etape rozvoja Priemyslu 4.0

Kazda spolocenska ¢innost’ prebieha v ramci vSeobecnych socidlno-ekonomickych vplyvov,
ktoré ovplyviuji dynamiku a aj formy procesov na spolocenskej makro aj mezourovni. Podobne ma
prebichajuca technologicka zmena vplyv na trh prace, zamestnanost, spoloCenské vztahy v §irSom
kontexte (blizsie Kalis & Kosa, 2020).

V sucasnosti ide o nasledovné vplyvy:

Pandémia COVID 19 — urychlila vyuZzivanie digitalnych technoldgii vo vzdelavani, kulttre,
maloobchodnom predaji, vo financnictve, zdravotnej starostlivosti, v medidlnom svete, kulture,
propagande.
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Pouzitie digitalnych technolégii vo vzdelavani umoznilo kompenzovat' absencie ziakov a
Studentov, ktoré by boli spdsobené karanténou, nevyhodou tohto rieSenia je pokles Studijnej discipliny
a slabsie vedomosti, vyucovanie on-line nepocitalo s viacdetnymi rodinami — va¢sinou nemali tol’ko
pocitacov, kol'ko bolo treba, alebo najmé v chudobnych komunitach nemali PC vobec...(vid’ aj TomsSik,
Rajcaniova , Feren¢ikova, Kopanyiova, 2020; Robinson-Neal, 2021).

Nedostatok vyucovacich hodin, ako aj laxnost’ v pristupe k vyuCovaniu alebo nedostatok
technickych a ,,8kolskych vedomosti* rodi¢ov sa prejavuje v medzerach vo vedomostiach; to je problém
v konciacich ro¢nikoch strednych a vysokych $kol, ktory sa dotkne aj praxe v potrebe ,,dovzdelat™
cerstvych absolventov, ¢o je skutocnost’, ktora priamo stvisi s funkénymi a osobnymi kompetenciami
pre Industry 4.0.

Za pozornost’ stoji i pohl'ad zamestnaneckych skupin na Industry 4.0 a ich pripravenost’ na tuto
zmenu. Siedma vyrocna sprava spolocnosti Deloitte o miléniovej generacii (Deloitte’s seventh annual
Millennial Survey) odhalila, Ze len menej ako tretina prisluSnikov generacie milenidlov (generacia Y*)
a generacie Z si v roku 2018 myslela, ze maju zrucnosti potrebné v 4. priemyselnej revolucii. Ostatni
osloveni respondenti v suvislosti s jej prichodom citili neistotu a strach z nahradenia svojej pracovnej
pozicie. Iked mozeme predpokladat’ nérast pocitu kompetencie Industry 4.0 zvladnut, mozeme
uvazovat’ inad scenarom, Ze narast nemusi byt vysoky, pretoZze vnimanie vlastnych schopnosti
zamestnancami po obdobi pandémie Covid — 19 sa zmenilo (v Struktare, v niektorych pripadoch i znizilo
pre napr. nezamestnanost’).

Karanténa ukazala moznosti digitalnych technologii v kultire, kde po vahaniach sa dramticki
umelci chopili moznosti digitalnych prenosov divadelnych predstaveni.Tento priklad ukazuje
na potrebu inven¢ného pristupu k riesSeniu problémov.

Karanténa vyznamne rozsirila moznosti prace z domu, prostrednictvom digitalnych technoldgii.
Pre administrativne prace relativne rutinného charakteru — uctovnictvo, v§eobecna administrativa — sa
z hladiska charakteru prace meni len prostredie, kde sa praca vykonava. Na zaklade ankety medzi
pracujucimi ,,z domova“ — 45 Zien (priem vek 42 rokov) a 52 muzov (priem vek 44 rokov) sme zistili
nasledovné faktory, s ktorymi sa museli vyrovnavat’:

- Pre ,pracu z domu” je dolezita schopnost’ sebaregulacie, sebadiscipliny a zodpovednosti.

- Respondenti pocituji nedostatok socialnych vzt'ahov

- Tazko sa im dalo zostladit starostlivost o deti a pracu v domacom prostredi. vyZzadovala schopnost’
riesit’ tieto problémy a konfliktné situécie.

Osobitnou kapitolou bola zvySena potreba uplatiiovania projektového rieSenia; spdsobilosti pre
projektovy manazment su a budu stale aktudlne a ziadané.

Projektové rieSenia su Casto ,,internaciondlne®, kedy ¢lenovia projektovych timov su geograficky
vzdialeni desiatky, stovky ¢i tisicky kilometrov. To si vyzaduje vysSie naroky na komunikaéné
zrucnosti. Primarne ide o projekty technologickych inovacii a obchodné modely (Lasi et al., 2014) a o
projekty tykajice sa reStrukturalizacii, spajania sa firiem a organiza¢ného rozvoja. Anketa medzi 16
projektovymi manazerkami a manzérmi ukazuje, Ze nie je problémom projektové riesenie, ktoré je
zalozené na koaktivite alebo semikinteraktivte, kde ide o vymenu informacii, koordinaciu v Case
¢i rieSenie jednoduchych problémov; komplikacia zacina pri potrebe tvorivého rieSenia problémov, kde
online prostredie takéto rieSenia komplikuje.

Vojna na Ukrajine je d’al$im globalnym a nepredvidanym vplyvom na ekonomiku - vedie K rastu
vojensko-politického napétia; menia sa ekonomické vzt'ahy Rusko — Eurdpa; narast napétia sa prejavi
vo zvysenych vydavkoch na zbrojenie, ¢im sa ukratia ostatné kapitoly rozpoctov. Tato situacia povedie
aj k presmerovaniu globaliza¢nych tokov a k celkovému oslabeniu globaliza¢nych trendov.

Pandémia a nasledne zvySena pohotovost’ k vojenskej konfrontacii zvySuje ekonomicku a
podnikatel'sktl neistotu. To sa prejavi na zvySenej opatrnosti, obavach z buducnosti, pretoze nie su isté
dodavky energii, ale ani komponentov — napr. ¢ipy...
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U populacie zamestnancov sa objavuje strach z budtcnosti, citia ohrozenie svojich pracovnych miest.
V nasom prieskume o vnimani istoty zamestnania 22,4% respondentov vnima svoje pracovné miesto
ako ohrozené. Zaujimavym zistenim je, Ze tzv. remeselnici — Zivnostnici vnimaju svoje pracovné miesto
ako isté... Plati aj teraz, Ze ,,remeslo ma zlaté dno®.

Podnikatel'sk4 neistota sa premieta aj do zamestnavania: podnikatelia sa obavaji zamestnavat’ 'udi
na trvalé pracovné zmluvy, pretoze z takéhoto zmluvného vztahu im vyplyvaji povinnosti odstupného,
ale aj platenie inych benefitov.

1. Narasta trend ,,docasnej prace” — zmluvy na dobru urcita, kedy je zamestnanec zamestnany len na
urcity projekt.

2. Zotrvanie v praci je podmienené splnenim konkrétnych zadani (napr. akademicka poda).

3. Preferovanie nepriameho zamestnavania sa prejavuje aj v naraste poctov tzv. agentirnych
zamestnancov, ktori len teoreticky pozivaji rovnaka ochranu ako stali zamestnanci.

Tato situdcia sa prejavuje v naraste poctu l'udi, ktori st zamestnavani tzv. prekérnym spésobom;
vznika nova skupina 'udi nazyvana prekariat (Doloba¢ 2014; Standing, 2019; Di Fabio & Palazzeschi,
2016), zamestnana docasne a s mizernym platom.

Prekérne zamestndvani l'udia st vystaveni vys$Siemu riziku neurotickych, ¢i izkostnych poruch,
uniky z neistoty moézu viest’ aj k abtizu (napr. Canivet et.al 2016).

Jednym z dosledkov je aj tlak na zvySovanie produktivity prace organizaCnymi, nie
technologickymi opatreniami — to je zvySovanim noriem spotreby prace — v tohtoro¢nom vyskume
metdd merania spotreby prace (Kalis et al., 2022) zistujeme, ze az 72% respondentov — robotnikov zo
strojarstva a automotive musi pracovat’ nad¢as, aby stihli splnit’ vykonové normy... To sa samozrejme
podpisuje na ich pocitoch spokojnosti v praci a radosti zo Zivota s negativnymi dopadmi na psychické
aj fyzické zdravie.

Podl'a udajov OSHA z celoeurdpskych prieskumov verejnej mienky realizovaného Eurdpskou
agenturou pre bezpecnost’ a ochranu zdravia pri praci EU — OSHA vyplynulo, Ze vyskyt pracovného
stresu v Eurdpe je zarazajuci nakol’ko:

1. 25 % zamestnancov v Eurdpe tvrdi, Ze zazivajh stres suvisiaci s pracou takmer po cely pracovny

Cas alebo jeho velku Cast’,

2. 51 9% zamestnancov sa domnieva, ze pracovny stres je na ich pracovisku bezny,
3. 4z 10 zamestnancov si myslia, ze problém stresu sa v ich organizacii neriesi spravne.

Tieto tdaje, ktoré budu narastat, signalizuju riziko nemoci spojenych so stresom, ¢o uz
v minulosti prinasalo miliardové naklady pre ekonomiku.

Kompetencie pre Priemysel 4.0

Ako kazda velka technologicka, aj Stvrta priemyselna revolacia prinasa uvahy o potrebnych
kompetenciach zamestnancov, ktori budu stat’ pri linkach ¢i obrazovkach komputerov v budiicom
obdobi. V nasom ekonomickom prostredi sa tejto problematike venovali Gregar, Pejfova, Matoskova
(2019 2 2021) a Kalis (2017) a Kali§ & Kosa (2020).

Metodologicky pristup k definovaniu struktiry kompetencii vychadza bud’ z deduktivneho
odvodenia pozadovanych kompetencii zo zmien charakteristik prostredia, alebo z redefinovania
potrebnej trovne jestvujucich kompetencii (napr. Grzybowska & FLupicka 2017). Rozlisuju sa
kompetencie potrebné pre zamestnancov vo vSeobecnosti, kompetencie pozadované pre manazérov
a pre projektovy manazment.

V nasom pristupe volime deduktivnu metddu, priCom sa sustred’'ujeme na osobné kompetencie,
ktoré povazujeme za klaCové pre zvladnutie narokov Stvrtej priemyselnej revolucie. Ostatné
kompetencie zostavajui, podl'a nasho nazoru, nad’alej aktualne — napr. vedomosti, pricom v tomto

pripade ide o sposobilosti jednoducho rozvijateI'né.
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Adaptabilita

Adaptabilita je primarnou sposobilostou, ktora je nevyhnutna pre zvladnutie zmien suvisiacich
so 4. priemyselnou revoltciou (vid’ aj Cabegas & Da Silva 2020). Aktualne sa v socialnej psychologii
uvazuje o adaptabilite v stvislosti s ¢rtovou tedriou osobnosti (Martin et. al. 2012; Cook, 2016). Tito
autori povazuju adaptabilitu za vlastnost’, ktora je dolezita aj pri vyrovnavani sa s neurcitost'ou, ktord je
zdrojom neistoty. Konstatuje sa, ze miera adaptability je individualne odlisnd a charakterizuje
jednotlivcov. V sucasnej personalistike je pertraktovany pojem flexibilita. Waldeck et al. (2021), s. 1
definuju adaptabilitu a flexibilitu: ,,Adaptabilita sa povazuje za klicovy mentalny zdroj a vztahuje sa
na kognitivnu, behaviordlnu a emocionalnu regulaciu (alebo prisposobenie) jednotlivca v situaciach
zmeny, novosti a neistoty. Psychologicka flexibilita sa vztahuje na schopnost’ ¢loveka umoznit
prezivanie a prijimanie negativnych myslienok a pocitov s pochopenim, ktoré je vedené zavizkom k
¢innosti riadenej cielom podla hodndt, ktoré si sam zvolil.“ Adaptabilita ako pozadovanad osobna
kompetencia pre fungovanie v prostredi 14.0 vSak naraza aj na etické aspekty: adaptabilita ako nekriticka
poslusnost’ je kontraproduktivna kvoli nedostato¢nej samostatnosti a absencii zodpovednosti (vid’
Milgramove experimenty). Takisto je tu riziko ,,ucelovej adaptacie®, kedy bude zamestnanec predstierat’
lojalitu, ktoru aktualne nepreziva. Takisto existuje viac definicii flexibility, ktoré st blizsie socidlno-
psychologickému chapaniu: ,,Flexibilita je osobnostna vlastnost’, ktora popisuje, do akej miery sa ¢lovek
dokaze vyrovnat’ so zmenami okolnosti a mysliet’ na problémy a tilohy novymi, tvorivymi sposobmi”
(Thurston & Runco, 1999).

Otvorenost’ vo¢i novym mySlienkam a voci zmene

Ide 0 sposobilost’, ktora sa pravdepodobne ¢iastoéne prekryva s adaptabilitou a flexibilitou. Je to
vlastnost’ kognitivneho Stylu, ktord stvisi aj so sklonom vyhladavat nové informécie (Cattel &
Schuerger, 2003). Ide 0 &rtu osobnosti, ktord ma v ¢ase relativne stabilny charakter (Lisa, 2019). O tom,
7e tieto spdsobilosti s pre uspech implementacie zmien suvisiacimi s 14.0 sved¢i nepriamo aj
vyskum klastru INDUSTRY4UM a spolo¢nosti Trexima o prieniku digitalizdcie do vyrobne;j
sféry:

Zatial' ¢o zahrani¢ni vrcholovi manazéri vnimaji digitalizdciu ako kIai¢ovu pre budicnost’
podniku, na Slovensku je vnimanie jej ddlezitosti nizke, a zaznamenava klesajtci trend (2020 — 74%,
2021 — 46%).

Postoje manazmentov sa tak stavaju bariérou pre d’alsi rozvoj podniku.

Podl'a hodnotenia Martina Morhaca, ¢lena predsednictva Industry4dUM, sa pod tento stav
podpisuje skuto¢nost, Ze:,,Manazéri si eSte dostatoéne neuvedomuji potencial, vyznam a prinosy
digitalnej transformacie, co spomal’uje napredovanie potrebnych zmien. Digitalizaciu tiezZ spomaluju
extrémne vonkajsie vplyvy. Na eliminaciu otrasov takychto rozmerov nie st podniky pripravené.*

Schopnost’ zvladat’ neistotu a viacznacnost’

V tomto pripade ide o komplexnti spOsobilost emocne zvladat stresové vplyvy neistoty,
existencné ohrozenia a viacznacnosti, ktoré sprevadzaji proces 14.0. Takisto ide 0 vyrovnavanie sa
s prekérnym zamestnavanim — S neistotou, ktora je spojena s takymto zamestnavanim.

Schopnost’ pracovat’ samostatne a osamote

Tato sposobilost’ spociva v zvladnuti samostatnej a individualnej prace zdomu v zmysle
schopnosti vy$sej miery sebaregulacie a sebadiscipliny. Jedna sa aj o vlastnost’, ktora stivisi s emo¢nou
zrelost'ou a S moralnymi spdsobilostami pre pracu (Kalis, 2017).
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Sposobilosti spojené s inovativnym rieSenim problémov

Zavadzanie prvkov Priemyslu 4.0 je spojené s inovaciami, inovacie vyzaduji inovativne rieSenie
problémov spojenych s logistikou, ergonémiou, organizaciou préce.

Za zavazné zistenie povazujeme informacie od projektovych manazérok a manazérov
0 komplikovanejSom az nemoznom riesSeni zlozitych a inovativnost’ vyzadujtcich problémov online.
Jednym z rieSenim, ktoré je treba samozrejme overit, by mohlo byt vyuZzivanie formalizovanych a na
pravidlach rieSenia zaloZenych postupov metédy TRIZ. Algoritmy rieSeni su pouzitelné aj pri
komunikécii online.

Zaver

Zastavame nazor, ze spdsobilosti, ktoré sa tykaji vedomosti alebo manazérskych zru€nosti,
nadobudaju v pripade 14.0 len iné miesto z hladiska ich dolezitosti a daju sa pomerne jednoducho
arychle rozvinut’ alebo ziskat. Prikladom je napr. obsluha CNC strojov, kde na ich ovladanie staci
zaucenie, o je poziadavka na kognitivne predpoklady. Ak vsak robotnik ¢i robotnicka nie je ochotna
0svojit’ si tieto zruénosti, prispdsobit’ sa novym poziadavkam, tak je kognitivna vybava, hoci je kvalitna,
zbytocna...

Zastavame nazor, ze tzv. osobné spdsobilosti, patriace do okruhu moréalnych sposobilosti pre
pracu - zodpovednost, kooperativnost’ a ochota prijimat zmeny, ako aj Cinnostné — podnikavost’,
odbornost a motivovanost - budd pre osvojenie si principov a postupov stvisiacich so Stvrtou
priemyselnou revoluciou ovela dolezitejSie, ako spdsobilosti suvisiace s kognitivnymi vlastnostami
a sposobilosti, hoci aj tieto budu stale dolezité.

Pre d’al§i vyskum povazujeme za dolezité rozvijat’ poznatky o adaptabilite vo vSeobecnosti,
adaptabilite v praci, ale takisto o problematike flexibility a ochoty prijimat’ nové myslienky a zmeny.
Poznatky o uplatiiovani principov a postupov V digitalnej transformacie na Slovensku pomerne
jednoznacne ukazuju na nedostatky v tejto oblasti spdsobilosti.

Ziadna zo sposobilosti sa nebude rozvijat bez podnetov zo vzdelavania. V ankete medzi
Studentmi strednych odbornych §kol technického zamerania sme nenasli Studenta, ktory by poznal
pojem Industry 4.0 a samozrejme, uz vobec nie jeho obsah.
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Trauma preZita v praci a jej suvis s vyhorenim, sekundarnym traumatickym stresom,
zadost'ufinenim z pomahania a posttraumatickym rozvojom u pomahajucich profesii
Work-related trauma and its relationship with burnout, secondary traumatic stress,
compassion satisfaction and post-traumatic growth in helping professions

Miroslava Koverovdt, Nikola Zrebnd* & Lucia Tisliarovd*
Filozoficka fakulta, Univerzita Pavla Jozefa Safirika v Kosiciach

Abstract

The aim of the current study was to explore, which of the selected characteristics of work-related trauma
(the perceived intensity of trauma - loT, time elapsed since the traumatic experience, the perceived
frequency of traumatic experiences at work - FoT) predict burnout (B), secondary traumatic stress
(STS), compassion satisfaction (CS) and post-traumatic growth (PTG) in helping professionals. This
online cross-sectional study included 220 helping professionals (voluntary response sampling; 71%
working in hospitals — Group 1, 29% working in children’s homes — Group 2; 100% female; mean age
40.29 years; mean length of work experience 14.89 years). The participants answered questions about
work-related trauma characteristics and completed Maslach Burnout Inventory, Professional Quality
of Life Scale and Post-Traumatic Growth Inventory. Hierarchical linear regression showed that in
Group 1, the perceived loT and FoT significantly predicted B and STS, while the perceived loT predicted
PTG. In Group 2, PTG was significantly predicted by the perceived 10T and the length of work
experience, while B was significantly predicted by the perceived FoT and the length of work experience.
B, STS and PTG are significantly predicted by the characteristics of work-related trauma, especially by
the perceived loT. Non-representative sample and voluntary response sampling limit the
generalizability of the research findings.

Keywords. trauma; burnout; secondary traumatic stress; compassion satisfaction; post-traumatic
growth

Abstrakt

Cielom vyskumu bolo zistit, ktoré z vybranych charakteristik traumy prezZitej v praci (vnimanda intenzita
traumy — I7, cas uplynuty od traumy, vnimana frekvencia prezivania traumy v praci — FT) predikuju
vyhorenie, sekunddrny traumaticky stres (STS), zadostucinenie z pomahania (CS) a posttraumaticky
rozvoj (PTG) U pomdhajicich pracovnikov. Online prierezového vyskumu sa zicastnilo 220
pomdhajucich profesiondalov (vyber bol zalozeny na dobrovolnosti; 71% zdravotnicok, 29%
zamestnankyii Centier pre deti a rodiny (CDR); 100% Zien; priemerny vek 40,29 rokov, priemernd dlzka
praxe 14,89 rokov), ktori zodpovedali otizky o charakteristikach traumy prezitej v prdaci a vyplnili
Maslachovej Dotaznika vyhorenia, Skalu profesijnej kvality Zivota a Dotaznik posttraumatického
rozvoja. Viacndsobna linedrna regresia preukdzala, Ze u zdravotnicok boli vaimand IT a FT prediktormi
vyhorenia a STS, a vaimana IT prediktorom PTG. U zamestnankyn CDR boli vyznamné najmd vnimanda
IT a dizka praxe pri predikcii PTG, a vaimand FT a dizka praxe pri predikcii vyhorenia. Charakteristiky
traumatickych zaZitkov preZitych pri vykone pomdahajucej profesie signifikantne predikuju vyhorenie,
STS aPTG. Klucovu rolu zohrava najmd vnimana IT. Nereprezentativny vyber zaloZeny na
dobrovolnosti limituje zovSeobecnovanie zisteni.

Kracové slova. trauma; vyhorenie; sekundarny traumaticky stres; zadostucinenie z pomdhania;
posttraumaticky rozvoj
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Uvod

Pomahajuci profesionali st pri vykone svojej prace vystaveni zvySenému riziku traumatizacie,
ktora moze mat’ negativne dopady na ich psychické zdravie a prispievat k ndrastu vyhorenia,
sekundarneho traumatického stresu (STS) a poklesu zadost'ucinenia z pomahania (CS) (McNeillie &
Rose, 2021; Turgoose & Maddox, 2017; Maslach & Leiter, 2016). Traumatizujtice zazitky vSak zarovei
maju potencidl facilitovat’ pozitivne psychologické zmeny v zmysle posttraumatického rozvoja (PTG;
McNeillie & Rose, 2021; Tedeschi et al., 2018). Vyskumy vSak neprinasaju jednotné zistenia tykajuce
sa toho, ktoré charakteristiky traumy suvisia s rozvojom pozitivnych a negativnych psychologickych
dosledkov po preziti traumatizujucej udalosti pri vykone pomahajucej profesie (Rauvola et al., 2019).
Vedeckeé stadie sa v tejto oblasti zameriavali na rozli¢né aspekty a korelaty traumy, primarne na vek,
diZku praxe, pritomnost’ traumy v osobnej anamnéze pomahajiiceho pracovnika, frekvenciu kontaktu
S traumatizovanymi klientmi, mensSia pozornost’ bola venovana napriklad vnimanej intenzite traumy
(IT), frekvencii prezivania traumatizujucich udalosti v préaci (FT) alebo casu, ktory od traumy uplynul
(Rauvola et al., 2019). Vzhl'adom na variabilitu skimanych charakteristik traumy i1 vedeckych zisteni je
otazne, ktoré aspekty traumy su prediktormi rozvoja pozitivnych a negativnych psychologickych
dosledkov pomahania, a ktoré z nich zohravaji v tomto vzt'ahu najvyznamnejsiu rolu.

Ciele

Vzhl'adom na nejednoznac¢nost’ vedeckych poznatkov a nedostatok relevantnych §tadii v naSich
podmienkach bolo cielom studie preskiimat’ rolu vybranych charakteristik traumy prezitej v praci (Cas
uplynuty od traumy, vnimana IT, vnimand FT) pri predikcii vyhorenia, STS, CS a PTG u pomahajucich
pracovnikov. Predpokladali sme, Ze vybrané charakteristiky traumy prezitej v praci budu predikovat’
vyhorenie (EE — emocionalnu exhausciu, DEP — depersonalizaciu, PA — spokojnost’ s pracovnym
vykonom/personal accomplishment), STS, CS a PTG (zmeny vo faktoroch vztahy s lud’'mi, nové
moznosti, osobna sila, spiritualita a ocenenie zivota).

Metoda

Organizacia vyskumu

Vyskum prebiehal online poc¢as pandémie COVID-19 v obdobi od novembra 2020 do
februara 2021 v stilade so stthlasom Etickej komisie FF UPJS v Kogiciach ¢. FIL003755/2021.
Cielovou skupinou boli pomahajuci pracovnici pdsobiaci v dvoch roznych oblastiach —
zdravotnickych zariadeniach a Centrach pre deti a rodiny. Zamestnanci na tychto pracoviskach
boli pre ucast’ vo vyskume oslovovani zamerne prostrednictvom socialnych sieti a e-mailov,
ich rozhodnutie pre spolupracu bolo dobrovol'né a ziskané data boli anonymné. Kazdy Gcastnik
potvrdil informovany stihlas s vyskumom.

Vyskumny subor

Vyskumu sa zi€astnilo 267 poméhajucich pracovnikov z celého Slovenska. Z tohto poctu
boli vyluceni participanti, ktori odoslali netuplny online formular (n = 24) a kvoli homogenite
suboru a nizkemu zastipeniu aj Studenti (n = 2) a muzi (n = 21). Finalny vyskumny stibor preto
pozostaval z 220 zien vo veku 21-61 rokov (M = 40,29; SD = 11,01), dizkou praxe 0-42 rokov
(M = 14,89; SD = 12,74) aprevazne vysokoSkolskym vzdelanim 2. stupna (44%), ktoré
pracovali v ustavnych a ambulantnych zdravotnickych zariadeniach (skupina 1; zdravotné
sestry, porodné asistentky; n = 157) alebo Centrach pre deti arodiny (skupina 2;
vychovavatel’ky; n = 63) na celom Slovensku (10% BA kraj, 4% TT kraj, 7% TN kraj, 17% ZA
kraj, 35% BB kraj, 5% NR kraj, 9% PO kraj a 13% KE kraj).
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Vyskumné nastroje

V tivode online formuléra participanti vyplnili demografické udaje: rod, vek, pracovni
poziciu, dizku praxe v poméhajucej profesii, kraj, najvyssie dosiahnuté vzdelanie. Nasledne
zodpovedali otazky o traume prezitej v praci: 1. aka konkrétnu traumatizujiicu udalost’ zazili
pri vykone profesie; 2. v akej miere bola pre nich tato udalost’ traumatizujuca (0 = vobec;
5 = nesmierne); 3. aky ¢as uplynul od tejto udalosti; 4. ako Casto zo svojho pohl'adu zazivaji
V praci traumatizujice udalosti (0 = vobec; 5 = takmer denne).

PTG bol zistovany Dotaznikom posttraumatického rozvoja (PTGI; Tedeschi & Calhoun,
1996). Participanti v niom posudzovali Groveil zmien po preziti traumy popisanej v tvode
formulara (0 = tGto zmenu som nezazil/a; 5 = tito zmenu som zazil/a vo vel'mi vyraznej miere).
Odhady vnutornej konzistencie pre pat’ faktorov PTGI (McDonaldova ) boli akceptovatel'né,
Vv rozpati 0,759-0,900 v skupine 1 a 0,804-0,924 v skupine 2.

Vyhorenie bolo zistované Maslachovej Dotaznikom vyhorenia (MBI-HSS; Maslach &
Jackson, 1981; slovenskd adapticia Raczova & Koverova, 2020). Odhady reliability
(McDonaldova ®) pre faktory EE, DEP aPA (v analyzach bol faktor PA ponechany
neprepolovany) boli 0,909, 0,794 a 0,842 v skupine 1 a 0,897, 0,797 a 0,924 v skupine 2.

STS aCS boli zistované Skalou profesijnej kvality Zivota (ProQOL; Stamm, 2010;
slovenska adaptacia Koverova, 2018). Odhady vnutornej konzistencie (McDonaldova o) oboch
faktorov boli 0,869 a 0,893 v skupine 1 a 0,863 a 0,772 v skupine 2.

Statistické analyzy

Data boli analyzované v softvéri IBM SPSS Statistics 25 viacnasobnou linedrnou
regresiou (metodda Enter) pre obe skupiny poméhajucich profesionalov samostatne, nakol’ko sa
signifikantne 1i8ili v sledovanych premennych (faktoroch vyhorenia, STS a faktoroch PTG). Na
strane predikovanych premennych boli tri faktory vyhorenia, STS, CS a pat’ faktorov PTG. Pre
kazdu z tychto 10 premennych boli analyzované styri prediktory: dizka praxe (krok 1), vnimana
IT, &as uplynuty od traumy a vnimana FT (krok 2). DiZka praxe bola do regresnych modelov
pridana v kroku 1 ako kontrolovana premenna kvoli jej variabilite v siibore. Medzi prediktormi
nebola zistena multikolinearita (VIF v rozpéti 1,047-1,399 v skupine 1 a 1,046-1,318 v skupine
2). Pocet participantov bolo mozné povazovat za postacujuci pre ucely realizovanych analyz —
pri viacnasobnom linedrnom modeli so Styrmi prediktormi by mal mat’ vyskumny subor asponl
61 participantov pre odhalenie silného efektu (f2 = 0,30) na irovni $tatisticke;j sily 0,8 a Girovni
pravdepodobnosti 0,0125 (Soper, 2022). Hladinu vyznamnosti p < 0,0125 sme pre interpretaciu
signifikantnych zisteni upravili S ohl'adom na pocet prediktorov (Bonferroniho korekcia).

Vysledky

U zamestnankyti zdravotnickych zariadeni boli signifikantné regresné modely pre EE (R? =
0,165; F = 8,022; p < 0,001), STS (R? = 0,183; F = 9,765; p < 0,001) a 4 faktory PTG: vztahy s l'ud'mi
(R>=0,086; F =3,917; p = 0,010), nové moznosti (R? = 0,098; F = 5,008; p = 0,002), spiritualita (R? =
0,125; F = 5,151; p = 0,002) a ocenenie zivota (R*= 0,136; F = 6,370; p < 0,001). Vo vietkych Siestich
regresnych modeloch bola diZka praxe slaby a nevyznamny prediktor, najviac k vysvetleniu variability
prispievali prave tri sledované charakteristiky traumy: AR?= 0,140 (EE), AR?= 0,166 (STS), AR? =
0,075 (vzt'ahy s l'ud’'mi), AR?= 0,094 (nové moznosti), AR?= 0,094 (spiritualita) a AR?= 0,115 (ocenenie
zivota). EE bola pozitivne predikovana vnimanou IT ( = 0,296; p < 0,001), na hranici signifikancie
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bola aj vnimana FT (B = 0,193; p = 0,018). STS bol pozitivne predikovany vnimanou IT (B = 0,307; p
< 0,001) a vnimanou FT (p = 0,212; p = 0,009). Zmeny vo faktoroch PTG boli pozitivne predikované
vnimanou IT: = 0,240; p = 0,004 (vztahy s 'ud'mi), B = 0,292; p < 0,001 (nové moznosti), B = 0,265;
p = 0,001 (spiritualita) a f = 0,271; p= 0,001 (ocenenie zivota).

U vychovévateliek v CDR boli vyznamné regresné modely pre DEP (R? = 0,120; F = 8,208; p
= 0,006), EE (R? = 0,305; F = 3,216; p = 0,029) a 4 faktory PTG: vztahy s l'ud'mi (R? = 0,250; F =
5,120; p = 0,003), nové moznosti (R?=0,197; F = 4,034; p=0,011), osobna sila (R? = 0,261; F = 4,047;
p = 0,011) a ocenenie zivota (R?= 0,223; F = 5,409; p = 0,002). DEP bola ako jedina predikovana iba
dizkou praxe (B = 0,347; p = 0,006), pridanie charakteristik traumy do regresného modelu v tomto
pripade nebolo signifikantné (AR?= 0,069; F = 1,624; p = 0,194). EE bola predikovana dizkou praxe (B
=0,353; p = 0,007) a vnimanou FT (B = 0,386; p = 0,003), pri¢om diZka praxe vysvetlovala vyssiu ¢ast’
variability EE (AR? = 0,187) ako vnimana FT (AR?= 0,118). V pripade faktorov PTG k vysvetleniu
variability prispelo prave pridanie charakteristik traumy do regresného modelu: AR?= 0,202 (vztahy
s l'ud'mi), AR?= 0,171 (nové moznosti), AR?= 0,157 (osobna sila) a AR?= 0,221 (oCenenie Zivota).
Zmeny v troch faktoroch PTG boli pozitivne predikované iba vnimanou IT: f =0,486; p < 0,001 (vztahy
s l'ud'mi), B = 0,432; p = 0,002 (nové moznosti) a f = 0,504; p = 0,001 (ocenenie zivota). Zmeny vo
faktore osobna sila boli tiez pozitivne predikované vnimanou IT (f = 0,377; p = 0,005), ale negativne aj
diZkou praxe (p = -0,376; p = 0,006).

Diskusia

Charakteristiky traumy (vnimana IT a vnimanad FT) vysvetlovali mieru alebo frekvenciu
prezivania EE, STS a PTG u pomahajucich pracovnikov. Zaroveni boli identifikované rozdiely v
prediktoroch sledovanych pozitivnych a negativnych dosledkov pomahania v zavislosti od typu profesie
medzi zamestnancami zdravotnickych zariadeni a zamestnancami CDR. Tieto odlisnosti je z nasho
pohl'adu mozné vysvetlit' napliiou prace asmnou spojenymi Specifickymi typmi traumatizujucich
udalosti, s ktorymi sa zamestnanci pri vykone svojej profesie stretdvaju. Zdravotnicky (zdravotné sestry
a porodné asistentky) v nasom subore naj¢astejsie uvadzali imrtie pacientov ako traumatizujici zazitok
spojeny s vykonom profesie, kym vychovavatel’ky v CDR vnimali ako traumatizujucu najmi fyzicka
a verbalnu agresiu deti voci nim.

Rozdiely v prediktoroch medzi oboma skupinami pomahajucich pracovnikov boli zistené najma
pri negativnych dosledkoch pomahania. U zdravotni¢ok predikovali charakteristiky traumy faktor EE
v ramci vyhorenia a STS, kym u vychovavatelick v CDR vysvetlovali dva faktory vyhorenia — EE
a DEP. Vyssia miera STS a EE bola u zdravotni¢ok primarne vysvetlena vysSou vnimanou IT a vySSou
vnimanou FT. U vychovavatelieck v CDR bola vysSia miera EE a DEP predikovand dlhSou praxou,
pricom EE vysvetlovala aj vyssia vnimana FT.

Naopak, podobnosti vo vysledkoch sme identifikovali v pripade PTG ako pozitivneho dosledku
spojeného s prezitim traumy pri vykone pomahajicej profesie. U zdravotniCok aj vychovavateliek v
CDR bola vyssia miera zmien vo faktoroch PTG vysvetliteI'na vnimanou IT. Pokial’ vnimali traumu
prezita v praci ako intenzivnu, pomahajuci pracovnici v oboch skupinach referovali aj 0 vyssej Grovni
pozorovanych pozitivnych zmien v oblasti vzt'ahov s druhymi l'ud’'mi (vztahy vnimali ako emocionalne
blizsie, podpornejsie, pozitivnejsie), novych moznostiach (nasli si nové zaujmy, nové smerovanie v
zivote) a oceneni zivota (viac si vazili Zivot, zmenili sa ich zivotné priority). Zdravotni¢ky referovali
tie o vysSej miere spiritudlnych zmien (prehibeni viery), kym vychovavatel’ky v CDR vypovedali aj
0 vySSej miere zmien v oblasti osobnej sily (naraste sebaddvery a vnimanej schopnosti zvladat’ tazkosti).

Dalsie skumané pozitivne dosledky pomahania (spokojnost s pracovnym vykonom ako
neprepolovany faktor vyhorenia a zadostucinenie z poméhania) neboli u poméhajucich pracovnikov
predikované Zziadnou zo sledovanych charakteristik traumy. Uvedené V sulade s doterajSimi
vyskumnymi zisteniami (McNeillie & Rose, 2021; Kéverova & Raczova, 2017; Turgoose & Maddox,
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2017; Maslach & Leiter, 2016) moZze reflektovat, Ze pritomnost’ traumy ma potencial zvySovat’ riziko
rozvoja negativnych dosledkov pomahania (stresu, vyhorenia, STS/inavy z pomahania), avsSak
nepritomnost’ traumy alebo niz§ia miera traumatizdcie nemusi viest' k CastejSiemu prezivaniu
pozitivnych dosledkov pomahania.

Cas uplynuty od preZitej traumy nebol signifikantnym prediktorom sledovanych dosledkov
poméhania u Ziadnej skupiny pomahajicich pracovnikov. Dizka praxe viak bola identifikovana ako
vyznamny prediktor EE, DEP a osobne;j sily (faktor PTG) u vychovavatelieck v CDR — s dlhSou praxou
narastali pocity vy¢erpania a odstupu od klientov a traumatizujuce udalosti prezité v praci vnimali skor
ako zdroj oslabenia ich sebadovery, presvedCeni o vlastnej sile a schopnosti zvladat’ tazkosti. Tieto
zistenia kore$ponduju s vysledkami vedeckych stadii, ktoré referuji o vy$Som vyskyte negativnych
dosledkov pomdhania (vyhorenia, stresu, inavy z pomahania) u pomahajucich pracovnikov s dlhSou
praxou (Koverova & Raczova, 2017; Sliwinski et al., 2014). Vysledky vyskumov viak ani v tejto oblasti
nie su jednotné (Rauvola et al., 2019). Negativne dosledky pomahania sa mézu vo vysokej miere
vyskytovat’ aj u menej skusenych zamestnancov alebo $tudentov (Volpe et al., 2014; Michalec et al.,
2013; Edwards et al., 2006). Dizka praxe teda nie je jednozna¢nym faktorom, ktory by prispieval
k CastejSiemu prezivaniu negativnych dosledkov pomahania. Nase vysledky naznacujui, Ze moderujucim
faktorom by v tomto vzt'ahu mohol byt typ vykonavanej profesie.

U zdravotni¢ok diZka praxe nepredikovala pozitivne ani negativne dosledky poméahania. Aj tu
modze rolu zohravat' povaha traumatizujucich udalosti, s ktorymi sa pomahajici pracovnici réznych
profesii na svojich pracoviskach stretavaju. Smrt’ pacienta v zdravotnickom zariadeni verzus agresivne
spravanie deti v CDR st odli$né zdroje traumatizacie zamestnancov, a to nielen vo svojej podstate
(Gmrtie pacienta je pre zamestnanca mens$im osobnym ohrozenim ako agresia diet’ata/mladistvého), ale
aj v narokoch, ktoré na pracovnikov kladu v zmysle zvladania traumy a jej kognitivneho spracovania.
Prave neefektivne kognitivne spracovanie traumy (popieranim, I'itostou) sa javi ako doélezity faktor
spojeny s rozvojom negativnych désledkov pomahania — STS/inavy z pomahania (Oginska-Bulik et al.,
2022; McNeillie & Rose, 2021). Zdravotni¢ky bez ohPadu na dizku praxe mozu mat osvojené
efektivnejSie stratégie kognitivneho spracovania traumatizujucich udalosti v praci (napr. v podobe
akceptacie alebo pozitivneho preramcovania udalosti). Na druhej strane, u vychovévateliek v CDR
modze byt naro¢nejsie takouto formou kognitivne spracovat’ osobne ohrozujlce traumatizujlice situcie
pri vykone povolania, pripadne namiesto nich viac vyuzivaji menej efektivne stratégie kognitivneho
spracovania (popieranie, I'utost). Tieto faktory spolu s postupnym kumulovanim poctu traumatizujtacich
sktisenosti v praci moézu vysvetlovat’ prave vyssie diskutovany narast EE a DEP s diZkou praxe
u vychovavateliek v CDR.

Na zéver je mozné sumarizovat’, Ze miera prezivania vyhorenia, STS a PTG vyznamne stvisi
S charakteristikami traumatickych zazitkov, s ktorymi su pomahajuci pracovnici konfrontovani pri
vykone svojej profesie. Signifikantnil rolu zohrdva vnimand intenzita prezitej traumy a S ohl'adom na
typ profesie aj frekvencia traumatizacie pri vykone prace a dizka praxe. Preto je namieste zohl'adiiovat’
$pecifika pomahajucich profesii a venovat’ pozornost’ konkrétnej povahe traumy, ktori pomahajuci
profesionali pri vykone svojej prace zazivaju.

Jednym z limitov vyskumu je nendhodny vyber stuboru, ktory neumoziuje generalizovat
zistenia. Online vyskum ma tiez svoje Specifika (Casova tispora a efektivita v ¢ase pandémie verzus
slabsia kontrola nad procesom zberu dat, nemoznost’ zodpovedat’ otazky ucastnikov a tym aj vyssie
riziko neporozumenia polozkam a nekorektnych odpovedi). Odpovede mohli byt skreslené aj
sebaposudzovacim charakterom dotaznikov (socialne ziadtice vypovede).

Prinos vyskumu vnimame vtom, Ze rozSiruje vedecké poznanie v oblasti doésledkov
traumatizacie u pomahajtcich pracovnikov. Porovnanim dvoch skupin zamestnancov v pomahajicich
profesiach sme mohli identifikovat’ prediktory dosledkov pomahania, ktoré sa zdaji byt nezavislé na
type vykonavanej profesie, a to najma pri vysvetleni PTG (primarne vnimana intenzita traumy), ako aj
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prediktory, ktoré sa javia ako Specifické s ohl'adom na typ profesie vo vztahu k vysvetleniu najma
negativnych dosledkov pomahania — EE a DEP (roky praxe). Zistenia maju tieZ aplikaény potencial
Vv realizdcii preventivnych a intervenénych programov zameranych na efektivne zvladanie negativnych
dopadov poméhania a podporu psychického zdravia zamestnancov v pomdahajucich profesiach pri
zohladneni Specifik konkrétnej profesie a individualnych potrieb zamestnancov.
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Reziliencia a existencidlne korelaty pocas 1. a 2. viny pandémie COVID-19 u
pracujucich dospelych.
Resilience and the existential correlates among working adults during the 1. and 2. wave
of COVID-19 pandemic.
Stanislava Gregor Sorgerova
Ustav klinickej psycholégie, Fakulta psycholégie, PEVS

Abstract

The aim of this thesis is to present the results of the analysis of relationship between resilience and the
existential correlates among working adults during the COVID-19 pandemic. We were interested in the
differences in the level of resilience and the existential correlates in working people who survived
COVID-19. The research subjects after the application of inclusion and exclusion criterias consisted of
198 participants aged 20 to 60 years. For the measurement of the resilience we had the Resilience Scale
and Brief Resilience Scale, for coping Existential Coping Scale and we used PMP-B Personal Meaning
Profile - Brief Version for measuring level of meaningfulness. The results showed moderately strong /
strong positive relations between resilience and existential correlates. In the paper we characterize the
empirical typology of our participants in the period of 1st and 2nd wave of the COVID-19 pandemic.
Keywords: resilience, coping, meaning of life, COVID-19

Abstrakt

V prispevku prezentujeme vysledky analyzy vzFahov medzi rezilienciou a existenciglnymi korelatmi u
pracujucich dospelych pocas obdobia pandémie COVID-19. Zaujimali nds aj rozdiely v wurovni
reziliencie a existencidlnych korelatov U pracujicich osob, ktoré prekonali ochorenie COVID-
19.Vyskumny subor po aplikdcii inkluznych a exkluznych Kritérii tvorilo 198 participantov vo veku od
20 do 60 rokov. Pri zbere dat bola pouzitd Skala reziliencie RS a Krdtka skala reziliencie, Existencidlna
copingova skdla ECS a prezivanie zmysluplnosti Zivota sme merali prostrednictvom Dotaznika
osobného profilu zmysluplnosti PMP-B. Vysledky ukdzali stredne silné a silné pozitivne vzrahy medzi
rezilienciou a existencidalnymi koreldatmi. V prispevku tiez charakterizujeme empiricku typolégiu nasich
participantov v obdobi 1. a 2. viny pandémie COVID-19.

KUPucové slova. reziliencia, coping, zmysluplnost Zivota, COVID-19

Uvod

Reziliencia

V definicii a v terminologii reziliencie sa autori rozchadzaju, ¢im nie je dana jednota (Hajduk
at al., 2015; Nowack, 2020; Solcova, 2009) aviak konsenzus autorov nachadzame v tom, e reziliencia
nie je len osobnostna ¢rta, ale ma rozliéné mnozstvo vrstiev, ktoré sa odlisné v presahovani do réznych
systémov ¢&loveka, pri¢om ich prejavom je spravanie (Solcova, 2009). Rezilienciu tak moézeme chapat
ako schopnost’ byt” odolny, adaptovat’ sa na zat'azové Situacie v zivote a zvladnut’ ich bez negativnych
dopadov na zdravie (Brooks, 2005; Greene, 2002; Szobiova, 2013; Solcova, 2009).

Coping

Coping sa dnes najcastejsie pouziva v suvislosti SO stresom a to pri prezivani neprijemného
fyzického alebo emocionalneho stavu pocas ohrozujucich okolnosti (Baqutayan, 2015). V tomto
vyzname vyrovnavania Sa S ohrozujucimi zatazami predstavil teériu Lazarus (1993), ktory pod
zvladanim rozumie “proces riadenia vnatornych a vonkajsich faktorov, ktoré su ¢lovekom v zatazovej
situdcii (stres) vyhodnotené ako zdroje ohrozenia (stresory).” Autor tak zdoraziuje hodnotenie ¢loveka
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(appraisal), ktoré rozumie ako kognitivne sprostredkovany pristup k stresovej reakcii. Hodnotenie je
neustalym univerzalne kognitivnym procesom priradovania vyznamnosti toho, ¢o sa dotyka osobnej
spokojnosti ¢loveka.

Zmysluplnost’ Zivota

V nasom vyskume vychadzame z teoritického konceptu hladania zmysluplnosti zivota od
Wonga (1989), v ktorej definuje zmysluplnost’ zivota ako individualne konstruovany systém, urcujuici
smerovanie v zivote ¢loveka. Koncepcia je tvorena z piatich zloziek a my vychadzame z osobnej zlozky,
ktora je rozdelena do siedmych dimenzii t.j. “Sedem kral'ovskych ciest hl'adania zmysluplnosti zivota”
a to: uspech, vztah, viera, sebatranscendencia, sebaakceptacia, intimita, spravodlivost’.

COVID-19 a jeho psychosocialne ucinky

Vyskumy venované reziliencii, copingu, preZivaniu a dopadom kriz ako pandémia Spanielskej
chripky, epidémia SARS, Eboly, pandémia Prasacej chripky H1N1 alebo teroristicky utok 11. septembra
2001 predpokladaju, Ze aj napriek nelahkej dobe pandémie COVID-19, vel'a 'udi z nej vyjde odolnejsi
(Polizzi et al., 2020). S tymito predpokladmi autorov stihlasia aj Chen a Bonanno (2020), ktori uvadzaja
vyskumné zistenia, podl'a ktorych T'udia su najviac odolni prave ked’ musia ¢elit' vel'mi zadvaznym
ivotnym okolnostiam. Skoré studie z Ciny dokumentujuce prejavy uzkosti a depresie pocas raného
obdobia pandémie COVID-19 potvrdili adaptaciu 'udi, ktori prijali preventivne opatrenia (Qiu et al.,
2020; Wang et al., 2020). Limitom skorych $tadii je v8ak prehliadanie ¢asom sa rozvijajacich procesov
po preziti ve'mi zatazovych okolnosti (Bonanno at al., 2010).

Ciel vyskumu

Ciel'om vyskumu bolo skamat’ vztahy medzi rezilienciou a existencialnymi korelatmi, a skamat’
rozdiely v ich trovni v kontexte prezivaného obdobia 1. a 2. viny pandémie COVID-19 u pracujucich
dospelych. Taktiez sme sa rozhodli charakterizovat’ empiricka typologiu.
Na zaklade stanoveného ciel’a vyskumu sme formulovali nasledujuce vyskumné otazky:

I. Reziliencia a existencialne korelaty

VOL1: Existuje vztah medzi rezilienciou a prezivanim zmysluplnosti Zivota u dospelych v produktivnom
veku?

VO2: Existuje vzt'ah medzi rezilienciou a copingovymi stratégiami u dospelych v produktivnom veku?
H1: Predpokladame, Ze medzi prezivanim zmysluplnosti zivota a copingovymi stratégiami u dospelych
v produktivnom veku je pozitivny vzt'ah. (Wong, 2020)

Il. Rozdiely v existencialnych korelatoch u oséb v zavislosti od ochorenia COVID-19

VO3: Existuje rozdiel v urovni reziliencie v zavislosti od osob, ktoré prekonali COVID-19 a tymi, ktoré
neprekonali COVID-19?

VO4: Existuje rozdiel v Grovni copingovych stratégii v zavislosti od osob, ktoré prekonali COVID-19 a
tymi, ktoré neprekonali COVID-19?

VO5: Existuje rozdiel v Grovni prezivania zmysluplnosti zivota v zavislosti u osob, ktoré prekonali
COVID-19 a tymi, ktoré neprekonali COVID-19?

I11. Empiricka typologia participantov

VO6: Ako su charakterizované empirické typy dospelych v produktivnom veku pocas pandémie
COVID-19 na zéklade reziliencie a existencialnych korelatov?
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Metody
Vyskumny stibor
Celkovy pocet participantov po aplikovani inkluznych (produktivny vek od 18 rokov do 62
rokov s aktivnym vykonavanim prace, slovenska narodnost’) a exklaznych kritérii (poberanie starobného
dochodku, student, materska a rodi¢ovska dovolenka, nezamestnany/a, praca alebo pobyt v zahranici,
in4 ako slovenské narodnost,, chybné oznaéenie v pracovnom zaradeni a vzdelanie ZS a SS bez maturity)
bol 198 vo veku od 20 do 60 rokov s priemernym vekom 30,4 roka (SD = 8,0; M = 28).

Metody zberu dat

Vyskumna stadia, ktora sme realizovali ma kvantitativny exploracno-verifikaény charakter.
Dotaznikova batéria bola zostavena zo $tyroch $kal, doplnena v Givode 0 otazky zamerané na zist'ovanie
sociodemografickych dat a udajov z obdobia COVID-19. Instrukcia v ivode dotaznikovej batérie bola
upravena aby zdoraznovala aktualnu situaciu.

Pre meranie trovne reziliencie sme sa rozhodli vyuzit’ Skalu reziliencie (RS-25) od Wagnildovej
a Youngovej (1993) (Cronbachova o = 0,89). Skalu tvoria dve dimenzie: osobné kompetencie a
sebakceptacia. Pre overenie pouzitia metédy na meranie reziliencie sme pouzili jednodimenzionalnu
BRS — Kratku $kalu reziliencie (Cronbachova a = 0,77) (Smith et al., 2008). Copingové stratégie sme
merali pomocou dvojdimenzionalnej (dimenzia zmysluplnosti a dimenzia akceptacie) EXistencialnej
copingovej skaly (Cronbachova o = 0,79)(Wong et al.,2006). Pre meranie osobného profilu pri prezivani
zmysluplnosti sme pouzili PMP-B Dotaznik osobného profilu zmysluplnosti (Cronbachova o = 0,79)
od autora Wonga (1998). 21 polozkovy dotaznik obsahuje 7 subskal: Gspech, vztah, viera,
sebatranscendencia, sebaakceptacia, intimita a spravodlivost’.

Existencialnu copingovi §kalu a Dotaznik osobného profilu zmysluplnosti sme s osobnym
stthlasom Dr. Wonga prelozili troma nezavislymi anglicky hovoriacimi prekladatel'mi do slovenského
jazyka. Na zaklade vzajomného konsenzusu boli vybrané tie najvhodnejsie polozky v slovenskom
jazyku.

Metédy analyzy dat

Ziskané data z dotaznikovej batérie sme spracovali v statistickom programe SPSS. Vztahy sme
zistovali Spearmanovym korelaénym koeficientom. Homogenitu rozptylov sme zistovali pomocou
Levenovho testu. Pre test normality sme pouzili Shapiro-Wilkov test. Pre zistovanie rozdielov medzi
skupinami sme pouzili v pripade splnenia podmienky pre test ANOVA pre analyzu roztylov tento
Statisticky test. V pripade, Ze to nebolo mozné sme pouzili neparametricky test, Kruskal-Wallisov.
Empirickua typologiu sme realizovali pomocou klastrovej analyzy K-means.

Vysledky

I. Reziliencia a existencialne korelaty

Medzi rezilienciou a zmysluplnostou zivota sme zistili silnt pozitivnu suvislost’ (rs= .534).
Pre overenie stvislosti medzi rezilienciou a prezivanim zmysluplnosti Zivota sme pouzili aj
jednodimenzionalnu Kratku skalu reziliencie. Meranim sme potvrdili pozitivnu savislost (rs=.291).

Vzt'ah medzi rezilienciou a existencialnym copingom je silne pozitivny (rs = .532). Pre tento
vztah uvadzame bodovy graf.

Prostrednictvom Kratkej skaly reziliencie sme potvrdili stredne silnt pozitivnu stvislost’ (rs =
.356).

Suvislost’ medzi prezivanim zmysluplnosti zivota a copingom u dospelych v produktivnom veku
mbzeme oznacit’ ako stredne silnu (rs = .409).
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Obrazok 1
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I1. Rozdiely v existencialnych korelatoch u oséb v zavislosti od ochorenia COVID-19

Na zaklade odpovedi na polozku, v ktorej sme sa participantov pytali ¢i boli pozitivne testovani

na COVID-19 sme ich rozdelili do troch skupin, ktoré sme nasledne porovnavali:

1. ti, ktori prekonali COVID-19 sami alebo ho prekonali vratane blizkej rodiny

2. ti, ktorych rodina alebo blizki znami zijuci v inej domacnosti prekonali COVID-19
3. ti, ktori neprekonali COVID-19 a ani ich blizki neprekonali COVID-19

Pouzitim $tatistickych procedur opisanych v sekcii metody sme zistili vysledok hodnoty
signifikancie p vyssi ako 0,05 a preto na hladine spol'ahlivosti 95% moézeme vyhlasit’, Ze neexistuji
rozdiely medzi skupinami pre premennu reziliencia a zmysluplnost’ zivota. Z vysledkov ANOVA
taktiez vyplyva, Ze rozdiely medzi skupinami nie su $tatisticky vyznamné, pretoze hodnota signifikancie
p je vyssia ako 0,05.

Rovnakym spdsobom sme postupovali aj pri ziskavani odpovede na otazku ¢i existuje rozdiel v
urovni copingovych stratégii v zavislosti od oséb, ktoré prekonali COVID-19 a tymi, ktoré neprekonali
COVID-19? Z vysledkov hodnoty signifikancie p, ktora je nizsia ako 0,05 mézeme vyhlasit’ na hladine
spolahlivosti 95%, Ze existujt Statisticky vyznamné rozdiely medzi skupinami pre premennu coping.

I11. Empiricka typologia participantov

Empiricka typolégiu participantov nasej vyskumnej vzorky (N=198) sme realizovali pomocou
klastrovej analyzy K-means. Pracujuci dospeli boli zaradeni do troch skupin z hl'adiska celkovej trovne
reziliencie, existencialneho copingu a prezivania zmysluplnosti zivota. Hodnoty uvadzame v tabul’ke 2.
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Tabul’ka 2
Charakteristika empirickych typov (Z-skére).

Klastrova analyza

1 2 3
Reziliencia 671 -.089 -1.515
Existencialny coping .693 =271 -1.160
Zmysluplnost’ Zivota .760 -.368 -1.113

Prva skupina “1” participantov je charakterizovana vysokym pozitivnym skoére v trovni
reziliencie (z =0, 671), copingu (z = 0,693) a prezivanej zmysluplnosti Zivota (z = 0,760). Tuto skupinu
nazyvame “rozvojovi” a nachadzalo sa v nej 87 participantov.

Participanti v druhej skupine “2” st charakterizovani priemernym skore v urovni reziliencie (z
= -0,089), copingu (z = -0,271) a prezivanej zmysluplnosti zivota (z = -0,368). Tychto participantov
nazyvame “rezilientni” a nachadzalo sa v nej 77 participantov.

Tretia skupina “3” participantov je charakterizovana vysokym negativnym skoére v trovni
reziliencie (z = -1,515), copingu (z = -1,160) a prezivanej zmysluplnosti zivota (z = -1,113).
Participantov v tretej skupine nazyvame “zranitelni” a bolo do nej zaradenych 34 participantov.
Overenie spravnosti rozdelenia do skupin sme realizovali linearnou diskrimina¢nou analyzou. Na
zaklade nami zvolenych kritérii bolo do skupin spravne zaradenych 94,9% participantov (N=198).
Znézornenie uvadzame Vv grafe 2.

Obrazok 2
Z-skore pre jednotlivé skupiny.
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I. Reziliencia a existencialne korelaty
V ramci nasho vyskumu sme zistili pozitivne stvislosti medzi rezilienciou a existencialnymi
korelatmi. Na zaklade nasSich zisteni sa da uvazovat’ 0 tom, v zivote ¢loveka prezivanim zmysluplnosti
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zivota a vyuzivanim existencialnych copingovych stratégii sa zvysuje aj uroven reziliencie. Tieto nase
zistenia su Vv sulade s teoretickym konceptom Matéjceka a Dytrycha (1998). Ich koncept nazera na
rezilienciu ako na fenomén podmieneny mnozstvom faktorov. Do skupiny individualnych faktorov
vplyvajicich na rezilienciu patri zmysluplnost (Ungar, 2008). Skimanim sme potvrdili aj
predpokladany vztah (Wonga, 2020) medzi copingom a zmysluplnost'ou Zivota. Podl'a Wonga (2020)
spolo¢ny menovatel' zvladania zavaznych bolestivych okolnosti v Zivote ¢loveka je orientacia na
zmysluplnost. Vyskumy viacerych autorov dokazujt, ze spdsob transformacie zavaznych zivotnych
situacii na odolnost’ a rast ¢loveka je s vyuzitim porozumenia zmyslu tejto bolestivej zataze (Folkman
a Moskowitz, 2000; Wong a Worth, 2017).

I1. Rozdiely v existencialnych korelatoch u oséb v zavislosti od ochorenia COVID-19

Statisticky vyznamny rozdiel sme zistili v skupinach participantov v trovni copingu. Vyssiu
uroven existencialnaho copingu dosiahli participanti, ktori prekonali COVID-19. Usudzujeme, Ze prave
prezivana zataz spojena S ochorenim aktivovala existencidlne copingové stratégie u tychto
participantov.

I11. Empiricka typologia participantov

V poslednej oblasti nasho skumania sme zadefinovali empiricki typologiu 3 skupin

participantov, ktori sa odliSovali v urovni reziliencie, copingu a prezivania zmysluplnosti zivota.
Prva skupina participantov bola charakterizovana vysokou troviiou reziliencie, copingu a prezivanej
zmysluplnosti  zivota a nazvali sme ich “rozvojovi”. Tuto skupinu participantov mdzeme
charakterizovat’ slavnym vyrokom filozofa Nietzscheho “Co ma nezabije, to ma posilni”. V psycholégii
tito zmenu nazyvame posttraumaticky rozvoj (Joseph, 2017). Je to schopnost vyrovnat' sa S
traumatizujucimi udalostami, ale i najst’ v nich zmysel (Nowack, 2020) premenit’ nepriazeni osudu na
triumf (Frankl, 2011), znasat’ situaciu a v pripade nemoznosti vplyvu nan, zaujat’ spravny postoj (Frankl,
2013).

Druhou skupinou su participanti s priemernou uroviiou reziliencie, copingu a nizSou mierou
prezivania zmysluplnosti zivota a nazvali sme ich “rezilientni”. Tychto participantov moze
chrakterizovat’ z kratkodobého hl'adiska problémova adaptacia sa na zatazové a stresujice udalosti s
nizkou mierou prezivanej zmysluplnosti zivota.

Tretia skupina participantov je charakterizovana nizkou troviiou reziliencie, copingu a
prezivanej zmysluplnosti zivota a nazvali sme ich “zranitel'ni”. Participanti len tazko zvladaju zavazné
zivotné situacie, znepokojuji ich problémy, rozmyslaju a trapia sa minulost'ou aj budicnost'ou, a v
prezivanom utrpeni nenachadzaju ziadny zmysel. Dévodom absentujicej reziliencie u tychto
participantov je opakované vystavovanie fyzickému alebo psychickému zneuzivaniu, nasilie, Strata
blizkej osoby ¢i tazke zdravotné postihnutie (Nowack, 2020).

Limity

Jednym z limitov je vyskumna vzorka, ktora nemé reprezentativny charakter. Dalsim limitom
nasej prace je forma zberu dat. Realizovali sme ju prostrednictvom vyplnenia online formulara. Z tohto
dovodu sme ukrateni 0 vietky faktory, ktoré do vyplinania online dotaznikovej batérie mohli vstapit.

Zavery

Za prinos nasho vyskumného badania povazujeme ziskanie detailnejSej analyzy vztahov a
charakteristiky empirickej typolégie, skimanie rozdielov. V buducnosti by nasim vyskumnym zamerom
bolo ciel’ vyskumu skiimat’ s odstupom ¢as po skonc¢eni pandémie COVID-19 a porovnat’ tieto vysledky.
Zaujimavym empirickym obohatenim taktiez by bolo preskimat’ psychosocialne aspekty na
individualnej, komunitnej a medzinarodnej urovni.
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Cielova orientacia mladych dospelych v oblasti prace

Goal orientation of young adults in the work domain
Jozef Bavolar', Ladislav Lovas*, Monika Hricovd® & Bibidna Kovdacovda Holevovd®
YKatedra psycholégie, Filozofickd fakulta, Univerzita Pavla Jozefa Safarika v Kosiciach

Abstract

The period of emerging adulthood (18-30 years) also represents the period of selection of goals in the
field of employment. The paper aims to provide an overview of the content characteristics of the
objectives of this period in the field of work with a focus on the role of demographic characteristics.
Data from 899 respondents aged 18-30 years were obtained within a nationwide representative survey.
In the area of work objectives, it was ascertained whether they have any objective in it and, if so, in
which category it can be classified. The statistical processing consisted of descriptive statistics and
surveys of demographic characteristics and categories of objectives. About 73% of research
participants stated specific goals at various stages of achievement. The remaining less than 27% are
those who do not have a goal in the area (6%) or do not yet have it in mind (12%), for about 8% of
participants the goals in this area are no longer current (they have already reached or have they have
already given up). The most frequently mentioned goals were finding a stable job (prevalent for students,
unemployed and participants on maternity / parental leave), career growth, income growth and
entrepreneurship (prevalent for workers). Women and men differed mainly in the categories ""being good
at work™ and "career growth". The results of the survey point to the important place of work goals in
the target orientation of young adults. It is possible to confirm the expected shift from the goal of finding
a stable job for those who do not yet have it, to career growth or entrepreneurship for participants with
work experience.

Keywords. goal orientation; work goals; emerging adulthood

Abstrakt

Obdobie vyndrajucej sa dospelosti (18-30 rokov) predstavuje aj obdobie vyberu cielov v oblasti
pracovného uplatnenia. Prispevok ma za ciel’ poskytnut pohlad na obsahovi charakteristiku cielov
tohto obdobia v oblasti prace so zameranim na ulohu demografickych charakteristik. V ramci
celoslovenského reprezentativneho vyskumu boli ziskané data od 899 respondentov vo veku 18-30 rokov.
V oblasti pracovnych cielov bolo zistované, ¢i v nej maju nejaky ciel, a ak ano, do ktorej kategorie je
mozné ho zaradit. Statistické spracovanie pozostavalo z opisnej Statistiky a zistovania vztahov medzi
demografickymi charakteristikami a kategoriami cielov. Konkrétne ciele v roznom Stadiu dosahovania
uviedlo asi 73% ucastnikov vyskumu. Zvysnych necelych 27% tvoria ti, ktori nemaju v danej oblasti ciel
(6%) alebo ho zatial nemaju premysleny (12%), pre priblizne 8% ucastnikov ciele z tejto oblasti uz nie
su aktudlne (uz ich dosiahli alebo sa ich uz vzdali). NajcastejSie boli uvadzané ciele tykajuce sa
vSeobecne najdenia stabilnej prdce (previddalo v pripade Studentov, nezamestnanych a participantov
na materskej/rodicovskej dovolenke), kariérneho rastu, zvysovania prijmu a podnikania (previadali v
pripade pracujiicich). Zeny a muzi sa odlisovali najmd v kategériach ,, byt dobry v praci a , kariérny
rast“. Vysledky prieskumu poukazuju na doélezité miesto pracovnych cielov v cielovej orientdcii mladych
dospelych. Je mozné potvrdit ocakdavany posun od ciela ndjdenia si stabilnej prdce u tych, ktori ju este
nemaju, po kariérny rast ¢i podnikanie u participantov s pracovaymi skiisenostami.

KPacové slova. cielova orientdcia, pracovné ciele; nastupujiica dospelost

Uvod
Obdobie nastupu dospelosti je vnimané ako obdobie nestability, novych moznosti,
experimentovania, objavovania a spozndvania sveta a je povazované za najheterogénnejsie obdobie v
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zivote Cloveka (Arnett, 2000; 2007). V sucasnom pohl'ade na dané obdobie je charakteristicky prechod
od jeho pomenovania ako obdobie mladej dospelosti k nazvu vynarajuca sa dospelost’ (emerging
adulthood; Arnett, 2000; 2007), ¢im je poukazované prdve na stav ako keby medzi obdobim
adolescencie a dospelosti. Dané obdobie sa vekovo umiestituje do veku od 18 do 30 rokov, pricom je
okrem iného charakterizované aj doélezitostou rozhodnuti, ktoré maju potencidl vyrazne ovplyvnit
buduci Zivot (Salmela-Aro et al., 2007). St to rozhodnutia tykajuce sa roznych oblasti, ¢asto tzv.
normativnych vyvinovych Uuloh (osamostatnenie sa, partnersky vztah/manzelstvo, rodina,
vzdelanie/praca; Salmela-Aro & Nurmi, 1997; Schulenberg, Bryant & O'Malley, 2004; Nurmi, 2004),
¢o kladie na I'udi v danom veku velké naroky. V prispevku vychadzame z celozivotného modelu
motivacie (Life-Span Model of Motivation; Nurmi, 2004), ktorého hlavné body vzhl'adom na ciel
prispevku su: a) ciele odrdzaju charakteristiky daného veku, b) stanovené ciele ovplyviiuju to, ¢o
nakoniec dosiahneme, c) ciele prispdsobujeme aktudlnym zivotnym okolnostiam. Z tychto bodov
vyplyva, Ze aj ked’ to, aké ciele si (nielen v tomto obdobi) stanovime, je do zna¢nej miery socio-kultirne
podmienené, mame moznost’ individudlnej upravy aak uz je nieCo pre nas cielom, s vacSou
pravdepodobnostou sa to aj v buducnosti vyskytne (Nurmi, 2004).

Zamerom tohto prispevku je poskytnut’ informacie o ciel'ovej orientdcii v obdobi nastupujuce;j
dospelosti v oblasti prace. Ako plati aj pri ostatnych ciel'och, prvotné rozhodnutia (vyber prvej prace,
kritéria kladené na pracu, rozhodnutie podnikat’) moézu mat’ dlhotrvajuici efekt, pricom st vsak v zhode
so spominanym modelom zivotnej cesty ovplyvnené velkym poctom faktorov. Kym v zahrani¢i st
dostupné vyskumy hovoriace o cieloch v danom obdobi (vSeobecne, nielen v oblasti prace — napr.
Salmela-Aro et al., 2007; Shulman & Nurmi, 2010), v slovenskych a ¢eskych podmienkach zatial
absentuji. Za vynimku moZeme v istom zmysle povazovat’ monografiu Lacinovej, Jezka a Maceka
(2016), kde je vSak zjavnym obmedzenim vysledkov zameranie sa na populaciu vysokoskolskych
Studentov, moznosti zovSeobecnenia su teda zna¢ne limitované. Aj tito autori upozoriiuji na potrebu
zohladnenia individualnych rozdielov, k jednym z najdélezitejSich v§eobecne platnych faktorov vsak
urcite patria aj demografické faktory, ktorych vplyv sa prejavuje aj prostrednictvom socio-kultiirnych
noriem odlisnych pri predstavitel'och réznych demografickych kategorii. Ciel'om prispevku tak je nielen
poskytnut’ v§eobecny pohl'ad na ciele 'udi v danom obdobi, ale prezentovat’ aj distribuciu tychto ciel'ov
Vv zavislosti od vybranych demografickych faktorov (rod, vek, pracovny status).

Metéda
Vzorka a procedira
Zber dat prebehol v druhej polovici roka 2021 prostrednictvom agentliry zameranej na prieskumy
verejnej mienky a ro6znorodé zbery dat. Respondenti boli oslovovani online, kompenzaciou ich ti¢asti
boli body z odmenovacieho systému agentGry. Boli zadané poziadavky na reprezentativnost
vyskumného stiboru vzhl'adom na zékladné demografické premenné (rod, vek, status, vel’kost’ bydliska,
kraj). Po vycisteni dat vzorku tvorilo 899 participantov vo veku 19 az 30 rokov (59,9% Zien).

Nastroje merania

Demografické udaje boli zistované v avode odpovedanim na uzavreté otazky. Nasledne boli
participanti poziadani uviest, ¢i maju ciel' tykajlici sa prace (d’alsimi oblastami boli vzdelanie,
rodina/vzt'ahy a osobny rast, tieto vSak nie si v tomto prispevku analyzované), a aky ciel to je (otvorena
otazka). Tieto odpovede boli nasledne triedené do kategdrii podla ich obsahu. V d’alSich Castiach
dotaznikovej batérie boli zistované aspekty nastupujucej dospelosti a dosahovanie normativne
stanovenych vyvinovych ciel'ov, tieto vSak nie s v tomto prispevku analyzované.
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Vysledky
Prvym krokom Statistickej analyzy bola jednoducha frekvencna analyza kategorii cielov
(Tabul’ka 1). Z nej je zrejmé, ze najcastejSim uvadzanym pracovnym cielom bolo samotné néjdenie si
prace (12,6%), u Pudi, ktori uz pracu maju, to boli kariérny rast a prijem (viac ako 10%). Castejsimi
kategoriami boli tiez ciel’ vykondvat’ urciti profesiu (podobny obsah ako pri najst’ si pracu, ale so
Specifikaciou profesie), byt v praci dobry a podnikat’. Viac ako Stvrtina respondentov neuviedla zZiaden
pracovny ciel’, o ktory sa aktualne snazi.

Tabulka 1

Zastupenie kategorii cielov
Kategoria n %
najst’, udrzat’, zmenit’ pracu 113 12,6
vykonavat’ ur¢ita profesiu 79 8,8
byt dobry v praci 64 7,1
robit’, ¢o ma bavi 74 8,2
kariérny rast 93 10,3
Prijem 98 10,9
zvySovanie kvalifikacie 32 3,6
Podnikanie 62 6,9
Iné 47 5,2
neviem, neuvedené 237 26,4

Naslednym krokom bolo sledovanie efektu demografickych premennych na obsah ciel'ov, kde
prvym analyzovanym faktorom bol rod. Vo vsetkych naslednych tabulkach kvoli prehladnosti
uvadzame len percenta z demografickej kategorie, ked’ze maju oproti jednoduchym frekvencidm vyssiu
vypovedaciu hodnotu. Pri zistovani rozdielov medzi muzmi aZenami boli najvicsie rozdiely
zaznamenané pri kariérnom raste (v prospech muzov), mierne niz§ie (trojpercentné) rozdiely sme
zaznamenali v pripade vykonavania urcitej profesie (muzi) a zvySovania kvalifikacie a podnikania (v
oboch pripadoch viac u zien).

Nasledne sme sledovali rozdiely v uvadzanych pracovnych cieloch medzi vekovymi
kategoriami (boli vytvorené tri vekové kategorie, kazda s rovnakym rozsahom 4 rokov a poctom 242,
290 a 367 participantov). Najvacsie rozdiely boli zaznamenané v pripade kategorii ,,robit’, ¢o ma bavi‘
a ,,vykonavat’ urciti profesiu®, kde bol zaznamenany pokles so stupajucim vekom, a ,kariérny rast®,
ktorej podiel naopak s vekom stapal. V najmladSej vekovej kategorii bol najvyssi pocet participantov
bez ciela v oblasti prace.

Tabulka 2
Zastupenie kategorii cielov podla rodu

najst, byt

udrzat, vykonavat dobry robit,

zmenit' urcitu \% ¢oma Kkariérny zvySovanie neviem,
Rod |pracu profesiu praci bavi  rast prijem kvalifikdcie podnikanie iné neuvedené
muz [12%  10% 7% 8%  13% 12% 2% 5% 5% 25%
zena |13% 7% 7% 9% 8% 10% 5% 8% 5% 27%
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Tabulka 3
Zastupenie kategorii cielov podla veku

najst’,

udrzat, vykonavat byt robit’,

zmenit'  urcita dobry c¢oma kariérny zvySovanie neviem,
Vek pracu profesiu  vpraci bavi  rast prijem kvalifikacie podnikanie iné neuvedené
19-22r. |11% 13% 5% 12% 5% 11% 4% 5% 5% 29%
23-26r1. |12% 9% 9% 9% 9% 12% 4% 7% 5% 24%
27-30r. |14% 6% 7% 5% 15% 10% 2% 8% 6% 26%

V poslednom zohladneni demografickych faktorov sme sledovali rozdiely v obsahu cielov
medzi respondentmi rozdelenymi podla statusu. Pre jednoduchost’ boli deleni do piatich hlavnych
kategorii — Studenti (nepracujtci, n = 100), pracujuci (aj pracujuci Studenti, n = 597), nezamestnani (n =
82), na materskej ¢i rodicovskej dovolenke (n = 89) a ini (n = 31). Rozdiely medzi tymito kategdriami
boli zna¢né v kazdej skupine cielov. Najst’, udrzat’ ¢i zmenit pracu planovali najmid nezamestnani
a l'udia na materskej dovolenke, vykonavat urcitli profesiu ¢i robit’, ¢o ich bavi, najmai Studenti. Kariérny
rast sa samozrejme vyskytoval najma u pracujucich, podnikanie zase pri kategorii ,,iné*, kam patrili aj
sucasni podnikatelia. Ostatné kategorie cielov boli zastupené len v malej miere. Za zmienku stoji eSte
to, ze az 39% nezamestnanych nema ziaden pracovny ciel’, takisto az 26% pracujtcich.

Tabul’ka 4
Zastupenie kategorii cielov podla statusu
najst,
udrzat, vykonavat byt robit’, neviem,
zmenit’®  uréita dobry ¢oma Kkariérny Zvys. neuved
Status pracu  profesiu vpraci bavi rast prijem kvalif. podnikanie iné ené
Studenti 12% 12% 5% 17% 6% 11% 8% 2% 4% 23%
Pracujici | 1005 99 8% 7%  15% 1% 3% 7% 50 26%
Nezamest. |20% 7% 2% 9% 11% 7% 5% 39%
Mater.,
rodic. 25% 8% 4% 9% 10% 4% 11% 8% 20%
dovolenka
iné 13% 3% 10% 10% 13% 3% 13% 35%

Diskusia

Zamerom prispevku bolo poskytnut’ pohlad na ciele I'udi v oblasti prace v obdobi nastupujuce;j
dospelosti. Uz vyskumy realizované v zahrani¢i poukazovali na rozdiely dané najmi socio-
ekonomickym statusom (rozdiely medzi $tudentmi, pracujiicimi, nezamestnanymi; Salmela-Aro &
Nurmi, 1997), v ktorom sa mézu odzrkadlovat’ aj iné demografické charakteristiky ako rod (vécsie
zastiipenie zien na materskej ¢i rodiCovskej dovolenke) ¢i vek (vysSie zastipenie Studentov v nizSom
a pracujucich vo vy$§om veku). VSeobecne je mozné zhrnat', Ze ciele v oblasti prace patria v danom
obdobi k vel'mi délezitym, ked’ ich uviedli priblizne tri Stvrtiny respondentov, priCom najCastejSimi
kategoriami boli samotné najdenie ¢i udrzanie si prace, kariérny rast a prijem.

Pri pohl'ade na bliZSiu Strukturu tychto ciel'ov prostrednictvom demografickych charakteristik
je zjavné, ze tieto tu zohravaju podstatnu ulohu. Ako pri rode, tak pri veku a statuse boli zistené rozdiely
v obsahu ciel'ov (porovnaj napr. Salmela-Aro et al., 2007), pricom tieto rozdiely do znacnej miery
zodpovedaji normativnym o¢akavaniam v nasej spolo¢nosti, ako aj situacii, v ktorej sa 'udia v danom
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postaveni nachadzaju. Ciel’ najdenia si prace sa objavoval ¢astejSie medzi Studentmi, nezamestnanymi
a participantmi na materskej/rodi¢ovskej dovolenke, u studentov to bolo aj vykonavanie urcitej profesie.
Pri uz zamestnanych prevladali ciele zamerané na kariéru ¢i finan¢né ohodnotenie.

K limitom vyskumu patri sposob zberu dat. Casova naro¢nost’ dotaznika mohla sposobit’, Ze
niektori respondenti neuvadzali ciele zo vSetkych oblasti, je tak mozné, Ze zastipenie pracovnych cielov
mohlo byt vysSie, takisto ich konkretizacia. Otazky smerovali vzdy len k jednému ciel'u z pracovnej
oblasti, je vSak pravdepodobné, ze tychto cielov moze byt’ viac, pripadne za jednym cielom za moze
skryvat’ viacero Ciastkovych (ndjdenie prace mdze v sebe obsahovat’ pracu, ktora bude ¢loveka bavit,
moze sa v nej kariérne posuvat’, bude mat’ isté finanéné ohodnotenie a bude zodpovedat’ dosiahnutému
vzdelaniu). Bolo by mozné uvazovat aj o inych kategoériach ako pri pracovnych cieloch, tak pri
demografickych premennych (rozdelenie Studentov na pracujucich a nepracujucich, kombinacia rodu,
veku a statusu), blizsia $pecifikacia s va¢sim poctom kategérii by vSak takisto priniesla rozdrobenie
vzorky, ¢o by sposobilo tazkosti pri interpretacii vysledkov.

V zavere je tak mozné zhrnut, Ze pracovné ciele zohravaju v cielovej orientacii v obdobi
nastupujucej dospelosti vyznamnu ulohu, ich obsah je pritom do zna¢nej miery ovplyvneny
demografickymi faktormi. Buduci vyskum je vhodné zamerat’ ako na blizsiu $pecifikaciu efektu tychto
faktorov (ako aj ich kombinacii), tak na sledovanie inych — psychologickych premennych. Potrebné je
sledovat’ aj zmeny pracovnych ciel'ov v priebehu Casu.
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Méi‘eni maladaptivnich rysi v pracovni psychologii: Pifedbézné vysledky
psychometrické studie
Measuring the maladaptive traits within industrial psychology: Preliminary results of
a psychometric study
Tomas Prosek*, David Lacko!, Jakub Alizey' & Anezka Novotnd*
'Psychologicky vistav, Filozofickd fakulta, Masarykova univerzita v Brné

Abstract

The study of maladaptive traits has a rich history within industrial psychology. Most commonly the
object of the interest is the traits of dark triad or tetrad. In this contribution, we present preliminary
psychometric characteristics of CAT-PD, a method based on the forced-choice format, that captures
broad maladaptive traits. This psychometric study consists of 2 phases. In the first phase, we obtained
data from 82 respondents based on which we built the 45 items forced-choice (FC) version of CAT-PD.
Within the second phase, we collected 72 respondents to verify psychometric properties of CAT-PD. To
model data from FC version of we estimated the latent traits with Thurstonian D-Diffusion IRT model.
These estimates correlated in an expected direction and strength with corresponding factors measured
by PID5BF+M. Preliminary results indicated satisfactory congruent validity of CAT-PD. Not only
satisfactory correlations between corresponding maladaptive traits were found, but also, the expected
associations between the maladaptive traits and their adaptive variants were detected. The major
limitation of this contribution is the lack of respondents to obtain more accurate results. We also focused
only one aspect of validity and no reliability was assessed due to the lack of the data.

Keywords. Reaction time; Forced-choice format; Maladaptive traits

Abstrakt

Studium maladaptivnich rysit mda bohatou tradici v pracovni psychologii. Objektem zajmu jsou
nejcasteji  rysy temné triady i tetrady. V ramci tohoto prispvévku prezentujeme piedbéiné
psychometrické viastnosti dotazniku CAT-PD zaloZeného na bazi nucené volby, pomoci kterého lze mérit
,temnou* stranku osobnosti v Sirsi perspektivé nez u dosavadnich metod. Psychometricka studie
probiha ve dvou fazich. Prvni z nich se zucastnilo 82 respondentii. Vysledkem této faze bylo sestrojeni
zkrdacené verze CAT-PD na formatu nucené volby. V ramci druhé faze, ktera je zamérena na overeni
psychometrickych viastnosti zkoumaného dotazniku, jsme prozatim ziskali udaje od 72 respondentii.
K modelovani dat pochazejicich z formatu nucené volby jsme vyuzili Thurstoniv D-difuzni IRT model
(TDIRT), ktery vyzaduje udaje také o reakcnim case. Ziskané odhady latnetnich rysit pomoci TDIRT
koreluji s korespondujicimi faktory mérenymi PID5SBF+M. Predbézné vysledky naznacuji adekvatni
konvergentni validitu CAT-PD. Nejenze byla nalezena uspokojiva korelace mezi korespondujicimi
faktory, ale byl zaznamendn i ocekdvany vztah mezi malaadptivnimi rysy a jejich normativnimi
variantami. Hlavnim limitem je nedostatek respondentii k adekvitnimu a presnému odhadu TDIRT
modelu. Prispévek se zaméruje pouze na jeden aspekt validity. Ddle jesté nebyly prozkoumdny udaje
o reliabilite.

Kli¢ova slova. Reakcni cas; Formdt nucenych voleb;, Maladaptivni rysy

Uvod

V ramci pracovni psychologie ma vyzkum a méfeni maladaptivnich rysu relativné dlouholetou
tradici. Psychologové maji k dispozici naptiklad dotazniky méfici tzv. Temnou triddu (Paulhus &
Williams, 2002) ¢i tetradu (Paulhus et al., 2021). Tyto rysy osobnosti byvaji davany do souvislosti s
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vedenim, kontraproduktivnim pracovnim chovanim a dalsimi negativnimi projevy (Schyns et al., 2019).
Vyse zminéné rysy vsak predstavuji pouze zlomek “temné” struktury osobnosti (Guenole et al., 2018).

Rada autort nabada, aby se pracovni psychologie nechala inspirovat sou¢asnym vyvojem v
oblasti klinické psychologie (Guenole et al., 2018; Harms, 2022) a doporucuji zkoumat maladaptivni
rysy skrz optiku dimenzionalniho modelu ptfedstaveného v paté verzi Diagnostického a statistického
manualu (DSM-V) ¢i Mezinarodni klasifikace nemoci (MKN 11). V ramci téchto klasifikaci dochazi ke
zméné konceptualizace poruch osobnosti z kategorialniho na dimenzionalni model (Hopwood et al.,
2018). U tohoto nového pojeti se tak predpoklada, Ze maladaptivni rysy jsou hierarchicky organizované
(Wright & Simms, 2014). Zatimco ob¢ klasifikace identifikuji 5 SirSich maladaptivnich domén, pouze 4
z téchto péti ryst jsou sdilené obéma klasifikacemi. Mezi rysy obsazené v obou klasifikacich patii
negativni afektivita, odtazitost, antagonismus a disinhibice. AvSak zatimco v rdamci DSM-V posledni
pozici zastava psychoticismus, patym Sir§Sim rysem MKN-11 je anankastie. Ackoliv se objevuji také
prvni diagnostické nastroje vychdzejici z této konceptualizace piimo pro potieby pracovni psychologie
(napt. Guenole, 2015; Guenole et al., 2018), tento pfistup prozatim neziskal velkou pozornost.

Cilem této studie je vytvofit a validovat zkracenou verzi dotazniku tzv. “Comprehensive
Assessment of Traits Relevant to Personality Disorder (CAT-PD-SF) dotaztniku (Simms et al., 2011),
ktery vychazi z této nové konceptualizace a postihuje $ir$i maladaptivni rysy. Tento dotaznik existuje
ve dvou verzich. Prvni z nich je ur€end pro pocitacové adaptivni testovani, zatimco druha staticka verze
obsahuje 216 polozek spadajicich pod 33 facet. Struktura $irSich maladaptivnich rysi zastfesujici tyto
facety nebyla dosud etablovana, nicméné vyzkumy naznacuji adekvatnost péti- i Sestifaktorového feseni
(Ringwald et al., 2021).

Uzivané dotaznikové metody zaméfujici se na “temné stranky” osobnosti vyuzivaji
predominantné hodnotici $kaly (napt. Likertovu stupnici). Princip téchto Skal spoiva v prezentaci
tvrzeni, na které respondent odpovida na nékolika bodové skale, pomoci které vyjadiuje napt. miru
souhlasu ¢i nesouhlasu s danym tvrzenim. Ackoliv jsou tyto $kaly informativné vyzivné, na druhou
stranu jsou vsak spjaty s celou fadou zkresleni v odpovidani, at’ jiz k tomuto zkresleni dochazi zdmérné
skrz snahu prezentovat sebe sama v co mozna nepozitivnéj§im svétle zejména v situacich, které maji
vyznamné praktické nasledky, ¢i nezdmérmné skrz celou fadu tzv. “response style” biasti (Friedman &
Amoo, 1999).

Nedostatky tradi¢nich inventaii zptisobenych védomym i nezamérnym zkreslenim odpovédi se
snazi do zna¢né miry eliminovat format vynucenych odpovédi (tzv. “Forced-Choice”, FC; Cheung &
Chan, 2002), jenz jsme pouzili pfi adaptaci CAT-PD. Jednim z velmi slibnych pfistupti k modelovani
odpovédi z FC dotaznikd je tzv. Thurstontiv “Item Response Theory model” (TIRT; Brown & Maydeu-
Olivares, 2011). Nove¢ bylo predstaveno rozsifeni TIRT o bazi difuznich modelt (tzv. Thurstontv D-
diftizni IRT model, TDIRT; Bunji & Okada, 2020), krom¢ odpovédi respondentu tak tyto modely pracuji
také s reakénimi Casy, které v sob€ nesou inkrementalni informacni hodnoty. Cil naSeho ptispévku
spociva v predstaveni pfedbéznych psychometrickych vlastnosti zkracené verze CAT-PD zaloZené na
formatu vynucenych voleb a difiznich modelech. Vyuziti FC formatu by mélo ptispét k rezistenci
dotazniku vici riznym druhtim zkresleni, coZz musi byt experimentalné ovéteno, zatimco reakéni Casy
v ramci TDIRT umoznuji ziskat fadu parametri s psychologickou interpretaci, a tak potencialng piispét
1 k lepSimu porozuméni zkoumané problematiky.

Metoda
Vyzkumny soubor
Na zaklad¢ simula¢ni studie jsme odhadli, Ze k adekvatnimu odhadu TDIRT modelu bude
potieba udaju alespoil od 250 respondentt (https://osf.io/dv2rb/). Sbér dat probiha ve dvou fazich. V
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prvni fazi zamétené na sestaveni FC verze dotazniku byly nasbirany odpovédi od 82 respondentt (21
muzi, 56 zen, 5 osob neuvedlo). Primérny vék respondentt byl 24,56 let.

Vzhledem ke skute¢nosti, ze sbér dat pro druhou fazi ovétujici psychometrické vlastnosti FC
CAT-PD jeste nebyl ukoncen, analyzovali jsme data ziskana od prozatimnich 72 respondentt. Z tohoto
mnozstvi bylo 47 Zen a 23 muzt. Zbytek participanti neuvedl idaj o genderu. Primérny vek participantii
¢inil 26,5 let.

Projekt EKV-2021-112 byl schvalen etickou komisi MUNI. K ucasti ve vyzkumu byla
nezbytnou podminku akceptace informovaného souhlasu ze strany participantt pro kazdou fazi.

Vyzkumny nastroj

CAT-PD — zkracena verze : K vytvoreni zkracené verze CAT-PD jsme extrahovali polozky ze
statické verze CAT-PD, kterd ¢itd 216 polozek a 33 facet (Simms et al., 2011). NejdilezitejSim
aspektem tvorby takového dotazniku na zakladé nucené volby je parovani tvrzeni. Proto naplni prvni
faze bylo prave sparovani polozek na zakladée jejich socialni zddoucnosti. Vzhledem k faktu, ze existuje
4005 unikatnich moznosti, jak sparovat tvrzeni manualni tvorba takového dotazniku podle nastavenych
kritériich je zna¢né nerealisticka. Proto jsme vyuzili optimaliza¢niho algoritmu navrzeného Li a Kkol.
(2022) a diiraz jsme kladli na zastupitelnost odlisnych rysi v paru tvrzeni a podle doporuéeni Pavlova a
spol. (2021) jsme sparovani polozek provedli s ohledem na indexy shody mezi polozkami (Brennan-
Predigertv index). Respondenty jsme pozadali, aby si pfedstavili situaci, ve které usiluji o pozici ucitele.
Nasledné jsme je instruovali, aby odpovidali takovym stylem, ktery zvysi jejich Sance na pfijeti.
Prezentovano bylo celkem 90 polozek. Podle vzoru Kerbera a spol. (2022) jsme vzali 3 facety s co
mozna nejsilngjsim faktorovym nabojem k jednomu primérnimu rysu a zaroveii co mozna nejmensim
faktorovym naboj k ostatnim faktordm. Pfi tomto kroku jsme vychazeli z vysledkt nejrozsahlejsi studie
zkoumajici strukturu CAT-PD od Ringwaldové a spol. (2021). Negativni afektivita, odtaZzitost,
antagonismus a disinhibice jsou shodn¢ tvotfeny tfemi facetami. Pouze anankastie obsahuje facety dve.
Navrzena zkracena verze CAT-PD obsahuje celkem 90 polozek pii pouziti hodnotici Skaly a 45 polozek
ve formatu nucené volby.

PID5BF+M : Zkracena forma PID-5 rozsifena o polozky mefici anankastii (Bach et al., 2020).
Obsahuje celkem 18 facet spadajicich pod 6 faktori druhého fadu (maladaptivni rysy). Kazda z facet je
pak tvofena dvéma polozkami. Na celkovych 36 polozek odpovidaji respondenti na ctytbodové skale.
Ceska verze PID5SBF+M vykazala jak adekvatni vnitini konzistenci i test-terestovou reliabilitu, tak také
uspokojivou faktorovou strukturu.

Big Five Inventory 2 - zkracena verze (BFI-2-S): Tento 30 polozkovy dotaznik zachycuje rysy
tzv. Velké pétky a pfislusné facety (Soto & John, 2017). Na jednotlivé polozky odpovida jedinec na
Sbodové skale vyjadiujici miru souhlasu. Také BFI-2-S vykazuje adekvatni reliabilitu a faktorovou
strukturu (Hfebickova et al., 2020).

Analyza dat

Udaje z dotazniku CAT-PD byl analyzovany TDIRT modelem. Odhad prob&hl v ramci
Bayesovského paradigmatu s vyuzitim Hamiltonského algoritmu Monte Carlo. Aplikace bayesovskych
metod odhadu si vyzaduje stanoveni apriorni distribuce pro odhadované parametry. Aplikovali jsme
stejné apriorni rozlozeni, které je reportovano v ptispévku Bunjiho a Okady (2020; viz také OSF). K
ovéteni konvergentni validity CAT-PD byl pouzit Pearsontiv korelacni koeficient.

Vysledky

Prostfednictvim TDIRT modelu byla odhadnuta hodnota latentnich ryst. Nejdfive byla
zjistovana konvergentni validita korespondujicich ryst méfenych CAT-PD a PID5SBF+M. Ukazalo se,
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ze mezi Ctyfmi z péti korespondujicich faktor byly nalezeny stfedné tésné asociace. Korelace pro
jednotlivé vztahy byly nasledujici: anankastie (r = 0,54, 95 % CI (0,35, 0,70), p < 0,001), odtazitost (r =
0,53, 95% CI1 (0,33, 0,69), p <0,001), disinhibice (r = 0,48, 95 % CI (0,27, 0,65), p < 0,001) a negativni
afektivita (r = 0,50, 95 % CI (0,29, 0,66), p < 0,001). Asociace mezi antagonismem méfenym CAT-PD
a PIDSBF+M implikovala slaby vztah (r = 0,22, 95 % CI (-0,02, 0,44), p = 0,075).

U zjistovani blizkosti vztahti mezi maladaptivnimi rysy zahrnutymi v CAT-PD a jejich
adaptivnimi variantami méfenymi pomoci BFI-2-S jsme nasli nasledujici vztahy. Slaba negativni
asociace byla nalezena mezi piivétivosti a antagonismem (r = - 0,23, 95 % CI (-0,45, 0,02), p =
0,073). Hodnoty Pearsonova korela¢niho efektu indikovaly silny vztah mezi svédomitosti a anankastii
(r = 0,66, 95% CI (0,49, 0,78), p < 0,001). Stiedn¢ silnou negativni korelaci jsme identifikovali mezi
extraverzi a odtazitosti (r = -0,62, 95 % CI (-0,75, -0,44), p < 0,001). Velmi blizka asociace byly
zaznamenana mezi neuroticismem a negativni afektivitou (r = 0,61, 95 % CI (0,43, 0,75), p < 0,001).
Zavérem, svédomitost a disinhibice spolu silné a negativné korelovaly (r = -0,61, 95 % CI ( -0,74, -
0,43), p < 0,001).

Diskuze

Maladaptivni rysy se davaji do vztahu s riiznymi aspekty pracovniho chovani (Harms & Spain,
2015). Proto je zasadni méfit tyto rysy s minimalnim zkreslenim. Vzhledem ke skutecnosti, ze klasické
hodnotici $kaly umozinuji lidem plsobit v co mozna nejpiiznivéjSim svétle, byl v poslednich letech
zaznamenan signifikantni nardst dotaznikti zalozenych na formatu vynucené volby, které maji redukovat
vliv zkresleni v odpovidani ze strany respondenti. Diky rozsifeni testovani na pocitac¢ich mohou
vyzkumnici také snadné;ji ziskat iidaje o reakénich Casech.

V ramci tohoto pfispévku jsme chtéli zuzitkovat informace jak z FC dotazniku, tak také
informace o reakénim Case pii ovéfovani psychometrickych charakteristik zkracené verze dotazniku
CAT-PD. Inicialni vysledky ukazuji na adekvatni konvergentni validitu CAT-PD. Konkrétné¢, vztahy
mezi korespondujicimi faktory méfenymi dotaznikem CAT-PD a PIDSBF+M se nachazely v pasu
sttedné silné korelace. Vyjimku pfedstavoval antagonismus, u kterého byla zjisténa pouze slaba korelace
napti¢ CAT-PD a PID5BF+M. Ackoliv bychom idealn€ méli najit silngjsi vztahy, je tfeba brat v potaz
skutecnost, Ze maladaptivni domény obou vysSe zminénych dotaznikd nejsou tvoreny zcela totoznymi
facetami. Dale byla ovétena konvergentni validita s dotaznikem BFI-2-S méfici rysy “Velké pétky”,
které jsou povazovany za adaptivni varianty zkoumanych maladaptivnich ryst (Widiger & McCabe,
2020). Korelacni analyza odhalila ocekavany smér asociace mezi maladaptivnimi rysy a jejich
adaptivnimi protéjsky. Konkrétné, anankastie je povazovana za vystupiiovanou svédomitost, na druhé
strané nedostatek svédomitosti se projevuje zvySenou disinhibici. Niz$i hodnoty svédomitosti jsou
spjaty s vyS$i trovni antagonismu, extrémné vysoké hodnoty neuroticismu indikuji narust negativni
afektivity, a nakonec nizké hodnoty extraverze se manifestuji intenzivnéjsi odtazitosti (Widiger &
McCabe, 2020)

Tyto inicidlni vysledky prozatim indikuji uspokojivou konvergentni validitu zkracené verze
CAT-PD postavené na FC formatu, avSak je potfeba interpretovat tyto vysledky se zvySenou opatrnosti
vzhledem k nasledujicim limitim. Hlavnim limitujicim faktorem je mensi pocet respondentt. TDIRT
model byl odhadnut pouze na 72 respondentech, ackoliv na zakladé provedené simulacni studie jsme
dospéli k zavéru nasbirat alespont 250 respondenti. Ukazou-li se po ukonceni sbéru dat, adekvatni
psychometrické vlastnosti tohoto dotazniku a jeho odolnost vii¢i zkresleni, pracovni psychologové tak
mohou mit k dispozici néstroj postihujici §irsi maladaptivni osobnost, ktery by mél potencial zachytit
$ir$i strukturu maladaptivni osobnosti, jak je k tomu nabadano nékterymi vyzkumniky (Guenole et al.,
2018; Harms, 2022).
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Translation and Validation of LMX-7 Questionnaire for Leaders
Pieklad a ovéieni dotazniku LMX-7 verze pro leadery

Petra Hypsova', Martin Seitl?
L2 Katedra psychologie, Filozoficka fakulta Univerzity Palackého v Olomouci

Abstract

The LMX theory of the leader-follower relationship is one of the most influential leadership theories
ever developed, particularly for its predictive potential of organizational outcomes. The LMX-7
guestionnaire is an extended instrument that measures the leader-follower relationship. Among the
strengths of its original version are its excellent psychometric characteristics. The version for followers
has been translated into Czech. However, the Czech version for leaders, as well as its psychometric
evaluation, is still missing. This paper aims to present the Czech translation and psychometric
characteristics of the LMX-7 for leaders. The English original of the LMX-7 questionnaire for leaders
was translated into Czech by back-translation using three independent translators. The translated
version was then presented to 15 respondents for feedback on the clarity of the use of individual
statements. The final version of the questionnaire was administered to 34 leaders who rated their
relationship with a total of 213 workers. Descriptive statistics showed the negative skewness of the given
ratings. In a model that showed a good fit with the data, were allowed two correlations between item
residuals. Values of the internal consistency of the scale were excellent. The LMX-7 questionnaire for
leaders was translated into Czech and validated in this study. The translated version has good
psychometric qualities. The small sample is one of the limits of the study. As a result, we recommend
verifying the presented model on a larger data set in future studies. The residual correlations suggest
additional relationships between items, which also expands the scope for future research in this area.
Keywords. LMX-7; psychometric properties, method translation and validation

Abstrakt

Teorie LMX, vénovana vztahu mezi leaderem a nasledovnikem, patii mezi nejvlivnejsi teorie leadershipu
vitbec, a to zejména pro sviy predikéni potencial organizacné zZadoucich vystupii. Rozsireny nastroj,
kterym je vztah mezi leaderem a nasledovniky méren, predstavuje dotaznik LMX-7. Mezi prednosti
origindlni verze patifi vyborné psychometrické charakteristiky. Do Cceského jazyka byla dosud
adaptovana verze urcena pro nasledovniky, zatimco cCeska verze pro leadery a jeji psychometricke
zhodnoceni chybi. Cilem prispévku je predstavit cesky preklad a zdkladni psychometrické
charakteristiky metody LMX-7 pro leadery. Anglicky origindl LMX-7 pro leadery byl prelozen do
Ceského jazyka formou zpétnych translaci s vyuzZitim i na sobé nezavislych prekladatelii. PreloZend
verze byla poté predloZzena 15 respondentiim pro posouzeni srozumitelnosti jednotlivych vyrokii.
Vyslednad verze dotazniku byla administrovina 34 leaderiim, kteri hodnotili sviij vztah s celkem 213
pracovniky. Deskriptivni statistiky prinesly zjisteni o negativni Sikmosti udélenych hodnoceni. V modelu
vykazujicitho dobrou shodu s daty, byly povoleny dvé korelace mezi rezidui polozek. Vypocty vnitini
konzistence ukdzaly vyborné hodnoty. Studie prinasi cesky preklad a overeni dotazniku LMX-7 pro
leadery, jenz disponuje dobrymi psychometrickymi vlastnostmi. Limity studie spatiujeme v malém
vwzkumném souboru. Pro navazujici studie doporucujeme overeni ndami prezentovaného modelu na
vetsim datovéem souboru. Z rezidudlnich korelaci vyplyvaji dalsi vztahy mezi polozkami, coz rozsifuje
prostor pro budouct vyzkumy v této oblasti.

Kli¢ova slova. LMX-7, SLMX-7, psychometricke charakteristiky; preklad a overeni metody

101



Uvod

svymi nasledovniky, coz ma za nasledek riznou kvalitu vztahu mezi leaderem a kazdym nasledovnikem
(Dulebohn et al., 2012; Martin et al., 2016). Vyvoj téchto vztaht pfedstavuje proces, v némz se ¢lenové
dyady posouvaji od cizich vztaht pies ty zndmé po vztahy zralosti (Graen & Uhl-Bien, 1995). Vytvofené
vztahy pfedstavuji vyznamny prediktor organizacné zadoucich proménnych, coz fadi LMX mezi
nejvlivngj§i teorie leadershipu (Day & Miscenko, 2016; Gooty & Yammarino 2016). LMX
souvisi zejména s pracovni vykonnosti (Dulebohn et al., 2012; Eisenberger et al., 2019; Martin et al.,
2016), pracovni spokojenosti (Flickinger et al., 2016; Li et al., 2018; Probst et al., 2016) ¢i zavazkem
vuci organizaci (Aggarwal et al., 2020; Gerstner & Day, 1997). V kvalitnich vztazich je méné
pravdépodobné, Ze budou nasledovnici zazivat stres pramenici z jejich pracovnich roli (Gerstner & Day,
1997; Tordera et al., 2008). Thomas a Lankau (2009) uvadi, ze LMX negativné souvisi se syndromem
vyhoteni. Kvalitni LMX ma také tendenci zmiriiovat negativni dopady pracovni zatéze (Van Dyne et
al., 2002).

Pro teorii LMX bylo ke zjisténi vzadjemnych vztahli mezi leaderem a néasledovniky vyvinuto
nékolik nastroju, zahrnujicich napiiklad LMX-5 (Graen et al., 1982), LMX-7 (Graen & Uhl-Bien, 1995),
LMX-MDM (Liden & Maslyn, 1998), LMSX (Berneth et al., 2007) a dalsi. Nejcastéji vyuzivanym je
LMX-7 (Dulebohn et al., 2012; Gerstner & Day, 1997; Prochéazka et al., 2019), a to zejména pro své
vyborné psychometrické vlastnosti (Graen & Uhl-Bien, 1995). | pfes vysokou ¢etnost nastroja, jimiz Ize
kvalitu vztahu méfit, v ¢eském prostiedi jejich pieloZzené a ovéfené verze chybi. Vyjimku tvofi verze
LMX-7 pro nasledovniky, jez byla adaptovana do ceského prostiedi Prochazkou et al. (2019).
Psychometricky ovéfena Ceska verze LMX-7 pro leadery je dle nasich informaci prozatim nedostupna,
coz komplikuje vyuziti obou verzi LMX-7 soucasn¢ pro komplexni vyuziti a pro sledovani kongruence
ve vzajemnych posouzenich kvality téchto vztahti. Cilem této studie je tedy ptredstaveni Ceského
prekladu a psychometrickych vlastnosti metody LMX-7 urcené pro leadery.

Metoda

LMX-7 vychazi z ptedpokladu diferenciovanych vztahli mezi leaderem a nasledovniky, které
se v pritbéhu ¢asu meni (Dulebohn et al., 2012). Byl navrzen ke zméteni vzajemného profesionalniho
vztahu a ke kvantifikaci vzajemné miry respektu, divéry a zavazku (Graen & Uhl-Bien, 1995). Existuje
ve dvou verzich: pro nasledovniky (dale LMX-7) a pro leadery (dale SLMX-7). Znéni polozek je
totozné, manipuluje se pouze s naziranou perspektivou (Graen & Uhl-Bien, 1995), tj. kdo je
hodnotitelem (vedouci ¢i nasledovnik), hodnocenym a pfedmétem hodnoceni (vnitini dusevni procesy
¢i zjevné chovani) (Schriesheim et al., 2011). Je doporucovéna vzdjemna administrace, kde jsou
reportovany ruzné miry shody, naptiklad Gerstner a Day (1997) uvadi primémou korelaci (r = 0,29),
Schriesheim et al. (1998) uvadi korelace v rozmezi od 0,16 do 0,50 a Sin et al. (2009) stfedné silnou
korelaci (r = 0,37).

SLMX-7 i LMX-7 obsahuji celkem 7 poloZek, na néz leader/nasledovnik odpovida na 5bodové
Skale vazici se vzdy ke konkrétni polozce. Metoda neobsahuje Zadné reverzné kodované polozky.
Vyslednd hodnota vzajemného vztahu je ziskana sectenim odpovédi na vSech sedm polozek (Hanasono,
2017). (S)LMX-7 je jednodimenzionalni metoda, jejiz jednofaktorové feseni se opakované ukazuje jako
nejlepsi (Caliskan, 2015; Prochazka et al., 2019). Reliabilita je velmi dobra v pfipadé¢ SLMX-7 (a =
0,78) a vyborna jak v ptipad¢€ originalni verze LMX-7 (o = 0,89), tak v pfipad¢ jeho Ceské verze (o =
0,924; ® = 0,926).

Pribéh prekladu

Pieklad metody SLMX-7 (Graen & Uhl-Bien, 1995, 237) probéhl formou zpétnych translaci
ttemi na sob¢ nezavislymi piekladateli, jejichz pteklady byly nésledné srovnany a posouzeny dle
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jazykové spravnosti. Pro ovéfeni srozumitelnosti pro respondenty byl pieklad administrovan 15
respondentiim pro ziskani zpétné vazby, na jejimz zakladé nebylo nutné meénit znéni pielozenych
polozek. Vysledny pteklad metody SLMX-7 je nasledujici:
1. Ma Vas podiizeny zpétnou vazbu k tomu, jak jej berete a jak jste spokojen/a s jeho/jeji praci?
vzdcné — prilezitostné — nékdy — docela casto — velmi casto
2. Jak dobi'e chapete problémy a potieby svého podiizeného?
viitbec — trochu — stredné — pomérné dost — velice

3. Jak dobfte rozpoznate potencial svého podiizeného?
vithec — trochu — stredné — prevazné ano — plné
4. Jaka je pravdépodobnost, Ze byste vyuzil/a sviij vliv k tomu, abyste pomohl/a podiizenému vyftesit
problémy v jeho/jeji praci? (posuzujte Vasi pfipravenost pomoci, ne silu Vaseho formalniho
postaveni)

zadna — mala — stredni — vysokad — velmi vysoka
5. Jaka je pravdépodobnost, ze byste na vlastni naklady vytahl/a svého podiizeného z potizi? (opét
posuzujte Vasi pripravenost pomoci, ne silu Vaseho forméalniho postaveni)
zadna — mala — stredni — vysokd — velmi vysoka
6. Véiim svému podiizenému tak moc, ze by branil/a a ospravedlnil/a mé rozhodnuti, pokud bych
nebyl/a pfitomen/ptitomna?
silné nesouhlasim — nesouhlasim — tak napul — souhlasim — silné souhlasim
7. Jak byste charakterizoval/a svlij pracovni vztah se svym/svou podiizenym/podtizenou?
silné neefektivni — podpriimérné efektivni — priumeérné efektivni — nadpriimérné efektivni —
vysoce efektivni

Design vyzkumu a vyzkumny soubor

Data byla ziskavana pfilezitostnym vybérem napfi¢ rlznymi pracovisti od technicko-
hospodatskych po socialni v ramci Ceské republiky. Sbér dat probihal online i formou tuzka-papir od
fijna 2021 do prosince 2021. Podminkou pro zatazeni pracovnikli do vyzkumného souboru bylo, aby se
jednalo o skupinu/tym, ktery existuje alespont 6 mésict a kde jsou vSichni aktualni ¢lenové minimalné
3 mesice. Kazdy respondent obdrzel anonymni kéd, pod nimz byl nasledné v datovych maticich veden
a prostiednictvim n¢hoz bylo mozné data sparovat. Priibéh celé studie se fidil etickym kodexem platnym
pro psychologicky vyzkum (APA, 2017).

Celkem bylo zapojeno 34 leadert (16 Zen, 18 muzl) ve véku od 23 let do 60 let (SD = 8,43 let),
kteti posoudili 213 nasledovnikd (131 Zen, 82 muzi) ve véku od 18 let do 61 let (SD = 10,88 let), ktefi
taktéz posuzovali svilj vztah se svym leaderem. K dispozici bylo 213 dyad.

Zpusob analyzy a zpracovani dat

Konfirmacni faktorova analyza pro ovéteni faktorové struktury byla vypoctena v programu IBM
SPSS AMOS 25. Vypocty korelacnich koeficientli byly realizovany v ramci IBM SPSS 25 a R Studio.
Reliabilita byla odhadovana skrze Cronbachiv koeficient alfa McDonaldovu omegu v programovém
prostiedi R Studio.

Vysledky
Deskriptivni statistiky
Popisné statistiky metody SLMX-7 uvadime v Tab. 1. Z dat je patrné negativni zeSikmeni
jednotlivych polozek, nejvyraznéji u polozky €. 3, ¢. 4 a ¢. 6. Primérna ud¢lend hodnota v pfipadé celé
skaly je 3,78, SD = 0,23 a median = 4.
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Tabulka 1

Deskriptivni statistiky polozek metody SLMX-7 pro leadery

Polozka
il i2 i3 i_4 i_5 i_6 i7
Min 1 1 1 2 1 1 1
Max 5 5 5 5 5 5 5
Med 4 4 4 4 3 4 4
M 3,62 3,74 3,99 4,17 3,38 3,79 3,77
SD 1,112 0,845 0,871 0,863 1,134 0,889 0,861
Sikmost -0,317 -0,317 -0,793 -0,69 -0,212 -0,629 -0,442
Spicatost  -0,867 0,701 0,582 -0,457 -0,607 0,729 0,083
Pozn.: N =213

Polychorické a Pearsonovy korelace vypoctené pied oveéfenim faktorové struktury SLMX-7
uvadime v Tab. 2.

Tabulka 2

Vzajemné korelace polozek metody LMX-T pro leadery (N = 213)

i1
i 2
i 3
i 4
i 5
i 6
i 7

i1 i 2 i 3 i 4 i 5 i 6 i 7
- 0,50 0,49 0,45 0,46 0,45 0,59
0,54 - 0,57 0,46 0,37 0,55 0,53
0,55 0,62 - 0,55 0,31 0,62 0,59
0,53 0,51 0,61 - 0,60 0,59 0,58
0,52 0,39 0,34 0,69 - 0,54 0,58
0,51 0,59 0,68 0,69 0,61 - 0,69
0,66 0,58 0,65 0,67 0,65 0,76 -

Pozn.: Vlevo pod diagonalou jsou polychorické korelace, vpravo nad diagonalou pak korelace

Pearsonovy

Konfirma¢ni faktorova analyza

Konfirmaéni faktorova analyza byla vyuzita k ovéfeni faktorové struktury metody SLMX-7 pro
leadery. Pro vypocty byl zvolen Maximum Likelihood estimator. Kritéria pro pfijmuti modelu jako
vyhovujiciho byla: index CFI vétsi nez .97 (Schermelleh-Engel, et al. 2003), TLI vétsi nez .95 (Hu &

Bentler, 1999) a index SRMR mensi nez .08 (Kenny, 2015).

Jednofaktorovy model uvedeny na Obr. 1 s nasledujicimi ukazateli shody: y* = 65,281; df = 14;
p < 0,001; CFI =0,929; TLI = 0,894; RMSEA = 0,131 (C190% = 0,100 — 0,164); SRMR = 0,051, byl

shledan jako nevyhovujici a byla navrZena jeho modifikace.
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Na zakladé modifikacnich index se ukazuje tendence rezidui nékterych polozek korelovat mezi
sebou. Z tohoto diivodu byly povoleny korelace chybové variance u nasledujicich dvojic polozek:
polozka €. 3 ~~ polozka €. 5, polozka €. 4 ~~ polozka €. 5. Takto modifikovany model uvedeny na Obr.
2 jiz vykazoval vybornou shodu s daty: y? = 23,476; df = 12; p < 0,05; CFI = 0,984; TLI = 0,972;
RMSEA = 0,067 (C190% = 0,024 — 0,107); SRMR = 0,0309. V navaznosti na doporué¢eni Kenny et al.
(2015) bylo ptijeti modelu zaloZeno primarné na indexu CFI a SRMR z divodu malého poctu stupiiti
volnosti.

Obrazek 1
Puvodni model LMX-T pro leadery

2_chapani 3_rozpoznani 4 _fedeni 5_odstranéni 6_dlvéra T_charakteristika
problému potencialu v zastoupeni potizi v podiizeného vztahu

A

1_zpétna vazba

13

LMX-7 pro leadery

Obrazek 2
Modifikovany model LMX-T7 pro leadery

2_chapani 3_rozpoznani 4_fedeni 5_odstranéni 6_dlvéra 7_charakteristika
problému potencialu v zastoupeni potiZi v podfizeného vztahu

A

1_zpétna vazba

el

LMX-7 pro leadery

Vnitini konzistence SLMX-7 dosahla vynikajicich hodnot (a0 = 0,880; 0 = 0,890). Vytazeni
jakékoliv polozky by tuto hodnotu snizilo. Pro vypocty shody ve vzajemném posouzeni kvality vztahu
byl vyuzit Spearmaniv korelacni koeficient (r = 0,569; p < 0,01).
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Diskuze

Cilem studie bylo piedstaveni ptekladu a psychometrického ovéreni ¢eské verze metody LM X-
7 uréené pro leadery (SLMX-7).

Vsechny polozky metody vykazovaly v datech negativni zeSikmeni. Vysledek je nutné
zohlednit se skutecnosti mozné nediivéry pracovnik v tyto typy vyzkumi, kterd mohla mit za nasledek
uvedeni vyznamné pozitivnéjSich hodnoceni, aby v pfipad¢ odhaleni vysledkti nedoslo k vyvolani
interpersonalnich nepfijemnosti s kolegy (Beck et al., 2014).

Data ziskand metodou SLMX-7 odpovidaji velice dobie jednofaktorovému teoretickému
modelu, pokud povolime reziduim polozek ¢. 3 (rozpoznani potencialu) a ¢. 5 (odstranéni potizi) a ¢. 4
(tfeseni v zastoupeni) a €. 5 (odstranéni potizi) korelovat mezi sebou. Tyto polozky spolu souvisi i jinak
nez pouze spaddnim pod jeden konkrétni faktor. Mezi polozkou €. 4 a €. 5 je patrné, ze se tdze na
podobny projev kvality vztahu — vzajemnou pomoc. Stejny vysledek byl nalezen i v ptipadé ¢eské verze
LMX-7 pro nasledovniky (Prochézka et al., 2019). Negativni korelaci chybové variance sdilené mezi
polozkou ¢. 3 a €. 5 vysvétlujeme obsahem zminénych polozek, nebot’ vyjadiuji odliSnou miru osobni
angazovanosti ve vztahu leadera s jeho nasledovniky. Na tyto dvé polozky 1ze nahlizet jako na pomysiné
kontinuum sahajici od minimalni investice do vzajemného vztahu (tj. polozka €. 3) po tu pravdépodobné
nejsilngjsi (tj. polozka ¢. 5) v ramci jednoho faktoru: vzajemného vztahu dle LMX. Na zakladé
nalezenych vysledkti doporuc¢ujeme v déle realizovanych studiich ptistupovat k analyze dat s vyuzitim
strukturniho modelovani pro zohlednéni chybové variance mezi polozkami. Pfi zohlednéni ziskanych
dat nedoporucujeme vyiazeni jakékoliv polozky.

V nasi studii kvitujeme zahrnuti vypocti vzajemné shody mezi leadery a nasledovniky.
Nalezena vysoka mira shody miize kromé vysoké vzajemné kvality vztahu ukazovat také na vyuzity
metodologicky postup. Pokud je aplikovan pfilezitostny design sbéru dat, dosdhneme pravdépodobné
ve vysledcich silngjsi shody (Sin et al., 2009).

Jelikoz se jedna o prvotni psychometrické ovéreni pielozené metody SLMX-7, doporucujeme
naméiené vysledky znovu ovéfit na vétSim datovém souboru a srovnat nalezené hodnoty mezi
pracovniky v technickém a netechnickém sektoru. Rovn€Zz doporucujeme zrealizovat sérii vypoctl
invariance mezi hodnocenymi nasledovniky dle pohlavi, véku a seniority, které by doplnily jiz existujici
poznatky o invarianci Ceské verze metody LMX-7 (Prochazka et al., 2019). Nabizi se taktéz
prozkoumani test-retestové reliability.

Limity studie spatfujeme zejména v aplikaci pouze metody LMX-7 a SLMX-7 bez zohlednéni
dalsich konstrukti (napf. zavazku vici organizaci, pracovni vykonnosti apod.), diky ¢emuz nebylo
mozné piinést idaje o konvergentni validit¢ SLMX-7. Moznym limitem je taktéz volba ptilezitostného
sbéru dat, jez mohla mit za nasledek zkresleni vysledku v podobé vzajemné shody mezi leaderem a jeho
nasledovniky. Ziskana data nemohou slouzit pro tvorbu norem. Prezentovany pieklad SLMX-7 lze
vyuzit v dalich vyzkumech. Prostor pro dalsi studie predstavuji nalezené rezidualni korelace.
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Work and Organization Psychology 2022
Elena Lisa (Ed.)

Abstract

The conference proceedings contain 16 selected papers, presented at the 21% international conference
called Work and Organizational Psychology 2022 held in May 2022 in Bratislava. It includes empirical,
review and case studies and introduces research projects from various areas of work psychology. The
topics of the contributions covered various areas of e.g., new trends in leadership and the coronavirus
pandemic in work and organization. The sections were devoted to attachment security in the workplace;
motivation, diversity, and inclusion; work and psychology during the Covid-19 pandemic; new trends
in leadership; career and employability; and psychological assessment at work.

Keywords: work psychology; organizational psychology; managerial psychology; psychometrics;
stress; burnout; job attitudes; leadership; helping professions; career; employability; Covid-19;
diversity; inclusion

Psycholdgia prace a organizacie 2022
Elena Lisa (Ed.)

Abstrakt

Zbornik z konferencie obsahuje 16 vybranych prispevkov, prezentovanych na 21. medzinarodnej
konferencii s ndzvom Psychologia prace a organizacie 2022, ktora sa konala v maji 2022 v Bratislave.
Zahtna empirické, prehl'adové a pripadové stadie a predstavuje vyskumné projekty z roznych oblasti
psychologie prace. Témy prispevkov sa tykaju réznych oblasti, ako napriklad novych trendov vo
vodcovstve a pandémie koronavirusu v praci a organizacii. Sekcie boli venované bezpecnému pripttaniu
na pracovisku; motivacii, rozmanitosti a inkltzii na pracovisku; praci a psycholédgii poGas pandémie
Covid-19; novym trendom v liderSipe; kariére a zamestnatel'nosti a psychologickej diagnostike v praci.
KPacové slova: psychologia prace; organizacna psycholdgia; manazérska psycholdgia; psychometria;
stres; vyhorenie; pracovné postoje; liderstvo; pomahajice profesie; kariéra; zamestnatel'nost’; Covid-19;
diverzita; inklazia
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