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CURRENT TRENDS IN ENTERPRISE EMPLOYMENT
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The paper considers external and internal factors that influence organizations’ employment
policies. In response to technological advances, workforce skills and flexibility requirements are
changing. At the same time, a new generation of young people entering the labour market make
employers change their HR policies to meet new demands.
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CYYACHI TPEHJIU KAJIPOBUX IT1OJITUK
HIAITPUEMCTB CIIOBALIBKOI PECITIYBJIIKA

Y cmammi docaidxceno 306nimni ma énympiwni paxmopu énauey Ha Kaopogy noaimuky
opeanizauii (nionpuemcmea). Buseaeno, wio nasuuxu nepconasy ma 1io2o cHy4Kicmiv 3MiHIO-
10MbCA N0 6NAUBOM PO3GUMKY HOGIMHIX MEXHO1021lL, 4 HOGE NOKOAIHHS, W0 MIAbKU 6UX00UMb HA
PUHOK npaui, 3Myulye KepiHUUmMeo KoMRawii nepezasodamu céoi Kadpoei noaimuxu nio Hoei
GUMO2U NEPCOHAY.

Karouosi caosa: kadpu; ynpaseninus A00CeKUMU pecypcamu; Kaoposa noaimuka.
Taba. 1. Jlim. 16.

Anpuana Ipenunkona, fIna IlInankosa, Poiasdh Kapoau
COBPEMEHHBIE TPEH/IbI KAJITPOBBIX ITOJIUTUK
HNPEAINPUATUUN B CJIOBALKOU PECITYBJIINKE

B cmampve uccaedosanvt enewnue u gHympennue (paxmopol 6AUsiHUL HA KAOPOGYIO0 NOAUMU-
Ky opeanuzauuu (npeonpusimus). Haevixu nepconana u e2o 2ubkocmv MeHAIOMCA No Mepe pa3eu-
mus cospemennvlx mexnoaocuii. Hoeoe nokoaenue, moavko evixodsauiee na poiHoKk mpyoa,
3acmasasem pyKkogoocmeo KOMNAHUI NepecMAmpuéams ceou Kaopogvie noAUMUKU 100 HOBble
mpebosanus nepconaaa.

Karouesvie caoea: kaopul; ynpasienue ueaogeveckumu pecypcamu,; Kaopogas nosumuKa.

Introduction. We are living in the time of constant and complex changes. These
are ongoing changes in the environment in which businesses operate and thus the
requirements to management are also changing in almost every business area. One of
the most important factors affecting the success or failure of an enterprise in a com-
petitive environment is the quality of human capital. Becker (1995) maintains that
human capital cannot be degraded as it drives economic growth. It is the quality of
human capital, especially of young people, that is becoming particularly important
for economic development and growth.

Due to rapidly changing economic and social circumstances in which businesses
have been forced to operate, it has become apparent that the quality of human resources
and their use in determining companies’ strategic plans as well as their implementation
are becoming a critical factor in making enterprises successful (Sikyr, 2014). In the first
place, it is necessary to achieve high level of flexibility in response to changes, and to
adjust to new requirements and circumstances in terms of corporate strategies.
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The 21st century is witnessing advanced innovations and new technologies.
Consequently, there are fundamental changes in the requirements to workforce, its
skills, abilities, and flexibility (Vojtovic and Krajnakova, 2013). At the same time, a
new generation of young people entering the labour market is making employers
change their human resource policies in response to their demands. This new genera-
tion has been raised and educated in the digital era, therefore, their lifestyle and value
system are very different from their parents’. Young people do not want to have a
fixed, single career, instead, they are going to work for multiple employers and be
independent. It means that gifted young individuals are becoming employers them-
selves, thus creating and maintaining a new competitive environment with new and
flexible approaches in management. Apparently, this trend will significantly affect the
labour market in the long run. It can be concluded that highly qualified and skilled
workforce will really become a competitive advantage especially for those providing
working conditions more favourable to employees, whereas not only monetary incen-
tives will play the major role. Blaskova (2009) points out to a correlation between
increasing motivation and raising the quality of workforce.

Experience in international management has revealed that essential factors to
determine whether a company is a high-performance or poor-performance organiza-
tion relate to the corporate management ability to work effectively with human
resources. In addition, it is vital to have the ability to shape human resources in such
a way that their intellectual potential and creativity, can be used to reach corporate
goals (Hitka, 2009). This process entails shaping the workforce, their skills and abili-
ties while employing management tools to achieve and maintain high quality and per-
formance of the entire workforce through effective motivational practices and good
process management. Thus, traditional approaches to management under globaliza-
tion and multicultural processes are obviously becoming ineffective. Human
resources domains and approaches to HR management are the ones that undergo
major changes (Haviernikova, 2013).

Data collection methods. A structured interview was utilized to obtain relevant
data. The data were collected in various enterprises over October to November 2014.
The questionnaire was made up of 28 questions designed to explore external and
internal factors affecting employment.

Structured interviews are one of the social research methods. Interviewer asks
each respondent the same series of questions. Next, he/she records the structured
interview data. In order to provide the most valid results, respondents should be ran-
domly selected. Excel was used to analyse responses. Advantages and disadvantages of
the structured interview are as follows:

- the percentage of completed interviews is usually higher;

- it is difficult to avoid answering;

- the interviewer provides respondents greater comfort and trust;

- asking sensitive questions can be problematic;

- itis a costly research method;

- it is a time-consuming method which often leads to a smaller sample;

- trained interviewers are required;

- interviewers can unintentionally affect respondents’ answers.
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Yet, we decided to apply this accurate social research method since reliability
and validity are maintained in research results.

In the collection data, we applied the most frequently used criteria (Habanik and
Masarova, 2013) to classify enterprises:

1. Enterprises divided by their activity. According to the type of production, man-
ufacturing companies can be classified into enterprises that form the primary sector
of industry (agriculture, forestry, mining, hunting and fishing). The primary sector
involves extraction and harvesting of natural products.

Secondary sector enterprises produce capital goods and consumer goods. In the
broadest sense, the secondary sector involves manufacturing and refining of goods
from the raw materials obtained in the primary sector.

The service sector enterprises include service: transport, banking, insurance etc.
They are labour-intensive. They can be broken down into 4 sectors: primary sector
(primary businesses), secondary sector (processing plants), tertiary sector (service
business), and quaternary sector (services related to creation, processing and trans-
mission of information).

2. Classification of enterprises by their size. In terms of size, there are small enter-
prises (up to 24 employees), medium-sized (up to 500 employees), large enterprises
(more than 500 employees) and microenterprises (up to 10 employees). A small
enterprise refers to a business unit owned by one or more persons with a limited num-
ber of workers, relatively little capital and annual turnover. Advantages of small enter-
prises include their focus on a local market, specific product line, and flexible
responses to changing market demands. Small enterprises have the capacity to use
resources efficiently as well as unique skills and knowledge of their workforce. In
addition, they have a simple organizational structure, personal connections with cus-
tomers, suppliers and employees. Disadvantages of small-sized enterprises include
limited financial resources, lower productivity, high business risks, low competitive-
ness, and high work intensity of both business owner and workforce.

Medium-sized enterprises employ 25—500 employees. They are more stable
than small enterprises, and have more opportunities at both local and national labour
markets. Their advantages include greater availability of funds, higher productivity
and higher levels of formalization.

A large enterprise is defined as having 500 employees or more, high turnover, and
high organizational capital. Advantages of large enterprises include production line
stability, advanced manufacturing processes, advantageous market position within the
competitive environment, and focus on national as well as international markets.
Disadvantages include insufficient flexibility and high costs of enterprise infrastruc-
ture. Large enterprises are capital-intensive organisations with a considerable impact
on the environment. According to the European Commission Directive No. 2003/
361/EC, which came into effect on 1 January 2005, the European Commission defines
microenterprises which employ fewer than 10 persons and whose annual turnover or
balance sheet in total does not exceed 2 min EUR. Small enterprises as defined are
enterprises which employ fewer than 50 persons and whose annual turnover or balance
sheet total does not exceed 10 min EUR. Medium-sized enterprises are defined as
enterprises which employ 50 to 249 persons and whose annual turnover does not
exceed 50 min EUR and or balance sheet total does not exceed 43 min EUR.
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Results. The survey results reveal that employment policies are influenced by
both external and internal factors. The survey results also show that employment poli-
cies are affected by the size of an enterprise and its scope. The current prevailing the-
ories do not point out these differences, and there only a few authors who correlate
the differences in HR management and the environment in which the businesses
operate. It is obvious that the "Best Fit" approach should be applied. The "Best Fit"
approach argues that performance of an enterprise is maximized if its HR policies are
congruent with enterprise’s business strategies. Therefore, a large number of factors
shall be taken into account and analysed when developing employment policies. It is
clear that it is necessary to train first-line managers in personnel administration since
they are primarily engaged in the development of employment policies. New trends
in corporate employment policies might include the following:

- Population engaged actively in the labour market is ageing, therefore, the
issue of sustainable work performance shall be addressed, mainly in relation to
employees' health, physical fitness and disease prevention.

- Regarding the aforementioned, constant attention should be paid to training
and skills development. We agree with the employers who argue that age does not
affect job performance, it is the skills and abilities that play a crucial role.

- Strong emphasis should be placed on employee awareness of enterprise objec-
tives and specific tasks employees are to perform. The awareness is closely linked with
job control.

- The appraisal system should be connected to job control, and unnecessary
bureaucracy should be eliminated. In this manner, greater flexibility in management,
in particular at medium and large enterprises can be achieved.

- Recruiters will make a more frequent use of social media as this is the fasted
and ecasiest way of advertising job openings.

- In selection, however, traditional methods will prevail, such as job interviews
and checking curricula vitae. Particular attention will be paid to obtaining extra infor-
mation about applicants, both formal and informal.

- Flexible work arrangements are not foreseen to be implemented in Slovak
enterprises as they are not commonly used by either employers, or employees.
Therefore, special attention should be paid to flexible work programs.

- Independence and creativity of employees are the most required skills by
employers. In order to develop these skills, decision-making should be leveraged
across the enterprise layers, and delegating and bearing responsibilities for the deci-
sions taken should be implemented.

Recently, employers have argued there is a lack of workforce that would match
labour market requirements. Employees do not only lack expertise but also core skills.
In our survey, we attempted to identify the employees’ skill shortages.

The interviewed employers who totally employ 78,466 employees say that the
employee skill shortages mainly include problem-solving, independence, creativity,
responsibility, and communication. In addition, employees lack the ability to judge,
loyalty, critical thinking, cooperation and the ability to learn. It follows that the prob-
lem is becoming a long-term issue that needs to be addressed, mainly by delivering
core skills training programmes using innovative teaching methods.
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Table 1. Employees’skill shortages, %, own empirical investigation
using the questionnaire survey

Ability to solve problem 42
Independence 35
Creativity 34
Responsibility 30
Communication 28
Ability to judge 19
Loyalty 19
Critical thinking 18
Cooperation 13
Ability to learn 10
Other 5

Karen Cariss, the global CEO of PageUp People, identified 6 key HR develop-
ments that will be crucial for growth and continued success (Cameron, 2015). We list
them in order to be compared with our findings:

- Importance of HR-themed analytics will become more crucial. The use of
these analytics will range from developing people strategies to exploring "what if" sce-
narios.

- Complexities and challenges created by the global economic landscape
require leadership teams to continually re-evaluate their organisation’s strategies.
Not only is HR expected to enter C-suite, but more emphasis on the workforce’s
presence there is also expected.

- Mobile applications are expected to play a more crucial role. Mobile career
sites and applications will be leveraged by organisations to reduce time and cost-to-
hire in an attempt to combat the widening gap between skills availability and business
requirements.

- Implementing new technologies and replacement human labour by them will
continue.

- As organisations and workforces become borderless, the ability to manage
globally and execute locally is becoming increasingly important. The ability to respect
and reward cultural nuances and expectations will remain relevant.

- Social media will become an important tool in recruitment. The usage of
LinkedIn, Facebook, Twitter and other social media platforms for recruitment is set
to intensify, with organisations seeking to keep track of new talent pools.

Bridget Loudon, the co-founder and CEO at Expert360, has predicted the fol-
lowing workplace trends (Tylor, 2015) for 2015:

- Workers are no longer remaining loyal to one employer for decades or their
entire working life. The likelihood is that employees will constantly be on the lookout
for their next job, with networking being a new normality and an ever-present "fear of
missing out" motivating people to be aware of all potential opportunities.

- The new generation entering the labour market, the so called generation Y or
Millennials (born in 1981—-1997) are inspired by the rise of start-ups. They crave for
working for successful companies or running their own companies. A recent study
conducted in Australia revealed that 72% of millennials would like to become their
own bosses or to progress into positions in leadership.
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- Casual Fridays are extending across the working week for many organisations.
Many employees use their attire to express individuality at work. This trend is inspired
by tech giant Google, which is renowned for encouraging informality with casual
work wear, Zen zones and free food for staff — which has led to increased producti-
vity and innovativeness.

- Internships have become crucial for young generation providing them with
their first taste of the ultra-competitive working world. Employers are beginning to
recognise the characteristics unique to young generation: entrepreneurship, risk-tak-
ing and flexibility. Internships have generally been designed to mutually benefit both
parties. It is predicted that by 2020, 40% of the total working population will be mil-
lennials.

- Employees are no longer expected to be at their desk from 9 to 5 every day.
Technological advancements have paved the way for an increase in more flexible
working arrangements. In today’s ever-connected world, a physical workplace is no
longer a necessity for employees to fulfil their duties.

- Successful companies will be using mobile applications and social media to
connect with and hire top candidates.

- Employees will continue striving for work-life balance. It is also predicted that
workers will continue to want to see the value of their work.

- Cultural fit and character are emerging as the top employer considerations
when assessing candidates for a role, with many employers adopting the "hire char-
acter — train skill" approach. Employers are facing the challenge of ensuring there is
an alignment amongst employees on the values and vision of the organisation.

- With corporate loyalty a thing of the past, employers are increasing talent
development opportunities. Although development programs were previously
reserved for those at the top of the corporate pyramid, career development programes,
alongside skill workshops, are becoming increasingly accessible to every level of cor-
porate hierarchy.

- Employers need to ensure they have a dynamic and open work environment,
particularly for millennials and young people who want change. If employers are able
to create a dynamic workplace where people are encouraged to rotate within roles and
have opportunities to work on different projects, it shows employees the organisation
supports them and their goals. Prominent talents will not want to be locked into their
roles for life.

- There will be a rise of freelancing which means more flexible work for more
employers. Technology has been the key driver of this trend by making it casy for
organisations to share the use of talents.

Following our findings and new trends predicted by experts for 2014 and 2015,
we suppose that the most important new trends in employment policies of Slovak
companies in the short run will be the following:

- attention paid to analysing external and internal factors influencing enterpris-
es;

- focusing on developing skills of the existing employees and caring for them;

- creating a dynamic work environment, omitting some elements of corporate
culture, and building and maintaining effective relationships with employees;

- implementing flexible work programs;
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- when looking for talents, focusing on start-ups, and thus profiling the skills of
future employees;

- focusing on team building;

- increasing employee awareness of business goals and committing employees
to achieve them;

- introducing new technologies and new mobile applications to increase
employee performance and creativity;

- recruiting with social media.

Conclusions. The criteria we applied to examine employment policies at enter-
prises are not normally selected and combined. It was found that distinct approaches
to human resources were employed in manufacturing and service enterprises.
Moreover, distinct results were revealed when the size criterion is applied in line with
the EU directive. The selected criteria confirmed that it is impossible to adopt a uni-
versal approach to HR and a number of factors affecting enterprises operations must
be taken into account. In our study, we analysed these factors in terms of internal and
external environment of enterprises.

Internal and external factors have a major impact on HR management. No prob-
lem occurring in an enterprise can be attributed to one single cause or condition.
There are many factors and circumstances, creating a broad and complicated network
of interconnected links and relations between the areas under investigation (Strunz,
2007). Enterprises operate in various forms, and the same applies to personnel man-
agement. While internal conditions directly affect personnel-related activities, exter-
nal conditions are objective, and unlike internal conditions that may be changed to
some extent, external conditions cannot be changed, yet they must be taken into con-
sideration when developing employment policies. Organizational effectiveness hinges
on quality of people at enterprises. It is quality of the workforce and employers’
demands to workforce which influence employment policy development at enterpris-
es (Vojtovic and Krajnakova, 2014).

The survey results show that external conditions influence employment policies
especially at micro-, small and medium-sized enterprises, which amount to 72% in
Slovak Republic. Large enterprises are less affected by the external environment. On
the contrary, when examining internal conditions, it was found that SMEs are more
flexible in terms of adapting to new challenges and trends, but the process of their
adaptation is rather intuitive. At large enterprises, HR activities are difficult to adapt
to new trends mainly for two reasons. Firstly, it can be complicated to rebuild the
established system. Secondly, the management thinking of HR managers working at
large enterprises can be old-fashioned.

Despite the high unemployment rate, Slovak employers say that employees have
skill, ability and social competence shortages. Employers clearly lack independent
and creative employees. On the other hand, some management practices are old-
fashioned, thus not allowing employees develop the competencies required to the
fullest.

Slovakia is a conservative country, in terms of employment too. Regardless the
global employment trends focusing on flexibility (Benach, 2014) and flexible work
arrangements, Slovak employers prefer traditional forms of employment that hinder
the demanded skills to be developed. The most valuable employees who are impor-
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tant to enterprises may therefore leave for foreign competitors. Additionally, Vojtovic
(2013) argues that immigration can significantly affect employment in Slovakia.

When developing employment policies, it is advisable to examine trends in the
value system of young generation (Lyons and Lisa, 2014) — new labour force. Failing
to get adapted to their preferences can bring about major problems for enterprises. It
is often a problem of distinct generations — managers who do not realize how much
new technologies affect the lives of younger generation. They have access to informa-
tion, and the use and processing of this information is the distinctive feature of young
workforce entering labour markets. In addition, young people do not want to spend
as much time at the workplace as their parents do and strive for work-life balance.
Enterprises adapting to this trend, will gain a competitive advantage.

Over-aged workforce is another important factor playing its role in employment.
Aging population is a typical demographic feature in Europe (Koubek, 2013), includ-
ing Slovakia. As mentioned previously, the use of technology and applications have
notably affected employers’ requirements to workforce. Therefore, enhancing skills
of the existing employees and adapting their skills and knowledge to employers’ needs
will become a primary concern.

Next, employee health will also be of significance, therefore it will be necessary
to invest in preventive measures and medical care.

These days bring about much environmental turbulence with changes and com-
plexity associated mainly with external environment. The most striking include, in
particular, terrorist threats, local armed conflicts, natural disasters, various epi-
demics. On the other hand, we have been facing technological progress, lack of quali-
fied workforce due to inflexible system of education and the inability to understand
new trends at labour markets. It is therefore a must to continually analyse the envi-
ronment in which enterprises operate (Ivanova, 2007).

In conclusion, we would like to call attention to the necessity of changing the
structure of HR studies to reflect the current trends, particularly those related to the
newest technologies and labour market globalization.
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