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Hybridné modely ako alternativa pracovnijch rezimav

Zuzana Joniakova, Svetlana Waradzinova

Katedra manazmentu FPM EU v Bratislave, Dolnozemska cesta 1, 852 35 Bratislava
zuzana.joniakova@euba.sk

Abstrakt

V doésledku nastupu pandémie v jednej chvili zacala obrovska ¢ast naSej planéty pracovat z domu.
V predkrizovom obdobi bola tato forma prace cennym benefitom. V kratkej dobe sa pre miliony
zamestnancov po celom svete stala praca z domu povinnou a v mnohych pripadoch bola vnimana
skor ako zataz. Zamestnavatelia narazali na problémy ako nizka motivacia, mala moznost
socializacie, technické problémy. Mytus, Ze home office rovna sa oddychové a nevykonné
prostredie bol vSak vyvrateny. Potvrdilo sa, Ze s podporou technologickych nastrojov a platforiem
na spolupracu dokazu zamestnanci odvadzat vysoky vykon aj bez priamej osobnej ucasti na
pracovisku. Po odzneni pandémie stoja podniky pred vyzvou, ako nastavit nové pracovné rezimy
tak, aby vyuzili pozitiva jednotlivych foriem prace a umoznili zamestnancov volbu na zaklade ich
osobnych preferencii. Pre efektivhe fungovanie remote working je podmienkou zabezpecenie
bezprostrednej interakcie, no rovnako dolezitym faktorom je tiez kulttra dovery, ktort je potrebné
dlhodobo budovat a podporovat. Zamestnavatelia, ktori umoziuji zamestnancom pracovat na
dialku, by mali tymto poskytovat skuto¢na autonémiu a flexibilitu, namiesto toho, aby sa snazili
mikromanazovat ich pracu. Zamerom vyskumu je skimat alternativne formy pracovnych rezimov,
ktoré podnikom umoznia vyuzit uCenie sa z krizy ako aj proces ich implementacie do riadenia
ludskych zdrojov.

Hybrid models as an alternative to work modes

Abstract

In the wake of the onset of a pandemic, at one point a huge portion of our planet began working
from home. In the pre-crisis period, this form of work was a valuable benefit. In a short time,
working from home became mandatory for millions of employees around the world and in many
cases was perceived as more of a burden. Employers encountered problems such as low
motivation, little opportunity for socialisation, and technical problems. However, the myth that the
home office equals a relaxing and unproductive environment has been debunked. It was confirmed
that with the support of technology tools and collaboration platforms, employees can perform at
a high level even without direct personal involvement in the workplace. In the wake of the
pandemic, businesses face the challenge of how to set up new working arrangements to harness
the positives of different forms of working and allow employees to make choices based on their
personal preferences. Ensuring face-to-face interaction is a prerequisite for effective remote
working, but an equally important factor is a culture of trust that needs to be built and fostered
over the long term. Employers who allow employees to work remotely should give them real
autonomy and flexibility, rather than trying to micromanage their work. The research intends to
investigate alternative forms of working arrangements that will enable companies to benefit from
learning from the crisis as well as the process of implementing them in human resource
management.

Acknowledgment:
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Vplyv ludskeho faktora v digitalnom svete na vijrobneé procesy
v nabytkarskych podnikoch

Milns Hitka, Jozef Sedmak. Lars Christopher Lester

Drevarska fakulta, Technicka univerzita vo Zvolene, Masaryka 24, 960 01 Zvolen hitka@tuzvo.sk;
Jjozef'sedmakOl@gmail.com

Abstrakt

VSeobecné principy odvodené z anatomickych a fyziologickych $tudii pohybu a drzania tela sa
mozu pomocou digitalnych technolodgii aplikovat na navrhy nabytku vyhovujiaceho pre beznd
populaciu. Na zaklade vysky respondenta je mozné navrhntt funkéné rozmery nabytku. Telesné
proporcie umoznia spojit hlavné konstrukéné rozmery nabytku s jednym antropometrickym
parametrom a to ludskou vyskou. Vysledkom je metoda urcovania optimalnych funkénych
rozmerov nabytku pre zvoleny rozsah velkosti jej budicich uzivatelov len na zaklade informacii o
vySkovych rozsahoch uzivatelov. Uvedenym spdsobom je mozné vplyvat na technologiu vyroby.
Nezastupitelné miesto vtomto procese ma zamestnanec so skisenostami v digitalnych
technologiach, ktory dokaze pre respondenta aj s rozmermi nestandardnymi pre bezna populaciu
navrhnat vyhovujici nabytok.

The influence of the human factar in the digital world on production processes
in furniture companies

Abstract

General principles derived from anatomical and physiological studies of movement and posture
can be applied to the design of furniture suitable for the general population using digital
technologies. Based on the respondent's height, it is possible to design the functional dimensions
of the furniture. Body proportions will make it possible to combine the main structural dimensions
of the furniture with one anthropometric parameter, namely human height. The result is a method
of determining the optimal functional dimensions of furniture for the selected size range of its
future users based only on information about the height ranges of the users. In this way, it is
possible to influence the production technology. An irreplaceable place in this process is occupied
by an employee with experience in digital technologies, who can design suitable furniture for the
respondent even with non-standard dimensions for the general population.

Acknowledgment:

This work was supported by the grants APVV-20-0004 entitled The effect of an increase in the
anthropometric measurements of the Slovak population on the functional properties of furniture and the
business processes, VEGA 1/0161,/21 entitled Dependence of the type of corporate culture on the industries
of Slovak enterprises, selected socio-demographic factors and KEGA 012UCM-4,/2022 Human Resources
Management in a Digital World - A Bilingual (Slovak-English) Course Book with E-learning Modules based on
Multimedia Content and KEGA 004TU Z-4,/2023 Innovative methods for assessing the quality potential of
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Digitalizacia na Slovensku a v ELl v kantexte ludskéhao kapitalu

Kucharcikova Alzbeta, Staffenova Mikola
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Abstrakt

Digitalizacia ma v stcasnosti velky vplyv na riadenie 'udského kapitalu v SR a celej EU. Vyvoj
digitalnych nastrojov a technologii prinasa nové moznosti a vyzvy pre riadenie, vyvoj a vyuzivanie
ludskych zdrojov. Digitalizacia meni sposob, akym spolo¢nosti pristupuju k riadeniu Iudského
kapitalu a umoznuje im zlepSovat svoje procesy a zvySovat efektivitu. Jednym z vplyvov digitalizacie
na riadenie I'udského kapitalu je vyskyt novych digitalnych nastrojov a technologii, ktoré pomahaja
v oblasti riadenia l'udskych zdrojov. Online platformy na nabor, spravu vykonu a riadenie odmien
sa stavaju stale dolezitejSimi. Tieto nastroje umoznuja efektivnejSiu komunikaciu medzi
zamestnancami a zamestnavatelmi a umoznuji zamestnancom lahsie sledovat svoj vykon a vyvoj v
pracovnom procese. ZvySujuca sa flexibilita prace je dal$im vplyvom digitalizacie na riadenie
ludského kapitalu. Vdaka novym technolégiam a nastrojom je mozné pracovat na dialku alebo v
roznych c¢asoch. To umoziuje zamestnancom lepSie zostladovat svoje pracovné a osobné
povinnosti a znizuje potrebu fyzického pritomnosti v kancelarii. To zvySuje spokojnost
zamestnancov a znizuje naklady na prevadzku kancelarii. Dal$im vplyvom digitalizacie je zvySujici
sa dopyt po zamestnancoch s digitalnymi zru¢nostami, ktoré st potrebné pre tspesné vyuzivanie
digitalnych nastrojov a technolégii v praci. Zamestnanci, ktori maju tieto zru¢nosti, maji vacsie
Sance na zamestnanie a na postup v praci. Z tohto dévodu je dolezité, aby spolo¢nosti poskytovali
odborné vzdelavanie a rozvoj zruc¢nosti pre svojich zamestnancov.

Digitalization in the Slovak Republic and the EU in the context of human capital

Abstract

Digitalization currently has a significant impact on human capital management in Slovakia and the
whole EU. The development of digital tools and technologies brings new opportunities and
challenges for the management, development, and utilization of human resources. Digitalization is
changing the way companies approach human capital management and allows them to improve
their processes and increase efficiency. One impact of digitalization on human capital management
is the emergence of new digital tools and technologies that help in the area of human resource
management. Online platforms for recruitment, performance management, and compensation
management are becoming increasingly important. These tools enable more effective
communication between employees and employers and allow employees to more easily track their
performance and development in the workplace. Increasing work flexibility is another impact of
digitalization on human capital management. Thanks to new technologies and tools, it is possible
to work remotely or at different times. This allows employees to better balance their work and
personal responsibilities and reduces the need for physical presence in the office. This increases
employee satisfaction and reduces the costs of operating offices. Another impact of digitalization
is the increasing demand for employees with digital skills necessary for successful utilization of
digital tools and technologies in work. Employees with these skills have a greater chance of
employment and career advancement. For this reason, it is important for companies to provide
professional training and skill development for their employees.

Acknowledgment:

This contribution was published within the project KEGA 012UCM-4,/2022 Human Resources Management in
a Digital World — A Bilingual (Slovak-English) Course Book with e-learning Modules based on Multimedia
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Vzajomneé prepojenie podnikovej kultiry a motivacie
zamestnancov

Silvia Larincova, Milos Hitka

Drevarska fakulta, Technicka univerzita vo Zvolene, T. G. Masaryka 24, 960 53 Zvolen;
silvia.lorincova@tuzvo.sk; hitka@tuzvo.sk

Abstrakt

Podniky vstupuja do novej éry, v ktorej zdrojom konkurenénej vyhody nie st technologie, ani novy
systém riadenia, ani finan¢né prostriedky. KIi€ovymi sa stavaji zamestnanci. V tomto kontexte je
tlohou riadenia ludskych zdrojov prave starostlivost o zamestnancov a vytvaranie vhodnych
pracovnych podmienok. Cielom vyskumu je pochopit ako vplyva podnikova kultiira na motivaciu
zamestnancov. Pri skamani podnikovej kultiry bola vyuzita metodika Camerona a Quinna.
Pomocou deskriptivnej Statistiky bola definovana Groven motivacie zamestnancov. Nasledne bola
testovana zavislost medzi podnikovou kulttrou a motivaciou. Poznanie vzajomného prepojenia
tychto determinantov umozni riadiacim zamestnancom aktivne ovplyviiovat vykon zamestnancov,
a tym konkurencieschopnost a tspesnost podniku z hladiska jeho dlhodobej perspektivy.

Mutual Connection between Corporate Culture and Employee Motivation

Abstract

Companies are entering a new era. A technology, a new management system, finance are not the
source of competitive advantage. The key element is the employees. In this context, the task of
human resources management is the care of employees and the creation of suitable working
conditions. The aim of the research is to understand how corporate culture influences employee
motivation. The methodology of Cameron and Quinn was used in the investigation of corporate
culture. Using descriptive statistics, the level of employee motivation was defined. Subsequently,
the dependence between corporate culture and motivation was tested. Knowing the mutual
connection of these determinants will enable manageres to actively influence the performance of
employees and thus the competitiveness and success of the company from the point of view of its
long-term perspective.

Acknowledgment:

This work was supported by the grants VEGA 1/0161/21 entitled Dependence of the type of corporate culture
on the industries of Slovak enterprises and selected socio-demographic factors, KEGA 012UCM-4,/2022
Human resources management in a digital world— A bilingual (Slovak-English) course book with e-learning
modules based on multimedia content, APVV-20-0004 entitled The effect of an increase in the
anthropometric measurements of the Slovak population on the functional properties of furniture and the
business processes.
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Riadenie [udi v dopravnom podniku v sivislosti
s implementaciou prvkov Industry 04

MNedeliakova Eva, Valla Michal

Fakulta prevadzky a ekonomiky dopravy a spojov, Zilinskd univerzita, Univerzitna 8215/1, 010 26
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eva.nedeliakova@uniza.sk; michal valla@uniza.sk

Abstrakt

V priestore liberalizovaného dopravného trhu zohrava doélezitt tlohu dosledné riadenie l'udskych
zdrojov v zmysle zachovania konkurencieschopnosti podniku. Dopravny trh sa formuje pod
vplyvom réznych zmien, poziadaviek zakaznikov a prvkov Industry 04. Vytvara tym tlak na kvalitu
prace, odbornost a neustale vzdelavanie zamestnancov podniku. Prispevok podava novy pohlad na
sulad prace ludi, digitalizacie zariadeni a automatizacie dopravnych prostriedkov. Poukazuje na
hlavné kritéria v rozhodovani manazérov pri riadeni l'udskych zdrojov v aktualnych podmienkach.
Hodnoti vlastnou metodikou vychadzajicou z vyskumu procesy, ktoré ovplyviiuji riadenie ludi
v sucasnom trende digitalizacie a zmien na trhu prace. Vyskum autorov charakterizuje vzdelavaci
systém, ktory treba aplikovat v prostredi dopravnych podnikov tak, aby zodpovedal rozvoju
a poziadavkam praktickej prevadzky dopravného trhu. Vychadza zo zahrani¢nych skésenosti
a z vysledkov monitorovania vzdelavania Studentov v dopravnych odboroch.

Humans resource management in transport undertaking in cannection with
the implementation of Industry 04 elements

Abstract

In the area of the liberalized transport market, the consistent human resource management plays
an important role in terms of maintaining the competitiveness of undertakings. The transport
market is formed under the influence of various changes, customer requirements and elements of
Industry 04. This creates pressure on the quality of work, expertise and continuous education of
the undertaking's employees. The paper provides a new perspective on the harmony of people's
work, the digitization of devices and the automation of transport vehicles. It points to the main
criteria in the decision making of managers in the management of human resources in current
conditions. It uses its own methodology based on research to evaluate the processes that affect
the human resource management in the current trend of digitization and changes in the labour
market. The authors' research characterizes the educational system, which must be applied in the
environment of transport undertakings in such a way that it corresponds to the development and
requirements of the practical operation of the transport market. It is based on foreign experience
and the results of monitoring the education of students in transport fields.
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Abstrakt

Oblast dopravy a logistiky se neustale vyviji a také flexibilné reaguje na soucasnou situaci
globalizovaného trhu. Globalizace obchodu pfinasi i stale se zvySujici poptavku po kvalitnich
dopravnich a logistickych sluzbach, proto ma nedostatek lidskych zdroji v této oblasti globalnéjsi
charakter. Nastup ¢tvrté pramyslové revoluce zatim problém nedostatku pracovnikl zcela nerest,
ale naopak mu dava jiny rozmér. Postupna digitalizace a vyuziti inteligentnich systémi v dopravé
a logistice méni naroky na potrebnou strukturu lidskych zdrojt, jejich nezbytné kompetence nebo
kvalifikaci a zaroven vytvari tlak na zmény paradigmatu managementu. Vzhledem k tomu, Ze lidské
zdroje jsou ,srdcem a inovaéni hybnou silou” podnik, je pro né tato oblast klicovou vyzvou.

Transport and logistics in the context of HRITI 40

Abstract

The field of transport and logistics is constantly developing and also responds flexibly to the
current situation of the globalized market. The globalization of trade also brings an ever-increasing
demand for quality transport and logistics services, which is why the lack of human resources in
this area has a more global character. The onset of the fourth industrial revolution does not yet
completely solve the problem of the lack of workers, but on the contrary gives it a different
dimension. Gradual digitization and the use of intelligent systems in transport and logistics change
the demands on the necessary structure of human resources, their necessary competences or
qualifications, and at the same time create pressure for changes in the management paradigm.
Since human resources are the "heart and innovation engine" of businesses, this area is a key
challenge for them.
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Abstrakt

Hotelierstvo ako stiCast turizmu predstavuje sibor ¢innosti, zameranych na uspokojovanie najma
ubytovacich ako aj doplnkovych potrieb, spatych s pohybom a zotrvanim oséb mimo svojho
bydliska. Ide o rychlo rozvijajuci sa priestor, v ramci ktorého sa oba vysSie uvedené subjekty
neustale rozvijaji a zaroven jeden druhého navzajom ovplyviiuji. Pre rozvoj turizmu resp.
hotelierstvo je na zaklade vysSie uvedeného nevyhnutné, aby do svojich ¢innosti implementovali
také sluzby, ktoré budtl drzat krok s nastolenym trendom abud@ schopné prerazit v silne
konkuren¢nom prostredi. Jednou z moznosti ako obohatit ich poskytované sluzby je zamerat sa na
kreativitu resp. kreativhy potencial, ktorym disponuju, nakolko ide o jeden =z hlavnych
predpokladov neustaleho rozvoja avyvoja konkurencieschopnosti. Pod kreativitou mozZeme
vtomto pripade rozumiet vytaranie inovativnych sluzieb alebo produktov, ktoré dokazu
poskytovat. Na jednej strane tak stoji vyuzivanie kreativneho potencialu, av§ak na druhej strane je
potrebné poukazat na schopnost takéto sluzby a produkty zviditelnit a samozrejme predat. K tomu
je potrebné mat vhodne zvolent a fungujicu marketingovu orientéciu a stratégiu. V tomto pripade
hovorime o plane, ktorého cielom je vyuzite potencialu trhu, naplnenia potrieb spotrebitelov a
zaroven naplnenie cielov konkrétneho hotela.

Marketing orientation for a hotel providing creative tourism services

Abstract

Hotel industry as a part of tourism represents a set of activities aimed at satisfying mainly
accommodation and additional needs, connected with the movement and stay of people outside
their place of residence. It is a rapidly developing space in which both the above-mentioned
entities are constantly developing and at the same time influencing each other. For the
development of tourism or based on the above, it is necessary for the hotel industry to implement
such services in their activities that will keep up with the established trend and will be able to break
through in a strongly competitive environment. One of the ways to enrich their services is to focus
on creativity or the creative potential they possess, as it is one of the main prerequisites for
continuous development and development of competitiveness. Under creativity in this case, we
can understand the creation of innovative services or products that can provide. On the one hand,
there is the use of creative potential, but on the other hand, it is necessary to point out the ability
to make such services and products visible and, of course, to sell them. For this, it is necessary to
have an appropriately chosen and functioning marketing orientation and strategy. In this case, we
are talking about a plan whose goal is to use the potential of the market, to fulfil the needs of
consumers and at the same time to fulfil the goals of a specific hotel.
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Abstrakt

K zakladnym personadlnym procesom zaradujeme ziskavanie zamestnancov, tvorbu stratégii,
politik a dalSich planov, planovanie poctu a Struktiry zamestnancov, adaptaciu zamestnancov,
starostlivost o zamestnancov, Skolenia a dalSie vzdelavanie, analyzu pracovnych miest, hodnotenie
prace a pracovného vykonu zamestnancov, kontroling, manazment talentov az po uvolfiovanie
zamestnancov. Kazdy proces sa planuje, zabezpecuje organizacne, finan¢ne, materialne
a personalne, priebezne kontroluje, aby sa preukazala jeho funkénost a opodstatnenost.
Zamestnanci st objektom systému personalnej prace a od ich schopnosti, motivacie a prilezitosti
sa odvija ich pracovny vykon. Cielom prispevku je porovnat realizaciu personalnych procesov
v podnikoch na Slovensku. Praca stavia na predoslych prieskumoch, realizovanych na Ekonomickej
fakulte Univerzity Mateja Bela v Banskej Bystrici. Vysledky skiimani z rokov 1998, 2002, 2006, 2010,
2014 a 2018 uz boli publikované. V tomto prispevku st doplnené o najnovsie tdaje zo skimania
v roku 2022.

Comparison of implementation of personnel processes in Slovakia in years 1998
- 2022

Abstract

Basic personnel processes include recruiting employees, creating strategies, policies and other
plans, planning the number and structure of employees, adaptation of employees, employee
welfare, training and further development, job analysis, evaluation of jobs and work performance
of employees, personnel controlling, talent management or releasing employees. Each process is
planned, provided organizationally, financially, materially and personally, and continuously
controlled in order to demonstrate its functionality and validity. Employees are the object of the
personnel work system and their work performance depends on their abilities, motivation and
opportunities. The aim of the paper is to compare the implementation of personnel processes in
Slovak enterprises. The paper builds on previous surveys, carried out at the Faculty of Economics
of Matej Bel University in Banska Bystrica. The results of research from 1998, 2002, 2006, 2010,
2014 and 2018 have already been published. This paper is supplemented with the latest data from
the 2022 survey.
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Abstrakt

Uspech organizacii je ovplyvneny spdsobom, akym sa vyvijaju a implementuji procesy
manazmentu 'udskych zdrojov (ako je nabor, vyber, motivécia, odmenovanie atd’.). Jednym z
hlavnych faktorov, ktoré veda organizacie k tispechu alebo netspechu, je pracovna sila, ktora
je zékladnym prvkom tychto procesov. Dobre navrhnuty a implementovany spdsob vyuzivania
pracovnej sily moze byt zdrojom konkurenénej vyhody a moze pozitivne ovplyvnit’ vykonnost
kazdého zamestnanca. Hlavna vyzva, ktorej sucastné organizacie cCelia, je zalozena na
generacnej rozmanitosti. Organizacie sa snaZzia pochopit’ charakteristiky Generacie Z, jej
hodnoty a postoje k organizaciam a praci, ako aj analyzovat’ vplyv na procesy manazmentu
P'udskych zdrojov. Cielom vyskumu je poukazat’ na to, ze kazda generacia, ktora vstupuje na
trh prace, prinaSa urcité zmeny, a preto sa odbornici na I'udské zdroje zaoberaji hl'adanim
spdsobov, ako prisposobit’ pracovné miesta potrebam a o¢akavaniam Generacie Z. Neznamena
to len prildkat zamestnancov Generdcie Z odliSnym spdsobom a ponuknut’ im rdzne
zamestnanecké vyhody suvisiace s ich udrzanim v organizécii, ale aj prehodnotit’ a stanovit’
novy obsah pracovnych pozicii pri prijimani zamestnancov. Metodika pouzita v $tadii bude
zalozend na analyze sekundarnych udajov, ktoré vyplynuli z medzinarodnych databaz ,
vyskumov a odbornych casopisov. S cielom poskytnit’ prehl'ad o danej problematike sa
uskuto€nia rozhovory a prieskumy vo vybranych organizaciach.

Generation Z and Its Impact aon HRITI Processes

Abstract

The success of organizations is influenced by the way in which human resources management
processes (such as recruitment, selection, motivation, compensation, etc.) are developed and
implemented. One of the main factors that leads a company to success or failure is labor force,
which is an essential element of these processes. A well - designed and implemented human
resource process can be asource of competitive advantage and can positively influence
performance of each employee. A major challenge facing companies today is based on the
generation diversity. The companies try to understand the characteristics of Generation Z, its
values and attitudes towards organizations and work, as well as to analyze the impact on the HRM
processes. The research wants to show that each generation that enters the labor market brings
certain changes which is why the human resource specialists are concerned with finding the ways
to adapt the needs of Generation Z. This does not only mean attracting the Generation Z employees
in adifferent way and offer them avariety of work-related benefits to keep them in the
organization, but also redefining entry - level jobs. The methodology used in the study is based on
analyzing the secondary data which arose from international database and journals. In order to
provide an overview of the research topic, several interviews, studies and surveys will be
conducted and reviewed.
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Abstrakt

Kryptomeny predstavuja investi¢ny nastroj, inovativnu technologiu, ale aj Gplne novy, revolu¢ny
pohlad na peniaze ako platobné prostriedky. Casto st kryptomeny charakterizované ako virtualne
meny. Prispevok sa venuje charakteristike a popisu kryptomien aich Specifickych vlastnosti
v porovnani s klasickymi druhmi investovania. Charakterizuje aj moZnosti, ako mozno tieto
virtudlne meny ziskat aaké st vyhody a nevyhody investovania do tychto alternativnych
investi¢nych prostriedkov. Kryptomeny s v porovnani s inymi spoésobmi investovania volatilné. Ich
hodnota je nestala a dokazu ju velmi rychlo nadobudnut, ale aj stratit. Je preto dolezité poznat a
sledovat aktualnu hodnotu kryptomien v realnom case. V stcasnosti existuje viac ako 280 druhov
kryptomien, preto je investovanie do kryptomien vhodnym sposobom diverzifikacie investi¢ného
portfélia, treba vSak poznat jeho zakonitosti.

Cryptocurrencies as a new type of investment portfolio

Abstract

Cryptocurrencies represent an investment tool, an innovative technology, but also a completely
new, revolutionary view of money as means of payment. Cryptocurrencies are often characterized
as virtual currencies. The article is devoted to the characterization and description of
cryptocurrencies and their specific properties compared to classic types of investment. It also
characterizes the possibilities of how these virtual currencies can be obtained and what are the
advantages and disadvantages of investing in these alternative investment means.
Cryptocurrencies are volatile compared to other forms of investment. Their value is unstable and
they can gain and lose it very quickly. It is therefore important to know and track the current value
of cryptocurrencies in real time. There are currently more than 280 types of cryptocurrencies, so
investing in cryptocurrencies is a suitable way to diversify your investment portfolio, but you need
to know its rules.
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Abstrakt

Marketingovy proces vychadza z vyskumu potrieb spotrebitelov a z tvorby ponuky vedtce;j k jej
uspokojeniu. Patri k zakladnym manazérskym funkciam. Marketing sluzieb v cestovnom ruchu sa
uplatiiuje na dvoch trovniach: na urovni podnikov a sluzieb, t. j. marketing producentov
a sprostredkovatelov jednotlivych sluzieb a na lokalnej, regionalnej a §tatnej trovni, t. j. marketing
cielovéeho miesta. Dlhodobé preferencie urcitého typu cestovného ruchu st ovplyvnené
preferovanou motivaciou k cestovaniu, typom a poctom atraktivit v destinacii, kultGrnymi
aspektmi, diZkou cestovania, cenovou a geografickou dostupnostou a charakterom a kvalitou
sluzieb cestovného ruchu. Cielom prispevku bude skimanie marketingovej komunikacie, ktora
moze efektivne ovplyvnit predov§etkym motivaciu cestovat.

Specifics of tourism marketing
Abstract

The marketing process is based not only on the research of consumer needs, but also on the offer
that satisfies the needs. The marketing process is a basic management function. The marketing of
services in the tourism industry is applied at two levels: at the level of businesses and services -
that is, the marketing of producers and intermediaries of individual services, and at the local,
regional and state level - that is, the marketing of the destination. Long-term preferences for a
certain type of tourism are influenced by the preferred motivation for travel, the type and number
of attractions in the destination, cultural aspects, length of travel, price and geographic availability,
and the nature and quality of tourism services. The aim of the paper will be to investigate marketing
communication that can effectively influence the motivation to travel.
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Abstrakt

Znacka je to, ¢o vam zostane, ked vam zhori fabrika. To je znamy vyrok D. Ogilviho. Komunika¢né
oddelenia sa dnes ale nezameriavaju len na to, ako je ich znacka vnimana spotrebitelmi, ale aj
budtcimi zamestnancami. Na trhu je dnes boj o kvalitného zamestnanca atak sa Employer
branding stava Coraz ddlezitejSou disciplinou. Potencialny zamestnanec chce napriklad poznat
hodnoty firmy a ako ich uplatiiuje v praxi, aky ma postoj k spolocenskym témam a ¢i sa k nim
verejne vyjadruje. Portal PR Daily napriklad v top trendoch na rok 2023 uvadza prave to, Ze
zamestnanci a spotrebitelia Coraz viac pozaduji od organizacii, aby sa zasadzovali napriklad za
prava Cernosskych komunit, Zivotné prostredie a klimatické zmeny, podporu LGBT+ ¢i prava Zien
na potraty. Napriklad Dedoles vramci Pride mesiaca kazdoroc¢ne verejne komunikuje svoju
sudrznost s LGBT+ komunitou. Zaroven sa podpora LGBT+ komunity prejavila aj v rozsireni
firemnych benefitov, v ktorych sa uz napriklad den volna neuplatiuje iba pri svadbach, ale aj pri
uzavreti registrovaného partnerstva. Prave s hodnotou diverzity a inkltzie pracuje v niektorych
svojich kampaniach aj Lidl, ktory je viacnasobnym TOP Employerom a najzamestnavatelom. Lidl
nielen otvara otazky o problémoch spojenych s diverzitou a inklaziou vo firemnej kultare, ale
aktivne sa ich snazi pretvarat do firemnych procesov.

Employer branding as a key factor in the competitive struggle for an employee

Abstract

The brand is what you are left with when your factory burns down. This is the well-known saying
of D. Ogilvi. Today, however, communication departments focus not only on how their brand is
perceived by consumers but also by future employees. There is a struggle on the market today for
a quality employee, so employer branding is becoming an increasingly important discipline. For
example, a potential employee wants to know the values of the company and how he applies them
in practice, what his attitude to social topics is, and whether he speaks publicly about them. For
example, PR Daily reports in the top trends for 2023 that employees and consumers are
increasingly demanding that organizations advocate for, for example, the rights of black
communities, the environment and climate change, support for LGBT+, and women's rights to
abortion. For example, as part of Pride Month, Dedoles publicly communicates his cohesion with
the LGBT+ community every year. At the same time, the support of the LGBT+ community was also
reflected in the expansion of corporate benefits, in which, for example, a day off is no longer
applied only to weddings, but also to the conclusion of a registered partnership. It is with the value
of diversity and inclusion that Lidl also works in some of its campaigns, which is a multiple TOP
Employer and most employers. Lidl not only raises questions about issues related to diversity and
inclusion in corporate culture but actively tries to transform them into corporate processes.
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Abstrakt:

Lidské zdroje patri mezi nejcennéjsi zdroje organizace vcetné jejich kompetenci, jeZ maji klicovy
vyznam pro dosahovani strategickych cil@i. Od organizaci se v sou¢asném digitalnim svété ocekava,
ze se v ramci svych zaméreni budou aktivnéji zabyvat aktualnimi otazkami, mezi které mimo jiné
patii socidlni odpovédnost organizaci smérujici k udrzitelnosti. Podle pristupu tradi¢niho
podnikani se vSak socialni aspekty a udrzitelnost v cilech fizeni Casto ignoruji. Organizace, ve
kterych je optimalné nastaven udrzitelny management lidskych zdroji a mezigenera¢ni uceni,
profituji v oblastech: zajiStuji kontinuitu znalosti, vyuzivaji silné stranky a potencial rtznych
vékovych skupin, buduji dobré vztahy na pracovisti, prolamuji negativni stereotypy (vékové,
genderové i jiné diskriminace) a digitalizace v personalni praci. Clanek je zalozen na vysledcich
kvantitativniho a kvalitativniho vyzkumu ve vybranych organizacich v Ceské republice (1 = 183).
Vysledky ukazuji, Ze je kladen permanentni diraz organizaci na co nejefektivnéjsi zapojeni clovéka
v pracovnim procesu a akceptaci v§ech stranek jeho plisobeni za pomoci digitalizace procesu.

Human Resources Management in the Context of Sustainable Business
Principles

Abstract:

Human resources are the most valuable resources in an organizations, including their
competencies, which are of key importance for achieving strategic goals. Organizations are
expected to more actively address current issues within their focus in digital world, including
corporate social responsibility towards sustainability. However, according to the traditional
business approach, social aspects and sustainability are often ignored in management goals.
Organizations in which sustainable human resource management and intergenerational learning
are optimally set up benefit in the following areas: they ensure knowledge continuity, use the
strengths and potential of different age groups, build good relationships in the workplace, break
negative stereotypes (age, gender and other discrimination) and digitalizatin in personnel
activities. The paper is based on the results of quantitative and qualitative research in selected
organizations in the Czech Republic (7 = 183). The results show that organizations place
a permanent emphasis on the most effective involvement of people in the work process and the
acceptance of all aspects of their actions in process digitalization.
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Abstrakt

Gamifikaciu stavia na principoch hravosti, a mozno ju chapat ako nastroj podnecovania
angazovanosti, lojality a motivacie existujacich a potencialnych zamestnancov k vysledkom
podniku. V personalnom riadeni nachadza gamifikacia uplatnenie v dosahovani atraktivnosti
a retencie zamestnancov, prostrednictvom funkcii ako je nabor a vyber zamestnancov, adaptacia,
vzdelavanie arozvoj. Aplikacie gamifikacia st tiez dolezitym zdrojom pre datova analytiku,
personalny controlling a prediktivnu analytiku. Uspe$né znacky zamestnavatela disponuj nie len
atraktivnostou, ale aj mierou plnenia prislubu zamestnavatela. Tieto dva atribaty st v kone¢nom
doésledku urcujace, ¢i podnik bude tspes$ny na trhu prace v roli zamestnavatela tak, aby si dokazal
budovat a udrzat konkurencieschopnost. Povazujeme preto za opodstatnené venovat sa vyskumu
pouzitia gamifikacie v personalnom riadeni a formulovat vyskumné otazky, ktoré reflektuju
vyskumnt medzeru v si¢asnom poznani o personalnom riadeni. Odpovedanim na tieto vyskumné
otazky chceme zistit, ako gamifikacia posobi na efektivnost procesov personidlneho riadenia
zameranych na uchadzacov, a procesov zameranych na st¢asnych zamestnancov. Zaver vyskumu
je orientovany na skmanie celkového efektu pouzivania prvkov gamifikacie vo v§etkych procesoch
personalneho riadenia. Vyskum prinasa poznanie o miere a spdsobe vyuZzivania gamifikacie a jej
efektu na vysledky personalneho riadenia.

Gamification- elements of customer orientation in human resources
management

Abstract

Gamification is based on the principles of playfulness, and it can be understood as a tool to
stimulate engagement, loyalty and motivation of existing and potential employees to the
company's results. In personnel management, gamification finds application in achieving the
attractiveness and retention of employees, through functions such as recruitment and selection of
employees, adaptation, training and development. Gamification applications are also an important
resource for data analytics, personnel controlling and predictive analytics. Successful employer
brands have not only attractiveness, but also a degree of fulfillment of the employer's promise.
These two attributes ultimately determine whether the company will be successful in the labor
market as an employer, so that it can build and maintain competitiveness. We therefore consider
it justified to research the use of gamification in personnel management and to formulate research
questions that reflect the research gap in current knowledge about personnel management. By
answering these research questions, we want to find out how gamification affects the effectiveness
of HR processes focused on applicants and processes focused on current employees. The
conclusion of the research is oriented towards examining the overall effect of using gamification
elements in all personnel management processes. The research brings knowledge about the extent
and method of using gamification and its effect on the results of personnel management.
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Abstrakt

Celé narodné hospodarstvo preslo od roku 2020 turbulentnym vyvojom s vyraznymi zmenami
v mnohych oblastiach. Na zaciatku roku 2020 museli podniky po ivodnom Soku prijat opatrenia na
fungovanie v novych podmienkach. Restrik¢né opatrenia Ciastocne pretrvavali aj v roku 2021.
Podnikanie skomplikovalo aj ukon¢enie pomoci $tatu a nastup narastu cien vstupov a problémov
v dodavatelskych retazcoch. Napriek nepriaznivej situacii vsak pocet zalozenych podnikov vo
vacSine odvetvi v roku 2021 narastal a narastal aj ¢isty prirastok podnikov. Na zaklade vyvoja tychto
ukazovatelov teda mozno hovorit o rychlom oziveni ekonomiky. Pandémia teda nemala vyrazny
dopad na celkovy pocet vzniknutych a zaniknutych podnikov alebo na Zivnosti. Negativny vyvoj
mozno vidiet v odvetvi ubytovania a restaura¢nych sluzieb. Najva¢si pocet novych podnikov vznikol
v odvetvi sluzieb a stavebnictva. Najvacsi zanik podnikov bol v maloobchode a velkoobchode, ale
tiez v stavebnictve. Situdcia na trhu podla nasho nazoru v signifikantnej miere zapri¢inila
intenzivnejsi narast podnikov v oblasti reklamy a drevospracujiaceho a papierenského priemyslu.
Najvacsie turbulencie mozno v roku 2022 badat pri samozamestnavateloch, kde pocet vzniknutych
i zaniknutych podnikov dosiahol najvacsie hodnoty za posledné roky. K najvacsiemu zaniku
zivnostnikov doslo v oblasti finanéného sprostredkovania.

Establishment and demise of businesses in Slovakia in 2021 and 2022

Abstract

The national economy has undergone turbulent development since 2020 with significant changes
in many areas. At the beginning of 2020, businesses had to take measures to operate in new
conditions after the initial shock. The restrictive measures partially persisted in 2021. Business was
also complicated by the end of state aid and the increase in input prices and problems in supply
chains. However, despite the unfavorable situation, the number of established businesses in most
industries increased in 2021, and the net increase of businesses also increased. Based on the
development of these indicators, it is possible that the economy will quickly recover. Thus, the
pandemic did not have a significant impact on the total number of established and closed
businesses or trades. Negative developments can be seen in the accommodation and restaurant
services sectors. The largest number of new businesses was created in the services and
construction industry. The biggest loss of businesses was in retail and wholesale, but also in
construction. In our opinion, the situation on the market significantly caused the more intensive
growth of companies in the field of advertising and the woodworking and paper industry. The
greatest turbulence can be observed in 2022 among the self-employed, where the number of
established and closed businesses reached the highest values in recent years. The biggest loss of
self-employed people occurred in the field of financial services.
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Abstrakt

Pojem podnikanie je v ekonomike rovnako stary ako vznik vymenného obchodu, avSak jeho vyznam
nadobudol hodnotu podla mnohych ekonémov az pri vzniku trhovej ekonomiky. KIa¢ovt tlohu hra
podnikanie aj v znalostnej ekonomike, ¢o potvrdzuje aj si¢asna ekonomicka teoria. Podnikatel'ské
subjekty malej velkostnej kategorie, ale velké svojou funkciou a vyznamom oznacujeme vSeobecne
ako malé a stredné podniky. MéZeme ich charakterizovat ako vyznamny socio-ekonomicky pilier
ekonomiky vzhladom na ich nemaly pocet pozitiv - podielaju sa na zniZovani miery zamestnanosti
vytvaranim pracovnych miest, rodinné podniky poskytuju lokalnu podporu v hladovych dolinach,
dokazu uspokojit i tie najnarocnejsie spotrebitel'ské preferencie a v neposlednom rade sa vdaka
svojej velkosti dokazu flexibilne prispdsobit aktualnym poziadavkam trhu. Malé a stredné podniky
mozu svoje vlastné volné finan¢né prostriedky zhodnocovat aj na tzv. kryptotrhoch, kde si mézu
podnikatelia vybrat spomedzi viacerych moznosti kryptomien. K najva¢§im vyhodam kryptomien
patria nizke transakéné poplatky v porovnani so Standardnymi bankovymi poplatkami, nevratnost
transakcii ¢o umoziuje znizovanie podvodnosti, nepodliehanie inflacii, Ziadna moznost falSovania
penazi a v neposlednom rade jednotna globalna mena.

Cryptocurrencies as a means to enhance business activity

Abstract

The concept of entrepreneurship is as old in economics as the emergence of barter, but its
meaning only gained value, according to many economists, with the emergence of the market
economy. Entrepreneurship also plays a key role in the knowledge economy, as confirmed by
contemporary economic theory. Businesses that are small in size but large in function and
importance are generally referred to as small and medium-sized enterprises. They can be
characterised as an important socio-economic pillar of the economy due to their considerable
number of positives - they contribute to reducing the employment rate by creating jobs, family
businesses provide local support in hungry valleys, they can satisfy even the most demanding
consumer preferences and, last but not least, due to their size, they can flexibly adapt to current
market requirements. Small and medium-sized enterprises can also capitalise on their own funds
in so-called crypto markets, where entrepreneurs can choose from a range of cryptocurrency
options. The biggest advantages of cryptocurrencies include low transaction fees compared to
standard bank fees, the irreversibility of transactions which allows for a reduction in fraud, not
being subject to inflation, no possibility of counterfeiting money and, last but not least, a single
global currency.
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Abstrakt

Zdielana ekonomika sa stala uz beznou sticastou hospodarstva. Niektoré pravne otazky v stvislosti
s pracou prostrednictvom digitalnych platforiem a zdanovanim prijmov vSak zostavaji
nezodpovedané a aj pristupy roznych krajin k pravnej regulacii zdielanej ekonomiky sa roznia.
Pracovnikmi v ramci zdielanej ekonomiky mozu byt samostatne zarobkovo ¢inné osoby, resp.
zamestnanci, ktori ¢asto pracuju len na Ciastocné tvazky alebo prileZitostne. Cielom takychto
ekonomicky aktivnych os6b nie je hlavna pracovna ¢innost v ramci zdielanej ekonomiky, ale
zabezpecenie doplnkového prijmu k hlavnej pracovnej aktivite, pripadne zabezpecenie prijmov
v obdobi medzi stratou prace a najdenim nového zamestnania. Cielom prispevku je identifikovat
vSeobecné problémy tykajice sa zdanovania prijmov fyzickych osob suavisiacich s pracou
v zdielanej ekonomike. Problémy zahfnaji najma: tazkosti pri identifikacii dafiovnikov z dévodu
chybajtcich informacii o poskytovateloch sluzieb, nedostato¢na regulaciu podnikania v zdielanej
ekonomike, neznalost predpisov poskytovatelmi sluzieb, naroc¢nost vymedzenia hranice medzi
osobnym vyuZivanim aktiv a ich vyuZivanim na podnikatel'ské Gcely, nepriznanie dosiahnutych
prijmov, resp. Casti prijmov, obchadzanie povinnosti pravnej aj socialnej ochrany pracovnikov a
vysoké hrani¢né naklady zdanenia obcCasnej prace.

Work in the sharing economy — selected tax issues

Abstract

The sharing economy has become a common part of the economy, but some legal questions
regarding working through a digital platform and the taxation of income remain unanswered, and
different countries approaches to the legal regulation of the sharing economy vary. Workers in the
sharing economy can be self-employed or employees, often working part-time or occasionally. The
goal of these economically active persons is not to have the main job in the sharing economy, but
to earn additional income to the income from the main job or to earn income in the period between
losing a job and finding a new job. The aim of the paper is to identify general problems related to
the taxation of personal income in the sharing economy. The problems mainly include difficulties
in identifying tax subjects due to a lack of information on service providers, insufficient regulation
of business in the sharing economy, lack of knowledge of the legal regulations by service providers,
the difficulty of defining the boundaries between personal use of assets and their use for business
purposes, non-recognition of income, or part of income, circumventing the obligation of legal and
social protection of workers and high marginal costs of taxation of occasional work.
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Abstrakt

V poslednych rokoch presiel technologickou zmenou aj nabytkarsky sektor a do svojich predajnych
stratégii implementoval rézne moderné technologie, ako je virtualna a rozsirena realita. Preto si
tento prispevok kladie za ciel preskimat vztah medzi digitalnou gramotnostou predajcov v
nabytkarskych centrach a online predajom nabytku. V ramci nasho primarneho kvalitativheho
vyskumu boli dopytovani zastupcovia vybranych vyrobcov nabytku a maloobchodnych
obchodnych zastupcov. Nasledne boli porovnané hlavné vysledky tychto rozhovorov, aby sme
zistili, ¢i aroven digitalnych znalosti zamestnancov skimanych podnikov priamo ovplyviiuje predaj
nabytku v digitalnom priestore. Dal§imi ¢iastkovymi ciemi bolo zistit, ¢i firmy aktivne podporuja a
motivuji zamestnancov v digitdlnom vzdelavani a vytvaraja podmienky na implementaciu
ziskanych technologickych poznatkov. Vysledky vyskumu tvorili vychodisko pre tvorbu navrhov
pre digitalny vzdelavaci systém zamestnancov zdielajacich ,best practices".

Online Furniture Selling - a Challenge for Sellers and Employees of Furniture
Companies

Abstract

In recent years, the furniture sector has also undergone a technological change and implemented
various modern technologies in its sales strategies, such as virtual and augmented reality.
Therefore, this paper aims to investigate the relationship between the digital literacy of sellers in
furniture centres and online sales of furniture. As part of our primary qualitative research, we
interviewed representatives of selected furniture manufacturers and retail sales representatives.
We then compared the main results of these interviews to determine whether the digital
knowledge level of companies' employees directly impacts furniture sales in the digital space.
Other partial aims were to determine whether companies actively support and motivate employees
in digital education and create conditions for implementing acquired technological knowledge.
The results are merged by creating suggestions for a digital educational system of employees
sharing "best practices".
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Tento prispevok si kladie za ciel presktimat spravanie generacie Z na pracovisku a jeho vplyv na
zmeny v spolo¢nostiach z pohladu firemného prava. V ramci nasho primarneho kvalitativneho
vyskumu sme viedli rozhovory so zastupcami vybranych spolo¢nosti a manazérmi personalnych
oddeleni. Z ich odpovedi moZeme identifikovat niekolko podstatnych oblasti, ktoré sa upravuju tak,
aby vyhovovali potrebam a ocakavaniam tejto generacie. Urcili rozne citlivé témy, ktoré sa pre
generaciu Z zasadné a ocakavaji, ze budi na pracovisku respektované. Zaroven upozornili, Ze
najvyraznejSou zmenou v prepojeni na pracovné a firemné pravo je automatické reSpektovanie
modelu prace na dialku a flexibilita pracovného ¢asu pocas takzvaného ,home office“. Vysledkom
je, ze po identifikacii kritickych ¢ft spravania generacie Z st spolo¢nosti nttené prisposobit sa
a vytvorit nové pravne modely a interné regulacné smernice, ktoré budt flexibilne reagovat na
zmeny, ktoré tato generacia prinaSa na pracovisko. Ako manazérske nastroje by ich mohli
implementovat napriklad veduci timov, vedtaci oddeleni alebo ini vedici pracovnici, aby motivovali
zamestnancov a lepsie ich navigovali pri vykone ich prace.

How Generation Z Expectations Change Corporate Law

Abstract:

The purpose of this paper is to examine Generation Z's behaviour in the workplace and its impact
on change in companies from a corporate law perspective. As part of our primary qualitative
research, we interviewed representatives of selected companies and managers of human
resources departments. From their responses, we can identify several key areas that are
fundamentally modified to meet their needs and expectations. They identified several sensitive
issues that are fundamental rules for this generation, which they expect to be respected in the
workplace. At the same time, they pointed out that the most significant change related to
corporate law is the automatic respect of the remote working model and the flexibility of working
hours during the so-called "home office". Consequently, after identifying the critical behavioural
characteristics of Generation Z, companies are forced to adapt new legal models and internal
regulatory guidelines that respond flexibly to the changes that this generation brings to the
workplace. These could be implemented as management tools e.g. by team leaders, department
heads or other managers to motivate employees and manage their performance.
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Abstrakt

Generacia Z je charakteristicka tym, Ze vyrastala s technologickymi zariadeniami a ma iné
poziadavky a preferencie vzhladom na pracu ako predchadzajice generacie. Zamestnavatelia sa
musia prispdsobit tymto poziadavkam a zabezpecit, aby boli ich zamestnanci produktivni a
spokojni.Tato téma je dolezita z niekolkych dévodov. Po prvé, generacia Z je najva¢Sou generaciou
na svete a bude tvorit vac¢sinu pracovnej sily v nasledujacich rokoch. Preto je dolezité pochopit, ako
sa prispOsobit ich poziadavkam a preferenciam. Po druhé, ak zamestnavatelia nebuda schopni
prispdsobit sa generacii Z, mozu sa stretntt so znizujicim sa po¢tom kvalifikovanych uchadzacov
o pracu a zvySenou fluktuaciou zamestnancov. Generacia Z ocakava flexibilné pracovné podmienky
a moznost prace z domu. Zamestnavatelia by mali byt otvoreni tomuto konceptu a zabezpecit, aby
zamestnanci mohli pracovat z rdznych miest a v réznych ¢asoch. Dal§im faktorom je technologia.
Zamestnavatelia by mali zabezpecit moderné technologické nastroje, ktoré zamestnanci pouzivaji
v stkromi a o¢akavaja ich aj v praci. Okrem toho by mali zamestnavatelia zabezpedit prilezitosti pre
neustale vzdelavanie a rozvoj zamestnancov. Okrem flexibilnych pracovnych podmienok a
technologii maji zamestnanci generacie Z aj vysoké naroky na spolo¢enska zodpovednost a etiku.
Zamestnavatelia by mali preto zabezpecit, aby ich podnikanie bolo etické a udrzatelné a aby
zamestnanci mali prilezitost zapojit sa do spolocensky prospesnych aktivit.

Specifics of adaptation of Generation Z employees

Abstract

Generation Z is characterized by growing up with technological devices and having different work-
related demands and preferences than previous generations. Employers need to adapt to these
requirements and ensure that their employees are productive and satisfied. This topic is important
for several reasons. Firstly, Generation Z is the largest generation in the world and will make up
the majority of the workforce in the coming years. Therefore, it is important to understand how to
adapt to their demands and preferences. Secondly, if employers are unable to adapt to Generation
Z, they may face a decreasing number of qualified job applicants and increased employee turnover.
One of the main factors of adaptation is flexibility in the workplace. Generation Z expects flexible
working conditions and the ability to work from home. Employers should be open to this concept
and ensure that employees can work from different locations and at different times. Another factor
is technology. Employers should provide modern technological tools that employees use in their
personal lives and expect in their work. Additionally, employers should provide opportunities for
continuous learning and employee development. In addition to flexible working conditions and
technology, Generation Z employees also have high expectations for corporate social
responsibility and ethics. Employers should, therefore, ensure that their business practices are
ethical and sustainable and that employees have the opportunity to participate in socially beneficial
activities.
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Abstrakt

Agilné metody riadenia sa v sicCasnosti stavaji ¢oraz popularnejSimi, kedze sa zdaja byt tc¢innejSie
v rychlo sa meniacom a neistom prostredi. Tieto metody maja vplyv nielen na spdsob prace, ale aj
na to, akych zamestnancov si firmy najdu a ako ich udrzia, najma v pripade generacie Z. Generacia
Z, ktora je zvyknuta na digitalne technolégie a rychle rieSenia, vyzaduje od svojich zamestnavatelov
pruznost a flexibilitu. Agilné metddy riadenia tak moézu byt pre tato generaciu pritazlivé, kedze sa
zameriavaju na rychle reakcie na zmeny a prisposobovanie sa novym podmienkam. V ramci
agilnych metdd riadenia sa ¢asto vyuziva princip samospravy timu, kde ¢lenovia timu maja vacsiu
zodpovednost za svoju pracu a st schopni rychlo reagovat na zmeny a prijimat rozhodnutia. To
moze byt pre generadciu Z pritazlivé, kedZe tato generacia sa vacSinou vyhyba hierarchickym
StruktGram a preferuje vacsiu mieru nezavislosti a kreativity. Agilné metody riadenia tiez Casto
zahfnaja pravidelné feedbacky a zlepSovanie procesov. Tieto prvky mozu byt pre generaciu Z velmi
dolezité, kedZe tato generacia je zvyknuta na ¢asté spatné vazby a rychle zlepSovanie procesov na
zaklade ziskanych informacii. Dal§ou vyhodou agilnych metéd riadenia pre generaciu Z moze byt
ich flexibilita v ramci pracovnych miest. Agilné metdédy riadenia sa Casto zameriavaji na to, aby
timy boli schopné pracovat na viacerych projektoch stcasne a aby ¢lenovia timu boli schopni sa
prispdsobit novym vyzvam. To mdzZe byt pre generaciu Z pritazlivé.

Agile management methods and their impact on acquiring Generation Z
employees

Abstract

Agile management methods are becoming increasingly popular as they appear to be more effective
in a rapidly changing and uncertain environment. These methods not only impact the way work is
done but also who companies hire and how they retain employees, especially in the case of
Generation Z. Generation Z, who are accustomed to digital technologies and quick solutions,
require flexibility and adaptability from their employers. Agile management methods can therefore
be attractive to this generation as they focus on quickly responding to changes and adapting to
new conditions. Within agile management methods, the principle of team self-management is
often used, where team members have greater responsibility for their work and are able to quickly
respond to changes and make decisions. This can be attractive to Generation Z as this generation
usually avoids hierarchical structures and prefers greater independence and creativity. Agile
management methods also often involve regular feedback and process improvement. These
elements can be very important to Generation Z as this generation is used to frequent feedback
and quickly improving processes based on acquired information. Another advantage of agile
management methods for Generation Z may be their flexibility within job positions. Agile
management methods often focus on teams being able to work on multiple projects at once and
team members being able to adapt to new challenges. This can be attractive to Generation Z.
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Abstract

Ludské zdroje predstavuju klaCovy prvok pre ispe$na organizaciu. Pretoze bez kvalifikovanych a
motivovanych pracovnikov by Ziadna spolo¢nost nemohla prosperovat. Preto je nevyhnutné, aby
organizacie investovali do rozvoja svojich 'udskych zdrojov a implementovali stratégie modernych
trendov. S pokrokom v oddeleni Iudskych zdrojov vo firmach sa v priebehu ¢asu postupne
transformovalo, aby sa prispdsobilo novym vyzvam. V doésledku globalnej pandémie koronavirusu
COVID-19 sa vSak ludské zdroje museli rychlo prisposobit novym vyzvam. KedZe sa pocty
zamestnancov v mnohych spolo¢nostiach koliSu a najma sa objavuji nové technologie, HR
oddelenia sa stali zodpovednymi za reagovanie na obchodné priority. Trendy v riadeni
projektovych timov sa teraz tykaji najmid umeld inteligencia a technologie. Vyvoj technoldgii sa
rychlo postiva dopredu a je nevyhnutné, aby spolocnosti nezaostavali. Pretoze pouzitie novych
technologii moze priniest konkuren¢na vyhodu a viest k efektivnejSej a produktivnejSej praci.
Jednym z hlavnych trendov v riadeni projektovych timov je pouzitie umelé inteligencie. Tato
technologia dokaze zlepsit efektivitu a kvalitu prace timov. Umela inteligencia méze pomoct s
automatizaciou urcitych ¢innosti, ¢im sa zvysi rychlost a presnost prace. Okrem toho, technologie
ako virtualne zasadnutia, cloudové technolégie a rozne nastroje na riadenie projektov umoziuja
timom pracovat na projektoch odkialkolvek a kedykolvek. To znamena, Ze timy mozu pracovat
spolu aj na dialku, ¢o umoznuje flexibilnejSiu pracu a zvySuje ich produktivitu.

Project tearm management in the context of modern technology applying

Abstract

Human resources are an invaluable resource for any organization. In order for a company to be
successful, it is necessary to take care of the development of human resources by implementing
strategies that incorporate modern trends. With advancements in HR departments in companies,
transformations have gradually occurred over time. The global COVID-19 pandemic has brought
HR to the forefront of reacting to business priorities that are assigned to fluctuating numbers of
employees and/or, perhaps most importantly, responding to the challenge of new technologies.
Current trends in project team management are primarily related to artificial intelligence and
technology. Human resources are a key element for successful organizations because without
qualified and motivated employees, no company could thrive. Therefore, it is essential for
organizations to invest in the development of their human resources and implement strategies
that incorporate modern trends. However, due to the global COVID-19 pandemic, human
resources had to quickly adapt to new challenges. As the number of employees in many companies
fluctuates and new technologies emerge, HR departments have become responsible for
responding to business priorities. Trends in project team management now primarily relate to
artificial intelligence and technology. The development of technology is rapidly advancing and it is
essential for companies not to lag behind. Because the use of new technologies can bring a
competitive advantage and lead to more efficient and productive work. One of the main trends in
project team management is the use of artificial intelligence. This technology can improve the
efficiency and quality of team work. Artificial intelligence can help automate certain tasks,
increasing the speed and accuracy of work. Furthermore, technologies such as virtual meetings,
cloud technologies, and various project management tools allow teams to work on projects from
anywhere and at any time. This means that teams can work together remotely, allowing for more
flexible work and increasing their productivity.
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Abstrakt

Digitalne hry mozu byt pouzité ako efektivny nastroj na zvySenie angazovanosti zamestnancov,
zlepSenie spoluprace a komunikacie v time, rozvoj potrebnych zruc¢nosti a schopnosti a zlepsSenie
celkovej kvality prace zamestnancov. Vdaka interaktivnosti a zabavnej povahy digitalnych hier,
moZu byt zamestnanci motivovani a zapojeni do réznych aktivit, ktoré by inak mohli byt pre nich
nudné alebo nezaujimavé. Vyuzitie digitalnej hry ako nastroja v riadeni ludskych zdrojov je
aktualnou témou, pretoze organizacie sa snazia najst nové a inovativne sposoby, ako zlepsit vykon
a efektivnost zamestnancov. V dnesnej dobe st digitalne hry stale popularnejsie a dostupnejsie, o
ich robi vhodnym nastrojom na zlepSenie réznych aspektov riadenia ludskych zdrojov. Tento
prispevok presktima tlohu digitalnych hier v riadeni I'udskych zdrojov (HR). Digitalne hry m6zu byt
vyuzité na tréning zamestnancov, zlepSenie timovej prace a zvySenie motivacie. Tento ¢lanok
analyzuje vplyv digitalnych hier na produktivitu a spokojnost zamestnancov, ako aj na znizZovanie
fluktuacie pracovnikov. Okrem toho sa ¢lanok zameriava aj na kritické faktory, ktoré ovplyviujua
uspesné implementovanie digitalnych hier v HR. Vysledky tejto analyzy mozu byt cennym zdrojom
pre manazérov a HR profesionalov pri rozhodovani o vyuziti digitalnych hier ako sucasti ich
stratégii riadenia zamestnancov.

The digital game as an effective tool in human resources management

Abstract

Digital games can be used as an effective tool to increase employee engagement, improve
teamwork and communication, develop necessary skills and abilities, and enhance overall work
quality. Thanks to the interactive and entertaining nature of digital games, employees can be
motivated and engaged in various activities that might otherwise be boring or uninteresting for
them. The use of digital games as a tool in human resources management is a current topic because
organizations are trying to find new and innovative ways to improve the performance and
effectiveness of their employees. Nowadays, digital games are becoming increasingly popular and
accessible, which makes them a suitable tool to improve various aspects of human resources
management. This post explores the role of digital games in human resources management (HR).
Digital games can be used for employee training, improving teamwork, and increasing motivation.
This article analyzes the impact of digital games on employee productivity and satisfaction, as well
as on reducing employee turnover. Additionally, the article focuses on critical factors that affect
the successful implementation of digital games in HR. The results of this analysis can be a valuable
resource for managers and HR professionals in deciding to use digital games as part of their
employee management strategies.
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