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ABSTRACT

Objective: The paradigm shift taking place in the science of human resource management has
resulted in numerous changes in the theory. This process was significantly accelerated by the
COVID-19 pandemic. This study shows how new knowledge appears in everyday practice in
the countries of Central and Eastern Europe (Austria, Bulgaria, Bosnia and Herzegovina, Czech
Republic, Hungary, Romania and Slovakia).

Research Design & Methods: Statistical processing of the data collected in a questionnaire
survey shows how conservative crisis management is complemented by measures based on the new
approaches organisations are using. In addition to the comparison between individual countries,
the study also focuses on the size of the company as a factor determining crisis management
decisions. It also examines the validity of general principles such as equal opportunity and
difference management, both of which are people-centric principles.
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Findings: The results of the survey show that the companies already understand modern
theoretical knowledge. Despite this, among the practical measures, conservative responses such
as layoffs or wage freezes are still used predominantly. The study draws attention to the need to
speed up practical changes and implement the theory in practice.
Implications/Recommendations: The modern understanding and interpretation of HR is not
alien or remote from the organisations that responded to our survey. Nonetheless, their imple-
mentation of modern HR concepts has been relatively slow.

Contribution: We set out to create an international database that can serve as a basis for future
research. We also show that the effect of the HR paradigm shift can already be demonstrated in
practice, even if the uptake has been slow. Although the attachment to the past is strong, forward-
-looking crisis management measures that replace previous restrictive solutions are becoming
more and more widespread. We hope our study helps modern crisis management in HR take
stronger root.

Article type: original article.

Keywords: human resource management, paradigm shift, crisis management, people-
-centeredness, COVID-19, Central and Eastern Europe.

JEL Classification: J10, J24, J50.

1. Introduction

The credit crisis of 2008, Industry 4.0 and the 2020 COVID-19 pandemic have
changed the labour market to such an extent that traditional, proven methods of
human resource management (HRM) no longer apply (Cseh-Papp et al., 2017a,
2017b; Pato-Sziics et al., 2021). That is why the HR paradigm is also changing,
with greater emphasis now being placed on considering the needs of the employees
(Hegedts, 2012; Kdémiives, Hopp & Szab6-Szentgréti, 2022). While the theoret-
ical background for dealing with the problems is already available, the practical
implementation is a much slower process. In our research, we examined this duality
as it plays out at the economic organisations of Central and Eastern Europe and
neighbouring countries. The aim of the research was, using a nationwide sample and
a wide range of methodologies, to examine, analyse and present how organisations
responded to the HR solutions used during the COVID-19 crisis.

2. Theoretical Background

The global financial crisis of 2007-2009 could be traced to missteps in finance,
so the main task of solving it fell to regulators and financial officers (CFOs).
COVID-19, on the other hand, impacted human resources and was therefore
addressed by capable and flexible HR managers (CHROs) (Economist, 2020).
The primary goal of HR professionals and experts was to increase employee
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morale, motivation and commitment (K&miives, Podr & Kardcsony, 2022). In the
absence of such measures, negative outcomes (dissatisfaction, lower work perfor-
mance, turnover) would surely have emerged (Nutsubidze & Schmidt, 2021). Human
resource practices vary from country to country (Walter, 2023), the digitalisation
process (Hegedis, 2020) and other factors. Practical measures taken in the hotel
sector, which was severely affected by the crisis, were examined by Agarwal (2021).
The pandemic affected economic sectors and groups of employees to differing
extents, highlighting the need for crisis management strategies to consider these
differences. Particularly the industrial sector, retail, and hospitality industries were
significantly impacted, making the pandemic a relevant factor in the HRM para-
digm shift in the development and retraining of employee skills (Mura et al., 2022a).
Supply chain issues and the responses to these challenges prompted manufacturing
companies to fundamentally rethink their strategies, including more effectively
addressing consumer needs and minimising the damages caused by the pandemic.
Reconfiguring their business and human resource strategies to align with market
expectations, these firms implemented adaptive measures to respond to challenges
related to HR and operational activities (Mura et al., 2022b).

Training and development, employer flexibility, the promotion of work-life
balance and social support, intra-organisational communication and the introduc-
tion of home office were the leading responses to the crisis.

The pandemic also brought the area of socially responsible HRM (SRHRM
— socially responsible HRM) to the fore, with psychological and social support
factoring prominently and significantly helping to mitigate the impact of
high-impact events (He et al., 2021). The development and spread of SRHRM
clearly illustrates the paradigm shift taking place in HRM, the essence of which is
that the employees are no longer treated as mere workforce, but as human beings,
with the approach becoming more holistic. This shift is seen in a paper by Ngoc
et al. (2021) on the state of affairs at Vietnamese companies. According to their
findings, even before the epidemic companies were increasing their emphasis on
health protection and hygiene improvements and the use of positive psychology.
This was supplemented during the lockdown with bonuses and allowances to boost
employee welfare. After the first wave of the pandemic, talent management and
renewed performance management took on a prominent role (Kémiives et al., 2022).

Half a century before the pandemic, the importance of human capital increased
significantly in the 1960s. Schultz (1961) theorised that economic growth can only
progress if physical capital and human capital develop together. On the other hand,
countries that do not have adequate human capital cannot effectively manage phys-
ical capital. Schultz (1961) also found that human capital is the factor that most
limits growth. That is, starting from a certain level of economic development,
increasing the amount of money spent on growth stimulates economic growth with
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increasingly worse efficiency, while the development of human capital accelerates it.
Schultz’s theory is supported by Fogel’s findings (Fogel, 1994), which showed that
in the long term, there is a direct correlation between a population’s improved
health and its competitiveness. The role of HRM has changed considerably over the
past 200 years. Scientific HRM got its start early in the twentieth century (Fayol,
1916; Taylor, 1919), and several paradigm shifts have occurred since then. After
Jozsef Galamb introduced the assembly line in the Ford car factory in 1913, Ford’s
management saw the worker almost as a spare part (Derksen, 2014). The drastic
change in technology, the increase in organisational size and the strengthening
of the trade union movement led to the establishment of personnel departments
in larger organisations (companies and state bureaucracies alike) (Ivancevich
& Glueck, 1986). An organisation’s size affects satisfaction and motivation as well
(Berke & Kémliives, 2016). Up until the 1960s, these departments mostly dealt with
personnel administration and trade union affairs mainly involving manual workers
in developed capitalist countries (Foulkes, 1975). Another turning point occurred
after the Second World War, with the administrative nature coming to the fore of
HR (Torrington & Hall, 1987). Today, besides the traditional welfare, administrative
and interest-reconciling nature of HR, change management, active business part-
ners and consultants all play a role (Malatyinszki, 2009, 2015; Torrington et al.,
2014; Ulrich, 2014). Furthermore, in the years before the COVID crisis, a number of
trends — the paying of well-being bonuses or the spread of home-office and home-
work — began to unfold, becoming clearly visible only during the global pandemic.

During the COVID-19 crisis, HRM became one of the main tools of organisa-
tional support (Szab6 et al., 2021). The practice of strategic HRM came to the fore
(Ichsan et al., 2020). HRM responded to the crisis by supporting staff to update
their skills for teleworking, establishing flexible working hours and adopting less
stringent performance management rules (Gigauri, 2021). HRM found different
solutions to problems in this period, depending of the firm’s ownership structure
(Pat6-Szics et al., 2022). Gigauri (2020) also examined the impact of the pandemic
on HRM, focusing on digitisation and work-life balance. She found that telecom-
muting also has a negative side, as many workers tend to do their work outside of
working hours, which can lead to family problems (Malatyinszki, 2020a, 2020b).
Therefore, the role of communication between management and employees
becomes particularly important. Similar results have been reported by other
authors, who highlight the need to transform HRM policy. Alongside this transfor-
mation, employees becoming more involved in decision-making further suggests
a paradigm shift is afoot (Mwita, 2020; Ton, Hammerl & Szab6-Szentgréti, 2023).

Balawi and Wachira (2021) analysed the practice of Hungarian multinational
companies from the perspective of international HRM. They found that globalisa-
tion, the growth of generational differences, and a focus on innovation and sustain-
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ability are the most significant challenges the HR departments of multinational
companies face. They also discovered that the Hungarian organisations improved
their inner communication system, started to apply non-traditional forms of employ-
ment and redesigned their job analysis systems (Kémiives et al., 2021).

3. Methodology
3.1. Sample and Data Collections

For our research, we used data gathered by questionnaire survey conducted by
the KoronaHR team (of which we were members) during 2020—-2021. The “Koro-
naHR” research group was established in Hungary in May 2020 with the partici-
pation of researchers from eleven Hungarian and one foreign universities and with
the support of numerous non-profit civil organisations. During the three waves of
the COVID-19 epidemic, we conducted four projects — three Hungarian and one
international. Bulgarian, Bosnian, Austrian, Romanian and Slovak researchers
joined their Hungarian counterparts in the latter study. The questionnaire covered
the Central European region and related countries and contains both closed and
open questions. For the closed questions, we asked the respondents to mark the
most typical answers from the pre-formulated answers that largely cover the topics
of the study. For the open questions, we examined the opinions of the respondents.
The surveys were conducted in June, November and March 2020. The questionnaire
could be completed either online or on paper. A total of 1,047 organisations from
seven countries responded. The distribution of the sample by country is shown in
Table 1, and the distribution by company size is shown in Table 4. Both tables are
described in the Results section.

3.2. Preparation of Data

We did not use the entire questionnaire for the research, but selected three groups
of solution management principles (strategies) from the questions and statements of
the questionnaire:

1. Future-oriented

This section contains statements that see the solution to the crisis situation in
expanding, developing, and enhancing competitiveness:

— improving organisational efficiency,

— presenting new technologies and procedures,

— targeting new markets,

— reorganising business areas,

— strengthening the supply chain,
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— more effective/renewed marketing,
— reducing labour demand with automation/technical solutions.

II. Conservative

Statements representing the restrictive crisis management solutions that were
previously used, almost “reflexively”

— postponing purchases and expenses,

— general cost reductions,

— dismissing employees,

— terminating strategic investment,

— terminating innovation projects,

— reducing communication costs,

— freezing hiring,

— reducing working hours,

— licensing/managing home offices,

— downsizing temporary employees,

— freezing payments,

— reducing wages,

— reducing fringe benefits.

III. Human-centric

These measures deal with the challenges of the crisis in a progressive manner,
according to the human- and workforce-oriented principles of the new HR para-
digm (group I11/a):

— reducing the risk of the pandemic through training,

— reducing labour demand through training and development,

— supporting personal development,

— developing social, mental and family support,

— labour relations, participation, involvement,

— managing retention;
and some more general principles are also included in the HR toolbox (group I11/b):

— generation management,

— equality of opportunity,

— diversity management.

The answers to the questions used were placed in our own database and
processed with statistical methods using MS-Excel and Jamovi 2.3.21 software.

We examined the extent to which each solution management principle appeared
for each respondent. To determine this, we aggregated the scores of the questions
corresponding to the given group. Given that each group of questions did not contain
the same number of questions, the results obtained by aggregation were normal-
ised to a value between 0 and 1 for comparability. We calculated the scores in two
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ways — by adding them up for each respondent and creating our own index of HR
performance, or, second, by creating three ranges (1, 2, 3) between the minimum
and maximum values of the total scores for each group of questions according to the
intensity of crisis management:

1. Hardly applies the given principle in crisis management.

2. Applies the principle, but not as a typical solution.

3. Intensively applies the principle among the solution options.

3.3. Contingency Tables

We then looked for an answer to the question of how often the organisations of
the countries included in the study use each strategy. For this purpose, we performed
contingency table analyses for each strategy, with two variables — the country and
frequency of application of each strategy. In the next step we examined the same
questions for another variable, company size, also using contingency tables. Then,
based on the results of the marginal distributions, we summarised our results on the
frequency of application of individual crisis management strategies by country and
company ownership structure.

3.4. Analysis of Variance

In the next step, we looked at how HR performance developed in each country.
For this purpose, we first examined the normality of the sample using the
Shapiro-Wilk test. Based on the results of the test, we performed a non-parametric
analysis of variance (Kruskal-Wallis test). Rather than the generally accepted
Dunn’s test, Dwass-Steel-Critchlow-Fligner pairwise comparisons (DSCF) were
used as a post-hoc test to reveal differences. The reason for this is that the Bonferoni
correction is not included by default, so according to its developers, we get a more
realistic result (Dunn, 1964; Douglas & Michael, 1991). Our obtained results were
then summarised in another cross table, which, for improved clarity, was repre-
sented in diagramme form. Here we have shown how common the use of certain
HR strategies is in the countries under analysis.

3.5. Cluster Analysis

Next, we examined whether there are any general characteristics or trends in
HR that apply regardless of the companies’ nationality, size, ownership structure
or income. For this purpose, we performed a K-means cluster analysis based on
the four HR strategies. After graphically representing the cluster centres, we set up
a sequence of development in the evolution of HR paradigms — from conservative
strategy to future-oriented thinking to human-centric approach. We then examined
the proportion of respondents in each cluster. We did this in order to determine
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where the HR paradigm shift, which has been taking place in theory for more than
a decade, is in practice.

4. Results
4.1. Contingency Tables

First, we examined the distribution of the sample based on how intensively
the given responding organisation applies the four crisis management strategies
(Tables 1, 3,5 and 6).

We determined that 16% of non-Hungarian companies think it is very important
to focus on the future, while only 9% of Hungarian respondents said the same. This
type of strategy is used by a quarter of the Bulgarian companies and almost a third
of the Bosnian ones. The latter result is somewhat overshadowed by the fact that
only 11 responses were received from Bosnia and Herzegovina. In addition to the
Hungarian (n = 398) and Bulgarian (n = 108) samples, more than a hundred respond-
ents work at Romanian (n = 188) and Slovakian (n = 232) companies. According to
19% of the companies in Romania and 11% of the respondents in Slovakia, “future
orientation” is of prime importance if the company is to successfully recover from
the crisis. These rates are higher than in Hungary, leading to the conclusion that
Hungarian HR professionals in practice apply the least modern theoretical founda-
tions (Table 1).

Table 1. Assessment of the Importance of “Future-oriented” HR Solutions

FutureOriented_int_group
Country barely (%) mod(;:;ltely exp({;;sly total (1)

Bulgaria 12 65 23 108
Bosnia and Herzegovina 13 58 29 38
Czech Republic 27 55 18 11
Austria 22 69 8 72
Hungary 29 62 9 398
Romania 11 70 19 188
Slovakia 32 57 11 232
Total 24 63 13 1,047

¥2=629,df= 12, p <0.001

Source: the authors.

While future orientation (investments, developments) was found to be an inten-
sively applied strategy in 13% of the companies, conservative solutions (downsizing,
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cost reductions) were considered particularly important by slightly less, at 10%.
Less than 5% viewed the application of people-centric responses and general
humanitarian principles as a priority. If we examine whether the respondents
consider each strategic option important, at least in principle, we get the following
result:

— 76% choose future orientation (63% moderately, 13% expressly, Table 1),

— 72% think conservative tools are important (62% moderately, 10% expressly,
Table 3),

— 50% think in terms of human-centered HR (46% moderately, 4% expressly,
Table 5),

— also deals with general human rights 7% (5% moderately, 2% expressly,
Table 6).

Grouping the respondents based on ownership reveals no significant difference
between the future orientation of state-owned, domestic and foreign privately owned
companies (Table 2). All of them have between 10—15% of companies investing
significantly even in the crisis and applying measures to increase competitive-
ness. In terms of company size, 14% of respondents, regardless of the number of
employees, saw the principle of “future orientation” as a priority. The main differ-
ence was found among those who barely use a future-oriented approach. Every
fourth company with less than 250 employees (or 73% of the sample) viewed this
option as a priority, while only 20% of those employing more than 250 people
(27% of the sample) chose this option. However, this result is not significant.

Table 2. Assessment of the Importance of “Future Orientation” by Size of Company

. FutureOriented_int_group
Company Size
barely (%) moderately (%) | expressly (%) total (n)
1-250 persons 24 62 14 708
Over 250 persons 19 68 14 264

w2 =12.2,df=10,p=0273

Notes: The companies were divided into 6 groups based on their size by number of employees.
These groups are shown in Table 4. Table 2 summarises the results in two size categories, but the
chi-square, df and p values show the value of the 6-group study.

Source: the authors.

Table 3 shows the prevalence of conservative solutions. Only 7-17% of compa-
nies strongly prefer downsizing, restrictive, cost-cutting solutions. The only excep-
tion is the Bosnian respondents, where the rate still hovers over 40%. In other words,
modern HR practice in Bosnia and Herzegovina, even at the level of acceptance of
principles, is progressing more slowly than in other countries of the region. The situ-
ation is just the opposite in Slovakia, where more than 40% of companies apply
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austerity measures in crisis management only to a very limited extent. Companies in
Hungary and Slovakia opt for conservative strategies in crisis management the least
(7% of companies in both countries).

Table 3. Prevalence of the Use of Conservative Solutions in Individual Countries

Conservative_int-group
Country
barely (%) moderately (%) | expressly (%) total (n)

Bulgaria 12 74 14 108
Bosnia and Herzegovina 5 53 42 38
Czech Republic 25 67 8 12
Austria 10 74 17 72
Hungary 35 58 7 398
Romania 16 71 12 188
Slovakia 41 53 7 232
Total 28 62 10 1,048
2 =117,df =12, p < 0.001

Source: the authors.

Table 4. Frequency of Conservative Crisis Management by Company Size

. Conservative_int-group
Company Size
barely (%) moderately (%) | expressly (%) total (n)
1-9 persons 36 56 8 289
10—49 persons 30 61 9 227
50-250 persons 19 68 13 192
251-500 persons 14 74 12 94
501-2,000 persons 12 72 16 90
Over 2,000 persons 9 73 19 80
Total 25 64 11 972

2 =56, df =10, p <0.001

Source: the authors.

The analysis according to ownership structure returned similar results. The most
noteworthy finding is that restrictive crisis management is least preferred by compa-
nies in the non-profit sector (7%), compared to 10% of other companies. Finally,
larger companies are more inclined to use conservative strategies (Table 4). This
is perhaps because in small companies, where almost everyone knows everyone,
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human aspects are more important than in large companies, where management
may dismiss people they may never even have met in person.

Human-centered solutions are strongly preferred by an average of only 4% of
companies in all of the countries except for Bosnia and Herzegovina, where the rate
is 24% (Table 5).

Table 5. Frequency of Choosing Human-centered Crisis Management by Country

HumanCentric_int_group
Country
barely (%) moderately (%) | expressly (%) total (n)
Bulgaria 40 52 8 108
Bosnia and Herzegovina 34 42 24 38
Czech Republic 55 45 0 11
Austria 43 53 4 72
Hungary 61 37 2 398
Romania 35 64 2 188
Slovakia 53 44 3 232
Total 50 46 4 1,047
¥2=99.8,df=12,p <0.001

Source: the authors.

Remember, Bosnia and Herzegovina also had the highest number of companies
that strongly support both future orientation and conservative crisis management,
a fact most likely attributable to the small number of items in the Bosnian sample
(n = 38). The 0% result of the Czech sample, which also has a small number of
items, can be interpreted with similar significance.

When examined according to ownership, the crisis management strategy that
relies on the workforce as a person is most commonly used in non-profit organisa-
tions, though this result is not significant. Nevertheless, as a possible explanation,
we posit that such organisations are not profit-oriented, and usually provide some
kind of community service, making them by definition more people-oriented.
Similar to the form of ownership, the breakdown by company size did not yield
significant results. Nevertheless, it is interesting to note that the smallest organisa-
tions are not the most people-oriented, even though their “everyone knows everyone”
nature might lead one to assume that they would be. From the sample of respond-
ents, enterprises employing 50-250 people proved to have the most people-oriented
approach, while those employing less than 10 people were the least people-oriented.
There are several possible explanations for this. One is that they lack significant
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reserves, so even a short-term recession forces them to take more drastic measures.
Moreover, such micro-enterprises are often family-based, which effectively rules out
workforce downsizing. In any case, it is not humanitarian measures that leads their
thinking, but financial responsibility.

The fourth group of measures we examined is general principles. This includes
measures that apply the most general human rights in the field of HR. This could be
another aspect in the evolution of the new HR paradigm. That is, it would be if these
principles were not so infrequently used, at least by the companies we examined
(Table 6).

Table 6. The Contingency Table of General Human Rights in HR

Common_int_group
Country
barely (%) moderately (%) | expressly (%) total (n)

Bulgaria 88 6 6 108
Bosnia and Herzegovina 92 5 3 38
Czech Republic 100 0 0 12
Austria 89 6 6 72
Hungary 96 3 1 398
Romania 87 9 4 188
Slovakia 94 4 1 232
Total 93 5 2 1,048
x2=289,df=12,p =0.004

Source: the authors.

Although the result is significant — considering the previous results in Bosnia
and Herzegovina — we only evaluated the results of the groups with more than
one hundred elements from the table. What they have in common is that in more
than 85% of the companies, the HR professionals deal only moderately with these
general legal principles. However, a slight north-south separation can be observed:
on average, every twentieth company in Bulgaria and Romania considers general
rights, while in Hungary and Slovakia, further north, the number was a low as one
in 100. The analysis according to ownership did not yield significant results, but
we would highlight that, paradoxically, none of the non-profit organisations (which
make up 3% of the entire sample) pay even average attention to these rights.

Table 7 was prepared based on the contingency tables’ marginal distributions of
the application of each strategy per country.
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Table 7. The Frequency of the Solution Strategies in the Entire Sample

Strategy Importance Number of Respondents | % of the Full Sample

Future-oriented little 249 24
average 659 63

great 140 13

Conservative little 290 28
average 649 62

great 109 10

Human-centric little 527 50
average 482 46

great 39 4

Common principles little 973 93
average 51 5

great 24 2

Source: the authors.

Table 7 illustrates that the companies do not only use only one crisis-manage-
ment strategy, but combinations of the four strategies in different proportions.
Primarily, conservative and future-oriented answer options are mixed in almost
equal proportions. The human-centered approach, meanwhile, is much less empha-
sised, especially in the application of general principles.

4.2. Analysis of Variance

Table 8 shows the results of the normality test before examining the evolution of
HR performance.

Table 8. Results of the Sample Normality Test

Test of Normality Result
Shapiro-Wilk W 0.955
Shapiro-Wilk p <0.001

Source: the authors.

Based on this, we performed the Kruskal-Wallis test to find the answer, the result
of which can be seen in Table 9.

Table 9. HR performance of examined countries

Variable 2 df P g2
HR_performance 131 6 <0.001 0.132

Source: the authors.
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The results indicate that the performance of HR activities varies significantly by
country. Based on the DSCF test (Wilcoxon rank sum test statistic, the p-value and
Fig. 1) we can draw the following conclusions.

Table 10. Results of the post-hoc Test of HR Performance

Pairwise Comparisons — HR_performance
Country 1 Country 2 w P
Bulgaria Hungary -12.082 <0.001
Bulgaria Romania -4.215 0.046
Bulgaria Slovakia -9.131 <0.001
Bosnia and Herzegovina Austria —4.452 0.027
Bosnia and Herzegovina Hungary -8.213 <0.001
Bosnia and Herzegovina Romania —4.587 0.020
Bosnia and Herzegovina Slovakia —7.158 <0.001
Czech Republic Hungary —4.268 0.041
Austria Hungary -6.560 <0.001
Austria Slovakia —4.311 0.037
Hungary Romania 9.962 <0.001
Romania Slovakia —6.602 <0.001

Source: the authors.

»<0.001 —— — <005

Fig. 1. Differences in Commitment between the Countries Examined

Notes: BiH — Bosnia and Herzegovina, SK — Slovakia, BG — Bulgaria, HU — Hungary, CZ — Czech
Republic, RO — Romania, AT — Austria.

Source: the authors.
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Table 10 shows that there is a significant difference between all of the countries
— in fact, in half of the cases the significance value is p < 0.001. The graphical
representation of DSCF results (Fig. 1) shows our results in an even clearer light.

The Czech Republic is typical in the region for HR performance: with the excep-
tion of Hungary, it does not significantly differ in performance from other countries.
On the other hand, Hungary’s performance differs significantly from that of all
other countries except Slovakia. Based on the performance according to the index
score, we examined the proportion of each strategy occurring in companies from
different countries.

SK

RO

HU

AT

Ccz

BiH

BG

T
0 10 20 30 40 50 60 70 80 90 100
%

- Escaping forwards - Conservative |:| Human-centric - Common

Fig. 2. Application of HR Strategies in the Examined Countries
Notes: Same as for Figure 1.

Source: the authors.

As Figure 2 shows, the ratio of conservative and future-oriented strategies is the
highest among HR solutions. This clearly illustrates that HR is never single-focused,
but applies several strategies side by side. At the same time, the fact that modern,
human-centered solutions in Czech companies play only a third of the role that they
do at companies in other countries paints a somewhat gloomier portrait of the HR
style of Czech companies. Figure 3 shows the results of the K-means cluster analysis
investigating the results of HR trends.

The four typical types of measures resulted in a total of six clusters. Three of these
(Balanced-1, Balanced-2, and Balanced-3) show similar cluster centroids that differ
only slightly from each other, so we collectively call them Balanced. This includes
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652 respondents, or almost two-thirds of the entire sample (62.2%). However,
the three additional clusters show different characteristics from each other and from
the Balanced clusters. Among these, Forward lookings has the largest number of
elements (n = 170). This cluster follows the modern HR paradigm and views crisis as
an opportunity to achieve a better positions in the future (i.e. it develops even during
a crisis). It is also important for the companies in this group to preserve human
capital and the knowledge and experience accumulated in it.

3.00

Value of cluster centroids

Balanced-1 Balanced-2 Balanced-3 Forward Human-  Conservatives
(n=317) (n=195) (n=140) lookings -centrics (n=152)
(n =170) (n="174)

[ Future orientation [ Conservative  [__] Human-centric  [JJl] Common

Fig. 3. HR Strategy Clusters of the Companies Participating in the Research
Source: the authors.

Based on the number of items, the next group is the Conservatives (n = 152).
When faced with crisis, it is typical of long-standing HR practitioners to react with
restrictive measures, including staff reductions, wage freezes and cost minimisation
to deal with the crisis. Distrustful of the new paradigm, they eschew modern meas-
ures — even as a test — along with other crisis management methods. Finally, the
sixth cluster (Human-centric), which is the smallest in terms of number of elements
(n =74), includes companies that are specifically human-centric and, in addition,
apply forward-looking and conservative solutions in a similar proportion to the
other companies.

Since our entire sample includes respondents from seven countries, we examined
how the companies in each country are organised into clusters, and present our
results in table form. The four clusters that we found when examining the entire
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sample are distributed differently in across the countries. Table 11 shows the number
of responding companies belonging to each cluster broken down by country.

Table 11. HR Strategy Clusters by Country and in Full Sample

Clusters of HR Strategy (Number of Respondents)

Country Conservatives | Balanced Eﬁgﬁ; -I::Ilelrlll:f:(l:_s Total
Austria 31 41 0 0 72
Bosnia 25 13 0 0 38
and Hercegovina
Bulgaria 41 57 0 10 108
Czech Republic 6 5 0 0 11
Hungary 117 143 138 0 398
Romania 64 105 0 19 188
Slovakia 77 70 85 0 232
Total 361 (34%) 434 (41%) 223 (21%) 29 (3%) 1,047 (100%)

Source: the authors.

The order of the clusters in the table also indicates the correspondence to the
degrees of a continuum leading from conservative to human-centric solutions.
The number of respondents belonging to each grade clearly shows where the
long-mentioned and established paradigm shift in the field of HR stands in practice

today (Fig. 4).

Human-centric

Forward looking

3%

21%

Balanced

41%

Conservatives

34%

Fig. 4. The “Age Pyramid” of HR Strategies

Source: the authors.

We used the term “age pyramid” in Figure 4 because it visually resembles the
age distribution graph (population pyramid or age structure diagramme) of popu-




22 Jézsef Podr, Arnold Téth, Botond Géza Kalman

lation statistics. It differs from the age pyramid only in that the diagramme in the
article shows the older, traditional strategies in the lower part of the graph and the
increasingly newer solutions above them.

Based on the “relatively old-age pyramid”, the practical implementation of
the HR paradigm shift has largely passed the initial phase and is currently in the
balanced phase. However, even the proportion of non-variables is relatively signifi-
cant. One fifth of the sample has already reached the point where they see and treat
a crisis primarily as an opportunity. However, only 3% of the respondents carried
out the paradigm shift in practice. All this clearly indicates that the process has
started and is progressing. One of the biggest challenges for HR professionals is
precisely this: in a crisis, to handle problems in such a way that, relying on methods
that may not yet have been proven in practice, they find a mutually beneficial
(win-win) solution for everyone involved.

5. Discussion and Conclusion

Ehnert introduced the concept of sustainable HR development back in 2014
(Ehnert, 2014). Two years earlier, she had stated that decisions and actions related
to such development could no longer be postponed (Ehnert & Harry, 2012). This is
important because the role of the human factor had long been neglected in HRM
(Greenwood, 2013). According to our results, even today only 15% of the compa-
nies in the countries we examined use a human-centric HR approach. So, whether
Ehnert’s position has blossomed is questionable: ten years have already passed since
she published her findings.

Back in 2001, Zaugg, Blum, and Thom (2001) concluded that future-oriented
thinking is the cornerstone of sustainable HRM. In our sample, all of the job-saving
measures were evaluated by the respondents as future-oriented, human-centric
measures. However, according to the literature, not all methods are effective.
For example, Mariappanadar and Kramar (2014) showed that teleworking and
a shortened working week both have a negative effect on employees, including
increased absences and sick leave. Flexible working hours and working from home
had no such effect.

Although human-centric HR-policy emerged in earnest only about ten years
ago, work-life balance has been discussed in the literature for at least twenty
(Zaugg, Blum & Thom, 2001). Such balance factors in an employee’s overall health,
which in turn is the basis of performance expectations. Nissan (2017) addressed
the issue well, suggesting that companies provide extensive employee support
including a Work-Life Balance Park, home work programme, super-flextime work
schedule and childcare bring provided within the company. In our sample too, the
development of social, mental and family support played a major role among the
human-centric measures companies had taken. To cite just one interesting finding
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from our study: Bulgarian and Romanian companies use human-centric solutions
more widely (Table 11).

In the case of Romania, this can be explained by the specific development
dynamics of HR. At the beginning of the 2000s, HR was still somewhat widely
dismissed by economists (Constantin, Pop & Stoica-Constantin, 2006). During
the pandemic, however, its importance grew (Raducan, Cristache & Matis, 2020).
Its rapid development was accompanied by the spread of a new paradigm, with
consultancy and recruiting becoming widespread (Clutch, 2023). Of the two
methods, training is more people-centric than talent acquisition, because it reduces
employee turnover (Becker, 2011).

The history of HR development in Bulgaria was similar. Anastassova and Purcell
(1995) also report that the legacy of communism and culturally fixed customs and
practices are huge obstacles to change. According to Vatchkova (2000), strategic
management practices that are common in much of Europe were met with resist-
ance in Bulgaria. However, the pandemic induced rapid development there as well:
Zaharieva and Sylga (2020) have reported on the use of advanced employer turnover
practices.

Roughly 30% of the companies we surveyed use future-oriented solutions
to manage a crisis, but only less than 1% of the entire sample was included in
the cluster of respondents who emphasised human-centric measures. Also, the
proportion of the anti-discriminatory common human principles approach in the
companies’ crisis management packages was 0.5-1% (Fig. 2). However, according
to Ehnert, Harry and Zink (2014), sustainable HRM requires not only the elimina-
tion of discrimination, but that the further step of encouraging diversity within the
workforce be taken. Classic HR followed a “just in time” (Sugimori et al., 1977)
strategy to workforce management. A workforce with strong quantitative skills,
self-discipline, and a multiskilled, group-oriented approach is necessary for the
successful implementation of just-in-time (JIT) (Deshpande, Golhar & Stamm,
1994). The creation of such a workforce has received less attention in the JIT
literature.

However, this path is no longer a solution to today’s problems. A human-centric
approach is based on fair treatment akin to that formulated by Jarlstrém, Saru
and Vanhala (2018), who maintained that “rules, responsibilities, and rights are
intended to be the same for everyone throughout an organisation” (Jirlstrom, Saru
& Vanhala, 2018, p. 7). However, a diversified human resources policy — one that
looks at employees differently and individually based on age, gender or ethnicity
(Janssens & Zanoni, 2005) — is even more valuable than uniformity.

In summary, most of the companies that responded to our survey are aware of
modern HR practices. However, putting principles into practice is a slow process.
This is not an unexpected result. As in all sciences, a paradigm shift is a revolu-
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tionary change in HR, so it comes as little surprise that practice lags behind theory.
During the pandemic, government experts clearly saw this, and introduced a number
of subsidies aimed at bolstering human resources. During our international research
conducted during COVID-19, While we asked questions about HR practices for our
study, the answers we received reflected on both HR practice and theory.

In this study, we have examined the extent to which the theoretical paradigm
shift in human resource management, which has been occurring for more than
a decade, is being realised in practice. Extending our research to seven countries
in Central and Eastern Europe, we sought to create an international database that
can serve as a basis for future research. We have shown that the effect of the HR
paradigm shift is already demonstrable in practice. Although the attachment to the
past is strong, forward-looking crisis management measures that replace previous
restrictive solutions are becoming more and more widespread.
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ABSTRACT

Objective: The purpose of this paper is to verify and determine changes in training and
development processes regarding the COVID-19 pandemic in Polish companies.

Research Design & Methods: The research was conducted in 100 companies using CAWI and
was addressed to human resource (HR) specialists, mainly in large companies from a diverse range
of sectors, mainly in manufacturing, public sector, ICT, and transport. The tailored questionnaire
consisted of 62 statements addressing the following dimensions: training and development (T&D)
policy, organisational expectations, procedures of preparation, implementation and monitoring
of T&D, participants, evaluation, and financing and investment in T&D. The theoretical base
of the paper is human resource development (HRD) theory.
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Findings: The results indicate several changes made by organisations as a result of the pandemic,
some of which were only temporary, while others became a permanent feature of T&D policies.
Generally, Polish companies managed to adapt to the environmental changes caused by
the COVID-19 pandemic to the satisfaction of both employees and employers.
Implications/Recommendations: Results of the research can be used to improve training
and development programmes offered by companies to increase employees’ skills, knowledge,
and attitudes in the workplace. They could also help to adjust the training to the new situation and
conditions in the post-pandemic period. Finally, they can serve institutions responsible for policy
provision of HRD at a national level to provide possibilities to apply for funding for T&D activities.
Contribution: No detailed quantitative study has been done so far to analyse if and how training
and development activities have changed over the past few years, especially in the Polish business
environment.

Article type: original article.
Keywords: training and development, human resources, HRD, quantitative research, COVID-19.
JEL Classification: O15, J24, E24, M53.

1. Introduction

From 2020 to 2022, the world lived under the constraints of the COVID-19
pandemic. Following the “presence-based old normal”, we were all driven into
a “remote new normal” (Carnevale & Hatak, 2020). From 2022 a hybrid form
of “renewed normal” has been present with a mix of “the best of two worlds”
(Hamouche & Chabani, 2021). Digital transformation processes were crucial in
this socio-economic context because they could enable and facilitate many opera-
tions in the working environment, which required new strategies approaches, espe-
cially in the area of education (Tomé & Gromova, 2021). The COVID-19 pandemic
changed the reality of work, which meant a change in the required competencies,
which influenced the whole hierarchy of skills (Belachew & Surkin, 2020; Tome
& Costa, 2022).

The organisation of work processes and employee development changed dramat-
ically due to the pandemic; however, there is still a lack of empirical studies on how
the COVID-19 pandemic influenced training and development (T&D) in particular
countries. Therefore, a research gap exists. In consequence, this paper aims
to examine training and development processes related to the COVID-19 pandemic
in companies in Poland, with a particular emphasis on changes in T&D activities
which were applied as a result of the COVID-19 pandemic; relationships between
particular elements of the organisation of T&D activities together with the way they
correlate with each other, and the differences between companies in terms of imple-
menting or managing T&D activities.
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In order to achieve this descriptive goal, the paper is organised into four sections.
The first section describes the theoretical background ending with the research
questions. The second part presents the research methodology. The third section
focuses on the results and the discussion of the results and their potential impli-
cations. The fourth section contains the final conclusions and ideas for further
research.

2. Theoretical Background
2.1. Concept of HRD

The concept of human resource development (HRD) has been approached differ-
ently by many scholars. Some define it in a broad way in which HRD includes all the
efforts made and work done by society to develop and train human resources (HR)
(Black, Hashimzade & Myle, 2017). This embraces areas such as basic education,
secondary education, and vocational schooling, together with science and research.
Organisations such as the World Bank, the United Nations, and the OECD some-
times use this concept (Tracz-Krupa & Tomé, 2019). Although not everyone agrees
on the definitive boundaries of HRD within HR, most HRD scholars agree on
the following three central components of HRD: organisation development, career
development, and training and development (Swanson & Holton, 2009). There are
also other scholars who define HRD (McGuire & Cseh, 2006; Gibb, 2008; Swanson
& Holton, 2009) and T&D (Massey, 2004) as activities offered by companies
with the intention and willingness to balance the benefits for both the employee
and the organisation (c.f. Tracz-Krupa & Tomé, 2019; Juchnowicz & Kinowska,
2022). Training and employee development is understood as “a process of devel-
oping and unleashing human expertise through organisational development and
personnel training and development for the purpose of improving performance”
(Swanson & Holton, 2009, p. 8).

Training and employee development are activities about which traditional
economic thought and sociological theory have different ideas. On the one hand,
training is seen as a basic requirement for an enterprise. On the other hand, the char-
acteristics of training vary. Companies need to find employees with the required
formal qualifications, but because each organisation creates a very specific environ-
ment, employees end up with tacit knowledge acquired through on-the-job practices,
which is extremely valuable. The basic theory defines a two-tier training and labour
market of dual configuration in which big organisations provide training and develop
careers in some form of oligopsony, whereas small companies survive in an almost
perfectly competitive segment of the market. The problem with this second segment
is that training opportunities for career development and rewards are fewer.
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2.2. Training and Development in Companies — Assessment

Nolan and Garavan (2016) carried out a systematic review of the literature on
training and employee development since 1994, which finally included 117 publi-
cations. There were 11 theoretical papers, 44 quantitative studies, 35 used mixed
method studies, and 27 were qualitative articles. The authors reached the following
conclusions: 1) training and employee development was not defined as such by
the majority of scholars but instead, they used the following terms separately:

e 1Y e 1Y

“training”, “development”, “competence development”, “learning”, “formal
job-related training”, “informal training”, “management training and development”;
2) studies were focused on the following areas, employee development practices,
system or architecture, climate, and also the problems which prompted interven-
tions; 3) organisational results analyses come to a greater extent from formal rather
than informal training, and authors mostly use perceptual measures of impact;
in relation to sales/employment growth, competitiveness, and business development,
it is difficult to establish statistically significant outcomes and cause-effect correla-
tions (Tracz-Krupa & Tomé, 2019).

Training and development may have a positive impact on the companies in
areas such as job satisfaction and employee motivation (Huang, 2001; Pajo, Coetzer
& Guenole, 2010), mentoring and personal development, as well as the development
of appraisal systems and performance management (Devins & Johnson, 2002; Smith
et al., 2002), quality of working life, organisational commitment and employee
self-confidence (Rowden, 1995, 2002; Roffe, 2007) and also strategic management,
business development, marketing, and HRM (Wightman & McAleer, 1995; Marlow,
1998; Devins & Gold, 2002; Patton & Marlow, 2002; Massey, 2004; Walker et al.,
2007; Tracz-Krupa & Tomé, 2019).

In the literature on the subject, one can find several studies about factors that
favour the existence of employee development practices: the CEO approach (Shin,
Park & Lim, 2013) facilitating self-managed work teams (Fazzari & Mosca, 2009),
social capital and innovation capital, social interaction within company, culture
in a working environment, networks, and the strength of bonds among the employees
(Kamaluddin et al., 2016; Tracz-Krupa & Tomé, 2019; Andrzejczak, 2021).

2.3. Previous Studies on Training and Development in COVID-19 Pandemic

There have been several studies of different aspects of T&D with both
narrower and broader perspectives (HRD) during the COVID-19 pandemic in
Central and Eastern Europe (CEE). Mikotajczyk (2022) analysed changes
in the approach of Polish organisations to employee development that have occurred
as a result of the COVID-19 pandemic by interviewing HR managers. She indicated
that apart from the changes in the form and methodology of employee training
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due to the pandemic, employees also desire new subjects to assist their develop-
ment. She also noticed that, mainly due to the fact that remote cooperation was
more cognitively burdensome than direct cooperation, employees experienced
more fatigue and stress during online meetings compared to the situation before
the pandemic. Her research showed that lower employee engagement and increased
fatigue were linked to the use of multiple online development initiatives (Miko-
fajczyk, 2022). Klementova and Prochdazkova (2021) analysed sources of finance
for corporate education in the Czech Republic during the COVID-19 pandemic in
2021 and compared them with conditions in 2016. They concluded that compa-
nies rely mainly on their own sources of finance when funding the training and
development of their employees and that there are still large reserves available
in funds from programmes, grants, and subsidies. They demonstrated that during
the pandemic the use of public and EU money for adult education was limited
because of various restrictions. Ttri and Virdg (2021) compared the Visegrad expe-
rience in HR management during the pandemic with the successful case of South
Korea. Urbancova et al. (2021) discussed the question of agricultural companies
in the Czech Republic. Also, the Czech Republic addressed the problem of effec-
tive training evaluation. They proved that the COVID-19 pandemic accelerated
the digitisation and exploitation of innovation in evaluating employee training and
development. In their opinion, systematic processes of evaluating the effectiveness
of employee training during the pandemic depended on the business sector, on the
fact that the organisation was, or was not, a part of a larger group, on (non)exist-
ence of an HR department, and on the size of the organisation (Urbancova et al.,
2021). Additionally, Cemerkov4, Pokornd and Maldtek (2022) analysed reinvestment
activities of companies aimed at supporting employee education and training in
the Czech Republic in the circumstances of the COVID-19 pandemic. They proved
that the share of companies that reinvested their profits did not significantly change
due to the first wave of the COVID-19 crisis in the Czech Republic. However,
under the influence of the crisis, companies increased their reinvestment activity
and thus used the resulting crises as investment and reinvestment opportunities.
Before the COVID-19 crisis, a total of 37.75% of companies reinvested up to 20%
of their profits. After the first wave of the crisis, the number of companies investing
in this way fell to 25.98% (Cemerkovd, Pokornd & Malitek, 2022).

There are also articles about HRM practices or adult education which touch upon
T&D during the COVID-19 pandemic in CEE (see e.g. Krasnova, 2021; Slavié et al.,
2021; Veteska & Kursch, 2021), however, there was no paper dedicated to T&D
during the COVID-19 pandemic which used a detailed questionnaire embracing all
of the elements of T&D as a process in a single CEE country. In this paper quanti-
tative methods were used, addressing 12 dimensions of T&D processes assessed by
practitioners. This makes it innovative and very relevant.
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The aim of the conducted study is rather descriptive than explanatory, which
requires posing general research questions. Hence, it covers three research ques-
tions:

1. What changes in T&D activities were applied as a result of the COVID-19
pandemic, and which of them were permanent?

2. What are the relationships between particular elements/parts of T&D activi-
ties? Do they correlate positively or negatively?

3. Are there any differences between companies in terms of implementing
or managing T&D activities? If yes, in what part of T&D processes do they occur?

3. Research Methodology
3.1.Tools

The method used in this research was a tailored survey addressed to staff
responsible for training and development. Its main aim was to systematically inves-
tigate the changes in T&D activities implemented due to the COVID-19 pandemic.
The questionnaire, consisting of 62 items, was designed on the basis of a T&D theo-
retical framework describing the following steps of managing and implementing
such activities. Statements about policies and T&D goals were delivered first,
e.g. “My company has training and development (T&D) policy”, and “COVID-19
pandemic has caused new challenges in the area of T&D activities”. The second
part consisted of statements describing the implementation processes of T&D
and changes to them due to the COVID-19 pandemic. Some examples of those state-
ments are as follows: “Topics of T&D activities have significantly changed because
of the COVID-19 pandemic”, “The preparation phase of T&D activities has become
more difficult because of the COVID-19 pandemic”, or, “New ways of implementing
T&D activities have been used during the COVID-19 pandemic”. The next part was
devoted to the description of trainers and trainees, e.g.: “The number of trainees has
increased since the COVID-19 pandemic”, or “The types of trainer have become
more diverse since the COVID-19 pandemic”. Finally, the last sector of the question-
naire was based on establishing evaluation and control processes for T&D. Examples
of statements are as follows: “My company evaluates T&D activities thoroughly”,
“New ways of auditing T&D activities have been used during the COVID-19
pandemic”, and “My company’s expenditures on T&D have increased during the
COVID-19 pandemic”. All statements were assessed by three independent experts
in the T&D area in order to provide the most comprehensive application of the
established theoretical framework, as well as to make the questionnaire intelligible
to respondents. The number of particular items in each part was as follows:

— policy of T&D — 4 items,

— expectations towards T&D activities — 6 items,
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— procedures of diagnosis of T&D — 6 items,

— description of the preparation phase of T&D activities — 5 items,

— description of implementation procedures of T&D activities — 7 items,

— description of the process of monitoring T&D activities — 7 items,

— characteristics of trainees — 4 items, and trainers — 4 items,

— investment in and expenditure on T&D — 4 items,

— description of evaluation of T&D activities — 8 items,

— description of results of T&D activities — 1 item consisting of 11 possible
answers,

— description of financial controlling of T&D activities — 6 items.

Each item had six answer categories from 1 — definitely disagree, to 6 — defi-
nitely agree (except for two items in which respondents chose the most significant/
frequent answer).

Additionally, five demographic items were added, providing the age of the
respondent, tenure with the company, both overall and in the current position,
job title/current position, and department. Three additional items were devoted to
establishing characteristics of the respondent’s company — size, type, and sector
(according to NACE).

3.2. Procedure

Questionnaires were distributed to 100 companies in Poland. A professional
research institution conducted the distribution of the questionnaires. The CAWI
technique was used, and an online link to the survey was provided. The certified
research institution selected by our University for long-term collaboration distrib-
uted the surveys to strictly defined respondents — staff responsible for training and
development initiatives and human resources activities. A comprehensive respondent
database, including several thousand establishments, allowed the research institution
to randomly choose companies of different sectors and sizes and reach specially
selected persons in those companies. It took respondents up to a quarter of an hour
to fill in the questionnaire. During the completion of the questionnaires there were
some drop-outs, however, the research company delivered 100 properly filled-in
surveys.

While this study did not have the framework of a randomised controlled trial
(RCT), deliberately picked participants could offer the most reliable insights
about T&D practices in their respective organisations. They were confirmed by
the research institution, to be persons involved in the T&D department or, alterna-
tively, the HR department. The e-mail contacts of the respondents could be deliv-
ered on request.
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3.3. Data Analysis

In order to answer the research questions related to changes in T&D activities
applied as a result of the COVID-19 pandemic, relations and correlations between
particular elements/steps of T&D activities, and the differences between companies
in terms of implementing or managing T&D activities, statistical analyses were
conducted using version 13.0 of Statistica. Descriptive statistics and correlations
were provided to describe the sample. T-tests were performed to establish the signif-
icance of differences between variables.

4. Results
4. Sample

The study of 100 establishments was conducted in a cross-sectional sample.
Its characteristics are shown in Table 1.

Table 1. General Characteristics of a Study Sample (Total n = 100)

Variable | %
Company size:
Medium 51-250 employees 27
Large > 250 employees 73
Company type:
National 51
International 49
Company sector:
Agriculture, forestry and fishing 3
Manufacturing 29
Electricity, gas, steam and air conditioning supply 3
Water supply, sewerage, waste management and remediation activities 2
Construction 5
Wholesale and retail trade, repair of motor vehicles and motorcycles 4
Transporting and storage 6
Accommodation and food service activities 2
Information and communication 6
Financial and insurance activities 2
Real estate activities 3
Professional, scientific, and technical activities 7
Administrative and support service activities 4
Public administration and defence, social security 12
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Table 1 cnt’d

Variable %o

Education 3

Human health and social work activities 4

Arts, entertainment and recreation 3

Other 2
Respondents age:

18-29 3

30-44 70

45-64 27
Overall job tenure:

Less than 1 year 1

1-5 years 12

6-10 years 30

11-20 years 40

More than 20 years 17
Job tenure in the current position:

Less than 1 year 4

1-5 years

6-10 years 46

11-20 years 31

More than 20 years 19
Current position:

Manager or director 53

Specialist 47
Department:

HR 48

T&D 43

Other 9

Source: the authors.

4.2.Scales

The reliability of all dimensions of T&D processes implicit in subscales was
satisfactory. The Cronbach’s alpha for each subscale was as follows: 0.80 for policy,
0.73 for expectations, 0.80 for diagnosis, 0.83 for preparation, 0.81 for implementation,
0.84 for monitoring, 0.83 for trainees, 0.80 for trainers, 0.74 for investment and
expenditure, 0.84 for evaluation, 0.79 for results, and 0.82 for controlling.
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4.3. Descriptive Statistics

Detailed analysis of basic descriptive statistics such as means and standard
deviations of all dimensions (Table 2) revealed the overall trends in implementing
changes in T&D activities during and after the COVID-19 pandemic.

Table 2. Means and SD of All Dimensions in the Research Sample

Questionnaire Dimensions Mean SD
Policy 3.83 1.30
Expectations 397 1.43
Diagnosis 3.89 1.35
Preparation 3.83 1.41
Implementation 390 1.38
Monitoring 3.86 1.40
Trainees 3.28 1.31
Trainers 3.36 1.35
Investment and expenditures 3.54 1.39
Evaluation 391 1.21
Results 3.56 1.28
Controlling 3.69 1.38

Source: the authors.

The mean values of the 12 dimensions varied between 3.28 for trainees and
3.97 for expectations. Given that the average value was 3.5 in a 1-6 scale, it can
be seen that respondents agreed with the opinion that most of the procedures and
activities related to T&D were changed due to the COVID-19 pandemic. Quite
curiously, the highest value was obtained for expectations (3.97), followed by eval-
uation (3.91), implementation (3.9), diagnosis (3.89), and monitoring (3.86), closely
followed by policy and preparation, both with 3.83. Therefore, the ex-ante activ-
ities, the implementation and the evaluation of T&D seem to have received a lot
of attention in companies regarding T&D. Controlling (with 3.69), results (3.56),
as well as investments and expenditures (3.54), were not so affected. Dimensions
assessing the situation of the trainers (3.36) and trainees (3.28) revealed some
changes due to the pandemic but less significant than the rest of the processes.

4.4. Correlation Analysis

The correlation between all of the dimensions was examined in order to analyse
the relationships between them. The results are shown in Table 3.
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The analysis shows that all dimensions have a significant correlation with
each other. The following correlate especially strongly: policy with expectations;
diagnosis with implementation; expectations with diagnosis, preparation, imple-
mentation, and monitoring; diagnosis with all of the others apart from trainers and
trainees; results and preparation with implementation and monitoring; implemen-
tation with monitoring and evaluation; monitoring with evaluation and controlling;
evaluation with controlling. However, in general, all subscales are closely related
to each other, they all represent separate processes within the T&D practices.
It suggests high consistency of the processes; when one has changed significantly
due to the pandemic, the others have changed as well. The trend is also present
in trainers and trainees, which means changes in planning and organising T&D
processes go hand in hand with the problems reported by trainers and participants.
These correlations are not as strong as the others, but still significant. They might
help employees with the process of adopting changes.

4.5. Analysis of Differences

Due to excessive discrepancies in sample sizes regarding the size and sector
of the companies, the significance of the differences in these variables was not
analysed. Regarding the type of organisation (national or international), there
were no differences between the T&D subscales (parts). However, there were two
noticeable differences between the two survey statements shown in Table 4 below.
The results mean that in multinational companies, the need for new T&D specialists
during the COVID-19 pandemic was less than in national companies, and training
participants had a better work-life balance.

Table 4. Significant Differences between National and International Organisations
in Responses to Survey Statements

Questionnaire Dimension
and Item Number

National

International

T-test

Level
of Significance

Expectations 8

The COVID-19 pandemic has
meant new skills are required
by T&D specialists

4.333

3775

2.069

0.04

Trainees 39f

During the COVID-19 pandemic
trainees in my company experi-
enced a high degree of work-life
imbalance

3.313

3.877

—2.190

0.03

Source: the authors.
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Furthermore, there were no differences in the responses of managers and special-
ists to dimensions and particular survey statements. There were also no differences
between the answers gained from HR and T&D representatives. Two variables
(current position and department) did not produce differences in the study sample.

4.6. Analysis of Extremes

Regarding the lack of main differences between respondents’ answers in all
subscales, and an in-depth investigation of extremes (percentage of 5 — “I agree”
and 6 — “I definitely agree” responses) in each survey statement gave the possi-
bility to point out the most crucial changes indicated by respondents. Below a short
description of extremes was conducted.

Policy

The most influential answer in this subscale regarded the statement: “The T&D
policy has been changed due to the COVID-19 pandemic”. A third of respondents
(33%) admitted that the pandemic had changed the T&D policy, and 23% said that it
had improved. Additionally, respondents underlined that the T&D policy most often
had a positive influence on such factors as skills development (50%), quality of work
(42%), and employee engagement (41%).

Expectation

The most common changes were introduced due to the need for employees
and T&D specialists to acquire new skills. According to 41% of respondents,
the pandemic resulted in demands for higher skills among employees. While
43% declared that T&D specialists are required to have new skills. Additionally,
every third respondent declared that the company dealt with the T&D challenges
related to the pandemic by using solely internal resources. On the other hand,
35% of the surveyed companies cooperated with external T&D companies and
coaches to face the challenges related to the pandemic.

Diagnosis

Analysis of this subscale did not reveal huge changes, however, 26% of respond-
ents admitted that due to the pandemic, the diagnosis of T&D activities has become
more difficult, and 33% — it has become more detailed. Additionally, according to

32% of respondents, reasons for running T&D activities were changed, as well as
subject matter of training (30%).

Preparation

The COVID-19 pandemic affected the preparation and organisation of activity
in the surveyed companies. 36% of respondents agreed that more people needed
to be engaged in preparing T&D activities than before the COVID-19 pandemic,
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and 32% of them admitted that the preparation phase became more difficult because
of the pandemic restrictions.

Implementation

The respondents most often agreed that the pandemic contributed to new ways
of implementing T&D activities (46%), and 36% of respondents agreed that the new
methods are being used to this day. It is also worth noting that the pandemic caused
problems in implementing some activities. Every third respondent (36%) said that
activities were temporarily halted (then resumed), while 29% of respondents stated
that activities were permanently halted.

Monitoring

This subscale contains the two statements which received the highest support
from respondents. The COVID-19 pandemic contributed to the use of new ways
of monitoring T&D activities (37%), and 39% of respondents pointed to the need for
more detailed monitoring of T&D activities.

Trainees

32% of respondents admitted that the number of trainees increased during
the pandemic. Trainees most often experienced stress (29%) and isolation (33%).
They hardly ever suffered discrimination (9%) or incompatibility (11%).

Trainers

During the pandemic, the main problem for 33% of trainers was the use of remote
communication channels during training sessions. Moreover, 30% of respondents
indicated that maintaining the participants’ interest and engagement was the most
common problem for trainers.

Investment and expenditure

The results of the conducted study indicate that most companies did not incur
extra costs on T&D activities. Only 25% of respondents admitted an increase in
T&D expenditures during the COVID-19 pandemic, and 27% declared an increase
in investments in remote T&D activities.

Evaluation

There were no significant changes revealed in the analysis of this subscale. Only
28% of respondents admitted that the evaluation of T&D activities became less
frequent and more succinct.

Results

34% of respondents indicated an increase in work quality due to T&D activities
during the pandemic. They also underlined the negative effects of participating
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in T&D activities that contributed to an increase in absence (34%) and turnover
(26%), which was quite surprising.

Controlling

40% of respondents said that the audits of T&D activities did not become more
difficult and diverse, but 29% of them admitted that the companies had to develop
new ways of auditing processes due to the COVID-19 pandemic.

5. Discussion

The findings of the study prove that in most of the researched subscales changes
in T&D activities were introduced as a result of the COVID-19 pandemic in Poland,
and that these changes have been rated highly. In particular — changes in the ex-ante
activities, the implementation and the evaluation seemed to become permanent in
Polish companies.

For example — the respondents (46%) admitted that the pandemic had contrib-
uted to new ways of implementing T&D activities, and these changes have become
regular practice in current company settings. New ways of monitoring T&D activ-
ities were the result of the actions taken by the companies and are still being used
now. What is more — 34% of respondents indicated an increase in work quality due
to T&D. Unlike the Mikofajczyk’s study (2022), which showed decreased employee
engagement, Polish companies managed to adapt to the changed COVID-19 envi-
ronment to the satisfaction of both — employees and the companies.

The analysis indicates that all T&D elements/parts correlate strongly with each
other. The particularly strong correlations are: policy with expectations; diagnosis
and implementation; expectations with diagnosis, preparation, implementation, and
monitoring; diagnosis with all of the others apart from trainers and trainees; results
and preparation with implementation and monitoring; implementation with moni-
toring and evaluation; monitoring with evaluation and controlling; evaluation with
controlling. This proves the high consistency of the T&D interventions.

There were not many differences between various dimensions of T&D in
national and international companies however, the results indicate that in national
companies, the COVID-19 pandemic has caused the need for new T&D specialists
to a greater extent than in multinational companies and that training participants
experienced worse work-life balance in Polish companies than in international ones.
The significance of the differences in these variables was not analysed.

To conclude, the companies in Poland have made an effort to adapt to the
“remote new normal”. The process of developing and unleashing human expertise
through organisational development and training during the COVID-19 pandemic
was successful and served the purpose of improving performance.
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For all the millions of words written every day about the COVID-19 pandemic
and remote work, there are very few, if any, national studies that analyse the impact
of the pandemic on T&D activities. Given that T&D is essential for economies,
the data that were collected show that policy, expectations, preparation, implemen-
tation, monitoring, and evaluation became more important. There is less certainty
about investments, expenditures, controlling and results. There are, however, doubts
about trainees and trainers. This goes along with the human capital model, which
states that spending is easy, but benefitting from the people is more difficult.

As the COVID-19 pandemic came to an end, various forms of remote work
remained, and this implies that investments made in remote work should be very
attentive to trainees and trainers because they are the elements of the system for
which there are more doubts about the outcomes.

The current research has some limitations which need to be considered. Firstly,
this study was based on a small sample size. Future research could be extended to
a larger one to include more quantitative analysis. Secondly, the research included
companies from Poland — an EU member. The enterprises from non-EU coun-
tries might provide interesting insights into training and development practices
during the COVID-19 pandemic. Thirdly, further research is also needed to inves-
tigate the extent to which the present results apply to the expectations towards
training and development after three years of the pandemic.

The subject of this study might be an inspiration for additional research into
this area. Comparative analyses of training and development in Central Eastern
Europe and Western Europe, such as (Tomé, Tracz-Krupa & Molek-Winiarska,
2023) are worth conducting. They could establish basic patterns in policy provision
and show practices at a national level and their underlying socio-cultural legitimacy.
Moreover, they could inform and assist others, e.g. later transitioning and countries
joining the EU, in developing their human resources (Tomé & Tracz-Krupa, 2019).
There are important structural, institutional and configurational differences with
essential differences in HRD practices in CEE arising from historical and ideational
legacies (Morley et al., 2016). Another interesting direction of research may be the
exploration of spending on training and development of human resources from
EU funds, with a particular emphasis on the European Social Fund, also to make
an assessment of the management systems adopted by national institutions and to
compare these systems with the established best practice (see Tomé & Tracz-Krupa,
2019).

6. Final Conclusions

The paper provides a list of general and specific ideas on what happened to
T&D activities in Poland during the pandemic. By and large, more planning was
done, and many actions were implemented. The evaluation of expenses and results
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is debatable, and the big question rests on the evolution of trainees and trainers, who
are the HR face of T&D. Therefore, after the COVID-19 pandemic, more attention
than ever should be paid to trainers and trainees in the realm of T&D.

Also, it is necessary to conduct further theoretical and empirical research on
the training and development of human resources, with the use of both internal and
external resources, as it will not only enrich scientific knowledge and rationalise
the research methodology but will also allow the formulation of useful recommen-
dations for a business.

Even though the article provides the research findings within a small sample,
we see potential practical and social contributions. The final results of the research
can be used to improve training and development programmes offered by compa-
nies to equip their employees with the skills, knowledge, and attitudes needed in
their workplace. They could also provide information to external training providers
to improve and adjust their services according to the opinions of the respondents
of the study. Additionally, the research findings can serve institutions responsible for
policy provision of HRD at a national level that provides possibilities to apply
for funding either within national or regional funds like the National Training Fund
in Poland or from European Union money at a national level.
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ABSTRACT

Objective: The purpose of the article is to answer the following questions: What are the
problems faced by university managers responsible for managing multigenerational work teams?
Is it possible, and if so, what are good practices in integrating the potential of multigenerational
teams of employees? What is the overall assessment of multigenerational teams — do university
executives see them as an opportunity or a burden?

Research Design & Methods: Qualitative research in the form of a case study was carried out.
This method included seven individual interviews with executives at the Faculty of Organization
and Management at Lodz University of Technology.

Findings: Executives at the selected university identify various types of problems in managing
multigenerational teams, while recognising opportunities to integrate the potential inherent in
age-diverse teams. Respondents are mostly positive about intergenerational teams, but they also
note some difficulties for managers related to having a multigenerational team.
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Implications/Recommendations: The role of people responsible for leading multigenerational
teams is becoming increasingly demanding. Striving to achieve equal involvement of
representatives of all generations in the work is one of the most difficult challenges faced by
university managers today. The effort, however, is worth making, as any diversity can positively
influence the team and foster improvements in knowledge management.

Contribution: The article adds to the characterisation of each generation of employees with
aspects from a knowledge management perspective.

Article type: original article.

Keywords: multigenerational team, knowledge management, Baby Boomers, Generation X,
Generation Y, Generation Z.

JEL Classification: M12, 123.

1. Introduction

Four generations are currently represented in the Polish labour market: Baby
Boomers and Generations X, Y and Z (PARP, 2023). Each of them is characterised
by different traits. Under conditions of a dynamically developing economy based on
the latest technologies, they can become key factors in the success of the organisa-
tion or an impediment, posing a serious obstacle for managers. Knowing this allows
us to get to know the motivations of each group of employees, and their expectations
of team members, supervisors and employers, and, in the future, to plan their career
paths in a more conscious way. This, in turn, can prove crucial from the perspective
of those creating new knowledge that needs to be managed. Through knowledge
management, many modern organisations achieve their goals (Haryani & Suryasari,
2020). This is also true for universities, which, as institutions of learning, play
an important role in the creation, diffusion and commercialisation of scientific
knowledge. Therefore, their development has always been inextricably linked to
knowledge management (Wojnarowska & Wrébel, 2009). It is at the core of the
competitive advantage of any knowledge-based organisation, including universities
(Mahdi, Nassar & Almsafir, 2019). In the case of universities, knowledge manage-
ment consists of planned activities undertaken by individuals or teams of university
researchers aimed, among other things, at acquiring, disseminating, and verifying
different types of knowledge in order to realise the learning outcomes of individual
fields of study and to conduct their own or commissioned (by public or private busi-
ness entities) scientific research work in both physical and virtual spaces (Boguski,
2013). Rowley’s (2000) observation that in order to improve knowledge management
at universities, there is a need to address the prevailing norms and values in relation
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to knowledge remains valid. The author also noted that a decentralised manage-
ment structure and a culture of individualised creativity are needed for successful
knowledge management at universities. In this regard, it is worth noting, among
other things, the need to involve the right people in knowledge processes, the roles
played by individual communities, convincing employees to document their core
knowledge, making everyone aware that knowledge management takes time, and
assigning specific roles to individuals. In turn, the internationalisation of higher
education, lifelong learning, the shift from teaching to learning, new technologies
and globalisation are all key factors in the development of knowledge management
in higher education institutions, as pointed out by Dhamdhere (2015). To make this
process as effective as possible, university employees are increasingly required to
develop digital skills and their educational applications (Jorge-Vdzquez et al., 2021).
In addition, it should be noted that by 2025. 50% of all employees, including those
in universities, will require retraining due to the development of new technologies,
and it will be necessary to integrate knowledge into support systems for education
(Li, 2022; Mahmud & Wong, 2022).

With all this in mind, answering the following questions was identified as the
purpose of the study:

— what are the problems faced by university managers responsible for managing
multigenerational employee teams?

— is it possible, and if so, what are good practices in integrating the potential of
multigenerational work teams?

— what is the overall assessment of the work of multigenerational teams — do
university executives see them as an opportunity or a burden?

In order to realise this goal, an empirical study in the form of a case study was
conducted in a deliberately selected public university. Therefore, the article is theo-
retical and empirical in nature. In the first section, four generations of employees
are characterised based on a literature review, in the second one the research meth-
odology is presented, in the third section the main research results are presented.
The article ends with a summary, which includes the most important conclusions,
points out the limitations of the conducted research and indicates directions for
future scientific inquiry.

2. Characteristics of Four Generations of Workers

Employee teams in modern organisations, including universities, are increasingly
age-diverse. Table 1 describes the characteristics of employees of different genera-
tions, and indicates their characteristics from a knowledge management perspective.

The characteristics presented differentiate the values held by representatives of
each generation. According to the Society for Human Resource Management, values
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are the main source of differences between generations (SHRM, 2004). They are
defined in different ways by researchers. In the most general terms, values should
be understood as an individual’s beliefs about what he or she considers relatively
permanent, desirable and appropriate (Twenge et al., 2010). Values motivate people
to act, indicate the direction of their activity, and are the basis for formulating the
social norms of an organisation. Knowing what the representatives of each genera-
tion value most is important in the context of knowledge management and allows for
continuous improvement of the organisation, working conditions and cooperation.
In addition to the many differences in the values professed by each generation, there
are also many similarities. It is these that allow the formation of multigenerational
teams, which, over time, can become self-managing teams. Shared values will create
an organisational culture that is characterised by openness and fosters teamwork.
An interesting complement to the characteristics included in Table 1 is the list of
work-related values valued by employees of each generation, which is provided by
Gadomska-Lila (2020).

Table 1. Distinguishing Features of the Four Generations of Workers

Name of Generation
of Workers

Baby Boomers

Features from the Perspective

General Characteristics of Knowledge Management

—born 1946-1964 — representatives of this genera-

— high stability in behaviour

— respect for authority

— high commitment to work and
loyalty to the employer, whose
recognition is an important
criterion for job satisfaction

— different ways of dealing
with the use of Internet
technology

— exhibit characteristics of indi-
vidualists and idealists

tion are a treasure trove of tacit
knowledge, resulting from years
of professional experience

— are not always willing to share
their knowledge, and if they
do, it happens that they expect
individual benefits from it

Generation X

—born 1965-1979

— appreciation of stability and
quiet work that does not require
new challenges, high respect
for work

—equal attention to the quality
of private and professional life

— independence in decision-
-making

— conscientiousness

— cooperative attitude

— a Generation X employee has
valuable tacit knowledge and
is willing to share it with less
experienced co-workers

— is often an authority for
co-workers
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Name of Generation
of Workers

General Characteristics

Features from the Perspective
of Knowledge Management

Generation Y

—born 1980-1994

— quick access to information,
creation of communities, fast
communication

— strong need to be surrounded
with electronics

— need for independence, but also
seeking mentorship

— flexibility and openness to
change

— willingness to learn

— reluctance to make long-term
commitments

— investing in themselves

— greater focus on themselves,
their needs, benefits

— less loyalty to employers

— representatives of this genera-
tion can be high-class knowl-
edge workers, creating value
for the organisation

— very easily locate and acquire
knowledge

Generation Z

— born after 1995

— the Internet and electronic
media are essential to daily
functioning

— wants to achieve a career imme-
diately, without effort, perform
less well in conditions requiring
a high level of commitment

— mobility and foreign language
skills

— what for older generations is
a threat, for representatives of
Generation Z is an object of
fascination and a field for exper-
imentation

— seeks diversity, escapes routine

— is eager to communicate with
other cultures, wants to travel
abroad, constantly changes and
improves established processes
and tries new working methods

— values teamwork

— can do many things at once,
employees of this generation
find it difficult to focus on one
activity

— can be high-end professionals
with desirable skills and com-
petencies

— it is easier for an employer to
attract a Generation Z employee
than to retain one for the long
term

Source: the authors, based on: Hysa (2016) and Kaczmarek (2019).




56 Sylwia Flaszewska, Katarzyna Szymanska

3. Research Methodology

Qualitative research in the form of a case study was devoted to the realisation
of the purpose of the study. A case study is an in-depth study of phenomena and
processes that contributes to a better understanding of the reality that is the subject
of the study (Czakon, 2013). The Faculty of Organization and Management of
Lodz University of Technology, which from January 1, 2022 implemented a new
organisational structure, was deliberately chosen as the research subject. Two units
were established at the faculty: the Institute of Management and the Institute of
Marketing and Sustainable Development. Responsibility for their management
was entrusted to institute directors and deputy institute directors for education and
science, respectively. Importantly, these are people who hold other very important
leadership positions in the faculty at the same time, including dean, associate dean
for development, head of the management science and quality discipline, chairman
of the faculty council, and many others. All other faculty employees are supervised
by the head of the dean’s office. Table 2 shows the employment structure of the
Faculty of Organization and Management, dividing employees by generation.

Table 2. Structure of Employment at the Faculty of Organization and Management
(as of 15.05.2023)

Number Number Number Number
. of Workers of Workers of Workers of Workers
Unit Name . . . .
Representing | Representing | Representing | Representing
Baby Boomers | Generation X | Generation Y | Generation Z
Institute of Management 6 29 10 1
Institute of Marketing and 3 22 10 1
Sustainable Development
Administration, dean’s office 5 11 9 1
and business staff
Total 14 62 29 3

Source: the authors, based on collected data.

In May 2023, seven individual interviews were conducted with executives from
the faculty. Valuable guidance on preparing and conducting interviews was obtained
from the work of Glinka and Czakon (2021). These were free (non-standardised)
interviews conducted remotely using MS Teams according to the authors’ inter-
view instructions. The average interview lasted about 20 minutes, all of them
together took over 2.5 hours. Five women and two men participated in the survey
(all respondents represented Generation X). Three interviewees have the title of
professor, two have post-doctoral degrees, one has a doctoral degree and one has
a master’s degree. Meetings were recorded with the consent of the interviewees.
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Qualitative data were analysed using content analysis, it was line-by-line analysis
of the transcribed text (Corbin & Strauss, 2008; Tran et al., 2022). To present the
results, quotes were used, which give voice to the respondents themselves, and at the
same time increase the credibility of the qualitative research and allow for a better
understanding of the research results obtained (Czernek-Marszatek & McCabe,
2022; Czernek-Marszalek & Piotrowski, 2022). Each respondent was marked with
an individual code placed at the end of each quote.

4. Findings

The research showed that interviewees identify various types of problems in
managing multigenerational work teams. Among others, attention was drawn to:

1. Communication problems:

We can’t quite talk on the same levels, we don’t exactly interpret certain facts or related
actions in the same way [R1].

For each generation, you have to frame the message differently to make it effective and
understandable. For each generation, what is important is different and it needs to be
articulated differently in the message [R4].

2. Problems related to the approach to work and expectations of the employer:
I have some problems in the area of lack of openness to new solutions, these are people
used to how things were before, to certain developed paths, solving problems, and any
novelty arouses quite a lot of resistance in them [R6].

3. Problems related to approaches to and preparation for research:

Baby Boomers and Generation Y (...) both need support, which is due to a lack of ade-
quate knowledge and competence, that is, employees are not able to direct themselves
independently to research and publication activities. The difference is that Genera-
tion Y has the right not to have experience yet, Generation Z certainly has this right,
while Baby Boomers have worked a lot of their professional lives in organisations, let’s
say, where science was not a priority, and this applies, of course, to most universities in
Poland (...). Science and internationalisation of science have become a priority over the
last decade (...). Inability to self-discipline in scientific activities (...) [R5].

Among the interviewees, there were also claims that the various types of prob-
lems that executives face in their daily work are rather conditioned by the character
and personality traits of individuals, or their degrees and titles, while age itself plays
a less important role. One respondent even stated:

To be honest, I don’t identify these problems at the age and generation level, but rather
at the level of character of individuals [R3].

Respondents’ opinions were very divided on the question of which generation
poses the greatest challenge to executives:
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Baby Boomers, these are people who have a stable position at the university and are
not so scientifically involved, because they also have this intensive period behind them
(...). These people do not keep up with new trends and are not able to handle all these
new programmes, and this is a big challenge, because at this point if we talk about
systematic literature review it will definitely be a bigger problem for Baby Boomers,
this is also where some X’s already have problems [R2].

(...) Y, and then secondarily the oldest ones. That’s because it’s Generation Y that
I compare to what I was like at their age, and at that stage of career development I have
the impression that I was more independent, and I needed less guidance in everything
[R3].

Generation X is the biggest challenge, Y is a smaller one [R5].

I think both Baby Boomers and Z (...). These are the generations furthest from me [R4].

It’s certainly a challenge to manage diversity, different people, but not so much by gen-
eration but by personality (...). The challenge is the personalities in each group [R7].

The interviewees invited to the research also shared their experiences in inte-
grating the intergenerational potential. Respondents agreed that excellent oppor-
tunities for this are provided, for example, by conferences, training sessions and
workshops. Working on common goals and assigned tasks, creates conditions for
learning regardless of generational identity:

Any joint, integrative activity (...) where there is a group that, for example, does something
together, they have some tasks to do or have a common goal to be achieved (...) [R3].

For some respondents, it is possible to integrate intergenerational research
potential:

X can benefit from this greater agility when it comes to new tools that support both
literature review and analysis of primary research results. Here I think this collabo-
ration between X and Y should be developed (...) [R2].

It all depends on the people and the integrator. If the integrator is incompetent then
he or she won’t integrate the group and people won’t want to. On the other hand, if we
have some common goals, by “common” I emphasise that everyone also shares this
goal, and it is not only the goal of the manager or the dean, then they will integrate.
The whole skill in this multigenerational management is to set a goal and to make this
goal attractive to Baby Boomers, X, Y and Z and then this integration is possible [R7].

In contrast, some respondents see some limitations in this regard:

I think the formation of intergenerational research teams is quite limited (...). There is
no such problem with didactics, it is possible to share subjects among several teachers.
In the didactic area, cooperation between generations is much easier than in the research
area, and I think it can be much more effective and interesting for students [R5].
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Responding to the question of what is the overall evaluation of multigenerational
teams, whether managers see them as an opportunity or a burden, respondents were
also divided. An interesting fact is that all of the female respondents evaluate multi-
generational teams positively, i.e. as an opportunity:

I, for one, think this is definitely an opportunity. (...) I think it’s an opportunity to
use the knowledge of different people in different areas, that is, the expertise of Baby
Boomers, Generation X has a lot of experience in doing science, Y and Z bring knowl-
edge of new tools and trends, and on the other hand, they can also build on what these
older colleagues can give (...). If the teams were of one generation, there would defi-
nitely be limited prospects for development [R2].

While being very difficult, I see it absolutely as an opportunity. I can’t say it’s a burden,
although it requires me to have a completely different outlook, perhaps, than if I were
in charge of a team of my generation only. I absolutely see it as an opportunity, and
I hardly see it as a challenge [R4].

Definitely an opportunity, even though it is a challenge, I can honestly say (...) [R6].

The biggest advantage in my opinion is that each generation looks at things from its
own perspective, that is, from the perspective of different experiences (...) the older
ones can learn from the younger ones, but at the same time pass on their experience to
the younger ones (...) [R7].

Men, on the other hand, recognise some of the difficulties of leading multigen-
erational teams:

Opportunity because when there are problems I have to develop things in myself that
I haven’t used so far, opportunity because I have to motivate people who were previ-
ously disadvantaged, and then it translates into quite good results. Burden, because
to get certain people to do things like this, it requires a non-standard approach from
me, more work, and if there are no positive results it falls on me in a way, so there are
opportunities, and there are burdens too [R1].

Interviewee: Opportunity because these “raisins” [people from the BB generation —
authors’ note] are, let’s say, ethical role models, from whom it is always worth learning,
role models of scientists, reliable scientific work, etc. On the other hand, it is a burden,
because now one must often work under time pressure, they certainly can’t cope with it.
For many of these people the language barrier is a problem, or handling analytical,
statistical packages, for example, so these barriers are not insignificant [RS5].
Researcher: Also such basic software (...).

Interviewee: Well, that’s right, or the ability to access literature in electronic sources.
These limitations are not insignificant, this is already some kind of intergenerational
gap, and let’s remember that in the meantime there has been a transformation, also at
universities. We learned the profession in different conditions than they did [R5].
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5. Discussion and Conclusions

Literature studies, as well as the results of the qualitative research, lead to some
conclusions:

— the role of those responsible for leading multigenerational teams is becoming
increasingly demanding. This observation corresponds with the analyses made by
Gadomska-Lila (2020);

— the least numerous group of employees at the Faculty of Organization and
Management are representatives of Generation Z. Therefore, one should agree with
the statement of other researchers that universities still have work ahead of them to
improve the employability of their graduates (Garcia-Alvarez et al., 2022);

— one of the significant constraints to knowledge management in intergenera-
tional teams at the selected university is the varying levels of digital competence of
its employees. A study by Jorge-Vazquez et al. (2021) found that lecturers mostly
have an average level of digital literacy that does not depend on gender, but instead
depends on the generational cohort. The results confirmed that representatives of
younger generations have more advanced digital skills which is in line with the opin-
ions of managers at the Faculty of Organization and Management. In this regard,
university employees should be provided with adequate motivation and training to
develop their digital competencies in order to bridge the apparent intergenerational
gap in their use. Wodecka-Hyjek et al. (2022), among others, have written about the
significance of this problem;

— different expectations of employees of different generations, and differences in
work and communication styles motivate the creation of a new work environment
that unites all generations. Gajda’s (2017) observation that the key to success is to
competently integrate and utilise intergenerational differences within a single work
team to benefit the organisation remains valid;

— striving to achieve equal involvement in the work of representatives of all
generations is a difficult task faced by managers of modern organisations today,
including universities. However, the effort is worth undertaking from a knowledge
management perspective. The most important thing should be to recognise the
initial situation, i.e. what are the possible risks associated with the age diversity of
employees, as Fazlagi¢ (2014) points out;

— the strength of a multigenerational team lies in the fact that its members can
learn from each other. The process of knowledge exchange takes place from the
most to the least experienced, in terms of competence from those who have it to
those who need it, regardless of age (Zajac & Lukasik, 2012);

— any diversity can have a positive impact on the team and be important for the
development of knowledge management, increased creativity and efficiency, which
in turn is important for the success of the entire organisation (Rakowska & Macik,
2016);
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— in order to successfully manage multigenerational teams at a higher educa-
tion institution, it is necessary to create values that integrate all participants in the
organisation and allow the creation of the currently desired organisational culture
based on individual creativity. Such a culture will enable the best use of the diverse
competencies of employees who are representatives of different generations.

In conclusion, the article provides knowledge about the characteristics of repre-
sentatives of each generation from the perspective of knowledge management.
However, this knowledge may be limited due to the fact that the conducted research
does not allow the results to be generalised. In addition, the results obtained from
the interviews are influenced by the personal perspective and subjectivity of the
interviewees. Another limitation is that only the perspective of executives was
examined. Therefore, a follow-up study is planned. This will be a quantitative study,
to which all employees of the Faculty of Organization and Management will be
invited. It would also be an interesting research direction to research the situation at
other Polish universities.
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ABSTRACT

Objective: The paper aims to categorise the expectations of Generation Z of managers managing
remote teams.

Research Design & Methods: The research was carried out using the technique of written
statements according to instructions. Analysis of the data collected was performed with the use
of text-analysis software NVivo Pro as well as MS Excel for quantitative analyses. The study
group consisted of 287 people.

Findings: The analysis shows that, apart from digital skills, remote managers need several
people-oriented qualities and skills. Young people expect understanding, empathy, patience, and
support in performing duties. They emphasised the role that trust plays for managers in motivating
employees. The research also shows that there was some differentiation in men’s and women’s
answers. Women more often emphasise patience and team support, the need to trust employees
and team-building skills, while men proportionally more often wrote about self-control, self-
-confidence, firmness and assertiveness, which is partly in line with the stereotypical perception
of a male manager.

Implications/Recommendations: The results reveal the image of the remote manager Generation Z.
expects: a manager-psychologist that is proficient in computer operation and will organise work
and care for his team.
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Contribution: The author hopes that the research presented in this article fills a cognitive gap
on Generation Z and its expectations of remote managers. Developing knowledge in this area is
essential as this generation will play an increasingly important role in the changing labour market.

Article type: original article.
Keywords: manager, remote work, Generation Z, remote manager’s competencies.
JEL Classification: M12, M54, J24.

1. Introduction

Generation Z goes by many names: Generation I, Gen Tech, Digital Natives,
and Gen Wii (Singh & Dangmei, 2016, p. 2). However its members may be labelled,
they have only recently entered the labour market. According to the Polish Central
Statistical Office (GUS), about 2.5 million people in Poland are 20-27 years of age.
Even if every one of them was working, they would currently account for less
than 15% of the country’s employed. However, with each passing year, there will
be more and more representatives of Generation Z. It is estimated that by 2028,
58% of the global employees will be constituted by Zets (Winczo-Gasik, 2022).

Generation Z is sometimes called the “lockdown generation” (Winczo-Gasik,
2022) because nearly half of their professional lives were spent during the pandemic.
For many of them, this work was at least temporarily remote. As research shows,
many will also encounter this type of work in the future, and that accords with
employees’ expectations.

For example, as many as 89% of respondents to the Decoding Global Ways
of Working study (Strack et al., 2021, p. 8) believe that work will be at least partly
performed remotely in the future (while 24% claimed it would be done entirely
remotely)'. Some 52% of respondents would like to work flexibly (Goldenline, 2020,
p- 12), 12% would prefer remote work to be the main mode in their company, and
75% of respondents believe that remote and in-office modes should be combined
(Future Business Institute, 2020). About 72% of Polish respondents in the People
at Work 2022 survey also express the expectation of continuing work partly remotely
(Richardson & Antonello, 2022). The same trend is also visible in the Working from
Home around the Globe: 2023 Report — 56% of respondents desire hybrid work
(Aksoy et al., 2023). Similarly, Manko and Rosinski’s (2021, p. 53) research shows
that many people want and like to work remotely. The youngest generation also pres-
ents such expectations in the labour market — 79% of respondents indicated that they
expect to work remotely (Gajda, 2017, p. 166).

! Remote work is defined as a flexible form of work that allows employees to do their jobs from
outside of the physical boundaries of the organisation (Sliz, 2020, p. 51).
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Employers’ opinions about remote work and its effectiveness are divided because
it presents organisations with so many challenges, including the need to develop new
internal procedures, ways of monitoring remote work and problems with employee
commitment and efficiency (Pokojski, Kister & Lipowski, 2022, p. 11; Pokojski
& Lipowski, 2022, pp. 223). According to Barrero, Bloom and Davis (2023, p. 9),
managers attribute the impact of working from home on productivity to be —3.5%.
Their study points out that there are two models of remote work — fully remote work
and hybrid work — but only the latter causes real productivity loss — due to worse
communication and problems with professional development and motivation. Hybrid
work, on the other hand, appears to have no or even a mildly positive impact on
performance (Barrero, Bloom & Davis, 2023, p. 13). This explains why managers
expect blended rather than fully remote work (Williamson, 2022, p. 14).

The changing nature of work and generational changes in organisations raise
questions about what may be necessary for work efficiency and employee satis-
faction. The article aims to categorise the expectations of Generation Z towards
managers who manage the work of remote teams. Accomplishing this goal will
involve answering the following questions: What is Generation Z like and what
does it expect from work and superiors? What specific competencies does the work
of a manager who manages his team remotely require? What expectations do
members of the youngest generation currently present in the labour market have
of a remote manager?

The research was conducted using a non-standardised written expression tech-
nique — based on indirect communication and analysis of thus obtained material
(Lutynski, 1994, pp. 120-122). The study group consisted of 287 second-semester
students pursuing a bachelor’s degree in management.

2. Characteristics of Generation Z and Their Expectations
towards Work and Their Superiors

As stated by Zarczyfska-Dobiesz and Chomgtowska (2014, p. 407), members
of Generation Z have a number of features in common with Generation Y, and also
some significant differences. Most importantly, Generation Z is the first generation
born in the so-called digital world, which makes them the closest to technology. Differ-
ences are also noticeable in their attitude to life, which is characterised by greater
realism (Dwidienawati, Syahchari & Tjahjana, 2021, p. 895) and materialism (Hysa,
2016, p. 394), caution, and fear about the future, which may result in greater interest
in CSR and ecology. This generation is much more likely than its predecessors to
prioritise social activity (Gomez, Mawhinney & Betts, n.d., p. 12) and to appreciate
diversity and non-discrimination (Gomez, Mawhinney & Betts, n.d., p. 16).

Representatives of Generation Z also have different expectations in terms
of development. For example, they want to gain knowledge quickly, preferably online.



68 Anna Michatkiewicz

They are reluctant to build a long-term career (Smolbik-Jeczmiefi & Zarczyfiska-
-Dobiesz, 2017, p. 179) and struggle to persevere (Lev, 2022, p. 6). They would like to
achieve professional success relatively quickly, while not being attached to a single
job (Gomez, Mawhinney & Betts, n.d., p. 21; Dwidienawati, Syahchari & Tjahjana,
2021, p. 895; Wasiluk & Bankowska, 2021, p. 142). At the same time, when it comes
to training, as many as 43% prefer hands-on training and in-person first-day orien-
tation (Kronos Incorporated, 2019, p. 4). Z-ers want to develop creativity and to be
innovative, and they view self-development in a positive light (Karasek, 2022, p. 214).

It is also easy for Z-ers to multi-task (Wasiluk & Bafikowska, 2021, p. 142). They
are more flexible, but less loyal or commited their organisation (Kronos Incorpo-
rated, 2019, p. 3; Lev, 2022, p. 9). They want work and life to form a whole in which
they are themselves and are guided by the same values. Despite the caution, which is
visible in their attitude to life, they are not afraid to move on to other jobs as they
believe that doing so is good for their personal and professional development
(Lev, 2023, p. 467). As such, they can make quick decisions (Zarczynska-Dobiesz
& Chomatowska, 2014, p. 408), for example, concerning emigration in search
of work (Wasiluk & Bankowska, 2021, p. 142).

For Generation Z, the quality of relationships at work and a good workplace
atmosphere are also essential (Lev, 2023, p. 464). Managers perceive them as having
a strong need for work-life balance and entertainment balance at work (Lev, 2022,
pp. 10—11). Many prefer to work with their team in person (Kronos Incorporated,
2019, p. 4). And indeed, they emphasise that in-person and face-to-face socialisation
in the workplace is essential (Raymond, 2023).

In terms of common values, Gen Z employees prioritise maintaining good
health, resourcefulness, life without material problems, career development, profes-
sional work and friendship (90% of respondents indicated these values) (Gajda,
2017, p. 165). These values are reflected in their professional expectations, among
which they indicate: a flexible approach to work, i.e. the use of flexibility in terms
of the place, hours and form of work, satisfactory remuneration and bonuses
(Wasiluk & Bankowska, 2021, pp. 150—-154). They view the workplace as a “tempo-
rary station” where they want to develop personally and professionally and spend
time with people in a pleasurable way (Lev, 2023, p. 467).

Because Gen Z-ers have been in the labour market for only a short time, relatively
few studies have been done on their expectations towards employers or superiors.
However, analysis of the available data enables a preliminary, working character-
isation of these expectations. Z-ers expect a supportive and progressive working
environment (Lev, 2023, p. 468). Singh and Dangmei pointed out the importance
of anticipating the needs and adapting recruitment strategies, motivation, and remu-
neration to the expectations of the youngest employees (Singh & Dangmei, 2016,
p- 2). Managers should keep their word, avoid favouritism, treat employees fairly,
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respectfully and, to the extent possible, as partners, support development (Gajda,
2017, pp. 168—-169) and be honest (Schawbel, 2014). Gen Z-ers want to be treated
personally (Gomez, Mawhinney & Betts, n.d., p. 18). They expect commitment from
managers (Gomez, Mawhinney & Betts, n.d., p. 18) and openness to their ideas
(Wasiluk & Bankowska, 2021, pp. 150—154), and their mental health to be taken
care of. They have also expressed a desire to work in an organisational culture that
benefits the organisation and its employees (Raymond, 2023). They seek personal
growth in the workplace (Lev, 2022) and expect to receive continuous feedback,
both on what they can do how they can improve their work (Karasek, 2022, p. 214;
Lev, 2022). Employees from Gen Z are motivated by the importance and meaning
of tasks (Mahmoud et al., 2021, p. 205).

When in contact with managers, despite their technological proficiency, they
prefer in-person communication (Schawbel, 2014), especially when receiving
feedback (Kronos Incorporated, 2019). In their study, Dwidienawati, Syahchari
and Tjahjana show that the employees from Generation Z expect empowerment,
humility, authenticity, acceptance, direction and stewardship. They conclude that
for Z-ers, a servant leadership style could be the most effective (Dwidienawati,
Syahchari & Tjahjana, 2021, p. 901).

Here it should be emphasised that this “catalogue” of expectations was devel-
oped based on research conducted mainly before COVID-19 and the changes in
work organisation that the pandemic accelerated. The question arises, then, what
a manager who performs their duties remotely should be like, especially according
to Generation Z.

3. Competencies of a Manager Working Remotely

A remote manager should have several competencies to perform their job effec-
tively: flexibility, the ability to provide support, attentiveness to employee well-being,
availability, communication skills and the ability to check the performance of tasks.
Among these elements, employees have emphasised flexibility, support and check-ins
(Henke, Jones & O’Neill, 2022). The manager’s ability to see to employee well-being
and mental health was also addressed in the report People at Work 2022 (Richardson
& Antonello, 2022). 64% of British, 61% of the Dutch, and only 47% of Italians surveyed
felt they received such support. With 58% in the Netherlands, 77% in Germany and
68% in Poland experiencing stress at least once a week (Richardson & Antonello, 2022,
p- 37), the need to address mental health issues is clear.

In other research, Manko and Rosinski focused on the success factors of remote
work management, including the need to be “mindful of remote workers’ emotional
issues and needs” (Manko & Rosinski, 2021, p. 45). Emotional intelligence is
also an important competency of virtual leaders (Alward & Phelps, 2019, p. 72).
Among the success factors in managing remote work, they also indicate elements
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such as giving employees access to the information they need for their tasks, along
with transparent information about management decisions and providing a means
for questions to be asked, suggestions to be made, and feedback to be submitted
(Manko & Rosinski, 2021, p. 45). This suggests the need for specific procedures
to be introduced, as well as willingness and communication skills from managers.

Davies, Fidler and Gorbis (2011, pp. 6—12) examined factors that will cause
the professional competencies that are required to change. The globally-connected
world and super-structured organisations are two factors that have enabled work
to be done in hybrid mode. Such work call for crucial competencies from remote
managers and employees alike, including cross-cultural competencies and the ability
to collaborate virtually (the latter meaning being able to work productively, keep
engaged, and demonstrate presence as a virtual team member). Cross-cultural
competencies involve language skills, adaptability to changing situations and
an ability to sense and respond to new contexts. In the case of a remote team
manager, virtual collaboration will also mean an ability to engage and motivate
a dispersed group, provide immediate feedback, and precisely formulate objectives.

When considering the competencies of remote managers, we can also use
the achievements of researchers looking at the competencies of leaders in global
environments. Due to similar job requirements, the competencies of such leaders
are to some extent similar to those of remote managers. The most important
competencies of managers in global environments include communication skills,
emphasising the importance of knowing tools that enable effective virtual commu-
nication (Lonnblad & Vartiainen, 2012, p. 31; Alward & Phelps, 2019, p. 88; Figaro,
2021). Understanding (cultural) differences is another important skill, according
to the respondent group. Researchers also point to the importance of being
open-minded, both to novelties and the ability to maintain relationships with people
one knows only virtually (Lonnblad & Vartiainen, 2012, p. 33). Flexibility (including
with one’s working time) and organisation skills (Figaro, 2021), proactivity
(in communication, active listening, and asking the right questions), sociability and
regularity in work are other important qualities. The competencies leaders should
have included focusing on the bigger picture and strategy, management (including
monitoring and tracking progress), people skills (motivating, communicating and
dealing with different people), being available, and having the ability to use different
approaches to different people (Lonnblad & Vartiainen, 2012, pp. 34-35; Mehtab
et al.,2017, p. 189). Patience for the demanding and time-consuming communica-
tion of a global leader and interpersonal trust are also mentioned as essential skills
in virtual management (Figaro, 2021).
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4. Research Methodology
4.1. Aim, Research Questions and Methodology

The aim of the present research is to categorise the expectations of Generation Z
towards managers of remote teams. The study group consisted of first-year students
pursuing an undergraduate degree in management, all of whom are members
of Generation Z.

The research question was: What are Generation Z’s expectations regarding
the competencies a remote team manager should have? Respondents were asked
one open-ended question: In your opinion, what should a manager leading a team
working remotely be like? List the desired competencies (as well as skills, knowl-
edge, personality traits, temperament). There was a fear of excessive self-censorship
of the respondents and referring only to those traits they had no doubt could be
called “competencies”. It was believed that widening the criteria beyond “competen-
cies” would provide a fuller picture of Generation Z’s expectations.

The research was conducted using a non-standardised written expression
technique, one based on indirect communication and analysis of the material thus
obtained (Lutyfski, 1994, pp. 120-122). This made it possible to penetrate respon-
dents’ reasoning and current living situation, and for them to express a subjective
attitude (Lutynski, 1994, pp. 126—128). In principle, analysis of content gathered this
way allows the subject’s features and characteristics to be recognised — in this case,
respondents’ opinions on the essential competencies of remote managers.

The study was conducted on Moodle, a remote teaching platform, in March
2022. The respondents had one week to send their answers, so everyone could
provide them at the most suitable time after having duly reflected on the subject.
The data were stored, coded and further analysed in compliance with the rules.
Analysis of the collected data was performed with the use of text-analysis software
NVivo Pro and, for quantitative analyses, MS Excel.

The process of coding and analysing statements provided by the respondents
consisted of several stages. Initially, the names of competencies provided by
the respondents were used without creating group categories. These were later
organised into groups and aggregated into categories.

4.2, Study Group

Written statements provided by 287 respondents (172 women and 115 men) were
analysed. After the first stage of the analysis, 21 statements (13 women, 8 men)
were rejected, on grounds that they made no reference to remote work. That left
266 statements (159 women, 107 men) for analysis. The pool comprised only
full-time students, all of whom were members of Generation Z, aged 19-20. Some
had experience in virtual education and virtual cooperation with their colleagues
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and teachers during the COVID-19 pandemic. Given the limited age range and the
method of sample collection, the group cannot be said to be representative of Gener-
ation Z as a whole.

5. Research Results

Analysis of the statements collected made it possible to extract the characteris-
tics respondents believed managers managing remote teams should have. They were
grouped into skills, personality traits and attitudes. While these categories are not
always fully separable, detailed analysis of the statements justifies their distinction.

Table 1. Skills a Remote Manager Is Expected to Have

Skill Group Skills Women | Men Sum
General communication skills 92 53 145
digital skills 68 48 116
time management 31 18 49
Task-oriented skills work organisation 40 29 69
planning and dividing work 23 13 36
work control 19 13 32
People skills motivating 51 33 84
team support 29 13 42
ability to care for the well-being 21 10 31
of employees
team building 20 10 30

Source: the author.

Table 1 summarises the skills managers of remote teams should possess,
divided into three categories. The first is “general” skills, which are needed not
only by managers working remotely. Respondents emphasised communication and
digital skills.

Justifying the importance of communication skills, the respondents stated
that management could not be accomplished without good communication,
as the following quotes show:

Constant flow of information is the foundation of efficient team management [M1112].

Specific communication of information definitely facilitates cooperation. A good man-
ager should be able to give specific and understandable instructions and adjust the way
of communication to each of the recipients [W126].

2 The opinions were coded as M (man)/W (woman) plus the sequential number of the statement.



Generation Z's Expectations of a Remote Team Manager 73

(..) express your expectations even more clearly, because an employee with reduced
concentration (which can be expected when working from home) may perform
the assigned tasks incorrectly [W142].

When working remotely, a team leader should talk to co-workers a lot more and say
even the things that seem obvious [W21].

Thanks to communication skills, the manager will be able to effectively find out how
well the employee is coping with the task and whether they will manage to complete it
on time. The manager also provides the necessary feedback on the achievements [W8].

They also emphasised the importance of communication for building good rela-
tionships:

In remote work, this is an essential feature because it is difficult to build relationships

with employees without seeing them daily [W115].

Good communication with the team is one of the most important factors of successful
cooperation [W16].

At the same time, the respondents express the belief that communication is crucial
in remote work because it is more difficult to maintain than in in-office work:

Face-to-face meetings have such a specific character; we can present our views and
emotions more [W10].

It is more difficult than with face-to-face contact, as we have limited eye contact, which
can often lead to some misunderstandings [W118].

(...) especially in remote work, where communication is hindered by the lack of live
contact, sometimes by technical problems, etc. Therefore, a manager should commu-
nicate each matter clearly enough so that there is no need to ask questions or to guess,
so that employees always know what is needed [M3].

Digital skills for proficiency in the use of software for remote communication
and to organise work and office suites was the next set of skills that were regularly
cited by respondents. Listing statements supporting the respondents’ positions,
Table 2 illustrates why these skills were considered particularly important.

Table 2. Reasons Why a Remote Manager Should Have Digital Skills

Reason Sample Utterances

The need to properly “The manager must properly select and configure the programme
organise the team’s work | so that the team works comfortably and efficiently” [M108].

“This will allow him to choose such technological solutions that
improve task performance by team members” [W113].

“Shortcomings in this area can lead to delays and many misunderstand-
ings. This is also an obstacle for the manager, who cannot obtain infor-
mation from his team. There may also be deficiencies in integration
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Table 2 cnt’d
Reason Sample Utterances

and communication, as the manager may not be aware of one
or another of the possibilities the equipment offers. All this can lead
to organisational problems” [M154].

The need to control/ “They will also be useful for monitoring the remote work of their

monitor work employees” [W61].
“He will be able to effectively monitor the actions of his charges”
[M199].

“To be able to coordinate the team’s activities efficiently and control
them properly” [M134].

Motivating employees “Will serve as an example for the team, and the group will also try
to meet the challenge of efficiently using IT tools” [W113].

Employees expect help “Such a manager must be a kind of »technological guide« for his
co-workers, who do not always have great IT skills. This should help
them find their way in the virtual world and quickly adapt to such

a mode of work, which would make it as efficient as possible” [M108].
“IT issues should not be alien to him, as he should help employees
who are less familiar with working with a computer” [W121].

Saving time “Should be able to deal with minor technical problems related

to the operation of the software so that there is no need to wait for
help from the IT department” [M108].

“Thanks to this knowledge, we will save significant time when we
encounter a problem, because we will be able to solve it ourselves
and it will not require assistance from people with these competen-
cies” [W178].

Image considerations “Without this, the manager will lose his authority in the eyes
of employees” [M103].

Source: the author.

In turn, the ability to organise working time is crucial for home-based work,
where there are a lot of disruptive factors and work-life balance is more easily lost.
The respondents felt the manager should work to address this.

The remaining skills a remote manager needs, according to respondents, have
been divided into two groups. Respondents put more emphasis on skills related
to working with people, while analysis of personal traits also shows that “relational”
features also received higher priority (Table 3). Therefore, in the case of skills and
features, I will take a closer look at those related to interpersonal relations.

Motivation is especially important in remote work, given the lack of direct
contact with colleagues and a supervisor as well as any number of distractions.
Respondents expressed the opinion that “People who work remotely lose the motiva-
tion to work and enthusiasm™ [M2] and “It is easy to get distracted or shift attention
to another stimuli” [W8].
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The ability to support the team was most often related to helping perform duties
and thus was associated with managers being available to employees:

The manager should support the group. He should be present during the conversation
(during the performance of tasks) or on the phone (if the tasks are long-term) so that
employees know that they can rely on him [112].

The manager is the pillar of the whole team. He is responsible for a team and should
be the greatest support for employees. Remotely, there are more problems the manager
must help his employees with [W184].

In turn, expecting managers to take care of employee well-being, the respondents
expressly mention mental health:

Take care of their mental health, talk to them, give them mental support so that they do
not become depressed [M108].

Taking care of their employees despite this “remoteness”, so that people nevertheless
feel supported by the manager in what is happening and what should be taken care
of in connection with the correct work ethics [M195].

(...) “good word”, a good attitude or ordinary interpersonal conversation. Sometimes
you have to become not only a manager but also a friend. Everyone in their lives, it hap-
pens, is left alone with their problems, and this starts to have a very negative impact
on work, and even when we work remotely, and we are alone at home all the time,
we start to think even more about all kinds of advantages and disadvantages of our
life, so in order to get out of such a state, we absolutely need someone who will extend
“a helping hand” and support us with a “kind word” [W96].

Table 3. The Personality Traits Respondents Expect a Remote Manager to Have

Group of Traits Traits Women Men Sum
“Efficiency” resistance to stress 25 13 38
(concerning work) creativity 24 14 38

flexibility 18 8 26
self-discipline 12 8 20
“Relational” indulgence 43 27 70
(concerning people) empathy 38 5 63
patience 25 8 33
openness to others 21 12 33
self-confidence 16 17 33
calm 14 18 32
resoluteness 9 12 21
assertiveness 9 9 18

Source: the author.
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We now turn to the personal traits that representatives of Gen Z indicated
as particularly important in the work of a remote manager. The most frequently
mentioned were indulgence, empathy, openness to others, patience, and self-
-confidence. This clearly shows that the respondents see, in the position of a remote
manager, a person who can not only achieve the assumed organisational goals but,
above all, does not lose sight of individuals or difficult situation, where they carry
out his professional duties.

Table 4 presents statements about the five features employees most expect
a remote manager to have.

Table 4. Utterances about a Remote Manager’s Most Expected Traits

Trait Sample Opinions

Indulgence “A good manager should be aware that we are only human and each

of us has our problems, such as illness” [M110].

“A team manager’s job is to lead colleagues to accomplish the goal.
This would be impossible if he did not understand that everyone is
different and may find it difficult to complete certain tasks, especially
when there is no technical support” [W138].

“Forbearance in such a situation will reduce our stress, which definitely
reduces productivity” [M197].

Empathy “Through a calm approach and willingness to understand the other
person, he can find a convenient way out for both parties. This ability
is key, as it makes the foundations of the manager-employee relation-
ship strong and stable. On such a basis, you can build a healthy, sincere
and conflict-free bond with your employee, which is the goal of every
successful team” [W117].

Openness to others | “It is easier to work with a person who willingly and extensively answers
our questions, never refusing to help” [W115].

“Maintaining good relations with employees and staying in constant con-
tact with them will definitely keep morale at a higher level than leaving
the group alone” [W150].

Patience “You have to explain, show (and as in life — show so the person can see
with their eyes — that something isn’t going to work); answer all ques-
tions” [W30].

“Patience is needed due to technical problems related to the imperfection
of the network or the general course of the next “day at work™ [W90].

Self-confidence “It creates an image of a man who can be perceived as the authority of his
employees” [M246].

“Thanks to this feature, the manager is able to take risks and accept
defeat” [M110].

Source: the author.
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The analysis of the respondents’ statements also made it possible to identify
certain expectations Gen Z has of remote managers’ attitudes. Table 5 presents

the two most often indicated attitudes — trust and readiness for development.

Table 5. Remote Manager’s Expected Attitudes

Attitude Women Men Sum
Trust 32 16 48
Readiness for development 15 8 23

Source: the author.

Although relatively few respondents mentioned the attitudinal aspects, it is worth
emphasising that Gen Z-ers see a need to trust staff. According to the respondents,
such an attitude is necessary for five reasons (see Table 6).

Table 6. Why Trust Employees? Respondents’ Opinions

Arguments for Trusting Employees

Sample Opinions

No complete control while working
remotely

“One of the key elements of remote work is the lack
of direct control by the supervisor over the employee’s
actions” [W39].

“(...) because it is harder to control working remotely”
[W38].

Perceived positive effects of manage-
ment extending trust to employees
and the organisation (positive impact
on the morale of employees and their
willingness to work and increase
their work efficiency)

“(Trust) may result in the subordinate becoming more
responsible for a project or task and putting in more
effort” [W119].

“A much better solution is to trust the employee and give
them considerable autonomy to perform duties. This helps
them become more responsible for the project and more
involved” [W39].

Perceived negative effects for

employees and organisation of man-
agement lacking trust (stress, reluc-
tance to work, decreased efficiency)

“Constantly checking in on employees can make them feel
stressed” [W116].

“This attitude builds tension, leading to conflicts and

a lack of willingness and mobilisation to work™ [W117].
“Excessive control can worsen efficiency” [M160].

Perceived negative effects of the
superior’s lack of trust associated
with the impossibility of complete
control for superior

“Lack of trust makes the manager feel anxious all the
time and wonder what his employee is doing and whether
he has done his job” [M190].

Perceived positive effects of man-
agers’ trust in employees both for
managers and the organisation

“(...) you as a manager do not think about what and how
the team is doing all the time. It allows you to focus
on your work and responsibilities” [M72].

Source: the author.
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6. Conclusions

The research shows that the expectations concerning the characteristics
of a remote manager of the surveyed representatives of Generation Z do not fully
match the results of previous research on effective remote managers, nor do they
match the expected competencies of onsite supervisors. These differences concern
more than just replacing some competencies with others based on their perceived
importance.

The respondents in this study expect competence in the areas which they
consider themselves to excel in — for example, digital skills, which managers
engaging in remote work should have, both for purely practical reasons, such as
work organisation, and also for the sake of their relations with others. The analysis
also shows that remote managers need several qualities and skills a people-oriented
manager would have. The young people’s expectation of understanding, empathy,
patience, and support in performing one’s duties shows that, despite their willing-
ness to work remotely, representatives of Generation Z are afraid that such a mode
of work may generate additional difficulties that they may not be able to fully cope
with.

Respondents relatively rarely mentioned management competencies. Unlike
in previous studies, they treated managerial qualities such as fairness and honesty
rather marginally, focusing instead mainly on areas where they identified the main
problems managers face when they work remotely: motivating employees, commu-
nication, team building, organising work, dividing tasks and auditing work. In these
areas, they expect excellent skills from managers. They also note that good remote
managers trust subordinates, particularly in the context of motivating them. Trust is
indicated as an element of efficiency and systemic stimulation. At the same time,
trust allows managers to avoid becoming frustrated by a lack of continuous control
and to gain time for other tasks. Expecting a supervisor’s trust is consistent not only
with the need for independence and autonomy, both of which build job satisfaction
among young people (Kawka, 2021, p. 44), but also with other conditions this age
group thrives in in working virtually in teams (Mehtab et al., 2017, p. 187; Samul,
Szpilko & Szydto, 2021, p. 99). In turn, team-building skills, communication, under-
standing and empathy all suffer when work is done remotely, due mainly to the lack
of social contacts (Mierzejewska & Chomicki, 2020, p. 42).

Research also shows that Gen Z-ers are convinced that a range of difficult-to-
-predict situations make a manager’s work, especially remote work, stressful. They
believe that possessing the ability to cope with stress is essential, as is flexibility,
which they associate with greater ease of changing one’s behaviour and adopting
operating patterns depending on the situation and the employee.

The research also shows some differentiation of respondents’ answers by gender.
When presenting their expectations of remote managers, women and men each more



Generation Z's Expectations of a Remote Team Manager 79

often considered the features and skills stereotypically regarded as the strengths of
their gender.

Women more often emphasise patience, team-building and team-support skills,
the need to trust employees and care for employee well-being. This may indicate that
women attach more importance than men to relationships and teams, a conclusion
other studies have also found (Rakowska, 2018, p. 137; Wilk et al., 2020, p. 134).
Women indicated that care for relationships is a feature of a female management
style (Wilk et al., 2020, p. 138). Women also more often indicated flexibility as
an essential quality to have. In turn, men proportionally more often underline
self-confidence, calm, resoluteness and assertiveness, which is partly in keeping
with the stereotypical perception of a male manager (Moczydiowska, 2017, p. 15).

To sum up, the study results reveal the image of the remote manager expected by
representatives of Generation Z, particularly at the age of 19-20. That image is of
a manager-psychologist who is proficient in computer operations, will organise work
and also take care of their subordinates. The set of features and skills the youngest
generation expects shows that meeting its expectations in the labour market can be
challenging.

To confirm the differences in what young women and men expect will require
additional research due to the limited and unrepresentative research sample. More-
over, because the research was qualitative and included representatives of Genera-
tion Z, mainly aged 19-20, there is a need to conduct further research that covers
younger and older representatives of this generation, taking into account their work
experience.

I hope that the research presented in this article fills the cognitive gap regarding
Generation Z and its expectations. Developing knowledge in this area is essential
because Gen Z will play an increasingly important role in the labour market.
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ABSTRACT

Objective: Maintaining cohesion of different elements of the organisation is crucial, especially
for building effectiveness, implementing a business model and improving performance. The key
aim of this article is to analyse the relationship between strategic coherence and a company’s
performance.

Research Design & Methods: Strategic coherence is the author’s concept allowing measurement
of vertical and horizontal adjustment of a business entity. Vertical adjustment describes the fit
of the elements of the business model to the company strategy. This is captured by following
measurements: 1) how a company’s goals are cascaded, 2) what is the feedback in terms of the
cohesion of the components of the business model with its strategy and 3) how the control process
of strategy implementation and financial outcome are organised. Horizontal adjustment covers
the phenomenon of a business model’s cohesion. It measures: 1) how customer value is created,
2) how value is attained by a business and 3) how a synergy effect is created within an organisation.
In total, 400 medium and large sized companies were researched.

Findings: Based on the survey results companies have similar levels of strategic coherence
in both horizontal (6.29) and vertical (6.47) dimensions (in a 1.00-10.00 scale). In general it is
confirmed that the higher the strategic coherence level is, the higher the profit, the competitive
advantage, and other analysed figures.
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Implications/Recommendations: Achieving a higher level of coherence should improve
integration between strategic goals, actions taken to implement them, and cohesion of business
model components. A critical issue is creating the ability to identify the essential elements of
strategy, and on their basis reconcile competing or conflicting ideas and paths of development
more coherently than other organisations. However, pushing towards total coherency can cause
some imbalance between the long-term and short-term results of the firm.

Contribution: This article provides a unique insight into how strategic coherence is shaped in
a two dimensional perspective — vertical and horizontal adjustment. In addition, it introduces
guidelines for improving the strategic coherence of companies in terms of improving performance.

Article type: original article.
Keywords: strategic coherence, adjustment, business model, performance, profit.
JEL Classification: 110,119, .21, M1, D22.

1. Introduction

Dramatic and non-linear changes that occur in the environment hinder strategic
planning and force managers to adjust to the new conditions and factors shaping
a company’s development and performance. To be able to function properly organi-
sations must maintain a certain degree of coherence to ensure synergy and achieve
their goals. At the same time, the organisation is striving for development, and is
therefore forced to constantly rebuild the architecture of its components and achieve
a new point of balance. This paradox makes developing strategic coherence in an
organisation one of the crucial challenges in business theory and practice (Verweire,
2014). Keeping elements and areas of organisation linked to each other leverages
effectiveness and enables the implementation of a business model (BM).

As stated by Venkatraman and Camillus, these tasks might be perceived through
two separate approaches 1) a static view, where there is certain level of coherence
achieved in a given time, that is an effect of the architecture created for the elements
of an organisation; 2) a process, that is dynamic change aimed at raising mutual
compatibility of a company’s resources in order to take advantage of opportuni-
ties and neutralise threats in its operating environment (Venkatraman & Camillus,
1984). So a dynamic balance is achieved when there is a such a level of adjustment
between an organisation’s components as well as the organisation and its environ-
ment, where it makes it feasible to run operational activities in order to achieve
a optimal performance and effectiveness in a company (KoZmifski, 2004).

However, in the literature it is very often assumed that organisations are
finely balanced in terms of how their individual components fit together, as well
as their adjustment to the environment. This contradiction makes harmonisation
of an organisation’s components one of the crucial determinants of a company’s
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success (Galbraith, 1997; Obt6j, 2002; Falencikowski, 2013). Moreover, coher-
ence in a company cannot be achieved without merging the choices and means of
implementing its strategy (Sundheim, 2014) and the firm’s business and functional
strategies (Nath & Sudharshan, 1994, p. 59). Surprisingly, this topic is not widely
discussed in the current literature on the subject.

Therefore the key objective of this article is to analyse the relationship between
a company’s strategic coherence and its performance. The research was based on
400 medium and large Polish companies and the exemplar of the original concept
of an organisation’s strategic coherence.

Based on the above discussion several research questions might be formulated:

1. Which elements create a company’s strategic coherence framework?

2. What is the relationship between elements and (or) organisational dimensions
of a company’s strategic coherence framework?

3. What types of measurement can be used to define a company’s strategic
coherence?

4. What is the level of a company’s strategic coherence?

5.Is an organisation’s performance dependent on strategic coherence?

2. Literature Review

The main premise behind strategic coherence is a continuous analysis of the
internal and external conditions of a company’s environment to ensure the most effi-
cient use of resources in the context of formulated goals (Bracker, 1980). The main
challenge for decision makers is to create sufficient dynamic capability that will
support predictive abilities and seize opportunities by dealing with threats and
uncertainty.

However, the phenomenon of coherence is defined differently by researchers
depending on the scope of their research. In much of the literature, such terms as
consistency, cohesion, match, fit, coherence, adjustment or compatibility are used
interchangeably (Gadomska-Lila, 2013). Despite the pursuit of a standardised defi-
nition, the discussed phenomenon is rather complex and multilayered, that is why
appropriate discussion and defining of concepts is advisable.

Coherence ties an organisation’s components together (Kathuria, 2010) and it
is a result of the relationship between key elements described as interdependencies
that appear between particular elements and the effect of the interaction (Demil
& Lecocq, 2010). Coherence also is described as “sticking” to each other, recog-
nition of one’s own boundaries, and operations connecting different layers of the
organisation (Lissack & Roos, 2001).

Some scholars treat coherence as the situational shape of a company’s busi-
ness architecture as the result of choices enforced by the environment. In this
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view, “coherent” means an organisation possessing the capability to fill a gap in
a changing market (Leinwand & Mainardi, 2010).

When breaking down the concept, two kinds of coherence can be distinguished:

1. Internal coherence: this represents coherent structure of the main operations of
the organisation, referring to the relationships built between the elements that make
up the organisation. They can be further analysed from three different perspectives.

The first is adjustment of the organisation’s components. Cohesion ties compo-
nents of an organisation together (Kathuria, 2010) and it is a result of the relation-
ships between key elements described by interdependencies that appear between
given elements and the effects of the interaction (Demil & Lecocq, 2010). Organ-
isational consistency describes the architecture of main operations resulting in
the configuration and empowerment of elements to fit the business model and the
economic performance (Morris, Schindehutte & Allen, 2005).

The second perspective looks at vertical adjustment, which essentially means
“cascading” strategy into specific process objectives, and further goals to be
accomplished by a given organisation’s unit and (or) team (Kathuria, Joshi & Porth,
2007). Thanks to this activity, decisions made at the lower levels of an organisation’s
structure are coherent with plans made by the management board, and this can be
considered to be a vertical adjustment.

The last one covers horizontal adjustment, which is described as the orchestration
of an organisation’s activities. In the strategy implementation process it is crucial to
neutralise so-called “white spots”, which are areas of an organisation suffering from
a lack of cooperation and coordination resulting from the divergence of individual
functions in the organisational structure.

2. External coherence: this is defined as the comparison of the effect of external
factors created by the environment on the configuration of the parts of the business
model (Morris, Schindehutte & Allen, 2005). An increase in external adjustment
might be brought about by listing the needs and requirements of the external stake-
holders, analysing the organisation’s competencies and drawing up a road map of
actions based on the gap between current and desired performance, and which
covers utilisation of possible opportunities (Hatch, 2018).

3. Research Method

The presented research results were gathered with the CATI method by a dedi-
cated market research company. All of the interviewers were trained and familiar-
ised with the meaning of the terms and definitions used. Research and analysis were
conducted in years 2015-2017. All of the questionnaires that were not completed
properly or were incomplete were excluded. The research sample was selected
with proportional stratified sampling based on the Polish classification of activity:
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PKD 2007 (GUS, 2007). The data, which depend on the size of the research sample
and proper selection method, are representative (Chybalski & Matejun, 2013, p. 96).
The decision to choose medium and large sized entities in the context of strategic
management research was based on the reasoning of Betz and Cyfert (2017, p. 158).
In the end 400 Polish companies were surveyed (see Table 1).

Table 1. Research Sample Characteristic

Criteria Description % of Sample
Size of entities medium sized 86.93
large sized 13.07
Classification production 21.75
of activity education 19.00
wholesale and retail trade, vehicle repair 9.50
financial and insurance activities 775
healthcare and social assistance 6.25
construction 6.00
administrative and support services activities 3.00
transport and warehouse management 3.00
other service activities 2775
transport and warehouse management 2.50

Source: the author.

Finally all of the data were coded and analysed using MiniTab 2017 statistical
software. For assessing variable interdependencies, the Pearson correlation coeffi-
cient was used. The 0.05 p-value threshold was applied.

In terms of choosing specific elements and dimensions of the strategic coher-
ence model, described below, these were based on extended desk research proposed
by Mielcarek (2021, pp. 48—69). Selection of performance metrics used in the
research is derived from the concept of ambidexterity by Zakrzewska-Bielawska
(2018, pp. 116—117). This ambidexterity involves managing two contradictory, but
necessary actions: exploration (dealing with development, innovation and long term
performance) and exploitation (managing increasing efficiency, optimisation and
short term performance).

4. Strategic Coherence - Original Concept

Strategic coherence is defined by several assumptions. The first is duality of
coherence which allows identification of two opposing approaches: 1) dynamic — the
process of continuous adaptation to the conditions established by the environment.
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The optimal level of adjustment of an organisation’s elements will allow the imple-
mentation of a strategy and good business performance. Completing the initial stage
of realisation of strategic objectives, triggers improvements and launches the next
bundle of strategic objectives leading to a reconfiguration of business elements,
which results in a reduction in company coherence. There are repeated loops of
alternating periods of increasing and decreasing coherence within the company;
2) static — describing the structure of the components of an organisation which
thanks to the mutual interdependency of action and reaction, decide a company’s
performance.

Optimal coherency is defined by achieving maximal effectiveness in specific
operational conditions and also, in the longer term, to provide capabilities for stra-
tegic management and development.

Components of the business model that should be adjusted in order to create
coherency are: operational activities, value propositions, key resources, customer
segments, customer relationships, distribution channels, key partnerships, cost struc-
ture and revenue streams.

Increasing levels of strategic coherence are dependent on raising both types of
adjustment (see Fig. 1):

1. Vertical adjustment, this covers adjustment of strategic goals, strategic projects
and processes that can be identified as a strategy, in each of the elements of the BM.
Vertical adjustment consist of: 1) the ability to hand strategic objectives down to
lower levels of an organisation in order to tie together and enable better performance
of the BM elements, 2) competency to create reverse information flows (“feedback’)
covering all key activities in order improve performance and enable elimination of
any dysfunctions that arise, 3) the competency to provide reliable and up-to-date
information from the with regard to three parameters: stated goals and level of their
achievement, financial performance and metrics, and assessment of BM compo-
nents. This will allow the creation of proper reporting procedures delivering input
for strategic management. Joining together these three areas and types of informa-
tion will provide a detailed and up-to-date picture of progress towards realisation
of the strategy.

Vertical adjustment assesses cascading, feedback, and the measurement system
to grade performance based on a 1 to 10 scale (where 1 is the lack of alignment
of the components of the BM with strategic goals, whereas 10 means complete
alignment). Calculation of the mean of those three elements will give the vertical
adjustment level.

2. Horizontal adjustment is described as a complementarity of the components of
a business model. Horizontal adjustment encompasses: 1) businesses creating added
value, 2) creating added value for customers and 3) ability to create synergy between
the components of the BM. In a general sense, added value for businesses is created
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Fig. 1. Model of Strategic Coherence

Source: the author.

Table 2. Strategic Coherence Levels

Strateglc;i;)l\l;cerri?f; %?S:t;fen}lt;)rlzomal Strategic Coherence Levels
9.00-10.00 total coherence
7.00-8.99 high coherence
5.00-6.99 moderate coherence
3.00-4.99 low coherence
1.00-2.99 lack of coherence

Source: the author.

by profit made by selling products. Owners expect maximum profit, however, long-
-term success of the firm depends on creating value for customers. Added value for
customers is created by delivering products that meet clients expectations in a better
way than those offered by direct competitors. To meet these expectations an organ-
isation should diversify and develop its products by being innovative. The synergy
effect created determines the efficiency of a given architecture of a business model
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which, on an operational level, is dependent of the ability to generate added value
for customers and to create value by businesses.

Horizontal adjustment is the result of assessment of the forementioned features
(“business value”, “customer value”, “synergy effect”). Horizontal adjustment is
measured by the managers’ survey using a 1 to 10 scale, similar to that applied to
vertical adjustment.

The final score for the level of strategic coherence results from mutual cohesion
between horizontal and vertical adjustment. In order to implement the strategic
coherence model, the following steps should be applied: 1) calculate the mean value
of vertical adjustment measurements, 2) repeat the same procedure and calculate
the result of horizontal adjustment, 3) calculate the average of vertical and hori-
zontal adjustments and finally check the result of the strategic coherence in Table 2.
For instance in a case where vertical adjustment was assessed at 8 and horizontal
adjustment was assessed at 5, the final value of strategic coherence is 6.5, which is
a moderate level of strategic coherence.

5. Research Results

The average level of strategic coherence in the surveyed companies is 6.38,
which corresponds to the upper limit for a moderate level of coherence (see Table 3).
The analysis of the level of strategic coherence in terms of company size showed
that medium-sized entities obtained a value of 12.71, whereas large entities achieved
13.07. Then, the relationship between the date a company was established and the
level of strategic coherence was analysed, and a very low-level positive correlation
of 0.013 was observed. This signifies that the younger the company, the higher level
of coherence it has.

The condition of vertical and horizontal adjustment was also analysed, which is
respectively 6.47 and 6.29 on a scale of 1 to 10, with a standard deviation of 2.07
and 1.92. The similar results obtained in both vertical and horizontal adjustment
suggest a relatively high level of balance between these variables. This conclusion
is confirmed by the values of the median and standard deviations for individual
components of the model.

When analysing components of the vertical adjustment, the highest score was
for “information from the measurement system regarding company’s financial
performance and strategy implementation” (6.88), followed by “cascading strategy
to business model elements” (6.27), and the lowest score was for “feedback on the
current state of business model elements” (6.25). This result is particularly inter-
esting because, intuitively, one would expect that “information from the measure-
ment system regarding company’s performance and strategy implementation” would
have the lowest result among the implemented activities.
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In the horizontal adjustment the lowest score is found in “capturing value by
business” (5.93), next comes “creating a synergy effect between business model
elements” (6.15), and the highest score is achieved by “creating value for customer”
(6.80). “Capturing value by business” obtained the lowest value among all the
components of the model. This is unfortunate because this factor determines the
effectiveness of revenue stream shaping and the company’s results.

Table 3. Strategic Coherence of Polish Medium-sized and Large Companies (n = 400)

. . Mean | Standard . Mean Value
Determinants of Strategic Coherence Value | Deviation Median of Dependent
Vertical cascading the strategy to 6.27 2.33 6 6.47*
adjustment business model elements
feedback on the state of 6.25 2.37 6
business model elements
information on company’s 6.88 2.30 7
financial performance and
strategy implementation
Horizontal creating value for customer 6.80 222 7 6.29%*
adjustment capturing value by business 5.93 2.17
synergy effect between 6.15 2.17 6
business model elements
Value of strategic coherence (moderate coherence) 6.38%**
Standard deviation of strategic coherence 3.68

Notes: * mean of vertical adjustment, ** mean of horizontal adjustment, *** mean of strategic
coherence.

Source: the author.

It may be generally concluded that, in most cases, the value of the vertical adjust-
ment exceeds that of the horizontal adjustment (see Table 3). This means that the
surveyed companies handle cascading strategic goals and their operationalisation
by engaging individual elements of the business model, as well as by controlling and
obtaining feedback, better than matching the business model components in terms
of creating and capturing value.

A further step of the research procedure covered Pearson correlation coefficient
analysis between strategic coherence and several metrics describing performance
of the company (see Table 4). From the obtained results it can be seen that all of
the analysed metrics are characterised by a weak, but still positive correlation with
strategic coherence. There is also a noticeable tendency to achieve a higher correla-
tion between strategic coherence and measures relating to the long-term perspective
(rows 1 and 3 of the table in comparison to rows 2 and 4).
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Table 4. Correlation between Strategic Coherence and Performance Measures of Polish
Medium-sized and Large Companies (n = 400)

Name of the Company’s Performance Measures Correlation Coefficient
1. Profit achieved in the long term 0.300%*
2. Profit achieved in the short term (until one year) 0.282%*
3. Competitive advantage was built in the long term 0.193%*
4. The current competitive advantage was maintained 0.158*
5. New markets were entered 0.205%*
6. New, unique utility values for customers were created 0.226%*

Notes: * p-value < 0.05, ** p-value < 0.001.
Source: the author.
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Fig. 2. Levels of Strategic Coherence in Terms of Generating Profit in Polish Medium-sized
and Large Businesses (n = 400)

Notes: Profit was assessed in a scale of 1-7 with reference to the main competitors; 1 is the lowest
level, 7 is the highest level.

Source: the author.

Following steps focused on the relationship between strategic coherence and
profit. Figure 2 shows the distribution of the surveyed companies by level of
strategic coherence. The highest percentage of companies belongs to the level
of “moderate coherence” (40.25%), while the lowest level — “lack of coherence”
includes only 3% of the surveyed sample. Figure 2 also shows profit achieved for
each level of strategic coherence. Data were gathered based on managerial assess-
ment in comparison to the main competitors, based on a scale of 1-7. In general the
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higher the level of strategic coherence, the higher the profit. However, in the case
of “total strategic coherence” there is a significant difference between short-term
profit (4.87) and long-term profit (5.50). This scale of difference did not appear in
“high” (5.05 vs. 5.04), “moderate” (4.29 vs. 4.38) and “low” (4.22 vs. 4.18) levels of
strategic coherence. The discrepancy between these results indicate that obtaining
“total strategic coherence” can reduce operational effectiveness and at the same
time boost long-term development and profitability.

6. Conclusions and Practical Implications

The key objective of this article is to analyse the relationship between strategic
coherence and company performance. The presented results show that achieving
a higher level of coherence correlates with increased profits, entering new markets,
creating value for customers, and shaping competitive advantage (see Table 4).
Building strategic coherence in a company is highly context dependent and should
be based on creation of a feedback loop and integrating strategic goals, activities
allowing their implementation and properly orchestrated business model compo-
nents. In this sense strategic coherence has a dual dynamic/static nature allowing
for incremental and evolutionary improvement of strategic coherence adapted to
the business environment, confirming Venkatraman and Camillus’s research (1984).

Other studies point out that it is critical to develop the ability to identify essen-
tial elements of strategy and from this reconcile competing or conflicting ideas
and paths of development more coherently than other organisations (Xu, Cavusgil
& White, 2000). In this sense, achieving strategic coherency is a behaviour oriented
fail and trial process, rather than strictly following a formal plan. That is why it
needs to be emphasised that dynamic business models should not strive to achieve
the highest possible level in terms of vertical and horizontal adjustment. This is
because there seems to be a trade-off between the completeness of and interre-
lationships within the business model framework (Khodaei & Ortt, 2019, p. 9).
For instance, a simple business model framework that consists of a limited number
of elements can obtain a high degree of agility and adjustment to the environment,
while ignoring some aspects of internal cohesion between elements. Moreover, in
practice, there is more of an emphasis on survival of the organisation and creating
cash flow, than on balancing vertical and horizontal adjustment, which can be
shifted multiple times during the lifetime of a company, depending on regularly
changing operating conditions.

From the perspective of achieving horizontal adjustment, strategic management
processes should be oriented towards activities related to maintaining synergy
between creating value for the customer and gaining value for the business.
The relationship between business model, performance and market orientation was
confirmed by Brettel, Strese and Flatten (2012). They pointed out that in the early
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stages of the life cycle of a company above average performance can be achieved by
developing customer relationships with aggressive marketing efforts (Brettel, Strese
& Flatten, 2012, p. 94).

With regard to adding value to the business it is confirmed that efficiency-centered
and novelty-centered business models had a positive effect on company performance
(Zott & Amit, 2007). However, in the case of a novelty-centered business model
above average performance can be obtained with a low level of relationship-specific
investments (Brettel, Strese & Flatten, 2012, p. 94).

To sum up, in general it is recommended that the level of strategic coherence be
increased to the point where the balance between the level of vertical and horizontal
adjustment is maintained. Despite the correlation between strategic coherence and
profit levels, an increase in strategic coherence should not be treated as the ultimate
goal of an organisation, because it can cause some imbalances in the development
of an organisation and in internal cohesion. Mainly because it will place limits on
redundancy and flexibility of resources and capacity for coping with operational
risks and opportunities. It can also propel a company towards achieving its strategic
goals at the expense of operational excellence.

7. Limitations of Research

This paper and the conducted research has several limitations. The first of
them concerns focusing only on medium-sized and large companies and excluding
small businesses (due to their general lack of a formalised strategy). More
in-depth research, covering foreign entities and different industries will be valu-
able. The second limitation results from a particular set of recognised variables
which define the framework of the strategic coherence model. These variables
can be measured in a more accurate and detailed way, i.e. in horizontal adjustment
consisting of value creation and value capture. The level of both limitations can be
assessed from the perspective of the influence of each individual component of the
business model and then transformed into a single score. The third consideration is
that the business model itself can be tested for internal consistency.
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ABSTRACT

Objective: To assess views on working with robots in a team and the most important concerns
and expectations related to “employing” robots.

Research Design & Methods: Quantitative research was carried out using a survey questionnaire
among a group of 593 IT specialists.

Findings: Robots are still treated mainly as tools, not as entities that participate in a team’s work.
The belief that the presence of a robot on a team will not eliminate a human but instead replace
it, performing dangerous and uncomfortable tasks and providing space to focus on more creative
activities, leads some to view the employing of robots in teams in a positive light.
Implications/Recommendations: The creators of robots should be aware that robots will be
team members that enter into relationships with people alongside whom they carry out professional
tasks. Preparing — or being prepared, in the case of robots — to cooperate in such teams is a crucial
task in modern human resource management.
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Contribution: Research on teams in which robots cooperate with people is a novelty in the Polish
literature on the subject. The article may help inspire further exploration of this research area.

Article type: original article.
Keywords: robots, cobots, teams, human-robot collaboration.
JEL Classification: O15, M12.

1. Wprowadzenie

Roboty wspieraty prace ludzi juz na poczatku XX w., gdy wprowadzono je jako
element linii produkcyjnej w fabrykach Forda. Ich obecno$¢ wzbudzata zar6wno
zachwyt, wynikajacy ze znacznego wzrostu wydajnosci, jak i obawy, w zwigzku
z odbieraniem pracy dotychczasowym pracownikom. Obecnie réwniez dyskutuje
sie o korzySciach i zagrozeniach zwigzanych z przejmowaniem zadafi przez roboty
i sztuczng inteligencje. Cztowiek, konstruujac coraz to nowsze i bardziej doskonate
wersje robotow, zaktada, ze bgdg one przejmowac coraz wigcej zadafi, przy czym
to ludzie beda nadal odgrywac rolg kontrolujacych nadzorcow. W 1942 r. rosyjski
pisarz i biochemik Isaac Asimov, ktory zdefiniowat robotyke jako nauke zajmujaca
si¢ badaniem robotéw, sformutowal trzy prawa robotyki (Asimov, 1942):

1. Robot nie moze skrzywdzi¢ cztowieka.

2. Robot musi wykonywaé rozkazy wydawane przez cztowieka, o ile rozkazy te
nie zaszkodza drugiemu cztowiekowi.

3. Robot musi by¢ Swiadomy wtasnego istnienia, o ile nie narusza pierwszego
i drugiego prawa robotyki.

Wskazat on tym samym istotno$¢ relacji miedzy cztowiekiem a robotem. Wsp6t-
cze$nie, gdy rola robotéw si¢ zmienia i przestajg one by¢ narzg¢dziami wspomagajg-
cymi prace cztowieka, stajac si¢ cztonkami zespotow, ktérzy maja wptyw na dyna-
mike wspotpracy oraz klimat pracy zespotowej, SwiadomosS¢ oraz analiza tej relacji
nabierajg szczegdlnego znaczenia. Dla wielu organizacji obecnosc¢ robota w zespole
to codzienno§é, ktéra wigze si¢ z konkretnymi wyzwaniami i wymaga wdroZenia
okreslonych strategii na poziomie zarzadzania zasobami ludzkimi w firmie Iub
w zespole. Pojawily si¢ wobec tego nastepujgce pytania: Jak roboty wpltywaja na
funkcjonowanie zespotu? Jak zachowanie robotéw wptywa na zachowanie 0s6b
w zespole? Jak obecnos¢ robotéw wptywa na efektywnos¢ zespotow? (Jung i in.,
2017). Podstawa tych relacji jest wzajemna percepcja ludzi i robotéw wspétpracu-
jacych w zespotach. Taka perspektywa badawcza jest zupetnie nowa w obszarze
zarzadzania zasobami ludzkimi. Udzielenie odpowiedzi na powyzsze pytania nie
tylko pozwoli lepiej zrozumieé specyfike pracy zespotéw, ktérych cztonkiem jest
robot, ale réwniez umozliwi projektowanie dziataf wspierajacych efektywnosé
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pracownikow, ktérzy wspdtpracuja z robotami. Celem artykutu jest ocena, jakie sg
przekonania dotyczace wspOtpracy z robotami w zespole oraz jakie sg najwazniejsze
obawy i oczekiwania zwigzane z ,,zatrudnianiem” robotéw. Aby ten cel osiagnac,
przedstawiono klasyfikacje robotéw, wyrdzniajac koboty (coboty), czyli roboty
uczestniczace w pracy zespotowej, przeanalizowano niezbyt jeszcze bogatg litera-
ture dotyczaca relacji zespotowych z kobotami, a takze przeprowadzono badanie
eksploracyjne odnoszace si¢ do przekonafi dotyczacych wspdipracy z robotami.

2. Kontekst teoretyczny
2.1. Roboty

Pierwotnie (potowa XX w.) pod pojeciem robota rozumiano urzadzenie zbudo-
wane z rozmaitych czedci, w tym mechanicznych i elektronicznych, ktére sterowane
przez oprogramowanie byto zdolne do rozpoznawania otoczenia oraz wykonywania
zadan, do ktorych zostato zaprojektowane. Roboty projektowane byty w celu
realizowania funkcji mechanicznych, a gtéwnym celem wdrazania r6znych typow
robotéw byla minimalizacja cigzkich i niebezpiecznych dla cztowieka prac. Biorac
pod uwagg cechy robotéw, mozna wyrdznic kilka ich generacji (Types of Robots.. .,
2023):

— roboty manipulatory — realizujagce gféwnie funkcje mechaniczne: przesuwanie,
przenoszenie, montaz,

— roboty uczace si¢ — poczatkowo przez naSladownictwo, obecnie z wykorzysta-
niem réznych typdw uczenia maszynowego,

— roboty ze sterowaniem sensorycznym — posiadajace mozliwoS¢ przeprogramo-
wania si¢, aby dostosowac si¢ do otoczenia,

— roboty inteligentne — mogace si¢ dostosowywac i uczy¢ si¢ od otaczajacego je
Srodowiska.

Strukture robotéw okresla ich mobilno$¢ (stacjonarne roboty przegubowe lub
poruszajace si¢ roboty ustugowe) albo pokrewiefistwo z zywymi istotami (androidy
— roboty prébujace na§ladowac zachowania, procesy uczenia si¢ i procesy logiczne,
ktore sg naturalne dla cztowieka; roboty zoomorficzne — starajace si¢ nasladowac
biomechanike zywych istot lub ruchy zwierzat). Roboty moga wygladac jak ludzie,
lecz niektére z nich majg forme prostych ramion uzywanych na fabrycznych liniach
montazowych do automatyzacji, a inne to np. latajace inteligentne maszyny — drony.

W 1988 r. pojawilo si¢ pojecie bota (Knecht, 2021), ktéry bywa traktowany jako
robot nowego typu. Robot posiada okre§long strukture fizyczna, materialna, a bot to
oprogramowanie. Bot internetowy jest aplikacja, ktéra wykonuje zautomatyzowane
zadania, uruchamiajgc skrypty przez internet. Roboty sg gtéwnie klasyfikowane
wedlug wygladu, a boty wedtug tego, co robig. Do robotéw nalezg: roboty prze-
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mystowe (zaawansowane manipulatory), androidy (wygladaja jak ludzie) i cyborgi
(hybrydy cztowieka i robota).

Klasyfikujac boty, najczesciej wymienia si¢ (Escott, 2017):

— pajaki, czyli roboty indeksujace, ktére czytaja i oceniaja strony internetowe
oraz automatycznie sortujq i klasyfikuja dane w internecie miliardy razy dziennie.
Jest to najbardziej rozpowszechnione zastosowanie botéw w internecie — bez nich
wyszukiwarki takie jak Google nie mogtyby istniec;

— codeboty, czyli boty piszace kod (nawet do 90%) na podstawie modeli, wspie-
rajac ludzi w tworzeniu i wdrazaniu aplikacji. Tworzenie modeli, ktére stuzg jako
przewodniki i pozwalaja komunikowac si¢ zainteresowanym stronom, nadal jest
domeng programistow;

— chatboty, czyli aplikacje, ktére moga wykorzystywac sztuczng inteligencje do
rozméw z uzytkownikami, wchodzac w relacje z ludZzmi, aby pomdc im osiggnaé
dany cel. Chatbot analizuje pytanie lub tre§¢ wiadomosci, a nastgpnie wybiera
najbardziej trafng odpowiedz oraz podtrzymuje konwersacje, nadajac jej ludzki
charakter. Jest to mozliwe dzigki wykorzystywaniu stale udoskonalanej sztucznej
inteligencji, ktéra pozwala na odczytywanie emocji i wychwytywanie kontekstu
z treSci. Z chatbotoéw korzystaja np. uzytkownicy produktéw/ustug, takich jak Face-
book Messenger (tekst) i iPhone (np. Siri — mowa).

Klasyfikacje robotéw wskazuja, na jakim etapie rozwoju sa obecnie roboty
i robotyzacja, a takze jakie zadania majg one wykonywac i jakie jest ich przezna-
czenie. W robotyce wyrdznia si¢ pieé tzw. generacji robotéw (Ptaszyn, 2017) — od
robotéw odtwarzajacych po roboty inteligentne. Z kazda nowa generacjg zwigzane
jest wicksze wykorzystanie elementéw sztucznej inteligenciji.

Szansg dla robotéw i narzedzi sztucznej inteligencji jest to, Ze moga one rozsze-
rzy¢ zdolnoSci ludzi do kreatywnego rozwigzywania probleméw i produktywnoSci,
jak réwniez zapewni¢ doskonate wyniki biznesowe. Badania pokazuja, ze dzigki
tym technologiom osiggane sg nizsze koszty operacyjne, a takze wigksza szybko$¢,
doktadnos$¢ i przepustowo$é (Marous, 2015).

Rozwdj robotyki pozwala stosowac coraz bardziej zaawansowane maszyny
stuzace do automatyzacji proceséw produkcyjnych. Odpowiednio zaimplemento-
wany robot moze by¢ niezwykle przydatny nie tylko dla duzych firm, ale takze dla
matych i Srednich. W tym kontekscie na szczegdlng uwage zastuguja tzw. koboty
— roboty przystosowane do wspdipracy z czlowiekiem. Nazwa ,,cobot” wywodzi
sie od angielskiego okreslenia collaborative robot i oznacza robota wspétpracu-
jacego (Coboty..., 2021). Warto zauwazy¢, ze w definicji kobotéw podkre§lana
jest konieczno$¢ zapewnienia bezpieczefistwa ludziom pracujagcym w Srodowisku,
w ktérym pracuja tez roboty. Roboty wspoétpracujgce moga zatem pracowaé
z ludZmi w jednej przestrzeni bez obaw o (fizyczne) bezpieczenstwo — pozwalajg im
na to wbudowane czujniki i systemy bezpieczenstwa. Nie wymagaja one stosowania
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specjalnych barier odgradzajacych je od czlowieka, jak w przypadku standardowych
robotéw przemystowych.

Poniewaz zauwazono, ze zastosowanie robotdw i sztucznej inteligencji moze
potencjalnie obnizy¢ koszty, poszerzy¢ umiejetnosci i poprawi¢ do§wiadczenia
klientéw poprzez wspdtprace robotéw z ludZmi (lub ich zastapienie), nastapito
rozszerzenie stosowania kobotéw na pozaprzemystowe dziedziny gospodarki,
np. bankowos¢ czy IT.

Projektowanie i wdrazanie kobotow wiaze si¢ z dodatkowymi wymaganiami
i problemami. Jedna z konsekwencji ich stosowania jest powstanie nowych zawodéw
zagrozonych, np. w branzy bankowej jest to m.in. kasjer bankowy i poSrednik
kredytéw hipotecznych, a takze ksiggowy. Ich prace niezwykle tatwo zastapié
kobotami. Do zawodéw zagrozonych zaczyna si¢ zalicza¢ réwniez testeréw opro-
gramowania — obecnie jest to bardzo liczna grupa zwiazana z tworzeniem aplikacji
(Chtopek, 2020).

Nowym wyzwaniem jest takze zapewnienie ludziom komfortu pracy i poczucia
bezpieczenstwa oraz zarzadzanie takim Srodowiskiem, w ktérym np. likwidator
roszczen — robot wspdlipracuje z likwidatorem roszczen — cztowiekiem. Pojawiajg
sie wyzwania dotyczace zarzgdzania takimi zespotami, aktualnoSci zasad wspét-
pracy i wzajemnej relacji czlowiek—robot, np. budowania zaufania.

2.2. Robot jako cztonek zespotu

W Gospodarce 5.0 badania sg coraz czeSciej ukierunkowane na analize relacji
pomiedzy robotem a cztowiekiem, poniewaz zmienita si¢ rola robotéw — z narzedzi,
ktére wspomagajq prace cztowieka, staly si¢ cztonkami zespotéw wchodzacymi
w relacje z ludZmi, a takze majacymi wplyw na dynamike wspdtpracy oraz klimat
pracy zespotowej (Young, 2015; Arslan i in., 2021).

Narzedzie to przedmiot, ktdry wykorzystywany jest do wykonania lub wspo-
magania danej czynnoSci. Aby dobrze stuzyto wyznaczonym celom, musi by¢
niezawodne, spetnia¢ okreSlone wymagania jakoSci i poddawac si¢ kontroli osoby,
ktéra z niego korzysta. Podczas wykonywania zadan cztonek zespotu odgrywa role
podmiotu, aktywnej jednostki, ktéra ma okreslong tozsamo§¢, uczestniczy w reali-
zacji zadaf i buduje relacje (Kotodziejska, 2001). Kryteria odrézniajace przed-
miot od podmiotu, istotne dla nowej roli kobotéw we wspdipracy, przedstawiono
w tabeli 1.

Postrzeganie robota jako czlonka zespotu zdecydowanie zmienia wigc nie tylko
jego role w zespole i w wykonywanej przez zespot pracy, ale réwniez uruchamia
procesy, ktére dotad dotyczyty tylko relacji migdzyludzkich. Relacje, w jakie
wchodzg roboty z pracownikami w zespotach, wigza si¢ z konkretnymi wyzwa-
niami i wymagaja wdrozenia okreSlonych strategii na poziomie zarzadzania zaso-
bami ludzkimi w organizacji lub w zespole (Arslan i in., 2021).
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Tabela 1. Robot jako przedmiot i podmiot

Przedmiot Podmiot
Bierny Aktywny
Zalezny Niezalezny, autonomiczny
Brak odrebnosci, zalezno$¢ Odrebnosé
Nie uczy sig, nie nabywa do§wiadczenia Uczy sig¢, nabywa elementy do§wiadczenia
Obserwowany/uzywany Obserwujacy/ uzywajacy
Charakterystyka: parametry Charakterystyka: tozsamos¢, styl
Wykorzystanie przez cztowieka Wspétdziatanie z cztowiekiem
Zarzadzanie parkiem maszynowym — Zarzadzanie zasobami ludzkimi — pozyskiwanie,
optymalizacja motywowanie, rozwdj kapitatu ludzkiego

Zrédto: opracowanie wiasne na podstawie (Kotodziejska, 2001; Young, 2015; Arslan i in., 2021).

K. Matthews (2018) wymienia trzy obszary istotne dla zarzadzania zasobami
ludzkimi w zespole z robotami:

1. Zréwnowazenie odgrywanych w zespole rél (réwnowaga, ustalenie)

W zespole ludzie i roboty komunikujg si¢, wspdipracuja, koordynuja swoja
prace i uzupetniajg si¢, by dostarczy¢ efekt wysokiej jakoSci (Ma i in., 2017). Sktad
zespotu, zaktadajacy obecno$¢ robota, wiaze si¢ z nowymi interakcjami (nazy-
wanymi w literaturze HRI — human-robot interaction) i nowymi wymaganiami
— konieczna jest wrazliwo$¢ na wszystkie elementy kontekstu pracy zespotowe;.
Glowne wyzwania w tej relacji to: 1) komunikacja — ograniczony zaséb symboli
i reakcji utrudnia ptynng komunikacj¢ robot—cztowiek, 2) koordynacja — wymaga
wspolnych zasad dziatania, dostosowywania si¢ do nich, wspdlnych zatozef
wspotpracy i zdolnoSci dzielenia si¢ zasobami oraz 3) kolaboracja — podzial zadan
i wzajemne uzupetnianie si¢ cztonkéw zespotu powinno uwzglednia¢ odpowiedni,
regulowany przez ludzi poziom autonomii robotéw pracujacych w grupie. Wazna
jest proporcja os6b i robotéw wspoétpracujacych ze sobg, a takze wystepujace
miedzy nimi wzajemne zaleznosci (np. kto, cztowiek czy robot, wykonuje zadanie
pierwszy, kto kontroluje efekty oraz na ile zadania cztowieka i robota sg wspodtza-
lezne). Istotne jest réwniez, czy wspdtpraca dotyczy relacji cztowiek—robot, zespoi—
robot (Sebo i in., 2020) czy tez zespot robotéw—zesp6t ludzi (You i Robert, 2022).
W sytuacji zespotowej ludzie sg bardziej skfonni do uznania robota za czionka
zespotu i chetniej nawiazuja z nim relacje. Roboty moga wptywacé na relacje migdzy
ludZmi i mogg by¢ Zrédtem konfliktéw, ale mogg tez stymulowac ich konstruktywne
rozwigzywanie oraz wzmacniaé spdjno$¢ zespotu (Sebo i in., 2020). W ekspery-
mencie przeprowadzonym przez zespot Traegera (Traeger i in., 2020) wykazano, ze
wazne jest nie tylko to, czy robot komunikuje si¢ z pozostatymi cztonkami zespotu,
ale réwniez to, jaki jest jego styl komunikacyjny. Jesli kobot ujawnia swoja wrazli-
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wos¢, ludzie w zespole mowig wigcej oraz czujg si¢ bezpieczniej podczas dzielenia
sie informacjami, niz gdy jest on milczacy i koncentruje si¢ tylko na zadaniach.
Gdy kobot wyraza emocje, podzial tur komunikacyjnych pomiedzy cztonkami
zespotu jest bardziej zrownowazony.

Nalezy réwniez wzigé pod uwage, ze roboty nie rozpoznaja ludzkich intencji,
co utrudnia budowanie wspdlnego modelu mentalnego zespotu. Koboty mogg mieé
problemy z reagowaniem na sytuacje krytyczne czy nietypowe, co wymaga od
wspotpracujacych z nimi ludzi wigkszej elastycznosci i uwaznosci we wspétpracy
(Mai in., 2017). Wyzwaniem jest podziat odpowiedzialnosci, szczegdlnie w sytuacji
niepowodzenia czy bigdu — istotne jest pytanie, kogo rozliczy¢ za zaistniala sytuacje
(Young, 2015). Wymienieni autorzy podkreS§laja réwniez, ze procesy dotyczace
zespotéw, w ktérych sktad wechodza roboty, wymagaja nieustannej analizy i dosko-
nalenia, poniewaz technologia, z ktéra mamy do czynienia, jest ciagle rozwijana,
a warunki HRI stale si¢ zmieniajg.

2. Optymalizacja efektywnoSci wspétpracy cztowiek—robot

Young (2015) sugeruje, Ze wazne dla budowania odpowiednich relacji pomigdzy
ludZmi i robotami jest wyposazenie robotéw w funkcje umozliwiajaca zachowanie,
ktére utatwi ludziom interpretacje ich intencji i reakcji, np. poprzez wysylanie
sygnatéw symulujacych ruchy gatek ocznych czy dopasowanie tempa i sposobu
poruszania si¢ do przyzwyczajen poznawczych wspétpracownikéw. Ludzie chetnie
nadajg robotom ludzkie cechy, co ufatwia adaptacj¢ do wspdtpracy z robotem
1 wzmacnia reakcje ludzi na polecenia kobota, np. na alerty z jego strony. Z drugiej
strony, empatia, ktéra pojawia si¢ w relacji cztowieka z kobotem i ktéra wywotuje
potrzebe troski, moze prowadzi¢ do ograniczania funkcjonalno$ci kobota przez
chronienie go w sytuacji zagrozenia (z ktéra z zasady powinien sobie poradzic).

Waznym czynnikiem determinujagcym efektywnoS$¢ wspoétpracy pomiedzy
ludZzmi a kobotami jest identyfikacja z zespotem (You i Robert, 2022). OkreSla
ona poziom poczucia przynaleznosci do zespotu, a takze ma znaczenie, jesli
chodzi o definiowanie osobistej tozsamoSci. Wysoki poziom osobistej identyfikacji
z zespotem skutkuje spdjnoScig oraz zaangazowaniem w realizacje wspdlnych
celéw. Jedli silna identyfikacja z zespolem jest udziatem wszystkich jego cztonkéw
(shared team identity), wowczas ma pozytywny wptyw na poziom efektywnoSci
i zdolno§¢ osiggania sukceséw. Warunkiem silnej identyfikacji w zespole skia-
dajacym sie z ludzi i kobotéw jest postrzeganie tych drugich jako atrakcyjnych
spofecznie cztonkéw zespotu (jako przyjaznych, mitych i wspétpracujacych).

Podkresla si¢ réwniez znaczenie modeli mentalnych zespotu, ktére wynikaja
z modeli poznawczych poszczeg6lnych cztonkéw, ale ksztattuja sie¢ dynamicznie
w ramach rozwoju relacji (Demir, McNeese i Cooke, 2020). Aby model mentalny
kobota mégt wspéttworzy¢ model zespotu, musi by¢ on zaprogramowany tak, by
rozumie¢ sytuacje zadaniowa i spoteczng zespotu. Powinien mie¢ zdolno§¢ mody-
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fikowania tej wiedzy wraz z rozwojem wspotdzielonego modelu mentalnego grupy,
co nadal jest wyzwaniem technologicznym. Wspdlny model mentalny zespotu jest
jednak warunkiem dobrych relacji i wysokiej efektywnoSci.

3. Zapewnienie ludziom dobrego samopoczucia

Najczestsze obawy 0s6b pracujacych w organizacjach lub zespotach, w ktorych
zatrudniane sg roboty, dotycza nie tylko przejmowania pracy przez sztuczng inteli-
gencje, ale réwniez podniesienia poziomu stresu i zagrozen wynikajacych ze wspot-
pracy z kobotami (Berreby, 2022). Niepokdj wywotuje to, ze ze wzgledu na masowe
zastosowanie robotéw istnieje ryzyko nadmiernego uzaleznienia si¢ od nich, utraty
samodzielnos$ci w podejmowaniu decyzji i rozwigzywaniu problemow.

Poziom niezadowolenia cztowieka z koniecznoS$ci uzywania technologii
(frustracja, lgk, strach i niepokdj) jest szczegdlnie widoczny, gdy robot staje si¢
wspotpracownikiem (Arslan i in., 2021). Ciekawe analizy badan dotyczgcych
relacji z ,,social robots”, przeprowadzone przez zesp6t Nanevy (Naneva i in., 2020)
wykazaty, ze ogélne postawy ludzi wobec humanoidalnych robotéw sa prawie
réwno podzielone na negatywne i pozytywne (odpowiednio: 55% i 45% Zrodet).
W badaniach obejmujacych afektywne postawy stwierdzono umiarkowanie
pozytywne nastawienie, cho¢ czg§¢ wynikow (14%) wskazywata na nastawienie
negatywne emocjonalnie. Wykazano, ze w przypadku osobistego doSwiadczenia
bezposredniego kontaktu z robotem postawy te sa jeszcze bardziej negatywne.
Postawy poznawcze, opierajace si¢ na przekonaniu dotyczacym uzytecznoSci
robotéw, sa zwykle pozytywne, rzadziej neutralne. Od oceny przydatnoSci zalezy
tez poziom akceptacji robota w zespole (jest on wyzszy, gdy robot jest postrzegany
jako uzyteczny).

Bardzo istotny dla komfortu wspétpracy jest poziom zaufania w zespole.
Gdy ludzie traktujg robota jak pozostatych cztonkéw zespotu i obdarzajg go
zaufaniem, wéwczas tworza emocjonalng wigz i bardziej angazuja si¢ we wspdlng
realizacje celéw (Thomas, 2019). Zaufanie do robota obejmuje zaufanie do tech-
nologii (przekonanie o funkcjonalnoSci, przydatnosci i wiarygodnosci technologii,
poufno$¢) i zaufanie interpersonalne (You i Robert, 2019). Decyduje ono o akcep-
tacji technologii, motywacji do korzystania ze wsparcia robotéw i pozytywnym
nastawieniu do nich. Badania wykazaty, ze poziom zaufania do robotéw w zespole
ma wptyw na wydajno$¢ wspdtpracy, ale nie determinuje poczucia satysfakcji
ludzi, ktérzy z nimi wspoétpracujg — tutaj kluczowe jest zaufanie pomiedzy wspot-
pracownikami.

2.3. Oczekiwania i obawy dotyczace wspotpracy z robotami

Nastawienie do robotéw wystepujacych w roli wspotpracownikéw oraz zaufanie
do nich sg silnie zwigzane z przekonaniami, ktére dotycza ich przydatno$ci
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(Naneva i in., 2020). Wsréd najwazniejszych zalet kobotéw nalezy wymienic to,
Ze mogg pracowac 24 godziny na dobe, siedem dni w tygodniu oraz nie potrzebuja
odpoczynku i jedzenia. Roboty nie meczg si¢ i nie nudzg, wiele zadaf wykonuja
szybciej i znacznie doktadniej niz ludzie (You i Robert, 2022; Nasze zycie...,2023).
Praca nad Zzmudnymi, wyczerpujagcymi zadaniami moze by¢ powierzona robotom,
poniewaz nawet w takich warunkach pracujg doktadnie, bez narzekania i w odpo-
wiednim tempie.

Fizyczne cechy robotéw, takie jak: r6znorodnos¢ ich wielkosci i ksztattu, sita
przekraczajaca ludzkie mozliwoSci oraz brak skutkéw zmeczenia sg wazne, jeSli
chodzi o korzystanie z ich pracy w zespotach (Barden, 2022). Zatrudnienie robota
moze takze przynieS§¢ benefity istotne z punktu widzenia zarzadzania zasobami
ludzkimi. Moze ono bowiem ograniczaé koszty pracy, poniewaz roboty nie oczekuja
wynagrodzenia (Barden, 2022). Ponadto ich wytrzymato$§¢ na réznorodne warunki
pracy skutkuje obniZzeniem przemeczenia i absencji pracownikéw. Roboty moga
wykonywaé prace tam, gdzie warunki sg zbyt trudne lub stanowig zagrozenie dla
zycia i zdrowia cztowieka, co pozwala na podniesienie dobrostanu pracownikéw
1 ochronienie ich przez zagrozeniami. Obecno$¢ robota i Swiadomos¢ jego wyjatko-
wych zdolnoSci moze stanowi¢ mobilizacj¢ do osobistego rozwoju dla pozostatych
pracownikéw w zespole (Smids, Nyholm i Berkers, 2020). Wskazuje si¢ réwniez, ze
dzigki wsparciu robotéw zwigkszy si¢ dostep do pewnych zawoddéw, ktérych wyko-
nywanie byto niemozliwe dla os6b np. z wadg wzroku.

Mimo ze wskazano wiele zalet wynikajacych ze wspdtpracy z robotami, lista
wad réwniez jest dtuga. Roboty wymagaja obstugi technicznej, co moze skutkowaé
przerwami w ich dziataniu i generuje dodatkowe koszty. Finansowym obcigzeniem
Jjest takze koniecznoS¢ przeszkolenia ludzi wspotpracujacych z robotami do korzy-
stania z ich mozliwoS§ci. Roboty sg ograniczone zaprogramowanymi funkcjami
1 nie kazdy potrafi uczy¢ si¢ na podstawie nabywanych doSwiadczefi; najczgsciej
wymagaja one ludzkiej ingerencji w aktualizowanie i dostosowanie ich pracy do
zmieniajacych sie warunkéw (Barden, 2022).

Masowe wprowadzanie robotéw do zespotéw moze przyczynic si¢ do zwiek-
szenia bezrobocia, a takze wzbudza obawy dotyczace przejmowania kontroli nad
funkcjonowaniem ludzi w zespotach. Powierzanie robotom kolejnych zadan moze
wywolywaé u ludzi poczucie mniejszego wptywu na ostateczny efekt dziatania, co
z kolei obniza poczucie sensu i wlasnej wartosci w kontekscie pracy (Smids, Nyholm
i Berkers, 2020). Zaréwno niski poziom zrozumienia zasad dzialania sztucznej inte-
ligencji, jak i trudno$¢ kontrolowania dziatan robotéw moze by¢ Zrédlem poczucia
utraty kontroli oraz przerzucania odpowiedzialnoSci za potencjalne niepowodzenia
na technologie. Wprowadzenie robotéw do zespotu i zastepowanie przez nie kolej-
nych pracownikéw moze skutkowaé ostabieniem poczucia wspélnych celéw, a nawet
poczuciem izolacji.
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Zwraca si¢ rédwniez uwage na etyczne aspekty zatrudniania robotéw jako
czlonkéw zespotu. Roboty pozbawione sg emocji i zdolno$ci wartoSciowania, czy
co$ jest dobre, czy zte. Nie sg zdolne do empatii, wiec trudno oczekiwac, ze samo-
dzielnie okazg troske, zrozumienie czy wspoiczucie.

Oczywiste jest, ze wspdlpraca z robotami w zespotach pracowniczych wigze
sie¢ z dodatkowymi wyzwaniami w zakresie zarzadzania praca takich zespotéw.
T. Chamorro-Premuzic i G. Ahmetoglu (2016) podkre§lajg, ze za pomocg techno-
logii mozna realizowa¢ podstawowe zadania menedzera, np. roboty moga wykorzy-
stywaé dane do oceny probleméw, podejmowac decyzje lepsze niz zespdt, monito-
rowaé wyniki, stawia¢ odpowiednie cele i dostarcza¢ informacji zwrotnych. Roboty
menedzerowie nawet jeSli posiadaja osobowoS¢, nie maja potrzeby konkurowania,
pozbawione emocji nie angazuja si¢ w interpersonalne konflikty, a takze udzielaja
obiektywnego feedbacku. Dzigki sprawnoSci w przetwarzaniu informacji (réwniez
na ogromng skalg) moga podejmowac lepsze decyzje niz ludzie. Tacy pozbawieni
emocji i empatii menedzerowie nie sg jednak w stanie uwzgledni¢ czynnikéw
o charakterze spotecznym, ktére stale podlegaja dynamice grupowej. Brak wrazli-
wosci na subtelne sygnaty interpersonalne pozbawia ich mozliwosci adekwatnego
reagowania na procesy spofeczne, a brak kreatywnoSci moze ograniczac¢ ich efek-
tywnoS¢ zarzadcza w innowacyjnej gospodarce.

Zasadna wydaje si¢ wiec teza, ze to my — ludzie — powinniSmy by¢ gotowi na
wspotprace z robotami, na zarzadzanie zespotami, ktérych staty si¢ one cztonkami.
Kluczowym aspektem naszej gotowosci jest poziom Swiadomosci i przekonania,
jakie posiadamy w tym zakresie. Z tego wzgledu podjeto badania (pierwsze
w ocenie autorow realizowane w Polsce), ktorych celem byta identyfikacja prze-
konan dotyczacych wspotpracy z kobotami, a takze wyzwan i oczekiwan zwigza-
nych z wlaczaniem kobotéw do pracy zespotéw zadaniowych.

3. Badania wtasne
3.1. Metodologia badan

Badania miaty charakter eksploracyjny, gdyz podjeta tematyka jest nadal stabo
rozpoznana. Skupiono si¢ wigc na najistotniejszych elementach wspétpracy ludzi
i robotéw w zespotach, aby uzasadni¢ ewentualne hipotezy, mozliwe do sformu-
fowania w kolejnych etapach badafn. Dobrano grupe badawcza w sposob celowy
i zastosowano badanie iloSciowe, pozwalajace na eksploracj¢ tematyki w zakresie
postawionych pytan badawczych.

Badanie przeprowadzono w grupie 593 mtodych specjalistéw IT — studentéw
1 (66%) i 11 stopnia (34%) studiéw z zakresu ICT, w szczegdlnosci informatyki,
automatyki i robotyki, na Politechnice Gdafskiej) z nastgpujacych powoddéw:
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— maja oni duzg wiedz¢ o technologiach zwigzanych z produkcja robotéw,
co wyrdznia ich sposrdd przecigtnych uzytkownikdow,

— czgsto s3 pracownikami ekosysteméw, gdzie wspotpracuje si¢ ze sztuczng
inteligencja, co powinno zapewni¢ odwotywanie si¢ do osobistych do§wiadczef
wspdlpracy z kobotami,

— w wielu wypadkach sg twércami technologii i kobotéw wspdtpracujacych
w roznych typach zespotéw i wykonujacych rézne zadania.

Tak dobrana grupa pozwala przypuszczad, ze uczestnicy badania charaktery-
zujg si¢ stosunkowo wysokim poziomem §wiadomosci, jesli chodzi o wspdtprace
z kobotami, co wydaje si¢ kluczowe w kontekscie udzielenia odpowiedzi na pytania
zadawane w kwestionariuszu ankiety. Sredni wiek grupy badanej wyniést 22 lata,
wiekszos¢ (80%) stanowili mezczyZni.

Na podstawie przegladu literatury postawiono nast¢pujace pytania badawcze:

1. Czy badani postrzegaja roboty jako narzedzia czy personifikuja koboty
i postrzegaja je jako cztonkoéw zespotu? Czy sg §wiadomi relacji pomiedzy ludZmi
i robotami w zespole?

2. Jakie atrybuty robotéw sa postrzegane jako najwazniejsze z punktu widzenia
»zatrudniania” ich do pracy w zespole?

3. Czy badani informatycy sg zainteresowani tworzeniem kobotéw i wspétpraca
z nimi w swoich zespotach?

Jako narzedzie badawcze wykorzystano autorski kwestionariusz ankiety
(z pigciostopniowg skalg Likerta), ktéry rozestano drogg elektroniczng. Dokonano
analizy rzetelnoSci pozycji zawartych w kwestionariuszu ankiety i uzyskano
wskaznik Alfa Conbacha 0,807, czyli na poziomie dobrym. W kwestionariuszu
postugiwano si¢ pojeciem robota, a nie kobota, poniewaz zatozono, ze drugie
pojecie moze nie by¢ znane respondentom (co potwierdzifo si¢ w toku badania).

3.2. Wyniki badan

W pierwszym pytaniu poproszono respondentéw o interpretacje pojecia robota,
podajac dwie mozliwe definicje: ,,robot to sztuczna inteligencja” i ,,robot to urza-
dzenie wykorzystywane w realizacji powtarzalnych czynno$ci”. Badani udzielali
odpowiedzi wedtug 5-stopniowej skali, gdzie 1 oznaczato ,,zdecydowanie nie”,
a 5 —,,zdecydowanie tak”. Dla pierwszej opcji odpowiedzi badanych roztozyly si¢
prawie po réwno — 208 respondentéw identyfikuje roboty ze sztuczng inteligencja,
a 258 os6b nie zgadza si¢ z tym stwierdzeniem. Jesli chodzi o drugg z mozliwych
definicji, az 426 os6b wskazalo, ze wedtug nich robot to urzadzenie, a tylko 70
badanych wybralo odpowiedzi ,,nie”. Doktadny rozktad odpowiedzi przedstawiono
narys. 1.
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Rys. 1. Sposéb percepcji robotéw (% odpowiedzi)

Zrédto: opracowanie wlasne.

Jest to wynik zaskakujacy, poniewaz uczestnicy badania sami sa uzytkownikami
i tworcami sztucznej inteligencji. W §wiadomosci ekspertéw roboty sg zatem zdecy-
dowanie czgSciej traktowane jako narzedzia, a nie potencjalni cztonkowie zespotdw.
Takie podejScie moze skutkowaé pomijaniem aspektéw waznych z punktu widzenia
wspotpracy w hybrydowych zespotach juz na etapie tworzenia innowacyjnych
rozwigzaf technicznych. Wobec tego istotne jest, jakie atrybuty robotéw badani
postrzegaja jako najwazniejsze. Liste atrybutéw sporzadzono na podstawie wskaza-
nych w artykule Zrédet. Otrzymane wyniki przedstawiono na rys. 2.

Ankietowani mogli wskaza¢ dowolng liczbe atrybutéw. Najczgsciej wskazy-
wanymi cechami byty: ,,robot bez narzekania wykona prace zmudne, »brudnex,
niebezpieczne albo zbyt skomplikowane” (68%) i ,,robot moze pracowaé pod woda,
bez powietrza, w temperaturach, w ktérych Zywe organizmy nie przetrwajq” (57%).
Obie cechy dotycza tradycyjnego podejscia do robotéw jako narzedzi. Dopiero na
trzecim miejscu wymieniona zostata zdolno§¢ do przetwarzania big data (42%),
zwigzana z mozliwoSciami sztucznej inteligencji. Na koficu listy znajduja si¢
natomiast dwa atrybuty, ktére wynikaja z postrzegania robota jako kobota, czyli
uczestnika zespotu. Zaledwie 8% badanych wskazalo: ,,robot nie rezygnuje z pracy”,
a 16% ,,robot kosztuje mniej niz utrzymanie pracownika i jego wynagrodzenie”.
Potwierdza to tradycyjne, narz¢dziowe traktowanie robotéw w procesie realizacji
celow organizacji.

Badani ocenili, na ile istotne sg powyzsze atrybuty podczas podejmowania
decyzji o zatrudnieniu robota w zespole. Jako najwazniejsze wskazano: ,,robot bez
narzekania wykona prace zmudne, »brudne«, niebezpieczne albo zbyt skompliko-
wane” (Srednia waga 4,55 w skali od 1 do 5, gdzie 1 — zdecydowanie nieistotne,
5 — zdecydowanie istotne), ,,robot moze pracowaé pod woda, bez powietrza,
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w temperaturach, w ktérych zywe organizmy nie przetrwajg” (Srednia 4,48) 1 ,,robot
potrafi analizowa¢ dane na masowa skalg” (Srednia 4,4). Na koncu listy waznych
atrybutéw znalazlo si¢ stwierdzenie: ,,robot nie popetnia btedéw” z wynikiem 3,39.

Robot nie rezygnuje z pracy

Robot cierpliwie reaguje

na rézne reakcje klientéw

Robot kosztuje mniej niz utrzymanie
pracownika i jego wynagrodzenie

Robot nie popetnia btedéw

Robot nie nudzi si¢ rutynowymi pracami

Robot pracuje szybciej niz cztowiek

Robot potrafi analizowaé dane

na masowg skale

Robot moze pracowac pod wodq,_

bez powietrza, w temperaturach,

w ktoérych zywe organizmy nie przetrwaja

Robot bez narzekania wykona prace zmudne,
.brudne”, niebezpieczne albo zbyt skomplikowane

20

40
%

60

80

Rys. 2. Atrybuty robotéw (% wskazan)

Zrédto: opracowanie wlasne.

W kolejnym pytaniu respondenci odnosili si¢ do stwierdzen dotyczacych oceny
wspdtpracy z kobotem z wykorzystaniem skali od 1 do 5, gdzie 1 — zdecydowanie
nie, a 5 — zdecydowanie tak. Srednie wyniki dla kolejnych stwierdzen przedsta-

wiono w tabeli 2.

Jako najwigksze zagrozenie badani postrzegaja mozliwoS¢ wystapienia niebez-
pieczefistwa we wspdipracy z kobotem. Najmniej obawiajg si¢ natomiast, Ze roboty
zastapia ludzi w wykonywanych przez nich zadaniach. Spo$réd pozytywnych
stwierdzen najwyzsza punktacj¢ uzyskato: ,,zatrudnienie robota w zespole pozwoli
cztowiekowi skupi¢ si¢ na bardziej kreatywnych zadaniach”. Badani sg najmniej



110 Beata Krawczyk-Brytka, Krzysztof Nowicki

przekonani do mozliwosci zwigkszenia liczby miejsc pracy ze wzgledu na zatrud-
nienie robotéw w zespole.

Tabela 2. Percepcja uczestnictwa robotéw w zespole (Srednie wyniki)

Stwierdzenie Srednia ocena
Zatrudnienie robota w zespole pozwoli cztowiekowi skupi¢ si¢ na bardziej 4
kreatywnych zadaniach
Zatrudnienie robota w zespole pozwoli cztowiekowi przeznaczy¢ wigcej 3,84
czasu na samorozwoj
Praca cztowieka z robotem moze by¢ niebezpieczna i wymaga przeszkolenia / 38
ustalenia odpowiednich zasad
Robot nie zastgpuje cztowieka, lecz uzupetnia jego mozliwosci 3,67
Ludzie mogg sta¢ si¢ nadmiernie zalezni od robotéw w zespole 344
Roboty zwigksza liczbe miejsc pracy, poniewaz generuja zapotrzebowanie 2,88
na nowe umiejetnosci
Zatrudnienie robota w zespole pozbawi cztowieka pracy 2,67

Zrédto: opracowanie wlasne.

Uzyskane wyniki potwierdzaja wigc, ze specjaliSci IT traktuja roboty gtéwnie
Jjako narzedzia, nie za$ jako aktywnych uczestnikéw pracy zespotowej. Czy wobec
tego sa gotowi mysle¢ o budowaniu relacji z kobotami? Czy uwazaja za mozliwe
budowanie zaufania do robotéw odgrywajacych role cztonkéw zespotu? Srednie
wyniki dla odpowiedzi na te pytania przedstawiono w tabeli 3.

Tabela 3. Relacja cztowiek—robot w zespole (Srednie wyniki)

Stwierdzenie Sredni wynik
Ustalenie zasad wspétpracy cztowieka z robotem jest wazne 4.1
Zaufanie do robota w zespole jest tak samo wazne jak zaufanie do innych oséb 3,12
Relacja pomigdzy cztowiekiem a robotem decyduje o efektywnosci wspoétpracy 2,86
Pomigdzy cztowiekiem a robotem tworzy sie¢ relacja 2,63

Zrédto: opracowanie wlasne.

Prawie potowa badanych uznala, ze nie jest mozliwe, by pomigdzy robotem
a czlowiekiem powstata relacja, a tylko 27% uwaza, ze taka relacja si¢ tworzy.
To stwierdzenie uzyskato najnizsza Srednig. Stosunkowo niski wynik dotyczy
rowniez oceny znaczenia, jakie relacja pomigdzy robotem a cztowiekiem ma
dla efektywnoSci zespotu. Grupa badanych, ktéra docenia warto$¢ takiej relacji,
to niemal 36% ankietowanych.
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Niecate 44% badanych wyrazito przekonanie, ze zaufanie do robota jest tak
samo wazne jak do innych wspoétpracownikéw (Srednia 3,12). Najwyzszy wynik
w tej kategorii pytafi uzyskalo stwierdzenie o koniecznoSci ustalenia zasad wsp6t-
pracy pomiedzy ludZmi i robotami (ponad 80% zapytanych).

W kontekScie powyzszych opinii wazna jest znajomoS¢ pojecia kobota przez
badang grupe. Zaledwie 10% respondentéw spotkato si¢ z tym pojeciem, ale nie
wie, co ono oznacza. Pozostale 90% przyznato, ze nie zna tego terminu. Wynik
ten jest zaskakujacy, poniewaz wigkszo$¢ uczestnikéw badania juz tworzy (w pracy
zawodowej) lub przygotowuje si¢ (na ostatnich semestrach studiéw) do budowania
robotéw wyposazonych w elementy sztucznej inteligencji. Co drugi studencki
projekt badawczy (https:/spb.eti.pg.edu.pl/, data dostgpu: 10.01.2023) na studiach
II stopnia jest powigzany ze sztuczng inteligencja, uczeniem maszynowym i tworze-
niem aplikacji. Najlepsze z projektéw dotyczacych tej tematyki doczekaty si¢
publikacji naukowych (np. Cygert i in., 2021; Gorska i in., 2022; Urwan i in., 2022;
Wiercinski i in., 2022; Manikowska i in., 2023).

45
40
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15
10

Chciatbym/chciatabym I Chciatbym/chciatabym I Chcialbym/chciatabym
tworzy¢ roboty wspétpracujace pracowac w zespole, ktérego pracowaé w zespole
z ludZmi w zespotach cztonkiem jest robot zarzadzanym przez robota

[ Zdecydowanie nie [ Raczejnie [ Trudno oceni¢ [ Raczejtak M Zdecydowanie tak

Rys. 3. Zainteresowanie tworzeniem robotéw i wspéipraca z kobotami (% wskazan)

Zrédto: opracowanie wlasne.

Zainteresowanie tematyka tworzenia wspdipracujacych robotdw jest szcze-
gblnie widoczne w ostatniej czeSci ankiety — ponad 280 oséb cheiatoby tworzy¢
taka technologig, a ponad 50% jest otwartych na wspoétprace z kobotami. Niski
poziom zaufania do robota w roli menedzera zespotu ujawniono w ostatnim pytaniu
w tej serii. Zaledwie 12% respondentéw jest gotowych zaakceptowac takg sytuacje,
a40% wybrato odpowiedz ,,zdecydowanie nie”. Rozktad odpowiedzi przedstawiono
narys. 3.
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4. Whnioski

Koboty coraz czeéciej staja si¢ cztonkami zespotéw pracowniczych realizuja-
cych réznego typu zadania i projekty. W literaturze z zakresu nauk o zarzadzaniu
i jakoSci oraz informatyki pojawiajg si¢ opracowania, w ktorych analizowana
jest specyfika relacji pomigdzy ludZmi i robotami traktowanymi nie jako narze-
dzia, lecz podmiotowo, jako cztonkowie zespotu. Jest to jednak nadal zjawisko
w niewielkim stopniu u§wiadamiane i rozpoznane. Autorzy niniejszego artykutu,
ktérzy na co dziefi wspdtpracuja ze studentami kierunkéw informatycznych
i zespotami, dla ktérych obecno$¢ robotéw i sztucznej inteligencji jest zjawiskiem
powszechnym, podjeli si¢ uzupetnienia tej luki. Analiza literatury i wyniki badaf
pozwolity wskaza¢ gtéwne obszary, ktére sa niepokojace, jesli chodzi o wspdtprace
z kobotami, jak réwniez okreS§li¢ najwazniejsze zalety takiej kooperacji. Moga one
postuzy¢ jako wartoSciowe wskazéwki dla menedzerdw, ktérzy przygotowuja swoje
zespoly do ,,zatrudnienia” kobota, a takze moga by¢ inspiracja do podejmowania
badai z tego stabo wyeksplorowanego obszaru badawczego.

Najwazniejsze wnioski dotyczace postrzegania robotow jako czionkéw zespotu
przez badang grupg sg nastepujace:

— specjalisci IT, mimo Ze sami sg uzytkownikami lub nawet twércami kobotow,
nie s3 Swiadomi podmiotowosci tej technologii i postrzegajg robota jako narzedzie,

— mimo podejmowania projektow, ktére stuzg technicznemu rozwojowi zdol-
nosci robotéw do uczenia si¢ czy komunikowania z cztowiekiem, badani w stosun-
kowo niskim stopniu sg Swiadomi wptywu relacji cztowiek-robot w zespole na
efektywno§¢ wspotpracy,

— nastawienie badanych do zatrudniania robota w zespole jest raczej pozytywne,
co wynika z przekonania o uzytecznosci kobotéw i niskim zagrozeniu zwigzanym
z mozliwoScia zastapienia ludzi przez roboty.

Oznacza to, ze wysoka §wiadomos¢ aspektdw technicznych nie idzie w parze
z wysoka §wiadomoScig kwestii, ktére moga mie¢ kluczowe znaczenie dla pézniej-
szej wspolpracy robotéw z zespotami ludzkimi. Istotne wydaje si¢ wigc, by do
procesu edukacji informatycznej wprowadzi¢ tematy dotyczace budowania wzajem-
nego zaufania, wspdlnego podejmowania decyzji czy wspotodpowiedzialnoSci
w zespotach sktadajacych si¢ z ludzi i robotéw. Eksploracja tych tematéw przez
badaczy z zakresu psychologii réwniez jest konieczna, aby stworzy¢ podstawy do
przygotowania robotow (a przede wszystkim ich tworcow) do wspdlnej pracy.

Jesli chodzi o praktyczne wnioski w kontekscie zarzagdzania zasobami ludzkimi,
warto wspomnie¢ o koniecznoS$ci ustalenia zasad, ktére moga wspiera proces
wigczania kobotow do zespoldow pracowniczych. Przygotowanie ludzi do takiej
wspolpracy powinno obejmowaé szkolenie dotyczace typdw i mozliwosci kobotow
— podniostoby ono §wiadomos$¢ i wskazato znaczenie nowoczesnej technologii dla
efektywnoSci pracy. Wazne jest rowniez umacnianie przekonania o pozytywnych
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aspektach zatrudniania robotéw w celu ztagodzenia obaw przed utratg pracy i utratg
znaczenia ludzkich kompetencji.

Charakterystyka grupy badanej jest waznym atutem, ale takze gféwnym ogra-
niczeniem przeprowadzonych badafi i wyciggnietych wnioskéw. Walorem jest
liczebno$¢ (prawie 600 badanych) oraz ich wysokie kompetencje informatyczne:
sg tworcami lub uzytkownikami réznego typu robotéw. Brakuje natomiast respon-
dentéw, ktérzy sg przecietnymi uzytkownikami robotéw i kobotéw oraz ktorzy
charakteryzowaliby si¢ nizszym poziomem wiedzy technicznej i §wiadomosci,
jesli chodzi o innowacyjne technologie. Rozszerzenie perspektywy i uwzglednienie
w kolejnym etapie badan grupy oséb odpowiedzialnych za procesy zarzadzania
zasobami ludzkimi w organizacjach to wazne wyzwania nie tylko badawcze, ale
i praktyczne.
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ABSTRACT

Objective: To assess the financial situation of selected enterprises included in the WIG-food
index in 2019-2021 from the point of view of the risk of bankruptcy.

Research Design & Methods: Four models of multidimensional discriminatory analysis were
used to assess potential bankruptcy risk (Dorota Hadasik’s Model, Model Z6 INE PAN, Model
Z7 INE PAN and the so-called Poznafh Model). The entities selected for the study were all Polish
companies traded on the WIG-food index in all quarters of the years 2019-2021. This condition
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had to be met due to the volatility of the composition of the WIG-food index on a quarterly basis
(quarterly revision of the index portfolio). Two research hypotheses were formulated in the article.
First, selected discriminant analysis models are an effective tool for assessing companies included
in the WIG-food index for the risk of bankruptcy. And second, multidimensional discriminant
analysis is a valuable and complementary tool to other methods of assessing the risk of company
bankruptcy.

Findings: Companies included in the WIG-food index in 20192021 were in a very good financial
situation with the exception of two companies, which faced the threat of bankruptcy in 2019:
ZPC Otmuchéw SA and Pamapol SA. Three of the models used indicated that the companies were
moving in the wrong direction: Z6 INE PAN and Z7 INE PAN (ZPC Otmuchéw SA) and the Poznan
Model (Pamapol SA). This may suggest that these models were highly sensitive. Hadasik’s Model
did not show any company to be at risk of bankruptcy in the analysed period.
Implications/Recommendations: One implication of the research is that the number of variables
in discriminant analysis models does not work to exaggerate their efficiency. Two of the models
used (Z6 INE PAN and Z7 INE PAN) returned similar results. This is mainly due to their being
constructed similarly. Furthermore, none of the selected models showed high sensitivity to detecting
the threat of bankruptcy among the companies analysed, though they could be used to faster warn
about potential and actual problems.

Contribution: The research contributes to the development of knowledge on the use of discrim-
inatory analysis models to assess bankruptcy risk of food industry enterprises in Poland.

Article type: original article.

Keywords: Warsaw Stock Exchange, WIG-food index, discriminatory analysis, financial
cooperation, COVID-19 pandemic.

JEL Classification: G17, G31, M41, Q14.

1. Wprowadzenie

W warunkach gospodarki rynkowej upadto$¢ przedsigbiorstw jest integralnym
elementem rzeczywistoSci gospodarczej. Rosngca konkurencja i konieczno$¢ spro-
stania wymogom rynku stanowig wyzwanie oraz czynnik ryzyka dla wszystkich
podmiotéw gospodarczych. Prognozowanie zagrozenia upadtoScig przedsigbiorstw
umozliwia ustalenie podmiotéw znajdujacych si¢ w niekorzystnej sytuacji finan-
sowej. Identyfikacja zagrozenia jest szczeg6lnie istotna dla potencjalnych intere-
sariuszy zagrozonej firmy, poniewaz umozliwia im oceng mozliwosci regulowania
przez nig zobowigzah czy jej przetrwania na rynku.

Upadlos¢ przedsigbiorstw utozsamia si¢ z trwalq utratg przez przedsigbiorstwo
zdolnoSci do regulowania swoich dtugéw, jak réwniez z niedoborem majatkowym,
czyli stanem, gdy wartoS¢ majatku jednostki nie wystarcza na pokrycie wszystkich
jej zobowiazan, badZ z sytuacja, gdy obie przestanki wystepuja tacznie (Hotda,
2006). Wyrézni¢ mozna dwa rodzaje czynnikéw, ktére mogg zdeterminowac taki
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stan rzeczy. Do czynnikow wewnetrznych, ktére mogg przyczynic si¢ do upadtoSci
przedsigbiorstw, mozna zaliczy¢: niewlaSciwg strukture kapitatowa i majatkowa
w jednostce gospodarczej (brak rentownosci inwestycji, zbyt wysoki poziom inwe-
stycji, niewysoki poziom majatku obrotowego, za wysoki poziom kapitatu obcego,
nieatrakcyjne warunki kredytéw), nieprawidtowoSci w obrocie wewnetrznym
(marnotrawstwo czasu, surowcOw oraz energii, niewlasciwa organizacja procesu
produkcyjnego, przerost zatrudnienia w administracji), wadliwoSci zbytu (zbyt niski
poziom sprzedazy lub zbyt niska cena sprzedawanych produktéw) (Czech, 1999,
s. 112—115). Natomiast do grupy czynnikéw zewngtrznych, ktére mogg spowodowac
upadfos¢ przedsigbiorstwa, zalicza si¢ niestabilno§¢ krajowych uwarunkowafi praw-
nych dotyczacych prowadzenia dziatalnoSci gospodarczej oraz polityke fiskalng
pafistwa (Zielinska-Chmielewska, 2015, s. 141). Zestawienie przyczyn wewnetrz-
nych i zewnetrznych wskazuje na wigksza ztozono$¢ tych ostatnich, gdyz dotycza
one zaréwno sytuacji kraju w ujeciu makroekonomicznym, jak i kondycji ekono-
micznej partnerow, inwestorow oraz klientéw. Przyczyny wewngetrzne i zewngtrzne
charakteryzuje rézny stopiei przewidywalnoSci oraz zakres skutkow ich oddziaty-
wania (Banach-Kobyra, 2017).

Swiadomo$é zagrozenia upadtoscia jest szczegdlnie istotna, gdyz wynikajace
z niej znalezienie si¢ przedsigbiorstwa w sytuacji kryzysowej rodzi konieczno§é
zmiany strategii, ktéra umozliwi przetrwanie podmiotu w trudnym dla niego czasie
(Piatkowski, 2010). Prognozowanie zagrozenia upadtoSci przedsigbiorstw moze
zostaé przeprowadzone za pomocg modeli analizy dyskryminacyjnej. Modele te
obejmujg jeden syntetyczny wskaznik stanowigcy pofaczenie relatywnie niewielkiej
liczby wskaznikow oraz wag wyrazajacych istote tych wskaznikéw w celu odzwier-
ciedlenia kondycji przedsigbiorstwa (Antonowicz, 2007). Zastosowanie wielowy-
miarowej liniowej analizy dyskryminacyjnej do budowy modelu oceny ryzyka
upadtoSci przedsigbiorstw zaproponowat amerykanski badacz E.I. Altman (1968).
Model ten podlegat licznym modyfikacjom w kolejnych badaniach (Altman,
Haldeman i Narayanan, 1977; Altman, 2000 2002a, b). Model Altmana jest jednym
z najpopularniejszych modeli ostrzegania, czgsto stosowanym przez teoretykow
i praktykéw w wielu krajach. Wskazuje si¢ jednak, ze nie mozna go postrzegaé
jako modelu uniwersalnego, ktéry moze by¢ wykorzystany do zbadania podmiotéw
funkcjonujacych w réznych krajach, a tym samym w odmiennych warunkach
gospodarczych (Mosionek-Schweda, 2014, s. 93). A. Hotda (2001) podkresla,
ze wykorzystanie funkcji dyskryminacyjnych powinno by¢ ograniczone do kraju,
w ktérym skompletowano dane do stworzenia modelu, wtadnie z uwagi na inne
otoczenie, w ktérym dziatajg podmioty gospodarcze, oraz charakterystyke systemu
rachunkowosci. Transformacja ustrojowa w Polsce w latach 90. XX w. oraz wpro-
wadzenie gospodarki wolnorynkowej przyczynity si¢ do pojawienia si¢ wielu intere-
sujacych badan dotyczacych predykeji upadlosci przedsigbiorstw, ktorych rezultatem
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byty modele wielowymiarowej analizy dyskryminacyjnej. Modele te opracowali
m.in. E. Maczynska (1994), D. Hadasik (1998), D. Wierzba (2000), A. Hotda (2001),
B. Prusak (2005), M. Hamrol, B. Czajka i M. Piechocki (2004), E. Maczyfiska
1 M. Zawadzki (2006).

Wielowymiarowa analiza dyskryminacyjna stosowana jest z powodzeniem
w badaniach opisanych w zagranicznej literaturze przedmiotu dotyczacych oceny
wybranych branz i sektoréw. Mozna tu wskaza¢ opracowania odnoszace si¢ m.in.
do: sektora bankowego (Chiaramonte, Poli i Zhou, 2016), branzy spozywcze]
i napojow (Sfakianakis, 2018), branzy farmaceutycznej (Panigrahi, 2019), sektora
turystycznego (Wieprow i Gawlik, 2021), matych i Srednich przedsiebiorstw
(Bussoli, Cuoccio i Giannotti, 2019).

2. Przeglad literatury dotyczacej metod dyskryminacyjnych
stosowanych w ocenie przedsiebiorstw sektora spozywczego
w Polsce

Kwerenda literatury przedmiotu wskazuje na popularno$¢ wykorzystania
modeli wielowymiarowej analizy dyskryminacyjnej do oceny przedsigbiorstw
sektora spozywczego w Polsce w aspekcie ich potencjalnego zagrozenia upadioScia,
np. w ramach weryfikacji kondycji finansowe;j. Prace dotyczg réznych podmiotow
oraz r6znego okresu badan i zostaly zrealizowane z zastosowaniem zréznicowanych
kompilacji modeli (tabela 1).

Tabela 1. Badania, w ktérych wykorzystano wielowymiarowa analiz¢ dyskryminacyjng
do oceny przedsiebiorstw sektora spozywczego w Polsce

. Zakres Zastosowane modele
Autor Rok Podmioty wielowymiarowej
CZasowy . . o
analizy dyskryminacyjnej
E. Zdunek 2010 | Spotki nalezace 2007-2009 |- liniowa funkcja dyskrymi-
do indeksu nacyjna
WIG-spozywczy (18)
B.J. Dabrowski, 2011 | Wybrane spétki 2006-2008 |- model Z6 INE PAN
K. Boratynska nalezace do indeksu — model Z7 INE PAN
WIG-spozywcezy (9) — model poznanski (opraco-
wany przez M. Hamrola,
B. Czajke i M. Piechockiego)
— model B. Prusaka Z,,
A. Sotoma, 2011 |Przedsigbiorstwa 2006-2008, | — model E. Altmana
J. Plesiewicz przemystu 2011 — model G. Springate’a
miesnego (4) — model J. Gajdki i D. Stosa
— model D. Hadasik
— model A. Hotdy




Wielowymiarowa analiza dyskryminacyjna...

121

cd. tabeli 1
Zakres Zastosowane modele
Autor Rok Podmioty wielowymiarowej
CzZasowy . . .
analizy dyskryminacyjnej
F. Wysocki, 2012 | Przedsigbiorstwa 2006-2009 |- model D. Hadasik
A. Kozera przemystu — model poznanski (opraco-
migsnego (14) wany przez M. Hamrola,
B. Czajke i M. Piechockiego)
— model B. Prusaka
— model autorski
M. Smiglak- 2013 | Przedsiebiorstwa 2005-2011 |- model J. Gajdki i D. Stosa
-Krajewska, przemystu — model D. Hadasik
M. Just paszowego (10) — model poznanski (opraco-
wany przez M. Hamrola,
B. Czajke i M. Piechockiego)
— model B. Prusaka
— model D. Wierzby
— model Z6 INE PAN
— model Z7 INE PAN
K. Firlej, 2014 | Spotki nalezace 2012 — model D. Wierzby
A. Bargiet, do indeksu — model Z7 INE PAN
M. Szymanski WIG-spozywczy (25) — model poznafiski (opraco-
wany przez M. Hamrola,
B. Czajke i M. Piechockiego)
— model Przemyst NBP
A. Zielinska- 2015 | Przedsiebiorstwa 2005-2011 |- model D. Wierzby
-Chmielewska przemystu — model Z6 INE PAN
miesnego (5) — model Z7 INE PAN
— model D. Hadasik
M. Zielifiska- 2016 | Wybrane spotki 2008-2014 |- model poznanski (opraco-
-Sitkiewicz nalezace do indeksu wany przez M. Hamrola,
WIG-spozywczy (15) B. Czajke i M. Piechockiego)
z pominieciem firm — model B. Prusaka Z,,,
reprezentujacych — model Z7 INE PAN
branze alkoholowa
P. Kopczyfiski 2017 |Przedsigbiorstwa 2006-2011 |- model opracowany w Male-
przemystu zji przez M. Zulkarnaina,
spozywczego (12) M. Shamsherai A. Ali
jako podkategoria Mohammada
badan obejmujgcych — model E. Altmana

175 spétek notowa-
nych na Gietdzie
Papieréw WartoScio-
wych w Warszawie

— model opracowany przez
L. Lugovska (Rosja)

— model E. Maczynskiej

— model D. Hadasik
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cd. tabeli 1

Zakres Zastosowane modele
Autor Rok Podmioty wielowymiarowej
Crasowy analizy dyskryminacyjnej

— model poznaiiski (opraco-
wany przez M. Hamrola,
B. Czajke i M. Piechockiego)
— model J. Gajdki i D. Stosa II
— model B. Prusaka I

E.Zdunek-Rosa, | 2018 |Przedsigbiorstwa 2012-2016 |- model D. Hadasik

A. Huterska przemystu
cukierniczego (3)

Ch. Firlej 2022 | Spéiki nalezace 2014-2018 |- model D. Hadasik
do indeksu — model Z6 INE PAN
WIG-spozywczy (25) — model Z7 INE PAN

— model poznafiski (opraco-
wany przez M. Hamrola,
B. Czajke i M. Piechockiego)

Zrédto: opracowanie wiasne na podstawie kwerendy literatury przedmiotu.

Biorac pod uwage podmioty poddane analizie, mozemy wyr6zni¢ dwie grupy
badan. Do pierwszej grupy mozna zaliczy¢ badania, w ktérych uwzgledniono
wszystkie lub wybrane spo6tki nalezace do indeksu WIG-spozywczy. E. Zdunek
(2010) w badaniach rentownosci 18 spotek z indeksu WIG-spozywczy wykorzy-
stata model logitowy oraz liniowa funkcj¢ dyskryminacyjng. Jak wykazaty badania,
w latach 2007-2009 analizowane spéiki charakteryzowaty sie dobra kondycja
finansowa. W latach 2008 i 2009 §rednia warto$¢ funkcji dyskryminacyjnej
osiagata wartoSci ponizej zera, odpowiednio: —0,48 i —1,16, co moze Swiadczyé
o dobrej kondycji spétek analizowanego sektora spozywczego. Dobra sytuacja
ekonomiczno-finansowa spétek wchodzacych w sktad indeksu WIG-spozywczy
zostata potwierdzona przez Srednie warto$ci funkcji dyskryminacyjnej, ktére
na przestrzeni dwéch lat oscylowaty ponizej zera. Natomiast B.J. Dabrowski
i K. Boratynska (2011), podejmujac probe oceny sytuacji finansowej dziewieciu
wybranych spétek gietdowych z indeksu WIG-spozywczy z punktu widzenia
zagrozenia upadtoScig w latach 2006-2008, wykorzystali cztery modele wielowy-
miarowej analizy dyskryminacyjnej. W wyniku przeprowadzonych badan uzyskano
niejednoznaczne wyniki. Z jednej strony dwa sposrdd zastosowanych modeli pozy-
tywnie zweryfikowaly kondycje finansowa badanych spétek, a z drugiej, wykorzy-
stujac inny model, w wielu przypadkach wykazano ryzyko zagrozenia upadtoScia
badz przypisywano przedsigbiorstwa do szarej strefy. Sposréd dziewieciu uwzgled-
nionych podmiotéw wyodrebniono dwa szczeg6lnie zagrozone upadtoScia. Z kolei



Wielowymiarowa analiza dyskryminacyjna... 123

K. Firlej, A. Bargiet i M. Szymanski (2014) dokonali oceny ryzyka upadtosci
spotek wytwarzajacych zywnos$¢ notowanych na Gietdzie Papieréw WartoSciowych
w Warszawie. W badaniu obejmujacym wyniki finansowe 25 spétek w 2012 r.
zastosowano cztery modele analizy dyskryminacyjnej. W konkluzji wskazano,
ze przemyst spozywczy traktowany cato§ciowo nie jest wolny od ryzyka zwigza-
nego z jego prawidfowym funkcjonwaniem, gdyz ryzyko wystapienia upadioSci
stwierdzono w przypadku trzech podmiotéw. W innych badaniach M. Zielifiska-
-Sitkiewicz (2016) dokonata préby oceny trzech modeli analizy dyskryminacyjnej
w aspekcie prognozowania zagrozenia upadfoscig 15 wyselekcjonowanych spotek
sektora spozywczego notowanych na warszawskiej Gietdzie Papieréw WartoScio-
wych w latach 2008-2014. Wyniki analizy wskazuja na zréznicowang wrazliwo$¢
zastosowanych modeli pod katem prognozowania zagrozenia upadtoScia. Tego
rodzaju zagrozenie zostato zasygnalizowane przynajmniej przez jeden z modeli
w latach 2008, 2009 i 2011 r. w przypadku trzech spétek, w latach 2012 1 2013 r.
— dwdch spotek, a w latach 2010 i 2014 r. — jednej spotki. W obszernych bada-
niach P. Kopczynski (2017) dokonat natomiast oceny wplywu ogélno§wiatowego
kryzysu gospodarczego na rezultaty polskich spétek notowanych na Gietdzie
Papieréw WartoSciowych w Warszawie. W badaniach obejmujacych lata 20062011
zastosowano osiem modeli wielowymiarowej analizy dyskryminacyjnej. W przy-
padku 12 przedsigbiorstw przemystu spozywczego stwierdzono, ze najwigksze
zagrozenie upadtoScig wystapito w latach 2008-2009, a najmniejsze w 2011
i 2007 r. Z kolei Ch. Firlej (2022) dokonat oceny pozycji ekonomiczno-finansowej
25 spétek wehodzacych w sktad indeksu WIG-spozywcezy w latach 2014-2018 za
pomocg czterech wybranych modeli wielowymiarowej analizy dyskryminacyjnej.
Na podstawie uzyskanych wynikéw przeprowadzono grupowanie przedsigbiorstw.
Pierwsza z wyodrebnionych grup obejmowata przedsiebiorstwa, ktére w przypadku
wszystkich wykorzystanych modeli uzyskaty dodatnig warto$¢ procentowej zmiany
w ramach zastosowanych modeli w latach 2014-2018. W drugiej grupie sklasyfiko-
wano podmioty, ktére mialy ujemny wynik wspomnianej zmiany w tym okresie.
Z kolei do trzeciej grupy przyporzadkowano przedsigbiorstwa, ktére uzyskaty zréz-
nicowane wyniki zmiany procentowej (ujemne lub dodatnie). W przypadku dwdch
spétek otrzymano ujemne wyniki w ramach przeprowadzonej analizy, co mogto
sygnalizowaé ryzyko zagrozenia upadtoScig w tym okresie.

Do drugiej grupy badaf mozna zaliczy¢ prace dotyczace wybranych branz prze-
mystu spozywczego. A. Sotoma i J. Plesiewicz (2011) przeprowadzili analize zagro-
Zenia upadioscig czterech przedsiebiorstw przemystu migsnego w latach 20062008
oraz w 2011 r. z wykorzystaniem pigciu metod wielowymiarowej analizy dyskry-
minacyjnej. Wyniki uzyskane z zastosowaniem poszczegdlnych modeli wskazuja
na niejednakowy kierunek (uzyskano rézne wartoSci w przypadku poszczegdlnych
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modeli analizy dyskryminacyjnej) i prawdopodobienstwo prognozowania upadtoSci
analizowanych spotek. Prowadzi to do konkluzji, zZe nalezy zachowa¢ ostrozno$¢
w interpretacji uzyskanych rezultatéw. Z kolei F. Wysocki i A. Kozera (2012)
dokonali oceny kondycji ekonomiczno-finansowej i zagrozenia upadtoScia przed-
sigbiorstw przemystu migsnego w latach 2006-2009 z wykorzystaniem trzech
modeli dyskryminacyjnych. W analizie uwzglgdniono facznie 14 podmiotéw,
z czego siedem ogtosito upadtosé, a kolejnych siedem kontynuowato dziatalnos$¢ we
wspomnianym okresie. Dowiedziono nieskutecznoSci zastosowanych metod analizy
dyskryminacyjnej w aspekcie wykorzystania ich do prognozowania upadtosci
przedsiebiorstw przemystu miesnego w Polsce. Autorzy przedstawili autorski
model dyskryminacyjny oparty na wskazniku zadluzenia ogétem i wskazniku
globalnego obrotu aktywami, ktéry cechuje ponad 90-procentowa skuteczno$¢.
A. Zielifiska-Chmielewska (2015) przeprowadzita z kolei oceng¢ sytuacji finan-
sowej pieciu najwiekszych przedsigbiorstw przemystu miesnego w Polsce w latach
2005-2011. W badaniu wykorzystano cztery wybrane modele analizy dyskrymi-
nacyjnej, na podstawie ktérych stwierdzono ogétem bardzo dobra sytuacje finan-
sowg badanych podmiotéw. W wynikach badan uwage zwracaja lata 2008 i 2009,
w ktérych dwa sposrdd analizowanych podmiotéw znalazty sie w trudnej sytuacji
finansowej i byly obcigzone ryzykiem upadfosci. Warto zauwazy¢, ze zastosowane
modele charakteryzowata zréznicowana wrazliwoS¢ na pogarszajaca si¢ sytuacje
badanych podmiotéw, a tym samym zagrozenie upadfoScig. W innych badaniach
M. Smiglak-Krajewska i M. Just (2013), stosujac siedem modeli wielowymiarowe;j
analizy dyskryminacyjnej, dokonaly oceny zagrozenia upadtoscia 10 wybranych
przedsigbiorstw przemystu paszowego. Wyniki badan wskazuja na pogorszenie si¢
sytuacji finansowej jednego z trzech duzych przedsigbiorstw w latach 2008-2011.
Z kolei w przypadku mniejszych przedsigbiorstw stwierdzono pogorszenie si¢ ich
sytuacji finansowej w latach 2007-2008. Sposréd wykorzystanych modeli szcze-
g6lna wrazliwo$¢ na pogarszajaca si¢ sytuacje przedsigbiorstw wykazaty dwa
modele, co zdeterminowalo niejednoznaczno$¢ wynikéw w ujeciu ogélnym. Wska-
zano takze na konieczno$¢ uzupeinienia badan oceny kondycji finansowej tych
spotek za pomoca innych metod, np. analizy finansowej. Z kolei E. Zdunek-Rosa
i A. Huterska (2018) dokonaty oceny i poréwnania sytuacji ekonomiczno-finansowe;j
trzech spétek cukierniczych z indeksu gietldowego WIG-spozywczy na podstawie
jednego modelu wielowymiarowej analizy dyskryminacyjnej oraz analizy logitowe;.
Wyniki pierwszej z nich zasygnalizowaty pogorszenie si¢ sytuacji finansowej jedne;j
ze spotek w 2016 r., jednak nie wskazaty na ryzyko upadiosci.
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3. Cel, metodyka i obszar badan

Celem artykutu byta ocena sytuacji finansowej wybranych przedsigbiorstw
nalezacych do indeksu WIG-spozywczy w latach 2019-2021 z punktu widzenia
zagrozenia upadtoScig. W artykule postawione zostaly hipotezy badawcze gloszace,
ze wybrane modele analizy dyskryminacyjnej sg skutecznym narzedziem do
oceny spofek nalezacych do indeksu WIG-spozywcezy z punktu widzenia zagro-
zenia upadtoScig oraz ze wielowymiarowa analiza dyskryminacyjna stanowi cenne
i komplementarne narzedzie wobec innych metod oceny zagrozenia upadtoscia
przedsigbiorstw.

Do badania wybrano 12 podmiotéw wchodzacych w sktad indeksu
WIG-spozywczy w latach 2019-2021: Ambra SA, Atlanta Poland SA, Gobarto SA,
Helio SA, Krynica Vitamin SA, Makarony Polskie SA, Zaktady Przemystu
Cukierniczego Otmuchéw SA, Pamapol SA, Pepees SA, Seko SA, Tarczyfiski SA
1 Wawel SA. Dobér podmiotéw byt uwarunkowany ich przynalezno$cia do indeksu
WIG-spozywczy w latach 2019-2021 we wszystkich kwartatach w analizowanym
okresie. Byto to podyktowane zmianami w skfadzie indeksu WIG-spozywczy co
kwartat (kwartalna rewizja portfela indeksu). Ograniczono si¢ ponadto do polskich
przedsiebiorstw wchodzacych w skiad analizowanego indeksu.

Do badaf wtasnych przedsigbiorstw nalezacych do indeksu WIG-spozywczy
zastosowano wybrane modele wielowymiarowej analizy dyskryminacyjnej. Kryte-
rium doboru modeli byta ich wysoka skuteczno$¢, jak réwniez popularnos¢ ich
zastosowania przez innych badaczy (tabela 2). Wedtug badan B. Dabrowskiego
i K. Boratyfiskiej (2011) skuteczno§¢ modelu D. Hadasik wynosi 95,08%, modelu
777 INE PAN 94,82%, modelu Z6 INE PAN 94,20%, a modelu poznafskiego 93,78%
(tabela 2). Ponadto przeprowadzone badania z wykorzystaniem modeli analizy
dyskryminacyjnej pozwolity na stworzenie rankingu analizowanych podmiotéw
w latach 2019-2021.

4. Wyniki badan i dyskusja

W tabeli 3 przedstawiono wartosci uzyskane z zastosowaniem modeli analizy
dyskryminacyjnej w procesie analizy poszczegdlnych podmiotéw w latach
2019-2021. W celu zobrazowania, czy dana spotka w ramach okreSlonego modelu
byta zagrozona upadtoScia, przyjeto nastepujace oznaczenia: kolor bialy — spétka
niezagrozona upadto$cig, kolor szary — spétka zagrozona upadtoscig. W giéwce
tabeli 3 podano skrécong nazwe modelu oraz rok badania.

Model D. Hadasik nie wskazat zadnej spotki, ktéra mogtaby by¢ zagrozona
upadfoscig w analizowanym okresie. Kondycja finansowa spoétek zostata zweryfiko-
wana pozytywnie, wszystkie spotki osiggnety wynik powyzej wartoSci granicznej.
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W przypadku zastosowania modelu Z6 INE PAN wykryto ryzyko upadtosci
jedynie w odniesieniu do jednej spotki — ZPC Otmuchéw SA (2019 r.). Spéika ta
osiggneta minimalny wynik ponizej wartoS§ci granicznej na poziomie —0,09. Podobna
sytuacja miata miejsce w przypadku zastosowania modelu Z7 INE PAN - spétka
ZPC Otmuchéw SA réwniez w 2019 r. osiggneta wynik ponizej wartoSci granicznej
na poziomie —0,07. Mimo to ZPC Otmuchéw SA w kolejnych latach w przypadku
wspomnianych modeli osiggat dobre wyniki, powyzej wartosci granicznej, co moze
Swiadczy¢ o poprawiajace;j si¢ kondycji finansowej analizowanej spotki.

Spétka ZPC Otmuchow SA zostata dostrzezona jako zagrozona upadtoscig
w przypadku zastosowania dwdoch modeli, tj. Z6 INE PAN 1 Z7 INE PAN, w 2019 r.
z powodu ujemnego wskaznika rentownosci operacyjnej aktywoéw (X1) na poziomie
—0,0912 oraz ujemnej ,,nadwyzki finansowej netto” (sktadowa wskaznika X3)
na poziomie —3545 tys. z1, co spowodowato osiggni¢cie ujemnego wskaznika
pokrycia zobowigzafi nadwyzka finansowa (jako jednego z grupy wskaznikow
ptynnosci finansowej) na poziomie —0,0429 we wspomnianym roku. Wskaznik
rentowno$ci operacyjnej aktywow (X1) byt na poziomie ujemnym ze wzgledu na
osiggnigcie przez spotke ZPC Otmuchow SA straty na dziatalnoSci operacyjnej
w 2019 r. na poziomie —16 502 tys z1. Z kolei wynik netto ksztattujacy sic w 2019 r.
na poziomie —17 788 tys. zt spowodowal otrzymanie ujemnego wyniku wskaznika
X3 w obu modelach (Z6 INE PAN i Z7 INE PAN). Pozostate podmioty, podobnie
jak w przypadku modelu D. Hadasik (tabela 3), osiggnety wyniki powyzej wartoSci
granicznej, co moze §wiadczy¢ o ich dobrej kondycji finansowe;.

Z kolei w przypadku zastosowania modelu wczesnego ostrzegania, tj. modelu
poznanskiego, zagrozenie upadtoScia zostato zasygnalizowane jedynie w odnie-
sieniu do przedsigbiorstwa Pamapol SA, ktére osiggngto wynik na poziomie
—0,09 w 2019 r. W kolejnych latach sytuacja sp6tki si¢ poprawifa i osiggneta ona
wynik na poziomie 0,44 w 2020 r. oraz 0,17 w 2021 r. W 2019 r. sp6tka Pamapol SA
zostata zidentyfikowana w przypadku modelu poznanskiego jako zagrozona upadio-
Scig, poniewaz osiggneta ujemne wartoSci rentowno$ci majatku — ROA (wskaznik
X1 =-0,0194). Byto to uwarunkowane w gtéwnej mierze osiggnigciem ujemnego
zysku netto na poziomie —6 834 tys. zt w 2019 r. W kolejnych latach spétka Pamapol
SA osiagala dodatni wynik netto (9344 tys. zt w 2020 r. i 12 463 tys. zt w 2021 r.),
co poprawito kondycje finansowg spétki. Warto zauwazy¢, ze model poznanski
wskazal na dobrg sytuacje finansowa spotki ZPC Otmuchéw SA.

Nalezy zwrécié uwage, ze obydwie spoiki, tj. ZPC Otmuchéw SA i Pamapol
SA, ktére osiggnety wyniki ponizej wartoSci granicznej w przypadku zastosowania
modeli Z6 INE PAN, Z7 INE PAN oraz modelu poznafskiego, caly czas byty
notowane na Gietdzie Papierow WartoSciowych w Warszawie w latach 2019-2021
i nie zostaly usuniete z indeksu WIG-spozywczy. W analizowanym przypadku
mozna zinterpretowac¢ osiagniete (ujemne) wyniki jako pogarszajacg si¢ sytuacje
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w badanym okresie wspomnianych dwdch spétek. Pozostate modele nie wykazaty
ztej sytuacji finansowej analizowanych podmiotéw.

Na podstawie otrzymanych wynikéw (tabela 3) przedstawiono ranking analizo-
wanych podmiotéw (tabela 4).

W przypadku zastosowania modelu D. Hadasik uwage zwracaja firmy Krynica
Vitamin SA oraz Pamapol SA, ktére w latach 2019-2021 uplasowaly si¢ na ostat-
nich miejscach, osiggajac wyniki najbardziej zblizone do warto$ci granicznej
(Krynica Vitamin SA — kolejno miejsce: 12, 11, 10; Pamapol SA — kolejno miejsce:
10, 12, 12). Podobna sytuacja wystgpowata w przypadku modelu Z6 INE PAN,
z tym ze sytuacja spétki Krynica Vitamin SA ulegta poprawie (mimo 10 miejsca
w 2019 r.), natomiast spétka Pamapol SA w latach 2020-2021 zajeta odpowiednio
12 oraz 11 miejsce. Najnizsze wyniki w ramach modelu Z6 INE PAN osiggneta
spétka ZPC Otmuchéw SA (kolejno miejsce: 12, 11, 9). Prawie identyczne wyniki
dla firmy ZPC Otmuchéw SA otrzymano w przypadku zastosowania modelu
777 INE PAN. Najgorzej oceniong spotka w ramach modelu Z7 INE PAN okazata
sie spotka Gobarto SA, ktéra w przypadku wszystkich wybranych modeli analizy
dyskryminacyjnej osiggala niskie wyniki (bliskie wartosci granicznej kazdego
modelu). Najgorzej oceniong sp6tka w ramach modelu poznanskiego ponownie
okazata si¢ spotka Pamapol SA, zajmujac ostatnie miejsce, osiagajac wyniki bardzo
bliskie wartoSci granicznej (odpowiednio w latach 2019-2021: —0,09; 0,44; 0,17).

Podmiotem, ktéry uzyskat najlepsze wyniki w przypadku zastosowania modelu
D. Hadasik, byta spétka Helio SA (pierwsze miejsce w catym analizowanym okresie).
Jezeli chodzi o model D. Hadasik, na uwage zastuguje réwniez spétka Ambra SA
(w latach 2019-2021 kolejno: 3, 2, 2 miejsce) oraz Wawel SA (kolejno: 4, 3, 3
miejsce), ktére uzyskiwaty najlepsze wyniki w analizowanym okresie. W przypadku
zastosowania pozostatych modeli bezkonkurencyjna okazata sie spétka Wawel SA,
ktéra osiggata bardzo wysokie wyniki, zajmujgc tym samym pierwsze miejsce.

Na uwage zastuguje rowniez spétka Pamapol SA, ktéra w 2019 r. w przypadku
zastosowania modelu Z7 INE PAN zajeta drugie miejsce z wynikiem 3,47, nato-
miast w nastepnych latach zajeta jedenaste miejsce (z wynikiem kolejno: 0,71; 0,48).
Moze to §wiadczy¢ o pogarszajacej si¢ sytuacji finansowej wspomnianego przedsie-
biorstwa na tle innych spétek biorgcych udziat w badaniu.

Przedsiebiorstwa ZPC Otmuchéw SA oraz Pamapol SA, ktére w ramach przepro-
wadzonych badan wiasnych osiggnety wartoSci ponizej wartoSci granicznej, stano-
wity przedmiot zainteresowania réwniez innych badaczy. M. Zielifiska-Sitkiewicz
(2016) z wykorzystaniem modelu Z7 INE PAN uzyskata dla sp6tki Pamapol SA
warto$¢ —0,556 (2008 r.) oraz —0,370 (2013 r.), co wynikato m.in. z ujemnej
rentownosci sprzedazy i majatku oraz straty netto we wspomnianych latach na
poziomie 40,40 mln zt oraz 1,88 mln zt. W tej samej pracy z zastosowaniem
modelu poznanskiego dla lat 2008-2014 wykazano dobrg kondycje finansowa
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sp6tki Pamapol SA oraz ZPC Otmuchéw SA (model Z7 INE PAN). Z kolei
A. Zielifiska-Chmielewska (2015), prowadzac badania nad zagrozeniem upadto-
Scig spétek przemystu migsnego w latach 2005-2011, wykorzystata pie¢ modeli
analizy dyskryminacyjnej. Model Z6 INE PAN oraz model poznanski wskazatly
na dobrg kondycje spétki Pamapol SA w catym analizowanym okresie. Z kolei
model Z7 INE PAN jedynie w 2008 r. wykazat problemy sp6tki. Nalezy podkre-
§li¢, ze szczegdlnie wrazliwe na pogarszajaca si¢ sytuacje¢ badanych podmiotéw
(zwlaszcza w przypadku spotki Pamapol SA), wskazujac tym samym na najwigksze
zagrozenie upadtoscig, byly modele D. Wierzby oraz D. Hadasik (Pamapol SA
w latach 2008 i 2009). W innych badaniach E. Zdunek-Rosa i A. Huterska (2018)
dokonaty analizy sp6tki ZPC Otmuchéw SA w latach 2012-2016 m.in. za pomocg
modelu D. Hadasik. Model ten, oparty na analizie dyskryminacyjnej, okazat si¢
w tym przypadku bardziej wrazliwy i wskazal na pogorszenie kondycji sp6tki
ZPC Otmuchoéw SA w 2016 r., nie sygnalizowat jednak zagrozenia bankructwem.
W calym analizowanym okresie spotka osiggata warto$ci powyzej wartosci
granicznej w ramach zastosowanego modelu. Z kolei E. Zdunek (2010), prowadzac
badania z wykorzystaniem modelu logitowego oraz liniowej funkcji dyskrymina-
cyjnej, analizowata w latach 2007-2009 m.in. sp6tke Pamapol SA, ktéra w tym
okresie byta zagrozona upadtoScia. Podobnie badania prowadzone przez K. Firleja,
A. Bargiet i M. Szymanskiego (2014), przeprowadzone za pomocg modeli:
777 INE PAN, poznafiskiego, D. Wierzby oraz Przemyst NBP, nie sygnalizowatly
zagrozenia upadioscig spétek ZPC Otmuchéw SA oraz Pamapol SA. Z kolei
Ch. Firlej (2022) analizowat spétki nalezace do indeksu WIG-spozywczy w latach
2014-2018, stosujac cztery modele analizy dyskryminacyjnej. Spétka Pamapol SA
w calym analizowanym okresie wykazywata dobra kondycje finansowq i uzyski-
wata wyniki powyzej wartoSci granicznej w przypadku wszystkich zastosowanych
modeli. Natomiast spétka ZPC Otmuchéw SA uzyskata jedynie w 2016 r. ujemny
wynik w ramach modeli Z6 INE PAN oraz Z7 INE PAN. Model D. Hadasik i model
poznanski wskazaly na dobrg kondycje sp6tki w analizowanym okresie.

Obie spo6tki wskazane przez modele jako potencjalnie zagrozone upadtoscia
w 2019 r., miaty problemy z kondycja finansowg, ktore byty zwigzane z wysta-
pieniem pandemii COVID-19. Sytuacja ta byta rowniez spowodowana specyfika
branzy, do ktérej naleza wskazane podmioty (ZPC Otmuchéw SA — stodycze,
Pamapol SA — dania gotowe).

5. Whnioski

Spotki nalezace w do indeksu WIG-spozywcezy w latach 2019-2021 znajdowaty
sie w bardzo dobrej sytuacji finansowej. Najgorsza sytuacja finansowa, co wigze
si¢ z pojawieniem si¢ zagrozenia upadtoScia, odznaczaty si¢ dwa podmioty:
ZPC Otmuchéw SA oraz Pamapol SA, ale jedynie w 2019 r. Trzy modele okazaty
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si¢ szczegdlnie wrazliwe na pogarszajaca si¢ sytuacje badanych spotek: Z6 INE PAN
i Z7 INE PAN (w przypadku ZPC Otmuchéw SA w 2019 r.) oraz model poznanski
(w przypadku Pamapol SA w 2019 r.). Liczba zmiennych w modelach analizy dyskry-
minacyjnej nie jest czynnikiem przesadzajacym o ich sprawnoSci predykcji. Dwa
sposrod zastosowanych modeli (Z6 INE PAN oraz Z7 INE PAN) daja bardzo zblizone
wyniki. W gtéwnej mierze jest to spowodowane duzym podobiefistwem w konstrukcji
tych modeli. Czwarty model analizy dyskryminacyjnej — model D. Hadasik,
nie wykazal zagrozenia upadioscig zadnej analizowanej spétki w badanym okresie.
Wyniki uzyskane za pomoca tego modelu wskazuja na dobra kondycje finansowg
analizowanych podmiotéw. Nalezy zwréci¢ uwage, ze modele dyskryminacyjne
wykorzystane w badaniu nie wykazaly istotnej wrazliwoSci w obszarze wykrywania
zagrozenia upadioScig analizowanych podmiotéw. Niemniej jednak czeSciowo
wskazatly na potencjalne problemy nielicznych podmiotéw. Ponadto modele dyskry-
minacyjne okazaly si¢ warto§ciowym i skutecznym narzedziem oceny zagrozenia
upadtoScig przedsigbiorstw nalezacych do indeksu WIG-spozywczy. Z uwagi jednak
na ich zréznicowana wrazliwo$¢ nalezy zastosowaé réwniez inne metody, do ktérych
mozna zaliczy¢ np. analize wskaznikowg w zakresie rentownosci, ptynnosci finan-
sowej, poziomu zadtuzenia czy zyskownoSci. Potwierdzona zostata zatem zapropo-
nowana hipoteza badawcza. Przedstawione w artykule badania odnoszg si¢ jedynie
do kwestii zagrozenia upadtoScig analizowanych podmiotéw i nie wyczerpuja badan
dotyczacych wskazanego obszaru naukowego. Pozwala to na kontynuowanie oraz
rozszerzenie badan w tym zakresie z wykorzystaniem bardziej szczegétowych metod.
Badanie ograniczono do polskich spéfek nalezacych do indeksu WIG-spozywczy
w latach 2019-2021 oraz czterech wybranych metod wielowymiarowej analizy
dyskryminacyjnej. Wsrdd inspirujacych kierunkéw kolejnych badafi mozna wskazaé
oceng zagrozenia upadtoScia ww. przedsiebiorstw za pomoca innych metod, jak
réwniez w szerszym horyzoncie czasowym. Interesujace mogtyby by¢ takze badania
dotyczace wybranych podmiotéw z branz przemystu spozywczego.

Finansowanie badan

Badania naukowe, ktérych wyniki przedstawiono w artykule, zostaty sfinansowane przez
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rencyjnej — WAK-2023".
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ABSTRACT

Objective: To assess how the method of collecting non-interest loan costs (NILC) impacts the
Annual Percentage Rate of Charge (APRC), and to analyse how the specific structure of its
formula impacts the APRC level depending on the method used to collect the NILC.

Research Design & Methods: Inductive reasoning and discussion of the effects of using
selected combinations of NILC collection method for the APRC value in the case of loans repaid
in installments. A case study is presented.

Findings: Postponing NILC payment reduces the APRC, as a result of which a loan with a higher
NILC amount (but spread over time) may have a lower APRC than one with lower costs, but be
payable at the time of loan disbursement. The method of settling the commission is important
for the APRC level — whether it reduces the amount of the loan disbursed (yielding a higher
APRC, because the costs are related to a lower amount of debt) or increases the debt. So it may
turn out that while two offers seem the same, one may differ in how it settles NILC, despite the
lower APRC, and prove more expensive (it will have a higher NILC amount, in other words).
Similarly, loans with identical costs in PLN may have different APRC levels. A small change
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in the commission level may cause strong and varied changes in the APRC level — more or less
than proportional to the change in the commission amount (depending on the length of the loan
period), and be stronger or weaker (depending on the scale of NILC change).
Implications/Recommendations: The APRC does not allow debtors to make loan decisions
correctly. This measure can only be used to compare the cost of loans granted on identical terms,
i.e. for the same period of time, with the same frequency and with the same method of repayment
of principal and interest installments and with the same method of collecting and settling NILC.
In any other case, decisions made on the basis of the APRC may be wrong.

Contribution: The issue of APRC remains unexplored both in Poland and the EU, suggesting
the research is innovative.

Article type: original article.

Keywords: loan, non-interest loan costs, cost of debt, APRC, interest on interest, simple interest,
compound interest.

JEL Classification: C65, G21, G32, K22, K25.

1. Wprowadzenie

Rozumienie specyfiki dziatania formuty RRSO pozwala instytucjom kredytu-
jacym Swiadomie ksztattowaé poziom RRSO w celu poprawy ich pozycji konku-
rencyjnej w nietatwych warunkach panujacych obecnie na rynku kredytowym
i skusié klientéw nizszym wskaznikiem (Redo i Prewysz-Kwinto, 2023c). Wiedza
ta moze by¢ wykorzystana przez nie w procesie optymalizacji nie tylko struktury
pobieranych pozaodsetkowych kosztow kredytu (PKK), ale w ogdle struktury
produktowej. Swiadomo$é powyzszego bytaby przydatna takze, a moze przede
wszystkim, dla konsumentéw — potrafiliby broni¢ si¢ przed manipulacjami lepiej
wyedukowanego Swiata finanséw. Pomogtaby ona kredytobiorcom zrozumie¢, ze
inny sposob poboru PKK, tj. inne ich roztozenie w czasie oraz inny sposéb rozli-
czania, zmienia warto$¢ RRSO, a inny poziom PKK skutkuje nieproporcjonalnymi
i zréznicowanymi zmianami w wysokoSci RRSO, jak réwniez, co szczegdlnie
wazne, ze nizsza RRSO nie musi wcale oznaczaé¢ mniejszych PKK, czyli tanszego
kredytu. Powinni oni wiedzie¢, ze sam wskaznik RRSO nie moze przesadzaé
o wyborze produktu kredytowego. Dlatego tak wazna jest edukacja finansowa
spofeczenstw od najmtodszych lat, a przynajmniej prowadzenie kampanii eduka-
cyjnej w zakresie powszechnie nierozumianego wskaznika RRSO ze strony
podmiotéw panstwowych, ktérych obowigzkiem jest m.in. dbanie o bezpieczefistwo
finansowe obywateli i konsumentéw oraz jego wzmacnianie. Zwlaszcza ze brakuje
naukowych opracowan oceniajacych poprawno$¢ formuty RRSO stosowanej w UE
juz od 1990 r. — wyjatkiem sa analizy wykonane na zlecenie Komisji Europejskiej
(European Commission, 2009, 2013, 2015).
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Celem artykutu jest analiza i ocena wptywu sposobu poboru PKK na poziom
RRSO oraz analiza skutkéw zastosowania specyficznej konstrukcji jej formuty,
wptywajacych na poziom RRSO w zaleznoSci od sposobu poboru PKK.

2. Pozaodsetkowe koszty kredytu

Zgodnie z ustawg o kredycie konsumenckim pozaodsetkowe koszty kredytu to
wszystkie koszty, ktére konsument ponosi w zwiazku z umowa o kredyt konsu-
mencki, z wytaczeniem odsetek (art. 5 pkt 6a Ustawy z dnia 12 maja 2011 r.
o kredycie konsumenckim, tekst ujednolicony na podstawie tekstu jedn. Dz.U. 2022
poz. 246, 2339, dalej: uokk). W ustawie zaliczono do nich optaty, prowizje, marze,
podatki oraz koszty ustug dodatkowych, niezbednych do uzyskania takiego kredytu
(art. 5 pkt 6 uokk). Regulacje prawne nie precyzujg jednak, czym prowizja rézni
sie od oplaty czy ewentualnych innych kosztow. Dlatego pojecia te sg w praktyce
stosowane zamiennie i patrzac na oferty instytucji kredytujacych, trudno dokonac
rozgraniczenia mi¢dzy nimi — zaréwno pod wzgledem liczby ptatnoSci (jednora-
zowa albo cykliczna, np. comiesigczna), jak i sposobu ich naliczania. Prowizje to
zazwyczaj platnosci jednorazowe pobierane z géry w momencie wykonania jakiej$
czynno$ci na rzecz kredytobiorcy, podczas gdy optaty miewaja charakter ptatnosci
jednorazowych i cyklicznych, jednak nie jest to regutg. Nierzadko ta sama ptatno$¢
w jednej instytucji okreslana jest mianem prowizji, a w innej — oplaty. Do najcze-
Sciej spotykanych prowizji i optat pobieranych w procesie kredytowania mozna
zaliczyC te pobierane za (Szymanski, 2022):

— udzielenie kredytu,

— rozpatrzenie wniosku kredytowego,

— uruchomienie kredytu,

— p6Zniejszg obstuge kredytu,

— zmian¢ warunkow kredytowania, np. za wydtuzenie okresu kredytowania,

— wezesniejsza splate kredytu,

— podwyzszenie kwoty otrzymanego kredytu,

— udzielenie karencji,

— przewalutowanie kredytu,

— zmiane parametréw kredytu,

— sporzadzenie aneksu do umowy,

—rézne czynnoS$ci zwigzane z obstugg kredytéw odnawialnych, np. przedtuzenie
umowy kredytowej oraz zwigkszenie limitu kredytowego,

— czynnoSci upominawcze,

— czynnoSci windykacyjne.

Stuszny wydaje si¢ poglad, ze optata to ekwiwalent kosztéw poniesionych
przez bank w zwigzku z pojedyncza czynnoScig sktadajaca si¢ na cata ustuge
kredytowa (Krzyzkiewicz, 2001, s. 329-330). Czesto jest to czynno$¢ dodatkowa,
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tj. taka, z ktorej nie wszyscy korzystaja (np. oplata za wczes$niejsza splatg kredytu)
albo ktdra jest nowa czynnoScia, dotychczas nieoferowang przez instytucje. Stad
sa one wyodrebnione i osobno wycenione. Prowizja z kolei wydaje si¢ ujmowac
gtéwnie ,,czysty zarobek™ instytucji na udzielanym kredycie. Sktada si¢ jednak na
nig réwniez proporcjonalny ekwiwalent wszystkich pozostatych kosztéw funkcjo-
nowania instytucji kredytujacej — poza tymi osobno wycenionymi (Dobosiewicz,
2011, s. 210 -212).

3. Maksymalne pozaodsetkowe koszty kredytu

W celu ograniczenia nieuczciwych praktyk kredytodawcéw wprowadzone
zostaty tzw. przepisy antylichwiarskie, majgce zapobiegaé pozyczaniu pieniedzy
zbyt drogo. W polskim prawie obowiazujg obecnie dwa kluczowe rozwigzania
w tym zakresie:

1) maksymalny limit nominalnego oprocentowania kredytéw' okreslony
w Kodeksie cywilnym (wynoszacy dwukrotno$¢ odsetek ustawowych, wyznacza-
nych jako suma obowigzujacej stopy referencyjnej NBP plus 3,5 punktu procento-
wego; art. 359, § 2 oraz § 2! Kodeksu cywilnego),

2) maksymalny limit pozaodsetkowych kosztéw kredytu zawarty w ustawie
o kredycie konsumenckim (art. 36a uokk).

Nalezy podkreslié, ze od 18 grudnia 2022 r. obowigzuja w Polsce nowe obnizone
limity kosztow pozaodsetkowych, wprowadzone przepisami ustawy w celu prze-
ciwdziatania lichwie (art. 7 ust. 4 Ustawy z dnia 6 pazdziernika 2022 r. o zmianie
ustaw w celu przeciwdziatania lichwie, Dz.U. 2022 poz. 2339 — dalej: ustawa anty-
lichwiarska). Maksymalny limit pozaodsetkowych kosztow kredytu wynosi obecnie
45% (art. 36a ust. 2 uokk) catkowitej kwoty kredytu. Taki poziom limitu PKK
dotyczy jednak kredytéw udzielanych na okres diuzszy niz 3,5 roku. W przypadku
krétszych kredytéw (pozyczek) maksymalny limit jest nizszy i zalezy od dtugoSci
okresu kredytowania, a jego poziom wyznacza si¢ za pomocg jednej z dwoch relacji
okreslonych w uokk (art. 36a ust. 1 uokk):

1) dla kredytéw (pozyczek) udzielanych na okres 30 dni lub dtuzszy:

MPKK = (K 10%)+ (K -7 10%),
2) dla kredytéw udzielanych na okres ponizej 30 dni:
MPKK =K 5%,

! Odsetki ustawowe wynoszg obecnie w Polsce 13,5% rocznie (stopa referencyjna NBP to
6,75%), czyli maksymalne nominalne oprocentowanie kredytéw i pozyczek wynosi obecnie 17%
w skali roku (marzec 2023).
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gdzie:
MPKK — maksymalne pozaodsetkowe koszty kredytu i pozyczki,
K — catkowita kwota kredytu,
n — okres sptaty kredytu wyrazony w dniach,
R —liczba dni w roku.

Nalezy takze dodaé, ze powyzszy limit pozaodsetkowych kosztéw kredytu
dotyczy tylko kredytéow konsumenckich — tj. kredytow i pozyczek — do wysokosci
255,55 tys. z1, udzielonych w postaci tzw. kredytu konsumenckiego w rozumieniu
ustawy o kredycie konsumenckim (art. 3 ust. 2 oraz ust. 1 uokk). Limit ten nie
dotyczy pozyczek udzielonych — przez firmy pozyczkowe, SKOK-i czy banki —
w formie umowy pozyczki (a nie kredytu konsumenckiego), ktora reguluja przepisy
Kodeksu cywilnego (a nie uokk). Jednak w przypadku umowy pozyczki regulo-
wanej Kodeksem cywilnym — ale tylko w odniesieniu do 0s6b fizycznych — od
18 grudnia 2022 r. obowiazuja podobne rozwigzania. Wprowadzono je we wspo-
mnianej ustawie majacej przeciwdziata¢ lichwie, uchwalonej w listopadzie 2022 r.
Zdefiniowata ona w Kodeksie cywilnym pojecie pozaodsetkowych kosztéw pozy-
czek dla os6b fizycznych (na wzoér obowigzujacych od lat regulacji w uokk) oraz
wprowadzifa réwniez ich gérny limit (art. 1 ustawy antylichwiarskiej 2022) zalezny
od okresu trwania pozyczki. Limit ten jest jednak inny od tego dotyczacego kredytu
konsumenckiego i wyznacza si¢ go wedtug nastepujacego wzoru (art. 7202 § 1 ko):

MPK =(K - 75-20%),

gdzie:

MPK — maksymalna wysokoS$¢ kosztéw pozaodsetkowych,

K — catkowita kwota pozyczki wydana do dyspozycji pozyczkobiorcy (nieobej-
mujaca finansowanych z niej kosztéw),

n — okres sptaty w dniach,

R — liczba dni w roku.

Dodatkowo ustanowiono, ze pozaodsetkowe koszty pozyczki w catym okresie
splaty nie moga by¢ wyzsze niz 25% kwoty pozyczki wydanej pozyczkobiorcy
(tj. nieobejmujacej finansowanych z niej kosztow; art. 720% § 2-3 ko).

Nalezy jednak podkresli¢, ze mimo doprecyzowywania i zaostrzania przepisow
majacych chroni¢ obywateli przed lichwa system ochrony cywilnoprawnej nadal
nie jest w Polsce petny z uwagi na ograniczenia podmiotowe i przedmiotowe wyni-
kajace z ustawy o kredycie konsumenckim (por. art. 3 ust. 1-1a, art. 4 ust. 1-2) czy
Kodeksu cywilnego (por. art. 7202 § 1 kc). Nalezy zatem zgodzi¢ si¢ z postulatem
de lege ferenda dalszego rozszerzenia regulacji ochronnych na wszelkiego rodzaju
stosunki cywilnoprawne — konsumenckie i pozakonsumenckie (Czech, 2018, s. 400).
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4. Sposoby ustalania prowizji i optat

Zaréwno prowizje, jak i oplaty mogg by¢ zalezne od wysokoS$ci kredytu
(tj. naliczane jako odsetek jego kwoty, np. prowizja za udzielenie kredytu = 2%
jego wartosci) albo mogg mie¢ charakter stalej kwotowo zryczattowanej ptatnoSci
(niezaleznej od wysokoSci zobowigzania, np. comiesi¢czna optata administracyjna
za obstuge kredytu = 20 z1).

Nalezy jednak zauwazyé, ze ptatnoSci nie zawsze sg pobierane w podanej
w reklamie wielkoSci, tzn. mogg one obowigzywac tylko w przypadku okreslonych
warunkow kredytu, np. dla kredytéw ponizej 5 tys. z1, i zmieniaja si¢ skokowo
(niekoniecznie proporcjonalnie czy o taka sama wielko$¢, wyrazong kwotowo lub
procentowo). Przyktadowo prowizja za udzielenie rocznej pozyczki na kwote do
5 tys. zt wynosi 500 zt, na kwote wyzsza, ale do 10 tys. zt — 800 zt, a powyzej 10 tys.
zt — 1000 zt. Réwniez ptatnosci ustalane jako odsetek pozyczanej kwoty moga byé
pobierane w réznej wysokosci, np. dla kredytéw do 5 tys. zt prowizja wynosi 2%
kwoty kredytu, dla kredytéw na kwotg miedzy 5 a 10 tys. zt — 1% kwoty kredytu,
a dla kredytéw powyzej 10 tys. zt — 0,8% kwoty kredytu (przy jednoczesnych ogra-
niczeniach kwoty kredytowania od 1 tys. zt do 25 tys. z1). W takich przypadkach
niezwykle trudno — nawet bardzo wprawnej w kalkulacjach osobie — poréwnaé
koszt kredytu pomiedzy instytucjami, poniewaz przedstawiony w reklamach przy-
ktad reprezentatywny wyznaczony jest dla r6znych kwot kredytu, a w efekcie dla
odmiennie definiowanych kosztéw pozaodsetkowych.

Ponadto poziom pozaodsetkowych kosztéw kredytu moze by¢ odmienny dla
réznych klientéw i moze by¢ uzalezniony od indywidualnego ryzyka udzielenia
kredytu albo innych czynnikéw. Koszty te obnizg np. bardzo dobra historia kredy-
towa, wyzsze dochody czy wigkszy wklad wlasny, tj. wyZzsza zdolno$¢ kredytowa,
albo zakup dodatkowych produktéw, takich jak np. konta bankowego, karty kredy-
towej czy ubezpieczenia na zycie, na ktérych kredytodawca z nawigzka zrekompen-
suje sobie nizsze PKK tego kredytu.

5. Koszty kredytu ptatne jednorazowo z gory a koszty ptacone
cyklicznie lub w pézniejszych okresach

Prowizja za udzielenie kredytu jest pobierana z gory i jest ona zazwyczaj
najwyzszym kosztem pozaodsetkowym. Stanowi ona wzglednie duzy cigzar dla
kredytobiorcy, zwlaszcza w przypadku pozyczek na mniejsze kwoty, zacigganych
zwykle przez mniej zamozne osoby. Z tego wzgledu instytucje kredytujace stosuja
w praktyce jedno z dwoch dogodnych rozwigzafi:

1) albo prowizja ta pomniejsza kwot¢ wyptacang kredytobiorcy (por. wariant 1
w tabeli 1),
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2) albo o wysoko$¢ prowizji zwigkszane jest zobowigzanie wobec instytucji
kredytujacej (por. wariant 2 w tabeli 1).

W pierwszym przypadku dtug kredytobiorcy jest réwny kwocie kredytu, ale do
dyspozycji otrzymuje on mniej Srodkéw, niz wynika to z kwoty kredytu. W drugim
przypadku kredytobiorcy wyptacana jest wyzsza kwota — doktadnie w wysokoSci
zacigganego kredytu, ale taczny dtug wobec banku jest wyzszy o kwote prowizji.
To od tej wyzszej kwoty dtugu naliczane bedg w kolejnych okresach odsetki i to ta
kwota rozktadana jest na raty. W efekcie i odsetki, i raty kapitatowe beda w drugim
przypadku wyzsze niz w pierwszym. Mimo to — co ciekawe i szczegdlnie wazne —
RRSO bedzie nizsza w drugim przypadku.

Wszystkie inne koszty pozaodsetkowe pobierane jednorazowo z géry na potrzeby
kalkulacji kosztu kredytu i RRSO sumuje si¢ z wyzej wymieniong prowizja i stosuje
analogicznie jedno z dwéch wskazanych podejsé.

Z kolei cyklicznie pobierane koszty pozaodsetkowe doliczane sg odpowiednio do
comiesigcznych (lub w przypadku chwiléwek — do cotygodniowych) rat kapitatowo-
-odsetkowych. Moga to by¢ koszty w statej miesigcznej wysokoSci (np. oplata za
obstuge kredytu lub prowizja za prowadzenie rachunku; por. wariant I1I w tabeli 2
vs pozostate warianty), ale moga one by¢ tez uzaleznione od wysokoSci pozostatej
do sptaty kwoty zadluzenia (tj. malejace z miesigca na miesigc, np. ubezpieczenie
kredytu) albo moga by¢ pobierane jednorazowo w momencie skorzystania z dodat-
kowej czynnoSci dotyczacej danego kredytu (np. opfata za wydtuzenie okresu splaty
kredytu). Wymienione cyklicznie pobierane koszty pozaodsetkowe w odpowiedni
sposob powigksza wszystkie lub wybrane raty kredytu.

Jak wykazali P. Prewysz-Kwinto i M. Redo (2023), specyficzna konstrukcja
formuty RRSO - wadliwa zdaniem autoréw pracy (Redo i Prewysz-Kwinto, 2022a)
— sprawia, ze poziom RRSO jest tym nizszy, im pdZniej nastapi sptata kredytu
(mimo ze kredytobiorca zaptaci wyzsza kwote odsetek, bo pdZniej sptaci dtug).
Wskaznik RRSO sugeruje wigc zawsze kredytobiorcy odsunigcie sptaty kredytu
w czasie — pokazujac nizszg warto§¢ RRSO — mimo Ze spowoduje to wzrost pono-
szonych kosztow obstugi zadluzenia. Analogicznie odsuniecie w czasie zaptaty
kosztéw pozaodsetkowych skutkowac bedzie obnizeniem poziomu wskaznika
RRSO. Zatem najmniejsze roziozenie w czasie kosztéw pozaodstekowych — zamiast
ich jednorazowej zaptaty z géry — powoduje spadek wskaznika RRSO. Oznacza to,
ze kredyt o wyzszych kosztach pozaodsetkowych (ale roztozonych w czasie) moze
miec¢ nizsza RRSO niz ten o nizszych kosztach, ale patnych w chwili uruchomienia
kredytu (por. tabela 1).

W efekcie pozyczka o kosztach pozaodsetkowych w wariancie B2 jest wedtug
miernika RRSO korzystniejsza niz w wariancie Al, mimo ze koszty pozaodset-
kowe sg 0 200 zt wyzsze (tj. o 1/5; por. tabela 1), tylko dlatego ze wariant 1 zaktada
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jednorazowg zaptate catoSci tych kosztéw z géry w chwili uruchomienia pozyczki,
a wariant drugi ich stopniowe roztozenie na 12 comiesigcznych ptatnosci.

Oczywiste jest, ze dla kogos, kto pilnie potrzebuje Srodkéw finansowych,
zaptata z goéry tak wysokich kosztéw pozaodsetkowych jest duzym cigzarem,
przez co niejedna osoba wybierze wariant 2 (zaptaty tych kosztéw w comiesigcz-
nych 12 ratach). Jednak z punktu widzenia oceny poziomu kosztéw obu tych
pozyczek nie mozna twierdzi¢ (a na to wtadnie wskazuje nizszy poziom RRSO),
ze pozyczka w wariancie B2 (o kosztach pozaodsetkowych wynoszacych 1200 zt)
jest tansza od pozyczki w wariancie Al (o kosztach pozaodsetkowych réwnych
1000 zt), skoro jej koszt jest o 200 zt wyzszy. Tak jednak sugeruje wskaznik
RRSO, wskazujac ze RRSO pozyczki w wariancie B2 (o wyzszych o 200 zt kosz-
tach pozaodsetkowych) jest nizsza (53,55%), a RRSO pozyczki o nizszych kosz-
tach w wariancie Al jest wyzsza (56,11%) — zob. tabela 1. Dla formalnoSci nalezy
dodad, ze koszty odsetek we wszystkich wariantach przedstawionych w tabeli 1 sg
takie same (292,5 z1).

Tabela 1. Poziom RRSO pozyczki na 6 tys. zt oprocentowanej 9% rocznie sptacanej w 12 male-
jacych comiesiecznych ratach w zaleznoSci od sposobu poboru kosztéw pozaodsetkowych
(warianty 1 i 2) oraz ich wysoko§ci (warianty A i B)

Koszty pozaodsetkowe
1000 zt 1200 zt
Warianty A B

1 | wszystkie koszty pozaodsetkowe platne jednorazowo z gory 56,11% 69,55%
(pomniejszaja wyptacang kwote pozyczki)

2 | wszystkie koszty pozaodsetkowe platne w 12 jednakowych ratach 45,52% 53,55%
doliczanych do comiesigcznych rat (wariant A = 83,33 zt, wariant B =
=100 zt miesigcznie)

Zrédto: obliczenia wiasne.

Jak juz wspomniano, jest to skutkiem specyficznej konstrukcji matematycznej
formuty RRSO, opartej na btednym zatozeniu, ze kredyt dla kredytobiorcy to
inwestycja, w konsekwencji ktérego zastosowano btedne metody kalkulacji
kosztu kredytobiorcy. Kredytobiorca i kredytodawca to dwie rézne strony procesu
kredytowania i dla kazdej z nich konieczne jest zastosowanie odmiennych metod
kalkulacji w przypadku rzadzacych si¢ zupetnie innymi prawami wielkoSci finan-
sowych, tj. kosztu kredytobiorcy i korzysci kredytodawcy (Prewysz-Kwinto i Redo,
2023).
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6. Roztozenie w czasie i sposdb rozliczania PKK
a poziom RRSO

Powyzszy przyktad pokazuje, ze pobieranie kosztéw pozaodsetkowych w sposob
cykliczny, a dzigki temu w mniejszych kwotach, rozktada ich cigzar w czasie, a wigc
odracza ich optacanie, a w efekcie zastosowania specyficznej konstrukcji formuty
RRSO - powoduje obnizenie poziomu wskaznika RRSO. Z kolei pozaodsetkowe
koszty kredytu pobierane w tej samej wysokosci, ale jednorazowo z géry w sposéb
skumulowany w chwili zaciggania dtugu, beda skutkowa¢ wyzszym poziomem
wskaznika RRSO kredytéw o identycznych pozostatych parametrach, réznigcych
sie jedynie roztozeniem w czasie pobieranych kosztéw pozaodsetkowych. RRSO
bedzie wige tym nizsza, im poZniej bedg optacane PKK i odwrotnie.

W ponizszym przyktadzie zilustrowano to za pomoca kilku mozliwych
rozwigzan w zakresie sposobu poboru PKK (zob. tabela 2). Jego pierwsze dwa
warianty odzwierciedlaja dwa popularne rozwigzania poboru prowizji za
uruchomienie kredytu w jednorazowej ptatnoSci z géry: poprzez pomniejszenie
0 nig wyptacanej kwoty pozyczki (wariant I; rozwigzanie stosowane zazwyczaj
w przypadku kredytow na wyzsze kwoty) oraz poprzez powigkszenie o nig kwoty
zadtuzenia (wariant II; rozwigzanie powszechne w przypadku chwiléwek). Wariant
IIT odzwierciedla sposéb poboru zryczattowanych cyklicznych optat (np. comie-
sigcznej optaty administracyjnej za obstuge kredytu) poprzez proporcjonalne
roztozenie PKK na comiesig¢czne ptatnoSci doliczane do kazdej raty. Ostatnie dwa
warianty (dla lepszego zobrazowania analizowanego problemu) zaktadaja hipote-
tyczne odroczenie poboru PKK na sam koniec splaty kredytu: poprzez powiek-
szenie o nie ostatniej raty kredytu (wariant IV) oraz poprzez ich pobdr w catosci
w dodatkowej ptatnosci miesigc po zaplacie ostatniej raty (wariant V). Ich analiza
pozwoli prze§ledzi¢ zmiany w poziomie RRSO w zaleznosci od réznego rozto-
zenia w czasie pobieranych PKK (przy zatozeniu stato$ci wszystkich innych
parametrow).

Zgodnie z wezeSniejszymi wyjaSnieniami, ze zastosowana w regulacjach praw-
nych formuta RRSO skutkuje obnizaniem wskaZnika RRSO wraz z opéZnianiem
zaptaty PKK, dwa pierwsze warianty poboru PKK z géry daja najwyzsza RRSO,
a dwa ostatnie warianty poboru PKK z dotu — najnizszg (kolumny 3—7 w tabeli 2).
Zalezno$¢ ta jest aktualna bez wzgledu na czas trwania pozyczki, ale réznice
w poziomie RRSO pomiedzy przyjetymi wariantami poboru PKK sg najwigksze
w przypadku krétszych terminéw — por. kolumny 9, 11, 13, 15, w ktérych wyzna-
czono odpowiednio, o ile procent RRSO w wariancie I jest wyzsza niz w pozosta-
tych wariantach).
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Przyktadowo RRSO pozyczki zaciggnigtej na 6 miesigcy z PKK ptatnymi
w catoSci z géry poprzez pomniejszenie wyptacanej kwoty pozyczki wynosi
62,52% (wariant I), podczas gdy w przypadku proporcjonalnego roztozenia PKK
1 doliczenia ich do comiesigcznych rat wyniostaby 54,32% (wariant III). Gdyby
PKK zostaly pobrane z dotu w postaci dodatkowej ptatnoSci miesigc po ostatniej
racie, to RRSO wyniostaby 48,48% (wariant V, tabela 2). Inny sposéb poboru tej
samej kwoty PKK skutkuje r6znym poziomem RRSO pozyczki, a réznice sg tym
wieksze, im krotszy czas trwania pozyczki — zob. rys. 1.

350 35
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250 +— ’s N
[
200 N
% A % 20 -
n A
150 b4 *+ N,
A A 15 PO |
100 3 x R4
& 2 a
R 10
2 . W |
50 O : "
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1 2 3 6 9 12 12 18 24 30 36 48 60 120 360
Liczba miesigcy trwania pozyczki Liczba miesigcy trwania pozyczki
A Wariant I = WariantII « Wariant [II & Wariant IV a Wariant V

Rys. 1. Poziom RRSO dla analizowanej pozyczki w zaleznosci od sposobu poboru statej prowizji =
= 1000 zt (warianty I-V) oraz liczby miesigcy trwania pozyczki (do 12 miesigcy — lewy wykres,
powyzej 12 miesiecy — prawy wykres)

Zrédto: opracowanie wlasne.

Nalezy wigec podkresli¢, ze RRSO takiej samej pozyczki z taka samg wysoko-
Scig PKK, lecz pobieranych w innych momentach czasu, moze mie¢ nawet o prawie
1/4 wyzsza warto§¢, jesli koszty te pobierane sg z gory, niz gdyby byly pobierane
sukcesywnie w comiesiecznych ratach, oraz o prawie polowe wyzszg wartoS¢ niz
gdyby koszty te pobrano z dotu? — por. réznice w poziomie RRSO dla pozyczki

2 To hipotetyczne zatozenie ma ukazaé, jak bardzo zmienia si¢ poziom RRSO w zalezno$ci od
momentu poboru PKK. W praktyce odzwierciedla ono sytuacje wydtuzania okresu sptaty kredytu
— jak pokazano w kolejnych wierszach w tabeli 2, wydtuzanie okresu sptaty obniza RRSO w kaz-
dym z analizowanych wariantéw (takze w przypadku wariantéw I-III o powszechnie stosowanych
rozwigzaniach w zakresie sposobu poboru PKK — kolumny 3-5).
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zaciggnietej na 1 miesige (lewy wykres na rys. 1): prawie 341,6% (wariant I) wobec
236,6% (wariant V).

Wynika to ze specyficznej konstrukcji formuty obliczania RRSO (opartej na tzw.
stopie efektywnej uwzgledniajacej proces kapitalizacji) oraz z tego, ze RRSO jest
zawsze przeliczana na stopg roczng — bez wzgledu na dtugos$¢ faktycznego okresu
kredytowania (Prewysz-Kwinto i Redo, 2022). W konsekwencji w przypadku
kredytéw krétkoterminowych (do roku) PKK sg naliczane wielokrotnie i sa wiele
razy kapitalizowane, co skutkuje szczegdlnie silnym zawyzeniem poziomu RRSO
kredytow krotkoterminowych — tym silniejszym, im krétszy okres kredytowania
(np. w przypadku miesiecznej pozyczki jej RRSO ujmuje 12 co miesigc kapitalizo-
wanych prowizji, mimo ze klient zaptaci tylko jedng prowizje). Z kolei w przypadku
kredytéw dtugoterminowych (powyzej roku) RRSO uwzglednia tylko czg§¢ PKK
— tym mniejsza cze$¢, im diuzszy czas splacania dlugu (np. w przypadku kredytu
30-letniego w RRSO ujeta jest tylko 1/30 faktycznie zaptaconej prowizji). Dlatego
RRSO w analizowanych przyktadach jest tak wysoka w pierwszych pigciu wier-
szach w tabeli 2 (gdzie pokazano RRSO pozyczek udzielonych na okres krétszy
niz jeden rok) i nieporéwnywalnie nizsza w dolnej potowie tabeli (gdzie ukazano
RRSO dtugoterminowych kredytéw). Jak juz wskazano, znieksztatcenia kosztu
kredytu w RRSO wystepuja bez wzgledu na sposéb poboru PKK, jednak stopiefi
tego znieksztatcenia rézni si¢ w zaleznoSci od wariantu, tj. od roztozenia w czasie
poboru PKK i od sposobu rozliczania.

Odsunigcie w czasie cho¢ o jeden miesigc poboru PKK pozwala na redukcje
wskaznika RRSO. Zatem roztozenie PKK na raty i ich sukcesywny pobdr co
miesigc wraz ze splatg kolejnych rat jeszcze bardziej obnizy poziom RRSO. Najsil-
niej z kolei zmniejszy wskaznik RRSO odroczenie poboru PKK na sam koniec
okresu kredytowania — poprzez doliczenie PKK do ostatniej raty kapitatowo-
-odsetkowej albo nawet ich pobér w dodatkowym miesigcu (wydtuzajacym okres
kredytowania o jeden miesigc). Te hipotetyczne warianty w praktyce traktowaé
nalezy jako wydtuzenie okresu kredytowania (np. o miesigc czy dwa — adekwatnie
do poziomu PKK). Pozwala to obnizy¢ wskaznik RRSO, moze to réwniez przy-
ciggnac klientéw lub przekona¢ wahajacego si¢ kredytobiorce, a wigc zwigkszy¢
sprzedaz i zyski.

Nalezy zauwazy¢, ze RRSO w wariancie 1 jest znacznie wyzsza niz w II (mimo
ze oba zaktadajg pobor prowizji z géry w jednakowej kwocie 1000 zt), nawet
0 10-22% w przypadku krétkoterminowych kredytéw — por. kolumna 9 w tabeli 2.
Jest to skutkiem tego, Ze w wariancie II zadtuzenie jest o 1000 zt wigksze (czyli
kredytobiorca otrzyma ,,do reki” o 1000 zt wigksza kwote). Ze wzgledéw marke-
tingowych nie ma wigc sensu oferowanie kredytow z prowizja (pobierang z gory),
o ktora pomniejsza si¢ wyplacang kwote kredytu (wariant I), gdyZ mimo poboru
takiej samej kwoty prowizji w tym samym momencie (W chwili uruchomienia
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kredytu) — jak miatoby to miejsce w przypadku wariantu II (gdzie prowizja
powigksza dtug) — RRSO bedzie wyzsza, co odstraszy klientéw. Dla banku korzyst-
niej jest zatem oferowac produkty z PKK rozliczanymi w wariancie II — bedg wabié
klienta zauwazalnie nizsza RRSO (mimo Ze zaptaci on z géry takg samg prowizje).
Co wigcej, mozna podnie§¢ prowizje w wariancie 11, a wecigz uzyska¢ RRSO
nizsza niz w wariancie I, co pozwala kreowaé oferte kredytowa o nizszej RRSO
niz konkurencja, ale o wyzszych kwotach PKK w ztotych — pozornie identyczng,
lecz r6znigcg si¢ sposobem rozliczania PKK i w efekcie drozsza® (tj. o wyzszych
kosztach w ztotych), ale o nizszej RRSO.

Pobierajac od analizowanej pozyczki (tabela 2) nawet o 100 zt (0 10%) wyzsza
prowizje, w przypadku wariantu II nadal mozna uzyskac nizszag RRSO niz w przy-
padku wariantu I z nizszg prowizja (1000 zt), por. kolumna 3 i 4 w tabeli 3.

Tabela 3. Poziom RRSO pozyczki z tabeli 2 przy prowizji = 1000 zt (w wariancie I)
oraz przy prowizji = 1100 zt (w wariancie II bis)

Prowizja 1000 zt Prowizja 1100 zt
Czas trwania Liczba wariant I wariant II bis
pozyczki miesigcznych rat | PKK z géry pomniejszaja | PKK z géry powiekszaja
wyptacang kwote zadluzenie
1 2 3 4

1 miesigc 1 341,58 328,67

2 miesigce 2 17793 172 41

3 miesigce 3 120,00 116,68

6 miesigcy 6 62,52 61,10

9 miesigcy 9 43,88 42,98

1 rok 12 34,72 34,07

1,5 roku 18 25,69 25,27

2 lata 24 21,23 20,92

2,5 roku 30 18,57 18,32

3 lata 36 16,81 16,60

4 lata 48 14,62 14,46

5 lat 60 13,31 13,18

10 lat 120 10,72 10,65

30 lat 360 9,05 9,02

Zrédto: obliczenia wiasne.

3 Kredytobiorcy wydajg si¢ kalkulowaé koszt kredytu inaczej, niz ma to miejsce w przypadku
wskaznika RRSO - skupiaja si¢ oni na facznej kwocie kosztéw kredytu w ztotych i preferuja ich
bardziej réwnomierne roztozenie w czasie (por. wyniki badan ankietowych przeprowadzonych
przez autoréw prac: Redo i Prewysz-Kwinto, 2022b oraz Redo i Prewysz-Kwinto, 2023a).
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Analiza RRSO kolejnych wariantéw przedstawionych w tabeli 2 pozwala stwier-
dzi¢, ze wariant II z prowizjg pobierang jednorazowo z géry daje tylko minimalnie
wyzsze RRSO niz wariant III z PKK proporcjonalnie roztozonymi na comiesigczne
optaty. Nic wigc dziwnego, ze bankom ,,nie opfaca si¢”’ oferowaé roztozenia PKK
proporcjonalnie na raty (wariant III), poniewaz RRSO takiego kredytu bytaby
praktycznie niezauwazalnie nizsza niz w przypadku wariantu II, gdzie bank uzyska
petna prowizje z géry w chwili uruchomienia kredytu i moze od razu dalej obracaé
tymi Srodkami. To konstrukcja RRSO przyczynia si¢ do utrwalenia praktyki kumu-
lowania pobierania wysokich kosztéw pozaodsetkowych w chwili uruchomienia
kredytu, wzmagajac obcigzenie kredytobiorcy. Sugeruje ona bowiem, ze kredyto-
biorcy powinno by¢ obojetne, czy zapfaci catg prowizje z géry w chwili urucho-
mienia kredytu (wariant II), czy zostanie ona roztozona i proporcjonalnie doliczona
do comiesiecznych rat kredytu (wariant III) — RRSO w przypadku obu wariantéw
jest bardzo zblizona (por. kolumny 4 i 5 w tabeli 2), mimo ze w wariancie 11
kredytobiorca musi z géry zaptaci¢ 1000 zt prowizji, a w wariancie 111 bytaby ona
porcjami doliczana do kolejnych rat kredytu.

Hipotetyczny wariant V pokazuje, ze rozlozenie sptaty pozyczanej kwoty
na okres o jeden miesigc dtuzszy niz planowano, obniza RRSO, por. kolumng 7
z pozostalymi wariantami przedstawionymi w kolumnach 3-6 tabeli 2, zwtaszcza
z oméwionym wyzej wariantem II (kolumna 4). Ttumaczy to, dlaczego banki
zachecaja do nieznacznego wydtuzenia sptaty kredytu. Wydtuzenie okresu sptaty
o miesigc czy dwa, zwlaszcza w przypadku krétkoterminowych kredytow, zauwa-
zalnie obniza poziom RRSO, co moze by¢ wykorzystywane przez banki przeciwko
kredytobiorcom. Kredytobiorcom moze si¢ bowiem wydawac, ze kupuja tanszy
produkt kredytowy (poniewaz RRSO jest nizsza niz u konkurencji), chociaz
w rzeczywistoSci kupuja produkt, ktory jest tak samo drogi, a by¢ moze nawet
drozszy, tyle ze jego sptata bedzie roztozona na okres o jeden miesigc dtuzszy
— zauwazmy, jak znaczgco spada poziom RRSO w kolejnych wierszach tabeli 2
(w przypadku kazdego wariantu), zwtaszcza w przypadku kredytéw krétkotermi-
nowych (tj. do 12 miesigcy).

7. Nieznaczna modyfikacja warunkéw kredytu a poziom RRSO

PowyzZsza analiza przeprowadzona zostata dla pozyczki w statej kwocie 12 tys. zt,
w przypadku ktérej PKK wynosity zawsze 1000 zt, a mimo to RRSO réznity si¢
znaczaco — i co wazne, byly nieproporcjonalne — w zaleznosci od dtugosci okresu
sptaty oraz sposobu poboru PKK. Ocena kosztu kredytu na podstawie wskaznika
RRSO bytaby jeszcze bardziej skomplikowana, gdyby kredytobiorca chciat wzigé
pozyczke na inng kwote, inny okres czasu lub o innym sposobie splaty niz te, ktére
zostaty uwzglednione w warunkach zawartych w reklamie (z podang tam RRSO).
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Po analizie silnej zmiennoSci RRSO w przyktadzie przedstawionym w tabeli 2
fatwo domysli€ sig, ze dokonanie oceny, czy koszt kredytu dopasowanego do indy-
widualnych potrzeb jest taki sam jak kredytu z reklamy, jest dla kredytobiorcy
praktycznie niemozliwe. Weryfikacja ta wymaga wysokich umiejgtno$ci dokonania
samodzielnych kalkulacji w celu sprawdzenia, czy warunki podane w reklamie —
w poréwnaniu z tymi nieznacznie zmodyfikowanymi — sg nadal atrakcyjne i, co
wiecej, korzystniejsze niz u konkurencji. Zalezy to w gtéwnej mierze od tego, czy
PKK majg charakter staty czy zmienny (tj. zalezny od kwoty dtugu). Bez watpienia
w przypadku PKK naliczanych proporcjonalnie do kwoty pozyczki (gdy prowizja
stanowi np. 10% pozyczanej kwoty) fatwiej dokonaé samodzielnych przeliczen, by
moéc poréwnaé ze sobg konkurencyjne oferty. Sytuacja staje si¢ jednak znacznie
bardziej ztozona, gdy PKK maja charakter ptatnoSci statych. Zastosowanie takiej
samej kwoty PKK w przypadku pozyczek na inne kwoty niz ta z reklamy spowoduje
wzrost wzglednego kosztu pozyczek na nizsze kwoty i spadek wzglednego kosztu
pozyczek na wigksze kwoty. Przy zalozeniu statych kwotowo PKK obiektywna
ocena, czy wzigcie pozyczki w danej instytucji na kwot¢ inna niz t¢ z reklamy na
pewno jest optacalne, nie jest fatwa, nawet dla osoby bardziej wprawionej w kalku-
lacjach. Problem komplikuje dodatkowo to, Ze, jak wskazano na wstepie, PKK moga
nie mie¢ statej wysokoSci. Moga bowiem rosna¢ wraz ze wzrostem kwoty pozyczki,
ale nieliniowo, lecz skokowo, np. po przekroczeniu kolejnych progéw kwotowych
pozyczki (przyktadowo prowizja ro$nie o kilkaset ztotych po przekroczeniu kolej-
nych arbitralnie ustalonych progéw kwotowych pozyczki). Nieznacznie wyzsza
kwota pozyczki ponad taki prég bedzie skutkowa¢ znacznym wzrostem wzglednego
kosztu pozyczki (i poziomu RRSO). Nie tylko z powodu wyzszej prowizji, ale —
zwlaszcza w przypadku chwiléwek — réwniez z powodu wyzszych odsetek wyni-
kajacych z koniecznoSci zaciggniecia dtugu na wyzsza kwote (z ktérej odliczane
sa pobierane z géry PKK; Redo i Prewysz-Kwinto, 2023b). Taka sama sytuacja ma
miejsce, gdy prowizja jest ustalana proporcjonalnie do kwoty pozyczki, ale jednak
z pewnymi ograniczeniami — najczeSciej w postaci minimalnej kwoty prowizji
(np. prowizja stanowi 10% pozyczanej kwoty, ale nie mniej niz 500 z1).

W takim przypadku weryfikacja poprawnosci wyliczenia wskaznika RRSO
wyznaczonego dla innej kwoty pozyczki oraz innego okresu jej trwania, a nastgpnie
Jjego wilaSciwa interpretacja i Swiadome dokonanie wyboru najkorzystniejszej oferty
kredytowe;j staja si¢ dla przecigtnego cztowieka niemozliwe. Jak ukazano bowiem
w przeprowadzonej analizie, nizsza RRSO wcale nie musi oznacza¢ tafiszej pozyczki
(zob. tabela 4), w ktdrej pokazano, ze bez wzgledu na dtugos$¢ okresu kredytowania
w wariancie II analizowanej pozyczki, mimo wyzszego kosztu w ztotych (kolumna
5 vs 3), RRSO jest nizsza niz w wariancie I (kolumna 4 vs 2). Co wigcej, we wszyst-
kich wariantach poza II faczny koszt w zlotych jest identyczny, a mimo to RRSO
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jest zréznicowana. Przyktadowo dwumiesigczna pozyczka w wariantach sptaty I,
I, IV 1 V wiaze si¢ z jednakowymi tacznymi kosztami w wysokoSci 1081 zt, ale
RRSO kazdego z tych wariantéw jest inna: 177,9% (wariant 1), 149,4% (I1I), 142,1%
(IV)1130,2% (V) — zob. tabela 4.

Nalezy zatem zwrdci¢ uwage na zasygnalizowana wczeSniej zréznicowang skalg
znieksztatcen kosztu kredytu przez wskaznik RRSO w zaleznoSci od sposobu
poboru kosztéw pozaodsetkowych. W tabeli 5 przedstawiono, jak zmienitby si¢
poziom RRSO analizowanej pozyczki, gdyby okazalo si¢, ze przy zadanej kwocie
pozyczki (9000 zi) prowizja jest wyzsza niz w reklamie (przyktad w reklamie
dotyczyt pozyczki na nizszg kwote) — odpowiednio o 10%, 20%, 30%, 40% 1 50%
(kolumny 6-10 w tabeli 5). Majac na uwadze przejrzysto$¢ wynikéw, przedsta-
wiona kalkulacja ukazuje tylko wariant I poboru prowizji, w ktérym pobierana
z gbry prowizja pomniejsza wyptacang kwote pozyczki. Wnioski dla pozostatych
wariantéw sg analogiczne.

Tabela 4. Poréwnanie poziomu RRSO w wariantach I-V (w %) i ich facznego faktycznego
kosztu (w zt, prowizja plus odsetki za okres kredytowania)

Wariant I Wariant 11 Wariant 111 Wariant IV Wariant V

Liczba fakty- fakty- fakty- fakty- fakty-
RRSO | czny | RRSO | czny | RRSO | czny | RRSO | czny | RRSO | czny

w % koszt w % koszt w % koszt w % koszt w % koszt
w zt w zt w zt w zt w zt

1 2 3 4 5 6 7 8 9 10 11

1 341,6 1054 | 2804 1060 2717 1054 2711 1054 | 236,6 1054
2 1779 | 1081 | 151,3 | 1090 | 1494 | 1081 | 142,1 | 1081 | 1302 | 1081
3 1200 | 1108 | 103,8 | 1120 | 1023 | 1108 | 956 | 1108 | 90,1 | 1108
6

9

rat

62,5 1189 55,5 1210 543 1189 499 1189 48,5 1189
439 1270 394 1300 384 1270 351 1270 34,5 1270
12 34,7 1351 31,5 1390 30,5 1351 27.8 1351 275 1351
18 25,7 1513 23,6 1570 22,6 1513 20,7 1513 20,5 1513
24 21,2 1675 19,7 1750 18,8 1675 17,1 1675 17,0 1675
30 18,6 1837 173 1930 16,4 1837 15,0 1837 14,9 1837
36 16,8 1999 15,8 2110 14,9 1999 13,6 1999 13,5 1999
48 14,6 2323 13,8 2470 13,0 2323 11,8 2323 11,8 2323
60 13,3 2647 12,7 2830 11,8 2647 10,8 2647 10,8 2647
120 10,7 4267 104 4630 9,5 4267 8.8 4267 8,8 4267
360 9,1 10 747 8.9 11830 | 8,0 10747 | 76 10 747 7.6 10 747

Zrédto: obliczenia wiasne.
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Trzeba podkredli¢, ze coraz wyzszym kwotom tacznego kosztu pozyczki
(kolumna 3) w kolejnych wierszach tabeli 5 towarzyszy coraz nizsza RRSO
(kolumna 2). Im dtuzszy okres kredytowania (w kolejnych wierszach), tym wyzszy
koszt pozyczki w ztotych z uwagi na wyzsze odsetki (kwota prowizji jest stata =
= 1000 zt). Mimo to RRSO jest coraz nizsza, poniewaz jest ona zawsze przeliczana
na wskaznik w ujgciu rocznym — bez wzgledu na to, czy okres kredytowania to jeden
miesigc czy 30 lat. Warto jednak podkreslié, ze faktyczny taczny koszt w ztotych
(w analizowanym przyktadzie sg to odsetki plus prowizja; kolumna 3) stanowi
znacznie mniejszy odsetek pozyczanej kwoty, niz sugeruje RRSO — por. kolumna
4. W przypadku 1-miesi¢cznej pozyczki taczny koszt wynosi 1054 zt, czyli 13,2%
pozyczanej kwoty (8000 zh)* — por. kolumny 2-5 w tabeli 5 w wierszu 1 dla
1-miesi¢cznej pozyczki.

Z punktu widzenia przeprowadzonej analizy wplywu sposobu poboru prowizji
na poziom RRSO kluczowe okazuja si¢ wyniki zaprezentowane w kolumnach
11-15 (tabela 5), ukazujgce, ze RRSO zmienia si¢ bardziej niz proporcjonalnie
w poréwnaniu ze zmiang prowizji w przypadku kredytéw krétkoterminowych
(oraz tym bardziej, im krétszy jest okres kredytowania), a mniej niz proporcjo-
nalnie w przypadku kredytéw dtugoterminowych (i tym stabiej, im dtuzszy okres
kredytowania). Co wigecej, zmiana RRSO jest tym silniejsza, im wigksza jest
zmiana w poziomie prowizji. I tak, przyktadowo RRSO 3-miesi¢cznej pozyczki
z prowizja 1000 zt wynosi 120,0%° (kolumna 2, wiersz 3 w tabeli 5), a z prowizja
0 10% wyzsza (1100 zt) wynosi 137,7% (kolumna 6), czyli jest o 14,8% wyzsza
(kolumna 11). Wzrost prowizji o 20% (do kwoty 1200 zt) powoduje wzrost RRSO
tej pozyczki do poziomu 157,1% (kolumna 7), czyli o0 30,9%. Analogicznie silniejsze
zwigkszanie prowizji (0 30%, 40% i 50% do poziomu, odpowiednio, 1300 z1,
1400 zt i 1500 zt) powoduje coraz silniejszy wzrost wskaznika RRSO — odpo-
wiednio o 48,7% (kolumna 13), 0 68,3% (kolumna 14) i 0 89,9% (kolumna 15).
Wzrost poziomu wskaznika RRSO jest tym silniejszy, im krétszy jest okres kredy-
towania i im wyzszy wzrost prowizji wzgledem pierwotnego poziomu. Powyzsze
wyniki potwierdzaja, ze niewielka zmiana w poziomie prowizji moze powodowaé
bardzo zréznicowane zmiany w poziomie RRSO — zar6wno bardziej, jak i mniej niz
proporcjonalne w poréwnaniu ze zmiang kwoty prowizji, a takze zmiany silniejsze
i stabsze. RRSO nie pozwala wigc na trafng ocen¢ i poprawne poréwnywanie kosztu
produktéw kredytowych, gdy réznig si¢ one cho¢ najdrobniejszym parametrem —
poziomem prowizji, dtugoscia okresu kredytowania, sposobem poboru PKK (rozto-

4 W przypadku prowizji 1000 zt klientowi wyptacona zostanie kwota 8000 zt (to tzw. kwota
netto pozyczki).

5 Mimo ze jej taczny faktyczny koszt wynosi 1108 zt (prowizja i odsetki), co stanowi 13,9%
kwoty netto pozyczki (8000 zt) oraz co po jego przeliczeniu na rok daje roczny koszt réwny 55.4%
pozyczonej netto kwoty.
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zeniem ich w czasie) czy sposobem ich rozliczania (poprzez zwigkszenie o PKK
kwoty dtugu badz obnizenie o nie wyptacanej kwoty kredytu).

8. Whioski

Specyficzna konstrukcja formuty RRSO umozliwia podmiotom kredytujgcym
Swiadome ksztattowanie poziomu wskaznika RRSO dla osiggniecia wtasnych
korzysci poprzez przyciagganie kredytobiorcow jego nizsza wartoScig. Konsumenci
powinni by¢ tego Swiadomi, aby méc broni¢ si¢ przed manipulacjami Swiata
finansow.

Przeprowadzona analiza ukazuje po pierwsze, ze odsunigcie w czasie zaplaty
kosztéw pozaodsetkowych skutkuje obnizeniem poziomu RRSO. Najmniejsze wigc
roztozenie w czasie kosztéw pozaodstekowych — zamiast ich jednorazowej zaptaty
z géry — powoduje spadek wskaznika RRSO. Oznacza to, ze kredyt o wyzszych
kosztach pozaodsetkowych (ale roztozonych w czasie) moze mie¢ nizsze RRSO niz
ten o nizszych kosztach, ale ptatnych w chwili uruchomienia kredytu. Po drugie,
jesli chodzi o poziom RRSO, znaczenie ma takze sposéb rozliczania prowizji,
tzn. czy o jej warto§¢ pomniejszana jest kwota wyptacanego kredytu, czy powigk-
szana jest kwota dtugu. W pierwszym przypadku RRSO jest wyzsza (poniewaz
koszty odnoszone sa do nizszej kwoty zadtuzenia). Poréwnujac oferty, nalezy
zatem zwrdci¢ uwage na sposob rozliczania prowizji. Moze si¢ bowiem okazac,
ze pozornie identyczna oferta, ale réznigca si¢ sposobem rozliczania PKK, mimo
nizszej RRSO bedzie drozsza niz u konkurencji (tj. warto§¢ PKK w ztotych bedzie
wigksza). Analogicznie, produkty kredytowe moga mie¢ identyczny faczny koszt
w ztotych, a mimo to zr6znicowane RRSO.

Po trzecie, niewielka zmiana w poziomie prowizji moze powodowaé bardzo
zréznicowane zmiany w poziomie RRSO — zaréwno bardziej, jak i mniej niz
proporcjonalne w poréwnaniu ze zmiang kwoty prowizji (zaleznie od dtugosci
okresu kredytowania), a takze silniejsze lub stabsze (zaleznie od skali zmiany PKK).

Wyniki przeprowadzonej analizy dowodzg stusznoSci tezy postawionej w pracy
(Prewysz-Kwinto i Redo, 2023), ze RRSO nie pozwala na podejmowanie prawi-
dtowych decyzji kredytowych przez dtuznikéw. WartoS$¢ tego miernika mozna
wykorzysta¢ tylko i wytacznie do poréwnywania kosztéw kredytéw udzielanych
na dokfadnie identycznych warunkach, tj. na ten sam okres czasu, z ta samg czgsto-
tliwoScig i identycznym sposobem splaty rat kapitatowo-odsetkowych oraz z takim
samym sposobem poboru i rozliczania kosztéw pozaodsetkowych. W kazdym
innym przypadku decyzja podejmowana na podstawie warto§ci RRSO moze by¢
btedna (Prewysz-Kwinto i Redo, 2022).

Powyzsze wnioski s3 szczegdlnie wazne dla potencjalnych kredytobiorcow,
ktérzy nie wiedzg (a powinni wiedzie¢), ze poziom wskaznika RRSO nie moze
przesadzaé o wyborze produktu kredytowego, gdyz nizsza RRSO wcale nie musi



156 Magdalena Redo

oznacza¢ mniejszych PKK oraz ze inne rozozenie PKK w czasie oraz inny sposob
ich rozliczania zmienia warto§¢ RRSO, a inny poziom PKK powoduje niepropor-
cjonalne i zr6znicowane zmiany w wysokoSci RRSO. Powinni oni takze wiedziec,
ze Swiadomo$¢ powyzszego pozwala instytucjom kredytujacym na konstruowanie
produktéw kredytowych o wyzszych kosztach, ale nizszych RRSO. Przedsta-
wione wyniki badan powinny zatem zainteresowac rowniez ustawodawce, ktérego
obowigzkiem jest chroni¢ obywatela, oraz naukowcéw, ktérych konstruktywna
krytyka powinna przyczyni¢ si¢ do poprawy obowiazujgcych rozwigzan.
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