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Foreword

Dear Colleagues,

You are holding in your hands the proceedings of the international conference Work and Organizational Psy-
chology subtitled Innovation: Research and Application, which took place online on 13—14 May 2021. Despite
the original intention of following the tradition of the conference being hosted by one of the organising insti-
tutions, this time in Olomouc, objective circumstances necessitated the online format. Although WOP con-
ferences have been traditionally connected to the atmosphere of the particular venue and although the year
2021 was already the second year in which the online format was necessary, the conference still maintained
its friendly spirit and its role as an information and discussion platform, successfully following up on previous
years of WOP conferences. In 2021, the conference reached its twentieth year of existence. This fact is reflected
in the first contribution of the proceedings, reviewing the development of the conference and its organising
institutions. The contribution is authored by a long-term participant of WOP conferences and a prominent
personality in psychology, Prof. PhDr. Josef Vyrost, DrSc. Although he has now assumed the position of more
of an observer, we owe him a great deal of thanks for his efforts, enthusiasm, and the amiability with which
he has supported the conference and all of its organisers. We believe that even observing WOP conferences

thriving will bring him joy.

The programme of the twentieth WOP conference comprised 45 contributions or posters delivered by authors
from 9 countries to an audience of 112 participants. It involved invited speakers with standard contributions,
workshops, and round tables, as well as authors and author collectives both from the practical sector and aca-
demia. The conference focused specifically on leadership, attachment in the work environment, driver behavi-
our, the psychological aspect in the work of emergency services, and job satisfaction, as well as topical issues in
areas such as migration and diversity. Another area of focus was innovative utilisation of modern technologies
in research and practice in the fields of work psychology, organizational psychology, and traffic psychology

such as eye tracking, thermal imaging and behavioural analysis.

The already mentioned introductory contribution by Professor Vyrost is followed by two dozen of the scholarly
texts that were presented at the conference and subsequently passed the review procedure. We would like to
thank our colleagues from Charles University, Palacky University Olomouc, Tomas Bata University in Zlin,
Masaryk University, Comenius University Bratislava, Constantine the Philosopher University in Nitra, Pavol
Jozef Safarik University in KoSice, and the Slovak Academy of Sciences for their help and cooperation in the
review procedure. We believe that the presented contributions will prove useful and inspiring in your practi-
cal work or academic research. We also hope that the proceedings will promote the coming years of the WOP
conferences as well as development within the Central-European scholarly community in work psychology,

organizational psychology and traffic psychology.

Martin Seitl, Lucie Viktorova, and Petra HypSova

Editors, UP FF Department of Psychology



Slovo ivodem

Vazené kolegyné, vazeni kolegové,

pred Vami se nachazi sbornik prispévki z mezinarodni konference Psychologie prace a organizace s podtitu-
lem Inovace: vyzkum a aplikace, které se uskutecnila online ve dnech 13. - 14. 5. 2021. PfestoZe puvodni plan
byl uskutecnit setkani tradi¢né v sidle jedné z potadajicich instituci, tentokrate v Olomouci, objektivni okol-
nosti vyustily v online format. I presto, Ze konference PPaO byly vzdy spojeny s duchem mista svého konani
a rok 2021 musel byt jiz druhym rokem konanym online, probéhlo setkani v obvyklém propojeni informacni,
diskusni a pratelské role, a zaradilo se tak svou osobitosti mezi predchézejici roéniky konferenci PPaO. Spolu s
konferenci konanou v roce 2021 bylo téchto setkani jiz 20. V kontextu jubilejniho ro¢niku vznikl také ptispévek
zatazeny hned na zacatek sborniku a rekapitulujici vyvoj konferenci i potadajicich instituci. Jeho autorem je
dlouholety nestor konferenci PPaO a soucasné vyznamné osobnost psychologie jako takové, prof. PhDr. Josef
Vyrost, DrSc. PrestoZe nyni sleduje déni kolem konferenci PPaO jiz z odstupu, radi bychom mu vyjadrili podé-
kovani za jeho sili, entusiasmus a piratelského ducha, se kterymi podporoval konference i nas ostatni pii jejich

organizaci. Vérime, ze i z odstupu mu konference PPaO d€laji a budou délat radost.

Program 20. ro¢niku konference pfinesl celkem 45 sdéleni nebo posterii od autort z 9 zemi, které si vyslechlo
112 Gcastnikd. Do programu se zapojili zvani prednésejici se standardnimi pfispévky, workshopy a kulatymi
stoly, stejné jako autofi a kolektivy autort jak z praxe, tak akademické pady. Mezi jinymi byla vénovéna po-
zornost témattim leadershipu, vztahové vazby v pracovnim prostiedi, chovani fidi¢t, psychickym souvislostem
prace zachrannych slozek nebo pracovni spokojenosti a aktuélnim témattim oboru jako je migrace a diverzita.
Pozornost byla rovnéz vénovana inovativnimu vyuziti modernich technologii ve vyzkumu a praxi psychologie

prace, organizace a dopravy, naptiklad eyetrackingu, termoviznimu snimani a behavioralni analyze.

Vedle jiz zminéného tvodniho prispévku prof. Vyrosta obsahuje sbornik dalSich 20 odbornych textt, které
byly pfedstaveny na konferenci a nisledné tispésné prosly recenznim fizenim. Dékujeme kolegtim z Univerzity
Karlovy, Univerzity Palackého v Olomouci, Univerzity Tomase Bati ve Zlin€, Masarykovy univerzity, Komen-
ského univerzity v Bratislavé, Univerzity Konstantina Filozofa v Nitfe, Univerzity P. J. Safarika v Kosicich a ze
Slovenské akademie véd za pomoc a spolupraci v recenznim fizeni. Vétime, zZe publikované prispévky shledate
uzite¢nymi a inspirujicimi pro Vasi praxi ¢i akademicky vyzkum. Soucasné doufame, Ze i tento sbornik podpoii
dalsi roéniky konferenci PPaO stejné jako vyvoj odborné komunity psychologie prace, organizace a dopravy ve

stifedoevropském regionu.

Martin Seitl, Lucie Viktorova a Petra HypSova
Editofi sborniku, Katedra psychologie FF UP v Olomouci
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PUBLICATION OF THE JUBILEE 20TH PROCEEDINGS
FROM THE CONFERENCE PSYCHOLOGY OF WORK AND
ORGANIZATION

VYDANIE JUBILEJNEHO 20. ZBORNIKA PRISPEVKOV
Z KONFERENCIE PSYCHOLOGIA PRACE A ORGANIZACIE

Josef Vyrost

Abstract: The paper maps the history of the conference ,Work and Organizational Psychology®, from the
social context and the basis of its origin to the current twentieth year. It provides an overview of gradually
emerging topics, important people and institutions involved in the organisation of individual conferences
over the years, as well as the development of interest on the part of active participants. It finally provides a
summary of basic information about all available conference proceedings and expresses thanks to all those

who help keep the conference running.

Keywords: social transformation, conference of psychology, work and organizational psychology, science

and practice

Abstrakt: Prispevok mapuje historiu konferencie Psycholdégia prace a organizacie od spolocenského kon-
textu a vychodisk jej vzniku az po aktudlny 20. roc¢nik. Podava prehlad o postupne sa vyndrajicich témach,
vyznamnych osobdch a institiiciach zapojenych v priebehu rokov do organizacie jednotlivych ro¢nikov a tiez
0 vYvoji zdujmu zo strany aktivnych ucastnikov. V zavere prindsa zhrnutie zakladnych informacii o vsetkych
dostupnyjch konferencnich zbornikoch a predovsetkym podakovanie vSetkym, ktori pomdhaji konferenciu
udrziavat' v behu.

KUliucéové slova: spolocdenska transformacia, konferencia psycholégie, psycholégia prace a organizacie,
veda a prax
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Historia konferencie na Slovensku

Zasadné spolocenské zmeny, procesy transformacie prakticky vSetkych oblasti politického, ekonomického
a socialneho zivota, odstartované v 9o-tych rokoch minulého storocia v krajinach strednej a vychodnej Eurdpy,
vyznamne ovplyvnili aj postavenie a spdsob fungovania psycholégie prace v byvalom Ceskoslovensku, neskdr
v CR i SR. Ekonomiku krajiny (na rozdiel napr. od Juhoslavie, Madarska ¢i Pol'ska) §tyri desafro¢ia charak-
terizoval stav skoro 100% Statneho vlastnictva, ¢o bol zrejme jeden z vyznamnych argumentov rozhodnutia
v prospech urychlenej transformaécie (tzv. Sokovej terapie — V. Klaus), ktorej vyjadrenim sa stala Prva vlna

privatizacie (1991 — 1998)*.

V odbornych kruhoch ceskych i slovenskych ekonémov pri hodnoteni Prvej viny privatizacie (pravdepodobne
okrem jej samotnych autorov) prevlada ambivalentny postoj, na jednej strane vyjadrujtci pozitivne hodno-
tenie jej principov a potreby, na druhej strane negativne hodnotenie konkrétnej podoby jej realizacie: ,,... je
vnimana velmi negativne ako ‘Kradez storocia‘. Negativnych javov spojenych s touto privatizaciou bolo netre-
kom — rychle kolapsy sprivatizovanych podnikov, neuhradené zavazky privatizérov (pripadne uhradené na
tkor financujucich bank, ¢o viedlo na prelome tisicro¢i az ku kolapsu bank), vytlacenie drobnych investorov,

vvvvv

pri privatiza¢nych procesoch® (Vlachynsky, 2020, 8).

Jednym z neZelanych dosledkov tychto zasadnych zmien vlastnickych pomerov najma velkych Statnych pod-
nikov sa stala postupna likvidacia pracovisk psychologie prace, ktoré boli v naro¢nych podmienkach dlho-
dobo budované v predchadzajicom obdobi (Kovac, 2001). Sticasne vsak transformacia ekonomiky vytvarala
prilezitosti pre prevzatie a postupné praktické uplatnenie pokrodilych nastrojov a know how, efektivne vyu-
Zivaného psycholégiou prace vo vyspelych ekonomikach. Rozporuplnost situécie, v ktorej sa odborna obec
v obdobi 90-tych rokov nachadzala i atmosféru tej doby vystizne v svojich prispevkoch v prvych dvoch zbor-
nikoch z konferencie PPaO charakterizovali viaceri kolegovia (napr. Koziak; Glos; Bure$ a Handiak; Kubalak;

Lacuskovéa; Kondas).

Silnejtce hlasy z praxe i akademického prostredia, vyjadrujice potrebu orientovat sa v turbulentne sa menia-
cich podmienkach, podelif sa o skiisenosti a ziskat aktualne informéacie napokon vyustili v zdAmere pokusit sa
znovu-vytvorit forum pre pravidelné stretnutia. Ako ticelné rieSenie sa pontikala moznost nadviazat na v mi-
nulosti osvedéeny format odbornych, ,vedecko-praktickych® konferencii, ktory v 8o-tych rokoch pod nazvom
Dni vymeny skisenosti psychologov z hospodarskej praxe pod gesciou Domu techniky CSVTS v Bratislave

organizovala kolegyna N. Snopkova (posledné 10. stretnutie sa uskutocnilo v r. 1990).

1 Hlavnymiformami realizdcie Prvej vlny sa stali: a) Mala privatizacia (1991-1993), zamerana na prevadzky a malé
podniky s odhadnutou cenou v priemere 1,5 mil. Kés — do sttkromnych rik tak preslo 24 359 jednotiek v hodnote vyse 33
miliard K¢s; b) Kuponova privatizacia (1991-1995), zamerand na velké statne podniky, bola pévodne planovana na
viacero vin, v CSFR sa uskuto¢nila iba prvd vina (1992), v CR aj druhd (1994), v SR bola druhd vina zrusend a nahradend
tzv. dlhopisovou privatizdciou (1995). Do prvej vlny kupénovej privatizacie bolo v CR vyélenenijch 988 podnikov
v hodnote 206 miliard Kés a v SR 503 podnikov v hodnote 111 milidrd Ké&s; ¢) Standardné formy privatizacie,
ktoré sa realizovali formou aukcii, priamych predajov a restiticii majetku pévodnym vlastnikom, mali predstavovat
doplnkovti formu (v SR bol do r. 1995 takto privatizovany majetok v hodnote 33 miliard Sk).
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Prvé stretnutie, ktoré organizacéne zabezpe¢ili kolegyne/ovia z VSZ (Vzdel4vacie a poradenské centrum), SAV
(Spoloc¢enskovedny tstav) a Slovenskej komory psycholégov (Sekcie psycholégov prace, organizacie a perso-
nélneho rozvoja), sa v r. 1999 pod nazvom Psycholobgia prace — tebria a prax uskutocnilo v Zlatej Idke. Vyse pol
stovky tcéastnikov vyjadrilo pozitivne hodnotenie zvoleného formatu podujatia a podporu zdmeru pravidelnej

organizacie stretnuti (Frankovsky, 1999).

Dalsie stretnutie, opif s dobrou téastou pracovnych psycholégov, sa uskutoénilo o rok neskér pod nizvom
Psycholégia prace v roku 2000 - dni vymeny sktisenosti v KoSickej Belej. Podujatie spoluorganizovali kolegy-
ne/ovia z Vzdelavacieho a poradenského centra VSZ a Spolo¢enskovedného tistavu SAV. Tematicky, pripra-
venymi prispevkami a diskusiou, bolo zamerané na tri vybrané oblasti zivota odbornej komunity: legislativne
zakotvenie ¢innosti, riadenie I'udskych zdrojov a vysokoskolska pripravu v oblasti psycholégie prace (Frankov-
sky, 2000). Podujatia sa aktivne zGc¢astnila aj zastupkyna vykonného vyboru Eurdpskej asociacie psycholégov
prace a organizacie (EAWOP). Milou spoloc¢enskou udalostou sa stalo aj ocenenie poprednych ceskych a slo-

venskych reprezentantov odboru Z. Buresa, M. Solca, T. Kollarika, O. Kond4sa a M. Kubaléka.

V organizovani podujatia nastala v rokoch 2001-3 pauza, spésobena viacerymi faktormi, predovsetkym zlo-
Zitou situaciou v zainteresovanych institdaciach, ale aj problémami so ziskanim a zapojenim (personalnym
i materidlnym) dal$ich spoluorganizitorov. Konferencia pod nazvom Psychologia prace pred vstupom Sloven-
ska do Europskej inie, zameran4 faziskovo na dva tematické okruhy (eurépska perspektiva; nezamestnani) sa
napokon uskutoénila v r. 2004 v KoSickej Belej a zorganizovali ju opiat kolegyne/ovia zo Spolo¢enskovedného

tistavu SAV, Vzdel4vacieho a poradenského centra VSZ a Slovenskej komory psycholégov.

Vyznamnym impulzom pre pripravu a realiziciu tjchto stretnuti v d’alsich rokoch, vd’aka iniciative a agilite
kolegu J. Piatera, bolo zapojenie sa pocetnej a dobre organizovanej komunity psycholégov posobiacich v ob-
lasti penitenciarnej sluzby. Konferenciu Eurdpske impulzy pre rozvoj psychologie prace, organizicie a riadenia
po vstupe do EU, ktor4 sa v r. 2005 uskutoénila na Bukovci, organiza¢ne zabezpecili kolegyne a kolegovia zo
Spolo¢enskovedného tistavu SAV, Ustavu pre vykon viizby KoSice, Fakulty manazmentu PU v PreSove a Ustavu
aplikovanej psychologie Fakulty socialnych a ekonomickych vied UK v Bratislave. Jadro programu podujatia
tvorili 4 sekcie (Vasilova, 2005) orientované: na tému rovnomennt s nazvom konferencie; na aktualne otazky

vzdelavania a vyskumu; na trh price a nezamestnanost; na psychologick sluzbu v ozbrojenych zlozkach.

Stretnutie v roku 2006 sa uskutoc¢nilo opat na Bukovci, po prvy raz s uz ustalenym nazvom Psycholégia pra-
ce a organizacie 2006 (PPaO 2006). Organizacne ho zabezpecili, podobne ako v predos§lom roku, Spoloc¢en-
skovedny tstav SAV, Ustav pre vykon vizby Kogice, Fakulta manazmentu PU v PreSove a Ustav aplikovane;j
psycholbgie Fakulty socidlnych a ekonomickych vied UK v Bratislave (Istvanikov4, 2006). Mozaika tém zara-

denych v programe konferencie sa rozsirila a va¢si priestor bol venovany aj psychologickym aspektom negativ-

nych javov v pracovnom prostredi.

Konferencia Psycholégia prace a organizacie 2007 sa konala v netradi¢nom, ale velmi malebnom prostredi Li-
poviec. K $tyrom organizatorom predchadzajicich stretnuti sa pripojila novozriadena Fakulta verejnej spravy

UPJS a aj jej pri¢inenim sa tematicky zaber prispevkov d’alej roziril.
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Podujatie s ndzvom Psychologia prace a organizacie 2008 sa uskutocnilo opat na Bukovci (Fedakova, 2008)
a tlohu organizatorov, tak ako v predchidzajicom roku, prevzali Spolo¢enskovedny tstav SAV, Ustav pre
vykon vizby KoSice, Ustav aplikovanej psycholdgie Fakulty socidlnych a ekonomickych vied UK v Bratislave,
Fakulta manazmentu PU v PreSove a Fakulta verejnej spravy UPJS. Trendy, ktoré bolo mozné zaregistrovat uz
na konferenciich v roku 2006 a 2007, tzn. nérast prispevkov z oblasti psychologie organizacie a prezentacii

vysledkov vlastného vyskumu, sa d’alej prehibili.

Cesko-slovenska tradice konference

Skuto¢ny ,navrat ku koreniom“ tradicie ¢esko-slovenskych stretnuti predstavovala konferencia Psycholégia
préace a organizacie 2009, ktora sa uskuto¢nila v priestoroch Filozofickej fakulty UK v Prahe. Po dohode z4-
stupcu slovenskych organizatorov s M. Rymesom a I. Gillernovou sa tento i d’alSie ro¢niky konferencie PPaO
mali uskutoénit striedavo v Cechéch a na Slovensku. Organizaéne podujatie pripravili kolegyne/ovia z Katedry
psycholbgie FF UK v Prahe, v spolupraci s Katedrou podnikového hospodarstva Ekonomicko-spravnej fakulty
Masarykovej univerzity v Brne, s Ustavom managementu Univerzity Tomaga Batu v Zline a s Institdtom vz-
deldvania vizenskej sluzby CR. Bohat4 ti¢ast priniesla mnoho zaujimavych vystpeni v programe i v diskusii.
Podujatie poctil svojim aktivhym vystipenim aj ti¢astnik dvoch predchadzajuacich roénikov profesor O. Miksik,

ktory nas, na velky zdrmutok celej komunity, niekol’ko tyzdiiov po tomto stretnuti nahle opustil.

Konferencia Psycholdgia prace a organizicie 2010 sa v stilade s dohodnutym pravidlom o pravidelnom strieda-
ni uskutoc¢nila opit na Slovensku, v Kongresovom centre Modra — Harménia. Hlavnym organizatorom poduja-
tia bola Fakulta socialnych a ekonomickych vied UK Bratislava a spoluorganizatormi Spoloc¢enskovedny tstav

SAV, Ustav experimentalnej psychologie SAV

Bratislava a Generalne riaditel'stvo Zboru vizenskej a justi¢nej straZe SR. Bohaty odborny program (5 vyziada-
nych prednasok, 42 referatov a 15 posterov) sa odzrkadlil v doposial neprekonanom pocte prispevkov publiko-

vanych v konferen¢nom zborniku — 56.

Jubilejny 10. roénik podujatia, Psycholégia prace a organizacie 2011, sa konal v priestoroch Ekonomicko-
-spravnej fakulty MU v Brne. Hlavnym organizatorom bola Katedra podnikového hospodarstva ESF MU, spo-
luorganizatormi Katedra psycholégie Filozofickej fakulty KU v Prahe, Ustav managementu UTB v Zline a In-
$titat vzdelavania vizenskej sluzby CR. Popri tradi¢nych témach prispevkov, tykajtcich sa roznych aspektov
analyzy pracovnej aktivity, personalnych ¢innosti, ¢i psychodiagnostiky, po prvy raz sa na tomto fore vo viace-
rych vystipeniach objavila téma zostiladovania pracovnych a rodinnych povinnosti, s osobitnym zretelom na

postavenie Zien v pracovnom prostredi.

Hlavnym organizitorom konferencie Psycholégia prace a organizicie 2012 bola Katedra psycholégie FF UPJS
a spoluorganizitormi Spoloéenskovedny tistav SAV, Ustav aplikovanej psycholdgie Fakulty socialnych a eko-
nomickych vied UK v Bratislave a Ustav pre vykon vizby v Ko$iciach. Podujatie sa konalo v historickych pries-
toroch UPJS v Kosiciach. Vyrazné miesto vo vystipeniach a¢astnikov na tomto stretnuti zaujimala oblast

socidlneho kontextu prace.
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Podujatie Psychologia prace a organizicie 2013 sa uskutoc¢nilo v priestoroch umeleckého centra Univerzity Pa-
lackého v Olomouci. Hlavnym organizatorom bola Katedra psychologie FF UP a spoluorganizatormi Katedra
podnikového hospodarstva Ekonomicko-spravnej fakulty MU v Brne, Katedra psychologie Filozofickej fakulty
KU v Prahe, Ustav managementu a marketingu Fakulty managementu a ekonomiky UTB v Zline a Instittt
vzdel4vania vizenskej sluzby CR. Program sa zameriaval na 6 tematickych okruhov: trh prace, zamestnanost
a rodina; forenzna a penitenciarna psycholégia; manazérska psycholégia; psychodiagnostika v psychologii
préace; psycholdgia v integrovanom zachrannom systéme; psycholdgia na ceste k bezpec¢nej, udrzatelnej a kva-

litu Zivota podporujticej doprave (Bozogaiova, 2013).

V roku 2014 sa konferencia Psycholégia prace a organizacie presunula na Slovensko a uskuto¢nila sa v priesto-
roch Kongresového centra SAV Academia v Starej Lesnej. Organiza¢ne podujatie zabezpecili kolegyne/ovia zo
Spolo¢enskovedného tistavu SAV v Kogiciach, v spolupraci s Katedrou psycholégie FF UPJS v Kogiciach, Usta-
vom aplikovanej psycholégie Fakulty socialnych a ekonomickych vied UK v Bratislave a Fakultou sociilnych
vied a zdravotnictva UKF v Nitre. Program sa tematicky zameriaval na oblasti: pracovna sposobilost a Tudské
zdroje; pracovné timy a atmosféra v organizaciach; pracu, skolu a rodinu; aktualne témy v psycholégii prace

(Bozoganova, 2014).

Konferencia Psycholdgia prace a organizacie 2015 sa konala opat v priestoroch Filozofickej fakulty UK v Prahe.
Organizacne podujatie pripravili kolegyne/ovia z Katedry psycholégie FF UK v Prahe, v spolupraci Katedrou
psycholégie FF UP v Olomouci, Katedrou podnikového hospodarstva Ekonomicko-spravnej fakulty Masaryko-
vej univerzity v Brne, s Ustavom managementu Univerzity Tomé4sa Batu v Zline a s InstitGitom vzdelavania vi-
zenskej sluzby CR. V programe okrem vyZziadanych predn4sok a posterov odzneli vystiipenia z oblasti: soci4lne
procesy a fenomény v organizicii; otazky zamestnanosti a pracovnej (ne)istoty; otazky riadenia a vedenia 'udi
v organizaciach a pracovnej kariéry; diagnostické a vycvikové metody; aktualne otazky penitenciarnej sluzby

(Kopanicakova, 2015).

Stretnutie Psychologia prace a organizicie 2016, ktoré sa uskutoc¢nilo v krasnom prostredi kastiel'a v Mojmi-
rovciach, organizaéne zabezpe¢ili kolegyne/ovia z Ustavu aplikovanej psycholdgie a Katedry psychologickych
vied Fakulty socialnych vied a zdravotnictva UKF v Nitre. Spoluorganizatormi boli Katedra psychologie FF
UPJS v Kosiciach, Ustav aplikovanej psycholégie Fakulty socialnych a ekonomickych vied UK v Bratislave
a Spolocenskovedny tstav Centra spolocenskych a psychologickych vied SAV v KoSiciach. Podujatie s podti-
tulom “Aktuélne témy vyskumu, vzdelavania a praxe” bolo sticasne venované vyznamnej osobnosti, prvému

riaditelovi Ustavu aplikovanej psycholégie pri FSVaZ UKF v Nitre, profesorovi J. Danielovi.

Konferencia Psychologia prace a organizacie 2017 s podtitulom ,Pracovny potencial a jeho premeny v ¢ase“
sa konala v priestoroch Fakulty managementu a ekonomiky UTB v Zline. Podujatie pripravili kolegyne/ovia
z Ustavu managementu a marketingu FME UTB v Zline, v spolupraci s Katedrou psycholégie Filozofickej fakul-
ty KU v Prahe, Katedrou podnikového hospodarstva Ekonomicko-spravnej fakulty MU v Brne a Katedrou psy-
cholégie Filozofickej fakulty UP v Olomouci (Piterova, 2017). Vysoka tcast (120, z toho 23 Studentov) vytvorila
bohaty program, v ktorom v pléne odznelo 9 vyZiadanych prednasok, 47 vystipeni v sekcidch a prezentovanych

bolo 22 posterov.
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Hlavnym organizitorom podujatia v roku 2018 mal byt pévodne Ustav aplikovanej psycholégie Fakulty soci-
alnych a ekonomickych vied UK v Bratislave. Reagujtc na Ziadost jeho zastupcov o zmenu sa tejto tlohy ujala
Katedra psychologie FF UPJS a konferenciu Psycholégia prace a organizicie 2018 s podtitulom ,Minulost,
pritomnost a vyzvy do budticnosti“ uskuto¢nila v priestoroch Filozofickej fakulty UPJS v Kogiciach. Spoluorga-
nizatormi boli Spolo¢enskovedny tstav Centra spolo¢enskych a psychologickych vied SAV v Kosiciach, Ustav
aplikovanej psycholégie Fakulty socidlnych vied a zdravotnictva UKF v Nitre a Ustav aplikovanej psycholdgie
Fakulty socialnych a ekonomickych vied UK v Bratislave. V programe (Kozarova, 2018) okrem vyziadanych
prednésok (4) a posterov (10) odznelo 39 vysttipeni v blokoch nazvanych: zamestnanci; diagnostika; skola
a rodina; starostlivost o seba v pracovnom kontexte; $irsi kontext psychologie price a organizacie; Studentska

sekcia.

V nasledujiicom roku, ako sa neskor ukizalo poslednom ,pred-covidovom®, sa stretnutie Psycholdgia prace
a organizicie 2019 konalo v Brne. Hlavnym organizatorom a hostitefom v svojich priestoroch bola Ekono-
micko-spravna fakulta MU a po vzajomnej dohode, spoluorganizatormi sa stali vSetky ostatné participujtce
ingtiticie z CR (Filozoficka fakulta KU v Prahe, Filozoficka fakulta UP v Olomouci a Fakulta managementu
a ekonomiky UTB v Zline) i SR (Filozofick4 fakulta UPJS v Kogiciach, Fakulta socidlnych a ekonomickych vied
UK v Bratislave, Fakulta socialnych vied a zdravotnictva UKF v Nitre a Spolo¢enskovedny tistav Centra spo-
locenskych a psychologickych vied SAV v Kosiciach). Vyse 130 ucastnikov a hosti z 10 krajin v pléne a paralel-
nych sekcidch si vypoculo 64 vystapeni z oblasti psychodiagnostiky v psychologii prace, psychologie riadenia,

organizacnej, dopravnej, forenznej a penitenciarnej psychologie (Pastrnakova, 2019).

V ramci pripravy dalSieho roc¢nika z pragmatickych dévodov, kedZe sa skladba organizatorov stabilizovala,
po dohode bol vytvoreny Staly vybor konferencie PPaO, tvoreny po 1 zastupcovi zainteresovanych pracovisk
a rotujtcou funkciou predsedu (vykonéava ju v danom roku reprezentant hlavného organizatora). Za miesto
konania Psycholdgia price a organizacie 2020, na znak ocenenia dlhodobej spoluprace pri priprave stretnuti,
boli pévodne zvolené Trencianske Teplice (zariadenie Generalneho riaditel'stva ZVJS). V désledku obmedze-
ni, vyplyvajtcich z aktualnej pandemickej situacie, na navrh hlavného organizatora (Spolo¢enskovedny tstav
Centra spolo¢enskych a psychologickych vied SAV v KoSiciach) i spoluorganizatorov (Filozoficka fakulta UPJS
v Kosiciach, Fakulta socidlnych a ekonomickych vied UK v Bratislave, Fakulta socialnych vied a zdravotnictva
UKEF v Nitre, Ekonomicko-spravna fakulta MU v Brne, Filozoficka fakulta KU v Prahe, Filozoficka fakulta UP
v Olomouci, Fakulta managementu a ekonomiky UTB v Zline) a po kladnom stanovisku Staleho vyboru konfe-
rencie sa podujatie napokon uskuto¢nilo online. Tato zmena sa odrazila v poéte tcastnikov, ktory z pévodne
prihlasenych klesol prakticky na tretinu: online napokon odznelo 11 vysttipeni a prezentovanych bolo 19 poste-

rov (Piterova, 2020).

Jubilejné 20. konferencia Psychologia prace a organizacie 2020 s podtitulom Inovacie: vyskum a aplikacie, sa
uskutoc¢nila v diioch 12.-14. 5. 2021 v Olomouci a konala vzhladom na pretrvavajicu pandemicka situaciu opat
online. Hlavnym organizatorom bola Filozoficka fakulta Palackého Univerzity (uz ustaleny zoznam spoluorga-

nizujacich institacii vid’ vyssie).
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Tematické zameranie konferencie predstavovali oblasti diagnostiky, intervencie a rehabilitacie v psychologii
prace, organizacie a dopravy; kognitivna psycholbgia prace a organizécie; forenzn4, penitenciarna psycholégia
a psychologia v bezpecnostnych zboroch; tym a organizacia; mobilita, kvalita Zivota a klimatické zmeny; psy-

chologické aspekty aktualnych foriem prace v kontexte COVID-19.

Z kazdého doposial realizovaného podujatia boli publikované konferenc¢né zborniky. Pochopitelne, ich vzhlad
a troven sa postupne vyvijali — indexované vo WOS sa stali od roku 2013. Zoznam jednotlivych ro¢nikov
pre prehlad uvadzame v tabulke. Zborniky st vol'ne pristupné v archive na stalych strankach konferencie:

https://ppao.upol.cz/archiv/ a https://ppao2020.weebly.com/archiacutev.html

Tabulka 1

Prehlad konferencii PPaO a publikovanijch zbornikov

Rok Miesto konania Prisp. vzb.  Zborniky z konferencii a editori
1 1999 Zlata Idka 20 Kol. (1999)
2 2000 Kosick4 Bela 26 Frankovsky, Handiak (2000)
3 2004 Kosick4 Bela 15 Frankovsky, Kento$ (2004)
4 2005 Bukrovec 21 Frankovsky, Kentos (2005)
5 2006 Bukovec 18 Frankovsky, Kentos (2006)
6 2007 Lipovce 37 Fedakova, Kentos (2007)
7 2008 Bukovec 27 Fedakova, Kentos (2008)
8 2009 Praha 35 Rymes, Stikar (2009)
9 2010 Modra 56 Letovancova, Vavrakova (2010)
10 2011 Brno 37 Smajsova-Buchtové, Kulhavy, Prochazka (2011)
11 2012 Kosice 37 Lovas, Vaskova (2012)
12 2013 Olomouc 23 Seitl, Vavrysova (2013)
13 2014 Stara Lesna 31 Fedakova, Bozoganova, IStonova (2014)
14 2015 Praha 35 Rymes, Gillernova (2015)
15 2016 Mojmirovce 26 Sollarova, Sollar (2016)
16 2017 Zlin 55 Gregar, Horak (2017)
17 2018 Kosice 34 Kac¢mar, Bavolar, Lovas (2018)
18 2019 Brno 24 Prochéazka, Kratochvil, Vaculik (2019)
19 2020 Trencianske Teplice 23 Piterov4, Fedakova, Vyrost (2020)

20 2021 Olomouc 21 Seitl, Viktorova, Hypsova
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Zaverom patri sa podakovat vsetkym, ktori r6znou formou prispeli k organizacii a programu tychto odbornych,
niekedy viac praktickych, inokedy zas skor akademicky ladenych stretnuti. Logicky nie je ndhodou, Ze v po-
slednych rokoch sa okruh organizatorov stabilizoval v podobe institicii prevazne z akademického prostredia.
Dévod je zrejmy — disponujt primeranou materialnou i personélnou infrastruktarou, so skisenostami pre
zabezpecenie domécich i medzinarodnych konferencii, ale aj redlnou motivaciou participovat na aktivitach,
ktoré jednotlivcom i institicii prinasaja potrebné body do hodnotenia ich vykonnosti. Z hl'adiska stratégie
pripravy budicich roénikov by bolo rozumné nad’alej prejavovat primerana senzitivitu aj k realne existujicim,
do istej miery odliSnym potrebam kolegyii/ov pdsobiacich v praxi a ich $pecifickej motivacii zG¢astnif sa po-
dujati tohto druhu. Potrebujeme sa navzijom, ako to M. Cronin a R. Klimoski (2011) vystizne vyjadrili svojou
metaforou trhu: tovar (psychologicky servis v oblasti psycholdgie prace a organizacie) predstavuje spolo¢ny
produkt vyrobcov (akademikov) a dodavatelov (praktikov), poskytovany spotrebitelom. V pripade PPaO sa
ziskané skisenosti Staly vybor konferencie spolu s organizatormi snazi systematicky transformovat do pri-
pravy d’alsich podujati a si¢asne sa aktivne hladaji nové formy, schopné vzbudif zaujem vSetkych ticastnikov.
Takto okrem zauzivanych foriem (vyZziadané prednasky, referaty, postery) uz pribudla moznost organizacie

okruahlych stolov ¢i workshopov.

Hovori sa, Ze do minulosti st s obl'ubou zahladeni starci, do pritomnosti funkcionari/politici a o budticnost
prejavuji zdujem najmi telom a/alebo duchom mladi. Nasa konferencia sa svojim 20. jubileom posunula,
obrazne povedané, do obdobia mladej dospelosti - zazelajme jej teda spolo¢ne d’al§ie produktivne a ¢inorodé

vyvinové obdobia. Ad multos annos, PPaO!
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RELATIONSHIP BETWEEN PERCEIVED TEAM
COMMUNICATION AND TEAM PERFORMANCE

Radvan Bahbouh', Eva Hoschlova*

!Charles University, Faculty of Arts, Department of Psychology

Abstract: The study aimed to determine what percentage of the working population feels to be a member
of the working team, how they perceive their frequency of communication with their team, satisfaction with
this communication, and perceived team performance. We also studied how these variables relate to each
other. METHOD: The research was carried out as part of an omnibus survey at a quota representative
sample of the population of the Czech Republic. When the respondent was a member of at least one wor-
king team, he/she evaluated the frequency of their communication in comparison with other team members,
satisfaction with communication in this team, and the team's perceived performance, always on a five-po-
int scale. RESULTS: From 1006 respondents, the working part of the population represented 609 (60.5%).
Three hundred sixty-two people (59.4% from the working population) work in at least one working team. We
found the strongest relationship between perceived team performance and satisfaction with communication
(r = 0.385; p <0.001); and a weaker but still significant correlation between the frequency of communication
and satisfaction with communication (r = 0.180; p <0.001) and between the frequency of communication
and the perceived team performance (r = 0.190; p <0.001). CONCLUSION: The majority of the working
population feels to be part of at least one work team. We found a significant relationship between evaluating
team performance and satisfaction with communication and its perceived frequency. This relationship is not

mediated by overall life satisfaction or optimism.

Keywords: satisfaction; team communication; team membership; team performance; team prevalence

Introduction

Humans have been working together in teams throughout their documented history. Team cooperation can
even be seen as the main impetus for evolution (Dunbar, 1998). In contrast, teams have been systematically
studied for only a century, if we consider the Hawthorne studies to be the beginning of this research (Matthieu
et al., 2017). While noting that we encounter teams in almost all areas of contemporary life, Salas and collea-

gues (2018) point out that many questions about teams remain to be answered in more detail.

One of the central issues in the study of teams is the dependency of team performance on other variables.
Answering it would allow team performance to be predicted and also intervene for the purposes of its impro-
vement. Team-determined variables that are not easily inferred from individual characteristics are sometimes
summarized under the term teamwork or team processes. Although this term is widely used, hundreds of
different models studying team performance demonstrate that the nature and components of team processes
are among the critical yet unsatisfactorily answered questions (Salas et al., 2009). Therefore, Salas and co-
lleagues (2007) proposed to reduce all possible aspects of team processes to the Big Five (similar to the Big

Five in personality psychology), which would include leadership, monitoring (peer monitoring of performance
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and insight into the work of others), back-up behavior (mutual assistance and knowledge exchange), team
adaptability, and team orientation (goal knowledge and knowledge of other team members). Given that the
concepts of teamwork themselves are not clear even to researchers trying to integrate them, the approach that
tries to translate all these processes into communication itself seems understandable. Dickinson and McIntyre
(1997), who previously distinguished seven components of teamwork (leadership, monitoring, back-up be-
havior, feedback, team orientation, coordination, and communication), stated that all these team processes are
manifested and realized through communication. This can be explained by the very definition of a team, which
can be simplified to a group of people who must communicate in order to achieve a common goal (Bahbouh,
2011). Not surprisingly, therefore, many studies have examined the relationship between various aspects of

communication and team performance.

One of the recent meta-analyses (Marlow et al., 2018) highlighted the fundamental difficulty of the heteroge-
neity of the operationalizations of different communication (and performance) aspects. Despite that, this study
concludes that there is a much stronger association between team performance and communication quality
(adjusted correlation r = 0.36, N = 4662) than between team performance and communication frequency (ad-

justed correlation r = 0.19, N = 3349).

Instead of finding objective criteria regarding whether or not a person is a team member, we can ask if they
consider themselves a team member. Instead of finding objective ways to measure the frequency of communi-
cation, we can ask how the team member perceives the frequency of team communication. Perceptions of the
quality of team communication will be decisive for satisfaction with the communication. In this context, we
can recall Thomas‘s theorem (,What is perceived as real by people is real in its consequences), which led to

the formulation of the principle of self-fulfilling prophecy (Merton, 1948).

We have been working with the approach of evaluating communication parameters with simple subjective
rating scales since 1994, when this approach was used in an experiment simulating a long-duration spaceflight
followed by other experiments modeling the flight to Mars (Bahbouh, 2020). At the same time, we started to

use this approach in the Czech Army (Bernardova, 2012), where it has been continuously used until now.

In various studies, we have shown significant correlations between communication parameters and (percei-
ved) team performance, as well as correlations between these scales and objective measures of performance
(Bahbouh, 2012, Bahbouh et al., 2014, Franc, Bahbouh, Kubik, 2019). However, these were partial studies that
took place within a specific organizational context. Each company and each team can specifically moderate the
link between perceived communication and perceived performance, and therefore the data should be proce-

ssed by hierarchical models. Even so, the question is to what extent such a finding is population-representative.

Therefore, we decided to use a different selection strategy. Instead of collecting data from whole teams and
processing them in a team context, we used the option of asking a representative sample of the population in
the Czech Republic. We decided to ask the working population whether they felt they were members of a work
team. Perceived team affiliation is one of the essential defining features of a team (Benishek & Lazzara, 2019).
In case of a positive response, we then asked for an assessment of the team in terms of perceived performan-

ce and perceived communication. Thanks to our sample being quota-representative, we can more accurately
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determine whether teamwork is indeed more common than individual work in the context of all possible work

environments and not just those that frequently request team analyses.

In addition to estimating how large a portion of the population feels like a work team member, we also obtain
a partial self-assessment or ratings of the reference teams. As with many self-assessments and attributions, we
expected that there might be a positive bias, which would be evident in the asymmetric distribution of above-
-average and below-average ratings. We were also interested in how team communication and team perfor-

mance ratings were related to gender or age.

Based on the meta-analysis as mentioned earlier and our own studies, we expected there to be a significant
correlation between the satisfaction with the communication and perceived team performance. We also ex-
pected a positive correlation between communication frequency and team performance, but lower than that
for satisfaction. Because the satisfaction with the team’s communication and performance can also be affected
by the overall life satisfaction or evaluator’s optimism (and vice versa), we decided to proceed the mediation

analysis to compare the direct and indirect effects.

The main research questions of this study are

1. What percentage of the working population feels like a member of a work team?

2. How do these people perceive their frequency of communication with the team, their satisfaction with it,

and how would they rate their team's performance?

3. Do demographic characteristics such as gender or age impact the rating of team communication and per-

formance?
4. To what extent is communication in a team related to its perceived performance?

5. To what extent is a relationship between satisfaction with the team communication and perceived team

performance mediated by overall life satisfaction or optimism?

Method

We designed the research as a mapping representative survey and correlational and mediation study based on
the respondents’ answers, which express the self-assessment of several major ordinal scales focused on team
communication, family communication, overall life satisfaction, optimism. The research focuses on the Czech

adult working population.

Data collection. Data for the study was collected as part of an omnibus survey conducted between October 19th

and October 29th, 2019 under the auspices of the Centre for Public Opinion Research of the Institute of Soci-
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ology of the CAS. It was a quota sample of adult respondents from the Czech Republic (quota characteristics:
region (NUTS 3), size of the place of residence, gender, age, education; data source for the sample: the Czech
Statistical Office). One hundred sixty-eight interviewers approached a total of 1006 respondents; the data co-
llection method was an interview, with a combination of PAPI (64%) and CAPI (36%). The content of the stan-

dardized questionnaire included not only questions from this study but also other areas.

This study focuses only on the working population, which still belongs to a work team. Both of these criteria
were used to include respondents in the research sample of this study. Therefore, the number of people we
will work with analytically below is only a part of the total sample described above. The sample is described in
more detail in the results section. At the same time, the actual number of people working in a team, i.e. their
prevalence in the total sample of workers, is an interesting outcome of this study. Tables 1 and 2 describes all
used rating scales. For all scales, respondents also had the option of choosing the answer “I don‘t know” or not

answering the question at all. These responses were treated as missing data in the analysis.

Table 1

Major rating scales used in the study

Scale Question [1] [2] (3] [4] (5]
You are the
Frequency of h . .
communication \?v%?‘lintégr% who E}g?mtely Ratherless Comparably rI;eﬁleer r?l%egltely
with the team communicates:
Satisfaction aléovxélsla‘/t\}isii}ile&l R
with o m};nun ication Definitely Rather Something Rather Definitely
communication in your work dissatisfied  dissatisfied in between satisfied  satisfied
with the team team?”
How would
. you rate the Definitely Rather Rather Definitely
ngcgfrﬁgntf:m performance of  below below Average above above
p your work team  average average average average
as a whole?
Table 2
Additional rating scales used in the study
Scale Question min [1] max [10]
Overall life All things considered, how satisfied are . .
satisfaction you with your life? Minimally Maximally
Optimism How optimistic are you? Minimally Maximally
max [10] How would you rate the performance Definitely below Rather below
of your work team as a whole? average average
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Data analysis

In addition to basic descriptive statistics to outline the frequency of responses to the key scales, tests of diffe-
rences in responses between men and women were performed, for which we used a parametric t-test due to the
sample size; correlations were calculated using Pearson‘s correlation coefficient. For comparing the direct and

indirect effects, we used mediation analysis in Jamovi (version 1.8).

Figure 1

Representation of the working population (working in teams) within the whole representative sample

(N=1006)

Table 3

Description of the sample of the working population that is a member of a work team

{g*foeu p Frequency Percentages Education Frequency Percentages
18—-29 54 14.9 (incomplete) basic 21 5.8
high school without
30—-39 84 23.2 a diploma and 119 32.9
apprenticeship
high school with
40-49 124 34.3 a diploma 123 34
50+ 100 27.6 Colleges, Bachelor's

and University 99 27.3
Total 362 100 Total 362 100
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Descriptive statistics of major rating scales. Just under a third of people working in teams think that they com-
municate either more or definitely more with the other members than the rest does (30.2%), while only 11.6%
say they communicate less (see Figure 2). Only 9.7% of those working in teams were definitely satisfied with
their work communication, while 49.9% were rather satisfied (see Figure 3). 8.6% would describe their team's
performance as definitely above average, with the largest proportion of respondents (46.3%) considering their

team‘s performance average (see Figure 4).

Age and gender dependence. Men and women did not differ significantly in their ratings of individual commu-
nication aspects: communication frequency (t = 0,088; p = 0,930; d = 0,009), satisfaction with team commu-

nication (t = -0,827; p = 0,409; d = -0,087).

We found rather low effect size when comparing the ratings of the team performance (t = 2,243, p = 0,026;

d = 0,236), while women were slightly more critical than men.

Moreover, we found no significant correlations with age: frequency of communication (r = - 0.018; p = 0.727),

satisfaction with team communication (r = -0.042; p = 0.427), team performance (r = -0.023; p = 0.661).

Figure 2

Perceived communication frequency with one’s own work team compared to other members of the work

team (percentage of responses)

Don’t know Definitely less ~ RatherIess  Comparably Rather more  Definitely more



27

Figure 3

Satisfaction with communication with the work team (percentage of responses)

Don’t know Definitely Rather Something Rather Definitely
dissatisfied dissatisfied in between satisfied satisfied

Figure 4

Perceived performance of the work team (percentage of responses)

Don’t know Definitely Rather below Average Rather above Definitely above
below average  average average average

Correlations of the scales used.A statistically significant positive relationship was found between all commu-
nication scales used (see Table 4). The strongest relationship exists between perceived team performance and
satisfaction with team communication (r = 0.385; p < 0.001); there is also a significant relationship between
frequency of team communication and satisfaction with team communication (r = 0.180; p < 0.001) and also

with perceived team performance (r = 0.190; p < 0.001).
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Table 4

Correlations between the rating scales

N/e communitation  communication  Team performance
Frequency of communication 0.180%*** 0.190%**
Satisfaction with communication 357 0.385%**

Team performance 357 355

##¥=p<.001

Table 5

Standardized regression coefficientsfor the relationship between satisfaction withteam communication and

perceived team performance as mediated by overall life satisfaction

Type

Effect

Estimate SE

95% C.I. (a)

Lower Upper B zZ )

Indirect

Component

Direct

Total

Satisfaction with
communication

= Overall life
satisfaction =
Team performance

Satisfaction with
communication
= Overall life
satisfaction

Overall life
satisfaction =
Team performance

Satisfaction with
communication =
Team performance

Satisfaction with
communication =
Team performance

0.029 0.013

0.487 0.010

0.059 0.023

0.313 0.045

0.342 0.044

0.004 0.054 0.022

0.033 2.29

0.201 0.683 0.250 4.87 <.o0o01

0.0145  0.104 0.130 2.59 0.009

0.226 0.401 0.353 7.04 <.001

0.257 0.428 0.385 7.86 <.001

Mediation analysis regarding overall life satisfaction and optimism. The direct relationships between satis-

faction with communication and perceived performance in the team were stronger and more significant than

indirect relationships in the case of both overall life satisfaction and optimism (see Table 5 and Table 6).
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Table 6

Standardized regression coefficients for the relationship between satisfaction with team communication and

perceived team performance as mediated by optimism.

95% C.I. (a)

Type Effect Estimate SE Lower Upper f zZ p

Satisfaction with
communication =
Optimism = Team
performance

Indirect 0.032 0.013 0.006 0.058 0.036 2.39 0.017

Satisfaction with
Component communication = 0.552 0.010 0.343 0.761 0.266 5.18 <.001
Optimism

Optimism = Team

performance 0.058 0.023 0.016 0.100 0.136 2.69 0.007
Satisfaction with

Direct communication = 0.311 0.045 0.223 0.398 0.3498 6.94 <.001
Team performance

Satisfaction with
Total communication = 0.343 0.044 0.257 0.428 0.386 7.85 <.001
Team performance

Note. Confidence intervals computed with method: Standard (Delta method), Betas are completely standardi-

zed effect sizes.

Discussion

The presented study examined teams‘ perceptions of work communication, their perceived performance, and
their relationship with communication satisfaction. Communication frequency was found to be significantly
related to perceived team performance (r = 0.190), and an even stronger relationship was found between team
performance and communication satisfaction (r = 0.385). These results are almost entirely consistent with
the findings of a recently published meta-analytic study (Marlow et al, 2018), in which the authors arrived at
an adjusted correlation of 0.19 between team performance and frequency of communication and a correlation
of 0.36 between team performance and quality of communication using a sample of working people that was
more than ten times the size of ours. Also, in Franc, Bahbouh, and Kubik (2019), the relationship between the
frequency of team-manager communication and team performance, in this case, measured with hard data as
average financial return per team member, was tested on a sample of 237 managers and their teams. Again,
the resulting correlation was of similar strength (r = 0.185). The perceived quality of team members‘ commu-

nication with the manager was also related to performance, but its strength was similar in this case (r = 0.196).

We were also interested in the extent to which demographic characteristics such as age and gender influence
the rating of communication and performance. There was no strong evidence that men and women differed in

their ratings of the frequency of work communication with their teams, nor did they differ in their perceptions
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of the performance of their teams or their satisfaction with communication within them. All three of the main
team parameters studied were also found to be independent of the age of the workers surveyed. These results
support the relevance of combating stereotyping in the area of communication. The commonly mentioned
claim that women talk more than men has not been confirmed in review studies (James; Drakich, 1993; Lea-

per, Ayres, 2007).

One of the key findings of this study was that the relationship between satisfaction with team communicati-
on and perceived team performance is not mediated by overall life satisfaction or optimism. Given that our
research was based on rating scales, there was a possibility that the observed relationship between communi-
cation and perceived performance could be due to an overall more positive view of the matter. However, the
mediation analysis showed that the overall life satisfaction or optimism of the evaluator explains only a negli-

gible part of the relationship between satisfaction with team communication and perceived team performance.

One of the by-products of this study is theinformation on the percentage of the working population that is a
member of a work team. Due to the quality of quota sampling and the combination of CAPI and PAPI surveys,
it can be assumed that the sample of this study is very close to a representative sample of the Czech population.
Of all working adults (representing approximately 60% of the adult population), the majority of people are
members of a work team - specifically 59%. To our knowledge, there is no source in the Czech environment that

captures the percentage of people working in teams in the last ten years.

Finding data on the prevalence of work team affiliation in the working population is not easy, even in literature
from abroad. An older study (Devine, Clayton, Philips, Dunford, & Melner, 1999) reports that nearly half of
their respondents (48%) from a random sample identify their organization as a place that uses some type of
team, with teams being more common in organizations with multiple departments, divisions, and larger num-
bers of employees. A more recent study from a manufacturing setting based on data from 3522 companies (Bi-
kfalvi, Jager, & Lay, 2014) mentions that sixty percent of manufacturing companies with 20 or more employees
use teamwork, which is also consistent with data from the large EU EWCS (Eurofond, 2016) survey of working
conditions in EU countries, which reports that 58% of employees work in teams, while still distinguishing be-
tween autonomous (10%), semi-autonomous (28%) and non-autonomous (20%) teams. Our finding that 59%
of the working population perceive themselves to be a member of a work team is consistent with the data from
the European Eurofond (2016) study mentioned above; however, the report lacks more detailed country-spe-

cific data and only provides aggregate data for all EU Member States.

A phenomenon greatly complicates the situation of team membership called multiple team membership
(MTM), or simultaneous membership in multiple teams (van deBrakeet al., 2018). Some studies have repor-
ted estimates that 81% of individuals are members of multiple teams ((O‘Leary et al., 2011), while others have
even estimated this number to be as high as 94.9% (Martin and Bal, 2006). However, these figures capture the
proportion of those who are members of multiple teams out of people working in teams and specific samples
heavily bias them. The Eurofund (2016) study reports that 42% of people working in teams are members of
multiple teams. However, it is not clear whether these are teams of two, three or more and to what percentage

of persons those distributions would apply to. We also did not address this question in our study. It would be
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interesting to focus future research in the Czech context on identifying the specific number of teams that in-
dividuals report being members of at any given time. Alternatively, we could focus on the specifics of multiple
team membership (MTM), which is being studied more and more commonly due to the growing popularity of

agile management styles and the associated matrix organizational structure of firms.
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Abstract: The aim of the paper is to compare the perceived effect of migration on jobs, health and social
security and crime in the country, in the group of employed, unemployed and retired respondents regarding
the type of migrants assessed (general definition, work / study, threat in their country). The theory of reali-

stic conflict was used as a starting point.

The experimental method of vignetting (EVM) was used, where each vignette described a different type of
migrant according to the reasons for their arrival in Slovakia. The final research sample consisted of 824
respondents (54.9% men) aged 18 to 75 years (M = 47.47; SD = 14.29). The research worked with respondents
who were employed (65.9%), unemployed (9.1%) and retired (25%). Data were obtained in the form of an
online panel collection with the ambition of obtaining a representative sample. We used three items of the
European Social Survey questionnaire (2014), concerning the perceived effect of migration on jobs, health /

social security, and crime in the country.

Based on analyses (ANOVA, MANCOVA), no statistically significant differences in perceived effects were
found between the groups (control group, groups 1 and 2) in any of the categories of employment status. The
results of the study are limited by small number of unemployed respondents. It was caused by the effort to

get the representative research group.

Keywords: migrants, work, crime, EVM



35

Introduction

The most negative attitudes toward migrant/migration are in the countries of Eastern Europe (Hungary, Czech
Republic, Slovakia, Poland, and Bulgaria) together with Cyprus, based onthe data from 9th Round of European
Social Survey (Bozoganova& Piterova, 2020). As Slovakia is one of the countries with the most negative atti-
tudes towards migrants, our study examined what influences these attitudes in more depth. There are several
theories that could explain attitudes toward migrants —the integrated threat theory (Stephan et al., 1998),
the theory of social dominance (Ho et al., 2015), the contact theory (Allport, 1957; Himmelroos&Leino, 2016;
Hoxhaj& Zuccotti, 2021) and for example, the threat-benefit theoretical model which suggests that people
perceive immigrants as both threatening (economic, physical, social cohesion, and modernity) and beneficial
(economic, physical, cultural diversity, and humanitarian) which affects their attitudes towards immigration

policy (Tartakovsky & Walsh, 2015).

The realistic theory of group conflicts is used to explain the tension between groups - including the tension
between immigrants and indigenous peoples. Competition for resources, status, and power, generally leads to
strong ties between group members and hostility to other groups. Resources in this case may include econo-
mic resources such as money and employment and the power associated with those resources (Hainmueller&
Hopkins, 2015; Boateng et al., 2021). The competition might concern material resources, such as employment.
According to this theory, negative attitudes to immigrants result from the perception that immigrants threa-
ten job opportunities ofnatives (Cooray et al., 2018). Studies have shown that unemployed people are less in
favour of immigration (e.g.Malchow-Mgller et al. 2008, Gorodzeisky&Semyonov, 2009). In line with dynamic
approach ofethnic competition, becoming unemployed or being laid off increased concern over immigration.

This effect did not dependon social class (Lancee&Pardos-Prado, 2013).

Based on this theory, it can be assumed that ,natives” will consider individuals comingto the country as a threat
to jobs, security and personal safety. It has also been found that lower socioeconomic status, lower education,
higher religiosity, older age, and rightist political orientation are associated with a higher sense of immigrant
threat (see e.g. Hainmueller&Hiscox, 2007, Gorodzeisky, 2013, Tartakovsky& Walsh, 2015, Hoxhaj& Zuccotti,
2021). The nature of migration is also reflected in the willingness of the population to accept the migrants. If
migration is perceived as voluntary, it is associated with a lower level of support and more antipathy, whereas

for involuntary migration it is the other way round (Verkuyten et al., 2018).

The authors Findor, Hruska, Jankovska and Pobudovéa (2021) found that the terms migrant, refugee and fore-
igner are evaluated differently - the term ,refugee” evokes less favourable feelings, attitudes, trust and greater

&

social distance compared to the terms ,,migrant” and ,foreigner” “, so these terms were not usedin this research.

Based on the starting points, we asked whether different types of migrants cause differences in the perception
of the impact of migration on jobs, health and social security and crime in the country in groups with different

employment status —the employed, the unemployed and the retired.
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Goal

The aim of the paper is to compare the perceived effect of migration on jobs, health and social security and
crime in the country in the group of employed,unemployed and retired respondents with regard to the type of

migrants assessed (general definition - CG, work / study — G1, threat in their country — G2).

Our assumption is that in the cross-section of groups according to employment, differences in individually
perceived effects on migration will be demonstrated based on theoretical background. The perceived effect of
migration will be more positive in the group of “involuntary” migrants (G2) in the groups of employed, unem-
ployed and pensioners than in the group of “voluntary” migrants (G1).Unemployed respondents will perceive

the effect of migration more negatively than other groups.

Research Sample

An experimental vignetting methodology (EVM) with a simple experimental design was used - the reason for
the arrival of migrants to Slovakia was manipulated. Respondents were randomly assigned to one of three

different vignettes.

Original research sample

The original research sample consisted of 1001 respondents (49% men) aged 17 to 75 years (M = 44.81; SD =
14.92). Out of these respondents, 54.2% were employed, 7.5% unemployed, 5.1% self-employed, 7.5% on ma-

ternity/parental leave, 20.6% pensioners and 5.1% students.

Each vignette describes a different type of migrant according to the reasons for coming to Slovakia, the word
L~migrant“ was omitted. Control group (CG, general description of people coming to Slovakia, reason not pu-
blished), group 1 (G1, people coming for work / study) and group 2 (G2, people coming because of the threat
in their home country). The data were collected online in the form of a panel collection in Slovakia with the
ambition to obtain a representative sample of respondents (based on gender, age, region, and education).
Thus, individuals were similarly represented in individual groups (CG, G1, G2) regarding gender, age, region,

education, and region.

Final research sample

In this set, we worked just with respondents who were employed, unemployed and retired.The final research
group consisted of 824 respondents (54.9% men) aged 18 to 75 years (M = 47.47; SD = 14.29) - employed
(65.9%), unemployed (9.1%) and pensioners (25%). Control group (CG1) consisted of 273 respondents (56.4%
men) aged 19 to 75 years (M = 48.90; SD = 14.37) - employed (61.9%), unemployed (9.9%) and pensioners
(28.2%); Group (G1) consisted of 278 respondents (54.3% men) aged 19 to 75 years (M = 47.15; SD = 13.82)
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- employed (65.8%), unemployed (11.2%) and pensioners (23.0%) and Group 2 (G2) consisted of 2773 respon-
dents (53.8% men) aged 18 to 75 years (M = 46.36; SD = 14.62) - employed (70.0%), unemployed (6.2%) and
pensioners (23.8%). As of 31 December 2020, there were 5,459,781 inhabitants in Slovakia, of which there
were 1,411,904 pensioners (25.86% of the entire population). Unemployment was at the level of 7.57% (Statis-
tical Office of the Slovak Republic, 2021). It could be said that our data roughly copy the population of Slovakia.

More information about final research sample is available in Table 1.

Table 1

Final research sample - characteristics

N gender age education
(% men) SD primary  secondary tertiary

employed 169 53.8 44.24 11.94 6% 56.8% 42.6%
CG unemployed 27 25.9 35.78 11.16 0% 63% 37%

pensioners 77 72.7 63.75 7.1 1.3% 59.7% 39%

employed 183 48.1 43.07 11.15 .5% 51.4% 48.1%
G1 unemployed 31 45.2 38.65 11.29 0% 45.2% 54.8%

pensioners 64 76.6 62.94 9.9 1.6% 68.8% 29.7%

employed 191 49.7 41.84 11.48 1% 46.6% 52.4%
G2 unemployed 17 17.6 33.06 12.64 17.6% 47.1% 35.3%

pensioners 65 75.4 63.12 9.14 4.6% 63.1% 32.3%

Method

Three items of the European Social Survey questionnaire (ESS Round 7, 2018) were used, concerning the per-

ceived effect of migration on jobs, health / social security, and crime in the country.

Items

1. Using this scale, would you say that people who come to live here generally take jobs away from workers in

Slovakia, or generally help to create new jobs? (0 = take jobs away - 10 = create new jobs)

2. Most people who come to live here work and pay taxes. They also use health and welfare services. On ba-
lance, do you think people who come here take out more than they put in or put in more than they take out?

(0 = generally take out more - 10 = generally put in more)

3. Isthe problem of crime in Slovakia made worse or better by people coming to live here from other countries?

Please use this scale. (0 = problem of crime made worse - 10 — problem ofcrime made better).
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The questions about age, gender, education (1 = completed primary education, 2 = completed secondary edu-
cation, 3 = completed tertiary education) and political orientation (“In politics, people sometimes talk about
“left” and “right”. Indicate where you would be on this scale, where 0 means left and 10 means right.”) were

used as control variables.

The data were processed in IBM SPSS v26.

Results

The results are presented for individual groups according to job status. A one-way analysis of variance was
used for the category of employed respondents, unemployed respondents, and pensioners, to compare the
effect of migration on the examined variables(effect of migration on jobs, health/welfare services, problem
of crime). Respondents (the employed, unemployed and pensioners) in individual groups (CG, G1, G2) were
compared in the perceived effect of migration on jobs, health services /social security and crime problems.

Results are shown in Table 2.
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Table 2

Comparison of the perceived effect of migration on jobs, health services /social security and the problem of

crime for respondents by individual groups (CG, G1, G2)

the perceived
effect of group mean SD n F df p
migration on...

CG 4.36 3.01 151
jobs G1 4.45 2.74 165 260 2 771
G2 4.59 2.45 164
CG 4.64 2.73 145
employed }Vb%?grleaggmces G1 4.63 2.47 160 .008 2 .992
G2 4.61 2.41 152
CG 4.02 2.19 140
problem of crime  G1 3.80 2.16 153 .521 2  .504
G2 4.01 2.13 153
CG 4.20 3.24 25
jobs GI 4.22 3.9 27 183 2 .833
G2 3.67 2.72 15
CG 4.40 2.86 25
unemployed gz?gfeaggm ces GI 4.82 2.33 28 162 2 .851
G2 4.60 3.4 15
CG 3.67 2.52 21
problem of crime  GI 4.52 2.53 25 1.739 2 .185
G2 3.00 2.48 14
CG 4.64 2.56 66
jobs GI 4.07 2.83 55 .689 2  .504
G2 4.46 2.61 57
CG 3.98 2.48 61
pensioners E/lv?eellgrlea?grvi ces GI 4.45 2.80 55 .987 2 .375
G2 4.64 2.68 59
CG 3.28 2.18 64
problem of crime  GI 3.46 1.88 54 .325 2 723
G2 3.60 2.38 57

It was found that there were no statistically significant differences between the individual groups of employ-
ed respondents (p > .05), unemployed respondents (p > .05) and pensioners (p > .05). ultivariate analysis of

covariance (group, employment status, group x employment status) was conducted to compare the perceived



40

effect of migration on jobs, health services /social security and the problem of crime. Control variables were
gender, age, education, and political orientation. Using Pillai’s trace, there was no significant effect of group
(CG, G1, G2), V = .006, (F(6, 1130) = .607, p = .725); employment (the employed, unemployed, pensioners),
V =.006, (F(6, 1130) = .529, p = .787) on the perceived effect of migration. Also, there was no significant diffe-
rences ofthe interaction of group x employment V = .016, (F(12, 1698) = .744, p = .709) on the perceived effect
of migration. When it comes to control variables, gender (V = .004, (F(3, 564) = .690, p = .558)), age (V =.007,
(F(3, 564) = 1.270, p = .284)), and education (V = .008, (F(3, 564) = 1.529, p = .206)) did not cause differences
in the constructs examined. There were significant differences based on political orientation (V = .030, (F(3,
564) = .5.888, p = .001)) of respondents. There were smallpositive effectsof political orientation (o = left, 10
= right) on perceived effect of migration on jobs (f = .181, t = 4.071, p < .001, CI [.094, .268]), health/welfare
services (B = .146, t = 3.510, p < .001, CI [.064, .227]), and crime problems (f = .090, t = 2.467, p = .014, CI
[.018, .161]). This means that the more right-wing the person is, the more positively he or she perceives the

consequences of migration.

Discussion

The goal of the paper was to compare the perceived effect of migration on jobs, health and social security, and
crime in the country in the group of employed, unemployed and retired respondents regarding to the type of
migrants assessed — general definition of people coming to Slovakia, people coming for work / study and peo-

ple coming because of the threat in their home country.

The average values in the individual groups were on the negative pole of the spectrum—it could be said that
incoming people take jobs, in health services and social security they take more than they give, and by coming
to live here, the problem of crime in Slovakia gets worse. This finding is supported by the results of other ar-
ticles based on survey data (European Social Survey, Eurobarometer) which stated that Slovakia is one of the
countries with negative attitudes towards migrants (Heath & Richards, 2016, Bozoganova, 2020; Bozogéaro-
va& Piterov4, 2020). Our assumption that, in the cross-section of groups according to employment, differences
in individual perceived effects on migration will be demonstrated and that the perceived effect of migration
will be more positive in the group of “involuntary” (afraid for their lives) migrants in the groups of employed,
unemployed and retired pensioners than in the group of “voluntary” (coming to Slovakia to study or work)
migrants was not supported. The various assessed characteristics of migrants did not cause differences in
the perception of the effect of migration on the conditions in the country - for whatever reason, a person who
comes to Slovakia is perceived as a threat. Similarly, groups according to employment status (the employed,
unemployed, pensioners) did not differ in the perceived effect of migration on the examined variables even

within the experimental groups (CG, G1, G2).

It could be said that only the respondent's current employment status does not cause differences in the perce-
ived effect of migration.Whether the person is employed, unemployed or a pensioner does not affect attitudes
towards the perceived effect of migration. Based on literature, lower socioeconomic status, lower education,
higher religiosity, older age, and rightist political orientation are associated with a higher sense of immigrant
threat (see e.g. Hainmueller&Hiscox, 2007, Gorodzeisky, 2013, Tartakovsky& Walsh, 2015, Hoxhaj& Zuccotti,

2021). Based on the available data, we were able to control the variables gender, age, education, and political
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orientation. Gender, age, and education did not cause differences in the perceived effect of migration in our
research sample. In terms of political orientation, we found that the more right-wing the person is, the more
positively he or she perceives the consequences of migration, which is not in line with previous research (Go-
rodzeisky, 2013).As Kento$ (in press) states in his research, the general absence of differences in attitudes
towards migrants based on political orientation indicates a relatively limited influence of ideology on attitudes
towards migrants in Slovak conditions. It would be appropriate to address this phenomenon and reveal what

mechanisms cause it within the Slovak population.

Assumptions that unemployed respondents will perceive effect of migration more negatively than other groups
was not supported, which is not in line with studies by Malchow-Magller et al. (2008) and authorsGorodzeisky
and Semyonov (2009). Generalizing the results of studies on attitudes towards migrants is not easy because,
as de Haas (2021) says, it is unrealistic to simply assume that dissimilar social groups will develop similar aspi-
rations and tendencies to migrate even when exposed to similar set of external factors or stimuli or ‘push’ and
‘pull’ factors. This statement may similarly apply to natives and their attitudes. As there are several theories ex-
plaining attitudes towards migrants, not all of them are suitable for explaining the relations in different coun-
tries. For example, the contact theory may not be a suitable means of explaining attitudes towards migrant
and migration in Slovakia. Slovaks generally do not encounter migrants to such an extent as e.g. Hungarians

or Germans (Bozoganova, 2020).

The results of the study are limited by small number of unemployed respondents. It was caused by the effort to
get the representative research group.Unemployed respondents made up 9.1% of the original research sample,
which is 1.53% more than the percentage of unemployed in 2020.There are more women among the unemplo-
yed respondents in our research sample. This may be due to the fact that some women stay at home with their
children after maternity leave and are voluntarily unemployed. It would be appropriate to distinguish between
voluntary and involuntary unemployment when measuring attitudes on these issues in the future.Only general
differences were studied in the perceived effect of migration with respect to the type of arriving migrants and
their employment status. Socioeconomic status and religiosity were not controlledbecause we did not have
this data available. Data were not collected as a priority for this purpose and therefore not all variables were
included.Another limit of the study is the cross-sectional design. Longitudinal research in this area would be

beneficial, looking at how changes in employment status affect the perception of incoming migrants.

In further research in Slovakia regardingthe employment status it would be appropriate to look at other related
characteristics (e.g., income satisfaction, job security, skill level, locus of control, duration of unemployment

...). More research could lead to a better understanding of migrant attitudes regarding employment status.
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TEACHERS DURING COVID-19 LOCKDOWN:
TELEWORK AND ONLINE TEACHING

Denisa Fedakova!, Alexander Loziak!
9

ICentrum spolocenskych a psychologickych vied SAV
Abstract:

Aims. The aim of this paper is to show the situation in which primary school teachers found themselves in
the course of their work during the school closure when the teaching process took place online and the home
of teachers was the place of work. The paper aims to identify the sources of work demands in time of telewor-

king and online teaching and to point out the newly gained skills of teachers.

Method. The research sample consisted of 490 primary school teachers. In September 2020, primary school
teachers throughout Slovakia were contacted electronically individually or in groups with a request to fill
in an online questionnaire. In this paper, we analyse the answers of primary school teachers to two open
questions of the online questionnaire in the context of the Covid-19 pandemic: i) What caused you the grea-
test burden in performing telework? ii) What new skills did you learn while performing telework? Responses

were categorized by conventional content analysis.

Results. The burden put on teachers was evident especially due to insufficient ICT and unstable quality of
internet connection but also due to working time and family demands. It is therefore striking that teachers
in many cases were not provided with the necessary support from school management and competent insti-
tutions in this difficult situation. However, the positives that teleworking has brought to teachers cannot be
overlooked, for example, thanks to newly acquired skills and competences. Above all, it was the gained expe-

rience in conducting online teaching and teleworking, adopting new ways of teaching and communication.

Conclusions. Despite the uncertainty and work demands teachers continued to pursue the profession du-
ring the COVID-19 pandemic, also in the form of teleworking and online teaching. Globally, telework is
perceived as a suitable (alternative) form of work but in the performance of the teaching profession several
factors of the online teaching process come into play and in its long-term application it is necessary to take

them into account and correct their effects.

Limits. The limit of the study is the sample selection which was occasional and the questionnaire was filled

in by teachers with the online connection and experienced with the online questionnaires.

Keywords: Primary school teachers, teleworking, online teaching, new skills, COVD-19 pandemic.

Abstrakt:

Ciele. Cielom prispevku je priblizit situdciu, v ktorej sa ocitli ucitelia a uéitelky zakladnijch $kol (ZS) pri
vykone svojej prace pocas uzatvorenia skol, ked’ vyucovaci proces prebiehal online a miestom vijkonu prace
boli domacnosti uciteliek a ucitelov. Prispevok ma za ciel identifikovat zdroje pracovnej zataze pocas tele-

prace a online vyucovania a poukazat na nadobudnuté zrucnosti ucitelov a uciteliek.
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Metéda. 490 uciteliek a uditelov ZS (186 prvy stupeit a 304 druhy stupert) odpovedalo v septembri 2020
na dve otvorené otdzky online dotaznika: Co vdm spdsobovalo najvdcésiu zataz pri vykone prace?; Co nové

ste sa naucili v situacii pandémie? Odpovede boli kategorizované metédou konvencnej obsahovej analyzy.

Vysledky. Medzi zdrojmi pracovnej zataze ucitelky a ucitelia uvadzali chybajtice a ¢asto sa meniace usmer-
nenia tykajice sa vykonu prace, nedostatocéné technické zabezpedenie vyucujicich aj Ziakov, ¢asovil naroc-
nost pracovnych uloh a zaroven zvladanie domacich povinnosti. Z odpovedi o nadobudnutijch zrucnostiach
mozno spomentit tieto kategorie: osvojenie si novych online zrucénosti a ich aktivne pouZivanie, zavedenie

novych ,vlastnych” vyucovacich postupov a foriem komunikacie.

Zavery. Napriek pocitovanej neistote a zatazi ucitelia a ucitelky pokracovali vo vykone profesie v situacii
pandémie COVID-19. Telepraca a online vyucovanie boli vnimané ako vhodné ,,alternativne” formy vyuco-

vacieho procesu, no pri ich dlhodobej aplikacii je potrebné na nich prihliadat a korigovat'ich dopady.

Limity. Vijber vzorky bol prileZitostny a dotaznik vyphiali uéitelky a uéitelia s moznostou online pripojenia

a so skiisenostou s online dotaznikmi.

KUlucové slova: Ucitel'ska profesia, telepraca, online vyucovanie, nové zrucnosti, pandémia COVD-19.

Introduction

Let‘s start with a definition: Labor Code (§ 52, 2021) defines telework as a type of work that could be performed
at the employer‘s workplace, but is performed regularly within the established weekly working hours or a part
of it from the employee‘s household using information technology, with which the electronic data transmi-
ssion over a distance is regular. When we analyzed the advantages and disadvantages of IT staff teleworking
in 2016(Fedakova & Istoriova, 2017), we found that online work outside the workplace is accepted as a bonus
or temporary solution to an emergency situation, but on a long-term basis, it did not suit all employees.A few
years later, however, due to the Covid-19 pandemic, there were periods when teleworking (online work from
home) was the only option for carrying out many professions, among others, the teaching profession.During

the state of emergency in Slovakia, telework was ordered in many professions.

For some data (or text)-handling professions (programmers, data analysts, writers, journalists etc.)this did not
mean a radical change in the work process, but for the teaching profession, which emphasizes teacher-pupil in-
teraction and in which the group dynamics of the school classroom and school environment play an important
supporting role, the transition to online environment was a significant intervention in the teaching process.
In addition, teachers were required to immediately adapt to this change. Online teaching meant the transition
from personal contact to its online form with minimal previous experience on the part of both the teachers and
the students / pupils. Worldwide, the issues of technical implementation of the online teaching process have
been addressed and the context of this process in the work and personal areas of teachers has been named

(Lepp et al., 2021; Wang et al. 2021).

For primary school teachers, this meant a change not only on their part, but also primary school pupils, and
especially the first-grade pupils (aged 6 to 10), had to deal with major changes, which in most cases was not

possible without the assistance of parents or other family members. Not to mention the need for the necessary
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technology at their disposal, on the side of teachers and the pupils. It is not surprising that the situation posed
a significant work and mental burden for teachers. The first analyses of the responses of primary school tea-

chers showed an increase in stress during the first lockdown in April 2020 (Loziak et al., 2020).

The aim of this paper is to show the situation in which primary school teachers find themselves in the course
of their work during the school closure at the end of September 2020, when the teaching process took place
online and the home of teachers was the place of work. The paper aims to identify the sources of work demands

during teleworking and online teaching and to point out the acquired skills of teachers.

Method
Approach

In September 2020, primary school teachers throughout Slovakia were contacted electronically individually or
in groups with a request to fill in an online questionnaire, the link of which was made available to them. It was
an occasional choice. In this paper, we analyze the answers of primary school teachers to two open questions

of the online questionnaire in the context of the Covid-19 pandemic:
«  What caused you the greatest burden in performing telework?

+  What new skills did you learn while performing telework?

The answers were entered by the teachers directly into the online questionnaire. One answer contained an

average of 7 words. Responses were categorized by conventional content analysis (Hsieh & Shannon, 2005).

Based on the differences in the teaching process in the first and second stage of primary school, we assumed the
presence of differences in the categories of teachers according to the stage of primary school education. (Note:
Primary school education in Slovakia usually starts at the age of 6. Primary school is divided into two stages.

First stage lasts for four years (1st — 4th year of study). Second stage lasts for five years (5th — gth year of study).

Sample

The research sample consisted of 490 primary school teachers. 186 of them were at the first stage of elementary
school (94% women) and 304 were at the second stage of elementary school education (88% women). The pre-
dominance of women in the sample represents their representation in the teaching profession in Slovakia. The
age ranged from 26 to 60 years (mean 44.3 years, SD= 8.87) and years of practice from 1 to 38 years (meani9
years, SD=10.12). Teachers from all regions of Slovakia were represented in the sample (13.5% Bratislava re-
gion, 9.6% Trnava region, 10% Trenéin region, 11.5% Nitra region, 11.8% Zilina region, 10% Banska Bystrica

region, 19.4% PreSov region and 14.1% KoSice region).
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Results

In the first part of the results, we present the categories that we generated from the answers of teachers to the
question: What caused you the greatest burden in performing telework? We followed the method of conventi-
onal content analysis, i.e. we created categories directly from the text of the answers. We worked with the text
from the answers of teachers from both primary school stages and in the case of the presence of differences
between stages of primary school education, these differences are listed in the relevant category. They are given

in parentheses next to the statements (gender, age / years of experience / stage of primary school education).

Category 1: Technical side of online teaching

The content of this category consisted of answers: Insufficient technical support; Limited technical possibi-
lities of teachers and pupils: ,, Technically equipped or rather non-equipped teachers” (F, 52/38/1); Internet

connection options and connection quality.

Category 2a: The course of online teaching: focused on pupils

This category reflected the differences caused by the specifics of both stages of primary school. At the first
stage, the content of this category was filled with answers related to the age of pupils and maintaining their
attention: ,,Cooperation with small, specifically 7-year-old children via the Internet.Without their parents,
they are lost” (F, 42/20/1). At the second stage, it was the lack of discipline of pupils and worsened behavior:
»~Many pupils perceived distance education as a holiday.“(F, 34/3/2)

Category 2b: The course of online teaching: focused on the process

This load category was only identified by the primary school teachers. These were the different dynamics of the
online teaching process, the slow / slower pace of work, ineffective teaching for the youngest schoolchildren
and the presence of parents: “The presence of parents / siblings did not have the best effect on the course of

teaching, as they interfered in the process.” (F, 37/13/1)

Category 3: Communication as a burden

In connection with the perceived work demands, teachers often made relentless and exhausting phone calls to
parents, who often needed to manage the teacher's work, as well as parental and pupils” excuses. ,, I am most

burdened by unnecessary communication with the parents, which I cannot get used to.“ (M, 33/3/1)

Category 4: Helplessness

In this category, the differences were identified due to the specifics of both stages of primary school. At the first
stage, it was helplessness resulting mainly from the weak impact on pupils, insufficient interaction; and that
not all pupils could be connected: ,,Some children did not have the opportunity to participate in online tea-
ching“ (F, 50/27/1). Teachers at the second stage of primary school education were burdened by the reluctance

of pupils and their irresponsibility: ,,How to lead all pupils to fulfill their responsibilities?” (F, 27/1/2)
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Category 5: Absence of personal contact

The demand identified by the teachers was also the long-term separation from the pupils, the lack of or insu-
fficient contact with the pupils: “I miss the personal contact with little pupils a lot.” (F, 35/12/1); “The greatest
feeling of demand for me was caused by not having real feedback from pupils, real contact in time and space,

so that I could find out what they understand and what they don’t understand in the curriculum.”(F, 41/17/2)

Category 6: Work - personal life (family) imbalance

The demand was also represented by endless working hours and lack of time for work recovery and rest “T
suffer from the lack of time for myself and for my family”(F, 42, 15/1).It was also time consuming to reconcile
distance teaching from home with the upbringing of their own children, who were also at home, plus houseke-
eping: ,,I had a problem combining distance learning and 2 of my own children at home (9 and 3 years old).“
(F, 38/10/2)

Category 7: ,,Paperwork*

The addition burden during online teaching and teleworking was caused by extraregistration, archiving of va-
riety of forms and declarationsand related administrative work ,,Large amounts of extra documentation.” (F,

28/5/1); "Enormous paperwork required, we are not secretaries, we are teachers.”(M, 36/10/2).
Category 8: Amount of work and responsibilities

This category consisted of the burden associated with guiding parents and pupils online, checking pupils* tasks

and their evaluation, preparation for online lessons: ,,16-hour work day with preparations.” (F, 38/15/2)

Category 9: Uncertainty and health concerns

The burden experienced was associated with uncertainty about what the Covid-19 situation will look like in the
near future and how long it will take. There were also negative effects associated with the amount spent at the
computer: ,health problems - eyes, spine, hand”“ (F, 56/34/1); Situations where teachers also taught during an

illness were a serious burden: ,,Even though I am sick, I teach online every day.“ (F, 49/20/1)

Category 10: Regulations, changes, management

This category was saturated with the burden experienced in connection with a number of unnecessary organi-
zational mistakes, confusing approach of school management, constant changes, chaos and unclear regulati-
ons of the Ministry of Education, Science, Research and Sport of the Slovak Republic: “When I hear the word
RECOMMENDED, I feel that the authorities are relieving themselves of responsibility.” (F, 31/7/2)

Category 11: Lack of encouragement, support, help

Feelings of burden were deepened by little help and support, and teachers were left without appreciation of
work, without moral encouragement and with insufficient support from the state. In addition, the burden was
also represented by increased costs for the use of own facilities for contact with pupils and preparation of ma-
terials: ,,Using only my private resources - computer, data, electricity - without any help from school or the
Ministry.“ (F, 48/23/2)
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Category 12: No stress, no burden reported

This category of NO DEMANDS was identified only by first grade teachers (both males and females). Teachers
reported no perceived demands. The category content consists of statements on feelings of security and clear

guidelines: “T do not feel stressed, there is no burden on me.“ (M, 30/3/1); “Nothing to worry about, no stre-
ss.”(F, 40/18/1)

In the second part of the results, we present the categories that we generated from the answers of teachers to
the question: What new skills did you learn while performing telework? The same procedure for analysis as in
the first part of results was applied. We worked with the text from the answers of teachers from both primary
school stages and in the case of the presence of differences between primary school stages, these differences

are listed in the relevant category.

Category 1: Online teaching / teleworking

Teachers of both primary schoolstages stated that they had learned to work from home, mastered the format of
teleworking, learned to lead and manage online teaching: ,I learned to teach and communicate with children

through zoom.“(F, 50/28/1)
Category 2: Acquisition / expansion of digital literacy and ICT usage

This category included acquired skills related to a better understanding of Edupage features and new appli-
cations, forms and methods. (Note: Edupage is the online information system used at schools in Slovakia).
Teachers have learned about the many benefits of online platforms and learned how to work better with com-
puters: ,,Yes, I discovered my shortcomings in working with a computer, but over time I have mastered it.“
(M, 48/24/1) Working with technologies and using them for the quality of online teaching was the subject of
another category. Teachers emphasized the use of online materials and the possibility of sharing them, wor-
king with interactive textbooks and exercises: ,,I was preparing so that I could explain the curriculum at a

distance.” (F, 56/33/2)
Category 3: Free hands, freedom, creativity

In this category, teachers emphasized that online teaching and teleworking allowed them to take a more crea-

I3

tive approach and work with ICT ,,on their own*: ,,I created my own tests, materials and instructional videos.

(F, 35/11/2)
Category 4: Online communication as a useful tool

Teachers in the first stage praised better communication with parents and online class meetings with parents,
in the second stage teachers also communicated directly with pupils. ,,I have learned to communicate through

MS Teams, which will certainly come together if we are forced to switch again to the distance form of tea-

ching.” (F, 48/24/1)
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Category 6: New skills reported with a humor / sarcasm

In this category we have included statements in which, with humor or a dose of exaggeration, teachers descri-
bed what they learned during teleworking. ,,I have learned to work at 200%* (F, 37/15/1); ,,Work 24 hours a
day“ (F, 48/22/2); ,I did not have time to learn new things.“ (F, 27/1/2)

Category 7: Personal growth

Teachers stated that they had learned to control themselves, tolerance, patience and control their emotions.
»I have learned patience and humility“ (M, 32/3/2); ,,Not skills, but self-control - to control own emotions.“
(F, 40/9/2)

Category 8: ICT (Self) study

This category was saturated with statements about how teachers have mastered teleworking and online tea-
ching through self-study. It was about how they learned to use their own (and other available) materials online:

»I learned everything about working with video calls, videos and online tests myself.“ (F, 48/25/2)
Category 9: No new skills

In several cases, teachers’ statements repeated that they had not learned anything new or acquired new skills
during teleworking and online teaching: , I was skilled enough in working with a computer, and I did not

learn any novelties.” (F, 42/18/1)

Discussion

The identified categories of the experienced burden and their content pointed to many negatives associated
with teleworking in the teaching profession and online teaching. But first we will point out how should it be
in an ideal case. Wang et al. (2021) summarized the requirements for effective online teaching as follows: in
preparing for lessons, it is necessary to take into account the objectives of teaching and the interaction between
teacher and pupil/student. The third factor that is often neglected is the readiness and support of teachers in
the online environment. The findings presented in the paper confirmed that in the situation faced by teachers
during the pandemic, there was not enough time to prepare, and there was a lack of not only technical equip-
ment, but also experience with online teaching, both on the part of teachers and pupils. This has been confir-
med by studies conducted in many countries (Lepp et al., 2021; Gudmundsdottir & Hathaway, 2020). The bur-
den put on teachers was evident and it is therefore striking that teachers in many cases were not provided with
the necessary support from school management and competent institutions in this difficult situation. Besides
the teaching duties there was additional adminiatration and paper work and also hours of communication with
parents. We agree with other authors (Gartmeier et al., 2016) that this may cause additional burden. The voices
of teachers were often heard that no support had been given to them, and the interest in how (and if at all) they
managed to cope with the situation was minimal. Of course, the situation was complicated by unclear and too
often changing regulations and the absence of personal contacts. In this line the paper by Baert et al. (2020)

reports the general fear of employees that telework will weakens ties with their colleagues and employer.
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However, the positives that teleworking has brought to teachers cannot be overlooked, for example, thanks to
newly acquired skills and competences. Above all, it was the gained experience in conducting online teaching
and teleworking. In many respects, teachers emphasized that, despite the situation of school closures, telewor-
king allowed them to stay in touch with pupils. The fact that pupils often stayed at home during the lessons
and stayed alone in from of the computer allowed teachers to get to know the work and reactions of individual
pupils better (i.e. how pupils work and think on their own). The benefit was that even in connection with the
newly acquired ICT skills, which the teachers immediately passed on to the pupils, which globally resulted in
the acquired positive attitude towards ICT. Related to this were other positives cited by teachers reflecting the
»discovery“ of online opportunities, benefits and functions of online platforms and available online materials
relevant to (online) teaching. The findings also reflect the overall readiness of teachers for coping with the new
challenges. As stated by Gudmundsdottir and Hathaway (2020)“despite teachers’ unpreparedness for online
teaching, they still were able to use available tools and willing to make online learning work for them and their
students”.Another advantage of using ICT during teleworking was the easier facilitation of online communica-
tion with parents on an individual and group level. In addition, during the telework, teachers emphasized the
presence of effective social support and co-workers’ cooperation. Finally, in accordance with the research of
Lepp et al. (2021), our study also captured the statements of teachers reminding that they already had the ne-

cessary online skills and competencies, and so the transition to online teaching was a positive change for them.

Conclusion

At the end of the article, we would like to give recognition to teachers who, despite the uncertainty and work
demands, continued to pursue the profession during the COVID-19 pandemic, also in the form of teleworking
and online teaching. Our findings suggest that the differences between teachers at first and second stage of
primary school education in the perception of work demands and in the acquired online skills were not often
reported. Hence, the identified categories point to many similarities in situations of online teaching and tele-
working of primary school teachers. The limitation of the study is the sample selection which was occasional
and the questionnaire was filled in by teachers with the online connection and experienced with online questi-
onnaires. The data obtained do not allow a deeper regard of the issue, but provide an overview of the sources of

work demands and the skills learned by teachers while teleworking during the COVID-19 pandemic.

Globally, telework is perceived as a suitable (alternative) form of work, but in the performance of the teaching
profession several factors of the online teaching process come into play and in its long-term application it is
necessary to take them into account and correct their effects. On the positive site there stand many new skills
gained by teachers and pupils during the Covid-19 pandemic that broaden ICT experience and highlighted new

possibilities for teaching.
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ABSENCE OF MEASUREMENT TOOLS INVESTIGATING
ATTITUDES TOWARDS UNIVERSITY STUDY OF INFORMATION
AND COMMUNICATION TECHNOLOGIES (ICT) - THEORETICAL

REVIEW
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ISlovak Academy of Sciences, Institute of Experimental Psychology, CSPV

Abstract:

Aims. The aim of this study is to identify and explore psychological measurement tools, used for measuring

attitudes towards studying information and communication technology (ICT) at the university.

Method. We applied a systematic review search in the relevant databases such as Science Direct, Web of

Science, Scopus and also in the Google scholar.

Results. Number of identified measurement tools depends on the exclusion criteria based on quality such
as reliability, validity, relevant theoretical background, sample size, rigour methodological apparatus and
others. We were able to identify 53 relevant independent measurement tools investigating attitudes, percep-
tions, motivation and values of students generally towards STEM (science, technology, engineering, mathe-
matics) or specifically toward the study of STEM. Only 9 are specialized mostly or only in ICT and met our
exclusion criteria related to quality. The reported number of measurement tools published in peer-reviewed

journals could be discussed because of lack of validity, reliability or lack of relevant theoretical background.

Limits. Because of the absence of these specialized tools, we could speculate if the existing tools used for
STEM, should be more specified and adjusted towards ICT, or they are fully applicable to IT domain.

Conclusion. Our results indicate that there is an absence of specified and psychologically validated me-
asurement tools specialized in measuring attitudes towards ICT university study. Future research should
concentrate on the development of new measurement tools, which meet the highest levels of scientific rigour.
We think that most of the existing tools used in practice does not meet psychometric quality requirements and
more focused tools specialized at ICT should be developed.

Keywords: attitudes towards university study of ICT, measurement tools, psychometric qualities

Introduction

Superiorly educated, trained and experienced workforce in science and technology and their availability or
scarcity was recognized by governments around the world as a limiting factor for future national success.
Therefore, we can identify voices (Summers & Abd-El-Khalick, 2018) calling for more governmental support
of STEM study and in the last decades for ICT study (Happe et al., 2021). Lack of qualified and educated ICT
specialists is Slovak national problem (Vel$ic, 2019). To make it worse, young generation interest for ICT study

is even falling down from already low levels (Giirer & Camp, 2002). From a psychological perspective there are
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several theoretical approaches with established theories trying to shed light on the process of ICT occupational
choices. Most used and generally accepted are: Expectancy-value theory (Eccles & Wigfield, 2002; Wigfield &
Eccles, 2000) and Theory of planned behaviour (Ajzen, 2001). Both of these are working with psychological
construct attitudes, in our case attitudes toward ICT, which are the most relevant predictor of future behavi-
our (Armitage & Conner, 2001). It is based on the premise that anyone has to have positive attitudes toward
ICT when deciding to study it. And from attitudes two most important constructs arise, on which is attitude
build: self-efficacy and outcome expectancy (Vandenberg et al., 2021; Osborne et al., 2003). Measuring attitu-
des toward ICT means measuring self-efficacy in ICT and outcome expectancy ICT. This scientific approach is
also standard in STEM attitude research (Rachmatullah et al, 2020), where researchers work with self-efficacy
and outcome expectancy among other psychological constructs. Therefore, we were in our study looking for
measurement tools investigating attitudes toward ICT in general and also for measurement tools investigating

self-efficacy toward ICT or outcome expectancy.

Methodology

To identify measurement tools investigating attitudes towards university study ICT we applied a systematic
review search in the relevant databases such as Science Direct, Web of Science, Scopus and also in the Google
Scholar. First step: keywords in search and their combination: 1. University study, career interests, enrolment,
study; 2. Attitude, self-efficacy, outcome expectancy; 3. Questionnaire, inventory, scale; 4. Information tech-
nology IT, informatics, computer science — CS; 5. Information and communication technology — ICT. Second
step: manual search of the relevant articles, cross-referencing. From 546 papers found, 212 reported empirical

ICT or ICT with STEM measurement tools.

Results

Firstly, we have to say that number of identified measurement tools is highly depended on the criteria what we
apply on the quality of measurement tool. There are literally hundreds of measurement tools but most of them
lack sufficient level of psychometric characteristics and for some of them were not reported any psychometric
characteristics at all. This situation in ICT and also in STEM was critiqued by scientists from early stages of
field development till today (Munby, 1983; Blalock et al., 2008; Rachmatullah et al., 2020). Therefore, we
created list of measurement tools according to the standard criteria applied in psychological research rela-
ted to psychological measurement tools (APA standards, 7th edition). They were: 1. psychological theoretical
background and theoretical psychological constructs on which are measurement tool build, 2. psychometrical
characteristics investigated: reliability tests (Cronbach alpha - a, test retest - r), Factor structure and factor
investigation (exploratory factor analysis - EFA and confirmatory factor analysis - CFA, structural factor mode-
1ling - SFM), validity confirmation, 3. Standard processes of creation of measurement tools such as test theory

and item response theory - IRT.
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Applying these quality criteria, we created three groups of measurement tools related to ICT. First is group
consisting of measurement tools with the lowest quality, which lacks all or almost all quality criteria listed abo-
ve such as Attitudes toward computers questionnaire (ATCQ) (Jay & Willis, 1992). Tools in this group have
low level of specific psychometric indicators such as Cronbach’s alpha, or test-restest score or were missing.
In our systematic search we identify over a hundred of measurement tools like this, but because of space we
decided no report them in this paper. Second is the group with better qualities in term that at least some of the
criteria were met and we created table 1 of them. We decided that if at least two demanded standard psycho-
metric procedures were applied (etc. factor analysis, reliability tests) then we can consider it as measurement
tool, but with limited psychometric characteristics. In the table 1 we selected eight, which meets most of crite-
ria, but still missing some. They are older date, but still, we can find relatively new (Marakas et al., 2007) with
missing several important psychometric requirements, which indicate that this domain is evolving relatively
apart from psychological mainstream. Publication in mostly technical or interdisciplinary journals are symbols
of that. Third group - the best measurement tools are in the table 2. We tried to select here only those which
meets the highest standards, totalling in number 9. So, from tens of available only small percentage could be

considered as meeting basic level of requirements.
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Table 1

Measurement tools investigating attitudes about ICT

Scale (authors) Target Factor Internal Theory  Validation Item

population analysis consistency; based (IRT)
test retest

The Attitudes Toward university PC (varimax) o= 0.83; yes yes no

Computer Usage Scale - students and CFA r=.69 (2

ATCUS v.2 (Morris et al., weeks)

2009)

Attitude Towards university CFA a=.76;T yes yes no

Computers Instrument -  students =.69 (4

ATCI (Shaft et al., 2004) weeks)

Students attitudes students PC (varimax) a=.9;r yes yes no

towards computers 12 -14th =.93 (2

(Selwyn, 1996) grades weeks)

Teachers’ attitude toward  teachers EFA and CFA a=0.73; yes yes no

use of ICT (Hernandez- n.a.

Ramos et al., 2014)

The Computer university Confirmatory a=.77 -.9; yes yes no

Aversion, Attitudes, and students factor analysis n.a.

Familiarity Index -CAAFI

(Schulenberg and Melton,

2008; Schulenberg et al.,

2006 )

Computer Understanding adults PC (varimax) a=.94;n.a. yes yes no

and Experience (CUE)

Scale (Potosky, Bobko,

1998)

Questionnaire for the students Confirmatory a=.76 - yes yes no

content-differentiated academics factor analysis .88; n.a.

assessment of attitudes

toward the computer -

QCAAC (Richter et al.,

2000)

Computer Programming  university EFA a=.84 - yes no no

Self-Efficacy Scale -CPSES students .96; n.a.

(Tsai et al., 2019)
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Table 2

Measurement tools investigating attitudes about ICT

Scale (authors) Target Factor Internal Theory Validation Item
population  analysis consistency; based (IRT)
test retest
1 Brief Inventory of workers EFAand a=.74 -.9;Tr yes yes yes
Technology Self- and college  CFA =0.87- 0.89
Efficacy - BITS students (2and 8
(Weigold and weeks)
Weigold, 2021)
2 Computer Science Middle EFAand «a=.84 -.868; yes yes yes
Attitudes Scale school CFA n.a.
for middle school students
students - MG-
CS attitudes
(Rachmatullah et al.,
2020)
3 Elementary upper CFA a=.81-.88; yes yes yes
Computer Science elementary n.a.
Attitudes -E-CSA students
(Vandenberg et al., 4-5k
2021)
4 Computer user self-  university Factor a=.97;r=.86 yes yes yes
efficacy (CUSE) scale students analysis (4 weeks)
(Cassidy and Eachus,
2002)
5 Computational university EFA a=.73 -.87; yes yes yes
thinking scales - CTS students (varimax) r=o0.37to
(Korkmaz et al., and CFA 0.61(3 weeks)
2017)
6 Computer Self- College EFA a =.94; n.a. yes yes no
Efficacy Scale Students (direct
(Howard, 2014) oblimin)
and CFA
7 Computer secondary EFAand a=.86 -.94,r yes no no
programming self- students CFA = 0.5 10 0.84;
efficacy scale -CPSES n.a.
(Kukul et al. 2017)
8 Elementary Student  4th-6th CFA and a=.65-.93; yes yes no
Coding Attitudes grade SFM n.a.
Survey-ESCAS students
(Mason and Rich,
2020)
9 Programming 4th-6th CFA and a=.74-.895; yes yes no
empowerment survey grade SFM n.a.

(Kong et al., 2018) students

Discussion

We can sum our findings into these paragraphs. Firstly, there has been intensive activity and effort in creating
measurement tools in the last forty years, which literally generated hundreds of them. But from the early be-
ginning many of them were created by individual enthusiasts from ICT domains, who did not apply the best
psychological procedures for creation measurement tools known at that time. This resulted in measurement
tools which lack proper psychometric qualities. We can sum it with metaphor: frenetic activity, poor quality.

Therefore, as we set these quality criteria, the number of measurement tools vary: from nine with highest psy-
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chometric standards to few tens with acceptable quality levels, to hundreds with lowest standards, which were

in some cases based on only few or one criterion — being published in scientific medium.

We can identify some trends. First is incremental evolution in the quality terms. For example, measurement
tools such as The Attitudes Toward Computer Usage Scale — ATCUS, which were created more three decades
ago by Popovich, Hyde, Zakrajsek, and Blumer (1987) and in that time were not properly investigated in terms
of psychometric qualities. But since then, new studies emerged which incrementally improved the original me-
asurement tool, changing wording, adding or removing items, testing for validity, internal structure, reliability
etc. (Morris et al., 2009). It finally resulted in a much better measurement tool. Problem with this approach
is that initial theoretical approach and foundations on which are items created, the psychological constructs
are old or even not existing in terms of relations to established updated modern psychological theory. Second
more important trend is that in this domain we can see new measurement tools such as Brief Inventory of
Technology Self-Efficacy - BITS (Weigold and Weigold, 2021), which are created by psychologists according to
the highest current psychological standards.

There are several limits of this study. Firstly, the number of identified and selected studies depends on the
criteria we apply in the search and exclusion. Older measurement tools published in the 80s or 9os have a
broader approach (measuring electronics in general) and therefore if they are part of the study depends on the
selection criteria. Second limit is related to self-efficacy which could be measured as the ability to do abstract
things (I could handle problems with my computer) or to do specific things (I am able to create and set LAN

networks for several devices). We could speculate about the validity of such measurement tools.

As our contribution we made a new attempt to organize our knowledge about published measurement tools
measuring attitudes toward ICT using lenses and criteria used by psychology, which is surprisingly not a very
frequent approach. This led to enormous reduction of numerous measurement tools to very few with the

highest quality standard.
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MEASUREMENT OF ATTACHMENT STYLES AT THE
WORKPLACE: AAW AND WASQ QUESTIONNAIRES IN SLOVAK
TRANSLATION
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Abstract: The paper is based on attachment theory in the workplace, such as attachment to colleagues
and attachment to the workplace. The paper aimed to present the Adult Attachment in the Workplace Scale
(AAW) and the Workplace Attachment Style Questionnaire (WASQ) in Slovak translation: their internal
structure, mutual relations, and demographic context. The research sample consisted of 386 adult working
participants, of which 230 were women and 156 men aged 19 to 69 years. Most of them worked in the health
and social services (12.69%), trade (11.13%), construction (10.62%), manufacturing (10.62%), and services
(8.29%). The exploratory and confirmatory factor analysis results confirmed the 3-factor structure of both
questionnaires but in a shortened version. Correlation analysis showed the expected relationships between
the styles of attachment to the workplace and colleagues. Women scored higher in the secure attachment
to the workplace and colleagues. The correlations between attachment styles of the two measurement tools
were significant as expected. The discussion deals with the possibilities of measuring attachment styles in the
workplace depending on the object of attachment and other options for verifying the validity of measuring

the attachment styles in the workplace.

Keywords: styles of attachment in the workplace, workplace attachment, attachment to colleagues in the

workplace

Abstrakt: Prispevok vychddza z teérie attachmentu v kontexte pracoviska, ako priptitanie ku kolegom a
pripttanie k pracovisku. Cielom prispevku je predstavenie dotaznikov Adult Attachment in the Workplace
Scale (AAW) a Workplace Attachment Style Questionnaire (WASQ) v slovenskom preklade: ich vnitornej
Struktiry, vzdjomnych vztahov, a demografickych suvislosti. Vyyskumni vzorku tvorilo 386 participantov,
z tohto 230 Zien a 156 muzov, vo veku od 19 do 69 rokov. Vidsina z nich pracovala v zdravotnictve a v so-
cialnych sluzbach (12,69%), v obchode (11,13%), v stavebnictve (10,62%), vo virobe (10,62%) a v sluzbach
(8,29%). Vijsledky exploracnej a konfirmacnej faktorovej analyzy potvrdili 3-faktorovu struktiiru oboch do-
taznikov, avsak v skratenej verzii. Korelaéna analjza preukdazala oéakdvatelné vztahy medzi Stglmi prip-
utania k pracovisku a ku kolegom. Zeny skérovali vyssie v bezpecnom priputant k pracovisku a ku kolegom.
Korelacie medzi stylmi priptitania k pracovisku a priputania ku kolegom boli vijznamné v stilade s oc¢aka-
vaniami. Diskusia sa zaoberd moznostami merania Stijlov pripiitania na pracovisku v zavislosti od objektu

priputania, ako aj dalsimi moznostami overovania validity merania vztahovej vézby na pracovisku.

KUliuéové slova: styly priptitania na pracovisku, priptitanie k pracovisku, priptitanie ku kolegom na pra-

covisku
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Introduction

In the study on attachment, researchers initially focused on the mother and the child (Ainsworth,1985; Bowl-
by, 1973). According to the attachment theory, the child first creates an attachment to their mother, and then,
from their interactions with each other, the child‘s attachment style is born. If positive working models develop
within the child, a secure attachment is created (Byrne et al., 2017). In the case of a negative experience, ho-
wever, the children develop negative working models, which means anxious or avoidant attachment. The atta-
chment later functions similarly with the adults. People take longer to form attachments not only in romantic
relationships (Greskovicova & Mrazkova, 2020; Greskovicova & Mrazkova, 2021) but also at work (Hazan &

Shaver, 1987, 1990).

Attachment in the workplace is measured by self-report questionnaires, such as a one-dimensional construct
(Molero et al., 2019; Rioux, 2006) or attachment styles (Neustadt et al., 2006, Scrima et al., 2017; Scrima,
2018). In this article, we focus on two tools used to measure attachment styles in the workplace: 1) the Adult
Attachment in the Workplace Scale (AWW; Scrima et al., 2014), which measures style of attachment towards
other people in the workplace; 2) the Workplace Attachment Style Questionnaire (WASQ; Scrima, 2018),

which measures the style of attachment towards a place of work.

The Adult Attachment in the Workplace Scale (AAW; Scrima et al., 2014) measures three attachment styles
towards co-workers, arriving from attachment definitions by Hazan and Shaver (1990). According to Hazan
and Shaver (1990), an employee with secure attachment likes to work, and values work relationships. If they
fail at something, they do not make a big deal out of it. Other aspects of their lives influence the work of anxious
employees, and, at the same time, they crave praise from their co-workers. An avoidant employee is characte-
rized as someone who uses their work to avoid social interactions. Avoidant type can also be characterized as

less satisfied work-wise.

The Workplace Attachment Style Questionnaire (WASQ; Scrima, 2018) studies attachment from the perspecti-
ve of attachment to a place and links this concept to Bowlby's theory of attachment. It is derived from four
attachment styles to a place (Bartholomew & Horowitz, 1991; Scrima et al., 2017), from which three styles of
attachment were identified. Based on Scrima et al. (2017), a person with the preoccupied style fixes anxiously
on specific places and can get highly dependent. People with the dismissive attachment style also display high
levels of dependence. However, they like to use the workplace to escape social interactions. People with secure

attachment to a place view the place as a valuable resource for themselves and other people.

The attachment style of the employees can affect various aspects of employee-organization relationships (Yip
et al., 2018). Despite this fact, however, only a few pieces of research studying this topic have been conducted
in Slovakia (Greskovicova, 2020). Because of these facts, this article aims to introduce the properties of ques-

tionnaires mentioned above in their Slovak translation.
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Methods

Participants

The research sample consisted of 386 working adults from the Slovak Republic, of which 230 participants
were female and 156 were male, ranging in age from 19 to 69 years old (M=37, SD=12.12). The majority of
participants worked in the following areas: health care and social services (12.69%), sales (11.13%), industry
(10.62%), and services (8.29%). They were selected for the research with the convenient sampling method,

and, based on an informative approval, they filled out the online questionnaire.

Methods of data collection

The questionnaire was anonymous. We asked for demographic data concerning age, gender, education, field
of work, and the number of years spent with the current supervisor. A part of the questionnaire was the AAW
scale (Scrima et al., 2014), which contained 18 items and worked based on a five-point Likert scale. The scale
differentiated between three factors, which were secure, preoccupied, and avoidant attachment styles. Our
questionnaire also included the WASQ scale (Scrima, 2018), which contained 15 items. This scale was also
evaluated with a five-point Likert scale. The scale measured secure, dismissive, and preoccupied attachment.
Slovak versions of the scales were developed based on a consensus of translations from two independent re-

searchers (Geskovicova, 2020).

Methods of data analysis

As the first step, we performed a confirmatory analysis of the original WASQ (X2 = 339.236; p <.001; CFI =
.853; TLI = .822; RMSEA = .087; SRMR = .077) and AAW (X2 = 572; p <.001; CFI = .745; TLI = .705; RMSEA
=.093; SRMR = .079) questionnaire models. However, since the data did not show an acceptable fit with the
model, we proceeded to verify the factor structure of the questionnaires through exploratory factor analysis

and subsequently again its verification by confirmatory factor analysis.

Using the exploratory factor analysis, we examined the structural validity of the questionnaires, and with con-
firmatory factor analysis, we checked the model‘s suitability. To examine the suitability of the model, we used
the following indexes: Tucker-Levis Index (TLI), Root Mean Square Error of Approximation (RMSEA), Root
Mean Square Residuals (SRMR), Comparative Fit Index (CFI). The reliability of the factors was examined with

Cronbach's alpha. Correlations between the factors were examined with the Pearson coefficient.
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Results

To verify scale AAW (Scrima et al., 2014), we applied exploratory analysis with Oblimin rotation (KMO=.793).
After assigning the three factors, we removed the items that saturated none of the factors or saturated several

factors at once. The removed items were 3, 4, 7, 15, 16, and 18 (table 1).

Table 1

Exploratory factor analysis of AWW

Factor Loadings

F1 F2 F3 Uniqueness

1. {Nf(g‘ll? it difficult to allow myself to depend on others at 723 555
2. Work colleagues are never there when you need them .597 .530
5. i (?;gllétt(gi}f,ﬁcult, in the workplace, to trust others 642 550
6. Ioften feel that I am on my own in this company 716 442
8. I often worry that work colleagues do not trust me .564 .555
0. %ﬂf{iéld work colleagues reluctant to be as open as I would 405 579
10. I often worry that people would not want to stay in my 651 551

work team
11. I want to be completely in tune with my work colleagues .557  .672
12. Work colleagues are sometimes put off by my desire to be

on their wavelength -550 714
13. Ifind it relatively easy to get close to others at work .603 587
14. Ido not often worry about someone confiding too much in

me at work 591679
17. I am comfortable having others depend on me at work 412 716

Note. Applied rotation method is oblimin. F1 (avoidant style AAW), F2 (preoccupied style AAW), F3 (secure style AAW)

The resulting confirmatory factor analysis model failed to show an acceptable data fit (CFI=.875; TLI=.838;
RMSEA=.085; SRMR=.066). We proceeded by removing items 11 and 12 because their contribution to data va-
riability was the least significant (R2=.103; R2=.257). After this step, the model displayed the acceptable value
of the indexes (CFI=.924; TLI=.894; RMSEA=.077; SRMR=.056), however, only at the limit of the acceptable
conditions (Picture 1). The avoidant attachment consisted of items 1, 2, 5, and 6 (a=.780). The preoccupied
attachment consisted of items 8, 9, and 10 (a=.71). The secure attachment consisted of items 13, 14, and 17
(a=.59). The three factors all together explained 40.6% of the total variability. The avoidant attachment ex-
plained 17.4% of the total variability, the preoccupied attachment explained 12.1% of the total variability, and

the secure attachment explained 11% of the total variability.
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Figure 1

The three-factor model of the AWW questionnaire

With the WASQ scale (Scrima, 2018), we applied exploratory factor analysis with Oblimin rotation (KMO=

.784). After assigning the three factors, we removed the items which saturated none of the factors or saturated

several factors at once: 9, 10, 12, and 15 (table 2).

Table 2

Exploratory factor analysis WASQ

Factor Loadings

F1 F2 F3 Uniqueness

1. Some places in my organization bring back bad memories .567 .558
2. In my organization, I prefer to avoid certain places, even if

that interferes with my work 790 -354
3. D'm attached to my workplace 486  .756
4. Idread going back to my workplace after holiday 755 .479
5. I often feel anxious in my workplace .790 .328
6. My workplace is like me .596  .641
7. Isometimes feel oppressed by my workplace .575 .616
8. Ienjoy the time I spend in my workplace .599  .543
11. I'wouldn’t enjoy working in another place as much .510  .705
13. I would find it very difficult to leave my workplace for good .563  .692
14. I prefer not to go to certain places in my organization 738 .502

Note. F1 (preoccupied style WASQ), F2 (dismissive style WASQ), F3 (secure style WASQ)
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The resulting confirmatory factor analysis model failed to prove the sufficient concurrence between the data
(TLI=.896). We proceeded by removing item 3 due to its minimal impact on the variability of the data compa-
red to the other items (R2=.145). After this step, the model (Image 2) displayed sufficient indexes (CFI=.946;
TLI=.924; RMSEA=.065; SRMR=.058). The dismissive factor consisted of items 1, 2, and 14 (a=.76). The
preoccupied factor consisted of items 4, 5, and 7 (a=.76). The secure factor consisted of items 6, 8, 11, and 13
(a=.66). These factors all together explained 43.9% of the total variability. The dismissive factor explained
14.1% of the total variability, the preoccupied factor explained 15% of the total variability, and the secure factor

explained 14.1% of the total variability.

Figure 2

The three-factor model of the WASQ questionnaire

The correlation matrix showed the expected results (Table 3). Correlations between individual factors were on
the level of statistical significance p<.001, except for the correlation between the dismissive style WASQ and
the secure style WASQ (r= -.075; p=.142). Large positive relationships appeared between the dismissive style
AAW and the preoccupied style AAW (r=.505; p< .001) and between the preoccupied style WASQ and the dis-
missive style of attachment AAW (r=.550; p< .001). Medium correlations appeared between the secure style

AAW and the WASQ (r=.309; p< .001).
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Table 3
1 2 3. 4 5
1. Secure style
AAW
2. Zlilldxe‘(/)vccupied style e
3. ﬁ%i\;iant style _oQp¥¥E 505%%*
4. ‘S/\(;zlélg style 309%** _180%¥¥ ook
5. %g%c(gupied style -.2ogwrk 321%% 550%%% - 245k
6. ‘lzfiglsistive style -.2g47¥* 450%H 4677 -.075 4T

**%=p<.001

The difference between men and women appeared only with secure attachment styles (WASQ Cohen‘s d=

-.339; AAW Cohen‘s d= -.276), where women scored higher than men.

Discussion

This article aimed to introduce Slovak versions of questionnaires AAW (Scrima et al., 2014) and WASQ (Scri-
ma, 2018). In both cases, the three-factor structure of the questionnaire was supported, but only in their shor-
tened version. Our findings agree with the original findings of the authors and with the original theory of wor-
kplace attachment by Hazan and Shaver (1990), as well as with the findings of De Andrade & Pedruzzi (2020).
It is remarkable that, even though the WASQ scale is derived from the four-factor model by Bartholomew and
Horowitz (1991), it still supports the three-factor structure. Even the AWW scale (Scrima et al., 2014) is based
on a two-factor solution by Neustad et al. (2006), the results supported the three-factor structure. Smaller
differences can be found in the correlation matrix. One crucial difference is present, for example, in the WASQ
scale (Scrima, 2018), in which significantly negative correlations between secure attachment style and insecure
attachment styles were found. In our case, we found none or just very weak statistically significant negative
correlations between the secure attachment style and insecure styles of attachment. This fact is in agreement

with the findings of Mrazkova & Lisa (2021).

Apart from the questionnaires analyzed by us in this article, there exists a number of other tools measuring
workplace attachment. Among the most recent ones is the Workplace Attachment Scale by Andrade & Pedruz-
zi (2020). This scale is also self-reporting in nature and identifies differences between secure, anxious, and
avoidant attachment styles. Leader as Security Provider Scale from Molero et al. (2019) focuses on how the
employees perceive their leaders. Besides the scales mentioned above, older versions of workplace attachment
scales exist, such as the one-dimensional Echelle d‘attachement au lieu de travail scale from Rioux (2006).

Scrima (2018) considers this scale to be the one most frequently used in this area of research to this day.
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According to our knowledge, despite the large number of scales measuring attachment in the workplace and
attachment to the place, Scrima (2018) focused on attachment in the workplace as related to attachment to a
place. As Scannell and Grifford (2013) stated, these two areas had been developing separately from each other
for a long time - it is precisely why it would be recommendable to develop tools for measuring workplace atta-

chment and its styles.
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Abstract:

Objective. The Slovak population is characterized by unemployment at the level of 4.98 % for year 2020
(Statistical Office of the Slovak Republic). Unemployment is one of the most serious problems facing the so-
ciety. It affects both men and women, people of different ages with different education and in different social
positions. The objective of the paper is to describe an unemployed individual in view of selected socio-demo-

graphic and psychological characteristics.

Method. The research sample consisted of 14.642 unemployed people with an average age of 37.653 and
a standard deviation of 12.145. The condition for selecting respondents was their registration at the Office
of Labour, Social Affairs and Family. The paper used selected items from Brief locus of control scale and

Change in Organizational Culture methodologies.

Findings. Statistically significant gender differences in external LOC and openness to change were found.
Comparative data showed statistically significant differences in external LOC level with regard to the place
of residence. Comparative data showed statistically significant differences in external LOC level and ope-

nness to change with regard to the marital status.

Limitations. The paper is limited by the uneven representation of unemployed respondents within an in-

dividual region in Slovakia.

Keywords: unemployment, the unemployed, socio- demographic characteristics, psychological characte-

ristics

Introduction

Unemployment is an undesirable phenomenon from the point of view of psychological subjective well-being,
according to Paul and Moser (2009) it predicates poor mental health and reduces overall life satisfaction.
Lower or no income is most likely to cause consequences in the form of later economic results, such as loss of
income and employment. Economic results have social consequences such as social deprivation (Mousteri et

al., 2018). Kossen and Mclveen (2018) emphasize that an unemployed person may feel unflinching in society,
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experiencing differences in what is, what could be and what may never be, given past and present aspirations.
An unemployed feels that he/she has not met stereotypical expectations on the part of loved ones (e.g. family
and friends). Unemployment in Slovakia is a long-standing social problem. In 2020, the Slovak population was

characterized by unemployment at the level of 4.98 % (Statistical Office of the Slovak Republic, 2020).

Theoretical Background

Unemployment affects both men and women, people of different ages, with different education, in different
social statuses, with different psychological and personality characteristics resulting from unemployment. Per-
sonality characteristics play a significant role in individual success on the labour market. Previous research
findings (Uysal & Pohlmeier, 2011) showed a significant effect of an unemployed person on various econo-
mic outcomes such as earnings, manpower and likelihood of employment. The personal characteristics of an
unemployed may indicate to the potential employer the suitability of an adept for the job in question, there-
by increasing the likelihood of receiving a job offer or employment. The locus of control (LOC) can also be
included among the other unemployment characteristics examined. Rotter (1966) states that individuals with
external LOC believe that results are primarily a matter of fate or coincidence. Conversely, individuals with
internal LOC believe that the results depend on their own efforts. In this context, it is appropriate to consider
the construct of the LOC in the context of attributing the reasons that a person is unemployed either to external
circumstances or, conversely, to their own failure. Openness to change is a construct about primary organisa-
tional openness to change. Openness to change can be defined as willingness to promote change and to have
a positive impact on climate change in the organisation (Anuradha & Kelloway, 2004). Openness to change in
unemployment can be likened to openness to organisational change, which the authors (Devos et al., 2007) de-
fine as creating motivation and readiness for change, which is reflected in the attitudes of members of organi-
sation. An unemployed person with a high level of openness to change should be willing and ready to change in
the form of abandoning the current undesirable situation and be able to work and retain a job. On the basis of
the above, it can be concluded that the analysis of unemployment in terms of socio-demographic and psycho-

logical characteristics has its merits due to a multidimensional view of the phenomenon (Frankovsky, 2003).

The research study describes the basic socio-demographic and psychological characteristics of the unemployed
in the conditions of the Slovak Republic. The results are partial and descriptive in nature and therefore the
hypotheses have not been operationalised. Within the framework of the research, the main objective and two

sub-objectives were set.

The aim of the paper is to describe the unemployed in view of selected socio-demographic and psychological

characteristics.
The sub-objective was to describe the personality characteristics possessed by the unemployed.

The second sub-objective was to compare locus of control (external and internal) and openness to change with

respect to gender, residence and marital status of the unemployed.
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Methods

Research sample

The research sample consisted of 14.642 (55 % male and 45 % female) unemployed with an average age of
37.653 and a standard deviation of 12.145. The educational level of respondents was as follows: 6.76 % have
not completed primary education, 29.07 % completed primary education, 35.82 % completed secondary voca-
tional education without graduation, 21.92 % completed secondary vocational education with graduation, 4.42
% completed secondary grammar school education, 0.48 % bachelor education I, 1.49 master education and
0.003 % PhD education. Of all participants, 54 % were unmarried, 35 % were married, 9 % were divorced and

2 % were widowed. 58 % of participants live in the city and 42 % live in the countryside.

Research data were collected in 2018 and 2019 before the COVID-19 pandemic. The research data were co-
llected by questionnaire method after attending a 20-day inclusive training course focused on automotive
industry and soft skills. The condition for selecting participants was the registration at the Office of Labour,
Social Affairs and Family. The research data are part of the project Ready for Work, a project of the Office of
Labour, Social Affairs and Family (pripravenynapracu.sk). The selection of respondents was carried out by the

aforementioned Office of Labour, Social Affairs and Family.

Measures

The research methodologies were administered in the native language (Slovak) and were translated from En-

glish by double translation.

Personality characteristics were detected on a 7-point scale (1- this characteristic fully describes me, 7-
this characteristic does not describe me at all). The list of characteristics (confident, impudent, heartless, se-
rious, timid, conciliatory, sensitive and friendly) was selected based on the ways in which people behave in
their relationships. Personality characteristics were chosen with regard to the attitude to free time, efforts to
find work and behaviour in interpersonal relationships (Filer, 1986; Vinikainen & Kokko, 2012). Personality
characteristics were expressed by an adjective and the respondent was supposed to express how the characte-
ristic describes them on the scale. The personal characteristics were selected on the basis of the requirements
of the Office of Labour, Social Affairs and Family, which would best reflect the profile of the unemployed can-
didate. The selection of personality characteristics was also limited by capacity. Therefore, the reliability of

personality characteristics is not mentioned, as they were detected separately.

Locus of Control

The Locus of control was detected through the Brief Locus of Control Scale by Lumpkin (1985), the range being
inspired by the original 6- item Rotter Scale (1966) measuring locus of control. The range consists of 10 items

that detect the level of internal and external LOC on a 5-point Likert scale (1- strongly disagree, 5- strongly
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agree). The internal consistency analysis pointed to a value for Cronbach a= 0.60 for the internal LOC and for

an external LOC with Cronbach a= 0.64.

Openness to Change

Openness to change was established through the Change in Organizational Culture methodology by the authors
Dunham et al. (1989), which originally contains 19 items. For research purposes, six items were selected that
measured attitudes towards change in general and regarding affective responses to change and behavioural
tendencies. The selection of items was capacity constrained due to the requirements of the Office of Labour,
Social Affairs and Family. Items were selected as a comprehensive assessment of change, whether the change
is positive for the respondent, and were supplemented with items focusing on willingness to move or commute

for work. These items were not used in the research study.

Respondents rated responses on the 5-point Likert scale (1- strongly disagree, 5- strongly agree). An analysis

of the internal consistency showed a Cronbach a= 0.84.

Research results

The research results were processed in IBM SPSS 20.00 and JASP 0.14.1.0 using descriptive statistics and
t-tests for two independent samples. The tables show the average values and comparatives of socio-demogra-
phic data (gender, residence and marital status of the unemployed) in the level of psychological characteristics
(internal and external LOC, openness to change). Table 1 shows the averages of the personality characteristics

of the unemployed examined.

Table 1

Average score in personality characteristics of the unemployed

characieristics N mean SD median
confident 14642 3.292 1.947 3
impudent 14642 5.246 2.018 6
heartless 14642 5.494 2.052 7
serious 14642 4.027 1.884 4
timid 14642 4.426 1.961 4
conciliatory 14642 3.398 1.857 3
sensitive 14642 3.246 1.990 3
friendly 14642 2.573 2.115 2
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Based on the average values of the personal characteristics of the unemployed, it was found that the least of the

unemployed respondents describe traits such as impudent, heartless, and the most the friendly attitude. Table

2 presents the gender differences in external and internal LOC and openness to change. The variable gender of

the unemployed was not included at the beginning of the administration of the methodology, only during the

ongoing research. Information on the gender of all unemployed was not obtained for this reason.

Table 2

Comparison of psychological characteristics with regard to the gender of the unemployed

gender N mean SD df t p Cohen’s
women 3640 3.314 0.747

External LOC 8062 -2.286 0.022  -0.051
men 4424 3.276 0.731
women 3640 3.274 0.701

Internal LOC 8062 1.348 0.178 0.030
men 4424 3.294 0.687
women 3640 20.867 4.949

Openness to change 8062 -2.163 0.031 -0.048
men 4424 20.633 4.747

Statistically significant gender differences in external LOC and openness to change were found. Based on Co-

hen's d, it can be concluded that the gender differences are statistically significant, but with a low effect. Table

3 presents the differences in external and internal LOC and openness to change with regard to the place of

residence. The socio-demographic characteristics of the residence were not completed by 14 respondents that

were excluded from the comparison.

Table 3

Comparison of psychological characteristics with regard to the place of residence of the unemployed

residence N mean SD df t p gohen s
city 6199 3.263 0.746

External LOC 14626 -3.107 0.002 -0.052
countryside 8429 3.303 0.756
city 6199 3.286 0.695

Internal LOC 14626 0.115 0.908 0.002
countryside 8429 3.284 0.698
city 6199 20.729 4.804

Openness to change 14626 -1.187 0.235 -0.020
countryside 8429 20.825 4.838
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The comparative data showed statistically significant differences in external LOC level with regard to place of
residence. The unemployed from city have a higher external LOC than the unemployed from countryside. Sta-
tistically significant differences have been demonstrated, but with a low negative effect (Cohen‘s d = -0.052).
Table 4 presents the differences in external and internal LOC and openness to change with regard to the mari-

tal status Respondents with marital status of a widower/widow were not included in the comparison.

Table 4

Comparison of psychological characteristics with regard to the marital status of the unemployed

marital Cohen’s
status N mean SD df t p d
single 7962  3.267 0.745

External LOC 10581.554 -2.843 0.004 -0.051
married 5077 3.306 0.766
single 7962 3.281 0.689

Internal LOC ) 10526.436 -0.810 0.418 -0.015
married 7962  3.201 0.714
single 7962 20.627 4.755

Openness to change 10509.977 -4.064 <0.001 -0.074

married 7062 20.982 4.938

The comparative data showed statistically significant differences in external LOC level and openness to change
with regard to the marital status. Single unemployed have a higher external LOC than the married unemploy-
ed. Married unemployed have a higher level of openness to change than single unemployed. Statistically signi-

ficant differences have been demonstrated, but with a low negative effect (Cohen‘s d = -0.074).

Discussion and conclusion

Unemployment is a long-term social problem and in this context, the space was devoted to the individual
characteristics of the unemployed throughout Slovakia. Long-term unemployment has a negative impact on

several areas in the life of the unemployed and with the associated effort and desire to find work.

Based on the average values of the psychological characteristics of the unemployed, it was found that the least
unemployed describe traits such as impudent and heartless and most reflect the friendly attitude. Examinati-
on of the personality of the unemployed also has its merits for economic reasons. Uysal and Pohlmeier (2011)
point to the ignorance of individual differences in the form of personality characteristics, which can cause an
individual‘s intrusive dependence on unemployment, as well as potentially misleading assessments concer-

ning public measures to increase the employability of the unemployed.
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Based on the research results, statistically significant gender differences in external LOC level were found,
which is in line with previous studies dealing with gender differences in the context of LOC (Sherman et al.,
1997; Dixon et al., 1976). Men possess higher levels of external LOC than women. Individuals with higher
external LOC scored higher on dissociative, anxious and distress-reduction styles (Holland et al., 2010). In
relation to the given finding, it can be concluded that unemployed men are more anxious in their job search

than women due to their higher level of external LOC.

The unemployed from city have a higher external LOC than the unemployed from the countryside. The re-
search findings point to attributing the reasons for finding work to external factors such as chance or fate,
with the unemployed from the city disposing of a higher level of external LOC. Authors (Caliendo et al., 2015;
McGee, 2015) highlights the internal and external LOC aspect of finding a job. The unemployed with internal
LOC make more effort to find work, have higher levels of skills to help them find work and, last but not least,

their search behaviour is influenced by the effect on beliefs about the efficacy and effort.

The research findings showed statistically significant differences with respect to external LOC, but with low
effect. Married unemployed possess a higher level of external LOC than single unemployed, which is inconsis-
tent with the research finding by Parish and Boyd (1983). Married unemployed with commitments and higher
family background responsibilities should therefore possess significantly higher levels of internal LOC than
single unemployed. It is therefore also necessary to carry out a deeper analysis in relation to the ability of the
unemployed to seek information. Married unemployed have a higher level of openness to change than single
unemployed. The research finding is surprising because the married unemployed are likely to have more fa-
mily commitments than single unemployed, which could be the reason why they are less open to change in the

work domain and need to have a stable job and conditions to perform their job.

The contribution is limited by the uneven representation of unemployed respondents within an individual
region of Slovakia. Other limitations of the research study include the use of the LOC scale with low internal
consistency and limited capacity to research individual psychological constructs due to the conditions set by

the Office of Labour, Social Affairs and Family.

Special attention could also be paid to determine the level of LoC and the possibilities of its development
(internality) for the benefit of the unemployed in the form of retraining courses. It is important for the unem-
ployed to understand LoC in the context of finding a job. Education and training in the field of LoC and its
development (internality) increases the chances of getting and keeping a job; therefore, the issue of LoC should
gain focus at the end of secondary school, which could serve especially students who decide to join the labour
market right after graduating from school. Important implication of the research study is the mapping of psy-
chological characteristics of the unemployed in the conditions of the SR, which are related to their ability to

retrain in the field of technical education and subsequent in the labour market.

The possibilities for further research arise from the absence of an internal and external LOC examination in the
context of the unemployed and it is therefore possible to consider examining the internal and external LOC as
two separate constructs in the light of the area of employment motivation, the ability to seek information on

job offers and the concerns arising from new job opportunities in the context of unemployment.
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HOSTILE SEXISM IN THE WORKPLACEAS A MEDIATOR OF
MEN’S BELIEFS AND SUPPORT FOR GENDER EQUALITY

Ivana Piterova'

Institute of Social Sciences, Centre of Social and Psychological Sciences, Slovak Academy of Sciences

Abstract:

Aims and method. Manhoodis culturally defined as a precarious social status. Men, compared to women,
are more engaged in zero-sum thinking when feel threatened and by hostile sexism they canpreserve their
dominance over women. The aim of this paper is to confirmwhether precarious manhood beliefs(4 items,
a=0.75) and zero-sum thinking (4 items, a= 0.79)fuelled by hostile sexism in the workplace (3 items, a=0.73)
decrease support for gender equality (6 items, a=0.9) among Slovak male undergraduate university stu-
dents (N=284). Study is drawn on Slovak data collected online in 2019 as part of the large international
project - Towards Gender Harmony.

Results. Results ofmediationanalysis proved for men in the sample that precarious manhood beliefs and
zero-sum thinking predict lower support for gender equality movements, indirectly via increase of hostile
sexism. The model allows to explain 25% of the variance of hostile sexism and 7% of thevariance of intention

to support collective action on behalf of gender equality.

Conclusions. Effort to reduce gender discrimination in the workplace may be adversely affected by perce-

ived uncertainty about men’s status and belief in the loss of status in favour of women.
Limits. Research sample, design of the study, and other limitations of the study are discussed further.

Keywords: gender equality, precarious manhood, hostile sexism in the workplace, collective action, uni-

versity male students

Introduction

Despite the long lasting effort of European Union, gender equality in employment rate, working conditions
and wages has not been fully established yet. Furthermore, “the COVID 19 pandemic has exacerbated exis-
ting inequalities between women and men in almost all areas of life, both in Europe and beyond” (European
union, 2021, 2). In case of initiatives focused on enhancing equality in the workplace, which still is seen as a
male domain, beliefs of men can play a significant role. This study focuses on men’s collective action intention
on behalf of gender equality which can be defined as collective and public expression of the discontent of the
group with the policies and practices of institutions (Tarrow, 2011) with the aim of social change resulted in

gender equality.

Manhood, in contrast to womanhood, is culturally defined as a precarious social status, which means that it
must be earned and demonstrated repeatedly through actions (Bosson & Vandello, 2011; Bosson et al., 2009).

Link of precariousness of the manhood to anxiety and physical aggression as a way how to restore social status
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has been proved by series of experiments conducted by Bosson et al. (2009). Moreover, according to Mastari
et al. (2019) hostile sexism is a way how men can preserve their dominance over women who are against the
traditional gender roles, thus these women are perceived as a threat for their status. There is a research supp-
ort (Bosson et al., 2012) that men view increasing discrimination against men as a consequence of decreasing
discrimination against women. This cognitive heuristic is known as a zero-sum thinking which is a believe that
gain of the resources (in terms of e.g. social status, power, economic gain or job positions) by one group auto-
matically lead to the loss of the resources by another group (Ruthig et al., 2017). As research suggest that men
endorse zero-sum thinking more strongly than women (Bosson et al., 2012; Kuchynka et al., 2018), this study
focuses on men s beliefs about precariousness of their status and zero-sum thinking in relation to hostile se-
xism and their intention to support gender equality. However, if men feel threatened and afraid of losing own

status defensive responses could be expected (Kuchynka et al., 2018).

The aim of the study is to find support for two hypotheses build in accordance to the theory and research re-
sults mentioned above on the sample of Slovak male university students. It is assumed that zero-sum thinking
(Z_S) and precarious manhood beliefs (P_M) allow to predict level of hostile sexism (H_S) and collective

action intention (C_A) (H1).

It is also expected that precarious manhood beliefs (P_M) and zero-sum thinking (Z_S) will decrease collective
action intention (C_A) indirectly via increase of hostile sexism (H_S) (H2). Model of hypothesized relations is

plotted in Figure 1.

Figure 1

Model of hostile sexism as a mediator of the relationship between zero-sum thinking, precarious manhood

beliefs and collective action intentions among Slovak male university students

Notes: C_A: Collective Action Intention, H_S: Hostile Sexism, Z_S: Zero-Sum Thinking, P_M: Precarious Manhood
Beliefs
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Method

Data collection and Research sample

Data collection was conducted in Slovakia as part of a large cross-national project -Towards Gender Harmo-
ny. Main project team have constructed the test battery and also coordinated data collection in 72 countries
around the world. Items were translated into Slovak language using the back translation procedure. Two Slo-
vak versions were simultaneously produced by two independent translators — psychologists with an English
proficiency at the C1 and C2 levels. The translations were compared and merge into one by one of the forward
translators. This version was translated back into English by another independent translator — qualified En-
glish teacher and translator. The produced English version was compared with the original text, while any
discrepancies were discussed with a native English speaker. The use of this procedure supports the linguistic
validity of the translation. Data collection in Slovakia was conducted online from September to the end of
October 2019. Request for participation was sent to several public universities in Slovakia. Link to the survey
was distributed to the students” email addresses by employees of student administration office or heads of
departments in Comenius University in Bratislava, Slovak University of Technology in Bratislava, University
of Economics in Bratislava, Pavol Jozef Safarik University in Ko$ice, Technical university in Ko$ice, Catholic

University in Ruzomberok, and Matej Bel University.

Research sample of this study consists of 284 male undergraduate university students living and studying in
Slovakia. The average age of respondent is 22 years (SD = 4.2). Heterosexual or mainly heterosexual orientati-
on prevails in 89 %. Most of men are single (71.7 %) or in a committed non-marital relationship (24.7 %), wit-
hout children (98 %). Prevalent majors of their study were formal sciences — 124, social sciences — 35, natural

sciences — 34, engineering — 24, more than one major or other — 67.

Measures

The selected variables were part of a more comprehensive test battery. Scales were constructed as an average

of responses for items.

Gender Equality Collective Action Intention Scale: 6 items from the Environmental Action Scale (Ali-
sat & Riemer, 2015, Cronbach a = .9). Respondents answered on a scale ranging from 1 (not likely at all) to 7

(very likely). How likely it is that you would...:

...become involved with a group (or political party) focused on gender issues/gender equality (e.g., volunteer,

summer job, etc.)?

...consciously make time to work on gender issues / gender equality (e.g., working part-time for an organiza-
tion, contributing to raise awareness about gender issues, choosing activities focused on gender issues over

other leisure activities)?

.... participate in a community event which focused on gender issues?
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...use online tools (e.g., Instagram, YouTube, Facebook, Wikipedia, Blogs) to raise awareness about gender

issues/gender equality?

...participate in an educational event (e.g., workshop) related to gender issues/gender equality?

...spend time working with a group/organization that deals with the connection of gender issues/gender equa-

lity to other societal issues such as justice or inequality?

Hostile Sexism Scale: Agreement with 3 statements (Hostile sexism subscale of Ambivalent Sexism Inven-
tory — ASI, Rollero et al., 2014, Cronbach a = .73) was measured on a scale ranging from o (strongly disagree)

to 5 (strongly agree).

«  Women seek to gain power by getting control over men.

«  Women exaggerate problems they have at work.

«  When women lose to men in a fair competition, they typically complain about being discriminated against.

Zero-sum Thinking Scale: Agreement with 4 statements (Ruthig et al., 2017, Cronbach a = .79) related to
occupational, power, economic and social status domains was measured on a scale ranging from o (strongly

disagree) to 5 (strongly agree).

+  More good jobs for women mean fewer good jobs for men.

« The more power women gain, the less power men have.

«  Women’s economic gains translate into men’s economic losses.

« Aswomen gain more social status, men lose social status.

Precarious Manhood Beliefs Scale: Agreement with 4 statements (Vandello et al., 2008, Cronbach a =

.75) was measured on a scale ranging from 1 (strongly disagree) to 7 (strongly agree).

« Itis fairly easy for a man to lose his status as a man.

+  Some boys do not become men, no matter how old they get.

«  Other people often question whether a man is a ‘real man’.

e Manhood is not assured — it can be lost.
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To verify the factorial validity and internal consistency of four scales, to control common-method bias and also
to find support for the hypotheses, Confirmatory factor analysis (CFA), Cronbach alfa reliability estimates,
Harman s single factor test, Pearson’s correlations and Mediation analysis were conducted in Factor and SEM

modules of JASP 0.14.1.0. Parameters were estimated using Maximum Likelihood estimator.

Results

CFA for four latent variables (Gender Equality Collective Action Intention, Hostile Sexism, Zero-sum Thin-
king, Precarious Manhood Beliefs) was tested and the result revealed a good fit to the data (}* (113) =141.296, p
=.037; CFI =.984; TLI = .981; RMSEA = .031; SRMR = .042 (Kline, 2016). All the standardized factor loadings
for the indicators on the latent variables were statistically significant (ranging from .54 to .87, p <.001). That

proved good factorial validity of the used scales on the research sample.

To control possible bias caused by the common source and common method used in the study, the Harman”s
single factor test (Fuller et al., 2016) was performed. Results proved that only 23.6 % of total variance is ex-

plained by the single factor.

Results of Pearson’s correlation analysis proved that collective action intentions are in a negative statistically
significant correlation with hostile sexism and zero-sum thinking, but surprisingly not to precarious manhood
beliefs. Moreover, hostile sexism is in positive significant correlation to precarious manhood beliefs and also

zero-sum thinking (Table 1).

Table 1

Descriptive statistics and Pearson s Correlations for examined variables

Collective  Zero-
Variable Scale M(SD) Action sum
Intention  thinking

Hostile Precarious
Sexism Manhood

Collective Action Intention 1-7 2.32(1.29) —

Zero-sum thinking 0-5 1.41(1.17)  -.159% —

Hostile Sexism 0-5 2.57(1.24) -.236%** .610%**

Precarious Manhood 1-7 4.59(1.37) .107 123 .306%%*  —

*p <.05, ** p <.01, ***p <.001

Subsequently, mediation analysis was conducted. The confidence intervals were calculated through the bias
corrected bootstrap (Biesanz et al., 2010). To test the significance level of indirect effect, 5,000 samples were

bootstrapped to construct confidence intervals (Preacher & Hayes, 2008).

Statistically significant direct effect on collective action intention was proved for precarious manhood beliefs,

but not for zero-sum thinking (Table 2). It”s positive valence means that men who perceived their status as
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precarious and tenuous were more prone to support collective actions on behalf of gender equality. Using the

bootstrap confidence intervals, it may be concluded that there is mediation in this model: the 95 % CI of the

indirect effect for zero-sum thinking and precarious manhood is [-.194, -.055] and [-. 09, -015] respectively,

which do not include zero, so the null hypothesis can be rejected. In addition, hostile sexism has a suppressive

effect in a relationship between precarious manhood beliefs and collective action intentions. However, total

effect was proved negative and statistically significant just for zero-sum thinking.

Table 2

Results of Mediation Analysis

95% Confidence Interval

. . Std.
Direct effect Estimate ¢ .. z-value p Lower Upper
Z_S C_A -.036 .074 -.484 .628 -.175 .100
P_M C_A 147 .058 2.534 .011  .027 .263
Indirect effect
Z_S H_S C_A -118 .037 -3.202 .001 -.194 -.055
P M H_S C_A -.044 .017 -2.531 .011  -.090 -.015
Total effect
Z_S C_A -153 .067 -2.302 .021 -.278 -.023
P M C_A .103 .058 1.777 .076 -.016 .218

Note. Delta method standard errors, bias-corrected percentile bootstrap confidence intervals, ML estimator. Z_S — zero-

sum thinking, H_S - hostile sexism, C_A — collective action intention

According to R? values (Table 3), our model helps to explain 25.2 % of the variance of hostile sexism and 7.2%

of the variance of collective action intention.
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Table 3

R-Squared for predicted variables

R2
Collective_ Action_ Intention .072
Hostile_Sexism .252

Conclusion

The aim of the study was twofold. First, find out whether precarious manhood beliefs and zero-sum thinking
allow to predict level of hostile sexism and collective action intentions among Slovak male undergraduate uni-
versity students. Second, confirm the role of hostile sexism as a mediator of the relationship between zero-sum

thinking, precarious manhood beliefs and collective action intention on behalf of gender equality.

It can be concluded that beliefs that women s gain of jobs, money, power or social status means men’s loss
decrease intention of men to participate in collective actions focused on gender equality indirectly via increased
hostile sexism in the workplace. Surprisingly, higher precariousness of the status was not a direct barrier to
collective action intentions, but enhanced hostile sexism had a suppressive effect on this relation. In this case,
men’s beliefs about women as being manipulative, looking for control over men, exaggerating their problems,
and complaining about discrimination lower men’s will to participate in collective actions. These results were
obtained on the sample of male undergraduate university students that may not represent whole population
of the university students and surely does not represent population of men in Slovakia. For the support or
rejection of these findings in general population, there is a need for further research on a representative sam-
ple. However, if men hold these beliefs, it could be expected that effort to achieve gender equality in the work

sphere could be much more arduous and may last longer than expected.

The implication of the results could be seen in a reduction of zero-sum thinking. If competitive workplace en-
hances fear of losing social status and dominance among men, organizational policies and practices should be
set as equal and fair to both genders. The aim would be to prevent positive and negative discrimination against
women as well as men. Moreover, organization could promote gains for men if genders will be in equal position
(Kuchynka et al., 2018). If the aim is to enhance men’s solidarity and their support for gender equality, it has
been already proved by the series of experiments conducted by Subasi¢ et al., (2018) that positioning men as
agents of change; framing of inequality as an issue for both, men and women (mostly if man is the source of

massage) is helpful.

The limits of the study lie in the research sample and the research design. Data were collected only on one sam-
ple — university students, in one time-point — cross-sectional design, using one method — the questionnaire.
There is a risk of common-method bias that could strengthen correlations between constructs, however, some
of procedural controls were implemented at the stage of questionnaire design (clear instructions, information

about no correct answers, declared anonymity, wording of questions etc.). Statistical control, Harman”s single
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factor test (Fuller et al., 2016) suggests that shared variance is rather low. Response rate was low, however it
exceeded almost three times the minimum required sample size — 100 men per country. The sample consisted
mainly of single men, which may be related to the attractiveness of the study topic for a certain group of men,
so other limitation of the study is probably the ,self-selection®. Despite the limits of the study, more light is
shed on attitudes, beliefs and intentions to support gender equality among male university students, who pro-

bably have or soon will have also experiences from the workplace, where genders are still not in equal position.
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Abstract:

Objective. The aim of this paper is to map areas with an impact on team performance, engagement and
job satisfaction and to identify potential differences in the perception of team effectiveness between team
members and team leaders that may negatively affect team dynamics, the teams’ performance, the teams’

engagement and adaptability.

Method. The research of studies and analysis of differences in the perception of the effectiveness of tea-
mwork on an opportunistic sample of 837 probands in 85 teams from different sectors of the economy ad-
ministered by the online TAS II questionnaire measuring 8 key dimensions of team effectiveness (Context,

Mission, Talent, Norms, Buy-in, Power, Morale, and Results) in the period from 12/2014 to 3/2021.

Results. Theoretical research confirmed the importance of focusing adequate attention on elimination of
work flow contradictions and agility and team cooperation improvement. A Bayesian hierarchical linear
regression analysis provided some evidence about team members having lower scores in comparison with
team leaders in case of 6 out of 8 TAS II scales and 16 out of 41 TAS II items, respectively. The biggest dif-
ferences were identified in items Power-Budget, Power-Obstacles, Power-Authority, Talent-Structure and

Mission-Goals.

Conclusions. We discuss possible causes of discrepancies in perception of team effectiveness between team
members and team leaders, the importance of goal alignment for effectively meeting the stakeholders needs.
We conclude that job satisfaction, team dynamics and agility are related to the teams* ability to communicate
and cooperate. We also discuss appropriateness of the TAS II questionnaire as a tool for team (self)develo-

pment.

Limitations. Due to the opportunistic sampling and relatively small sample of teams, the results of the
study cannot be generalised. Proper evidence documenting psychometric qualities of the Slovak localisation

of the TAS II questionnaire is not available yet.

Keywords: job satisfaction; organisational agility; TAS II questionnaire; team dynamic; team effective-

ness.
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Introduction

Organisations are confronted daily with a rapidly changing environment. The technological progress and tur-
bulent changes require speed of reactions, ability to adapt, organisational stability, persistence and resilience
to survive in global competition. Organisational agility is the ability to be constantly prepared for transforma-
tion, allowing fast direction change, to identify and capitalise on incoming opportunities to innovate. In the
new innovative solutions search, companies from various sectors are transforming from slow rigid hierarchical
toward agile, flat and horizontal structures (Denning, 2018; McKinsey, 2019; Deloitte, 2019). Organisational
agility depends on expected attitudes of people and mind-set inside the organisation. McKinsey study (2019)
summarised: Agile organisations are designed for both, stability and dynamism. They are made up of a ne-
twork of teams within a people-centred culture that features rapid learning and fast decision cycles enabled

by technology and guided by a powerful common purpose to co-create value for all stakeholders.

Industry 4.0 transforms the nature of work towards more flexible working conditions, temporary contracts, fle-
xible employment arrangements and redefining relationships between employers and employees and affecting
HRM strategies. Complex tasks are increasingly shifting from individuals to small specialised cross-functional
teams - they become more important operational units for wide ranging innovations than ever before. Effective
team collaboration is therefore a highly relevant topic. The studies presented solid evidence of processes and
team attributes affecting team efficiency and performance, e.g. team composition, commitment and effort to
create a synergy with others (Katzenbach & Smith, 1993), psychological safety, dependability (Marks et al.,
2011), structure and clarity of objectives and roles, meaning and impact of work (Rozovski, 2015). These ele-
ments create a synergy effect based on relationship between attitudes of employees, the structure of the com-
pany's value system, the way of leadership, impacted team effectiveness and collaboration (Sen & Ping, 2020).
The performance attitudes either lead to job satisfaction and job commitment or to the contrary. Organisati-
ons are particularly motivated to understand them to avoid counterproductive work behaviour, absenteeism,
reduce the staff turnover rate and increase productivity, workflow, support engagement and foster loyalty of
employees. The most researched theme in recent decades is the satisfaction - performance relationship (Judge

et al., 2001; Bowling, 2007; Rafferty & Griffin, 2009; Dziuba et al., 2020).

The aim of this paper is to map the areas of cooperation which influence teams’ performance, teams’ engage-
ment, and job satisfaction using the research of contemporary experiences from existing studies. The literature
review confirmed the importance of concentrating adequate attention on elimination of workflow contradic-
tions and focus on proper team cooperation. Several studies proved positive impact of agility on organisatio-
nal performance and resilience as a blend of proactive and reactive components (Kuntz et al., 2017; Pulakos
et al., 2019; Duchek, 2020). We found various studies focus on factors affecting work performance and job
satisfaction, e.g. relationship between EQ and job commitment (Kafetsios & Zampetakis, 2008; Batool et al.,
2017), trust - deepen levels of interaction and expression (Makipeska & Niemila, 2005, as cited in Hakanen
& Soundusaari, 2012); mindfulness through shared leadership influences follower’s job attitudes and their
well-being, positive work reflection and team commitment (Xu et al., 2021); engagement but also the level of
self-confidence. The perception of team support affects attitudes of behaviour and motivation within a team

(Sheng et al., 2010). Job satisfaction is in some previous studies perceived not from the perspective of needs
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fulfilment, but consists of work attitudes and its aspects (Griineberg, 1979; Spector, 1997). Locke”s (1969 p.
316) definition of job satisfaction is nevertheless still relevant. He suggested that it is: ...the pleasurable emo-
tional state resulting from the appraisal of one’s job as achieving or facilitating the achievement of one’s job

values.

Fragmentation, social distance, isolation, insufficient ability to understand the team, and a deficit of morale
and also responsibility leads to the loss of many opportunities (Kirkman et al. 1999). The study (Tabrizi, 2015)
presented that almost 75% of cross-functional teams are in some criteria dysfunctional (meeting a planned
budget, staying on schedule, adhering to specifications, meeting customer expectations and maintaining alig-
nment with company goals). More than half of the teams were not able to create, contribute, innovate, share
the vision and demonstrates symptoms, which leads to team dysfunction and stress (Neville, 2018, p. 14). The
contradictions in perception of effective teamwork between team members and team leaders often causes mi-
sunderstandings, dissatisfaction, stress, frustration, conflict tendencies, alienation from work, etc. Discrepan-
cies in perception can also have significant negative influences on team dynamics, attitudes, performance,
adaptability, agility, job satisfaction, long-term organisational progress, profit and competitiveness. Previous
research documenting the ability to communicate effectively is positive-related to teamwork commitment,
engagement, learning and information sharing, agility and is also associated with higher employee job satis-
faction and well-being. The findings indicate that effective communication, shared attitudes, reviewing the
strategy assessment and regular feedback are essential elements directly affecting attitudes of employees to

job tasks (Cannon-Bower et al., 1995) closely related to team engagement, team dynamic and job satisfaction.

Additionally, we want to point out the conceptual aspect of effective teamwork to identify potential discrepan-
cies in perception of team effectiveness between team members and team leaders which can have negative
consequences on team dynamics, team performance and adaptability. The previously published studies fo-
cused mostly on discrepancies only in some specific part of teamwork, e.g. communication in different work
environments (Wauben et al., 2011), expectations on leader behaviour (Hess, 2018), leadership style and team
members interaction (Kim & Wan Kang, 2017), team leader abilities from the team point of view (Fulkerson,
Thompson & Thompson, 2015), between teams, and proved it affects motivation, performance, ability to inno-
vate and knowledge sharing discrepancies between team members and leaders (Castellani et al., 2021), indivi-
dual perception of intrateam conflict, disruption of psychological contract and individual perception of team
support (Cruz, Zagenczyk & Hood, 2020). Our goal is focused on several key aspects of teamwork concurrently

- that makes our research contribution specific and unique.

Method

The theoretical framework consists of research of related studies about factors related to teams’ performance
and engagement and job satisfaction. The differences in perception of team effectiveness between team leaders
and team members were studied using the opportunistic sample of 85 work teams from different economic
sectors in the Slovak Republic (n = 837; 740 team members, 75 team leaders, 11 team superiors and 9 probands

from “Others” category). The average size of a team was 9.82 (median = 9, SD = 4.58), team size ranging from 3
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to 25. The teams were administered with Slovak localisation of the Team Assessment Survey II (TAS II) online
questionnaire, measuring 8 key dimensions of team effectiveness (Context, Mission, Talent, Norms, Buy-in,
Power, Morale, and Results1') during the period between 12/2014 and 3/2021. The TAS II questionnaire (Cur-
phy, 2012) consisted of 41 items reviewing and portraying team work effectiveness, providing team diagnostic
and also a guideline how to became more efficient in underperforming areas. Respondents chose one option
that best aligns with their view on a 5-point Likert scale (range from 1 - strongly disagree to 5 - strongly agree).
The psychometric qualities of TAS II questionnaire were partially tested in 2019 by Stehlik (not published) on
the sample of n = 459 Slovak probands (403 team members, 43 team leaders, 4 team superiors, and 9 pro-
bands from “Others” category) and it showed promising values of reliability (McDonald‘s omega (w) ranged

across scales between .72 and .87) and factor validity (RMSEA = 0.033, CFI = .934, TLI = .928).

Results

The first goal of this study was to map the key areas of cooperation which influence teams’ performance and
engagement, and job satisfaction using the research of existing scientific studies on this topic. This goal was
achieved in the theoretical part. The second goal of the study focused on discrepancies in the perception of
team effectiveness between team members and team leaders and is connected with and related to the findings
in the theoretical part. For the descriptive analysis of distribution of scores on TAS II scales by participants”
team roles we are counting only with those participants with the Team Member role and Team Leader (partici-
pants with Team Superior or Others role were excluded from the following analysis, because they are irrelevant

for our purpose). The basic descriptive statistics of research shows the Tables 1, 2 and Figure 1 below.

1 The Context scale expresses the environment in which the team operates (team members agreement about the team’s
political and economic realities, stakeholders and challenges). Mission scale shows the team s purpose and goals (Why
does the team exists, how does it define winning, and what are its strategies for accomplishing the goals). Talent scale
reflects the people who make up the team (the right number of people, role clarity, and skills needed to succeed). Norms
representing the team s formal and informal work processes. Buy-in scale indicates the level of motivation among team
members, passion about team purpose, mutual help, trust in the leader, etc. Power scale looks at the team’s assets like
decision-making power, authority, equipment, budget and obstacles. Morale scale includes items proud, cooperation,
trust, conflicts and celebration. The scale Results includes e.g. plans, speed, customer expectations, quality, budget and
comparison of the results (Curphy, 2012).
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Table 1

Descriptive statistics for participants with Team Member role

Scale n Missing Mean SD Q1 Median Q3 Skewness Kurtosis Min Max
<fet> <int> <int> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl>  <dbl>

Context 740 5 3.85 0.72 3.33 4.00 4.33 -0.64 3.52 1.00 5
Mission 740 2 376 081 3.25 3.75 4,25 -0.61 3.19 1.00 5
Talent 740 2 379 0.71 3.40 3.80 4.20  -0.51 3.17 1.00 5
Norms 740 2 3.75 0.63 3.33 3.78 4.21 -0.36 3.01 1.25 5
Buy-in 740 2 3.97 0.62 3.60 4.00 4.40 -0.57 3.35 1.40 5
Power 740 7 3.50 0.70 3.00 3,75 4.00 -0,39 3.15 1.00 5
Morale 740 3 3.84 070 3.40 4.00 4.40 -0,61 3.29 1.40 5
Results 740 2 3.98 0.57 3.67 4.00 4.33 -0,68 4.07 1.33 5
Table 2
Descriptive statistics for participants with Team Leader role
Scale n Missing Mean SD Q1 Median Q3 Skewness Kurtosis Min Max

<fet> <int> <int> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl> <dbl>

Context 75 0 4.10 0.59 3.67  4.00 4.58 -0.33 2.59 2.67 5
Mission 75 0 4.00 0.63 3.75 4.00 4.50 -0.53 2.78 2.25 5
Talent 75 0 4.06 0.54 3.80 4.00 4.40 -0.68 3.99 220 5
Norms 75 0 3.87 056 3.56 3.89 4.17 -0.59 4.36 2.00 5
Buy-in 75 0 4.14 048 3.80 4.20 4.50 -0.42 2.92 280 5
Power 75 0 3.98 0.59 3.50 4.00 4.25 -0.19 2.76 250 5
Morale 75 0 4.04 0.62 3.67 4.00 4.40  -0.42 3.09 240 5
Results 75 0 4.15 0.52 3.83 4.00 4.50 -0.28 3.44 240 5
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Figure 1

Distribution of scores on TAS II scales by participant ’s team role

To estimate the size of the effect of the team role (Team Member and Team Leader) on the evaluation of team
effectiveness in areas measured by scales of TAS II, we used the Bayesian hierarchical linear regression ana-
lysis. Given the skewed normal shape of the data, we modelled our data using Skew Normal distribution with
three parameters for location, scale, and skewness, respectively. Because individual participants are embedded
within the teams and their ratings are not independent, we used multilevel /hierarchical statistical model that
treated the intercept and the effect of team role as varying between the teams. For parameter estimation we

used wide, uninformative, and only mildly regularising priors.

For fitting our models we used computer programs R (R Core Team, 2020), Stan (Stan Development Team,
2017) and brms (Biirkner, 2017, 2018). After checking convergence of the Markov chains to stationarity and
convergence of the Monte Carlo estimators to population quantities and after checking that models fitted su-
fficiently well the data using posterior predictive check, we used generated posterior values for estimation of
models’ parameters. The results of the analysis (Table 3) provided some evidence about team members having
lower scores in comparison with team leaders, especially in case of TAS II scales Context, Mission, Talent,

Power, Morale, and Results.
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Table 3

Estimates of model’s participant type parameter (with Team Leader as a reference level) for individual TAS

11 scales
Scale Estimate Est. Error I_o5HDI H_95HDI
Context -0.36 0.14 -0.62 -0.08
Mission -0.3 0.15 -0.59 -0.03
Talent -0.37 0.13 -0.63 -0.14
Norms -0.1 0.09 -0.26 0.08
Buy-In -0.17 0.09 -0.36 0
Power -0.46 0.1 -0.65 -0.26
Morale -0.26 0.12 -0.48 -0.03
Results -0.19 0.09 -0.37 -0.03

Similar pattern was found on 16 out of 41 TAS Il items (Table 4), with the biggest discrepancies being identified
in the items Budget (scale Power), Obstacles (scale Power), Authority (scale Power), Talent-Structure (scale

Talent) and Goals (scale Mission).
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Table 4

Estimates of model’s participant type parameter (with Team Leader as a reference level) for 16 TAS II items

for which there was a stronger evidence about different scores across Team Member and Team Leader roles.

item Estimate Est.Error I_o5HDI I_o5HDI
<chr> <dbl> <dbl> <dbl> <dbl>
Power_Budget -1.39 0.32 -2.00 -0.73
Power_Obstacles -1.13 0.26 -1,62 0.60
Power_Authority -0.86 0.25 -1.34 -0.34
Talent_Structure -0,85 0.24 -1.34 -0.41
Mission_Goals -0,82 0.25 -1.31 -0.33
Undeg?;gfﬁg 0,73 0.26 -1.24 -0.24
Talent_Roles -0,72 0.24 -1.17 -0.25
BuyIn_Involvement -0,69 0.25 -1.17 -0.19
Morale_Proud -0,66 0.26 -1.18 -0.15
Power_Equipment -0,60 0.26 -1.13 -0.08
Talent_ Number -0,59 0.25 -1.09 -0.12
Talent_Follower -0,58 0.26 -1.08 -0.08
Results_budget -0,58 0.29 -1.14 -0.03
Mission_Metrics -0,54 0.23 -0.97 -0.05
Results_Speed 0,53 0.26 -1.03 -0.03
Context_Challenges -0,51 0.24 -0.97 -0.05
Discussion

The research findings support the hypothesis about discrepancies in perception of team effectiveness between
team members and team leaders. A similar conclusion was reached by authors of a Dutch study (Wauben et
al., 2011) who focused on non-technical skills of surgeons and team members and discovered discrepancies in
several aspects of team perception such as communication, situation awareness and teamwork, leadership and
decision making. We conclude that job satisfaction, team dynamics and agility to adapt to new challenges is
related to a team's ability to communicate and cooperate effectively. We can agree with Marks et al. (2011) who
found, that team success is not related only to team members talents and resources but also with interactions
among them, culture, language, team support and mutual interdependency. These factors are able to satisfy
individual team member’s needs as a by-product of team interaction (Piccoli et al., 2004). However, according
to McMackin & Heffernan (2018), there are plenty of successful corporations (e.g. Amazon, Facebook, Goo-
gle, Bosch, Apple, Netflix, ING, Spotify) which are recognisable agile, yet in the academic literature, the agile
approach in HRM does not receive much attention or research interest. There is proof that the relationship

between an employee and organisational resilience, influence of supportive organisational contexts on emplo-
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yee resilience as behavioural capability signalled by adaptive learning and network-leveraging behaviour, can
be developed by training just like other skills (Kuntz et al., 2017; Duchek, 2020). Duchek (2020) also describes
organisational resilience capacity as a meta-capability to deconstruct it into its individual parts. For future re-
search, we consider it important to explore the effect of training programmes on job satisfaction, engagement,
agility and teamwork according to the scales of the TAS II questionnaire. In our study, we analysed a sample
of 837 probands in 85 teams from different sectors of the economy administered by the online TAS II questi-
onnaire measuring 8 key dimensions of team effectiveness (Context, Mission, Talent, Norms, Buy-in, Power,
Morale, and Results). The research results provide some evidence in favour of existence of discrepancy in per-
ception of team effectiveness between team members and team leaders (6 out of 8 TAS II scales and in 16 out of
41 TAS 11 items). The possible causes behind the observed discrepancies are the lack of power to make decisi-
ons in Budget, Obstacles, Authority items (Power scale) which affect engagement, follower s job attitudes and
well-being outcomes, work reflection, team commitment (Xu et al., 2021); and the level of self-confidence. The
perception of team support affects attitudes of behaviour and motivation within a team (Sheng et al., 2010).
People are more open to team interaction involvement through shared leadership, take advantage of regular
feedback, scale up their mindfulness, innovation potential and talents due to their individual approach to
team tasks. Another identified discrepancy was in the Talent-Structure item and indicates that the team does
not have the right organisational or reporting structure. The accurate composition of team talents contributes
to the higher team”s performance. The item Goals and the Mission scale are the most important elements to
understand why they have to be done, to target their higher purpose, the importance of goal alignment and
open communication about joint mission across the organisation as a basis for effectively accomplishing all
of the stakeholders needs. Current research findings support the results of Sheng (2010), that team support,
team engagement and team behaviour significantly influence agility, team performance, individual satisfaction
and cooperation within a team. According to Shujaat et al. (2014), Pulakos and Kaiser (2020) study, the results
oriented on the effect of team work on employee satisfaction and quality of communication confirmed that
rightsized team work, simplicity, transparency, stability and relentless course correction has a direct effect on

organisational agility and resilience.

The research study was successfully accomplished and both of the established goals were fulfilled. The added
value of the study rests mainly in its contribution to the current body of knowledge about discrepancies in
perception of team effectiveness between team members and team leaders. It can help to give deeper insight
into relationships between teams and leaders. It highlights the necessity of regular open communication due
to discrepancy in perception prevention in all assessed TAS II items. It might also be used for extended quali-
tative research of teamwork interactions. It also brings a more insight from having a deeper look at teamwork,
its individual components and processes and can be useful for academic researchers and practitioners. The
strength of our study, as far as we know, is that it is unique for its complex focus on all key parts of teamwork of
Slovak work teams. It also zooms in on the practical usage of TAS II as a comprehensive diagnostic and develo-
pmental tool that provides not only the results of individual team members, but also the whole team perception
of teamwork. From this perspective, our findings are relevant mainly for HRM, organisational psychology,
professional andragogy - we assume that effective communication and longitudinal team training to enhance
skills and agility is the way how to increase job satisfaction, improve interpersonal relationships and empathy

in the workplace. The TAS II questionnaire can be used as a tool for team (self)development, enabling compre-
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hensive evaluation, feedback, comparison and continuous monitoring, job satisfaction and effectiveness in the
key areas of team work (e.g. by team diagnostic, implementing changes, team learning, talent development,
job crafting, evaluation, etc.). It also allows managers to make qualified decisions in accordance with team
members perception, to share mutual feedback, strengthen interpersonal relationships and to start positive
changes that last. Importantly, it encourages people to be authentic through the opportunity to express and
speak-up safely, manifest talents, develop their potential and co-create environment of trust - i.e. a workplace
with happy and satisfied stakeholders. TAS I is applicable in the practice of work and organisational psycholo-
gy, personnel management, and professional andragogy. For further research, we consider it important to give
adequate attention to a people-centred approach and experience learning environment, team empowerment,
goal harmonising, to invest into systematic human development and reshaping the ways how to satisfy stake-

holders needs successfully.

Limitations

Due to the opportunistic sampling and relatively small sample of teams, the results of the study cannot be ge-
neralised to the whole population of teams. Proper evidence documenting psychometric qualities of the Slovak

localisation of the TAS II questionnaire is still not available.
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ARE PSYCHOLOGY STUDENTS EMOTIONALLY INTELLIGENT?

Ivana Sipova', Martin Maéel', Radvan Bahbouh!

ICharles University, Faculty of Arts

Abstract:

Objectives. This study builds on previous validation studies of the Emotional Intelligence Diagnostic Tools,
the Emotion Recognition Test-ERT and the MSCEIT, which serve to identify and develop their individual
components. Emotional intelligence is an important competency (not only) of the working population. The
main objective is to test the assumption of higher emotional intelligence competence in psychology students

compared to the general population.

Method. The data collection was carried out between April 2020 and March 2021 in two waves on a specific
sample of psychology students at the Faculty of Arts of the Charles University in Prague. For the purposes of
the study, second-year psychology students were approached with the possibility of completing the following
emotional intelligence tools: the ERT (Bahbouh & Fabianova, 2019), MSCEIT (Mayer et al. 2012), and EQ-i
(Bar-On, 1997).

The main research question is whether students perform above average on tests of emotional intelligence

relative to the general population on various diagnostic tools that operationalize emotional intelligence.

Results. Based on the collected data, t-tests were used to compare the results of psychology students with
the general population to whom the tests were standardized. The results showed a statistically significant
difference in favor of psychology students for the ERT test. For the MSCEIT test, students were significantly
better in terms of the general EQ and strategic EQ. They were statistically significantly lower in the experi-
ential aspect of emotional intelligence. On the other hand, in the area of strategic EQ, psychology students
were significantly better. The overall EQ on the BarOn EQ-i self-assessment test was higher to that of the

general population as well.

Conclusions. A by-product of the study is the convergent validation performed by a correlation analysis of
the ERT, MSCEIT and BarOn EQ-i.

Limits. Measures during the pandemic situation may have affected the development of emotional intelligen-

ce in psychology students. The representativeness of the sample is also up for discussion.

Keywords: Emotional recognition; emotional intelligence; psychology students; ERT; MSCEIT

Introduction

Given that the definition of a psychologist tends to contain the explicit mention of the study of human emotions
(Meaning of psychologist in English, 2021) and the treatment of emotional disorders (Definition of psycholo-
gist, 2021), one might expect that emotional intelligence, as the ability ,,to carry out sophisticated information

processing about emotions and emotion-relevant stimuli, and to use this information as a guide to thinking
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and behavior” (Mayer et al. 2008, p. 503), would be elevated in psychologists. If this is the case, it begs the

question of whether increased emotional intelligence is a result or a prerequisite of studying psychology.

Studies examining the emotional intelligence of psychology students at the beginning of their studies, after a
possible comparison with psychologists possessing various amounts of experience, could be followed by both
non-experimental (Stratton et al., 2008) and experimental (Nelis et al., 2009) studies examining the develop-
ment of emotional intelligence throughout their duration (and time). Such an analysis would allow for the con-
sideration of whether it would be appropriate to include emotional intelligence training in psychology studies,

as this type of training has been meta-analytically shown to produce significant effects (Hodzic et al., 2018).

Despite the simplicity of this question, it appears that very little research has been devoted to this topic, with
inconclusive findings. One possible reason for this could be the very ambiguity of the operationalization of
emotional intelligence, which, in addition to the aforementioned definition of emotional intelligence as a skill
(Mayer et al., 2008; Salovey & Mayer, 2016), introduces emotional intelligence as a set of traits (Petrides &
Furnham, 2003). The correlations between these two different operationalizations are low, with each operati-

onalization having specific benefits (Davis & Humphrey, 2014).

The low amount of work on this topic contrasts with the extensive meta-analyses on the relationship between
emotional intelligence and health (Martins et al., 2010), or emotional intelligence and performance (O‘Boyle et
al., 2011), which have demonstrated the utility of using mixed models that include emotional intelligence both
as a skill and as a trait, despite their low correlation noted above. Mikolajczak (2009) even proposes a so-called

tripartite model, which mentions levels of knowledge, abilities and traits regarding emotional intelligence.

For this reason, we also chose to use the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) as the
gold standard of performance testing for emotional intelligence and the BarOn EQ-i as the gold standard of the
trait approach for psychology students (Hughes & Terrell, 2012). We complemented these two tests with our
ERT, the construction and validation of which has been reported previously (Bahbouh & Fabianové, 2018; Ba-
hbouh et al., 2019). We believe that the use of a mixed model of emotional intelligence testing will offer deeper
insights into the emotional competence of psychologists and, as a by-product, a convergent and discriminant
validation of the ERT.

Research hypotheses. In the context of the theoretical findings above, the following research hypotheses

were established:

1. Psychology students will have a higher pass rate on the ERT than the general population.

2. Psychology students will score higher on the MSCEIT test than the general population.

3. Psychology students will score higher on the BarOn EQ-i test than the general population.
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Methods

Research sample. The data collection was conducted on a specific sample of psychology students during the
years 2020 and 2021. Specifically, these were two consecutive classes of students that were in their second year
of study at the time of the data collection. The sample of the psychology student population may be described
as self-selecting, but is largely an exhaustive population of second year students. These students were picked
because they were about to learn about the theories of emotional intelligence and results could be skewed if the

study was performed after these lectures.

A total of 108 students were contacted. 104 students promised to participate in the research. Some students did
not complete all the questionnaires. 100 respondents completed the BarOn EQ-i test. The emotion recognition
test was completed by 95. Only 78 students completed the MSCEIT test. Complete data was obtained from 77

respondents out of which 62 were women.

The mean age of the respondents was 22.6 with an average deviation of 3.12. The minimum age was 20 and

the maximum was 36.
Tools used. One questionnaire and three emotional intelligence tests were administered to the respondents.

The first was the Emotion Recognition Test - ERT (Bahbouh & Fabianova, 2019). This is a 44-item perfor-
mance-based diagnostic tool identifying one component of emotional intelligence based on the recognition of
emotions from other people‘s faces. Respondents are electronically presented with alternating photographs of
the six basic emotions according to Ekman‘s (1999) theory for 3 seconds. The task is to recognize the emotion
and mark the correct answer. The advantage of the test is its relatively quick administration. The average com-
pletion takes around 6 minutes. Test-retest reliability, as measured by Cronbach‘s a = .77, split-half reliability

varies with different distributions and ranges between .69 and .83 (Bahbouh & Fabianova, 2019).

The second tool was the MSCEIT emotional intelligence test, which is a performance test with a high internal
consistency of 0.91 and test-retest reliability of .86. The norms for this tool are based on an Austrian-German
sample of 3653 probands. Czech norms for this tool do not yet exist. The subscales themselves have a lower

reliability, so it is recommended to work mainly with the total score.

The third tool was the BarOn-EQ-i emotional intelligence test, which is a self-assessment test. The norms used

are based on the original 1997 norms that were collected on a sample from North America.

Research progress. The probands were approached in the course Psychology of Personality, which is a com-
pulsory subject in the second year of psychology studies. Informed consent was sent to the probands’ email
addresses. After agreeing to it, they were put on a list of those interested in psychological testing. Subsequently,
these students were sent a test battery with the aforementioned diagnostic tools - MSCEIT, BarOn EQ-i and
Emotion Recognition Test. The test was administered electronically. All students consented to the use of the
data for the research. The questionnaires were completed online. Both collections were conducted during the

SARS-COV-19 pandemic.
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Ethics. In accordance with the ethical standards of psychological research, the data was anonymized im-
mediately after all questionnaires were administered. Participants could decide prior to the start of testing
whether they agreed to have their data included in the research sample. It was also possible to complete the
psychodiagnostics without participating in the research. Students were advised that participation or non-par-
ticipation was not rewarded or penalized in any way in or outside of class. In line with the principle of bene-

ficence, students (regardless of participation in the research) were given collective feedback on their results.

Results
Table 1
Demographic characteristics of the sample
N men N women Average age SD Min-Max age
2021 Collection 6 24 22.7 2.7 11
2021 Collection 9 38 22.5 3.39 16
Total 15 62 22.6 3.12 16

Age did not correlate with any of the emotional intelligence test scores examined MSCEIT (r =.104, p =.369),

ERT (r =.021, p = .857), BarOn EQ-i (r = -.036, p =.755).

There were no statistically significant differences between the sexes in the test results. The only significant
difference was found in the BarOn-intrapersonal EQ scale and in Strategic Emotional Intelligence, in which
women had higher scores t(75) = 2.142, p =.035,d = .616, t = 2.344, p=.022,d = .674, respectively. Detailed

results are presented in Table 2.
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Table 2

Gender difference in emotional intelligence tests

Difference ~ SE Effect
Test Subscale t df in means difference p size d
ERT Emotion recognition test .509 75 1.395 2.739 .612 147
MSCEIT %ZE%O)tional Intelligence 1394 75 1176 844 168 401
MSCEIT Experiential EQ .264 75 .205 1.114 792 .076
MSCEIT Strategic EQ 2.344 75 2.059 .879 .022 .674
BarOn EQ-i Fér(gtional Intelligence 842 75  17.538 20.819 402 242
BarOn EQ-i Intrapersonal EQ 2.142 75 11.666 5.446 .035 .616
BarOn EQ-i Interpersonal EQ -.216 75 -1.849 8.572 .830 -.062
BarOn EQ-i EQ Adaptability 811 75 2.363 2.914 .420 .233
BarOn EQ-i  Stress Management EQ 1.712 75 5.582 3.26 .091 .493
BarOn EQ-i  Subjective EQ attunement .682 75 3.197 4.685 .497 .196

To test the first hypothesis, a one-sample t-test was used to compare the respondents’ results with the afore-

mentioned norms. For the ERT, norms from a sample (N = 334) of the general population were used on which

the test was standardized. The test showed that probands scored significantly higher on the Emotion Recogni-

tion test t(76) = 7.77, p < .001 with an effect size of d = .886. Figure 1 shows the distribution of results. The

general population has an average success rate of 65%. For our measurements, the split-half reliability of the

test was .625 and the internal consistency of the items was a = .612.
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Figure 1

Comparison of the results of a group of psychology students and the general population

Table 3 shows a comparison of the students’ results with the available German-Austrian MSCEIT (Humpoli-
¢ek & Slezackova, 2012) and BarOn EQ-i (1997) standards and TRE norms. In the MSCEIT comparisons, the
norms for ages 18-24 were used. For BarOn EQ-I the North American norms was used as they are the most
reliable. For the TRE test the Czech population norms were used. We do not know the average age of the nor-
mative sample of the BarOn EQ-I and TRE but we know they were based on normal population, so we can

assume our sample was significantly younger.
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Table 3

Comparison of the results of a group of psychology students with the norms

Test Subscale t df gliféfgaerrige SE p gfzf:i{
TRE Emotion recognition test 7.77 76 8.39 1.08 <.001 .886
MSCEIT Emotional Intelligence (EQ) 9.12 76 3.06 .336 <.001 1.04
MSCEIT Experiential EQ -3.21 76 -1.41 .439 .002 -.366
MSCEIT Strategic EQ 23.8 76 8.54 .358 <.001 2.72
BarOn EQ-i Emotional Intelligence (EQ) 5.85 76 48.1 8.23 <.001 .666
BarOn EQ-i  Intrapersonal EQ -2.48 76 -5.48 2.21 <.015 -.283
BarOn EQ-i Interpersonal EQ 5.43 76 18.3 3.37 <.001 .619
BarOn EQ-i  Adaptability EQ -5.8 76 -6.68 1.15 <.001 -.661
BarOn EQ-i  Stress Management EQ -6.36 76 -8.31 1.31 <.001 -.724
BarOn EQ-i  General Mood EQ -4.61 76 -8.5 1.85 <.001 -.525

Consistent with the second hypothesis, it was tested whether psychology students would also have a higher
pass rate on the MSCEIT. The results of the sample of psychology students were compared to the norms that
correspond with the average age of the respondents (i.e., 18-24 years old). Since the MSCEIT operates with a
total score and two subscales, we report the results for each. In the total Emotional Intelligence score, respon-
dents had a significantly better result (76) = 9.12, p < .001 with effect size d = 1.04; however, this trend was
weaker for the subscales. In terms of Experiential Emotional Intelligence, the students achieved a worse result
than what the international norms are for this age category t(76) = -3.21, p = .002 with an effect size of d =
-.366. However, for Strategic Emotional Intelligence, psychology students were well above the average t(76) =

23.8, p < .001 with an effect size of d = 2.72.

Measured values were significantly higher than the norms in the overall Emotional Intelligence score in the Ba-
rOn EQ-i test t(76) = 5.85, p < .001, d = .666. Psychology students had significantly worse results compared to
the norms in the subscales Intrapersonal EQ, Adaptability, Stress Management and General Mood (see table).
Psychology students also had statistically significantly lower scores on the Positive impression control scale
t(76) = - 4.03, p < .001 with an effect size of d = -.459. They also had significantly higher scores on the Negative

Impression control scale t(76) = 2.18, p = .032 with an effect size of d = .249.
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Discussion

The study describes in greater detail those areas of emotional intelligence for which differences can be expected
between psychology students and the general population. A statistically significant difference was found for the
MSCEIT, with overall EQ and Strategic EQ being statistically significantly higher in psychology students and
Experiential EQ being statistically significantly higher in favor of the general population. When interpreting
the results, the current societal situation, which caused limited face-to-face contact for several months, must
be taken into account, which may be represented by the MSCEIT Experiential EQ. In this context, it would be
interesting to investigate the effect of the pandemic measures on the emotional intelligence of the population,

where the recognition of emotions from faces is also severely limited.

The performance ERT showed a statistically significant difference between psychology students and the gene-
ral population in favor of future psychologists. Based on these results, it can be said that psychology students

have a strong foundation in the theory of emotions, specifically in recognizing them on human faces.

BarOn‘s EQ-i showed the most surprising results, with psychology students scoring statistically significantly
higher than the general population in overall EQ, but scoring significantly lower in most of the subscales except
for Interpersonal EQ. Given that this is a self-assessment tool in which psychology students rated themselves
statistically significantly more critically than the general population, it can be assumed that their lower self-

-esteem may also contribute to this result (Baron, 1997; Joseph et al., 2015).

The results of the study may be biased by the sample itself, which consists, as the nature of the field may pre-
-determine, predominantly of women (Furnham et al., 1999). The sample chosen from the population does not
guarantee a representativeness. The data from normative population were collected through response sheets

while our sample completed the online questionnaire. This might be a source of bias in results interpretation.

There is also the question of how the results can be interpreted if we assume that some students may have
taken courses in emotional intelligence in addition to studying psychology in the past. For future research with

a similar objective, we suggest controlling this variable.
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CAREER AND AGE: EXPLORING GENERATIONAL
DIFFERENCES

KARIERA A VEK: SKUMANIE GENERACNYCH ODLISNOSTI

Viera Bacova'
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Abstract: The aim of the article is to point out that the new, non-linear, and non-hierarchical understan-
ding of career weakens the traditional connection between career advancement and age. Frequent changes
of employment and frequent switches of working-non-work periods, occurring throughout working life, also
reduce the importance of the retirement transition, as this transition may involve a series of long-lasting
work-retirement transitions and vice versa. The second goal of the article is to draw attention to theoretical
and methodological issues in understanding the generational difference in practice, theory, and research in
work psychology. Above all, it is necessary to separate the effects of age, period, and cohort, which in empiri-
cal research means using more demanding and complex research designs in the work context. An alternative
approach to the study of generations in the workplace is presented, which is more suitable for psychological

research, namely the lifespan developmental perspective.

Keywords: traditional and new careers; retirement transition; generational differences; age, period, and
cohort (APC) effects; the lifespan developmental perspective

Abstrakt: Cielom ¢lanku je poukdzat' na to, Ze nové, nelinearne a nehierarchické chapanie kariéry oslabuje
tradi¢né spojenie medzi kariérnym postupom a vekom. Casté zmeny zamestnania a ¢asté vymeny obdobi
prdace—neprace, ku ktorym dochdadza pocas celého pracovného Zivota, znizuju tiez doleZitost prechodu do
déchodku, pretoze tento prechod moéze obsahovat sériu dlho trvajiicich prechodov praca—déchodok a na-
opak. Druhym cielom prispevku je upriamit pozornost na teoretické a metodologické problémy pri porozu-
meni generacénym rozdielom v praxi, teérii a vyskumoch v pracovnej psycholégie. Predovsetkym je potrebné
oddelovat vplyv veku, doby a kohorty, ¢o v empirickom vyskume znamena vyuzit narocnejsie a komplexnej-
Sie vyskumné dizajny v kontextoch prace. Uvedeny je alternativny pristup ku skiimaniu generdcii na pra-

covisku, ktory je viac primerany pre psychologické skiimanie, konkrétne perspektiva celozivotného vyjvinu.

KUicové slova: tradicné a nové kariéry; tranzicia do déchodku; generacné rozdiely; vplyvy veku, obdobia
a kohorty (APC); pristup celoZivotného vjvinu
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Uvod

PredlZzovanie doby Zivota T'udi okrem iného spOsobilo, Ze rastie pocet generacii, ktoré spolu pracuji na pra-
coviskach. Tejto skutocnosti sa intenzivne venuja popularne média, akademicka i neakademicka literatura.
Prevlada nazor, Ze vekové skupiny I'udi (oznacované ako generacie) sa od seba silne liSia svojimi hodnotami,

postojmi, preferenciami, rodinnym i pracovnym spravanim (Parry & Urwin, 2017).

Existuje mnoho dovodov na to, aby generacie (odlisné vekové skupiny) vo svete prace boli povazované za roz-
dielne. Starsi zamestnanci presli dlhsim procesom dozrievania a v minulosti zazili odlisné socialne, politické,
kultrne a ekonomické udalosti a mali odlisné podmienky v porovnani s mladsimi. VSetkych, bez ohl'adu na
vek, ovplyviiuje aktualna doba. Spolupbsobiace vplyvy veku a minulej doby, ktoré st spoloéne oznacované

ako ,generacia“, sa javia ako nepopieratelné.

Pri snahe o ziskanie presnejsich idajov o spravani generacii v§ak nutne narazime na problém definovania ge-
neracii a stanovenia hranic medzi nimi. Zistfovanie genera¢nych rozdielov obsahuje zaroven aj rieSenie vaznych
metodologickych problémov. V tomto prispevku usilujeme upozornit na tieto problémy, najma v suvislosti

s pracovnou kariérou, a naértntat mozny alternativny pristup.

Tradi¢né a nové kontexty kariéry

Svet prace sa priemyselnymi a informacno-technologickymi revoliciami radikalne meni a meni sa aj tradi¢na
kariéra. Kym predtym bol normou jeden zamestnavatel za cely pracovny zivot, a tento zamestnavatel kontro-
loval pracovni zmluvu a urcoval kariérovy postup zamestnanca, si¢asny milenial sim prebera zodpovednost
za svoju kariéru. Pre jeho kariéru je rozhodujica jeho pracovna mobilita, predajnost, ¢i zamestnatel'nost. Li-
neérne a hierarchické stupne kariéry podla dizky zamestnania/veku (zadiatok, platé, koncovy bod) nahradilo
cyklické striedanie ne/zamestnania; typu, obsahu, ¢asu a miesta prace; prace a pracovného vol'na. Predtym
uspech znamenalo dosiahnut ¢o najvyssi stupen kariéry, dnes je tispech v kariére arbitrarny. Predovs$etkym je
to subjektivny ukazovatel, nielen vykon, ale i kvalita Zivota ¢i zivotna spokojnost. Za tispech sa tieZ povazuje
rovnovaha medzi pracovnym a sikromnym Zzivotom, pricom dosiahnutie tejto rovnovahy hodnoti pracovnik
sam (Bown-Wilson & Parry, 2013). Nové modely kariéry dostavaji nazvy ako protednska (seba-riadena) ka-
riéra, kariéra bez limitov (priestorovych, fyzickych aj psychologickych), najnovsie kariéra kaleidoskopickda,
t. j. taka kariéra, ktora podporuje autenticitu, rovnovahu a zostuladenie pracovného a osobného zivota (Parry,

2018).

Je dobre pripomentt, Ze nové modely kariéry sa rozvijaji sicasne s novymi pohl'admi na ¢lenenie I'udského 7i-
vota ako celku. Tzv. trojboxovy, tradi¢ny model Zivota pozostaval z pripravy na pracu, nepretrzitej doby prace
(kariéry) a odpoc¢inku (dochodku) ako samostatnych oddelenych troch faz zivota, pevne spojenych s mladym,
strednym a starym vekom. V stcasnosti je nahradzany cyklickym viacfazovym modelom, v ktorom sa vzde-
lavanie, praca a volny ¢as vzajomne prelinaji, jednotlivei mdZu vol'ne prechidzat od jednej aktivity k druhe;j.
Stupne klasicky chapanej kariéry (vzostup, pokles, ukoncenie) moze jedinec cyklicky striedat v réznom poradi,

a tak do r6éznych druhov kariéry méze opakovane vstupovat a vystupovat (Lyons et al., 2015; Parry, 2018).
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V novych modeloch kariéry sa oslabuje stivislost medzi vekom a kariérou. DoleZitost nadobuidaja Zivotné be-
nefity, ktoré l'udia ziskavaji (a prin4s$aji inym) aj mimo sveta zamestnanosti, to znamené aj vtedy, ked nie st

zamestnani.

Zaroven nadobtida iné rozmery a iny vyznam aj ukoncovanie celoZivotnej kariéry (Tomlinson, 2018). Docho-
dok bol (a doteraz je) tradi¢ne chiapany ako rozhranie prace a neprace. Ak st vsak tieto rozhrania ¢asté uz pocas
pracovného Zivota, znizuje sa doleZitost, ktora sa im tradi¢ne pripisovala, a to plati aj pri ukoncovani karié-
ry. UZ v sGéasnosti mozno ¢asto pozorovat prechody do déchodku ako série opakovanych obojsmernych pre-
chodov ,,pradca—déchodok/nepraca“ a naopak. Zmeny sa prejavuja aj v novej terminologii, ako premostovacie
zamestnanie, semi-dochodok, polovi¢ny déchodok, gradualny dochodok, kizavy dochodok, oddochodkovanie

(Henkens et al., 2018), a tieto terminy sa zac¢inaja pouzivat nielen u zamestnancov pokrocilého veku.

Je zrejmé, Ze nielen aj kariéra, ale aj jej ukoncovanie (vratane tranzicie do dochodku) historicky podliehaja
zmenam, ktoré nastupuji pozvolne. Pozvolne sa tieZ otvara napitie medzi o¢akavaniami benefitov z preruso-
vania prace/kariéry pocas dospelosti a o¢akavaniami o zivote po poslednom ukonéeni zamestnania. Na jednej
strane mozno pozorovat utvaranie otvorenejSich a uvolnenejsich Zivotnych stylov v kariére (napr. sabatikal)
a dochodku (koncept tretieho veku). Na druhej strane zaznamenivame nové vyzvy na trhu prace, nové vzni-
kajtice rezorty, nové prace a profesie, a v dosledku demografického vyvoja aj vznikajtci tlak na neskorsi vek
odchodu do déchodku. Pre riesenie ¢i zmiernovanie tychto protikladov bude potrebny aj prispevok pracovnej

psychologie.

Skimanie generac¢nych rozdielov — problémy s ,,generaciou“

V priebehu poslednych rokov prudko vzrastol pocet stadii zameranjch na generac¢né rozdiely na pracovisku
a generac¢né/vekové rozdiely v nazerani na kariéru (napr. Bown-Wilson a Parry, 2013). Istou zaujimavostou je,
Ze téma generacnych rozdielov zaujala najskor praktikov, a az neskor teoretikov vo svete prace (Parry & Urwin,

2011).

K. Mannheim, ktorému sa pripisuje uvedenie terminu generacia (Mannheim, 1952/1927) identifikoval tri spo-
lo¢né znaky, ktoré generacia zdiela. Je to rovnaké ¢asové miesto (kohorta narodenia), rovnaké historické mies-
to (vystavenie rovnakej ére/vyznamnym udalostiam, a napokon rovnaké socio-kultiirne miesto (generac¢né
vedomie, identita, entelechia). Generacia m4 byt teda identifikovatelna ako skupina, ktora zdiel'a nielen roky
narodenia, ale sti¢asne aj umiestnenie v socialnych procesoch, a tym aj viznamné Zivotné udalosti, ktorym bola

vystavena vo svojich kritickych vyvojovych fazach.

Ak sa vSak generacia vymedzuje len rokmi narodenia (ako sa to ¢asto deje) namiesto vymedzenia socidlneho,
ekonomického, kultirneho ¢i politického, potom takyto vyskum nedokaze zmysluplne zistit rozdiely medzi
generaciami. Tieto mozu byt v roznej miere vysledkom vekového dozrievania, zivotnej fazy, alebo spoloc¢ne
prezivanych udalosti. Problém rozliSenia rozdielov sposobenych vekom, Zivotnou fazou, ii¢inkami historického

obdobia je znamy ako problém APC (Age-Period-Cohort; bliZSie Bell & Jones,2013).
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Zaujem o korektny odhad tcinkov veku, obdobia a kohorty je pritomny v skimani psychologickych a sociél-
nych javov vidy, ked st skimané v spojeni s ¢asom, historickym alebo individudlnom vyvojom. Vek, obdobie
a kohorta nie sti navzajom nezavislé, a preto je oddelenie ich relativnych t¢inkov naro¢né, ak nie nemozné

(Rudolph et al., 2020).

Vekouvé efekty sa vztahujt na biologické alebo socidlne rozdiely, ktoré mozno pripisat fyzickému alebo psy-
chickému rastu, dozrievaniu, zivotnej faze alebo vyvinu, ktoré nastavajt bez ohl'adu na to, kedy sa kto naro-
dil. Efekty obdobia odrazaja varidcie medzi jednotlivecami, ktoré sa zalozené na tom, ako I'udi rézneho veku
ovplyvnili rovnaké historické udalosti. Udalosti doby ovplyviiuja vSetkych v danej dobe, aj ked nie Gplne rov-
nako. Efekty kohorty poukazujt na rozdiely medzi skupinami jednotlivcov, ktoré mozno pripisat ich ¢lenstvu
v tejto skupine. Je dolezité odlisit kohorty narodenia od generacnych kohort (pouZivanych v literattre o gene-
raciach). Generacné kohorty predstavujt viaceré kohorty narodenia, ktorym bol pridany nejaky vyznam; zatial
¢o kohortu narodenia samu osobe mozno povazovat za generaciu hodnotovo neurcent, t. j. bez kontextu (napr.

kohorta 'udi narodenych v roku 2015; Rudolph & Zacher, 2017).

Costanza a kol. (2012) podobne definovali genera¢né kohorty ako skupinu jednotlivcov priblizne rovnakého
veku, ktori prezivajt a st ovplyviiovani rovnakymi vyznamnymi historickymi udalostami v klIi¢ovyjch vijvino-

vych obdobiach ich Zivota, zvycajne v neskorom detstve, dospievani a na zac¢iatku dospelosti.

Ak je predmetom skiimania vplyv veku, sticasné vplyvy doby a kontextu alebo celozivotnej historie, vyvstava
otazka ako oddelit Gc¢inky veku, obdobia a kohorty pre vyskum, ktory chce tieto vplyvy vysvetlit. Skimanie
ucinkov APC je problematické, ked sa ktorykol'vek z tychto troch zdrojov vplyvu skiima spolo¢ne. Spravny od-
had efektov APC je obzvlast doleZity pri Stadiu generacii, pretoze tieto st plne urcené d’alsimi dvoma faktormi:

vekom a obdobim.

Niektoré prace preto tvrdia, Ze vyskumnici maja uvazovat o generaciach ako o ,,fuzzy socialnych konstruktoch®,
a nie ako o samostatnych kohortich. Ini tvrdia, Ze musime inak chéapat a preformulovat generacie, napriklad
rozmyslat o nich ako o jave percepcie, kontextu, zalozenom na identite, alebo socialne konstruovanom (Rudol-

ph & Zacher, 2017).

Dizajny skiimania ¢asovych zmien a ich kritika

Kritike a skepticizmu voci pristupu ku generaciam a ich skimaniu napoméahaji protire¢ivé empirické zistenia.
Doterajsie vyskumy generacii neposkytuji dostatoénii empiricki evidenciu o genera¢nych rozdieloch. V niek-
torych vyskumoch boli zistené efekty prilis§ malé, alebo rozdiely neboli zmysluplné, a v désledku toho niektori

vyskumnici dokonca zacali hovorit o genera¢nych rozdieloch ako o mytoch (Costanza & Finkelstein, 2015).

Najcastejsie kritika smeruje k tomu, Ze vic§ina vyskumov genera¢nych rozdielov je prierezova, ¢o neumoznuje
rozlisit medzi G¢inkom dozrievania a skuto¢nymi genera¢nymi rozdielmi. Po druhé, generacie si klasifikované
podla sociohistorickych udalosti na Zapade (zvycajne v USA), a teda nemusia platit pre vzorky mimo USA. Po

tretie, mnoho generaénych $tadii nezohl'adnuje heterogenitu, ktora existuje vo vnutri jednej generacie. Okrem
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toho vyskumnici ¢asto pouZivaja na vymedzenie generacie roky narodenia namiesto socio-kultirno-ekono-
mickych alebo politickych kritérii (Parry & Urwin, 2017). Vyskum potom nedokaze zmysluplne zistit rozdiely

medzi generaciami, ktoré st vysledkom dozrievania alebo vstupom do inej Zivotnej fazy jednotlivca.

Jednoduché vyskumné dizajny, v ktorych v jednom ¢asovom bode st skimané osoby rézneho veku, alebo l'u-
dia rovnakého veku v réznych ¢asovych bodoch, neumoziiuji oddelit efekty veku, obdobia a kohorty, a preto
maji mala hodnotu pre skiimanie generacii. M6zu viest k faloSnym zaverom o povahe t¢inkov veku v pripade

skuto¢nych acéinkov kohorty.

Primeranej$ie m6zu modelovat efekty veku, obdobia a/alebo kohorty zlozitejsie longitudinilno-sekvenéné
vyskumné dizajny, ktoré do jednej metodologie kombinujt prvky prierezovych dizajnov, dizajnov s ¢asovym

odloZenim a longitudinalnych (podrobnej$ie o tom pozri napr. Rudolph et al., 2020).

Niektoré vysledky skiimani generac¢nych rozdielov v kariére

Tie vyskumy, ktoré sa napriek nidmietkam usiluji skimat genera¢né rozdiely, uvedené vyhrady zohladnuja
a usiluja sa im celit napriklad kontrolou vekovych rozdielov. Vo svojom kontrolovanom vyskume Ng et al.
(2018) zistili, Ze prislusnici tzv. tichej generacie sa identifikovali so svojou kariérou viac nez iné generacie.
Mileniali a Generacia X boli viac presvedéeni, Ze svoj kariérny Gspech nemajt pod kontrolou. Mileniali mali
tiez nizs$iu troven seba-G¢innosti v porovnani so zamestnancami Generacie X a ,Boomers®. Kazd4 nasledujica
mladsia generacia viac zdoraziiovala autondmiu a nezavislost, podnikatel'ska tvorivost, zivotny §tyl, sluzby

a odhodlanie. Dalej uvddzame dalSie zistenia.

Najmladsia generacia milenialov zdoraznovala pracovné vlastnosti vedice k seba-zdokonalovaniu, ako aj so-
cidlne aspekty pracoviska. Hodnoty Generacie X naopak zdoéraziiovali potrebu najst rovnovahu medzi pra-
covnou a osobnou strankou Zivota. Boomers a ,ticha“ generacia usilovali udrzat svoju déleZitost v meniacom
sa pracovnom prostredi. Lisili sa v§ak v tom, Ze boomers sa zameriavali na svoj progres a Gspechy, zatial' ¢o

sticha“ generacia sa usilovala vytvarat dobry dojem vo svojej organizicii.

Mileniali mali v priemere viac ako dvojnasobny pocet pracovnych zmien roc¢ne ako ostatné generacie. Kazda
nasledujica mladsia generacia urobila viac kariérnych zmien ako generacia, ktora im predchadzala. Ocakava-
nia ,tichej“ generacie o zvySovani platu, rychlosti postupu, uznania ispechov, zapojenia do osobne zmysluplnej
prace a dosiahnutia kariérneho potencialu boli splnené viac nez u kazdej z mladsich generacii. O¢akavania
zamestnancov Generacie X na vzdelavania a rozvoj boli splnené podstatne menej nez u ostatnych generéacii.
Ocakavania kazdej nasledujiicej mladsej generacie o osobnej hrdosti na kariérne tispechy boli splnené podstat-
ne menej ako u generacie, ktora ich predchadzala. Vo vSeobecnosti sa spokojnost s roznymi aspektmi kariéry

postupne zvySovala pri kazdej starsej generacie (Ng et al., 2018).

Kym vyskum Ng et al. (2018) ukazal generac¢né rozdiely, Unite et al. (2012) ich vo svojom vyskume nezistili.
Kvalitativne porovnavali koncepcie kariérneho tspechu u viac ako 100 starsich (nad 50 rokov) a mladsich (do

30 rokov) pracovnikov v 11 krajinach, avSak pri interpretacii vysledkov vychadzali z pristupov celoZivotného
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vyvinu, zivotnej fazy a generacie. Ich vyskum preukazal vécésie podobnosti nez rozdiely medzi vekovymi skupi-
nami. Napriek nezisteniu vekovych rozdielov zistili rozdiely medzi vekovymi skupinami na trovni jednotlivych
krajin, napr. medzi USA a Cinou. Ich zistenia zdéraziuji a podporuji potrebu kombinovat priebeh celého
individualneho Zivota (vek) a genera¢ny pristup pri skamani kariérovych preferencii, pracovnych skasenosti

a prezivania prace v roznych vekovych skupinach.

Alternativa skiimania generacii — pristup celozivotného vyvinu

Ako uvadzaju viaceri autori (napr. Parry, 2018), pri skimani vplyvu veku na kariéru existuja rézne spdso-
by konceptualizacie vyskumného problému. Prvym je skimanie efektu generacie, ktorému sme sa venovali.
Zdoraznuje myslienku, Ze rozne generacné kohorty jednotlivcov sa budt odliSovat hodnotami vo vztahu ku
kariére a preferenciami kariéry na zaklade ich r6znych skasenosti dozrievania v réznom obdobi. To je pristup
skiimania medzigeneraénych rozdielov. Ich skiimania prostrednictvom neprimeranych planov vyskumu moéze

mat (a ¢asto m4) nedostatky, na ktoré sme usilovali poukazat.

Druhé perspektiva sa zameriava na uc¢inky veku alebo dozrievania. Vychadza zo skutocnosti, ze potreby 'udi
vo vzfahu k ich kariére sa menia s pribidajacimi rokmi v dosledku fyziologickych a psychologickych zmien,
ktoré prezivaju s pribudajicim vekom. Meniace sa potreby prejavuja napriklad v réznych preferenciach vy-
sledkov kariéry. Potreby l'udi v praci a ich preZivanie kariéry sa tieZ menia aj so Zivotnou fazou, najma spoje-
nim s inymi l'ud’'mi, napriklad partnerskym spoluZitim a detmi. To je pristup skiimania celoZivotného vyvinu

v pracovnej oblasti.

Odbornici v pracovnej a organizacnej psycholdgii sa zaujimaju o sociologické chapanie genericii, ale tiez aj
o psychologické tedrie celoZivotného vyvoja (Costanza & Finkelstein, 2015; Rudolph & Zacher, 2017). Tieto dva
pristupy neboli zatial vel'mi porovnavané a spolo¢ne zohl'adnené. Jednym z mala vyskumnikov, ktori sa venuji
hodnoteniu tychto pristupov je Cort W. Rudolph so spolupracovnikmi. Vo svojich pracach kritizuje niektoré
vyskumy generacii na pracovisku, konstatuje potrebu ich d’al§ieho rozpracovania a sticasne naznacuje alterna-

tivu (Rudolph & Zacher, 2017; Rudolph et al. 2020).

Rudolph konstatuje, Ze koncept generacie vznikol zo sociologického myslienkového experimentu. Sociol6gii
poskytol velka vysvetlovaciu silu: pomohol vysvetlit spolo¢enské zmeny tym, Ze generacie postavil do pozi-
cie katalyzatorov tychto zmien. Pojem generdcia a pojem spolocenska zmena maja véak povahu agregatnych
javov. A tak ich pouZitie na skiimanie spravania na individuélnej drovni v psycholégii nie je ani vhodné, ani
opravnené, tvrdi Rudolph. Namiesto toho navrhuje rozpracovat pre psychologicky vyskum préce pristup celo-
Zivotného vjvinu ako vhodny ramec pre pochopenie veku, obdobia a kohorty v pracovnom spravani (Rudolph

et al., 2020).

Podl'a Baltesa a jeho spolupracovnikov (1980), ktori pristup celoZivotného vyvinu rozpracovali, na jednotlivca
majia v priebehu celého Zivota (vratane pracovného) vplyv tri skupiny faktorov: veku, historického obdobia

a nenormativne vplyvy (prvé dve skupiny st normativne v Statistickom zmysle).
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Vek obsahuje osobnostné a kontextové determinanty vyvinu l'udi v priebehu starnutia, napr. biologické dozrie-
vanie, zhorSovanie zmyslov a pokles fyzickej sily, ako aj bezné socializa¢né udalosti (nastup do skoly, manzel-
stvo, narodenie deti, dochodok). Tieto determinanty st predvidateIné z hl'adiska ich nastupu a trvania. Vplyvy
histérie znamenaji osobnostné a kontextové faktory, ktoré suvisia s konkrétnym historickym obdobim (napr.
2.svet.vojna), ktoré mézu odline ovplyviiovat vyvin 'udi. Nenormativne vplyvy st pre kazdého jednotlivca
jedine¢né a st nepredvidatelné (ako napriklad kariérne zmeny, rozvod, strata zamestnania, tazké choroby
a d.). Interakcia vplyvov tychto troch systémov vedie k stabilite a zaroven k zmenam, ako aj k viacrozmernosti

a viacsmernosti v rozvoji jednotlivca, vratane pracovného rozvoja (Baltes, 1987).

Ro6znu silu troch systémov vplyvov na vyvoj jednotlivca v priebehu celého jeho Zivota hypotetizoval Baltes
a spolupracovnici (1980) nasledovne. Normativne faktory veku maja silny vplyv v detstve, zniZzeny dopad
v dospievani a zvySeny vyznam v dospelosti a starobe. Historické obdobie najviac ovplyviiuje I'udi v dospievani
a ranej dospelosti, slabsie v detstve a starobe. Nakoniec, sila nenormativnych vplyvov sa pocas Zivota linearne
zvySuje. DoleZité udalosti v Zivote jednotlivca sa ¢asom stavaju dolezitej$imi prediktormi vyvoja v pracovnej

kariére (¢o napriklad z pohl'adu skimania generacii nie je zohl'adiiované).

Domnievam sa, Ze tato cesta naznac¢ena C.W. Rudolphom, je perspektivna v dalSom psychologickom skiimani

suvislosti a vztahu veku a kariér, genera¢nych odlisnosti a ich désledkov v pracovnej psychologii.
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VOCATIONAL IDENTITY OF ADOLESCENTS IN RELATION
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Abstract: The aim of the study was to find out the relationship between students' self-esteem during the
period of late adolescence and their vocational identity in three areas (career research, career commitment
and career reconsideration). We used Porfeli's model to examine vocational identity (Porfeli, Vondracek,
Weigold, 2011). A sample of our research and university students (Mage = 18,57; SDage = 1,12). We used
the Rosenberg self-esteem scale (Rosenberg, 1965) and the Coopersmith self-esteem questionnaire (Cooper-
smith, 1967) to measure self-esteem. Vocational identity was measured by The vocational identity status
Assessment (VISA) scale (Porfeli, 2011). The results of our analysis have shown that there is a statistically
significant relationship between global self-esteem in adolescents and some dimensions of vocational iden-
tity. We also found relationships between Coopersmith's self-esteem factors and some dimensions of vocati-
onal identity. We have found that people have the highest self-esteem in undifferentiated status. Therefore,
self-esteem is an important aspect of personality, which in a certain way is also reflected in a person's career

development.

Keywords: students” self-esteem, late adolescence , Rosenberg self-esteem scale, vocational identity, career

Abstrakt: Cielom predkladanej studie je zistit, akiy je vztah medzi sebahodnotenim Studentov v obdobi ne-
skorej adolescencie a ich pracovnou identitou v troch oblastiach (kariérovy prieskum, kariérovy zavdizok
a kariérové prehodnotenie). Pri skumani pracovnej identity sme vychadzali z Porfeliho modelu (Porfell,
Vondracek, Weigold, 2011). Vyskumny stibor v nasom vyskume tvorilo 177 adolescentov (Mvek= 18,57; SD-
vek =1,12). Na meranie sebahodnotenia sme pouZili Rosenbergovu skalu sebahodnotenia (Rosenberg, 1965)
a Coopersmithov dotaznik sebahodnotenia (Coopersmith, 1967). Pracouvntl identitu sme zistovali skalou The
Vocational Identity Status Assessment (VISA; Porfeli, 2011). Visledky analyz poukazujii na fakt, Ze medzi
sebahodnotenim u adolescentov a niektorymi dimenziami pracovnej identity. Taktiez sme zistili vztahy me-
dzi faktormi sebahodnotenia podla Coopersmitha a niektorymi dimenziami pracovnej identity. Zistili sme,
Ze najuyssiu troven sebahodnotenia dosahuju adolescenti v nediferencovanom statuse pracovnej identity.
Sebahodnotenie sa podla nasich zisteni javi ako dbleZity aspekt osobnosti, ktory sa spaja aj s kariérovym
vjvinom mladych ludi.

KUliucéové slova: sebahodnotenie Studentov, neskora adolescencia, Rosenberg self-esteem scale, pracovna
identita, kariéra
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Uvod

Jednou z kl'aicovych dloh obdobia adolescencie je h'adanie vlastnej identity. Nejde vSak iba o najdenie iden-
tity personalnej a socialnej, ale aj o najdenie identity pracovnej. Tafarodi a Swan (2001) na zaklade vysledkov
vyskumu tvrdia, Ze pozitivne sebahodnotenie prispieva k vyssej G¢innosti v rozhodovani, pretoZe jedinci s po-
zitivnym sebahodnotenim maji viac pozitivnych postojov a viac si sami seba cenia, ¢o moze vyrazne vplyvat
nielen na ego identitu adolescentov, ale aj na ich vytvarajicu sa pracovnu identitu. Hlavnym zamerom pred-
kladanej stadie je skimat stivislosti medzi sebahodnotenim adolescentov a ich pracovnou identitou a porovnat

v irovni sebahodnotenia Studentov s roznym statusom pracovnej identity.

Pracovna identita

Pojem pracovna identita je na Slovensku pomerne novy, napriek tomu moézeme najst doméce vyskumy zohl'ad-
nujtce aj tato problematiku (napr. Hudakova, Sollar, 2020). Vondracek a Skorikov (1993) definuji pracovni
identitu ako vnitorna reprezentaciu profesionalneho ja, ako aktivneho ¢initel'a v procese profesionalneho vy-
vinu, ktora zahfna hodnoty, schopnosti self-efficacy, aspirécie a tiez profesionalne zaujmy dolezité v ramci ka-
riérovych volieb a kariérového poradenstva (Hudakova, Sollar, 2017, 2018; Hudakova, Dancové, 2019). Porfeli
a Lee (2012) popisuja model pracovnej identity, ktory pozostava z troch dimenzii: kariérovy zavazok, kariérovy
prieskum a kariérové prehodnotenie. Rozoznavame Sest statusov pracovnej identity: ako adaptivnu formu sta-
tusu oznacujeme Dosiahnuty status (Achieved), ktory je zalozeny na zaviazku a hTadani moZnosti. Uzavrety sta-
tus pracovnej identity (Foreclosed) je zalozeny na zavazku bez toho, aby jednotlivec hl'adal kariérové moznosti.
Moratérium (Moratorium) je hladanie bez zavazku a so strednou hodnotou kariérovej flexibility. Rozptyleny
status (Diffused) zahfna nizke hodnoty hl'adania a zaviazku. Moratorium v §tadiu hl'adania (Searching Morato-
rium) je status oznacovany ako ,predbezny zavazok“. Nediferencovany status (Undifferentiated) je charakteri-

sticky nevyhranenostou jednotlivca (Porfeli, Savickas, 2012).

Sebahodnotenie

Pojem sebahodnotenie po prvykrat definoval americky psycholég Wiliam James ako uréity sebaobraz, vdaka
ktorému oceniujeme alebo neocemiujeme to ¢im sme, ¢o robime a aké vysledky dosahujeme (James et al., 1890).
V obdobi adolescencie ma jednotlivec tendenciu posudzovat sa predovsetkym podla reakcii druhych Tudi
(Langmeier, Krejc¢itova, 2006), avsak presvedcenie o tom, Ze sa ¢lovek musi prisposobit o¢akavaniu inych
savisi s tendenciou tazsieho zvladania psychickej zataze (Hud4kova, Kurekova, 2020). Ak mlady ¢lovek hod-
noti svoju identitu pozitivne, je viac nez dost pravdepodobné, Ze bude takyto ¢lovek Gspesnejsi v socidlnych
vztahoch a interakciach, komunikacii, bude sa spravat Gprimne a nezavisle. Adolescenti s nizkym sebahodno-
tenim Casto ¢elia mnohym rizikdm, ktoré stivisia s vytvaranim negativnejsich vztahov a zazivanim negativnych
emocii. V tomto ohl'ade sa sebahodnotenie povazuje za vyrazny potencial v Zivote adolescentov (Cakar & Ka-

ratas, 2017), ktory vnimame tizko prepojeny so spominanou formujticou pracovnou identitou mladych I'udi.



125

Pracovna identita vo vztahu k sebahodnoteniu adolescentov

Santos (2003) sktimal u Studentov stvislosti medzi stabilitou ciela, sebahodnotenim a pracovnou identitou.
Zistil, Ze sebahodnotenie a pocit, Ze mame v Zivote nejaky smer prispieva k rozvoju kariérovych zruc¢nosti.
Vztahom medzi sebahodnotenim, vnimanim bariér a pracovnou identitou skiimali Gushue et al. (2006). Au-
tori zistili, Ze vysSia Groven sebahodnotenia pri kariérovom rozhodovani savisi s diferencovanejSou pracovnou
identitou a vac¢sim zapojenim sa do dloh kariérového prieskumu. Johnson et al. (2014) vo svojom vyskume
sledovali pracovni identitu a kariérové rozhodovanie u Studentov strednych $kol. Autori zistili, Ze silnejsi pocit

seba predikoval vysSie arovne pracovnej identity.

Vyskumné ciele a predpoklady

Cielom predkladaného prispevku je analyzovat vztahy medzi aspektmi pracovnej identity a sebahodnotenim,
a tiez zhodnotit rozdiely v sebahodnoteni medzi $tudentmi s réznym statusom pracovnej identity. Na zéklade
vy$sie spominanych skutoc¢nosti predpokladame v pripade adaptivnych dimenzii pracovnej identity (kariéro-
vého zavazku a kariérovej exploracie) pozitivne vztahy s globalnym sebahodnotenim, ale aj rodinnym, $kol-
skym a rovesnickym self. V pripade neadaptivnej dimenzie — kariérového prehodnocovania sme predpokladali
so vSetkymi spominanymi zlozkami sebahodnotenia negativne vztahy. V pripade rozdielov v sebahodnoteni
Studentov s réznym statusom pracovnej identity sme formulovali vyskumnt otazku: Existuje rozdiel v seba-

hodnoteni medzi §tudentmi s réznym statusom pracovnej identity?

Metody

Vyskumny sabor

Macek (2003) obdobie neskorej adolescencie vymedzuje od 17- 20/22 rokov. Predpokladame, Ze vic¢sina ado-
lescentov si v tomto obdobi presla krizou vlastnej identity, a aktivne premysla o svojej budicnosti. Vyskumny
subor v nasej praci tvorilo 177 stredoskolskych a vysokoskolskych Studentov vo veku 17- 21 rokov (Mvek =
18,57; SDvek = 1,12). Respondentov sme do vybrali prostrednictvom prilezitostného vyberu. Z hl'adiska pohla-
via nas stubor tvorilo 116 dievéat (65,5 %) a 61 chlapcov (34,5%).

Meracie nastroje

Na meranie sebahodnotenia sme pouzili Rosenbergovu $kalu sebahodnotenia (Rosenberg, 1965)a Coopers-
mithov dotaznik sebahodnotenia (Coopersmith,1967). Na meranie pracovnej identity bola pouzita skala od
Porfeliho (2011) — The Vocational Identity Status Assessment (VISA). Skéala obsahuje 3 subskaly: kariérovy

prieskum, kariérovy zavazok a kariérové prehodnotenie (Porfeli, 2011).
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Metody analyzy dat

Vzhl'adom na normélnu distribaciu dat v skimanych siiboroch sme pouzili Pearsonov korelaény koeficient na
zaklade odportcani, ktoré uvadzaja Sollar a Ritomsky (2003). Na identifikovanie statusov pracovnej identity
sme pouzili K-means zhlukovii analyzu. V komparacnej ¢asti nasej stidie sme pouZili neparametricky Kruskal-

-Wallisov test a Mann-Whitneyho test, na zhodnotenie vecnej vyznamnosti sme pouzili prislu$né koeficienty.

Vysledky

Vztahy medzi sebahodnotenim a jednotlivymi aspektmi pracovnej identity uvddzame v Tab. 1. a rozdiely v se-

bahodnoteni medzi $tudentmi s rozdielnym statusom pracovnej identity v Tab. 2, Tab. 3.

Tabul’ka 1

Vztah aspektov pracovnej identity a sebahodnotenia

Generalizované self Rovesnicke self Skolské self Rodinné self

r P r P r P r P
KES 0,238 <0,001 0,204 0,006 0,165 0,028 0,203 0,007
KEH 0,306 <0,001 0,235 0,002 0,258 <0,001 0,142 0,059
KF 0,173 0,021 0,125 0,098 0,409 <0,001 0,012 0,876
KP -0,381 <0,001 -0,263 <0,001 -0,342 <0,001 -0,109 0,147
KZ 0,228 0,002 0,026 0,735 0,183 0,015 0,042 0,581
IKZ 0,175 0,020 0,158 0,035 0,090 0,232 0,083 0,270

Pozndmbka. r — Pearsonov korelaény koeficient, p - $tatisticka vyznamnost, KES — kariérovy prieskum do $irky, KEH
— Kkariérovy prieskum do hibky, KF — kariérova flexibilita, KP — kariérové pochybnosti, KZ — kariérovy zavizok, IKZ—
identifikicia s kariérovym zavizkom.

Stredne silny zaporny vztah sme zistili medzi generalizovanym self a kariérovymi sebapochybnostami
(r = -0,381; p<0,001). Stredne silny pozitivny vztah sme zistili v pripade $kolského self v stavislosti s kariéro-
vou flexibilitou (r = 0,409; p<0,001) a stredne silny zaporny vztah s kariérovymi pochybnostami (r = -0,342;
P<0,001). V pripade rodinného self sa potvrdil len vztah s kariérovym prieskumom do Sirky, ktory bol vSak

slaby (r = 0,203; p = 0,007).
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Tabul’ka 2

Kruskal — Wallisov test, porovnanie sebahodnotenia v skupinach Studentov s réznym statusom pracovnej

identity
DS MVFH M Us RS NS
(n=33) (n=20) (n=37) (n=26) (n=22) (n=27) H df p n2
Mdn, Mdn, Mdn3 Mdn4 Mdn5 Mdn,
7 20 17 20,5 19 21 20,38 5 <0,001 0,184

Poznamka. p - $tatistickd vyznamnost, Mdn — medidn, H — Kruskal-Wallisovo H, df — stupne volnosti, n> — vecn4
vyznamnost, DS — dosiahnuty status, MVFH — morat6érium vo faze hl'adania, US — uzavrety status, RS — rozptyleny status,
NS — nediferencovany status.

Tabulka 3

Testovanie rozdielov v sebahodnoteni adolescentouv s réznym statusom pracovnej identity

Statusy pracovnej DS MVFH M Us RS NS
identity (=33 (=200 (=30 (=26 (=22 (0527
DS (Mdn = 17) - 0,36 0,04 0,32 0,26 0,36
MVFH (Mdn = 20) w# - 0,39 0,04 0,16 0,06

M (Mdn = 17) * i - 0,31 0,24 0,34

U (Mdn = 20,5) * ns ** - 0,15 0,91

R (Mdn = 19) ns ns ns ns - 0,10
NS (Mdn = 21) * ns w# ns ns -

p*<0,05; p*¥<0,01; p***<0,001

Poznamka. Nad diagonélou je uvedena vecna vyznamnost rozdielu korelaén4 miera (rm), DS — dosiahnuty status, MVFH
— moratérium vo faze hl'adania, US — uzavrety status, RS — rozptyleny status, NS — nediferencovany status.

Zistili sme rozdiely v generalizovanom sebahodnoteni medzi studentmi s rozlicnym statusom, vecna vyznam-
nost poukazuje na maly efekt rozdielu (n,= 0,184, Tab. 2). Konkrétne sme zistili Statisticky vyznamné rozdiely
v pripade Studentov dosiahnutého statusu, ktori maju Statisticky nizsie sebahodnotenie ako Studenti v mora-
tériu vo faze vyhl'adavania, v uzavretom a nediferencovanom statuse. Studenti v statuse moratérium vo faze
hladania majt vysSie sebahodnotenie nez v statuse moratorium. V pripade uzavretého a nediferencované-
ho statusu majia Studenti vyssie sebahodnotenie nez $tudenti vo faze moratéria. Vecna vyznamnost dosiahla

stredny efekt rozdielu, a to len v pripadoch Statisticky vyznamnych rozdielov (Tab 3).
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Diskusia

V pripade generalizovaného self sa prejavili $tatisticky vyznamné vztahy vo vSetkych sledovanych aspektoch
pracovnej identity. V pripade dimenzie kariérovej flexibility sme predpokladali opaény vztah, a teda negativny.
Dany vztah hodnotime ako pozitivny a kladny. V Porfeliho teérii (2011) je aspekt kariérovej flexibility defino-
vany ako neadaptivny aspekt, pretoze vystihuje nestabilitu v rozhodovani, zmenu nézoru v pripade kariérove;j
volby. Neistota a neustala zmena nazoru vSak v pripade zvaZenia situécie nasej vyskumnej vzorky je pochopi-
telna, kedZe $tudenti eSte nemusia byt pevne rozhodnuti o svojom povolani alebo d’alSej kariérovej ceste, ¢o
moZe znamenat prirodzeny kariérovy vyvin a fakt, ze studenti st ochotni menit svoju volbu. Takéto prijatie
moze byt aj znakom zdravého sebahodnotenia, ktoré vedie ku kariérovému tspechu (Bezuidenhout, 2011). Na
zaklade zistenych vysledkov kladny vztah k samému sebe v ostatnych ohl'adoch prispieva k zdravej pracov-
nej identite a teda k niz$im sebapochybnostiam, vy$Siemu kariérovému zavizku a vaésej potrebe vyhladavat
dalsie informacie o kariérovych moznostiach (Porfeli et al.,2011). Je zaujimavé zamysliet sa nad vysledkom aj
opa¢nym sposobom - a teda ¢i moZe ucelenejSia pracovné identita prispievat k vy$sej tirovni sebahodnotenia.
V kazdom pripade, podla holistického modelu kariérového poradenstva st kariéra a osobnost znac¢ne pre-
pojenymi celkami (Law, Watts, 1977). V pripade ostatnych oblasti sebahodnotenia sme identifikovali vztahy
aspektov pracovnej identity najma s rovesnickym a skolskym self. Ukazuje sa, Ze to, ako na seba nahliadame
v ramci rovesnickeho prostredia moéze zna¢ne pdsobit na rozvoj pracovnej identity. K podobnym vysledkom
dospeli tiez Studie autorov Naz, Saeed, Khan, Khan, Sheikh, Khan (2014) a Felsmana a Blusteina (1999), ktori
zdobraznuja dolezitost rovesnickych vztahov v kontexte kariérovej drahy jednotlivca. Samotna tizka spojitost
vnimania seba samého v $kolskom prostredi, ktoré je vo vac¢Sine pripadov neoddelitelnou stc¢astou kariérovej
drahy adolescentov nie je v nasich vysledkoch az tak prekvapujica. Lepeniova a HargaSova (2012) tvrdia, ze
skola ovplyviiuje kariérovy vyvin ziakov svojim obsahom, socidlnou atmosférou a kariérovou vychovou. Deje
sa to najmi prostrednictvom réznych skupinovych aktivit, ktoré prebiehaja v triedach a aktivuja kariérovy
prieskum Ziaka. V pripade rodinného self sme zistili vyznamny vztah len v ramci aspektu kariérova exploracia
do Sirky. Kracke (2002) uvadza, Ze podporné rodicovské spravanie je prediktorom vyhladavania informaécii

adolescentov o kariére, ¢o nepriamo stimuluje ich kariérovy prieskum.

V pripade sledovanych rozdielov v sebahodnoteni studentov sme zistili, Ze najvyssie sebahodnotenie maja
adolescenti, ktori sa nachadzaja v nediferencovanom statuse pracovnej identity. Zmieneny status je podobny
dosiahnutému stavu, ale nie je natol’ko adaptivny ako dosiahnuty status (Banasova, Sollar, Sollarova, 2016)
v zmysle menej intenzivnej exploracie do Sirky. Dané aspekty nediferencovaného statusu si v jednotlivych do-
sahovanych trovniach menej vyrazné. Vzhladom na vyvin pracovnej identity povazujeme tento stav v nasom

vyskumnom sibore za prirodzeny.

Post-hoc analyza ukazala Statisticky vyznamné rozdiely v sebahodnoteni medzi studentmi s dosiahnutym
statusom a vSetkymi ostatnymi statusmi okrem rozptyleného statusu. Zaujimavym vysledkom je, Ze Studenti
s dosiahnutym statusom maji nizsie sebahodnotenie nez studenti v moratériu vo faze hl'adania, v uzavretom
statuse, a nediferencovanom statuse, a teda ze sebahodnotenie maji vyssie Studenti v statusoch, ktoré st po-
vazované za menej adaptivne. Prechadzat aj menej adaptivnymi statusmi sa aj v tomto pripade zda prirodze-

nym javom. St Studenti, ktori si dovolia prechadzat aj neadaptivnymi statusmi viac akeeptujici vlastné self
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a vlastnti hodnotu? Statisticky vyznamne vy$giu troveri sebahodnotenia dosahujti $tudenti v statuse moratéria
vo faze hl'adania na rozdiel od $tudentov vo faze moratoria. Takisto Studenti v statuse uzavretého a nediferen-
covaného statusu dosahuji vyssiu Groven sebahodnotenia nez studenti v statuse moratéria. Podl'a Porfeliho
a Leeho (2012) T'udia vo svojom pracovnom vyvine zac¢inaja v rozptylenom statuse, od ktorého sa potom po-
hybuju k ostatnym statusom pracovnej identity. V tomto pripade sa vyssie sebahodnotenie viac odraza v uza-
vretom a nediferencovanom statuse nez v statuse moratoria. Status moratoéria je prechodnym stavom, ktory sa

vyznacuje aktivnym kariérovym prieskumom, ale aj neochotou prijat kariérovy zaviazok (Porfeli et al., 2011).

Limity, odporacania pre d’alsi vyskum a aplikacia zisteni do oblasti kariérového pora-
denstva

V zmienenom kontexte by sme odporucali skiimat viac vyvinovy aspekt pracovnej identity, aj vo vztahu k seba-
hodnoteniu a jednotlivim jeho zlozkam, pretoze prave otazka vyvinu pracovnej identity sa v nasom vyskume
pontka ako jedno z hlavnych zamysleni. Zaujimavym by bol napriklad naro¢nejsi longitudinalny dizajn. V pri-
pade limitov predkladanej stidie davame do pozornosti fakt, Ze vysledky zhlukovej analyzy sme porovnévali
so §tadiou Porfeliho (2011), ktora bola prevedené na pocte respondentov n = 775. Uvedomujeme si tiez, Ze
vyskumny stbor tvorili stredoskolski aj vysokoskolski studenti, a teda ti, ktori mali pred ale aj po druhej sme-
rovej kariérovej volbe. Vysledky mézu byt prinosom pre oblast viskumu ale aj praxe kariérového poradenstva,
ktorého proces zamerany na sebahodnotenie mladych I'udi méze byt prinosom pri formovani ich pracovnej
identity. Sebahodnotenie sa podla nasich zisteni javi ako dolezity aspekt osobnosti, ktory sa spaja aj s kariéro-

vym vyvinom mladych ludi.
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Abstract:

Objective. This paper’s objective is to present found relationships between the action crisis occurring
throughout the different stages of the process of achieving work goals by employees and the aspects of the

decision-making process.

Method. Sixty employees of a software company participated in a four-months lasting research study whe-
re they completed the Action Crisis Scale (ACRISS) and responded to questions focused on momentary decisi-
ons to make certain changes in the process of work goal attainment, or deliberations concerning the benefits

and costs of continuing or ending the process.

Results. The results of correlation analyses pointed out to several findings. In the first phase of the study
there was found a positive relationship between the action crisis and experiencing the difficulty of decision-
-making, the decision to change the way of goal achievement, and deliberation of costs regarding the conti-
nuance of goal attainment. Besides these findings, in the second phase of the study there was found a positive
relationship between the action crisis and experiencing time distress while deciding, and a negative relation-
ship between the action crisis and the decision to continue the goal attainment process as well as the decision
certainty.

Conclusion. This paper points out to the existence of connection between the action crisis and certain
aspects of the decision-making process, and can stimulate more in-depth exploration of these relationships,

especially in workplace settings.

Keywords: Actioncrisis, Decision-making process, Work goals

Abstrakt:

Ciel'. Cielom tohto prispevku je prezentovat zistené vztahy medzi vijskytom akénej krizy v odlisnych stadi-

ach procesu dosahovania pracovnych cielov zamestnancov a aspektmi rozhodovacieho procesu.

Metéda. Stvormesacéného vijskumu sa zii¢astnilo 60 zamestnancov softvérovej firmy, ktort vyplnili Skalu
akénej krizy (ACRISS) a odpovedali na otdzky zamerané na momentalne rozhodnutia vykonat uréité zmeny
v procese dosahovania pracovného ciela, ¢i twahy o vyhodach a nevijhodach spojeniyjch s pokradovanim

alebo ukoncenim tohto procesu.

Vysledky. Visledky korelacnych analijz poukazali na niekolko zisteni. V prvej etape vyskumu bol zisteny
pozitivny vztah medzi akénou krizou a pocitovanou ndroc¢nostou rozhodovania, rozhodnutim zmenit sp6sob

dosahovania ciela, a zvazovanim nevyhod spojenijch s pokracovanim v dosahovani ciela. Okrem tychto
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vztahov bol v druhej etape vyskumu takisto zisteny) pozitivny vztah medzi akénou krizou a pocitovanou ¢a-
sovou tiestiou pri rozhodovant, a zarover negativny vztah medzi akénou krizou a rozhodnutim pokracovat

v dosahovani ciela, ako aj istotou v rozhodnutiach.

Zaver. Tento prispevok poukazuje na existenciu suvisu medzi akénou krizou a urcitymi aspektmi procesu
rozhodovania, a méze sliZit ako podnet na podrobnejsie prebddanie tijchto vztahov, a to obzvlast' v pracov-

nej oblasti.

KUlicové slova: akéna kriza, proces rozhodovania, pracovné ciele
&4 ¢4

Uvod

Vyskum procesu dosahovania cielov sa uz tradi¢ne zameriava na viaceré konstrukty s nim savisiace. V pripa-
de dosahovania pracovnych cielov sa vyskumna pozornost ¢asto venuje aj pracovnej spokojnosti, ispesnosti
a efektivnosti zamestnanca (Salmela-Aro et al., 2012), subjektivnej pohode, eméciam, ako aj kogniciam pri-

tomnym v procese snazenia sa o dosiahnutie pracovného ciela (Hyvonen et al., 2009; Pomaki et al., 2004).

Prave aspekty rozhodovacieho procesu st v§ak jednou z menej prebadanych oblasti v stvislosti s priebehom
procesu dosahovania daného ciel'a. Hoci je rozhodovanie ako téma tzko prepojené so snazenim sa o ciel, je
naroc¢né najst vyskumy blizsie sa zameriavajice na mensie rozhodnutia o zmenach a dalSom postupe pri dosa-

hovani ciel'a, ktoré ¢lovek robi v priebehu casu.

Tento proces rozhodovania moze pritom zohréavat doélezit ilohu obzvlast v pripade vyskytu komplikacii, ktoré
znizuju Sance na uspesné dosiahnutie ciela. Mo6Ze sa objavit akéna kriza vztahujiica sa na situaciu, kedy ¢lovek
napriek uz vynaloZzenému usiliu Celi sérii prekazok a zlyhani na ceste za svojim cielom (Brandstitter & Schiiler,
2013; Herrmann et al., 2019). Clovek sa tak ocita v situacii kedy je rozpolteny medzi rozhodnutim pokrac¢ovat
vo vynakladani sndh o dosiahnutie daného ciela a rozhodnutim tGplne sa vzdat tohto ciela (Brandstitter &
Schiiler, 2013). Tato akéna kriza moéze otvorit dvere pochybam o opodstatnenosti a Ziadticnosti daného ciela.
Casto sa objavuju tivahy o ziskoch a stratach, ktoré st spojené nielen s pokra¢ovanim ale aj ukonéenim procesu
dosahovania ciel’a, pripadne tivahami o odloZeni tohto ciel'a ¢i presunuti pozornosti na jeho alternativy (Brand-

statter & Schiiler, 2013; Herrmann et al., 2019).

Hoci akéna kriza nemusi nevyhnutne skoncit vzdanim sa ciela, casto mava negativne dosledky na prezivanie
cloveka, a v pracovnej oblasti méze viest k znizenému vykonu a vyhoreniu (Brandstitter et al., 2013). Pokial
ide o ciel azko spity s jedincovou identitou a sebahodnotou, ako to ¢asto pri pracovnych cieloch byva, tieto
negativne désledky mozu byt vyraznejsie, a do zna¢nej miery mo6zu ovplyvnit jeho motivaciu a budice tGsilie pri
dalsich cieloch, ¢o méze ohrozit samotnt existenciu zamestnanca v danej pracovnej oblasti (Herrmann et al.,
2019; Lebeau et al., 2018). Prezivané negativne emocie sa zaroven mozu podiel'at na vyskyte ruminéacie, ktora
v nadmernom mnozstve moéze negativne vplyvat aj na pracovnt pamat (Lebeau et al., 2018). Na druhej strane
vSak mentalny navrat k realizovanym krokom méze poskytnit zamestnancovi nahl'ad na svoje doterajsie kona-

nie a n4jst tak potencial pre vykonanie zmien, ktoré by v budacnosti viedli k ziadticemu vysledku.

Zaroven moéze samotny vyskyt akénej krizy vytvorit priestor pre ivahy, ktoré by sa pri hladkom priebehu pro-
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cesu dosahovania ciela nemuseli vyskytnat, a ¢loveku sa tak mozu pontknut nové moznosti rieSenia danej
situacie (Brandstitter et al., 2013). Mo6zZe tak dojst nielen k pomerne ¢astému zvazovaniu vyhod ¢i nevyhod
spojenych s d'alsim postupom v otazke dosahovania daného ciela, ale aj k tvaham o konkrétnych spdsoboch,
ktoré mo6zu umoznif prekonanie krizy a tispesné dosiahnutie ciel'a, ako je napriklad zmena v miere vynaklada-

ného tsilia, o¢akavani, ¢i tprava ¢asového harmonogramu procesu dosahovania ciela (Herrmann et al., 2019).

Aj z tohto hl'adiska sa preto javi ako doleZité upriamit pozornost na rozhodovaci proces, ktory sprevadza sa-
motny proces dosahovania ciel’a, a to najma v pracovnej oblasti. Cielom tohto prispevku bolo preto preskiimat
existenciu suvisu medzi akénou krizou a uréitymi aspektmi rozhodovacieho procesu pri dosahovani pracov-

nych cielov zamestnancov.

Metoda

Vyskumny sabor

Stvormesaéného vyskumu pozostavajiceho z troch fiz sa ztiéastnilo 60 zamestnancov softvérovej spolo¢nosti,
pri¢om vacésinu vzorky (92% — 55 zamestnancov) tvorili muzi. Vek ti¢astnikov bol od 24 do 51 rokov (M = 31,88;
SD = 5,98). Uéast zamestnancov v jednotlivych etapach bola vzhladom na dobrovolnost rdzna — v prvej to bolo

57 respondentov, v druhej 49 a v tretej 31.

Respondenti ako najcastejSie pracovné ciele uvadzali zlepSenie irovne programovacich schopnosti a vedomos-
ti (26 = 43,3%), a absolvovanie kurzu ¢i ziskanie $pecializacie, certifikatu (16 = 26,8%). Jedenast (18,3%) Gcast-
nikov uviedlo za ciel dokoncéenie aktudlneho projektu, produktu. Medzi dalsie ciele patrilo zlepSenie schop-

nosti vedenia a komunikacie (3 = 5%), ¢asového manazmentu (2 = 3,3%), ¢i povySenie a vyssi plat (2 = 3,3%).

Vyskumny plan

Respondenti sa vyskumu zac¢astnili prostrednictvom vyplnenia sebavypovedovych on-line dotaznikov. Vyskum
pozostéval z troch fiz, medzi ktorymi bol priblizne 1-mesa¢ny odstup. Casovy harmonogram vyskumu a jed-
notlivych etap bol dohodnuty na ziklade vyfazenosti zamestnancov firmy, ktor4 sthlasila s Gaéastou na vysku-
me. Vzhladom k zameraniu tohto prispevku na stavislost medzi akénou krizou a aspektmi rozhodovacieho
procesu neuvidzame d’alsie skimané premenné presahujice potreby prispevku, ako aj tretiu fazu vyskumu,

v ktorej respondenti zhodnocovali svoj doterajsi postup pri dosahovani stanoveného ciela.
Vyskumné nastroje

Miera akénej krizy bola u téastnikov zistovana prostrednictvom Skaly akénej krizy (ACRISS; Brandstitter &
Schiiler, 2013) pozostavajtcej z piatich poloziek (napr. ,,Prdca na dosahovant tohto ciela ide bez akychkol-
vek problémov.“) pokryvajucich rozli¢né prejavy vyskytu akénej krizy. K jednotlivym polozkdm bola priloZzena

7-bodova $kala stthlasu (1 — Gplne nestihlasim; 7 — Gplne stihlasim).
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Zahrnuté boli zaroven nami vytvorené otazky zamerané na jednotlivé aspekty procesu rozhodovania, na ktoré
mozno usudzovat z urcitych existujicich zdrojov (napr. Brandstatter & Schiiler, 2013; Herrmann et al., 2019;
Hyvonen et al., 2009; Lebeau et al., 2018; Pomaki et al., 2004), ale doposial neboli v takejto podobe cielene
merané. Tieto polozky boli vyuZité aj v dalSom stibeZne prebiehajiicom vyskume, kde bolo overované ich po-

chopenie vysokoskolskymi Studentmi.

Sledované tak bolo momentéalne rozhodnutie zamestnanca vykonat urcité zmeny vo vynakladani tsilia, tem-
pe dosahovania ciela, narokoch na ciel a odhadovanom ¢ase dosiahnutia ciela s vyuzitim 7-bodovej skaly
(1 — znizit; 4 — nezmenit; 7 — zvysit). Prostrednictvom 7-bodovej §kaly (1 — vbbec; 7 — vel'mi) bolo sledova-
né momentalne rozhodnutie pokracovat a ukoncit proces dosahovania ciela, ako aj miera istoty aktualnymi
rozhodnutiami, naro¢nosti aktualneho rozhodovania, pocitovanej ¢asovej tiesne a rozhodnutia zmenit spésob
dosahovania ciel'a. Takisto boli zachytdvané momentéalne Gvahy nad vyhodami a nevyhodami spojenymi s po-
krac¢ovanim a ukonéenim procesu dosahovania ciel'a, a ivahy nad predoslymi rozhodnutiami, ktoré doposial

jedinec vykonal.
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Vysledky

Vysledky korela¢nych analyz (Tabul'ka 1) priniesli niekol’ko zisteni.

Tabulka 1

Stivis medzi akénou krizou a aspektmi procesu rozhodovania

Akéna kriza
Aspekty procesu rozhodovania 1.zber 2.zber

N =57 N=49
Rozhodnutie pokracovat v dosahovani ciel'a -0,11 —0,52%*
Rozhodnutie ukon¢it dosahovanie ciela 0,08 0,16
Rozhodnutie zmenift tsilie 0,17 0,03
Rozhodnutie zmenit tempo 0,21 -0,02
Rozhodnutie zmenit naroky 0,24 -0,18
Rozhodnutie zmenit ¢as 0,15 0,17
Istota v rozhodnutiach -0,13 —0,52%%
Naroc¢nost rozhodovania 0,50%* 0,61%*
Casova tieseti 0,10 0,55%*
Rozhodnutie zmenit spdsob dosahovania ciela 0,32* 0,49**
Zvazovanie vyhod spojenych s pokracovanim v dosahovani ciel'a 0,12 0,02
Zvazovanie vyhod spojenych s ukonc¢enim dosahovania ciela 0,09 0,01
Zvazovanie nevyhod spojenych s pokracovanim dosahovania ciel'a 0,30* 0,40**
Zvazovanie nevyhod spojenych s ukonéenim dosahovania ciel'a —-0,01 0,26
Uvahy nad doteraj$imi rozhodnutiami -0,03 0,22

**p <0,01; *p < 0,05

V oboch fazach vyskumu bol zisteny stredne silny pozitivny vztah medzi akénou krizou a vnimanou naroc¢no-
sfou vykonavania momentalnych rozhodnuti (r = 0,50 a 0,61, p < 0,01), slaby pozitivny vztah medzi akénou
krizou a aktudlnym rozhodnutim zmenit sp6sob dosahovania daného pracovného ciela (r = 0,32, p < 0,05;
I = 0,49, p < 0,01), ako aj aktualnymi avahami o nevyhodach spojenych s pokracovanim dosahovania ciel'a
(r=0,30,p < 0,05; T = 0,40, p < 0,01). NavySe bol v druhej faze vyskumu zisteny stredne silny pozitivny vztah
medzi akénou krizou a vnimanou ¢asovou tiestiou pri rozhodovani sa (r = 0,55, p < 0,01), ako aj stredne silny
negativny vztah medzi akénou krizou a momentalnym rozhodnutim pokracovat v dosahovani pracovného ciel'a

(r=-0,52, p < 0,01) aistotou v rozhodnutiach (r = —0,52, p < 0,01).
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Z tychto vysledkov mozno usudit, Ze ¢im vac¢$mi bola prezivana akéné kriza, tym va¢Smi zamestnanci pocito-
vali ¢asovy tlak pri vykonévani ich rozhodnuti, vnimali naro¢nost vykonavania tychto rozhodnuti, a tym viac
si nimi boli neisti. Zaroven tym viac zvazovali nevyhody spojené s pokracovanim v dosahovani daného ciela a

tym vac¢smi boli nakloneni rozhodnutiu nepokracovat v tychto snahéch.

Diskusia a zaver

Vzhl'adom k relativne malej pozornosti doposial' venovanej prepojeniu procesu dosahovania ciel'a a proce-
su rozhodovania, bolo cielom tohto prispevku preskimat existenciu stivisu medzi akénou krizou a uréitymi
aspektmi rozhodovacieho procesu. Prostrednictvom korela¢nych analyz bol zisteny pozitivny vztah medzi ak¢-
nou krizou a naro¢nostou rozhodovania, ¢asovou tiestiou pri rozhodovani, momentalnym rozhodnutim zmenit
spOsob dosahovania ciela, zvaZzovanim nevyhod spojenych s pokracovanim dosahovania ciel’a, ako aj negativny
vztah medzi akénou krizou a momentalnym rozhodnutim pokracovat v dosahovani ciela a istotou v rozhod-
nutiach. Zisteny vztah medzi akénou krizou a tivahami o nevyhodach spojenych s pokracovanim v dosahovani

ciel'a bol aj na zéklade predoslych vyskumov (Brandstétter & Schiiler, 2013) ocakavany.

Na zéklade tychto zisteni tak mozno zhodnotit, Ze so zvySujacou mierou prezivanej akénej krizy moze zamest-
nanec vnimat vac¢siu naroc¢nost vykonavania jednotlivych rozhodnuti ako aj nedostatoény ¢asovy priestor na
uvahy vedtce k tymto rozhodnutiam, ktorymi si nasledne nie je isty. Zaroven sa tym padom moze zvysit frek-
vencia vyskytu tvah o stratach, ktoré hrozia v pripade, Ze sa jedinec bude nad’alej o dany ciel pokasat, ktoré ho

mozu viest k rozhodnutiu, Ze v tychto snahach pokracovat rads$ej nebude.

Za zmienenie vSak stoji aj nepreukazanie urcitych ocakavanych vztahov. Napriek existencii stvisu medzi ak¢-
nou krizou a momentalnym rozhodnutim pokracovat v dosahovani ciela sa takyto stivis nepreukazal v pripade
momentalneho rozhodnutia ukonéit dosahovanie ciela. Na jednej strane méze byt tento vysledok ovplyvneny
uréitymi limitmi vyskumu, ako je velkost a rodové zasttipenie vyskumného stiboru, dizajn vyskumu a ¢aso-
vé odstupy medzi jednotlivymi vyskumnymi fazami, ¢i samotna formulacia polozZiek skiimajtacich aktualne
rozhodnutia jedincov. Na strane druhej méze poukazovat na potrebu odli$enia vyznamu rozhodnutia nepo-
kracovat v snazeni sa o ciel a rozhodnuti ukoncif tento proces. Tieto rozhodnutia mézu predstavovat odlisné
aktivity s tym spojené. Zatial' ¢o rozhodnutie nepokracovat méze zahinat napriklad odloZenie ciela na neskor,
¢i delegovanie niektorych povinnosti na inych zamestnancov, rozhodnutie ukon¢it tento proces moze predsta-
vovat priame a oficialne oznamenie napriklad nadriadenému pracovnikovi, a méze byt tym paddom vnimané
ako ohrozujdcejSie, najma v savislosti s budicou existenciou daného zamestnanca na jeho pracovisku. Za-
mestnanci mozu tak vnimat moznost rozhodnutia ukonéit proces dosahovania ciel'a ako nepripustnt. To moze

vysvetlovat aj absenciu vyskytu tvah o vyhodach ¢i nevyhodach spojenych s ukonéenim dosahovania ciel’a.

Ciasto¢ne prekvapivym méze byt nepotvrdeny vztah medzi akénou krizou a jednotlivymi rozhodnutiami vy-
konat uréité zmeny, ako je napr. zmenit mieru tsilia ¢i tempa (ako sme ocakavali vychadzajic napr. z Herr-
mann et al., 2019), aj napriek pritomnosti rozhodnutia zamestnancov zmenit spésob dosahovania ciel'a. Z toho

mozno usudzovat, Ze tito zamestnanci st ochotni a odhodlani urobit nie¢o preto, aby aj napriek vyskytnutym
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tazkostiam dany ciel dosiahli, av§ak si nemusia byt dostato¢ne vedomi jednotlivych moznosti ako tento zaAmer
vykonat, a akt dolezitost by mohli tieto mikrorozhodnutia mat pre tispe$né ukoncenie procesu dosahovania
ich pracovného ciela. Potvrdzovat to mé6ze aj absencia tvah o rozhodnutiach, ktoré do daného momentu za-
mestnanci vykonali. Ak aj napriek vyskytu akénej krizy sa zamestnanci nevracaja k rozhodnutiam, ktoré ich
do danej situécie priviedli, moze ist o znak podcenovania vyznamu malych rozhodnuti a vlastnej schopnosti

rozhodovat sa, vdaka ktorej maja kontrolu nad priebehom tohto procesu.

Hoci vzhladom na spominané limity nasho vyskumu tieto zistenia nie je mozné generalizovat na celd populaciu
pracujucich I'udi, je mozné predpokladat potvrdenie niektorych vysledkov aj v ramci d’al§ieho, obsiahlejsieho
vyskumu pozostavajiceho z vacsieho poctu faz a realizovaného na va¢Som vyskumnom stabore. Tento prispe-
vok tak moze slizitf ako podnet na blizsie presktimanie problematiky, ktoré by prinieslo praktické odporicania

ako pre zamestnavatelov, tak pre zamestnancov.

Literatara

Brandstitter, V., & Schiiler, J. (2013). Action crisis and cost—benefit thinking: A cognitive analysis of a go-
al-disengagement phase. Journal of Experimental Social Psychology, 49(3), 543-553. https://doi.or-

g/10.1016/].jeSp.2012.10.004

Brandstitter, V., Herrmann, M., & Schiiler, J. (2013). The struggle of giving up personal goals: Affective,
physiological, and cognitive consequences of an action crisis. Personality and Social Psychology Bulletin,

39(12), 1668-1682. https://doi.org/10.1177/0146167213500151

Herrmann, M., Brandstitter, V., & Wrosch, C. (2019). Downgrading goal-relevant resources in action crises:
The moderating role of goal reengagement capacities and effects on well-being. Motivation and Emotion,

43(4), 535-553. https://doi.org/10.1007/s11031-019-09755-Z

Hyvonen, K., Feldt, T., Salmela-Aro, K., Kinnunen, U., & Mikikangas, A. (2009). Young managers’ drive to
thrive: A personal work goal approach to burnout and work engagement. Journal of vocational Behavior,

75(2), 183-196. https://doi.org/10.1016/j.jvb.2009.04.002

Lebeau, J. C., Gatten, H., Perry, 1., Wang, Y., Sung, S., & Tenenbaum, G. (2018). Is failing the key to success? A

randomized experiment investigating goal attainment effects on cognitions, emotions, and subsequent per-

formance. Psychology of Sport and Exercise, 38, 1-9. https://doi.org/10.1016/j.psychsport.2018.05.005

Pomaki, G., Maes, S., & Ter Doest, L. (2004). Work conditions and employees’ self-set goals: Goal processes
enhance prediction of psychological distress and well-being. Personality and Social Psychology Bulletin,

30(6), 685-694. https://doi.org/10.1177/0146167204263970

Salmela-Aro, K., Mutanen, P., & Vuori, J. (2012). Promoting career preparedness and intrinsic work-goal

motivation: RCT intervention. Journal of Vocational Behavior, 80(1), 67-75. https://doi.org/10.1016/].

jvb.2011.07.001


https://doi.org/10.1016/j.jesp.2012.10.004 
https://doi.org/10.1016/j.jesp.2012.10.004 

139

Grantova podpora

VEGA 1/0748/19 — Charakteristiky rozhodovania a kriza v procese dosahovania ciel'ov

Kontaktna osoba

Mgr. Simona Durbisova
Univerzita Pavla Jozefa Safarika v Kogiciach, Filozoficka fakulta, Katedra psychologie
Moyzesova 9, 040 01 KoSice, Slovenskarepublika

simona.durbisova@student.upjs.sk




140

LIFE, WORK AND FAMILY THEN AND NOW: VIEWS OF
GENERATION Y

ZIVOT, PRACA A RODINA KEDYSI A DNES: POHAD
GENERACIEY

Denisa Fedakova', Lucia IStonnova*

'Centrum spoloc¢enskych a psychologickych vied SAV

Abstract:

Aims. The paper focuses on exploring the changes in perception by people in their thirties — generation Y.
A research question was formulated: In the subjective comparison, is life, work and family life of generation

Y perceived to be easier or harder than that of their parents ?

Method. Research sample consisted of 23 participants (14 males, 9 females), IT company employees, orga-
nised in 3 focus groups. Each group attended 3 sessions. Data was gained from semi-structured interviews.

Each session was recorded and analysed by a frame analysis.

Results. On one hand, representatives of generation Y perceived their life to be easier compared to their
parents’ life (generation X) in the following areas: access to information, internet services, comfortable life,
possibilities and opportunities. On the other hand, generation Y evaluated their life being harder due to social
isolation, financial situation, consumption way of life and ever-present technologies. According to the Gen
Y perception, there were some advantages of working life identified: homeworking, virtual meetings and
decline of hard manual work. On the contrary, being too much involved in work and fast work pace were
considered disadvantages. Regarding family life, respondents negatively perceived feelings of isolation, re-
stricted contacts with close relatives and hard-to-reach balance between work and family life. Advantages
related to family life (compared to Gen X) mentioned by the respondents, were access to all products and

technologies that enhance family comfort and keep family members connected.

Conclusion. In general, respondents characterised their generation Y as a generation that is constantly
moving borders of own abilities, but also as a generation that longs for super-perfection, yet still living under
pressure and constant stress.

Keywords: Focus groups, work, family, life, generation Y, generation X.

Abstrakt:

Ciele. Predkladand kvalitativna Stidia sa zameriavala na zistovanie vnimania tychto zmien dnesnymi trid-
siatnikmi, tzv. generaciou Y. Formulovana bola vyskumna otazka: Vnimaju sti¢asni tridsiatnici svoj Zivot,

pracu a rodinu ako jednoduchsie alebo narocnejsie v porovnant s generaciou ich rodic¢ov?

Metéoda. Viyskumny stibor pozostaval z 23 participantov (14 muzov, 9 Zien), zamestnancov IT spolo¢nosti,
ktori tvorili 3 fokusové skupiny, pricom kazda skupina absolvovala 3 stretnutia. Viyskumné data boli ziskané

prostrednictvom polostruktitrovanych rozhovorov. Zo stretnuti bol vytvoreny zvukovy zaznam, ktory na-
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sledne posliizil na prepis. Viyskumné data boli analyzované prostrednictvom ramcovej analyzy.

Vysledky. Z vijpovedi zastupcov generacie Y vyplynulo, Ze vnimaji svoj Zivot ako jednoduchsi v porovnanit
so Zivotom generacie svojich rodicov (generdcie X) v oblastiach: pristup k informaciam, internetové sluzby,
pohodlné Zitie, moznosti a prileZitosti. Za ndroc¢nejsi povazovala generacia Y svoj Zivot v oblastiach social-
nej izolacie, finanéného zadlZzenia, konzumného Zitia a pohltenia vSadepritomnou technolégiou. V pracovnej
oblasti za vijhody povazovali: moZnost prace z domu, virtualne mitingy a celkovo menej manudlne naroénu
pracu, zaroven vsak videli nevjhody predovsetkym vo vysokej miere nepretrzitého zaoberania sa pracou
a v rychlom pracovnom tempe. V rodinnej oblasti vnimali opyjtani zamestnanci vdcsiu izolaciu, udrziavanie
kontaktouv s blizkymi len prostrednictvom telefénu a v neposlednom rade tazko dosiahnutelnit rovnovdhu
medzi rodinnym a pracovnym fungovanim. Za vjhody rodinného Zivota povazovali predovsetkym jeho ma-
teridlnu stranku, ktora zabezpecuje vyssi komfort rodiny a technolébgie, ktoré umoznuji kontakt s ostatnymi
¢lenmi rodiny. Zaver. Vseobecne sa respondenti charakterizovali ako generdcia, ktora neustale postiva hra-

nice (vlastnych) moznosti, tiizi po superdokonalosti, no Zije pod tlakom a v strese.

KUlicové slova: Fokusové skupiny, praca, rodina, Zivot, generdcia Y, generacia X.

Uvod

Ak hovorime o zamestnancoch a ich rodicoch, hovorime o dvoch odlisnych generacidch. Generaciu mozno
definovat ako ,skupinu, ktora spaja rok narodenia, vekovéa kategoria a vyznamné Zivotné udalosti v priebehu

kI'a¢ovych vyvinovych stadii“ (Kupperschmidt, 2000, p. 66).

Ak by sme chceli stru¢ne charakterizovat generaciu rodicov mohlo by ndm poslazit oznacenie ,generacia X“.
Do tejto generacie sa vSeobecne zarad'uju ti, ktori sa narodili v rozpéti rokov 1965-1980 (Dries at al., 2008).
Medzi zakladnymi charakteristikami ,generacie X“ sa uvadza, Ze st rodinne orientovani, potrebuju stabilitu
a toleranciu. Zo sveta techniky zazili walkmany, videoprehravace, maja skiisenosti s poé¢ita¢mi, ale pouzivanie
informac¢nych a komunikacnych technoldgii (IKT) povazuji skor za nutnost. Naopak, ich deti (nasa cielova
skupina), oznac¢ované ako ,generacia Y*, narodeni v rokoch 1981-2001, vyznavaja odlisné hodnoty v porovna-
ni s predchadzajicimi generaciami, si liberalnejsi v socidlnych otdzkach aj kultare (Dries at al., 2008). Svet
techniky je prirodzenou stéastou ich Zivota, disponuja silnymi uzivatel'skymi zruénostami IKT, st prvou ge-
neréciou, ktora vyrastla s poc¢ita¢mi a niektori autori (Vrabec, 2010) ich oznacuji za digitdlnych domorodcov.
IKT predstavuja pre ,,generaciu Y* prostriedok ,spajania“, zaroven si nim vymedzujua vlastny priestor, aj neza-
vislost, anonymitu a odcudzenie od predchadzajicich generacii. Spomenuté rozdiely vo vyuzivani technologii

vytvaraji medzi oboma generaciami ,digitalnu priepast” (Velsic, 2014).

Ak by sme este zostali pri generacii Y, je dolezité spomendt niekol'ko d’al$ich podstatnych vyvinovych a kariér-

nych charakteristik, ktorymi sa liSia od predchadzajticej generacie X (Harrington a kol., 2015):

»  Neskorsi prechod z detstva do dospelosti
« Zmena rodovych roli — Zeny sa stavaju zivitelkami rodin, muzi va¢Smi dbaji na rovnovahu medzi pracou
a starostlivostou o rodinu

« Zmeny v kariérnej drahe — stabilita pracovného miesta nie je rozhodujtica



142

« Zmeny v pracovnych ofakivaniach — vysoké naroky na rovnovihu medzi pracou a rodinou, o¢akavaja
reSpekt na pracovisku.

Na zaklade zhrnutych teoretickych poznatkov je zrejmé, Ze okrem uvedenych charakteristik vieme maélo o roz-

dieloch medzi generaciami X a Y v kazdodennom Zivote, v rodinnom a pracovnom fungovani. Za ciel’ nasej

$tadie sme si preto stanovili popisat rozdiely medzi generaciou X a generaciou Y na zaklade vypovedi generacie

Y o svojom Zivote, rodine a praci a o zivote, rodine a praci svojich rodi¢ov. Zo stanoveného ciela bola formu-

lovana aj vyskumna otazka: Vnimajt stcasni tridsiatnici svoj Zivot, pracu a rodinu ako jednoduchsie alebo

narocnejsie v porovnani s generaciou svojich rodic¢ov?

Metoda

Vyskumny stibor pozostaval z 23 participantov (14 muzZov, 9 Zien), zamestnancov dvoch IT spolo¢nosti v Kosi-

ciach. Priemerny vek 33.54 (SD=3.3), 3 skupiny po 7-8 ucastnikov.

Zber dat prebehol v obdobi april-mé4j 2015. Stretnutia s respondentmi boli realizované formou fokusovych
skupin v trvani 60 mintt. Vyber metody zberu dat formou fokusovych skupin bol ovplyvneny predovsetkym
faktom, Ze ku skimanej problematike je malo dostupnych vyskumnych zisteni a prave fokusové skupiny umoz-
tiuj hlbsi vhIad do problematiky (Stewart, et al., 2007). Uéast participantov na stretnutiach bola dobrovolna.
Vyskumné data boli ziskané prostrednictvom polostruktirovanych rozhovorov, z ktorych sa po ziskani sithlasu

od respondentov uchovéval zvukovy zdznam.

Otazky rozhovorov sa tykali najma vnimania podobnosti a rozdielov v Zivote dvoch generacii: Napr.: Vo vse-

5 VVs Ve A

obecnosti, ¢o by ste povedali, mali vasi rodicia I'ahsi/tazsi zivot ako mate vy?; V ¢om sa vas zivot lisi od Zivota

N Ve

vasich rodi¢ov?; V ¢om je vas zivot I'ahs$i ako Zivot vasSich rodicov?; V ¢om st vasSe pracovné podmienky tazsie

ako podmienky vasich rodi¢ov?; V ¢om mali vasi rodicia tazsi rodinny zivot ako mate vy? Otazky rozhovoru boli

podla potreby dopliiané uprestiujicimi a posiltiujicimi otazkami.

Data v podobe textového materialu (prepisané rozhovory) boli kategorizované do troch skupin: praca, rodinny
Zivot, sposob Zivota, v ramci ktorych sa d’alej identifikovali ,ulah¢ovace” a ,stazovace®; t.j. elementy, ktoré vy-
stupovali v ramci troch stanovenych kategorii ako pozitiva resp. ako negativa. Islo o jednoduchy explorativny

vyskumny dizajn a vystupy st uvadzané v deskriptivnej forme (Stewart et.al, 2007).
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Vysledky

Najskor sme zistovali ¢i vnimaja zastupcovia generacie Y svoj spOsob zivota ako jednoduchsi alebo ako néa-

rocnejsi v porovnani s generaciou X (ich rodi¢ov). Zistenia sa spisané v tabulke 1.

Tabul’ka 1

Spdsob Zivota z pohladu generdcie Y — identifikované ,,ulahéovace” a ,,stazovace”

Sposob Zivota je jednoduchsi lebo...

Sposob Zivota je naroc¢nejsi lebo...

Mame auta — l'ahko sa dostaneme vSade
Technolégie — pristup k informaciam
Technolégie — online shopping, banking
Viac moznosti, vyber

Vsade chodime autami — musime sa ststredit
Sme v strese

Vsetko rieSime okamzite, tlak na rychlost
Hypotéky, byvanie

Svet je napodmienkovany, staivame sa otrokmi
podmienok

Clovek je stroj
Vacsi doraz na ,materidlno“ ako na vztahy
Nemame c¢as na budovanie kontaktov

Nepozname susedov: rodi¢ia nas nechavali s bratom
u susedov — ja teraz susedov vobec nepoznam

Dalsi okruh fokusovej diskusie bol v zamerani pohladov na pracovné moznosti a prostredie v praci. Partici-

panti uvadzali vyhody aj nevyhody pracovnych podmienok v dnesnej dobe, ktorti porovnavali s pracovnymi

podmienkami ich rodicov (vid tabulka 2).

Tabul’ka 2

Praca z pohladu generdacie Y - identifikované ,,ulahéovace” a ,,stazovace”

Praca je jednoduchsia lebo...

Préca je narocnejsia lebo...

Nepracujeme manualne

Praca z domu — homeworking
Ciastoény/poloviény avizok

Virtualne mitingy (spojenie s ,,celym svetom*)

Pracu nosime v hlave, ned4 sa ,,vypnat“
Neustale ,,zapnuty“ mozog
Rychlo sa menia poziadavky, podmienky

Treti okruh ot4zok sa tykal rodinného Zivota generacie Y a jeho porovnania s generaciou X. Participanti popi-

sovali ¢o im ul'ahcuje a ¢o naopak stazuje ich rodinny zZivot. Vypovede st zaznamenané v tabulke 3.
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Tabul’ka 3

Rodinny Zivot z pohladu generdcie Y; identifikované ,,ulahcovace” a ,,stazovade”

Rodinny Zivot je jednoduchsi lebo... Rodinny Zivot je naro¢nejsi lebo...

Vieme sa dovolat nasim defom, vieme kde st Rodiny st viac izolované

MoézZeme si kuapit co potrebujeme Rovnovaha medzi pracou a rodinou je tazsie
dosiahnutelna

Je problém umiestnit dieta v MS

Diskusia

Z vypovedi respondentov vyplynulo, Zze vinimajt svoj Zivot ako jednoduchsi v porovnani so Zivotom generécie
svojich rodicov v oblastiach: pristup k informéaciam, internetové sluzby, pohodlného zitia, moznosti a prilezi-
tosti. Za naroc¢nejsi povazovali zdstupcovia genericie Y svoj zivot v oblastiach: socialnej izolacie, finan¢ného
zadlZenia, konzumného zitia a pohltenia dostupnou technolégiou. V pracovnej oblasti za vyhody povazova-
li: mozZnost prace z domu, virtualne mitingy a iné flexibilné formy prace, ako aj celkovo manualne nenaroc-
nu pracu. Zaroven vsak videli nevyhody predovsetkym vo vysokej miere nepretrzitého zaoberania sa pracou
a vrychlom pracovnom tempe a v meniacich sa pracovnych poziadavkach . V rodinnej oblasti vnimali opytani
zamestnanci vacsiu izolaciu, udrziavanie kontaktov s blizkymi len prostrednictvom telefénu a v neposlednom
rade tazko dosiahnutel'nt rovnovahu medzi rodinnym a pracovnym fungovanim, ktort komplikuje napriklad
aj nedostatok predskolskych zariadeni. Za vyhody rodinného Zivota povazovali zastupcovia generacie Y pre-
dovsetkym jeho materialnu stranku, ktora zabezpecuje vyssi komfort rodiny a technologie, vd'aka ktorym st

rodicia v kontakte s detmi pocas dna.

Odpoved na vyskumnt otazku, ktora znela: Vnimajua sticasni tridsiatnici svoj Zivot, pracu a rodinu ako jedno-
duchsie alebo naroc¢nejsie v porovnani s generaciou ich rodi¢ov? nachidzame vo vypovediach respondentov
— reprezentantov generacie Y- ,mame to tazsie“ (povzdych) alebo ,No ja si myslim, Ze jednoznaéne to mame

tazsie...moji rodicia to pripominaju, Ze bolo to (v ich ¢ase) menej stresujice o dost...”

Zmienenia hodné povaZzujeme zistenia o tom, ako vnimali zastupcovia generacie Y samych seba.
spostvame hranice, nakladame si, nasa generacia chce byt super dokonala a také maja byt aj nase deti“
»~mame viac informaécii, ale tie nAm komplikuja Zivot — ¢im menej vies, tym lepsie spis....”

sheustile sa s niekym porovnavame a to je zIé, vytratilo sa, ze kazdy sme ,,unique“ a to by malo byt na tom

krasne, Ze niekto vynik4 v tom a niekto v inom*“
snebudujeme si vztahy — to len udrziavame nejaké statusy/kontakty“

Lhevytvarame si k praci (firme) taky vztah ako nasi rodi¢ia“
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Prezentovana $tidia ma obmedzenia, ktorych sme si vedomé a to nielen ¢o sa tyka velkosti vzorky, ale aj $pe-
cifickosti vzorky (Zamestnanci IT firiem). Rovnako tak vidime slabé miesto $tidie v tom, Ze neboli konfronto-

vané dve genericie, ale ziskali sme pohl'ad len jednej generacie na dve genera¢né obdobia.

Zaver

V zavere by sme chceli uviest aj prinosy prezentovanej Stadie, ako aj fokusovych skupin, ktoré sme uskutocnili
so zamestnancami dvoch IT firiem. Spolo¢né diskutovanie zamestnancov o rozdieloch medzi dvoma generaci-
ami im umoznilo nielen pohlad spif a bilancovanie, ale zaroven aj pohl'ad vpred a vnimanie prilezitosti, moz-
nosti a vzijomného obohacovania medzi prostredim prace a rodiny. Participanti si zaroven formovali realny
pohl'ad na moznosti a prilezitosti generacie Y: ,je to dobré, len sa to ¢lovek musi naucit tak vnimat a pozrief sa
na veci inak“. Uskuto¢nené fokusové skupiny zaroven poslazili aj ako prijemné spestrenie bezného pracovného

dna, priniesli participantom uvolnenie a vo viacerych momentoch posiltiovali sidrznost pracovnych timov.
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THE INFLUENCE OF THE SMART FACTORY CONCEPT
ON CORPORATE CULTURE

VLIV KONCEPTU SMART FACTORY NA FIREMNI KULTURU

Ales Gregar', Ivana Pejrova’, Jana Matoskova!

'Univerzita Toméase Bati ve Zliné

Abstract:

Goals: The aim of the paper is to provide information about a research project focused on supporting the
implementation of the Smart Factory concept in the environment of the ALPS production plant, with regard

to identifying the impact of the Smart Factory concept on the organizational culture.

Method: The first data collection in a sample of employees of the ,,0“ category (operators in production) the
form of structured interviews focused on the evaluation of working conditions and technological changes.
The second data collection in the form of questionnaires focused on the evaluation of organizational culture

in a sample of employees of category ,M*“ (managers and technicians).

Results: The answers of the operators indicate that they are sufficiently informed about what is expected
of them and they also have everything that is needed for quality work. The perceived benefits of higher use
of technology and digitization for production line work are rather optimistic and positive, but for some re-
spondents, the introduction of higher automation makes them worry about job security. The analysis of the
questionnaire data shows that the current culture of the organization can be described as predominantly
hierarchical and even in five years it will have predominantly the characteristics of a hierarchical organi-
zational culture. But the managers” answers also suggest a slight shift toward the organizational culture of

adhocracy.

Conclusions: The conclusions of the research will help the ALPS management to initiate the desired change

in the organizational culture and to support the course of its gradual implementation.

Limits: A small number of respondents in the questionnaire survey was caused by organizational compli-
cations. With regard to this fact, it was not possible to analyze the data in relation to the identification data

of the respondents.

Keywords: Smart Factory, digitization, human factor, internal company communication, organizational

culture.

Abstrakt:

Cile: Cilem prispévku je podat informaci o vyzkumném projektu zaméireném na podporu implementace kon-
ceptu Smart Factory v prostiedi vyrobntho zavodu ALPS, s ohledem na identifikaci vlivu konceptu Smart

Factory na stavajict firemni kulturu.

Metoda: Pruni sbér dat formou strukturovanych rozhovorit zamérenijch na hodnoceni pracovnich podmi-

nek a technologickijch zmén se zaméstnanci kategorie ,,0“ tj. operatori ve vijrobé.
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Druhyj sbér dat formou dotaznikit zamérenych na hodnocent organizacni kultury mezi zaméstnanci katego-

rie ,M“tj. manaZeri a technici.

Vysledky: Odpovédi operdatorit naznacuji, Ze je jim dostateéné komunikovdno, co se od nich o¢ekdva a maji
také vse co je potrebné pro kvalitni praci. Vnimany prinos vetsi miry vyuzivani technologii a digitalizace
pro praci na vyrobnti lince vyzniva spiSe optimisticky a pozitivné, avSak u nékterych respondentil vyvolava
zavadent vétsi miry automatizace strach o praci. Z odpovédi manazerit vyplijva, Ze sou¢asnou kulturu or-
ganizace lze oznacit za prevazné hierarchickou a i za pét let bude mit prevazné charakteristiky hierarchické

organizacéni kultury. Odpovédi ale také naznacuji mirny posun smérem k organizacni kultuie adhokracie.

Zaveéry: Zavéry vjzkumu pomohou vedeni ALPS iniciovat Zadouci zménu podnikové kultury a podporovat

prubéh jeji postupné realizace.

Limity: Maly pocet respondentil v dotaznikovém Setieni ovlivnényj organizacnimi komplikacemi. S ohle-

dem na tuto skutecnost nebylo mozné analyzovat data ve vztahu k identifikaénim tidajiim o respondentech.

KUlucdové slova: Smart Factory, digitalizace, lidsky faktor, vnitrofiremni komunikace, organizacni kultura.

Uvod

Smart Factory (SF) je systém Fizeni vyroby s podporou robotizace, digitalizace, big data (BD), priimyslového
internetu véci (IIoT) a umé€lé inteligence (AI). SF dokaze integrovat data z celopodnikového fyzického, provoz-
niho a lidského kapitalu za icelem optimalizace Fizeni vyroby, idrzby, zasob, digitalizace operaci prostirednic-
tvim digitalniho twin a dalsich typu ¢innosti v celé vyrobni struktute. Vysledkem je efektivnéjsi a flexibilnéjsi
systém vyroby, méné prostoji pii vyrobé a vétsi schopnost predvidat a prizptisobit se zménam v podniku nebo
§irsim okoli, coz vede ke zvySeni konkurenceschopnosti na trhu. I v inteligentni tovarné (SF) se ale predpokla-

da, ze lidé budou stéle klicem operaci (Agolla, 2018; Marr, 2017; Maiik, 2016; Qin et al., 2016).

Organizac¢ni kultura pfedstavuje soubor sdilenych predpokladti, hodnot a presvédéeni, které se odrazeji v po-
stupech a cilech organizace, poméhaji jejim ¢lenim pochopit organiza¢éni funkce (Deshpande et al., 1993). Lee
et al. (2016) doplnuji charakteristiku organizac¢ni kultury o symboly, jazyk, ideologii, viru, ritudly a myty kon-
krétni organizace. Organiza¢ni kulturu Ize diferencovat do rozliSovacich charakteristik a typt podle riznych

perspektiv a kritérii (McDermott & Stock, 1999; Quinn & McGrath, 1985; Stock et al., 2007).

Cameron a Quinn (1999) uvadéji, Ze nejdilezitéjsi konkurenéni vyhodou spole¢nosti je jeji organizacni kultura.
Podle jejich teorie konkuren¢niho hodnotového ramce je mozné charakterizovat firmy do ¢ty samostatnych
typt, s riznymi kritérii pro vedeni a efektivitu. Jsou to: klan, adhokracie, hierarchie a trh. V typu klan jsou ve-
douci pracovnici facilititory, mentory a rodici. Kritériem ti¢innosti je kombinace soudrznosti a spravného roz-
voje lidskych zdrojt. Zakladni filozofie Fizeni je: i¢ast podporuje zavazky (participation fosters commitments).
V organizaci typu adhokracie jsou viidci inovatory, podnikateli a vizionari. Kritéria Géinnosti jsou tvorivost,
rust spole¢nosti s nejmodernéjsi technologii. Filozofie fizeni je: inovace podporuji nové zdroje (innovations
foster new resources). V organizaci typu hierarchie jsou vedouci koordinatory, monitory a organizatory. Kri-
tériem acinnosti je efektivnost, véasnost a hladké fungovani organizace. Filozofii fizeni je: kontrola podporuje

acéinnost (control fosters efficiency). V organizaci typu trh jsou vedouci tvrdi manaZeri, konkurenti a vyrobci.
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Kritéria a¢innosti jsou podil na trhu, dosazeni cile a porazka konkurentt. Filozofie fizeni je: konkurence pod-

poruje produktivitu (competition fosters productivity).

V grantovém projektu MPO CR OPPIK jsme se zabyvali podporou implementace konceptu Smart Factory (SF)
s ohledem na tspésné zvladnuti zmény pracovnich roli, zmény pracovnich podminek, zmény motivac¢nich
faktorti, zmény podminek pro vnitrofiremni komunikaci a celkové zmény organizaéni kultury ve firmé ALPS

Electric CZ.

Cilem fesSeni tfeti etapy projektu byla identifikace vlivu konceptu Smart Factory na stavajici firemni kulturu
ALPS. Pii definovani pojmu organizac¢ni kultury a jeho operacionalizaci vychizime z vySe popsaného konceptu

Camerona a Quinna (1999) a pouzivame jejich dotaznik pro hodnoceni organizac¢ni kultury.

Metody

Ke splnéni cile byly vyuzity poznatky z odborné literatury, informace poskytnuté firmou ALPS, informace zjis-
téné pomoci dotaznikového Setfeni a z rozhovort s pracovniky firmy ALPS. Tato firma je ¢eskou pobockou
japonského narodniho koncernu tvofeného 79 firmami. Ve firmé pracuje vice nez 600 pracovniki, z toho je

priblizné 16 % agenturnich pracovnika. Pocet THP se pohybuje kolem 150.

Sbér dat formou rozhovort se zaméstnanci kategorie ,,0“ v ALPS

Sbér dat formou strukturovanych rozhovori byl zameéten na pracovniky kategorie ,,0, tj. operatory ve vyrobé.
Predpokladali jsme, Ze u této kategorie pracovnikii umozni rozhovory ziskat vice a kvalitnéj$ich dat nez forma

dotaznikového Setfeni.

Rozhovory probéhly 13. bfezna 2020 ve firmé ALPS, v dobé od 10 do 12 h. Data byla po dohodé s ALPS sbirana
u kategorie pracovniki ,,0“ (operatofi) zptisobem vyplnéni dotazniki tuzka — papir, s Gcéasti tazatelti z FaME
UTB. Vybér respondentii (operatort ve vyrobe) zajistil ALPS, respondenti byli z fad kmenovych zaméstnancti

podniku a komunikace byla v ¢eském jazyku. Celkem byla ziskdna data od 21 respondentt kategorie O.

Rozhovor byl strukturovany, tj. byl ptipraven soubor 15 otazek, které byly v daném poradi pokladany respon-
dentim. Tematicky se rozhovor zaméril na tyto oblasti: spokojenost v praci, vihimani vlastni ti¢innosti ve vzta-
hu k praci na lince, vnimany prinos vetsi miry vyuzivani informacnich technologii a digitalizace pro praci na

vyrobni lince.

Rozhovor byl planovan na max. 15 minut, coz bylo ve vSech ptipadech dodrzeno. Na zacatku rozhovoru byl
respondentovi vysvétlen tcel rozhovoru, byl ubezpecen o anonymité odpovédi a byla mu vysvétlena ¢tyrbodo-
va hodnotici skala, kterou mé pti odpovédich pouzivat. Na konec byl pozadan o zodpovézeni identifikacnich
otazek. Sledovano bylo pohlavi, vékova kategorie, nejvyssi dosazené vzdélani, doba zaméstnani v organizaci

a oznaceni vyrobni linky.



149

Data byla pro popisnou statistiku vyhodnocena pomoci statistického software SPSS. Byly rovnéz testovany roz-
dily v odpovédich v zavislosti na identifika¢nich znacich pomoci Mann-Whithneyova a Kruskal-Wallisova tes-

tu. Pomoci Spearmannova korela¢niho koeficientu byly ovéfeny vztahy mezi odpovéd'mi na jednotlivé otazky.

Sbér dat formou dotazniku zaméreného na hodnoceni organiza¢ni kultury mezi za-
meéstnanci kategorie ,M“ v ALPS

Data byla po dohodé s ALPS sbirana u kategorie ,M“ (top management, stfedni management az do tirovné
mistrli, ostatni THP) pomoci vyplnéni online dotazniku. Respondenty byli manazefi a ostatni THP, kmenovi
zameéstnanci podniku. Rozeslani odkazu pro online vyplnéni dotaznikti provedla firma ALPS, link na dotaznik
byl rozeslan vSem vedoucim pracovnikiim a ostatnim THP. Dotaznik OCAI (Cameron & Quinn, 1999), v Ces-
kém i anglickém jazyku, byl v online verzi (Survio), pro respondenty kategorie ,M“ k dispozici od 28. 2. 2020.
Termin pro vyplnéni byl do 9. 3 2020. Informaci o vyplnéni dotazniku a link pro vyplnéni dotazniku ptedal
respondentiim personalni ttvar ALPS. Pro vyhodnoceni jsme ziskali celkem 9 vyplnénych dotazniki, 8 ¢esky
a 1 anglicky. Ani po opakovaném pfipomenuti vyplnéni dotazniku se nepodafilo ziskat véts$i pocet responden-
th. Tato skuteénost byla pravdépodobné ovlivnéna skutecnosti, Ze praveé vtomto obdobi probihala ve firmé dal-
$1 omezeni s ohledem na epidemii Covid-19. S ohledem na maly pocet respondentti nebylo mozné analyzovat

data s ohledem na nékteré identifika¢ni adaje o respondentech.

Vychodiskem pro tvorbu dotazniku je typologie organizac¢nich kultur dle autori Cameron a Quinn (1999).
Hodnoceni typu organizaéni kultury se tyka takovych oblasti, jako je charakteristika firmy, operativni a stra-
tegické fizeni, vedeni pracovniki, vztahy a hodnoty ve firmé. Charakteristika organizac¢ni kultury nasledné
vychazi z umisténi na $kalach flexibilita — stabilita a orientace dovnitt — orientace ven. Firemni kultura je po
vyhodnoceni dat zafazena do prostoru ve ¢tyfech typovych kvadrantech: klanova, hierarchick4, adhokraticka
a trzni. Pro jednotlivé typy firemni kultury jsou charakteristické specifické typy leadershipu, hodnot a kritérii

efektivnosti.

Zéakladem pouzitého dotazniku OCAI bylo Sest otazek, kazd4 z nich se zaméfovala na jeden klicovy aspekt
organizaé¢ni kultury. Kazd4 otdzka méla ¢tyfi moznosti odpovédi. Ukolem respondenta bylo rozdélit 100 bodi
mezi tyto ¢tyfi odpovédi v zavislosti na mite, v jaké je podle néj kazda odpoveéd aktualné podobna organizaci
ALPS. Respondenti danou sérii otazek hodnotili ze dvou thlti pohledu (¢asovych horizontii) — stav nyni a jimi

predpokladany stav v organizaci za pét let.

Vysledky

Vysledky strukturovanych rozhovoru s operatory ve firmeé ALPS

Odpovédi na jednotlivé otazky uvadéji, ze se zameéstnanci je dostate¢né komunikovéano, co se od nich ocekava
a maji také vse, co je potfebné pro kvalitni praci (otazka 1 a 2). Uréity prostor pro zlepseni indikuji odpovédi
na otazky spojené s podporou rozvoje zaméstnancti (otazka 3 az 5). Odpovédi na otazky spojené s vnimanym

prinosem vétsi miry vyuzivani informacnich technologii a digitalizace pro praci na vyrobni lince vyznivaji spise
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optimisticky a pozitivné (otazka 9-12, 14,15). U nékterych respondenti (asi 1/3) vyvolava ale zavadéni veétsi
miry automatizace strach o praci (otazka 13). Pro vedeni ALPS by to mél byt signal pro zlepSeni vnitrofiremni

komunikace zamérené na toto téma.

Soucasti zpracovani dat z rozhovori bylo také testovani hypotéz. Ovérovali jsme, zda existuji statisticky vy-

znamné rozdily v odpovédich operétort na jednotlivé otazky v zavislosti na pohlavi.

Pro ovéfeni byl pouzit Mann-Whithney test. Rozdily se potvrdily jen ve dvou ptipadech, a sice u otazek 12
(U=24,z=-2,19,p = 0,045) a13 (U = 82, z = 2,338, p = 0,030). Otazka 12 znéla: ,Myslite si, Ze az budou nové
technologie a automatizace vyuzivany na lince ve vétsi mife, budete délat méné chyb?“ Muzi byli v tomto pfti-
padeé optimisti¢téjsi (median 3,5) nez Zeny (median 3). Otazka 13 znéla ,Vyvolava ve Vas vétsi mira vyuzivani
novych technologii a automatizace firmou strach o praci?“ Ukazalo se, Ze Zeny se vice obavaji o praci (median

3) nez muzi (median 1,25).

V dal$im kroku jsme ovérovali, zda existuji statisticky vyznamné rozdily v odpovédich operatort na jednotlivé
otazky dle riiznych vékovych kategorii. Pro ovéfeni byl pouzit Kruskal-Wallis test. Zadny rozdil se v tomto pii-
padeé nepotvrdil. Ovérovali také to, zda existuji statisticky vyznamné rozdily v odpovédich na jednotlivé otazky
dle kategorii nejvys$siho dosazeného vzdélani. Pro ovéteni byl pouzit Kruskal-Wallis test. Ani v tomto ptipadé
se zadné statisticky vyznamné rozdily neukazaly. Ovérovali jsme také, zda existuji rozdily v odpovédich na
jednotlivé otazky dle kategorii doby zaméstnani v organizaci. Pro ovéfeni byl pouzit Kruskal-Wallis test. Ani
v tomto ptipadé se zadné rozdily nepotvrdily. Ocekavali jsme, Ze budou existovat rozdily v odpovédich na jed-
notlivé otazky podle typu vyrobni linky (a miry automatizace na nich). Pro ovéfeni byl pouzit Kruskal-Wallis

test. Zadné rozdily se nepotvrdily.

Ovéreny byly také korelace mezi jednotlivymi otazkami pomoci Spearmannova korela¢niho koeficientu. Sta-
tisticky vyznamné korelace ukézaly na tyto zajimavé vztahy. Cim zkusendj§i operator, tim snadné&jsi je pro
néj prace na vyrobni lince (r, = 0,673, p < 0,01; silna pozitivni korelace) a tim spiSe se vyzné v zobrazovanych

Vv

hlasenich (r, = 0,621, p < 0,01; silna pozitivni korelace). Pokud operétor véfi, Ze diky technologiim bude pra-
covat rychleji, zaroven také véfi, Ze bude délat méné chyb (r, = 0,547, p < 0,01; silné pozitivni korelace). Ti, co
maji obavy, ze by mohli poskodit linku, si nemysli, Ze by jim technologie davaly vét§i miru kontroly nad praci
(r,= 0,474, p < 0,05; stfedné siln4 pozitivni korelace). Pro vedeni ALPS by to mohly byt signaly pro efektivnéjsi

vnitrofiremni komunikaci se skupinou operatort.

Vysledky dotaznikového Setieni mezi zaméstnanci ALPS zaméreného na hodnoceni
organizac¢ni kultury

Z hodnoceni aspektli organizaéni kultury, které jsou pro firmu typické dnes, vyplyva, Ze kulturu organizace lze

aktualné oznacit za prevazné hierarchickou.

Cameron a Quinn (1999) k charakteristikam této kultury uvadi: v této kulture je dileZité zajistit hladky chod

organizace. Organizace se sousttfedi na stabilitu, predvidatelnost a efektivitu a za timto Gcelem vydava riizna
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pravidla a predpisy. Efektivni viidci v takové kultufe jsou predevsim skvéli koordinatofi a organizatoti. Cha-
rakteristické pristupy k rizeni kvality v této kultufe jsou: detekce chyb, méteni, kontrola procesti, aplikace
systematickych nastroji feseni problémi. Hlavnim tkolem personalniho oddéleni je v téchto organizacich
role odborného specialisty. Tato role podle Ulricha (2009) vyZaduje, aby personalisté navrhovali a uplatiiovali
ucinné personalni procesy pro Gcely ziskavani a vybéru, vzdélavani, hodnoceni, odménovani a povysovani pra-
covniki a dalsi fizeni pohybu pracovniki v raAmci organizace. Personalisté zajistuji, Ze tyto organizacni procesy

budou navrZeny a uplatnény G¢innym zptisobem.

Pokud se podivime na hodnoceni aspektii organizac¢ni kultury, jak respondenti predpokladaji, ze to bude
v organizaci vypadat za pét let, lze konstatovat, Ze podle respondentd bude mit organizace i za pét pfevazné
charakteristiky hierarchické organiza¢ni kultury. Respondenti tedy neo¢ekavaji néjakou vyznamnou zménu.
Zajimavé jsou vsak vysledky, pokud srovname jednotlivé aspekty organizaéni kultury. Odpovédi na jednotlivé
otazky naznacuji mirny posun smérem ke kultute adhokracie, tj. vétsi orientaci na flexibilitu a externi zamére-

ni, nez tomu bylo dosud (viz Obr. 1).

Obrazek 1

Srovnant celkového vnimant organizacni kultury respondenty skupiny M (nyni a za 5 let)

Zdroj: vlastni zpracovani

Cameron a Quinn (1999) k charakteristikAm kultury adhokracie uvadi: hlavnim cilem je posilit adaptabili-
tu, flexibilitu a kreativitu v podminkach, kde dochézi k informac¢nimu pietiZzeni, nejistoté a mnohoznacnosti.
Firma s touto kulturou usiluje o vyrobu inovativnich produktt a nabidku inovativnich sluzeb, aby se rychle
prizptsobila novym prilezitostem. Neexistuje zde centralizovana rozhodovaci moc nebo diiraz na vztahy nad-
fizenosti a podiizenosti. Rozhodovaci moc se presouvéa od jedince k jedinci, od tymového tkolu k tymovému

ukolu v zavislosti na tom, ktery problém se v daném ¢ase musi Fesit. Je kladen diiraz na individualitu, ptijiméni
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rizika a pfedvidani budoucnosti. Uspésnymi leadery v této kulture jsou inovatori, podnikatelé a vizionari. Ke
strategiim fizeni kvality v tomto typu organizaci patii: pfekvapeni a uspokojeni zakaznika, proaktivni chovani,

predvidani potieb, neustalé zlepsovani, hledani kreativnich feseni, tvorba novych standardt.

Vyznamneé odli$na je v této organizacni kultuie role personalniho oddéleni. To se musi stat tzv. agentem zmeény
a usnadnovat transformaci. To podle Ulricha (2009) znamen4, Ze personalisté pomahaji rozpoznavat a realizo-
vat procesy vedouci ke zméné. Mezi aktivity personalisti patfi rozpoznavani a definovani problémi, budovani
vztahu déivéry, feSeni problémi a vytvareni a plnéni akénich planti. Uspésni agenti zmény z ¥ad personalisti
nahrazuji odpor feSenim, planovani vysledky a strach ze zmény vzru$enim z moznosti, které zména skyta. Per-
sonalisté se stavaji v procesu fizeni vyrobnich ¢asti firmy HR business partnery. Pro vedeni ALPS by to mél byt
signal pro zmeénu role personalniho fizeni ve vztahu k fizeni vyroby (operational management, HR business

partner).

Diskuse

Vysledky analyzy dat naznacuji, Ze charakteristiky kultury adhokracie bude tcelné s postupujici digitalizaci,
automatizaci a robotizaci procesti vyroby a montiZze podporovat/implementovat jen v urcitych tsecich a od-
délenich ve firmé. Bude se jednat piedevsim o ttvary tésné spojené s vyvojem, technickou ptipravou, realizaci
a podporou digitalizace, automatizace a robotizace procesi v ALPS. V ostatnich tisecich zistane prevazujici
hierarchicka kultura. Role top managementu a HR atvaru bude v této souvislosti klicova. Postup zmény bude
potiebné iniciovat a fidit, pfedevsim ve vztahu k pracovnikiim, ne jen ve vztahu k realizaci technickych a or-

ganizac¢nich zmén.

Vzhledem k tomu, Ze pro tspé$nou zménu podnikové kultury jsou dulezité predev§im postoje a chovéni pra-
covnikd, klicovy je ptistup top managementu a HR odd€leni. Praveé tyto dva subjekty mohou bezprostfedné
ovlivnit podminky pro praci, motivaci i rozvoj zddoucich dovednosti a znalosti vSech pracovnikii (operatort
a specialistii), ovlivnit jejich postoje. Je potfebné, aby top management formuloval a komunikoval jasnou vizi
a potirebu zmény spojenou s digitalizaci, automatizaci, robotizaci a s implementaci konceptu Smart Factory
v ALPS. HR oddéleni by mélo v této souvislosti iniciovat Zddouci zménu podnikové kultury a podporovat pri-
béh jeji tsp€sné implementace. Proto je role HR oddéleni charakterizovana jako tzv. agent zmény podnikové
kultury, to znamené propagator, podporovatel a garant této zmény. Personalisté se proto musi stat v procesu

Fizeni vyrobnich ¢asti firmy HR business partnery pro stfedni management (Ulrich, 2009).

V zavéru diskuse je potfebné uvést vyznamné limity pro interpretaci ziskanych vyzkumnych vysledki. Pro
podrobné&jsi analyzu dat z vyplnénych dotaznikli u respondentt kategorie M s ohledem na nékteré identifi-
kacni znaky (vék, délka prace ve firmé, oblast prace, funk¢ni zatazeni) nam, bohuzel, chybi dostate¢ny pocet
respondentti. Pro vyhodnoceni mame data z celkem 9 vyplnénych dotaznikd, 8 ¢esky a 1 anglicky. Méli jsme
ambici ziskat data cca od 30 respondentt. Ani po opakovaném piipomenuti vyplnéni dotazniku se nepodatilo
ziskat vétsi pocet respondentii. Casova kolize s vyhla$enim nouzového stavu v souvislosti s §ifenim epidemie

Covid-19 nAm neumoznila ziskat data od dal$ich respondentti. Pracujeme s t€émi daty, které mame, i kdyz vy-
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povidaci hodnota zavéri je mala. S ohledem na maly pocet respondentti neni mozné analyzovat data ve vztahu
k nékterym identifika¢nim tdajim o respondentech a formulovat specifické zavéry pro formovani organiza¢ni

kultury v ALPS, ktera by podporovala implementaci konceptu Smart Factory v podminkach ALPS.
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ADULT ATTACHMENT AND ATTACHMENT IN THE
WORKPLACE: ANALYSIS OF RELATIONSHIPS AND
PREDICTIONS

ATTACHMENT V DOSPELOSTI A NA PRACOVISKU: ANALYZA
VZTAHOV A PREDIKCII
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1Ustav aplikovanej psycholégie, Fakulta socialnych a ekonomickych vied, Univerzita Komenského v Bratislave

Abstract:

Objective. Attachment theory contributes to understanding of organizational behaviour. This study ex-
plores relationships between adult attachment and attachment towards colleagues and predictive power of

adult attachment on attachment towards colleagues.

Methods. The research sample was consisted of 412 participants (68.2% women) with mean age 40.72
(SD=11), based on available and convenience sampling. Online questionnaire included few socio-demogra-
phic questions and two tools- Experience in Close relationships (to tap adult attachment with avoidance and
anxiety dimensions) and Adult Attachment in the Workplace (to tap attachment towards colleagues with
three dimensions- safety, avoidance, anxiety).

Results. We found positive relationships between anxiety and avoidance in adult attachment and anxie-
ty and avoidance in attachment towards colleagues. We also found negative relationships of anxiety and
avoidance in adult attachment with safety in attachment towards colleagues. Via multiple linear regression
with two predictors (anxiety and avoidance from adult attachment) several significant models were shown.
Anxiety and / or avoidance in adult attachment can explain from 7 up to 21 % of variability in attachment

towards colleagues.

Conclusion. The results confirmed overlapping of studied concepts. Knowledge of adult attachment helps

us to understand relationships in the workplace and some aspects of organizational behaviour.
Limitations. Used tools, participants” selection and data collection are the main limitations of the study.

Keywords: attachment, adult attachment, attachment in the workplace, ECR, AAW

Abstrakt:

Ciel. Teéria attachmentu prispieva k pochopeniu organizacného spravania. Cielom nasho prispevku bolo
preto preskiimat vztahy ako aj prediktivnu silu attachmentu v dospelosti na attachment ku kolegom na pra-
covisku.

Metoéda. Dostupnu a prilezitostnii vzorku tvorilo 412 participantiek/participantov (Zeny 68,2%) s prie-

mernym vekom 40,72 (SD=11). Online dotaznikova batéria pozostdvala z niekolkych sociodemografickych
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otazok a dvoch dotaznikov -,Ako prezivam blizke vztahy“, pomocou ktorého sme skitmali attachment v do-
spelosti (vyhybanie a 1izkost), a ,,Dotaznik vztahovej vizby na pracovisku®s troma premennymi- bezpecie,

vyhybanie a uzkost, vdaka ktorému sme zachytili attachment ku kolegom.

Vysledky. Zistili sme pozitivne vztahy medzi tizkostou a vyhyjbanim v dospelosti a tizkostou a vyhybanim ku
kolegom, negativne vztahy s bezpe¢im pocitovanym ku kolegom. Pri viacnasobnej linearnej regresii s dvoma
prediktormi (izkost a vyhybanie z attachmentu v dospelosti) sa ukazalo niekolko signifikantnijich modelov.

Uzkost a / alebo vyhybanie v dospelosti vysvetlovali od 7 aZ 21% variability attachmentu ku kolegom.

Zavery. Visledky potuvrdzujii prepojenie konceptu attachmentu v dospelosti a attachmentu v ku kolegom.
Poznanie attachmentu v dospelosti pomdha porozumiet vztahom na pracovisku ako aj niektorym aspektom

organizacného spravania.

Limity. Medzi hlavné limity prace patri pouZitie uvedenych metodik na zistovanie attachmentu, samotny

vyber participantov a zber dat.

KUlucové slova: vztahova vizba, attachment v dospelosti, attachment na pracovisku, ECR, AAW

Uvod

Attachment (syn. vztahova vizba, pripatanie) je typom citovej vézby, ktora je relativne dlhotrvajica, ktora
sa tyka nezameniteIného a $pecifického ¢loveka- tzv. attachment figiry (Ainsworth, 2006). Vztahova viazba
funguje na vnatornych pracovnych modeloch, ktoré sa vytvaraja na zaklade sktisenosti s attachment figtirou,
a tieto modely poskytuja afektivne, behavioralne a kognitivne vzorce reagovania v blizkych vztahoch (Brether-
ton & Munholland, 2008). Tradi¢né je uchopovanie attachmentu v blizkych vztahoch cez dvojdimenzionalnu
perspektivu (vyhybanie a Gzkost), na zaklade ktorej potom mézu byt kombinované dimenzie do Styroch $tylov
(bezpecne pripatany, neisto pripttany- tzkostny, vyhybavy a dezorganizovany). Attachment v pracovnom pro-
stredi by sme mohli definovat ako afektivnu vazbu medzi pracovnickou / pracovnikom a jej / jeho pracovnym
prostredim, pri¢om toto prostredie obsahuje Styri figtiry/objekty attachmentu- lateralnu/hierarchicki dyadic-

ki osobu, skupinu, organizaciu a pracovné miesto.

KedZe organizicie s v principe interpersonalne entity, ktoré sa zavislé na l'udskom faktore (Simpson & Rho-
les, 2015), zameranie sa na kvalitu vztahov medzi spolupracovnikmi, medzi kolegami. Relevantnost tejto pro-
blematiky sa potvrdila v r6znych vyskumoch a zvycajné je prepojenie attachmentu s vybranymi organiza¢nymi
premennymi (napr. pracovny vykon, organiza¢né obcianske spravanie, fluktuacia, emocionalne vycerpanie,
vyhorenie zamestnanca), ktoré sa pokladaji za kI'aicové pre organizaciu, aby obstala v dynamickom a kompe-

titivnom prostredi (Reizer, 2019).

Pri skiimani vztahovej viazby v pracovnom prostredi predpokladame, Ze 'udia si prenasaji viazbu z blizkych
vztahov aj do vztahov ku kolegom v praci. Za prelomovy sa v tejto téme povazuje vyskum Hazanovej a Shavera
(1990), ktori popieraji ,mytus dvoch oddelenych svetov®. Nakol'ko v§ak evidujeme len minimalne vystupy,
odhodlali sme sa preto presktimat prieniky tychto konceptov a urcit prediktivnu silu attachmentu v dospelosti

na attachment ku kolegom.
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Formulovali sme nasledovné vyskumné otazky:
VO1: Ako spolu stvisia koncepty attachmentu v dospelosti a attachment ku kolegom?

VOz2: Ako attachment v dospelosti predikuje attachment ku kolegom?

Metody

Nas vyskum bol explora¢ny a kvantitativny. Pouzili sme dostupny a prilezitostny vyber. Nase inkluzivne kri-
téria boli dve: vek 18+ a zamestnanie na trvaly pracovny pomer. Vyskumu sa zhcastnilo 412 participantiek
(68,2%) a participantov (31,8%) s priemernym vekom 40,72 (SD=11). Participantky a participanti mali ukon-

cené stredoskolské (17,9%) a vysokoskolské vzdelanie (82,1%).

Vyuzili sme dotaznikovy zber dat. Online batéria pozostavala z niekol’kych sociodemografickych otazok a dvoch

dotaznikov, ktoré su zatial v procese overovania.

Attachment v dospelosti sme hodnotili pomocou dotaznika ,,Ako prezivam blizke vztahy“- ,Experience in the
Close Relationship“ (ECR) (Brennan, Clark, & Shaver, 1998). Dotaznik prelozila jedna z autoriek (KG) a ko-
necéna forma poloziek bola odstihlasena autorkami prispevku. 36 polozZiek je hodnotenych na 5-stupnovej Li-
kertovej stupnici, pricom 1 znamenalo ,,iplne nestthlasim® a 5 ,,iplne sihlasim®. Dotaznik meria dve dimenzie-

tzkost a vyhybanie a ¢im vysSie skore, tym intenzivnejsia tizkost/vyhybanie.

»,Dotaznik vztahovej vizby na pracovisku® alebo ,,Adult Attachment in the Workplace“ (Scrima, Rioux, & Lo-
rito, 2014) sme pouzili na odhadovanie attachmentu ku spolupracovnikom. Dotaznik bol preloZeny dvoma
nezavislymi psychologickami Elenou Lisou a jednou z autoriek (KG). Kone¢na forma poloziek bola vytvorena
syntézou prekladov. Dotaznik obsahuje tri dimenzie- bezpecie, vyhybanie a tizkost. 18 poloziek je hodnote-
nych na 5-bodovej Likertovej §kéle (1 znamena ,,vObec nesithlasim, 5 ,,aplne sihlasim®) a rovnomerne rozloze-

nych medzi tri dimenzie. Vyssie skore indikuje intenzivnejsiu mieru danej dimenzie.

Zber dat sme robili od decembra 2020 do januara 2021. Na online zber d4t sme vyuzili platformu QuestionPro.
com . Na spracovanie dat sme pouzili program IBM SPSS 25 a JASP 0.14.1. VyuZili sme deskriptivnu, bivariac-

nu a multivaria¢nu Statistiku.

Vysledky
Attachment v dospelosti

Vyhybanie (a= 0,846) aj tizkost (a= 0,869) vykazovali veI'mi dobré odhady spol'ahlivosti meranej pomocou
Cronbachovej alpha. Po zhodnoteni grafického zobrazenia (histogramy, krabickové grafy) a deskriptivnych
charakteristik (Tabulka 1) sme ustdili, Ze premenné st gaussovsky rozlozené. Vnutrodotaznikové korelacie

boli nizke (r= 0,155).
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Attachment ku kolegom

Attachment ku kolegom z dotaznika AAW ma tri dimenzie. Pri premennej bezpecie sme zistili nedostatoény od-
had spolahlivosti (a= 0,548). Vylacili sme polozku 7, ktora mala miniméalnu korelaciu s celkovym dotaznikov
(r= 0,086) a odhad sa zvysil na prijatel'ntt hodnotu (a= 0,613). Premennéa vyhybanie vykazovala dobrt vnitor-
na konzistenciu (a= 0,726). A nakoniec pri premennej tizkost sme zistili a= 0,555 a tak sme vylacili polozku 11
s nizkou a negativnou korel4ciou s celkovym skére dotaznika a odhad spolahlivosti sa zvysil na akceptovatel'ni

aroven (a= 0,667). Nakol'ko sa jedn4 o Sest polozkové dimenzie, pokracovali sme v d’alsich analyzach.

Po zhodnoteni grafického zobrazenia (histogramy, krabi¢kové grafy) a deskriptivnych charakteristik (Tabulka

1) sme usudili, Ze premenné st negaussovsky rozlozené.

Vnutrodotaznikové korelécie boli vysoké. Bezpecie negativne korelovalo s vyhybanim (r = - 0,57) a tizkostou

(r="-0,47). Uzkost a vyhybanie spolu silne korelovali (r = 0,72).

Tabulka 1

Deskriptivna Statistika pre attachment v dospelosti a ku kolegom, zdroj: autorky

Attachment v dospelosti Attachment ku kolegom

vyhybanie uzkost bezpecie vyhybanie tzkost
AM 2,66 2,54 3,54 2,46 2,40
SD 0,59 7.13 0,51 0,58 0,59
Median 2,66 2,53 3,58 2,44 2,36
Mode 3,00 2,39 3,80 2,17 2,20
Sikmost 0,12 0,24 - 0,12 - 0,12 -0,12
Strmost -0,15 0,42 0,32 0,32 0,32
Cronbachova a 0,846 0,869 0,613 0,726 0,667
Pocet poloziek 18 18 5 6 5

Poznamka. Vypoéitané zo zoskupenych dat.

Korela¢na a regresna analyza

V tabul’ke 2 uvddzame korela¢ni analyzu (VO1). Vztahy medzi attachmentom v dospelosti a bezpec¢im vo vzta-
hu ku kolegom st negativne, pri¢om podl'a velkosti sily je vecne vyznamny vztah konkrétne medzi vyhybanim
v dospelosti a bezpe¢im v attachmente ku kolegom (r_= 0,34). Vztahy attachmentu v dospelosti s ostatnymi
dvoma premennymi attachmentu ku kolegom st pozitivne a slabé, na relativne rovnakej arovni (od 0,22 do

0,23), s vynimkou vztahu premennej vyhybanie z oboch dotaznikov. Tento vztah je stredne silny (r.= 0.42).
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Pomocou viacnasobnej linearnej regresii s metédou stepwise sme zistili tieto signifikantné modely (VO2):
1. Uzkost v attachmente ku kolegom je
« predikovana tzkostou ECR; F(1,410)= 30,230; p< 0,001 s adjustovanym R2= 0,066; = 0,262, p< 0,001,

« predikovana uzkostou a vyhybanim ECR; F(2,409)= 26,909; p< 0,001 s adjustovanym R?= 0,112, pricom

uzkost f = 0,231, p< 0,001 a vyhybanie § = 0,220, p< 0,001

2. Bezpecénost v attachmente ku kolegom je predikovana vyhybanim ECR; F(1,410)= 60,22; p< 0,001 s adjus-

tovanym R2= 0,126; f = -0.358, p< 0,001.
3. Vyhybanie v attachmente ku kolegom je
« predikovana vyhybanim v ECR; F(1,410)= 85,212; p< 0,001 s adjustovanym R?= 0,170; f = 0,415, p< 0,001,

« predikovana vyhybanim a tzkostou ECR; F(2,409)= 55,818; p< 0,001 s adjustovanym R?= 0,210, pricom

vyhybanie f = 0,385, p< 0,001 a tzkost f = 0,208, p< 0,001.

Tabul’ka 2

Korelacna matica (N=412), zdroj: autorky

AAW_BEZ AAW_VYH AAW_UZK ECR_VYH

AAW_VYH r, -0,613%%*

p <0,001
AAW_UZK r, -0,505%%* 0,708%**

p <0,001 <0,001
ECR_VYH r, -0,336%%* 0,416%** 0,231%%*

p <0,001 <0,001 <0,001
ECR_UZK r, -0,133%** 0,222%%% 0,224*%% 0,155%%*

p 0,004 <0,001 <0,001 0,001

Poznamka. Attachment ku kolegom: AAW_BEZ- bezpeéie, AAW_VYH_ vyhybanie a AAW_UZK- tizkost. Attachment
v dospelosti: ECR_VYH- vyhybanie a ECR_UZK- tizkost.
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Diskusia

Nase vysledky potvrdzuju prepojenie konceptu attachmentu v dospelosti a attachmentu ku kolegom (VO1).
Vztahy st slabé, s vinimkou stredne silného vztahu medzi vyhybanim v dospelosti a vyhybanim sa kolegom.
AKk je jedinec viac vyhybavy vo svojich blizkych vztahoch, je viac vyhybavy aj v pracovnych vztahoch. Vyhyba-
nie v attachmente v dospelosti je silnejsim prediktorom ako tizkost a podiel’a sa na predikovani vSetkych troch

dimenzii v attachmente ku kolegom (VO2).

Vyhybavi l'udia vyuZivaji sekundarnu stratégiu odpojenie sa- deaktivaciu a tak sa pri regulacii emdcii snazia
blokovat alebo inhibovat akykol'vek emocionalny stav (Mikulincer & Shaver, 2007), nakol'ko takéto prejavy
vnimajua ako formu investicie do vztahu (Cassidy, 1994). Snazia sa o minimaliziciu vyznamu vztahu (Baker-
mans-Kranenburg & van IJzendoorn, 2009) a maximalizaciu odstupu od osoby. Cim viac st jedinci vyhybavi,
tym vyssi je vyskyt symptoémov socidlne Gzkosti, ¢o sposobuje emocny diskomfort prave v interpersonalnych
situaciach (Read et al., 2018). Miesto komunikacie face-to-face preferuja preto iné komunikacéné kanaly, napr.
telefonovanie a textové spravy (Wardecker et al., 2016). Vyhybanie vSak zniZuje aj moznosti pracovnej realiza-
cie (Leiter et al., 2015), ma stvis s neetickym rozhodnutim v organiza¢nom prostredi (Chopik, 2015), s nizSou
pracovnou angazovanostou, kariérnym zaviazkom, a naopak s vy$$im vyhoretim a emocionalnym distresom

(Littman-Ovadia et al., 2013).

Na druhej strane vyhybanie v pracovnych vztahoch méZze mat aj adaptivny charakter. Zachovavanie emo-
cionalneho odstupu je oceriované vo formalnych vztahoch a nemusi byt vnimané ako sociélna izolécia ale-
bo nedostatok intimity (Leiter et al., 2015). V organizaciach s kultirou preferujacou hierarchicka struktaru
a zdOraznovanie pracovnych rol moéze byt takyto kontakt prave vitany. Vyhybanie tak méze byt dobrou straté-
giou minimalizovania distresu a nezdvorilosti na pracovisku uz len kvoli absencii socialnych kontaktov (Leiter
et al., 2015). Okrem toho st vyhybavi pracovnici emocionalne stabilni a vedia pracovaf pod tlakom (Seitl &

Charvat, 2018).

Pri interpretacii vysledkov musime brat na zretel aj limity ndsho vyskumu. Poc¢inajic korelaénym dizajnom,
pokracujtic vyberom participantiek / participantov, ktori boli dobrovolnicky / dobrovolnici, zloZenim vybero-
vého stiboru (neproporénost pohlavia a vzdelania), online vypitianim batérie i samotné sebavypovedové do-
tazniky. U dotaznika AAW sme tieZ zaznamenali problémy s odhadom spol'ahlivosti. Vybrali sme trojfaktorovy
model attachmentu ku kolegom, nakol'ko sa ukézal ako vhodnejsi do pracovného prostredia (Scrima et al.,
2014). Taktiez rozliSovanie orientacie v neistej vizbe na vyhybavii a tizkostna je potrebné z ohladu dynamiky
neistej vizby a diferenciacie spravania na pracovisku. Okrem toho samotné faktory attachmentu ku kolegom
z AAW st vlastne dimenzionalnym rieSenim a nie je z nich redlne odvoden4 sekundarna premenna (Styl/orien-

tacia attachmentu) (Greskovicova, 2020).

V budiicom vyskume sa chceme orientovat na overovanie psychometrickych kvalit dotaznikov attachmentu
v pracovnom prostredi, na identifikaciu figar attachmentu a attachment siete na pracovisku. DdleZité je tiez
preskumat prieniky attachmentu ku kolegom s attachmentom na pracovisku k inym objektom, napr. k samot-

nému pracovnému prostrediu (Mrazkova & Lis4, 2021).
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Napriek vyhradam pokladdme nés vyskum za prinosny z viacerych hl'adisk. V prvom rade konvergencia kon-
ceptov attachmentu v dospelosti a attachmentu v pracovnom prostredi nie je stale dostatoéne rozpracovana
a nasimi vysledkami sme prispeli do empirickej bazy poznatkov korela¢nou a predikénou analyzou. Okrem
toho sme pouzili dotazniky, ktoré zatial’ len vstupuja do slovenského priestoru (Greskovicova, 2020), a tak
informécie o ich fungovani prinasaja dolezité informécie. Tretim a neposlednym prinosom je samotny vysled-
kom ohl'adom vyhybavych pracovnikov. I na tomto vyskume vidime, Ze ma vyznam rozliSovat neistd vztahova
vizbu na tzkostnd a vyhybava v pracovnom prostredi, pretoZe maju rozdielne prejavy. Vyhybavi jedinci st
ohrozeni v ramci organizacnej Struktary, nakolko sa vyznac¢uja nizkou vnimanou efektivitou nadriadeného,
neidentifikaciou s firemnou kultirou, zniZzenou angazovanostou v praci, znizenym organiza¢nym ob¢ianskym
spravanim (Harms et al., 2016; Kale, 2020; Little et al., 2011; Littman-Ovadia et al., 2013; Molero et al., 2013,
2019). A pritom prave extrarolové spravanie je zamestnavatelmi povazované za vel'mi délezité, hlavne v pri-
pade absolventov (Lis4 et al., 2019; Lisd & Newman, 2020). V kontakte s vyhybavym zamestnancom treba
kontakt iniciovat a zaroven zdoéraziiovat kvalitu vztahov na pracovisku a aZ potom pristapit k redlnemu zlepso-

vaniu tychto vztahov (Maslyn et al., 2017).

Slovenska verzia dotaznikov je na vyZiadanie u autoriek.
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SOURCES OF STRESS AND NEEDS OF EMERGENCY MEDICAL
SERVICE PROFESSIONALS IN THE PERIOD OF THE FIRST
WAVE OF THE COVID-19 PANDEMIC IN SLOVAKIA

SPECIFICKE ZDROJE STRESU A POTREBY PRACOVNIKOV
ZACHRANNEJ ZDRAVOTNEJ SLUZBY V OBDOBI 1. VLNY
PANDEMIE COVID-19 NA SLOVENSKU

Jitka Gurnakova*

'UEP CSPV SAV, Bratislava

Abstract: The aim of this study was to identify the most important sources of stress and the possibilities of
supporting its management in emergency medical workers during the first wave of the COVID-19 pandemic
in Slovakia. A thematic analysis of the answers in a sample of 66 members of emergency medical staff to
the open-ended questions of the online questionnaire brought as the most burdensome issues concerning the
threat to their own safety and the safety of their close relatives; difficulties in ensuring optimal care for acute,
although non-covid patients; changes in the quality and quantity of normal working practices; emotional
tension between colleagues and difficulties in the overall management of the pandemic. Insufficient support
from employers and the system, worsened opportunities to meet their basic needs, insufficient opportuni-
ties for rest outside the service, stigma, and insufficient support from the public complicated management
of named loads for some respondents. Adequate specialized training and material equipment, recognition
and support, better financial rewards, ample opportunities for rest and regeneration including specialized
psychosocial care, were considered by respondents to be measures taken by employers and the health care

system that could reduce the adverse effects of increased burdens.

Keywords: stress, sources of load, emergency medical service, COVID-19

Abstrakt: Cielom tejto studie bolo identifikovat najdélezitejsie zdroje stresu a moznosti podpory jeho zvla-
dania u pracovnikov ZZS v obdobi prvej viny pandémie ochorenia COVID-19 na Slovensku. Prostrednictvom
tématickej analyzy odpovedi 66 pracovnikov ZZS na otvorené otazky on-line dotaznika boli popisané ako
najviac zatazujice problémy, tykajiice sa ohrozenia ich vlastnej bezpecnosti a bezpec¢nosti ich blizkych; taz-
kosti v zabezpeceni optimalnej starostlivosti o akitnych - necovidovijch pacientov; zmeny v kvalite i kvantite
obvyklych pracovnych postupov; emocné napdtie medzi kolegami a tazkosti v celkovom manazmente pan-
démie. Ich zvladanie komplikovala u viacerich respondentov nedostato¢na podpora zo strany zamestna-
vatelov a systému, zhorsené moznosti napliania ich zakladnijch potrieb, nedostatoéné moznosti oddychu
mimo sluzby, stigmatizacia a nedostato¢nd podpora zo strany verejnosti. Za opatrenia zo strany zamest-
navatelov a systému poskytovania zdravotnej starostlivosti, ktoré by mohli znizovat neZiaduci dosah zvy-
Senej zataze, boli respondentmi povazované adekvatna odborna priprava a materialne vybavenie, prejavy
uznania a podpory, lepsie finanéné ohodnotenie, dostatok prileZitosti na odpoc¢inok a regenerdaciu, vratane

Specializovanej psychosocialnej starostlivosti.

KUlicové slova: stres, zdroje zataze, zachranna zdravotna sluzba, COVID-19



165

Uvod

Od zaciatku prvej viny pandémie COVID-19 na Slovensku boli prvym osobnym kontaktom a starostlivostou
o pacientov s priznakmi tohto ochorenia v teréne povereni pracovnici zachrannej zdravotnej sluzby (ZZS),
ktori mali k dispozicii Specidlne vySkolené a vybavené biohazard timy pre zasahy v pripade vysoko nebezpecnej
nakazy (VNN). Ked’Ze biohazard timov bolo maélo, ¢oskoro sa k prvotnému testovaniu, vySetrovaniu a oSetro-

vaniu potencialne nakazenych pacientov museli pridat aj bezné posadky ZZS.

Takmer mesiac od potvrdenia prvého nakazeného na tizemi SR bol (ako vébec prvy) vydany Standardizovany
postup, ktory upravoval procesy oSetrenia podozrivych ¢i pozitivnych pacientov v prostredi ZZS (NaKriKT,
2020). Definoval tieZ povinny stupeii zabezpecéenia ambulancii ZZS dostatoénymi osobnymi ochrannymi pra-

covnymi prostriedkami (OOPP).

Moznosti jednotlivyich poskytovatelov dosiahnuf pozadovany standard sa v doésledku réznej tirovne zasob
a aktualneho nedostatku OOPP na svetovom trhu, znac¢ne lisili. Rovnako sa lisila aj miera informovanosti a od-
bornej pripravy personéalu na podobné typy zasahov. Mnohi pracovnici ZZS tak boli niteni v prvych tyZdnoch
od zaciatku pandémie ochorenia COVID-19 na Slovensku pracovat v rizikovom prostredi, bez adekvatnych

OOPP a bez jasne definovanych pracovnych postupov.

Podobné nedostatky, ako napr. rastiica miera pracovnej zataze, nedostatok pristrojového vybavenia a materi-
alov pre poskytovanie adekvatnej starostlivosti a ochranu vlastného zdravia, nedostatok odporacanych postu-
pov, rasttci pocit izolacie a osamelosti, ¢i pripady nakazenych kolegov, boli identifikované ako zdroje zvijSenej
psychickej zataze v predchadzajtcich pandémiach inych infekénych ochoreni ako napr. SARS (Brooks et al.,
2018) ¢i EBOLA (Greenberg et al., 2015). Zdravotnici sa pritom stretavali so Sirokym spektrom reakcii zo stra-
ny verejnosti — od ocenovania a povzbudzovania, az po stigmatizaciu a Gtoky (Mascayano et al., 2021). Tieto
studie poukazali tieZ na negativne dosledky zvySeného prezivania stresu zdravotnickymi pracovnikmi pocas

pandémii VNN a po nich.

Podl'a predbeznych vysledkov (Kucbel et al., 2021 in Folentova, 2021) az 70% zdravotnikov, ktori boli v kon-
takte s COVID — pozitivnymi pacientmi v prvej vine pandémie na Slovensku, trpelo priznakmi akitneho stre-
su a 80% vykazovalo klinicky vyznamné priznaky depresie. Podobne Lai et al. (2020) udavaju, ze az 50,4%
zdravotnikov, ktori poskytovali starostlivost COVID-pozitivhym pacientom vo Wuhane a jeho okoli, trpelo
symptémami depresie, 44,6% symptémami anxiety, 34% poruchami spanku, 72% prejavmi distresu. V jednej
z najviac postihnutych oblasti Talianska az polovica zdravotnickeho personalu prejavovala symptémy klinicky

vyznamnej anxiety a 26% symptomy strednej a tazkej depresie (Lasalvia et al., 2021).

Negativny vplyv vystavenia sa riziku nakazy VNN na psychicky stav zdravotnikov m6zu moderovat podmienky
na pracovisku a socialna atmosféra (Mascayano et al., 2021). Napriklad v tvodnych fazach Sirenia nakazy vo
Wuhane sa spokojnost pracovnikov s poskytnutymi OOPP a subjektivne hodnotena opodstatnenost spoésobu,

akym boli zostavované pracovné smeny spajala s niz§ou mierou depresivnych symptémov (Zhu et al. 2020).
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Hoci $tadie na tito tému este nie st dostupné, je mozné predpokladat, Ze pripadné konflikty v socialnych vzta-
hoch, stigmatizicia ¢i dokonca titoky zo strany kolegov, pribuznych pacientov ¢i verejnosti mohli negativny

dopad na psychické zdravie zdravotnikov este zhorSovat.

Cielom tejto $tidie bola identifikacia tych okruhov problémov, ktoré predstavovali zdroje zvysenej psychickej
zataze v obdobi prvej viny pandémie ochorenia COVID-19 pre pracovnikov ZZS na Slovensku a analyza r6z-
nych foriem nimi poZadovanej podpory zo strany zamestnavatelov, systému poskytovania zdravotnej starost-

livosti, $tatu, médii, ¢i verejnosti.

Metody

Suabor

Participanti boli poziadani o vyplnenie on-line dotaznika jednak prostrednictvom formalnej Zziadosti o spo-
luprécu, ktort malo na e-mailové adresy svojich zamestnancov rozposlat vedenie jednotlivych organizacii,
prevadzkujuacich vSetky pozemné stanice ZZS v SR, ako aj prostrednictvom jej zverejnenia v rAmci profesnych
zoskupeni na facebooku. Ked’Ze $lo o nepriamu formu kontaktovania, bez spitnej vizby o redlnom pocte oslo-
venych pracovnikov, vy¢islit celkovii mieru odpovedania nemozno. Nakol'ko t¢ast vo vyskume bola dobrovol-

na a anonymna, jednalo sa o samovyber respondentov.

Elektronicky dotaznik vyplnilo 66 profesionalov z prostredia ZZS: 55 zdravotnickych zachranarov, 2 lekari
778, 7 vodi¢ov ZZS, 2 osoby z inych pozicii z r6znych okresov SR (vid. Tabulka 1).

Tabulka 1

Vybrané charakteristiky vyskumného stitboru (n=66; 37 muzov, 29 Zien)

M SD Min Max
Vek 38.27 11.35 21 65
Di7ka praxe v ZZS 11.45 8.70 o) 35
Dizka praxe v zdravotnictve  16.14 11.40 0 46

Metoda

Elektronicky administrovany dotaznik pozostaval z troch ¢asti. V prvej casti boli zisfované zdkladné sociode-
mografické idaje, v druhej $lo o otazky vztahujice k miere rizika nakazenia COVID-19 pre daného respondenta
(zdravotny stav, kontakt s nakazenymi pacientami a pod.). Tretiu ¢ast tvorili 4 otvorené otazky a skaly tykajtce
sa preZivania, zdrojov stresu, ako aj zdrojov zvladania stresu (napr. PSS, Cole, 1999; SOOS, Kimbrel et al.,

2001).
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Predmetom tematickej analyzy (Braun & Clarke, 2006) a jednoduchej frekvencnej analjzy prezentovanych

v ramci tejto Stadie, boli pisomné odpovede respondentov na nasledujice otvorené otazky*:

a) Pokdste sa, prosim, stru¢ne ale dostatoéne konkrétne popisat aspon pit, alebo aj viac najcéastejsich pro-
blémov, stvisiacich s Vasou pracou, ktoré s pre Vas v poslednyjch tyzdnoch zdrojom vaésieho stresu/
negativnych emocii, ako pred vypuknutim pandémie COVID-19. Pri jednotlivych problémoch, ktoré ste
uviedli v predchadzajtcej otazke, oznacte prosim troven, nakol'ko s pre Vés tieto problémy stresujice/

obtazujice (stupnica od 1 nezatazujice, po 5 velmi zatazujice)

b) Zamyslite sa, prosim, nad tym, ¢o by pre podporu Vés a Vas$ich kolegov mohla urobit Vasa organizacia,

systém poskytovania zdravotnej starostlivosti, konkrétni odbornici, §tat, média alebo Siroka verejnost.

Vysledky

Kym 7 respondentov deklarovalo, ze Ziadne Specifické problémy v tomto obdobi neprezivali, zvy$nych 58 re-
spondentov popisovalo ako zdroje zvySenej zataze najcastejsie vlastné negativne emocie; problémy stvisiace
s OOPP; problémy so spravanim pacientov a verejnosti; zvySend napli a rozsah prace atd. Ako najviac zata-
Zujuce, boli hodnotené problémy savisiace s nedostatkami v celkovom manazmente krizy, tazkosti stivisiace
s odovzdavanim pacientov v nemocniciach, nedostatocna podpora zo strany vlastného zamestnavatela, ne-
zodpovedné spravanie pacientov a verejnosti, atd.. (vid. Tabulka 2). V nasledujtcich riadkoch popiseme obsah

jednotlivych kategorii detailnejsie.

Jednym z najcastejSie sa vyskytujacich zdrojov zataze v praci ZZS pocas prvej viny pandémie ochorenia CO-
VID-19 boli sprievodné negativne emécie zdravotnikov, medzi ktorymi dominoval strach, tykajiaci sa
vlastného nakazenia, nakazenia a ohrozenia svojich blizkych, ako aj jeho désledkov — napr. praceneschopnos-
ti. Strach z vypadku prijmu sa vztahoval tieZ na nutnost karantény a prelinal sa s obavami z budicnosti, napr.
nakol'ko budi respondenti schopni zabezpecit seba a/alebo svoju rodinu, ¢o prinesie druha vina pandémie, ¢i
s tivahami o tom, ako v takych podmienkach vydrzia pracovat v ZZS az do déchodku. Vyskytoval sa tieZ strach
z neznameho, emoc¢né napitie, neistota a stres, ktory sa najcastejsie vztahoval k priamemu kontaktu s pacien-

tami.

Niektori respondenti popisovali namiesto vlastného strachu skor nevélu voci (nadmernému) strachu inych
T'udi — ¢i uz verejnosti, pacientov, alebo vlastnych kolegov a to najma vtedy, ak ich konanie vnimali ako iracio-
nalne, prehnané, alebo nadmerne obtaZzujice. Vynimkou neboli ani prejavy hnevu na nezodpovedné sprava-
nie pacientov, hnevu na sp6sob manazovania pandémie, niektori respondenti intenzivnejsie prezivali vlastnti

bezmocnost.

1 Analyza odpovedi na dalsie dve otvorené otazky ,,Ovplyvnila pandémia COVID-19 nejakym spdsobom Vas vztah k
praci v ZZS alebo k pacientom? Ak ano, ako?* a ,,Popiste, prosim, dostato¢ne konkrétne asport 10 spoésobov spravania,
uvazovania ¢t spracovavania negativnych emocit, ktoré Vam osobne pomahaji citit sa lepsie v prdaci a mimo prace.”
nebola z dévodu limitovaného rozsahu predmetom tejto Stiidie.
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Popri negativnych emocionalnych stavoch sa vSak sporadicky objavili aj vyroky, reprezentujice snahu o ak-
ceptaciu sicasného stavu, ¢i stratégie zvladanie obav z nakazenia prostrednictvom dokladného dodrziavania

pravidiel bezpeénosti prace a snahy urobif maximum pre vlastna ochranu.

Tabulka 2

Najcastejsie kategoérie zdrojov stresu v praci ZZS v obdobti 1. viny pandémie COVID-19 podla volnych vipo-

vedi respondentov (n=66, zataz: Min = 1; Max = 5)

Kategoria zdrojov stresu frekvencia vyrokov priemerni zataz
Vlastné negativne emocie 68 3.97
Problémy suvisiace s OOPP 64 3.45
Neadekvatne spravanie pacientov a verejnosti 59 4.08
ZvySena napln a rozsah prace 38 3.53
Problémy na strane nemocnic 27 4.22
Horsia dostupnost zdrojov zvladania zataze 20 3.70
Nedostatky v celkovom manazmente krizy 19 4.32
Nedostatky vo fungovani KOS 14 3.71
Nedostato¢né finan¢éné ohodnotenie 10 3.20
Nedostatotna podpora zo strany 6 4.33
zamestnavatel'a

v

Prave problematika osobnych ochrannych pracovnych prostriedkov (OOPP) ako kl'i¢ovych néstrojov
vlastnej ochrany pred nakazenim, tvorila druhy z najcastejSie spominanych zdrojov stresu v praci ZZS. V tivode
pandémie tvoril jeden z najvaznejsSich problémov ich nedostatok. Kedze novych vyjazdov pribtudalo a zaroven
bolo nutné Setrit OOPP, posadky boli niekedy ntitené osetrovat (potencialne) rizikovych pacientov aj s vybave-
nim, ktoré nepovazovali za dostatocne bezpecné. Nosenie OOPP vsak prinasalo d’al§ie komplikacie — takmer
tretina respondentov uvadzala ako zdroj zvysenej zataze znaény fyzicky diskomfort, pri ich pouzivani, ktory sa
u niektorych prejavil aj v stazenom vykone prace. Navyse, obliekanie OOPP vyssieho stupnia ochrany prinasalo
tiez zna¢né casové straty pri priprave posadky na vyjazd a navysenie administrativy, tykajtcej sa jeho eviden-
cie. Podobné vyhrady - nedostatok prostriedkov a zvySena ¢asova naroc¢nost pri jej pouzivani - sa vztahovali
aj na nutnost dezinfekcie sanitky a jej vybavenia po kazdom vyjazde, ktoré uberali z ¢asu na ostatné pracovné

povinnosti, ¢ na naplianie vlastnych potrieb posadky.

S rizikom nakazy a/alebo nitenej karantény stviselo mnozstvo vyrokov, ktoré za vyznamny zdroj zataze v pra-
ci ZZS pocas prvej viny pandémie COVID-19 povazovali neadekvatne spravanie samotnych pacientov

a ich blizkych.
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Ako vel'mi ohrozujice bolo vnimané imyselné klamanie ¢i zatajovanie dolezitych anamnestickych informaécii,
na zaklade ktorych sa mal zvolit adekvatny stupeit OOPP, neinformovanost a nedisciplinovanost’ (napr. ne-
znalost a/alebo odmietanie zakladnych bezpeénostnych opatreni), ¢i imyselné zneuzivanie ZZS na osetrenie

menej naliehavych problémov, pre ktoré zasah ZZS nebol indikovany.

Cast vyrokov oznacovala ako problém reakcie $irSej verejnosti — od bagatelizovania zAvaznosti ochorenia
a nedodrziavania opatreni, aZ po prehnané obavy ¢i hystériu. Demotivujicim sa niektorym respondentom javil
postoj verejnosti voci pracovnikom ZZS — dehonestacia ¢i opominanie ich tlohy v boji s pandémiou (jednak
v médiach, ale aj pri rozhodovani o odmenéach a rizikovych priplatkoch), ¢i dokonca ich stigmatizacia, pokial

boli svojim socialnym prostredim vnimani ako potencialny zdroj nakazy.

Zdroj zvySenej psychickej zataze nepredstavovalo len subjektivne hodnotenie rizika nakazlivého ochorenia, ale
aj redlne zvySenie narokov na kvantitu a kvalitu ich prace: a) ¢astejsie, nepredvidatel'né, dlhsie trvajtace
zmeny, nedostatok flexibility pri potrebe vymeny sluzieb, dlhsie vyjazdy z d6vodu nedostatku personalu, ka-
rantény kolegov, via¢sieho poctu volani na tiesniovi linku 155; b) tazkosti s adapticiou na nové predpisy - ¢asto
sa meniace, nejasné, nerealizovatelné pokyny, nutnost improvizacie, viac administrativy; ¢) chybajtce infor-

maicie, s tym suvisiace komplikacie v rozhodovani, ¢i d) komplikacie v désledku niitenej karantény.

Obvykly vykon prace posadok ZZS casto komplikovali intenzivnejsie tazkosti pri odovzdavani pacien-
tov do nemocnice. I$lo jednak o zIa organizaciu smerovania a prijmu (potenciilne) infekénych pacientov,
kedy dochadzalo k nadbyto¢nému zdrzovaniu ich nemocni¢ného oSetrenia v dosledku nejasnych/meniacich
sa postupov, ale vyskytli sa tiez staznosti na nedostato¢nti kompetenciu a nevhodné spravanie personalu na

urgentnom prijme v nemocnici.

P6vod tychto problémov vidi takmer tretina respondentov v nedostatkoch celkového manazmentu kri-
zy v oblasti poskytovania zdravotnej starostlivosti. Kriticky boli hodnotené ¢asté zmeny a znenie vSeobecne
platnych nariadent, ktoré bolo tazké obratom implementovat do praxe, zanedbdvanie lie¢by ostatnyjch ocho-
reni, nedostato¢né zabezpecenie ambulantnej starostlivosti, ktoré sa automaticky prejavilo zvysenym tlakom
na pracu ZZS, ako aj nedostatoc¢né (¢i oneskorené) testovanie zdravotnikov, ktoré predstavovalo jednak zvyse-

né riziko prenosu infekcie, ale tiezZ nadbytoéné obmedzenia kvoli preventivnej karanténe.

Zachranarov sa bezprostredne dotykali najmid nedostatky v praci krajskych operaénych stredisk
(KOS) ZZS, ktoré ich k pacientom vysielaja. Kym nedokonalé alebo nedostatoéne dodrziavané postupy pre
identifikaciu potencialne nakazenijch pacientov pri prijimani tiesniovych volani na linke 155 vystavovali za-
chranérov priamemu riziku nakazy pocas vyjazdu, neprofesionalny az arogantny $tyjl komunikdcie niektorych

operatorov prispieval k hromadeniu hnevu a frustracie zdravotnickych zachranarov v prvej linii.

Menej frekventované, av§ak najviac zatazové okolnosti pre respondentov nastali, pokial sa k nutnosti zasaho-
vat aj pri (potencialne) rizikovych pripadoch pridal tiez pocit nedostatoénej podpory zo strany zamest-
navatel’a jednak v momentéalnej situécii (nedostatoéné zabezpecenie OOPP) ako aj z dlhodobého hladiska
— odmietanie zodpovednosti a absencia finanénej podpory alebo odskodnenia v pripade ochorenia ¢i nitenej

karantény. Jeden respondent uviedol tieZ odopretie moznosti dobrovolne nastapit do karantény, po kontakte
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so suspektnym pripadom zo strany zamestnavatela, na iného vplyvali negativne prejavy zvyseného napitia
u nadriadenych. Jeden respondent naopak vyjadril uznanie svojej firme, ktora prejavila maximalnu snahu

postarat sa o zaistenie bezpecnosti svojich podriadenych.

Okrem toho, ze v obdobi pandémie COVID-19 pribudli v préci zdravotnickych profesionalov nové zdroje zata-
Ze, jej ispesné zvladanie limitovali tieZ obmedzené moznosti pre vyuzivanie zdrojov zvladania zata-
Ze tak pocas pracovnej doby (napr. nedostatok skiisenosti a pripravy na podobné situécie, zhor§ené moznosti
uspokojenia zdkladnych fyziologickych potrieb, nedostatok ¢asu na oddych), ale aj vo vol'nom ¢ase medzi sme-
nami. Popri vSeobecne platnych nariadeniach (napr. obmedzenie socidlnych kontaktov, cestovania, moznosti
relaxacie), sa jednalo aj o $pecifické problémy ako napr. nemoznost ¢erpania dovolenky, neustala pohotovost,
oddelenie od zvysku rodiny, stazené fungovanie v osobnom Zivote (napr. starostlivost o rodinu), ¢i strach z na-

kazy od zdravotnika zo strany socialneho okolia.

Zvysené riziko vlastného ochorenia u viacerych respondentov eSte viac zvyraznilo pocit nedostatoé¢ného
finan¢éného ohodnotenia v praci, pocit nespravodlivosti a krivdy pri nepriznavani rizikovych priplatkov ¢i

vysluhovych déchodkov v porovnani s inymi profesiami v prvej linii.

Tabul’ka 3

Navrhy pre podporu ¢innosti pracovnikov ZZS v obdobi 1. viny pandémie COVID-19 podla vol'nych vypovedi
respondentov (n = 66)

Kategorie navrhov pre podporu ¢innosti pracovnikov ZZS frekvencia vyrokov

Lepsie finan¢né ohodnotenie a zabezpecéenie 24

N
]

Efektivnejsi manazment zdravotnej starostlivosti
Specializovana priprava a vzdelavanie

Adekvatne vybavenie

Konstruktivne vztahy, atmosféra na pracovisku
EfektivnejSie nastavenie procesov vo firme
Adekvatne osobné ochranné pracovné prostriedky
Opatrenia podporujtce bezpecnost pracovnikov ZZS

Specializovan4 psychologicka starostlivost

N W W W W A~ S~ O

Podpora zabezpecenia zakladnych potrieb v praci

Moznosti regeneracie mimo prace (dovolenka, rekondi¢né pobyty)

N
+
[e)}

Podpora zo strany verejnosti a médii 3+4
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V zavere dotaznika respondenti formulovali vlastné navrhy pre efektivnej$si manazment poskytova-
nia zdravotnej starostlivosti poc¢as pandémie infekéného ochorenia a Ziaduce sposoby podpory

pracovnikov ZZS (Tabulka 3), ktoré zahtnali nasledujtce oblasti:

Najcastejsie uvadzanou kategériou boli poziadavky na lepsie finanéné ohodnotenie a zabezpecenie — ri-
zikové priplatky, platba za nad¢asy, vysluhovy dochodok, finan¢né zabezpecenie pri pracovnom tiraze/nakaze/

karanténe;

Efektivnejsi manazment zdravotnej starostlivosti — riadenie odbornikmi z praxe, transparentnost, jasné, pred-
vidatelné, aplikovatel'né postupy, jednotnost postupov a vybavenia naprieé¢ regionmi, organizaciami; prisnej-
Sie selektovanie vyjazdov; korigovanie nefunkénych zloZiek systému poskytovania zdravotnej starostlivosti,

jasni komunikicia, zdujem, ocenenie a podpora pre zdravotnickych pracovnikov;

Zo strany zamestnavatel'ov by bola vitan4 tiez Specializovana priprava a vzdelavanie na rieSenie podobnych
udalosti, modernizacia a zjednotenie povinného vybavenia, proaktivne rieSenia pre zaistenie bezpec-
nosti pracovnikov, efektivnejsie nastavenie procesov vo firme (jednoduchsia administrativa, nezatazovat
inymi povinnostami, podporujtce vztahy na pracovisku a zlepSenie moznosti zabezpecenia zakladnych fyziolo-
gickych potrieb - strava, hygiena, odpocinok, ale aj viac ¢asu na oddych mimo préce - viac dovolenky, moznosti
rekondi¢énych pobytov apod.). Za povSimnutie stoji tieZ poZiadavka spristupnenia $pecializovanej psycho-
logickej starostlivosti pre zdravotnickych profesionalov, ako st systémy osobnej ¢i telefonickej psychosoci-

alnej podpory, alebo moZnosti intervencie $pecialne vyskolenych kolegov - peerov.

Zo strany médii by bola vitana kvalitnej$ia osveta, zo strany verejnosti dokladné dodrZiavanie protiepide-

miologickych opatreni a obmedzenia zneuzZivania ZZS.

Diskusia a zaver

Pandémie infekéného ochorenia patria medzi katastrofy, ktorych vyskyt je aj v budacnosti vysoko pravdepo-
dobny. Priebeh prvej viny pandémie COVID-19 na Slovensku ukéazal, Ze pripravenost na takéto riziko, ktora ma
potencial eliminovat jeho nésledky na fyzickom i psychickom zdravi zdravotnickych profesionalov v prvej linii,
by mala zahfnat dostatoént personalnu kapacitu, materialne a technické vybavenie (vratane OOPP), odbornu
pripravu a tréning personalu na riesenie situécii zvladania VNN, kompetentne a jasne definované postupy pre
vSetky irovne systému poskytovania zdravotnej starostlivosti, spoluticast odbornikov z praxe na rozhodovani;
vyvazenu distribticiu zvysSenej pracovnej zataze medzi viaceré Casti systému; stabilné komunikacné kanaly a
jasnd komunikac¢ni stratégiu ohl'adne situacie a opatreni voci verejnosti; identifikaciu a pomoc so zabezpe-
¢enim zakladnych potrieb zdravotnikov; ich adekvatne ocenenie, ako aj dostupnt instrumentalnu, moralnu,

psychologicka aj finan¢nid podporu v pravy cas.
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ACCEPTANCE OF CHANGE IN RELATION TO PERSONALITY
CHARACTERISTICS IN ADULTS

AKCEPTACIA ZMENY VO VZTAHU K OSOBNOSTNYM
VLASTNOSTIAM U DOSPELYCH
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b
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Abstract: The aim of the study was to examine the relationship between acceptance of change and perso-
nality characteristics in context of Big Five theory in adults and investigate whether the level of acceptance
of change differs in different stages of adulthood. The research sample consisted of 110 participants (44 men,
66 women) aged from 18 to 60 years (Mage=36.42; SDage=13.105). We used Slovak version of Acceptance of
change scale (Di Fabio & Gori, 2016) to measure the acceptance of change. Personality characteristics were
measured by Mini—IPIP (Donellan et al., 2006). We found out that acceptance of change is negatively corre-
lated with neuroticism and positively correlated with extraversion, openness, and agreeableness. We did not
find a difference in the level of acceptance of change in three compared stages of adulthood. The results su-

ggest that the ability to accept change depends on people‘s personality, but not on age, or stage of adulthood.

Keywords: acceptance of change, Big Five, adulthood, Acceptance of change scale

Abstrakt: Cielom prispevku bolo skiimat vztah akceptacie zmeny a osobnostnijch vlastnosti v ponimani
koncepcie Big Five u dospelyjch a tiez zistit, ¢i sa tiroven akceptacie zmeny lisi v réznych stadiach dospelosti.
Viyskumni vzorku tvorilo 110 participantov (44 muzov, 66 Zien) vo veku od 18 do 60 rokov (Mvek=36,42
SDvek=13,105). Na meranie akceptacie zmeny sme pouzili slovenskil verziu Acceptance of change scale (Di
Fabio & Gori, 2016) a osobnostné vlastnosti sme merali dotaznikom Mini—IPIP (Donellan et al., 2006). Zistili
sme, Ze akceptacia zmeny negativne koreluje s neurotizmom a pozitivne s extraverziou, otvorenostou a pri-
vetivostou. Nezistili sme rozdiel v tirovni akceptacie zmeny vzhladom na tri porovndvané stadia dospelosti.
Vijsledky naznacujl, Ze pri schopnosti akceptovat zmenu zaleZi na osobnosti ¢loveka, avsak nie na veku, resp.

Stadiu dospelosti.

KUliuéové slova: akceptacia zmeny, Big Five, dospelost, Acceptance of change scale

Uvod

V modernej spolocnosti je schopnost ¢loveka celit zmene vysoko cenend, a to na individuélnej tirovni, vo svete
prace aj v spolo¢nosti (Di Fabio & Gori, 2016). Na individu4lnej tirovni je porozumenie a akceptacia zmeny
kI'icova pre osobnostny rozvoj, najma preto, Ze zvladanie zmeny je pre mnoho jednotlivcov naro¢né (Wanberg
& Banas, 2000). Na celospolocenskej trovni mézu ludia, ktori pozitivne prijimaji zmeny, I'ahSie reagovat na

poziadavky modernej spolo¢nosti (Di Fabio & Gori, 2016). Niekol'ko autorov identifikovalo faktory, ktoré mozu
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byt asociované s otvorenostou alebo rezistenciou ¢loveka vo¢i zmenam (napr. Di Fabio & Gori, 2016; Wan-
berg & Banas, 2000; Oreg, 2003). Jednotlivec a jeho osobnost mézu hrat kI'i¢ovt tlohu pri reakcii na zmeny
(Smollan et al., 2010; Samah et al., 2017). Preto v predkladanej $§tidii venujeme pozornost skimaniu akcepté-
cie zmeny vo vztahu k osobnostnym vlastnostiam v ponimani teérie Big Five. Vychddzame pri tom z konceptu
akceptacie zmeny od Di Fabio a Gori (2016), ktory je v slovenskych podmienkach pomerne novy a ktory vzni-
kol, aby vniesol do psychologie zmien viac pozitivity (Di Fabio & Gori, 2016). Koncept akcepticie zmeny bol
doteraz skiimany najma v kontexte pracovnej a organizacnej psychologie (napr. Samah, 2017), pricom uplat-
nenie na$ich zisteni vidime taktiez v uvedenej problematike, nakolko psychologia prace a organizacie stoji
pred vyzvou spoznavat osobnostné predpoklady pre akceptaciu zmeny (Kalis & KoSa, 2020). Sekundarnym
cielom $tadie je skiimat rozdiely v miere akceptacie zmeny u 'udi v troch réznych $tadidch dospelosti (mlada,

stredna a neskora dospelost).

Akceptacia zmeny

Akceptaciu zmeny mozno vnimat ako tendenciu prijat zmenu, skor nez sa jej vyhybat, ¢im je konceptualizo-
vana ako pozitivny konstrukt, na rozdiel od odporu k zmene, ktory sa prevazne povazuje za negativny a kon-
traproduktivny (Di Fabio & Gori, 2016; Di Fabio, 2016; Di Fabio et al., 2016). Schopnost akceptovat zmenu
moze byt velmi uzitoénym zdrojom v mnohych sférach zivota tak na intra-individualnej a inter-individualnej
arovni, ako aj na globalnej Grovni. Z hladiska pozitivnej psychologie moze byt akceptacia zmeny vnimana ako
prileZitost k rastu a uceniu sa (Di Fabio & Gori, 2016). Podl'a autorov Di Fabio et al., (2014) a Di Fabio a Gori
(2016) v dnesnom rychlo meniacom sa svete prace sa I'udia potrebuju vyrovnavat so zmenami konstruktivne,
pretoze dobry pristup k zmenam im méze pomdct najst sposoby, ako tspesne Celit vyzvam, a tym podporovat
ich osobnt pohodu. Autori konstruktu akceptacie zmeny identifikovali 5 nasledovnych aspektov akceptacie
zmeny. Predispozicia k zmene je schopnost I'udi ucif sa zo zmien a vyuZzif zmenu k zlepseniu kvality Zivota.
Podpora zmeny sa tyka socialnej podpory od ostatnych pri tom, ako ¢lovek Celi vyzve. Vyhladavanie
zmien predisponuje jednotlivca nielen k hTadaniu zmien ale aj k prijatiu a integrovaniu zmien. Pozitivna re-
akcia na zmenu sa tyka pozitivnych emocii, ktoré predisponujt jednotlivea k pozitivnemu prezivaniu zmeny
a k benefitu z nej. Pri kognitivnej flexibilite ide o schopnost premyslat o viacerych konceptoch sticasne,

menit rozhodnutia ak je to vihodné a Tahko menit plany a rutinu (Di Fabio & Gori, 2016).

Osobnost podl’a pitfaktorového modelu Big Five

O osobnosti ¢loveka hovorime ako o organizacii jeho dusevného Zivota (Boros et al., 1999). Hiebickova (2011)
uvadza, Ze osobnost ¢loveka najviac vystihuje patfaktorovy model osobnosti, z ktorého v nasej stadii vycha-
dzame. Model Big Five predstavuje taxon6miu piatich hlavnych dimenzii osobnosti. Neurotizmus odlisuje
jednotlivcov nachylnych k psychickému vycerpaniu od jednotlivcov vyrovnanych a odolnych voéi psychickému
vyCerpaniu. Extraverzia zistuje kvantitu interpersonalnych interakeii, troven aktivacie a stimulécie. Otvo-
renost voci sktisenosti zistuje vyhl'adavanie novych sktisenosti, zazitkov a toleranciu nezndmeho. Svedomitost

zistuje mieru motivacie a vytrvalosti na ciel zameraného spravania.



176

Privetivost zistuje kvalitu interpersonalnej orienticie na kontinuu od sicitenia po nepriatel'skost v myslien-

kach, pocitoch i ¢inoch (Hiebi¢kova, 2011; Ruisel & Halama, 2007).

Vyskumneé ciele a predpoklady

Hlavnym cielom predkladanej stidie je skimat vztah akceptacie zmeny a osobnostnych vlastnosti v sloven-
skych podmienkach, pricom sa opierame o tvrdenie, Ze jednotlivec a jeho osobnost mé6zu hrat kl'acova tlohu
pri reakcii na zmeny (Smollan et al., 2010; Samah et al., 2017). Chceme sktimat kazd z piatich osobnostnych
vlastnosti vo vztahu k akceptacii zmeny a jej aspektom. Pri formulécii hypotéz sa opierame o charakteristiky
a teoretické vymedzenie skimanych konstruktov (bliz§ie napr. Hfebi¢kova, 2011; Ruisel & Halama, 2007; Di
Fabio & Gori, 2016 a pod.), ale aj o zahrani¢né empirické stidie zaoberajtce sa pribuznymi konstruktmi z pro-
blematiky zmien. Napr. Oreg (2003) skiimal vztah medzi osobnostou a negativne orientovanym konceptom re-
zistencie voé¢i zmene. Model velkej patky empiricky testovali v kontexte organiza¢nych zmien autori Vakola et
al. (2004), ktori nasli pozitivne korel4cie medzi akceptaciou organiza¢nej zmeny a extraverziou, otvorenostou
voci sktisenostiam, svedomitostou a negativny vztah s neurotizmom. Na ziklade zmieneného predpokladdme,
Ze akceptacia zmeny bude negativne korelovat s neurotizmom a pozitivne korelovat s extraverziou, otvorenos-
fou, svedomitostou a privetivostou. Vztahy s osobnostnymi vlastnostami v uvedenom smere o¢akavame aj na

urovni jednotlivych piatich aspektov akcepticie zmeny.

Sekundarnym cielom $tadie je skimat rozdiely v akceptacii zmeny a jej dimenziach vzhladom na $tadium
dospelosti, pricom v stilade s Vagnerovou (2000) a Langmeierom a Krej¢ifovou (2006) rozliSujeme skort
dospelost (18/20 -30 rokov), stredna dospelost (30-45 rokov) a neskort dospelost (45-60 rokov). Vyznam
skiimania tohto ciel'a vidime v tom, Ze ndm zname teoretické pozadie a empirické stadie z danej problematiky
sa nezhodujt alebo neposkytuji dostatok informécii o tom, ¢i a nakolko sa schopnost akceptovat zmenu 1isi

v roznych vekovych §tadiach.

Metody
Vyskumna vzorka
Vzorku tvorilo 110 participantov (44 muZov, 66 zien) vo veku od 18 do 60 rokov (M=36,42; SD=13,105). Pocet

participantov v troch skimanych obdobiach dospelosti bol: mlada dospelost(n=44), stredna dospelost (n=33)

a neskora dospelost (n=33).

Meracie nastroje

Na meranie akceptacie zmeny sme pouZili Skalu akceptacie zmeny (Di Fabio & Gori, 2016), ktora umoz-
nuje merat 5 vysSie spominanych aspektov akceptacie zmeny a poskytuje tiez celkové skore akceptacie zmeny.

Obsahuje 20 poloziek, ktoré participanti hodnotia na 5-bodovej skale od ,,vobec (1)“ po ,dplne (5)“. Hodnoty
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vnttornej konzistencie (Cronbachovho koeficientu alfa) slovenskej verzie Skaly akceptacie zmeny a jej sub-
skal zistené v nasom vyskumom stibore boli nasledovné — skala akceptacie zmeny: a=0,815; hl'adanie zme-
ny: a=0,790; kognitivna flexibilita: a=0,663; predispozicia k zmene: a=0,711; pozitivna reakcia na zmenu:
a=0,737; podpora zmeny: a=0,487. S vynimkou podpory zmeny ide teda o akceptovatelné hodnoty vnitornej

konzistencie.

Patfaktorova Struktira osobnosti bola merana dotaznikom Mini-IPIP (Mini-International Personality Item
Pool; Donnelan et al., 2006). Ide o 20-polozkovy dotaznik, kde kazda z piatich dimenzii osobnosti je merana
Styrmi polozkami. Participant odpoveda na 5-bodovej odpovedovej skale. Vniitorna konzistencia (Cronbachov
koeficient alfa) slovenskej verzie dotaznika v naSom vyskumnom stbore dosahovala v jednotlivych osobnost-
nych dimenziach nasledovné hodnoty — extraverzia: a=0,755; privetivost: a=0,695; svedomitost: a=0,706;
neurotizmu:s a=0,648; otvorenost voci skiisenosti: a=0,656. Ide o porovnatelné hodnoty vniatornej konzis-
tencie s anglickou verziou dotaznika. Donnelan et al. (2006) uvadza hodnoty Cronbachovho koeficientu alfa

pre osobnostné dimenzie v rozpiti od a=0,65 do a=0,77.

Statistické spracovanie dat

Statistické spracovanie dat sme realizovali v programe IBM SPSS Statistics 24.0. Na zisfovanie vztahov medzi
premennymi sme pouZili Pearsonov korela¢ny koeficient a rozdiely v akceptacii zmeny sme zistovali analyzou

rozptylu One-way ANOVA.

Vysledky

Zistenia o vzfahu medzi osobnostou a akceptaciou zmeny uvadzame v tab.1 a rozdiely v akceptacii zmeny

vzhladom na $tadium dospelosti prezentujeme v tab.2.

Tabul’ka 1

Korelacie osobnostnych vlastnosti s akceptaciou zmeny a jej dimenziami

Akceptacia Predispoziciak  Podpora Hl'adanie Pozitivna Kognitivna

zmeny zmene zmeny zmeny reakcia flexibilita
Neurotizmus -.21% -.26% -.17 -.01 -.29%* -.02
Extraverzia .39%* .30%* .43%* .19 .16 .25%*
Otvorenost .37%* .20%* .26%* .32%* 12 .19%
Svedomitost .01 .20% .05 -.10 .06 -.12
Privetivost .31%* 17 .26%* .01 .29%* .35%*

* p<0.05; ** p<o0.01
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Vysledky v tab. 1 ukazujd, ze neurotizmus slabo negativne koreluje s celkovou akceptaciou zmeny, predis-
poziciou k zmene a pozitivhou reakciou na zmenu. Extraverzia pozitivne stredne silno koreluje s akceptéci-
ou zmeny a podporou zmeny. Slabé pozitivne vztahy sme zistili medzi extraverziou a predispoziciou k zmene
a kognitivnou flexibilitou. Otvorenost pozitivne koreluje s akceptaciou zmeny a jej dimenziami (okrem pozi-
tivnej reakcie na zmenu). Sila vztahov je stredne silna az slaba. Svedomitost vykazuje pozitivny slaby vztah
len s dimenziou predispozicie k zmene. Privetivost stredne silno koreluje s akceptaciou zmeny a kognitivnou

flexibilitou a slabo s podporou zmeny a pozitivnou reakciou na zmenu.

Tabulka 2

Rozdiely v akceptacii zmeny (a jej dimenziach) u participantov v troch stadiach dospelosti

Mlada

Stredna

dospelost dospelost Podpora F df ) n

(n,=44) (n, =33) Zmeny

M, SD, M, SD, M, SD,
Akceptacia zmeny 67.36  9.94 66.91 10.14 64.09 9.99 111 2.11 .33 14
Predispozicia 13.70 2.94 13.61 3.24 13.67 2.955 .01 2.11 .99 .01
Podpora zmeny 14.20 2.61 14.52 2.05 14.45 2.281 .48 2.11 .62 .09
Hladanie zmeny 10.66 3.72 11.00  4.02 8.97 3.51 2.84 2.1 .62 .23
Pozitivna reakcia 13.03 2.98 14.18 3.07 13.39 2.70 .63 2.11 .53 11
Kogn. flexibilita 14.86 2.74 13.61  3.67 13.33 3.29 2.55 211 .08 .21

Poznamka.M — priemer, SD — §tandardna odchylka; F — vysledok F-testu; df — stupne vol'nosti; p — Statisticka signifikancia;
n — koeficient vecnej vyznamnosti

Nezistili sme Statisticky vyznamny rozdiel v iirovni akceptéicie zmeny ani v jej jednotlivych dimenziach (tab.
2) vzhl'adom na tri porovnavané $tadia dospelosti. Hodnoty vecnej vyznamnosti poukazujt na maly (pripadne

zanedbatel'ny) efekt rozdielu.

Diskusia

Ciel'om sttadie bolo skiimat osobnostné vlastnosti vo vztahu k akceptacii zmeny (a jej aspektom) a zistit rozdiely
v akceptacii zmeny u participantov v troch $tadidch dospelosti (mlad4, stredna a neskora dospelost). Vysledky
naznacuju Ze to, akymi vlastnostami disponuje osobnost ¢loveka suvisi s jeho schopnostou akceptovat zmenu.
Cim je ¢lovek extrovertovanejsi, otvorenejsi a privetivejsi, tym vys$ia je jeho miera akceptacie zmeny, naopak
¢im je neurotickejsi, tym ma niz$iu mieru akceptacie zmeny. Pri neurotizme sme teda zistili negativny vztah
s akceptaciou zmeny, ¢o mo6ze znamenat, ze ¢lovek s vy$§ou mierou neurotizmu horsie zvlada zmeny, i ked
si uvedomujeme, Ze zisteny vztah bol slaby. Hiebi¢kova (2011) definuje neurotickd osobu ako osobu emoéne

nabitd, plnt zdeseni, neistoty a izkosti, ktoré jej brania v prekonavani nelahkych zivotnych situacii. Za taktto
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situciu mozeme povazovat aj zmenu, ¢im sa nase vysledky javia ako zmysluplné. K podobnym vysledkom sa
dopracovali aj Wanberg a Banas (2000), ktori zistili, Ze v kontexte organizac¢nej psychologie, jedinci odolni
vodi stresu (t.j. stabilni) zvladali zmeny lepS$ie. Di Fabio et al. (2016) zistili pozitivny vztah akceptacie zmeny

s emocnou stabilitou, protip6lom neurotizmu.

Pri extraverszii sa na zdklade nasich vysledkov ukazuje, Ze I'udia s vysSou tendenciou k extraverzii lepsie ak-
ceptuji zmeny, Co si vysvetlujeme tym, Ze podla Hiebickovej (2011) je extrovert ten nadsenec vyhladavajaci
vzruchy, introvert je uzavrety, orientovany do seba. Pozitivny vztah medzi extraverziou a akceptaciou zmeny

zistili aj Di Fabio et al. (2016).

Charakteristiky otvorenosti voci skiisenosti a akcepticie zmeny su si vo svojej podstate velmi podob-
né (Smollan et al., 2010). Clovek otvoreny vo¢i sktisenosti, teda zvedavy, vnimavy ku svojim pocitom, ¢lovek
s nekonven¢nymi myslienkami (Novikova, 2013; Ruisel & Halama, 2007) by mal podla Orega (2003) pris-
pOsobivo reagovat na nové situicie a zmeny. Ludia skorujici vyssie v otvorenosti st otvorenejsi aj k zmene
prace alebo zamestnania (Hfebickova, 2011). Kariérov4 identita, ktorej sticastou je aj aspekt otvorenosti voci
novym moznostiam je tiez prediktorom kariérovej rozhodnutosti (Banasova, 2018a; 2018d, 2018e). Tento po-
znatok je vyuZivany aj v rameci intervencénych programov zameranych na kariérova volbu (Baiiasova, 2018b;
2018c). Uvedené vyjadrenia mé7zu naznacovat, Ze so situaciou zmeny sa pravdepodobne vyrovnavaja lahsie
Tudia s vy$Sou mierou otvorenosti, ¢o podporuja aj nase vysledky o pozitivnom vztahu medzi otvorenostou

a akceptaciou zmeny.

Svedomiti I'ndia podl'a Smollana et al. (2010) preukazu dobra volu pri prijimani zmien. Preto sme predpo-
kladali pozitivny vztah medzi spominanymi premennymi, ¢o sa nam vsak nepotvrdilo. Svedomitost nevykazo-
vala vztah ani k dimenziam akceptacie zmeny (okrem predispozicie k zmene). Nase zistenia teda poukazuji na
to, Ze v procese prijatia zmeny nezalezi ani tak na svedomitosti ¢i nesvedomitosti jednotlivca, skor na ostatnych

osobnostnych vlastnostiach.

V pripade privetivosti sme zistili pozitivny vztah s akceptaciou zmeny, ¢o znadi, Ze ¢im je ¢lovek privetivejsi,
tym l'ahsie akceptuje zmeny. Vysledok je v siilade s vyskumom Di Fabio et al. (2016) realizovanym na talianskej
populacii a tiez so stidiou od autorov Vakola et al. (2004), ktori zistili pozitivny stvis medzi privetivostou a or-
ganiza¢nou zmenou. Co sa tyka skiimania vzfahu medzi osobnostnymi vlastnostami a jednotlivymi aspektmi
akceptacie zmeny, nie vo vSetkych pripadoch sa ukazali obdobné vyznamné vztahy ako pri celkovej akceptacii
zmeny, ¢im vnimame ako prinosné skiimat akceptaciu zmeny vo vztahu k osobnosti aj na Grovni jej aspektov.

Ako najmenej stvisiaci s osobnostou sa javi aspekt hladania zmeny, ktory vykazoval vztah len s otvorenostou.

V druhom cieli $§tidie sme chceli zistit, ¢i sa iroven akceptacie zmeny lisi v roznych Stadidch dospelosti, pricom
sme uvazovali nad prirodzenou zmenou spdsobu reagovania a rozmyslania I'udi v désledku veku (Langmeier &
Krejéirova, 2006). Casom sa modifikujt aj osobnostné vlastnosti ¢loveka, ktoré stracaju alebo narastaji na in-
tenzite (Hfebickové, 2011). Nase vysledky poukazuji na to, ze medzi porovnavanymi §tadiami dospelosti nie je
rozdiel v akceptacii zmeny, ani v jej dimenziach. Necakali sme, Ze schopnost prijat zmeny sa nebude lisit v tak
rozdielnych stadiach, akymi su tri $tadia dospelosti. V suvislosti s organiza¢nou psycholégiou vSak povazujeme

takyto vysledok pozitivny. Znamenalo by to totiz, Ze ak by sa dotazniky k meraniu akceptécie zmeny dostali
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na stoly personalistov, v akceptacii zmeny zdatnejs$i 50-ro¢ny ¢lovek ma rovnakd, ¢i vaésiu Sancu o prijatie do
zamestnania ako 25-ro¢ny ¢lovek, a to kvoli silnej potrebe flexibility zamestnancov v modernej dobe (Newman,

2019).

Prinosy, limity a implikacie do d’alSieho vyskumu a praxe

Prinosom predkladanej stdie je zaoberanie sa v slovenskych podmienkach novym konceptom akcepticie
zmeny, ¢o povazujeme za dolezité vzhladom k tomu, Ze ide o vysoko cenent vlastnost v modernej spolo¢nosti
(Di Fabio & Gori, 2016). Uvedomujeme si aj limity vyskumu — napr. velkost a zloZenie vyskumnej vzorky, nizka
vnttorna konzistencia jednej zo subskal Skaly akceptécie zmeny. Ide o subskalu podpora zmeny, ktoré ako je-
dina nevykazuje hodnoty vnatornej konzistencie porovnatel'né s pévodnou verziou, kde Di Fabio a Gori (2016)
uvadzaju pre jednotlivé subskaly hodnoty Cronbachovej alfy v rozmedzi od a=0,72 do a=0,83. Pri vysledkoch
zmienenej subskaly preto odportacéame prihliadaf na tito skutoénost. Do d’alsieho vyskumu odporicame po-
drobnejsie preskiimanie konceptu akceptacie zmeny v slovenskych podmienkach, a to napr. aj vzhl'adom na
dalsie vyvinové §tadia (nielen stadia dospelosti), ¢o moZe priniest hlbsi vzhlad do problematiky. Zmienené
by bolo vhodné skimat tiez longitudinalnym dizajnom. Uplatnenie zisteni nasej $tidie vidime v oblasti orga-
nizac¢nej psychologie, nakol'ko podla Kalisa a Kosu (2020) psycholbgia prace a organizacie stoji pred vyzvou
spoznavat osobnostné predpoklady pre akceptaciu zmeny, pri¢com nas vyskum prinasa zistenia o tom, ktoré
osobnostné vlastnosti st asociované s akceptaciou zmeny. K pouZivaniu slovenskej verzie Skaly akceptécie
zmeny v praxi odporicame opitovné preskiimanie jej vnatornej konzistencie a tiez podrobné zhodnotenie jej
psychometrickej kvality. Na zaver mo6Zeme konstatovat, ze vysledky ndsho vyskumu naznacuja, ze pri schop-

nosti akceptovat zmenu zalezi na osobnosti ¢loveka, avsak nie na veku, resp. §tadiu dospelosti.
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THE PERCEPTION OF FAIRNESS IN RECRUITMENT IN THE
CZECH REPUBLIC AND SLOVAKIA

VNIMANIE SPRAVODLIVOSTI PRI PRIJIMANI ZAMESTNANCOV
V CESKEJ REPUBLIKE A NA SLOVENSKU
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!Centrum spolocenskych a psychologickych vied SAV, Spolocenskovedny tistav, Kosice

Abstract:

Objective of the study: There are basically two mechanisms for recruiting the staff — market and ,,social
closure®. The market mechanism prioritizes characteristics directly related to productivity (knowledge and
skills, job experience). The social closure perspective assumes that access to jobs is restricted based on cha-
racteristics not related to productivity (knowing someone in the company, gender and background). The aim
of the study was to find out how the respondents evaluate the level of the mentioned mechanisms and which

factors determine the attitudes to the recruitment of the employees in both countries.

Method: The analysed data were obtained within the 9th round of the European Social Probe (ESS), co-
llected in 2018 on a sample of 2398 respondents from the Czech Republic and 1083 from Slovakia. For the
purposes of the analysis, regression models of both monitored mechanisms were created for each country. In
addition to socio-demographic variables (gender, age, education and income), assessments of life chances,

job opportunities in the country, own income, the distribution of the income were analysed.

Results /Findings: Regression models of both mechanisms confirmed the different structure in each coun-
try. Within the competence model in Slovakia, the equity of one’s own income and the equity of income of
the top 10% of employees and social contacts dominated. In the Czech Republic were significant predictors
of social contacts and the equity of one‘s own income. The model of social closure in both countries saturated
the gender and in Slovakia also its own income and belief in a just world. Limits: The limitation of the study

is a small number of the particular concepts” items.

Keywords: market, social closure, perception of justice, income, inequalities

Abstrakt:

Ciel prispevku: Pri prijimani zamestnancov sa v zasade uplatriujit dva mechanizmy — trh a socialne uza-
vretie. Trhovy mechanizmus uprednostiuje faktory produktivity (znalosti a zrucnosti, pracovné skiisenos-
ti). Socidlne uzavretie predpoklada vyber na zaklade charakteristik nestivisiacich s produktivitou (znamosti
v organizdcii, rod a pévod). Cielom stiidie bolo zistit, ako respondenti hodnotia tiroven uvedenijch mechani-

zmov a ktoré faktory podmienuju postoje k prijimaniu zamestnancov v oboch krajinach.

Metoéda: Analyzované data boli ziskané v ramci 9. kola Eurépskej socidlnej sondy (ESS), zozbierané v roku
2018 na vzorke 2398 respondentov z Ciech a 1083 zo Slovenska. Pre ti¢ely analijzy boli pre kazdii krajinu vy-

tvorené regresné modely oboch sledovaniich mechanizmov. Okrem sociodemografickych premennych (rod,
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vek, vzdelanie a prijem), boli analyzované hodnotenia Zivotnych Sanct, pracovnyjch prilezitosti v krajine,

vlastnych prijmov a distribicie prijmouv.

Vysledky / Zistenia: Regresné modely oboch mechanizmov potvrdili odlisnt Struktiiru v jednotlivijch kra-
jinach. V ramci kompetenéného modelu na Slovensku dominovali spravodlivost vlastného prijmu a spra-
vodlivost prijmu top 10% zamestnancov a socidlne kontakty. V Ceskej republike boli vjznamnymi predikto-
rmi socialne kontakty a spravodlivost vlastného prijmu. Model socidlneho uzavretia v oboch krajinach sytil
rod a na Slovenku aj vlastny prijem a viera v spravodlivy svet. Limity: Obmedzenim stiidie ja maly pocet

poloziek jednotlivich konceptov.

KUliéové slova: trhovy mechanizmus, socialne uzavretie, vnimanie spravodlivosti, prijem, nerovnosti

Teoretické vychodiska

Ako uvadza Liebig, et al. (2018) rozhodujtacimi faktormi, ktoré sa uplatiiuja pri prijimani pracovnikov do za-
mestnania sa trh a socidlne uzavretie (z ang. social closure). Ak alokaciu pracovnych miest uréuja vyluéne tr-
hové mechanizmy, pri prijimani zamestnancov by mali byt relevantné iba otazky suvisiace s produktivitou ako
napr. znalosti, zru¢nosti a pracovné sktisenosti potencialnych zamestnancov. Ak prevlada princip socialneho
uzavretia, pristup k pracovnym miestam je obmedzeny na zaklade charakteristik nestvisiacich s produktivitou
ako napr. rod, p6vod alebo znamosti v podniku. To vedie k monopolizicii obmedzenych zdrojov pre vlastni

skupinu a zaroven k vyliceniu ostatnych z pristupu k nim (Mackert, 2012).

Aj napriek predpokladu, Ze moderné spolo¢nosti maja tendenciu vyuZivat socialne uzavretie v mensej miere,
sa podla Ibafiez & Garcia-Mingo (2021) socialne uzavretie nad’alej prejavuje vo forme obmedzeného pristupu
k $pecifickym povolaniam a profesidm. Viaceré $ttdie podporuji existenciu socidlneho uzavretia na zaklade
rodu (napr. Ibanez & Vincente, 2020), alebo rodu a pévodu (Roscigno et al., 2007), pripadne veku (Roscigno,
et al. 2007). Hegewisch & Hartmann, (2014) uvadzaja, ze ,segregacia“ na zaklade rodu je v zapadnych kraji-
néch stéle pritomna4, v niektorych sa dokonca zvysuje (Charles & Grusky, 2004). Vo svojich dosledkoch odmi-
etnutie zamestnanca na zaklade povodu alebo rodu, vedie k pocitu nespravodlivosti. Rovnako nespravodlivo
je vnimané, ak sa niekto dostane do zamestnania na zaklade znamosti v podniku. Naopak, ak st postupy pri
prijimani zamestnancov hodnotené ako spravodlivé, ich vysledky, aj ked nepriaznivé, byvaji I'ahsie akcep-
tovatelné. V ramci vyskumu spravodlivosti sa otdzky proceduralnej spravodlivosti vo vel'kej miere zanedba-
vali, i ked’ tieto otazky boli identifikované ako ovela silnejsi motivator spravania, nez otazky distributivnej
spravodlivosti (Vermunt & Steensma, 2016). Vychadzajac zo zisteni Liebiga, et al. (2018) mozno ocakavat, ze
prijimanie zamestnancov na zaklade fungujticeho trhového mechanizmu resp. kompetencii kandidatov bude
korelovat s hodnoteniami vlastnych ako aj cudzich Zivotnych Sanci. Na druhej strane vnimanie mechanizmov
socialneho uzavretia a ich vplyv na obsadzovanie pracovnych miest bude savisiet s hodnotenim pracovnych
prileZitosti ako nespravodlivych. Uvedeni autori zaroven predpokladajd, ze vnimanie socidlneho uzavretia pri
prijimani zamestnancov negativne koreluje s vnimanou spravodlivostou vlastnych prijmov, rozdelenia pri-

jmov, ale aj s vhimanim zivotnych $anci, ako je spravodlivost prileZitosti na vzdelanie a pracu.
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Ciel’ prispevku

Cielom prispevku bolo zistit, ako respondenti hodnotia droven uvedenych mechanizmov a ktoré faktory pod-

mienuja postoje k prijimaniu zamestnancov v oboch krajinach.

Metddy

Vyskumny sabor

Utastnikmi vyskumu boli respondenti projektu Eurépska socidlna sonda 9. kolo v Ceskej republike a na Slo-
vensku. V oboch krajinach islo o reprezentativne vybery z hl'adiska veku, rodu a vzdelania. Odchylky od uve-
denych parametrov boli korigované vazenim. Vyskumnt vzorku v Ceskej republike tvorilo 2398 respondentov
vo veku 15 — 90 rokov, z toho 1349 zZien (M = 49,82; SD = 18,04) a 1049 muzov (M = 48,03; SD = 16,88).
Slovenski vzorku tvorilo 1083 respondentov vo veku 16 — 9o rokov, z toho 580 zien (M = 48,10; SD = 18,61)
a 503 muZov (M = 45,67; SD = 17,44). Udaje boli zbierané formou osobnych rozhovorov v mieste bydliska

respondenta.

Metoda

Pre tcely vyskumu boli pouzité polozky dotaznika projektu Eurépska socialna sonda 9. kolo, identické vo vset-
kych zacastnenych krajinach. Pre Gcely analyz boli pre kazdu krajinu vytvorené regresné modely oboch sle-
dovanych mechanizmov. Deskriptivne Statistiky uvadzame v Tabulke 1. Pri pouziti regresnych modelov sme

reSpektovali podmienky ich pouzitia. Pre ticel analyz boli zavislymi premennymi dve skaly:

Skala kompetencii: Aky velky vplyv na rozhodnutie o prijati alebo neprijati osoby do zamestnania maja?
1. Vedomosti a zruc¢nosti. 2. Pracovné sktisenosti osoby v danej oblasti. Cronbachova a =,81 (SK), ,82(CZ), ,76

(pre cely stbor, N=48288)

Skala socialneho uzavretia: 1. Ci osoba niekoho pozna v danej organizacii. 2. Migrantsky povod. 3. Pohla-
vie osoby. Cronbachova a =,65 (SK), ,63 (CZ) ,61 (pre cely sibor, N=43898). Respondenti v oboch pripadoch
odpovedali na 4-bodovej skale, kde 1=Ziaden alebo velmi maly vplyv a 4=vel'mi velky vplyv.

Nezavislé premenné:

Sanca dosiahnut'vzdelanie: V porovnani s ostatnymi l'udmi som mal/a priblizne rovnaké sance dosiahnut také

vzdelanie, o aké som sa usiloval/a. Skala: o=vobec sa nevztahuje a 10=tiplne sa vztahuje.

Sanca ziskat pracu: V porovnani s ostatnymi 'udmi by som mal/a priblizne rovnakd $ancu dostaf pracu,

o ktorti som sa uchadzal/a. Skila: o=v6bec sa nevztahuje a 10=tiplne sa vztahuje.
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Sance inych dosiahnut vzdelanie: Celkovo kazdy mé priblizne rovnaki Sancu dosiahnut takia troven vzdela-

nia, o aki sa usiluje. Skala: o=vobec sa nevzfahuje a 10=tiplne sa vztahuje.

Sance inych ziskat pracu: Celkovo kazdy ma priblizne rovnaki $ancu dostat pracu, o ktort sa uchadza. Skala:

0=voObec sa nevztahuje a 10=tplne sa vztahuje.

Spravodlivost vlastného prijmu: Povedali by ste, Ze vas prijem je nespravodlivo nizky, spravodlivy alebo ne-
spravodlivo vysoky? Skila: -4=Extrémne nespravodlivy nizky prijem a +4=Extrémne nespravodlivy vysoky

prijem.

Spravodlivost prijmu top 10: Zamyslite sa nad hornymi 10% zamestnancov pracujtcich na plny pracovny tva-
zok na Slovensku, zarabajuicich viac ako 2550€ mesacéne. Podla vasho nazoru, su tieto prijmy nespravodlivo
nizke, spravodlivé alebo nespravodlivo vysoké? Skéla: -4=Extrémne nespravodlivé nizke prijmy a +4=Extrém-

ne nespravodlivé vysoké prijmy.

Spravodlivost prijmu ludi rovnakej profesie: Myslite si, Ze prijem I'udi, ktori vykonavaji rovnaké povolanie
ako vy, je nespravodlivo nizky, spravodlivy alebo nespravodlivo vysoky? Skala: -4=Extrémne nespravodlivy

nizky prijem a +4=Extrémne nespravodlivy vysoky prijem.

Frekvencia socialnych kontaktov: Ako Casto sa stretdvate vo volnom case s priatelmi, pribuznymi ¢i kolegami

z prace? Skala: 1=Nikdy a 7=Kazdy dex.
Vlastny prijem: Aky je vas zvycajny mesacny prijem pred zaplatenim dani a povinnych odvodov?

Viera v spravodlivy svet: Do akej miery stthlasite alebo nesihlasite s kazdym z nasledujicich tvrdeni? Spo-
lo¢nost je spravodliva: 1. ked prijmy a bohatstvo st rovnomerne rozdelené medzi vSetkych I'udi. 2. ked tvrdo
pracujaci l'udia zarabaju viac ako ostatni. 3. ked’ sa stara o chudobnych a o tych v ntidzi bez ohl'adu na to, ¢o
oni spolo¢nosti vracajt. 4. ked T'udia z rodin s vysokym socidlnym statusom si uzivaju privilégia, ktoré v Zivote

maji. Skala: 1=rozhodne sthlasim a 5=rozhodne nestihlasim.
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Vysledky

Regresné modely oboch mechanizmov potvrdili odlisn Struktiru v jednotlivych krajinach.

Tabul’ka 1

Deskriptivne charakteristiky analyzovanijch premennich

Ceska republika Slovenska republika
Priemer SD Priemer SD

skala kompetencii 6,46 1,37 6,17 1,57
skala socialneho uzavretia 7,96 1,93 8,57 1,96
Sanca dosiahnut vzdelanie 7,87 4,00 6,24 2,38
Sanca ziskaf prdcu 6,91 1,98 5,50 2,45
Sance inych dosiahnuf vzdelanie 7,21 1,86 6,14 2,17
$ance inych ziskat pracu 6,55 1,94 4,73 2,32
spravodlivost vlastného prijmu  -1,24 1,46 -2,33 0,81
spravodlivost prijmu top 10% 0,33 1,95 1,07 2,15
spravodlivost prijmu I'udi rovnakej profesie -1,19 1,38 -2,31 1,02
rod 0,48 0,50 0,54 0,50

vzdelanie (pocet rokov) 13,59 3,15 13,17 2,80

vek 44,14 11,25 42,11 11,92
frekvencia socialnych kontaktov 4,56 1,41 4,65 1,50
vlastny prijem 32795 14937 1233 688
viera v spravodlivy svet 10,48 2,59 9,39 2,61

Prijimanie pracovnikov na zaklade kompetencii

V stvislosti s prijimanim zamestnancov na zaklade ich kompetencii sme zaznamenali pomerne vysoké hodno-
tenia v oboch krajinach. V Ceskej republike s uvedenym predpokladom stihlasi viac ako 85% respondentov a na
Slovensku takmer 83% opytanych. Vysledky regresnych modelov v oboch krajinach st prezentované v Tabulke
2.V zmysle teoretickych predpokladov na Slovensku vysvetlil koncipovany model 23% variancie a vjznamny-
mi prediktormi trhového konceptu boli intenzita socialnych kontaktov, posudzovanie vlastného prijmu ako
nespravodlivo nizkeho a ziroven posudzovanie prijmu top 10 zamestnancov ako mierne nespravodlivého.
Ostatné prediktory sa neprejavili ako vyznamné. Data z Ceskej republiky pri rovnakej truktire prediktorov
vysvetlili iba 9% rozptylu a medzi vyznamnymi prediktormi okrem intenzity socialnych kontaktov a posudzo-
vania vlastného prijmu bolo aj vzdelanie respondentov. Aj v tomto pripade plati, Ze teoreticky predpokladané

prediktory Zivotnych Sanci neboli vyznamné.
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Tabulka 2

Regresny model prijimania pracovnikov na zadklade kompetencii

Ceska republika Slovenska republika
Std. Std.

B Error D t p B Error Beta t p
(konstatnta) 3,835 ,674 5,693 ,001 4,858 ,765 6,350 <,001
rod =047  ,147 -,017  -,318 »751 »295 »101 ,099 1,547 123
vek ,012 ,007 ,007 1,738 ,083 -,008 ,008 -,062 -937 ,350
gggﬁ“ﬁkm) 060 024 137 2,502 013 002 ,032  -,004 -,054 957
Sanca
dosiahnut ,003  ,019 ,008 141 ,888 -,008 ,054 -,013 -,143 ,886
vzdelanie
Sanca ziskat
précu ,069 ,055  ,100 1,263 ,207 020,054  ,034 376 707
$ance inych
dosiahnut ,048  ,057 ,065  ,842 ,400 ,053 ,055 ,080  ,960 ,338
vzdelanie
;f‘;;(;ig}{;;‘; 012 ,061  -018 -206 ,837  ,033 ,049  ,055 ,684 495
spravodlivost
vlastného ,160 ,071 , 160 2234 ,026 ,108 ,102 ,180 1,001  ,049
prijmu
spravodlivost
prijmutop 10% ,048 ,037 ,068 1,287 ;199 ,131 ,051 ,169 2,570 ,011
zamestnancov
sgyavodliv’ost’
Eggr?;i;j“dl 126,075 -127 -1605 ,001 104 ,008  ,004 1,066 288
profesie
frekvencia
socialneho ,140 ,052 ,144 2,666 ,008 ,258 ,067 ,260 3,849 ,001
kontaktu
R2 change 0,086 0,231

Prijimanie pracovnikov na zdklade socidlneho uzavretia

Koncept socidlneho uzavretia pri prijimani zamestnancov potvrdilo v Ceskej republike 60% respondentov a na
Slovensku az 66% opytanych. Regresné modely vsak vysvetlili len 7% Ceskej a takmer 16% slovenskej varian-
cie. Ako vyznamny sa v ¢eskych datach prejavil iba prediktor rodu. V slovenskych datach predikovali socialne
uzavretie pri prijimani pracovnikov rod, vlastny prijem a viera v spravodlivy svet. V oboch krajinich Zeny vy-
jadrovali presvedcenie o vicsom vyskyte prijimania zamestnancov na zaklade socidlneho uzavretia. Vysledky

regresnych modelov v oboch krajinach uvddzame v Tabulke 3.
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Tabulka 3

Regresny model prijimania pracovnikov na zaklade socialneho uzavretia

Ceska republika Slovenska republika
Std. Std.
B Error SD t P B Error Beta t p
(konstatnta) 7,815 1,095 7,137 <,001 6,280 1,680 3,742 <,001

rod ,449 ,217 ,116 2,071 ,039  ,729 ,364 ,186 2,000 ,048
vek ,010 ,010 ,060 1,015 ,311 -,006 ,016 -,033 -,357 ,722

delani Cet
vz eamelﬁgggj) -,044  ,035 -071 -1,235 ,218 -,102 ,062 -154 -1,650 ,102

Sanca dosiahnut
vzdelanie 054 ,033 -,008 -1,652 ,100 -,001 ,100 -,002 -,015 ,088

Sanca ziskat pracu  ,063 ,082 ,066 ,768 443  ,031 ,102 ,039 ,300 ,765

Sance inych

dosiahnut ,004 ,086 ,004 ,046 ,063 -,032 111 -,035 -,287 775
vzdelanie
Sance injch fjf;‘j‘j 101,092 -104 -1,099 ,273 ,046  ,099  ,058 467 641
P 1,212E-
vlastny prijem 6 ,000 ,031 ,558 ,577  ,001 ,000 , 267 2,684 ,008
spravodlivost
prijmuludi -,108 ,085 -,073 -1,268 ,206 -,030 ,146 -,021 -,205 ,838
rovnakej profesie
frekvencia
socidlneho ,114 ,078 ,083 1,466 ,144  -,056  ,131 -,040 -,423 ,673
kontaktu
viera 10 o -,0 -,02 196 06 260 2,8 00
Vspravodlivysvet > 4 > 43 B 54 >9 7 5355 > 9 B 9 > B 43 > 5
R2 change 0,066 0,155
Diskusia

Analyza faktorov prijimania pracovnikov do zamestnania na zdklade trhovych mechanizmov resp. socidlneho
uzavretia priniesla zmieSané vysledky. Aj napriek predpokladom Liebiga, et al. (2018), vztah medzi prijima-
nim pracovnikov na zéklade kompetencii a spravodlivostou Zivotnych $anci sa ani v jednom z modelov nepo-
tvrdil. V tejto stvislosti je vSak nutné overit uvedené teoretické predpoklady aj v inych kultdrnych kontextoch.
Ako uvadzajt Almas et al. (2020), medzi kultirami mozno identifikovat vyznamné rozdiely vo vnimani spra-

vodlivosti.

Naopak vyznamnym faktorom bola frekvencia socidlnych kontaktov, ktort tedria nespomina. V oboch kraji-
nach boli vyznamnymi tiez prediktory distributivnej spravodlivosti, t.j. vhimania (ne)spravodlivosti vlastného
prijmu, na Slovensku navy$e v kombinécii s vinimanou nespravodlivostou vysokoprijmovych pracovnikov. To

indikuje vi¢sie prijmové nerovnosti na Slovensku v porovnani s Ceskou republikou. Aj napriek vysokej miere
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sthlasu s kompetenénym konceptom pri prijimani pracovnikov v oboch krajinach, takmer dve tretiny respon-
dentov potvrdili vyskyt socidlneho uzavretia pri vybere pracovnikov. Aj napriek nizkej vysvetlenej variancii
sa v oboch krajinach potvrdili stale pretrvavajtice negativnejsie sktisenosti Zien pri prijimani pracovnikov do
zamestnania. Podobné zistenia uvadzaja aj d’alsi autori (Ibanez & Vincente, 2020, Hegewisch & Hartmann,
2014). Pretrvavajicim problémom najmi v dominantne muzskych zamestnaniach je rodova segregacia , ktora
spatne posiliiuje rodovi stereotypizaciu. Aj Eurépsky parlament vo svojej sprave o boji proti nerovnosti (Eu-
ropsky parlament, 2017) zdo6raznuje, Ze narastajiice nerovnosti ohrozuji vytvaranie kvalitnych pracovnych
miest a spolo¢nej prosperity. V tomto kontexte je vhodnym rieSenim vyskum hnacich mechanizmov stereo-
typov a vyvoj nastrojov pre ,debias“ naborovych postupov s cielom dosiahnut ich spravodlivejsi priebeh. Ako
upozornuje Raub (2018) v praxi je potrebné vyuZzivat nastroje, ktoré eliminuja rasizmus, elitarstvo, sexizmus
alebo ageizus pri vybere zamestnancov. Ako priklad uvadza met6dy zalozené na umelej inteligencii, ktoré uve-

dené obmedzenia tspesne prekonavaja.

Regresné modely potvrdili ¢iasto¢ni platnost teoretickych predpokladov o vztahoch medzi premennymi. Para-
doxne frekvencia sociadlnych kontaktov bola vyznamnym prediktorom kompeten¢ného modelu a naopak vobec
sa neuplatnila ako prediktor modelov socidlneho uzavretia, kde bola intuitivne ocakavani. Podobne stvislost
konceptu hodnotenia viery v spravodlivy svet bola potvrden4 len na Slovensku. Podl'a prieskumu Eurobaro-
metra uverejneného v roku 2018 si vaésina Eurépanov mysli, Ze ich zivot sa odvija prevazne spravodlivo a ze
maji rovnaké prilezitosti na Gspesny zZivot. Maja v§ak pochybnosti o tom, ¢i sa vich krajinach stidne a politické
rozhodnutia uplatiiuji rovnako a konzistentne, teda bez ohl'adu na socialne postavenie, bohatstvo a znamosti.
Ak si jednotlivei myslia, Ze dostavaji svoj spravodlivy podiel, ak majt pocit, Ze sa s nimi pri distribtcii statkov
a bremien zaobchadza spravodlivo, a ak maji dojem, Ze Statne organy, spolocenské institticie a jednotlivei s
nimi zaobchédzaji rovnako spravodlivo, budd mat vaésiu tendenciu dobrovolne dodrziavat pravidla a normy

(Liebig, et al., 2018).

Urc¢itym obmedzenim takto koncipovaného vyskumu je polozka mapujica migrantsky pévod uchadzaca o za-
mestnanie, ktora stvisi najma s mnozstvom migrantov v jednotlivych krajinach. Aj napriek faktu, Ze v nasich
podmienkach, v porovnani s juznou a zipadnou Eurépou, je mnozstvo migrantov relativne nizke, uvedena

polozka vykazovala uspokojivi reliabilitu.
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COMPARISON OF ELEMENTARY SCHOOL TEACHER’S
WORK STRESS IN 2018 AND IN 2020, DURING PANDEMIC OF
CORONAVIRUS COVID-19

POROVNANIE PRACOVNEHO STRESU UCITELIEK/
UCITELOV ZAKLADNYCH SKOL V ROKU 2018 A V ROKU 2020,
V PRIEBEHU PANDEMIE KORONAVIRUSU COVID-19

Alexander Loziak!, Denisa Fedakova*

Spolocenskovedny dstav, Centrum spolocenskych a psychologickych vied, SAV

Abstract:

Objectives. The new coronavirus pandemic has affected every sphere of life. The sudden changes have also
influenced Slovakia‘s education; primary schools were forced to move to distance education in two waves.
Several studies have found that the combination of the pandemic's unpredictability and distant education in-
creased teachers‘ work stress (Klapproth et al., 2020; Sokal et al., 2020). This study aims to investigate how

these changes have influenced the work stress of Slovakia‘s second-cycle primary school teachers.

Method. We compared data from the 2018 TALIS survey (3,046 respondents) with data from the TALIS
survey in October 2020. (303 respondents). In terms of age, gender, and regional representation, the data
sets were representative. The same 14 items were used in both data collections to measure the overall expe-

rience of stress and the experience of specific work stressors.

Results. Data were compared using statistics of difference. We confirmed significant differences and inc-

reases in the overall experience of stress and the experience of 10 of the 11 job stressors.

Conclusions. The data shows that teachers experience higher levels of stress, and therefore it is important

to provide support to teachers in those situations where the increase of stress is most significant.

Limits. The study is limited by the 2-year time lag between data collections therefore it is not possible to

claim that the change in stress was solely due to pandemic-related changes.

Keywords: work stress, teachers, coronavirus pandemic.

Abstrakt:

Ciele. Pandémia nového koronavirusu ovplyvnila kazdil sféru Zivota. Nahle zmeny zasiahli aj Slovensko
a jeho vzdeldvanie — zakladné skoly boli v dvoch vinach nitené prejst na distanénit formu vzdeldvania. Vi-
aceré Studie ukazuju, Ze kombindacia neistoty spésobenej pandémiou a distancného vzdeldvania sposobila
u uditeliek/ucitelov narast pracovného stresu (Klapproth et al., 2020; Sokal et al., 2020). Cielom vyskumu

Je zistit, ako tieto zmeny ovplyvnili pracovny stres ucitelov druhého stupra zakladnych skél na Slovensku.

Metéda. V stidii porovnavame data vyzbierané v ramci vyskumu TALIS z roku 2018 (3046 respondentov)

a data, ktoré sme vyzbierali v oktobri 2020 (303 respondentov). Zbery boli reprezentativne vzhl'adom na
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vek, rod a zastiipenie regiénov. V oboch zberoch bolo pouzitiych rovnakiych 14 polozZiek zistujticich celkové

preZivanie stresu a prezivanie konkrétnych pracovnych stresorov.

Vysledky. Data sme porovndvali pomocou rozdielovej Statistiky. Poturdili sme signifikantné rozdiely a na-

rast v celkovom prezZivani stresu a v prezivani 10 z 11 pracovnych stresorov.

Zavery. Data odhaluju zvysené prezivanie stresu a je nevyhnutné poskytnut ucitelkam/ucitelom podporu

v tijch situaciach, v ktorych je narast stresu najuyznamnejsi.

Limity. Studiu limituje fakt, Ze medzi zbermi dat je 2-roény éasovyj odstup a nie je mozné turdit, Ze zmenu

stresu sposobili vijhradne zmeny stisiace s pandémiou.

KUliéové slova: pracovny stres, ucitelky/ucditelia, pandémia koronavirusu

Uvod

Pandémia nového koronavirusu Covid-19 zapricinila v roku 2020 doposial nepredstaviteIné zmeny v kazdej

oblasti Zivota (Kickbusch et al., 2020).

Necakané zmeny zasiahli aj Slovensko a jeho vzdelavanie. Prva vlna zatvarania §kol bola ministerstvom $kol-
stva ozndmen4 16. marca, kedy vSetky zakladné, stredné skoly a vacsia ¢ast vysokych §kol presla z prezenéného
vzdelavania na distan¢né. Distan¢né vzdelavanie trvalo pre zakladné skoly do 1. jina, pre stredné a vysoké sko-
ly do konca $kolského roka. Druha vlna zatvarania $§kol bola ozndmena 12. oktébra, znovu sa zacalo diStanéne
vyucovat na vSetkych strednych skolach. Do 21. decembra sa zatvoril aj prvy a druhy stupei zékladnjch skol

(minedu.sk, 2020).

Zatvorenie $kol sa samozrejme odohralo celosvetovo. U¢itelia na celom svete neboli pripraveni na problémy,
ktoré tieto opatrenia priniesli. U¢itelia len tazko udrZiavali zmysluplny kontakt so svojimi Ziakmi a mnohi sa

citili v digitalnom svete strateni (Goetz, 2020).

Nemecka stadia uskuto¢nena na 380 pedagogoch v obdobi pandémie preukazala, Ze ucitelia prezivali stredni
az vysoku aroven stresu. Vela uditelov narazilo na technické prekazky, no vicsina z nich uviedla, Ze zvySeny

stres dokazu zvladaft (Klapproth et al., 2020).

Longitudinalny vyskum kanadskyjch ucitelov sledoval ich preZivanie pracovného stresu vo viacerych tsekoch
pandémie. Po troch mesiacoch od zaciatku pandémie uéitelia prezivali narastajicu tinavu a cynizmus, avsak
tiez narastajacu efektivitu v distanénom vzdelavani. V neskorsich obdobiach pandémie uéitelia pocitovali od-
por vodi ¢astym zmenam, ktoré sa vo vzdeldvani zavadzali. To prinieslo chronicky stres a prejavy syndrému

vyhorenia (Sokal, Trudel & Babb, 2020).

Najrozsiahlejsi a najaktuélnejsi vyskum pracovného stresu slovenskych ucitel'ov do roku 2020 uskutoénil me-
dzinirodny prieskum TALIS (Teaching and Learning International Survey) v roku 2018. Prieskum sa zame-
riaval na ucitelky/ucitel'ov zdkladnych $kol, ktori vzdelavaju Ziakov vo veku 10 aZ 15 rokov, ¢o na Slovensku

predstavuje ekvivalent ucitelov druhého stupna. Vo svojom dotazniku vyuzil na zistovanie pracovného stresu
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celkom 14 poloziek. Prvé tri polozky zistovali celkové preZivanie stresu a jeho vplyv na mentalne a telesné
zdravie. Dalgich 11 poloziek zistovalo intenzitu stresorov v troch oblastiach — stres z pracovnej zafaZe, stres zo

spravania ziakov a stres z inych zainteresovanych stran (OECD/TALIS, 2018).

Metoda

Postup

Zber dat prebiehal v druhej polovici septembra a prvej polovici oktébra 2020. V tejto ¢asti Skolského roka
prevazna ¢ast uditeliek/ucitelov ZS na Slovensku uéila prezen¢ne. Online dotaznik bol distribuovany celym pe-
dagogickym kolektivom 28 ZS vo vSetkych krajoch Slovenska, pouzili sme emailové adresy ucitelov dostupné

na webovych portaloch ZS. Vyplnenie dotazniku trvalo priblizne 30 mintt a bolo dobrovolné.

Vyuzita metodika

Vo vyskume bol vyuzity dotaznik, ktory bol vyvinuty v ramci prieskumu TALIS. Dotaznik pozostava zo $tyroch
subskal. Prva subskala Pohoda na pracovisku a stres obsahovala 3 polozky zistujacich celkové prezivanie
stresu a dopad pracovného stresu na mentalne a fyzické zdravie. Ostatné subskaly zistovali prezivanie konkrét-
nych stresorov. Druhéa subskala Zdroje stivisiace s pracovnym zatazenim pokryvala 5 poloZiek. Tretia subskala
Zdroje stivisiace so spravanim Ziakov obsahovala 3 polozky. Stvrt4 subskila Zdroje stivisiace s poziadavkami
zainteresovanych stran pozostavala z 3 poloziek. Tieto subskaly vo vyskume v roku 2018 na slovenskej popu-
l4cii vykazovali uspokojivi reliabilitu (nad 0,68 omega koeficient pre vSetky subskaly) a akceptovatel'ny model
fit.

Vzorka

Vzorku tvorilo 489 uditeliek/ucitelov ZS (38 % uciteliek/uéitelov prvého stuptia a 62 % uditeliek/ucitelov dru-
hého stupna), v tejto stadii sme pracovali s 303 ucitel'mi druhého stupnia. Vekové rozmedzie uciteliek/ucitelov
druhého stuptia sme namerali medzi 25 az 66 rokmi (priemer vzorky bol 43,8) s priemernymi 18 rokmi praxe.

V ramci druhého stupna sa zberu zaéastnilo 87,5 % zien a 12,5 % muzov.

Vyhodnotenie

Cielom stadie bolo porovnat data vyzbierané prieskumom TALIS v roku 2018 (3046 ucitelov druhého stupna)
a data, ktoré boli vyzbierané v septembri/oktobri 2020 (303 uéitelov druhého stupnia). V oboch zberoch bolo
pouzitych rovnakych 14 poloziek. Ucitelia/ucitelky odpovedali na 4 stupniovej Skale (1 — Vobec neprezivam,
4 — Vel'mi prezivam). Pomocou F testu sme overili, Ze sme nenaplnili predpoklad zhodnosti rozptylu a tak bol

na vypocet pouzity Welchov t-test.
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Velkost G¢inku bola vypocitand pomocou Hedgesovho g, kedZe tento ukazovatel koriguje zna¢né rozdiely vo

vel'kosti porovnavanych vzoriek.

Vysledky

V Tabulke 1 uvddzame deskriptivnu Statistiku a vysledky porovnavani prostrednictvom Welchovho t-testu
v dvoch meraniach (roky 2018 a 2020) pre 3 polozky subskély Pohoda na pracovisku a stres. Uvadzame pri-
emerné skore, Standardné odchylky, t hodnoty, p hodnoty a Hedgesovo g. Signifikantny narast v priemernom
skore sme zaznamenali vo vSetkych troch polozkach, ¢o indikuje narast vhnimaného pracovného stresu v tychto
polozkach. V polozke V praci prezivam stres sme namerali velkost Géinku (g = 0,28), ¢o predstavuje skor
slabu velkost G¢inku, teda mierny narast prezivania stresu. V polozke Moja prdca negativne vpljva na moje
mentalne zdravie bolo zaznamenané (g = 0,38), teda slaba aZ stredna velkost i¢inku. Najvaésia velkost Géin-
ku (g = 0,50) bola namerané v polozke Moja praca negativne vplijjva na moje fyzické zdravie, ¢o predstavuje

strednii velkost ti¢inku a najvyraznejsi narast nameraného skore.

Tabulka 1

Porovnanie 3 poloziek, 2018 a 2020

Priemer 2018 Priemer 2020 thodnota

Stresor g

(SD) (SD) (p hodnota)
;. v 2,53 2,80 4,98

V préci preZivam stres 0,28
(1,04) (0,86) (< 0,001)

Moja praca negativne vplyva na moje mentdlne 2,10 2,50 6,84 0.38

zdravie (1,17) (0,94) (< 0,001) ’

Moja préaca negativne vplyva na moje fyzické 1,89 2,44 9,26 0,50

zdravie (1,21) (0,95) (< 0,001) ’

V Tabulke 2 uvddzame deskriptivnu Statistiku a vysledky porovnavani prostrednictvom Welchovho t-testu
v dvoch meraniach (roky 2018 a 2020) pre 11 polozky subskal Zdroje stivisiace s pracovnym zatazenim (PZ),
Zdroje stwisiace so spravanim Ziakov (SZ) a Zdroje stwisiace s poZiadavkami zainteresovanijch stran (PZS).
Uvadzame priemerné skore, Standardné odchylky, t hodnoty, p hodnoty a Hedgesovo g v 11 polozkéch zistuj-
ucich konkrétne pracovné stresory. Vysledky dokazuja signifikantné rozdiely v 10 z 11 meranych stresorov.
V polozke Privela vyucovacich hodin sa ako jedinej signifikantné rozdiely nepotvrdili. V 9 z 10 meranych stre-
soroch pritom vnimana intenzita pracovného stresu sttpla. V polozke Privela znamkovania sa miera stresu

signifikantne zniZila (g = 0,20).
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Velkost Gi¢inku sa v rdmci meranych stresorov pohybovala v rozmedzi (g = 0,12 — 0,49), ¢o mdzZeme interpre-
tovat ako slabt az stredni vel'kost Géinku. Vo vSeobecnosti teda nastal mierny, ale znatelny narast vinimaného
pracovného stresu v tychto zdrojov v danom obdobi. Najvacésiu velkost G¢inku (v porovnani s ostatnymi stre-
sormi) sme zaznamenali v stresoroch Privelké mnozZstvo administrativnej prace (g = 0,49) a Drzanie kroku
s meniacimi sa poziadavkami zriadovatel'a, VUC alebo MS (g = 0,49), ¢o naznacuje, Ze v spomenutych dvoch

polozkach nastal najvaési narast pracovného stresu. Tieto zdroje stresu sa zaroven vyznacovali najvys$im pri-

emernym skoére a teda najvy$Sou troviiou vnimaného stresu.

Tabul’ka 2

Porovnanie intenzity stresorov, 2018 a 2020

Stresor Priemer Priemer thodnota g
(subskéla) 2018 2020 (p hodnota)
(SD) (SD)
) i . . . 2,23 2,36 2,32 0,12
Privel'a priprav na vyucovacie hodiny (PZ)
(1,17) (0,89) (0,020)
o . i i 1,96 2,02 1,06 0,05
Privel'a vyucovacich hodin (PZ)
(1,26) (0,86) (0,289)
2,11 1,8 -3, -0,20
Privela znamkovania (PZ) 0 395
(1,28) (0,86) (< 0,001)
2,6 ,»21 ,2 o,
Privelké mnozstvo administrativnej prace (PZ) 0 3 9,29 49
(1,21) (0,90) (< 0,001)
2,20 2, s 0,21
Povinnosti nad ramec kvoli nepritomnym ucitelom (PZ) 44 393
(1,28) (1,00) (< 0,001)
. 2, 2,8 6, o,
ZnéSanie zodpovednosti za vysledky Ziakov (SZ) 54 0 4 34
(1,21) (0,88) (< 0,001)
. 2, 2,70 ,76 0,21
Udrziavanie discipliny v triede (S7) 47 4 37
(1,23) (0,98) (< 0,001)
ZastraSovanie alebo verbalne ohrozovanie zo strany 1,62 1,84 3,47 0,19
diakov (S2) (1,28) (1,04) (< 0,001)
Drzanie kroku s meniacimi sa poZiadavkami 2,45 3,00 9,60 0,49
zriadovatel'a, VUC alebo MS (PZS) (1,32) (0,91) (< 0,001)
2,28 2, ,08 0,2
Reagovanie na obavy rodica alebo opatrovnika (PZS) 57 +9 7
(1,23) (0,95) (< 0,001)
Prisposobenie vyucovacich hodin Ziakom so §pecialnymi 2,25 2,55 4,98 0,27
potrebami (PZS) (1,30) (0,99) (< 0,001)
Diskusia

V prvej analyzovanej polozke V praci preZivam stres s velkostou ti¢inku (g = 0,28) sme dokazali Statisticky
signifikantny rozdiel medzi rokmi 2018 a 2020, ¢o podl'a nasho nazoru poukazuje na celkovy narast prezivané-

ho pracovného stresu medzi uéitelmi/uéitel’kami druhého stupiia ZS v tomto obdobi. Hoci v bode nasho zberu
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prebiehala pandémia priblizne pol roku, predpokladame, Ze narast pracovného stresu nastal aspon z ¢asti jej
nasledkom. Signifikantny rozdiel bol dokazany aj v nasledujicej dvojici poloziek Moja praca negativne vply-
va na moje mentalne zdravie (g = 0,38) a Moja praca negativne vplijjva na moje fyzické zdravie (g = 0,50).
V druhej z dvojice poloziek sme preukazali vacésiu velkost tc¢inku, ¢o predstavuje vyraznejsi narast od roku
2018. Tento vysledok mozeme dat do sivisu so zisteniami, ktoré predpokladajd, ze nahle zmeny v ucitel'skej
profesii zvySuji pracovné poZiadavky, preZivanie pracovného stresu a poskodzuja telesné zdravie ucitelov
(Santavirta et al., 2007). Mo0zeme tiez uvazovat, ze ulitelia/ucitelky si vyraznejsie uvedomovali nepriaznivé

telesné prejavy stresu, ktoré mozu byt viac zjavné ako mentalne prejavy.

Analyzovali sme aj 11 stresorov, ktoré meraja stres v konkrétnych situacidch ucitel'skej prace. Signifikantné
rozdiely boli objavené v 10 z 11 stresorov, pricom v 9 z 10 stresorov vnimana miera stresu narastla. V polozke
Privela vyucovacich hodin sa signifikantné rozdiely nepotvrdili. Tento vysledok sa da vysvetlit faktom, ze
pocet ucitel'mi vyucovanych hodin sa v obdobi skimanych dvoch rokov nezvysil. Objektivne teda tento stresor
nestipol na intenzite a podl'a nasich zisteni sa ani nezmenilo jeho subjektivne vnimanie. V polozke privela
znamkovania sa miera stresu signifikantne znizila (g = 0,20). Dévod tohto poklesu nie je jasny. MoZeme vsak
uvazovat, Ze v kontexte danych okolnosti (ak zoberieme do tvahy napriklad neustile zmeny vo vyucovani)

znamkovanie ucitelom nepripadalo zvlast stresujace.

Porovnanie odhalilo signifikantné rozdiely v ostatnych 9 polozkach/stresoroch. Najvaésiu velkost ti¢inku sme
zaznamenali v polozkach Privelké mnoZstvo administrativnej prace (g = 0,49) a Drzanie kroku s meniacimi
sa poziadavkami zriad'ovatela, VUC alebo MS (g = 0,49). Tieto stresory okrem najviésej velkosti aéinku zaro-
ven prejavili aj najvac§iu vnimand intenzitu v porovnani s ostatnymi zdrojmi stresu, s priemernym skore 3,21

pre prvy uvedeny a 3,00 pre druhy uvedeny stresor.

Vyraznym limitom tejto Stadie je skuto¢nost, Ze narast vnimaného pracovného stresu medzi rokmi 2018
a 2020 nie je mozné interpretovat vylu¢ne ako dosledok zmien zapri¢inenych pandémiou. Porovnali sme data
s dvojro¢nym rozstupom, pri¢com pandémia ovplyvnila len polrok tohto ¢asového tiseku. Zmeny v pracovnom

strese mohli teda ovplyvnif aj iné faktory, ktoré nam data neumoznuja jednoznacne identifikovat.

Prinosom $tadie je poukazanie na nepriaznivy stav vhimaného pracovného stresu v ucitel'skej profesii. Naroc-
nost ucitel'ského zamestnania a z nej vyplyvajtci stres je dlhoroénym predmetom vedeckého skiimania a uz
pred obdobim pandémie bolo zjavné, Ze ucitelia a ucitelky to vo svojej profesii nemaja 'ahké. Tento vyskum

Vv,

odhaluje, Ze slovenski ucitelia pocitujt este vacsi pocit subjektivnej zataze ako v minulosti. TaktieZ upresnuje,

v ktorych situaciich je vnimany stres najvyssi. Na zaklade tjchto poznatkov je mozné aplikovat v ucditel'skej

profesii konkrétne rieSenia, ktoré mozu napomoct zmiernit nepriaznivy vyvin pracovného stresu.



199

Literatara

Goetz, M. (2020). Distance Learning in der Covid-19 Krise: Ein Praxischeck. Medienimpulse, 58(2), 1-21. htt-

ps://doi.org/10.21243/mi-02-20-19

Kickbusch, I. et al. (2020). Covid-19: How a virus is turning the world upside down. BMJ, 369, m1336. https://

doi.org/10.1136/bmj.m1336

Klapproth, F. et al. (2020). Teachers” experiences of stress and their coping strategies during COVID - 19

induced distance teaching. Journal of Pedagogical Research, 4(4), 444—452. https://doi.org/10.33902/

JPR.2020062805

Minedu (2020). Ministerstvo $kolstva, vedy, vyskumu a $portu. https://www.minedu.sk

OECD. (2020). TALIS 2018 Results (Volume II) Teachers and School Leaders as Valued Professionals. Van
Haren Publishing.

Santavirta, N., Solovieva, S., & Theorell, T. (2007). The association of job strain and exhaustion in a cohort
of 1,028 Finnish teachers. British Journal of Educational Psychology, 77(1), 213—228. https://doi.or-
£/10.1348/000709905X92045

Sokal, L., Trudel, L. E., & Babb, J. (2020). Canadian teachers’ attitudes toward change, efficacy, and burnout
during the COVID-19 pandemic. International Journal of Educational Research Open, 1,100016. https://

doi.org/10.1016/]j.ijedro.2020.100016

Kontaktni osoba

Mgr. Alexander Loziak

Centrum spolocenskych a psychologickych vied SAV

Karpatska 5, 040 01 KoSice, Slovenska republika

loziak @saske.sk



200

COPING WITH FATIGUE IN EMERGENCY MEDICAL SERVICES®
PROFESSIONALS

ZVLADANIE UNAVY V PROFESII ZDRAVOTNICKYCH
ZACHRANAROV

Branislav Uhrecky*

1Ustav experimentalnej psychologie, CSPV SAV

Abstract: Coping with fatigue is one of non-technical skills in medicine, though i tis studied on a organiza-
tional rather than individual level. In the present study, interviews with 12 paramedics were conducted and
numerous sources, consequences, and coping strategies relating to fatigue were identified via thematic ana-
lysis. Respondents associate fatigue with inadequate sleep during night shifts, but workload or frustration
from unjustified tasks. They are aware of concentration decline in the state of fatigue, which leads to subpar
performance and threat to the crew safety when driving. Decreased quality of sleep outside night shifts was
also mentioned. Coping strategies included self-stimulatory activities, sleep on a night shift, but also changes
to sleeping habits outside work which vary among individuals. Some prefer day sleep after night shift, but

others consciously evade it.

Keywords: emergency medical service, fatigue, coping with fatigue, non-technical skills

Abstrakt: Zvladanie tinavy patri medzi netechnické zrucnosti v medicine, i ked’ sa skér skiima na organi-
zacnej a menej na individudlnej tirovni. V ramci tejto stiidie boli realizované rozhovory s 12 pracovnikmi
zachrannej zdravotnej sluzby a tematickou analijzou identifikované zdroje, désledky a spésoby zvladania
tinavy. Respondenti si spdjali iinavu predovsetkym s nedostatoénym spankom v ramci no¢nych sluzieb,
ale spominali taktiez aj pracovnii zataz & frustraciu z neodévodnenych vijjazdov. Uvedomovali si oslabenitt
schopnost koncentracie v stave tinavy, ¢o moéze viest' k substandardnému vykonu alebo k ohrozeniu posadky
pri riadeni vozidla. Spomenuta bola aj narusend kvalita spanku mimo vgkonu nocnych sluzieb. Zvladanie
tinavy zahfnalo (seba)stimulac¢né ¢innosti, spanok poc¢as nocnej sluzby, ale aj taktieZ tipravy rezimu spanku
mimo sluzieb, ktoré boli znacne individudlne. Mnohi respondenti preferovali denny spanok po noc¢nej sluzbe,

avsak niektori sa mu vedome vyhybaji.

KUicové slova: pracovny stres, ucitelky/ucitelia, pandémia koronavirusu

Uvod

Statistiky pri¢in imrti (Kohn et al., 2000), v ktorych figurovali pochybenia na strane zdravotnickeho persona-
lu, zvysili mieru pozornosti venovant l'udskému faktoru. Podobnym spésobom, akym sa skimaji kompetencie
v manazérskych alebo inych pracovnych pozicidch (pozri Vazirani, 2010), sa zacali skimat tzv. netechnické
zru¢nosti (NTS — non-technicall skills) v profesiach, kde chyby majt potencialne velmi zavazné nasledky —

policajti, hasi¢i, vojenski dostojnici, operatori, chirurgovia atd’. Flinova (2013) ako priekopnicka vyskumu NTS
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v zdravotnictve ich definuje ako kognitivne, socidlne a osobnostné zrucnosti, ktoré podporuja kvalitu vykonu
a bezpecnost pri praci. Systémy NTS umoziujt hodnotit vykon pracovnikov podla behavioralnych markerov,
t.j. prejavov spravania, ktoré st typické pre vysoka resp. nizku mieru tej-ktorej zruénosti. Kodate et al. (2012)
uvadzajt zoznam jadrovych NTS, ktoré st podla nich univerzalne pre vSetky profesie. Zarad'uji sem konkrétne
situa¢né uvedomenie, rozhodovanie, komunikaciu, timova pracu, vedenie timu, zvladdanie stresu a zvladanie

Unavy.

V spomenutom type profesii vieme toho o poslednych dvoch zru¢nostiach najmenej. Je tomu tak z toho do-
vodu, Ze sa najtazSie pozoruju v prejavoch spravania izolovane od ostatnych zruénosti (Kodate et al., 2012).
V pripade tinavy sa $tadie nezameriavaji na individualne sposoby jej zvladania, ale skor na dopad organi-
zacnych politik ¢i intervencii na spanok ¢i subjektivny pocit inavy (napr. Studnek et al., 2018). V niektorych
profesiach, predovsetkym v sektore dopravy (letecki piloti, dispeceri, vodiéi z povolania), sa uplatiiuja systémy
manazmentu rizika tinavy (FRMS — fatigue risk management system), ktoré st zalozené na dokazoch a predpi-
suji pre zamestnavatelov obmedzenia v rozpise a dizke sluZieb. Specificky u zdravotnickych zichranarov (ZZ)

identifikovali Martin-Gill et al. (2018) vo svojej prehladovej stadii pat takychto systémov.

Ako vyplyva z uvedenej literatiry, inava sa typicky operacionalizuje ako kvantita a kvalita spanku alebo ako
subjektivny pocit unavenosti (sprevadzany percepciou spomalenia vlastnej pozornosti, myslenia a motoriky)
(Gander, 2015). Aj ked’ by sa mohlo javit, Ze druhé vyplyva z prvého, v skuto¢nosti nedostato¢na kvalita a/
alebo kvantita spanku stvisi s tzv. fyziologickou tinavou, ktora znamena nedostato¢nu regeneraciou organiz-
mu a spéja sa s hors$im kognitivnym vykonom, zatial' ¢o subjektivny pocit inavy sa nazyva mentalnou Gnavou,
pricom t4 moze suvisiet s frustraciou psychologickych potrieb (Hockey, 2013). Inymi slovami, ¢lovek mo6ze byt
fyziologicky unaveny, ale nemusi byt mentalne unaveny, a naopak. V ramci tejto stadie nas zaujimala nielen
unava spojena so spankovym deficitom, ale aj inava v zmysle psychickej vycerpanosti, ktora méze mat pévod

aj inde ako v spanku.

Zamestnanci pracujtici v noénych sluzbach maja vlastné implicitné teérie inavy a sposoby jej zvladania (Ro-
sekind, 1997), ktorym sa vSak podla m&jho najlepsie vedomia a svedomia dosial’ nevenovalo vel'a pozornosti
vyskumnikov, obzvlast u ZZ. Zahrani¢né $tidie naznacujq, ze ZZ st spomedzi zdravotnickych profesii najviac
ohrozeni Gnavou a nedostatoénym spankom ( Ramey et a., 2019). Preto sme si stanovili za vyskumny ciel
preskimat subjektivne vnimané zdroje, dosledky a individualne sposoby zvladania inavy vo vykone prace

u zdravotnickych zachranarov.

Metody

Zber dat prebiehal od jina do oktobra 2020 prostrednictvom polo-§truktirovanych individualnych hibkovych
rozhovorov. Rozhovory mali Sirsi zdber nez len zvladanie tinavy, primarne boli zamerané na zvladanie kritic-
kych ¢ inych zatazovych vyjazdov. Cast protokolu rozhovoru viak bola venovan aj prezivaniu a zvladaniu tina-
vy v praci ZZ (otazky z protokolu tykajtice sa inavy uvadzam v Tabulke 1). Rozhovory boli doslovne prepisané

a nasledne analyzované tematickou analyzou.
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Tabulka 1

Otazky rozhovoru k téme tinavy

Predmet otazok Otazky

Zdroje a prezivanie ﬁnavy Kedy byvate v ramci sluZieb najviac unaveny?
] p
Aky’m spésobom sa u Vas tinava prejavuje?

Zvladanie tnavy Ako sa s pdsobenim tinavy zvyknete vysporiadat? Co
robite, aby ste ju zvladali?

Unava u kolegov Ako sa prejavuje tinava u Vasich kolegov?

Co robite, ak pozorujete tinavu u kolegu?

Vyskumna vzorka

Vyskum sa zacastnilo celkove 12 pracovnikov zachrannej zdravotnej sluzby (ZZS), z toho 7 muzov a 5 Zien.
Dvaja respondenti boli lekari pracujtci v ZZS, ostatni mali vzdelanie v urgentnej medicine. Boli stanovené
dve kritéria pre zaradenie do vyskumnej vzorky — 1. aspon 3 roky praxe, 2. pracovnik ZZS nerobi iba na pozicii
vodica (¢ize aspon niekedy bol/je v pozicii vediceho zdravotnickeho zdchranara). Vek respondentov sa pohy-
boval v rozpati od 25 do 51 rokov (Md = 33), pocet rokov praxe v ZZS bol v rozpati od 3 do 20 rokov (Md = 11).

Rozhovory trvali od 50 do 150 mintt (vaé$ina v§ak v rozmedzi 90 — 120 minit).

Vysledky a diskusia

Pri spracovani vysledkov som sa rozhodol jednotlivé kategorie odpovedi respondentov odprezentovat stibezne
s ich konfrontaciou s poznatkami z literatary. Vysledky davam do SirSieho diskusného rameca v kapitole Zaver.
Najprv prezentujem zdroje inavy, ktoré udavali moji respondenti, nasledne désledky tinavy, spésoby zvlada-

nia tnavy v sluzbe a napokon sposoby zvladania mimo sluzby.

Zdroje iinavy

Nedostatok kvalitného spanku. Pracovnici ZZS si inavu asociovali prevazne s noénymi sluzbami a nedosta-
tocnym mnozstvom ako aj kvalitou spanku pocas nich. Pracovny vykon je ohrozeny pri menej ako 6 hodinach
spanku a/alebo 18 hodinach nepretrzitej bdelosti (McCulloch, 2016), ¢o podl'a vypovedi respondentov urcite
pri mnohych noénych sluzbach nastdva. Mnozstvo vyjazdov a ¢as na oddych a spanok su pocas sluzieb dost
variabilné, pri¢om je hypoteticky nemozné si regulovat dizku spanku. Niektori respondenti uviedli, Ze napriek
povodnému ocakavaniu, ze no¢né sluzby buda ¢asom zvladat lepsie, sa so zvySujicim sa vekom préaveze ich

subjektivne prezivanie inavy zhorsuje.

»Ako, nastavte si doma pdtkrat v noci budik a bud’te hodinu hore. A nehovoriac o tom, Soférovat, starat sa

o pacienta, davat pozor na smer... milién faktorov a toto robit celti noc. Neskutoéna tinava.“ (P3)
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Nutnost ostat v strehu. Dalsi zdroj tinavy, ktory respondenti spominali §pecificky v stvislosti s noénymi vy-
jazdmi, je nemozZnost ozajstného neruseného oddychu ¢i spanku. Pracovnici ZZS ¢asto spominali, Ze spanok
v sluzbe nie je porovnatelny so spAnkom v domacom prostredi, pretoze v ,podvedomi” st stale v strehu. Tak-
tiez takmer uniformne spominali zvuk AVL zariadenia, cez ktoré dostavaju hlasenia a na ktoré sa budia pocas
no¢nych sluzieb. Jedna respondentka konkrétne pri tejto skisenosti opakovane pouzivala prirovnanie ZZ
k ,cvicenym opiciam®, ¢im zrejme chcela vyjadrit frustraciu svojej potreby autonémie. Na tento aspekt po-
ukazujem preto, lebo frustraciu potreby autonémie povazuje Hockey (2013) vo svojom teoretickom modeli

mentalnej inavy za hlavna pri¢inu jej vzniku.

»Este aj to je také, Zze mi to pripada, Ze sme jak cvi¢ené opice, lebo proste musime sa rozbehntit, lebo do dvoch

mintt musim ist na vyjazd... na to strasné skriekanie toho pristroja.” (P7)

Pracovna zataz. Velké mnozstvo vyjazdov a kratke trvanie prestavok medzi nimi tiez udévali respondenti fak-
tor vzniku Ginavy, ¢i uz pri dennej alebo nocnej sluzbe. Ako pri¢inu velkého mnozstva vyjazdov udéavali respon-
denti sltizenie na stanici v urbannej oblasti, avSak respondenti sldziaci na periférnych staniciach zas udavali
ako faktor vac¢siu vzdialenost od nemocnice, ¢o tsti v dlhsie trvanie vyjazdov. Respondenti uvadzali 12-ho-
dinové trvanie sluzieb s vynimkou dvoch, ktori chodia na 24-hodinové sluzby resp. dve 12-hodinové sluzby
hned po sebe. Patterson et al. (2018) pritom neodporaéajt z hl'adiska bezpecénosti a chybovosti pri praci v ZZS
24-hodinové trvanie sluzieb, dokonca podla Rameyho et al. (2019) vzhladom na zaznamenanu chybovost by

v zdravotnickych profesiach nemala trvat dlhsie ako 8 hodin.

»To0... lebo... lebo vy nemate ¢as na tii psychohygienu. To nie je, Ze vy pridete na stanicu a zrazu finito. Nie...
to... to... ja kde som slizil na stanici, vacésinou vo Zvolene, to bola druhd najvytazenejsia stanica na Sloven-

sku. To znamend, Ze my sme urobili v priemere devdt alebo desat vijjazdov. Denne.” (P1)

Frustracia z pracovnej naplne. Respondenti ¢asto udéavali kontrast medzi svojimi pévodnymi o¢akavaniami
od préace v ZZS s realnou napliou prace.Predovsetkym islo o tzv. neindikované resp. podla slov respondentov
»Zbyto¢né“ vyjazdy, kedy postihnuta osoba je sama schopné sa prepravit na pohotovost , jej stav si nevyzaduje
neodkladnt zdravotna starostlivost alebo vedome zneuziva systém ZZS (napr. na prepravu do centra mesta).
Zatial' ¢o v $tadii Patersonovej et al. (2014) sa australski ZZ staZzovali na nedostatok personalu v ZZS, nasi
respondenti kritizovali v rdmeci slovenského systému absenciu postihov pre tych, ¢o si neopravnene zavolaji

zichranku.

,Ono, ked’ mi pride nejakyj vysokyj tlak, a eSte je tam napisané, Ze pacient ma vysoky tlak uz tri dni. Tak sa
dokazem prebrat aZz na adrese. Proste sadnem do sanitky s tym, Ze som rozbity a nemam ndladu na ni¢, este
ked’ ma problémy tri dni a rozhodne sa to riesit o tretej v noci, tak nech sa na mria nikto nehnevd, preco tri

dni nebol u svojho obvodného lekara, hej?* (P9)
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Dosledky anavy

Narusend kvalita spanku mimo sluzieb. V stilade so $tidiou Patersonovej et al. (2014) spomenuli aj niektori
nasi respondenti, Ze rotacia sluzieb ovplyviiuje ich spanok mimo sluZieb, ¢i uz tym, Ze nardasa ich vnatorny
biorytmus alebo tym, Ze ich no¢ny spanok je prerusovany podobne, ako je tomu poéas sluzieb. Specificky jeden
respondent uvadzal, Ze jeho ¢asy prebuidzania v noci zodpovedaju ¢asom, kedy typicky prichadzaji hlasenia.
Dalsia respondentka zas uvadzala obavy o vlastné zdravie vplyvom nekvalitného spanku na béaze sktisenosti

kolegu, ktory pre vysoky krvny tlak a iné zdravotné tazkosti skon¢il s pracou v ZSS.

NV 2

Jej obavy pritom nie st neopodstatnené, kedZe horsia kvalita spanku sa spaja s vy$sim rizikom rozvinutia kar-

diovaskularnych, ale aj inych ochoreni (Gander, 2015).

»Zarobil som si akurdt na poruchu spanku, ktorou trpim, lebo mam presne stanovené intervaly, v ktorych sa

viem prebudzat... hej... Ze budim sa o jednej, o tretej. Tak ako zhruba boli tie vijjazdy.” (P1)

Nedostato¢na koncentracia na vyjazdoch. Pracovnici ZZS udavali, Ze sice aj v stave tinavy dokazu splnit mi-
niméalne nutné tkony (prvotné a druhotné vySetrenie, prevoz pacienta), avsak ich schopnost podat vykon nad
ramec tychto Gkonov je zniZen. Spravnym odoberanim anamnézy a kladenim otazok dokazu presnejsie urcit
suspektnid diagndzu a ulahdit tak pracu zdravotnikom na urgentnom prijme, ¢o je vsak stazené vplyvom tinavy.
Nie je vSak vyltcené, Ze respondenti si v plnej miere neuvedomujt vplyv inavy na ich koncentraciu, a mozno st
nou postihnuté aj nizsie tirovne vykonu. Akceptacia az bagatelizicia inavy byva ¢asto sacéastou kultary v zdra-

votnickych profesiach (McCulloch, 2016; Ramey et al., 2019).

» VY sa neviete ststredit na toho pacienta. V ttvodzovkach, vy si to chladné gro zachovate, urobite prvotné
a druhotné vysetrenie, vypisete zaznam a tak dalej... ale neddvate az taky pozor na toho... na to, ¢o vam ten

pacient rozprava.” (P1)

Zvladanie inavy pocas sluzby

Stimulacia. Tento spésob zvladania mohlo maf rézne podoby — ¢i uz Zuvanie zuvacky, pitie teplého napoja,
udrziavanie konverzacie s kolegom v sanitke, piskanie, pospevovanie apod. Niektoré z tjchto stratégii uvadza
aj Rosekind et al. (1997) ako odporicané a zalozené na dékazoch. Ich spoloénym menovatelom je, Ze sa spo-
sobom stimulacie seba samého. Pritomnost urcitého podnetu a/alebo ¢innosti tak poméaha udrziavat bdelost.

V pripadoch extrémnej inavy bola uvedené aj moznost zapnut si majak na sanitke.

»Kolegovci sme vpredu, pacient vzadu... radio sa da zapniit nahlas... Zzuvat sa da zuvacka, cmilat cukrik.”

(P3)

Motivacné zameranie. UdrZiavanie si pocitu zodpovednosti na kazdom, hoc aj banalne vyzerajiicom vyjazde,

bolo tiezZ spomenuté ako spdsob, ako si zachovat koncentraciu pocas no¢nych sluzieb.
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V tomto pripade ide o vedom sebaregulaciu, avSak respondenti hovorili o viac automatickom procese, kedy

zavazny vyjazd sdm o sebe produkuje adrenalin eliminujtci pocity tinavy.

»Ale nie je dobré padniit do stereotypu, lebo potom ¢lovek prehliada veci. A tym, Ze nechcete upadniit’ do
stereotypu, stdle sa udrzujete v nejakom napdti. To napdtie opadne aZ po tej sluzbe. Tak az niekedy v aute si

¢lovek uvedomt, ze som unaveny.” (P9)

Spanok medzi vyjjazdmi. Hoci nihle preberanie zo spanku po prijati hlasenia je neprijemnou skisenostou, vi-
aceri respondenti uviedli, Ze je to prijateIn4 cena za asponi obmedzent moznost nacerpania sil. Viacero zdrojov
sa zhoduje, Ze tzv. §lofik (v angl. napping) znizuje chybovost a pocity tinavy u ZZ (Ramey et al., 2019; Rosekind

et al., 1997).

,Ze pokial je ¢lovek unaveny je lepsie, ked' si ide lahniif teda... jak keby mal nasilu sediet a pozerat televizor
napriklad... alebo si pozerat fotky na Facebooku, tak je lepsie, ked’ proste zalahne a na neviem, hodinu a pol.“
(P11)

Zvladanie inavy mimo sluzby

Dospat spankovy deficit. Prevazna ¢ast respondentov uviedla, Ze po no¢nej sluzbe si dopraje spanok. U nieko-
ho sa to moze obmedzovat iba na doobedné hodiny, aby si nenarusil svoj biorytmus, u inych to byva aj vacsia
¢ast diia. V pripade spanku po noénej sluzbe nie je stanovena odporac¢ana dizka, av§ak odportca sa ist spat ¢o

najskor po prichode zo sluzby (Novak & Auvil-Novak, 1996).

»~Naucil som sa spdvat’ po nocnej... v podstate po kazdej noc¢nej, aj keby som bol bez vijjazdu a prespal celi
noc... tak... tak... minimalne do tej jedenastej, dvanastej spim. Lebo chcem mat nieco z toho diia, aj ked’ z neho

mam len polovicu aspon.”“ (P9)

Vyhniit sa dennému spdnku. Cast respondentov sa aj po naro¢nej no¢nej sluzbe radsej vyhyba naslednému
spanku cez den, pretoZe sa im vyrazne posunie ¢as, kedy st schopni zaspat v noci. Jedna respondentka zas
uviedla, Ze aj ked sa pokisi spat cez dei, tak Casto sa jej nepodari zaspaf a ¢as straveny prehadzovanim v po-

steli povazuje za strateny, preto sa uz o denny spanok ani nepokusa.

»INo moj spanok to poznacilo tak, Ze napriklad ja sa snazim vyhybat po no¢nej tomu dennému spanku. Lebo

to by mi potom narusilo ten moj biorytmus na niekolko dni.”“ (P4)

Byt aktivny. Niektori respondenti spomedzi tych, ktori sa vyhybaja dennému spanku, sa eSte dodato¢ne zm-
ienili o tom, Ze sa snazia ostat pocas diia aktivni, aj po niro¢nej no¢nej sluzbe. I$lo o respondentov, ktori maja
$portové zaluby — bicyklovanie, turistika, beh. Fyzicka aktivita ich napriek potencidlnemu prvotnému odporu

nabudi a po aktivne stradvenom dni si dokazu dopriat o to dlhsi no¢ny spanok.
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wJa st vZzdy poviem, Ze tinava je iba stav mysle... a ako sa ja nastavim tak, tak som unavend... a hlavne ten
beh mi potom dodava energiu... ¢o potom sa vyplavia endorfiny, a ja tit inavu ako taki necitim... ako fyzicku

mozno, ale tit psychicki, to nie.” (P2)

Oddych pred no¢nou sluzbou. Specificky jedna respondentka, ktora tiez ud4vala, Ze sa vyhyba dennému span-
ku po noc¢nej sluzbe, zas volila ako pomocnt stratégiu to, Ze pred no¢nou sluzbou mala pasivnejsie straveny
den, ¢asto si dopriala aj maséz alebo well-ness, pripadne aj poobedny spanok, podobne ako australske zdravot-

né sestry v $tadii Centofantiovej et al. (2018).

»No, td tinava... no... zalezi aj od toho, Ze ¢o pred tym robite — Ze je dobré... je dobré, ked’ si ¢lovek pred tou
nocnou akoze aj pospt, alebo Ze nerobi... Ze sa nezoderie pred tou noc¢nou, lebo potom, ked’ pride do roboty

a je strasne unaveny, a este prejazdi celii noc, tak ako je to dost.” (P8)

Zaver

V studii sme preskimali zdroje, dosledky a spdsoby zvladania inavy u pracovnikov ZZS a vysledky sme davali
do kontextu s odbornou literattirou. Medzi zdrojmi iinavy spomenuli respondenti nedostatok kvalitného span-
ku, vysokt pracovnu zataz, nutnost byt stéle v strehu a taktiez frustraciu z pracovnej naplne, tykajicu sa pre-
dovsetkym neindikovanych vyjazdov. Medzi désledkami tinavy spominali narusena koncentraciu pri vykone
prace a taktieZ narusenu kvalitu spAnku mimo noc¢nych sluZieb. Pri spdsoboch zvladania sme diferencovali me-
dzi zvladanim pocas a mimo sluzby. Zvladanie pocas sluzby zahtnalo (seba)stimuléciu (napr. Zuvanie zuvacky,
udrziavanie konverzacie s kolegom), spanok pocas no¢nych sluzieb ¢i udrziavanie nabudzujaceho motivac¢né-
ho zamerania. Zvladanie mimo sluzby malo ¢asto podobu spanku po nocnej sluzbe, hoci niektori preferovali sa
tomuto spanku vyhnat a radsej pockat do nasledujiicej noci, zostat aktivny pocas dna, pripadne si dopriat pred
nocnou sluzbou oddychovejsi den. Pri porovnani mojich vysledkov so stidiou Patersonovej et al. (2014), kde
skumali faktory prispievajtce k Gnave taktiez kvalitativnym pristupom, sa v mojich datach nevyskytlo zdravie
a zivotny $tyl. Respondenti vo vyskume Patersonovej et al. (2014) reflektovali u seba napriklad zlé stravovacie

navyky ¢i nadmerna konzumaciu alkoholu ako faktory vzniku inavy, ¢o respondenti v tejto stiidii nespominali.

Ako tstredny limit $tidie mozno spomenit to, Ze otazky tykajice sa inavy predstavovali mensiu éast z celého
rozhovoru, ¢o neumoznilo ist dostatoéne do hibky a pripadne aj do $irky. Zaroveii otazky mierené na tinavu
prisli az po tom, ¢o boli respondenti uz ,,vycerpani“ otdzkami na zvladanie kritickych incidentov v teréne. Vac-
Sie mnozstvo poznatkov by urcite priniesla okrem vaésieho priestoru v rdmci rozhovorov aj viacsie vyskumna
vzorka. Navyse je treba podotknit, Ze zrejme su vysledky skreslené samovyberom. To je ilustrované napriklad
aj tym, Ze viaceri respondenti uvadzali ako sp6sob zvladania inavy aktivny zivotny §tyl, ¢o naznacuje, ze maju
leps$iu schopnost sebaregulacie a vyss$iu psychicka pohodu. NiZsia ochota zi¢astnit sa vyskumu u tych ZZ, ktori
horsie zvladaji pracovnu zataz, sa da predpokladat. Podotykam na zaver aj to, Ze tento vyskum neinformuje
o efektivite jednotlivych stratégii zvladania Gnavy. I tak si myslim, Ze prinasa aspon prvotnd sondu do danej

problematiky a méze byt inSpiraciou pre d’alSie badanie.
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