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Abstract

The main aim of this master's thesis is to propose a competency model of an HR
consultant operating in an international recruitment agency. In the first part of the thesis,
the author describes theoretical frameworks and competency models which are focused
primarily on HR professionals. As for the practical part of the thesis, it provides
analyses of a job description of the position, interview with an HR consultant and
questionnaire. The questionnaire was distributed among HR consultants operating in the
recruitment agency. The output of the analyses is a proposal of a competency model
with a description of the competencies. At the end of this thesis, the author suggests a

practical application of the competency model.

Abstrakt

Cilem této diplomové prace je vytvoreni kompetenéniho modelu HR konzultanta
ptusobiciho v mezinarodni persondlni agentufe. V prvni Casti prace se vénuji
terminologické definici pojma a popisu kompeten¢nich modelu, které jsou zaméteny na
HR profesionaly. V praktické ¢asti prace jsem Cerpala z analyzy popisu pracovniho
mista, rozhovoru s HR konzultantem a dotazniku. Dotaznik byl distribuovan mezi HR
konzultanty putsobici ve zkoumané agentufe. Vystupem této analyzy je popis
kompetenci a sestaveny kompetencni model. V zavéru této diplomové prace uvadim,

jakeé jsou praktické moznosti vyuziti kompetenéniho modelu.
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Introduction

The practice of human resource management has been influenced by globalization,
internationalization and the development in the global markets.! An increasingly
divergent workforce and demographic transition have posed challenges for many
organizations around the world.? Consequently, human resource activities have
undergone many changes. In the past decades, HR activities mainly consisted of
administrative tasks as opposed to the current expectations of an HR professional
operating more as a business partner.® The HR profession experienced a shift from
administrative towards an employee focus as it was recognized that an employee is the
most valuable asset of a company. The new challenges brought by a skill shortage,
increased employee mobility, and technological advancement have resulted in an

emphasis on strategic orientation of HR activities.*

In order to handle the evolution of the HR field, competency models aim to simplify the
complexity and change in HR responsibilities.” Competency based models present the
core requirements for effective HR operations.® Generally, it can be stated that scholarly
competency models have been concentrated on companies operating at international
levels. This thesis investigates if the competency models developed in the global
context can be applied to an international recruitment agency based in Brno, Czech

Republic.

! LEMMERGAARD, J. From administrative expert to strategic partner. pp. 182-196.

2 BUDHWAR, P. S. and Y. DEBRAH. Rethinking comparative and cross-national human resource
management research. pp. 497-511.

¥ CONNER, J. and D. ULRICH. Human resource roles: Creating value, not rhetoric. pp. 38-47.

* THILL, K., B. COVARRUBIAS VENEGAS and S. GROBLSCHEGG. HR roles and activities.
Empirical results from the DACH region and implications for a future development of the HR profession.
pp. 98-106.

> CALDWELL, R. HR business partner competency models: re-contextualising effectiveness. pp. 275-
291.

® ULRICH, D. and J. GROCHOWSKI. From shared services to professional services. pp. 136-142.
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Aim of the Thesis, Objectives and Methodology

The scope of this thesis is to study HR competency models developed by academics,
determine if they fit a recruitment agency, and identify vital differences. In order to
fulfil the main aim, the author will study competencies of HR consultants in the
recruitment agency and propose a detailed HR competency model. The research will be
conducted by using logical research methods (analysis, synthesis, description,

comparison) and analytic methods (interview, questionnaire).

Firstly, a qualitative analytic methodology will be employed in the form of thematic
analysis. Following a job description of an HR consultant, an interview with one will be
analysed to identify themes or patterns in the interviewee’s statements. Thematic maps
will be developed in order to help analyse and sort the data. As a result, themes will be
created and described. Secondly, a quantitative research methodology in the form of a
questionnaire will be used to interpret opinions of multiple HR consultants in the
examined company. Lastly, logical research methods will be utilized in order to develop

the competency model of an HR consultant operating in the recruitment agency.

11



1. THEORITICAL BACKGROUND

1.1. Human Resource Management
Armstrong identifies human resource management as a ‘“‘strategic and logical
deliberate approach to managing the most valuable asset in an organization - people
who work in the organization and who individually and collectively contribute to the
achievement of its objectives’. Humans are crucial for an organization, as they set
material, financial, and information resources in motion. A successful functioning of an
organization depends on a degree of interoperability and use of all these sources. It
could be argued that human resources are the greatest asset of an organization. The first
step to achieving success is realizing that managing people in an organization

determines its success.®

The oldest concept of personnel work was rather a passive role of providing
administrative services related to the agenda of employing people. Companies began to
focus on employees as a source of prosperity and competitiveness in the effort to
succeed in the market. Personnel work has specialized in operational management in
order to solve internal problems in an organization. Human resource management is a
new concept of personnel work, as the most important area of management throughout
an organization, and forms the basis for all personnel activities. Man and manpower
have gained the significance in the context of the development of human resource work

from administrative activities to conceptually conceived management activities.®

HR work has key importance for the functioning of an organization and its success in
the market. Defining competencies and a competency model can contribute to the
organization's competitiveness and prosperity. Competency is the basis of competency
model, and therefore in the context of the thesis aim, proposal of a competency model

" ARMSTRONG, M. Rizent lidskych zdrojii: Nejnovéjsi trendy a postupy. p. 21.
8 KOUBEK, J. Persondini prace v malych a stiednich firmdach - 4., aktualizované a doplnéné vydani. p.
13.

9 KOUBEK, J. Persondini prace v malych a stiednich firmdch - 4., aktualizované a doplnéné vydani. pp.
13-15.
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of an HR consultant will be outlined. The author further focuses on the definition of a
competency model in the following chapters.

1.2. What a competency model is
The term ‘competency’ is defined by Shippman et al. as ‘““knowledge, skills and
abilities*°. Furthermore, competencies are classified in two distinctions, specifically

technical and behavioural competencies.**

Mansfield defines a competency model as “a detailed, behaviourally specific
description of the skills and traits that employees need to be effective in a job”*2. There
are three main ways how a competency model can be developed; a single job
competency model, a one-size-fits-all model and a multiple-job model.
1.2.1. Single-job competency model*®

The starting point for creating a single-job competency model is the need of better
selected or more skilled workforce. HR professionals first identify a critical job and
collect data via a resource panel, focus group of managers, or interviews with
incumbents. The data collection may involve interviews with stakeholders and other
reports, interviews or observation of jobholders at work. Secondly, an analytical part is
followed by forming a competency model which usually consists of up to twenty
personal traits. Each skill or trait is thoroughly explained and followed by
recommendations and instructions of effective results. Also, the implementation of the
new model is very likely to bring better results than any other configuration that existed

before.

Single-job competency models might not suit every organization as they do not reflect
the variety of job assignments or personal profiles. Also, the process of a competency

model development usually takes several months and costs a lot of funds. Moreover, the

19 SHIPPMANN, J. et al. The practice of competency modelling. p. 707.

1 CAMPION, M., et al. Doing Competencies Well: Best Practices In Competency Modelling. p. 225-228.
2 MANSFIELD, R. S. Building competency models: Approaches for HR professionals. p. 7.

¥ MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 8-9.
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implementation of such a model is followed by making other HR tools and steps e.g.
additional training, workshops, planning, which requires other costs and time.
Considering the fast changing rate of jobs in every organization, the life time of a
single-job competency model is likely to be two years. Another aspect that can be
perceived as problematic is the compatibility of a single-job competency model with
other models in an organization. For example, it is difficult to systematically connect

competency requirements for one job with requirements for another job.

Despite of the mentioned downsides, single-job competency models carry significant
strength. Competency models contain an import framework and guideline to HR
managers as well as job holders who largely contribute to their creation, and therefore,
feel engaged in the requirements for their fulfilment. For that reason, a single-job
competency model has been chosen to be developed in this thesis.
1.2.2. One-size-fits-all competency model**

A one-size-fits-all model is often used by HR professionals who seek a fast, extensive
and steady solution as the model is used for a wide set of jobs. Firstly, a group of
employees, such as managers for whom the model is intended, is identified. This model
often does not involve any data gathering; instead rather a research is employed.
Professionals responsible for the model creation analyze books and articles on
leadership, business, organizational and HR development and select appropriate
concepts for the model. Also, a common model based on extracts from other individual
models can be used. Then the model is required to be checked by the company’s

management as to see whether it properly fits the organization”s intended direction.

This type of model offers a number of advantages. The competencies defined by a one-
size-fits-all competency model can be applied to a larger number of workers as there is
one set of framework for effective behaviours. Therefore, a one-size-fits-all competency
model can be easily aligned with the organization’s initiatives. In this case, an

assessment process is carried out equally for all targeted jobholders who can be

“ MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 9-10.
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compared with each other. Regarding the time, the model does not have to be updated
so often when a given job is modified, and therefore, costs are relatively modest.

The distinct disadvantages that are experienced in terms of a job specification are that
its structure is very indefinite. In this case, the model can be perceived rather as
espoused values than enacted rules and many may fail to know how to apply the model
to their jobs. Also, a one-size-fits-all competency model does not take into

consideration technical skills and knowledge as it is intended for different kinds of jobs.

1.2.3. Multiple-job competency model*®

Considering pros and cons of the two types of competency models above, a multiple-job
model might seem as an acceptable solution. A company unit usually needs a number of
competency models for different positions from managerial to professional jobs. A
multiple-job competency model is assembled from a common set of building block
competencies. It usually involves twenty to forty competencies. Each competency is
described by using several narrative definitions and ways of how the competency can be
demonstrated.

It is possible to compare workers™ individual requirements with any other job for which
the model has been constructed. A common set of building block competencies is
adequate for a job evaluation, training and development.

For a company that is used to building only single-job competency models might be
quite challenging to construct a multiple-job competency model as it involves some
experience. Due to the wide range of technical competencies, levels of competencies are
focused mostly on non-technical competencies. If necessary, technical skills can be
indicated from an analysis of the key job responsibilities. When creating a technical set
of competencies, it is important to evaluate levels of proficiency that need to be
achieved by identifying a kind of tasks that are connected with it. Without the

appropriate levels of proficiency, individuals are evaluated based on frequency or

> MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 10-12.
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efficiency, which can later cause assessment bias. It is not necessary for the technical
set of competencies to be thorough as it can be completed later on in the process.

However, in this case, the competencies do not illustrate with whom and where they
should be performed unlike in a single-job competency model. In order to customize a
multiple-job competency model, it is necessary to distinguish specific competencies and

behaviours, preferably during a model building session.

1.2.4. Defining levels of competencies®
When defining levels of competencies, the key approach is defined by distinguishing
the range of a competency needed in different jobs. For instance, one job requires a
deep knowledge of engineering, on the other hand, a different job is effectively
conducted with just a little knowledge of engineering. In addition, the appropriate levels
of competencies contribute to a fair assessment of individuals. Otherwise they are

assessed based on the frequency of efficiency of their actions.

As individuals who get on with various jobs are evaluated, the levels of competencies
have to be connected with definitions that can be applied to any job. Therefore, the level
of competencies should posses the same number of names such as not manifested,
evolving, competent, and excellent. Also, the names should be followed by a narrative
description of the given competency level. This can be illustrated by the competency
Customer Orientation, which for the level name Competent contains description

Inconsistent in showing awareness and responsiveness to customer needs.

Generally, constructing levels of competencies can commence while outlining a
competency. Regarding the levels of technical competencies, it would be suitable for
HR specialists to organize meetings with technical professionals and other subject

matter experts to develop appropriate levels.

' MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 12-13.
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1.3. Building a competency model*’

When building a competency model, it is crucial to customize it by using a steady
organizational language and concepts that are emphasised by the organization.
Customizing can be achieved in a three-hour meeting with HR executives and senior

managers who are engaged in the process of creating a competency model.

Ideally, creating competency models should take around a three- or four-month period
of time at reasonable costs. When creating competencies for a new job assignment, it
takes around two days to gather and identify data. As jobs undergo constant changes,
the process of designing competency models should aim at future rather than past needs.
The process of developing as well as the implementation of competency models

involves managers, supervisors and workers for a support.

When drawing up the meeting for a competency model building, the agenda should
contain several items:

1. current and expected changes in the workplace, company, industry etc.

2. major obligations and duties

3. main tasks of job incumbents

4. evaluation factors for each task
5

specific competencies, skills, capabilities, behaviours for each task

1.3.1. Competencies needed for competency models'®
In order to be able to implement a competency model approach, a person should display
certain competencies. Building competency models requires a wide experience in order
to create the structure or framework. Also, a person accountable for the model
development should have strong persuasion skills and personal drive. It is especially
difficult to get various work teams to cooperate and encourage the project.
Comprehension of the organization and its structure is critical for the liability of the

various participants as well as the effective process progression. Furthermore, a person

Y MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 13-14.
¥ MANSFIELD, R. S. Building competency models: Approaches for HR professionals. pp. 14-15.
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responsible is preferred to have a strong goal orientation with a focus on result direction
and quality result achievements.

Conventionally, a person accountable for the competency model building chooses a
team since the responsibility is quite complex. The team should be in charge of a data
examination, preparation of jobs reports, and organization of the employees” sessions.
The team should consist of individuals who are excellent in analytical and systematic
thinking, and also, possess good communication and facilitation skills. As a corollary,
the model building procedure engages a usage of abstract frameworks and connection of
job tasks, performance criteria with the competency fundamentals.

1.4. Historical overview of competency models
In the last thirty years, there has been seen a pattern in the development of competencies
of HR professionals. It can be noted as a shift from an administrative to strategic focus
of HR.™ Due to the fact that theories and frameworks of HR competency models are not
greatly available, the following subchapters are strictly focused on authors who have
dealt with HR competency models and HR roles.

1.4.1. Karen Legge®
One of the authors who started to describe roles and competencies in the HR field was
Karen Legge. She distinguished two roles of HR managers; conformist innovator and
deviant innovator. The first role (conformist innovator) describes an HR professional as
a person who acknowledges company’s goals and adapts his/her methods accordingly.
A conformist innovator not only conforms to his activities but also, innovates his plans
and values to achieve organizational success. The second role, deviant innovator, is
based on the premise that concepts of organizational success need to be challenged and
therefore, he/she may often encounter a resistance from colleagues. However, any new

idea needs to be thoroughly discussed before its implementation.

¥ ULRICH, D. and J. DULEBOHN. Are we there yet? What's next for HR?. p. 188.

% EGGE, K. Power, innovation and problem-solving in personnel management. pp. 69-95.
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1.4.2. Tyson and Fell*
Tyson and Fell introduced three hierarchical models: the clerk of works model, the
contract manager model, the architect model. The clerk of works model portrays an HR
professional as an administrative agent. A personnel manager is displayed as someone
who is not involved in business planning and the company management is fully
accounted for decision making. The main responsibilities of HR professionals are

recruitment and administrative support.

Features attributed to HR professionals in the contract manager model are the capability
to act in favour of the organization management. This model is focused on negotiations
with unions and other regulative organizations in order to fulfil an inclusive policy
system. HR staff are professionals in trade union mediation, every day communication
and problem solving. In this approach, HR personnel act as a substitute to management
of the company.

Finally, the architect model is accounted for HR professionals being able to build an
organization. HR personnel function as a link between employees and managers to
support their integration. The company’s success is ensured through HR strategies,

practices and controls that seek to contribute to corporate aspirations.

Tyson and Fell present their models as emerging from organizational relations and
context. There exist several factors that influence organizational presence and are
reflected in the models - marketing, management, changes and adaptation, trade unions
relations. Their work was later complemented by Kathy Monk who contributed with a

fourth personnel role model concerning contract manager and architect roles.*

2 TYSON, S. and A. FELL. Evaluating the personnel function. pp. 15-30.
22 MONKS, K. Models of Personnel Management: A Means of Understanding the Diversity of Personnel
Practices?. pp. 30-38.
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1.4.3. David Guest®
In his work, David Guest focuses on a competitive advantage deriving from HR
practices. He examined the differences in HRM policies and activities in the UK and
USA in order to prove that fully utilized HRM fit well with business strategies. Also, as
a forerunner, he designed a role model that included dimensions and was structured into

four approaches.

Firstly, Traditional/Conservative strategy reflects the state of HRM in preceding years.
HR responsibilities are centred around an administrative work and cost reduction. With
the evolution of HRM, this approach showed to provide “only” efficient operations and

changes were not undergone for lacks of know-how or resources.

Secondly, the Radical/Conservative approach deals with the presumption that managers
are prerogative and workers dispensable, in the context of plant closures where unions
were founded. Thirdly, the Pluralist/Innovative framework concentrates on a
productivity improvement and change through an active collaboration between
managers and unions. Negotiation is a necessary feature which secures cooperation and

an adaptation of changes.

Finally, the Unitarist/Innovative approach centres around efficiency and talent
management. The approach consists of two strategies, which both work on the premise
that workers and management have the same interests. The first strategy possesses
certain elements of Taylorism®* and focuses on efficiency at work. In this case, a worker
has little initiative; management is responsible for changes. The second strategy deals

with managing talents by taking full advantage of them in the organization.

2 GUEST, D. Human Resource Management and the American Dream. pp. 379-380.
24 Taylorism is based on breaking every part of a production into small and simple steps that can be easily

determined and tutored.
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1.4.4. John Storey®
Another author who developed a model with bi-polar dimensions was John Storey. His
approach is developed on the premise that HR managers should fulfil four roles, which
he defined as the advisers, the change makers, the handmaidens, and the regulators.
The first two roles occupy a crucial position in a strategic development with a direct
intervention within an organization. Whereas the second two roles are assumed to have
a tactical meaning in a company without an active intervention. The model roles are
also regarded as interventionary and non-interventionary, which fully comply with the

strategic and tactical dimensions.

1.4.5. Randall Schuler®®
Randall S. Schuler is a leading scholar in the area of Global and Strategic Human
Resource Management. He is an author and editor of forty-five books. Currently, he
works as a professor at School of Management and Labour Relations at Rutgers
University in New Jersey, USA.?" Schuler has felt like HR is facing a big change, and
therefore, needs to adopt new HR competencies in order to be effective. Schuler
designed six HR roles and assigned them with tasks and activities. His HR roles were
Business Person, Shaper of Change, Consultant to Organization/Partner to Line,
Strategy Formulator and Implementer, Talent Manager, Asset Manager and Cost

Controller.

The Business Person role is matched with a task of a business executive, who is
strongly aware of how HR programs influence the business and is able to communicate
it clearly. Among activities assigned to the business person role are making sure that
business plans are being fulfilled at the very first place. An HR professional has to be
exposed to courses on finance and be active in marketing and planning. An HR
professional should also stay in touch with line management in order to receive up-to-

date information.

> STOREY, J. Developments in the management of human resources : an analytical review. pp. 288-301.
% SCHULER, R. S. Repositioning the Human Resource Function: Transformation or Demise?. pp. 57-58.
2’ RUTGERS SCHOOL OF MANAGEMENT AND LABOR RELATIONS. Profile: Randall S.

Schuler [online]. Available at: http://smlr.rutgers.edu/randallschuler.
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The role of Shaper of Change indicates that an HR professional should be fully in
charge of management of change - from its initiation to execution and a support
throughout the process. The role is connected with arranging meetings, teambuilding
activities, mentoring, conducting a research in order to foster the change process. At the
same time, the responsibility lies with an HR professional’s work outside of the

organization and consultation with other companies.

The third role of Consultant to Organization/Partner to Line portrays an HR
professional as a mentor and advisor on HRM to a director and senior management. An
HR manager is taken for a respected professional who is an effective problem solver. As
an illustration, his/her activities should include a volunteer work taking classes on
negotiating, preparing proposals, coaching, bonding junior and senior personnel, and

networking among internal staff.

The role of Strategy Formulator and Implementer demonstrates the ability of an HR
professional to incorporate planning into HRM and interpret business strategies into
recruitment. In addition, an HR professional should be strategy-oriented and possess a
thorough knowledge of business strategies. With that specialization on strategies, an HR
professional should be able to reproduce and consult the matter with management of a

company.

The role of Talent Manager contains an outstanding anticipation of HR demand in the
future and an appropriate preparation and relevant execution in that matter. Under an
effective talent management is understood a permanent communication with managers
and recruitment agencies, keeping track with the competition, continuous learning and

training in the field.

The tasks of the Asset Manager and Cost Controller role are defined as cost-cutting,
improving productivity and developing pay programs based on productivity of
employees. For that reason, it is necessary to attend classes on finance, educate
themselves in the area of utility and accounting, and cooperate with colleagues from

other departments in the company.
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1.4.6. The HR Competency Model by the SHRM?®
The leading organization in the area of HRM is the Society of Human Resources
(SHRM), which has provided a membership to over 275,000 members in more than 160
countries. Thanks to these numbers, SHRM has been able to complete an extensive

survey and develop a universally applicable HR competency model.

The idea behind the model was in harmony with the SHRM mission, which is a
commitment to fostering and improving the HR profession. The model has been made
with the intention to be practically used by HR professionals across organizations, job
levels or continents. Based on data competed by more than 32,000 HR professionals,

the model can be taken for a distinguished guide for the HR occupation.

The model was conducted by over 100 focus groups across the globe which first
developed a prototype of the HR model based on appropriate professional literature.
Then, they altered, modified and improved the model based on an input from more than
1,200 HR professionals. The model was empirically tested by a content validation study
to verify its accuracy. The study was divided by the career levels, which allowed only
eligible HR professionals to rate the model based on their experience.

The model covers nine competencies (one technical and eight behavioural) with
definitions, associated subcompetencies, behaviours, and proficiency standards. The
subcompetencies can be understood as parts of the main competencies, or as a concrete
demonstration of its traits. Key behaviours, on the other hand, are rather extended
explanations of each competency. They represent behaviours that should be prosecuted
at HR work.

The proficiency standards are job-level specific behaviours because career stages might
differ. There are four career levels described that represent stages of a career path of an
HR professional - from junior (more administrative) with limited expertise to more

senior and managerial (strategic) positions.

%8 SHRM. Content Validation Study of the SHRM Competency Model. pp. 1-35.
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The competencies covered by the model are Relation Management, Ethical Practice,
Business Acumen, Critical Evaluation, Global and Cultural Effectiveness, Leadership
and Navigation, Consultation, Communication, and the last technical competency is HR

Expertise (HR Knowledge) as portrayed in Figure 1 below.

RELATIONSHIP
MANAGEMENT

SHRM

9 covperency JETSER
MODEL

BUSINESS
ACUMEN

GLOBAL
& CULTURAL
EFFECTIVENESS CRITICAL

EVALUATION

Figure 1: The SHRM Competency Model?

HR Expertise (HR Knowledge), the only technical competency among all nice
competencies, is concerned with the knowledge of HRM practices necessary for a
successful HR functioning. It mainly covers a technical knowledge of HR policies,
practices and procedures. The competency is closely connected to the competencies
Business Acumen, Critical Evaluation and Consultation, which ensue from the technical
knowledge. The Human Resource Expertise was rated among the most critical
competencies required in the HR field. Key behaviours were identified as up-to-date
knowledge of laws, legal procedures, regulations, technology and HR practices. In
addition, an HR professional should demonstrate the knowledge of risk, strategic and

workforce management.

% SHRM. Content Validation Study of the SHRM Competency Model. p. 3.
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The HR Expertise competency was rated crucial for all career levels, particularly for the
highest executive levels of the HR career. Presumably, this fact can be attributed to
increasing responsibilities of senior HR executives. This competency is developed
throughout the career progression starting at junior levels and builds up to its major

importance at senior levels.

Relationship Management is articulated as the competency of maintaining and nurturing
relations since the key activity in the HR profession is an interaction with customers.
The collected data showed that key behaviours represent credibility, respect and dignity,
trust, teamwork and straight-forward communication, excellent customer service,
ensuring healthy relationships within the organizations and stakeholders. Presumably,
the competency is expected to develop at junior career levels and unfold at senior career

levels, which were ranked at a highest importance.

The competency Consultation is defined as counselling to stakeholders and is required
at the very start of all career levels. Behaviours and activities associated with the
competency are problem solving, people management, analysis and solution of business
challenges, development of consultation skills, career counselling, and providing
support in general. It is crucial to mention that the importance of the competency

increases in correlation with the career levels.

Leadership and Navigation can be demonstrated in many ways in every career level of
the HR profession. The behavioural activities are defined as respecting culture of the
organization, initiating and maintaining cooperation, fulfilling tasks effectively.
Additionally, in terms of leadership, an HR professional is perceived as a successful
problem solver, agile expert prompt in his activities, supportive of others, resilient in his

initiatives, and promoting consent.

An efficient Communication is crucial at all levels of the HR profession. The
competency covers all forms of communication (telephone, email or spoken), which
should be straightforward and timely by all means. An HR professional ought to be a

good listener with a diplomatic attitude when discrepancies occur. Simultaneously, an
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HR professional should be proactive and considerate in his approach to opinions of

others.

Global and Cultural Effectiveness was proved to be less principal then other
competencies. The competency is defined as the ability to effectively operate in various
global and cultural environments. HR professionals encounter people with different
personalities, inside and outside of the organization, whose opinions have to respect. An
HR professional is expected to be sensitive to cultural differences. Subsequently, an HR
professional understands the importance of cultural/mindset diversity and proposes
openness to it in others. For that reason, it is crucial that an HR professional is a strong,

self-conscious individual willing to learn from others.

Ethical Practice is a competency that should pervade all HR operations. The
competency must be developed upon an entry into the HR profession since it requires a
lot of work with confidential materials. Ethical behaviour must be maintained, protected
and also, supported in others. In this case, an HR professional acts as a role model that
leads by an example and escalates when appropriate. In times of conflicts, an HR

professional provides equal opportunities and fair treatment to all parties.

Critical Evaluation stands for an effective data usage. It comprises of conducting a
research and recognizing its applicability to the business. HR professionals should be
able to analyse information and transfer them to either knowledge or collect them for

further use by the organization.

HR professionals need to evince a certain level of Business Acumen apart from HR
practices. They should understand the organizations direction and principles which
contribute to its success. This includes fostering key business relationships in addition
to an effective advertising of HR. Perhaps, a majority of the competencies defined by
the SHRM competency model require a thorough knowledge at senior executive levels,

although some knowledge is required upon an entry to the HR position.
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1.4.7. Dave Ulrich et al.*
Ulrich et al. answer the question of what makes an effective HR professional. In 1987,
Dave Ulrich, Wayne Brockbank, Del Lake and Arthur Young began a study of
competencies of successful HR professionals. In over the last twenty-five years, they
had done a study every five years to look at what HR professionals need to be, know
and do in order to be successful (Figure 2).

1987 1992
= Total respondents: 10,291 = Total respondents: 4,556
» Business units: 1,200 = Business units: 441

= fssociate raters: 5,664
= HE participants: 1,407

® Associate ratars: 3,805
» HR participants: 761

HR
Delivery

1997 2002
= Total respondents: 3,229 = Total respondents: 7,082
= Business units: 678
» Associate raters: Z 666
» HR participants: G664

= Business units: 632
» Associate ratars: b,890
= HR participants: 1,152

HR
Delivery

Figure 2: Historical Overview of the HR competency models*

% ULRICH, D. et al. The State of the HR Profession. pp. 1-6.
81 ULRICH, D. et al. The State of the HR Profession. p. 13.
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1.47.1. HR competency model by Dave Ulrich et al. in 2007
In 2007, Ulrich et al. they found a six set of skills of a successful HR professional that is
aligned around people and business (Figure 3). They created six competencies. Credible
activist that needs to build credibility. Business ally that needs to connect with the
business. Strategy architect that needs to be able to frame and build strategy.
Operational executor that needs to make sure that an operation side gets done well.
Talent manager/organisation designer who is a human resource developer and manages

the human resource systems. Culture and change steward that manages the culture.
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Figure 3: The HR competency model in 2007

1.4.7.2. HR competency model by Dave Ulrich et al. in 2012%
In the past few years, many changes occurred in the world we live in. Organizations are
more global and competitive, the cycle time for changes is increasing, and we have to
build individual and organizational success.** In 2012, Ulrich et al. were able to study
the revolution of the skill set of HR professionals. With the facilitation of partners

around the world, Ulrich et al. collected data from over twenty thousand people. They

% ULRICH, D. et al. The State of the HR Profession. p. 13.
%3 ULRICH, D. et al. HR talent and the new HR competencies. pp. 217-220.
% REEVES, M. and M. DEIMLER. Adaptability: The New Competitive Advantage. p. 136.
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began to ask both HR professionals and line managers what makes a successful HR
professional in the changing and evolving world. They found six competencies that are
different from their model in 2007 (Figure 4).

At the middle is an HR professional who still needs to be a credible activist. This is an
individual who takes care of themselves; he or she is credible, trustworthy and
dependable. Also, they are activists; they have a point of view not only about
themselves but about the business and its operations. Moreover, Ulrich et al. found that
an HR professional needs to be a strategic positioner. HR professionals today have to
be able to position the business that they work in outside of the social, economic, and
demographic context. Ulrich et al. figured that there are four critical factors inside the
organisation that HR professionals have to manage. An HR professional has to be a
capability builder; presumably someone who integrates HR practices into a set of
capabilities. They have to be a change champion, who manages change and makes it
happen as the world changes. They also have to be an HR innovator and integrator,
which means doing new and creative activities in HR. Lastly, they need to be a

technology proponent.

Cgpgbi“ry

uillaer

Change Technolo
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Figure 4: The HR competency model in 2012%

% ULRICH, D. et al. HR talent and the new HR competencies. p. 218.
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1.4.7.3. Comparing HR competency models in 2007 and 2012%
Regarding the evolution between the two models, some things remained the same. In
2007, Ulrich et al. pointed out that HR professionals need to be credible activists, which
continued in the 2012 model. They still needed to be credible activists but with a point
of view about how the business succeeds and operates. It is not enough to build trust; it
Is a trust with a perspective. Ulrich et al. also found that knowing the business and
strategy architect became one as a strategic positioner. In 2007 model, HR
professionals needed to know finance, marketing, strategy, and the basics of business.
Instead of being architects of strategy or co-architects, HR professionals had to be able
to position the business in the markets and economies in which they serve. In 2007
model, Ulrich et al. found that if HR did not know the business link to strategy that
would most likely become a problem. HR professionals have to take the knowledge of
strategy and position their company to be successful. In the 2012 model, HR has to
fulfil two specific tasks. Firstly, it means to innovate in stuffing, training, development
and look at the next generation. Secondly, it means to integrate as HR is around people,
performance, communication, organisation and also, around leadership. Consequently,

leadership becomes the integrator that allows other things to happen.

Operational efficiency is now a technology proponent. Technology consists of three
levels. One level of technology is getting the basics done well and doing HR more
efficiently. HR is getting outsourced; it is being done through technology.®” Another
source of technology proficiency is sharing information. We suddenly live in an
information rich world, but ultimately technology is a proficient lever in building
connections on social media and connecting with customers and employees.
Furthermore, a change has become so critical that HR has to manage it through

technology. There are two parts; initiating change and sustaining change.

% ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
65-72.

% FORBES. Top 5 Reasons HR Is On The Move [online]. Available at:
http://www.forbes.com/sites/meghanbiro/2013/12/01/top-5-reasons-hr-is-on-the-move/#65e7093c63b8.
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Regarding the culture, it has also become a part of the competency model as a
capability builder. Everything in HR gets integrated around what the organisation is
known for and good at doing. HR cannot be just an isolated set of practices; it has to be
integrated. The set of skills in 2012 model (Figure 4) shows an effective HR
professional. However, it also determines how the business is effective. Business
effectiveness it not just about being a credible activist, it is also about strategic
positioning. HR from the outside is called the positing of a company in a market place
in which the company works. Also, it is crucial to build HR in a unified set of
capabilities - innovation and integration especially around leadership, collaboration,
service, mastering, initiating and sustaining change, creation of technological
proficiency. The following subchapters deal with concrete competencies in the 2012

model in detail.

1.4.7.3.1.  Strategic Positioner®

The basic strategy of strategic positioning is looking outside the organization and
bringing ‘the outside in’. An HR professional has to be concerned with skills that can
position a company to win. HR professionals that are going forward, are the ones able to
position their business in markets to succeed. The data shows that it is a critical HR
competency. Regarding ‘the outside in’ approach, a couple of factors derive from the
study by Ulrich et al. Firstly, it explains about 17 percent of how successful an HR
professional is. It is equal to the other six competencies in the model, except credible
activist, which is the most crucial role with 22 percent. Secondly, it explains about 15
percent of how successful a business is and therefore, a business success comes from
being a strategic positioner. Concerning strategic positioning, there are three aspects
that need to be mastered by an HR professional:

1. Interpreting global context. For instance, an HR professional needs to
understand the context under which they work - social, technological,
economical, political, demographic, trends. An HR professional should be aware
of and in tune to the outside setting in which they work. Furthermore, an HR

professional should understand the stakeholders with whom they work.

% ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
79-100.
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Those HR professionals who are able to do that, position the HR work in the settings in
which they live. For an instance, a European company MOL recognized that the context
in which they worked had fewer and fewer employees who were engineers. The reason
behind was that less people were taking less engineering classes at school. MOL began
to invest heavily in high schools and universities in Eastern Europe in engineering
degrees. As a result, there are more engineers who work in MOL because they managed
that context. >
2. Decoding customer expectations. HR professionals need to know who their
customers are, what they expect, and how to serve them well. For a company, it
is critical to serve and employ so that a customer is always positively influenced.
There exists a strong correlation between employees' attitude and commitment
and customers' attitude.*® Specifically, it can be illustrated on a training for
employees who can actively participate, help to design and present it.
3. Co-crafting a strategic agenda in a company. As architects, HR professionals co-
create a strategy with the leaders of a company. In fact, HR professionals should
bring the outside strategy into a set of HR practices. When co-crafting the

strategy, HR professionals should be seen as effective.

1.4.7.32.  Credible Activist*
HR professionals anywhere in the world have to be credible activists as it makes them
seen as effective and successful. When there exists a relationship of trust with business
leaders who respect HR professionals, as a result the business performance is driven. In
fact, out of the six factors the credible activist role explains 22 percent of HR success.
The other five factors are all equal in about 17 percent. HR professionals have to be
credible in relations of trust and activists, which means having a strong point of view.

Ulrich et al. argue that there are four factors in becoming credible activists:

¥ TAFRA-VLAHOVIC, M. Business Impact in the Education Sector: The Case of Oil & Gas Company
MOL. pp. 45-61.

“O HESKETT, J. L. et al. The value profit chain : treat employees like customers and customers like
employees. pp. 34-50.

* ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
101-121.
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Being credible by earning trust. A person earns trust by doing what they say they
will do. Credibility derives from meeting commitments and doing what we say
we are going to do, building trust in work that we do, working with integrity,
ethics, and doing what we are asked.*

Influencing and relating to others. HR professionals with an attitude influence,
push back not only HR but also on business, have a point of view, make
themselves known about what the business should be doing to be successful.
Improvements through self awareness. To be effective, HR professionals need to
be aware of their strengths and weaknesses, or things which they are good at or
not so good at. Knowing what we are good at is the key for complementing with
others.

Shaping the profession. As activists, HR professionals are proud of what they do
and what they are. To be credible activists, HR professionals need to be
concerned with and dedicated to development of the HR profession.

1.4.7.3.3.  Capability Builder®®

Often in HR, the focus is on individuals and their talents. In this role, talent has to come

with team work and it is crucial to make the whole team better than its individual parts.

The examples given by Ulrich et al. are connected with sports and teams. The supreme

player is playing only 20 percent of the time and therefore the team is more important

than the individual. Capability building is when the whole is made greater than the

parts. The capacity of building capabilities has an impact on how well an HR

professional is perceived (about 17 percent). But it has an impact of about 19 percent if

an HR professional is driving business performance. Consequently, managing the

capability set is critical. An organization is not a structure, but is a capability.**

*2 COVEY, M.R. and R.R. MERRILL. The speed of trust: the one thing that changes everything. pp 41-

58.

* ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
123-142.
* SMALLWOOD, N. and D. ULRICH. Capitalizing on Capabilities. pp. 119-127.
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A capability represents something that an organization is known for or good at, e.g.
Apple is known for innovation, Wal-Mart is known for low costs. Every organization
begins to define and create a set of capabilities as it is an identity of a company. When
HR professionals follow their capabilities they tend to be successful. There are three
aspects that a capability builder has to be able to do:

1. Capitalizing organizational capabilities, defining what capabilities might exist
and doing a capability audit. A capability audit is simply defining whether an
organization has capabilities that customers and business leaders expect. Then
they need to be capitalized and prioritized which ones are important.

2. Making an alignment strategy, capability and action. There has to be a strategy
for a company to follow. There have to be capabilities established for a
company’s success. Also, there have to actions taken in terms of HR practices,
leadership behaviours, and ultimately, achieved results. Inevitably, HR
professionals are the architects and the innovators.

3. Creating a meaningful working environment. The work around employee
engagement and positive psychology, meaning and purpose at work begins to be
a very critical capability. It deals with things like work life balance, helping
employees find meaning in their work and being positive.

According to studies by McKinsey Consulting Firm, one of the top issues for companies
around the world is the establishment of an organizational set of capabilities that
outlasts and outperforms individual talent.* In other words, in order to be a successful
and effective HR professional, it is crucial to be able to focus on capabilities -
capitalize, define, audit, align them and then build meaning into an organization. In
order to drive a business success for an organization, HR professionals have to follow

the given set of capabilities.

* MCKINSEY & COMPANY. The State of Human Capital 2012: False Summit. pp. 8-42.
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1.4.7.34.  Change Champion®
The need for a change is greater than ever, the pace in the world we live in is enormous
e.g. Arab spring, global economic crisis, influx of technology, cloud computing,
Facebook as a third largest country in the world etc.*’ The change is dramatic and huge.
HR professionals can become champions in managing the change by:

1. Excellence in initiating the change. Under the competency can be understood
helping an organization to build the case for change, understand the reason for
change and to know what is the organization changing into. The initiation of
change is the ability to get people started, engaged and felt responsible. It is
critical to initiate and get over the momentum as a company changes.

2. Sustaining the change. Sustaining the change means having the capacity to last
and endure over time. We have to make sure that the change we initiated has

resources and capacity and the ability to sustain.

Those HR individuals who are seen as effective are especially good at initiating the
change. An HR professional can be seen as capable in initiating the change and helping
to build the case for change. However, those HR individuals who are effectively using
HR to drive business results are especially good at sustaining the change as it gives
results. As highlighted by Ulrich and Smallwood, the next step in leadership is called
leadership sustainability. Sustainability is about how to change and the job of HR is to

help leaders and their organizations to sustain the change.®

1.4.7.35.  HR Innovator and Integrator®
HR professionals need to be innovators and integrators as there are some unique skills

and knowledge that they need to posses. There are certain practice areas that HR

* ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
143-166.

" MCKINSEY & COMPANY. The four global forces breaking all the trends [online]. Available at:
http://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/the-four-
global-forces-breaking-all-the-trends.

* ULRICH, D. and N. SMALLWOOD. Leadership Sustainability. pp. 3-4.

* ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
167-189.
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individuals need to understand and master e.g. workforce planning, managing people,
compensation and appraisal systems, organization culture and leadership. Innovation
and integration is the place where leadership has to be apparent the most. Leadership
supports talent, drives performance, accountability and communication in an
organization, which is the picture of the effective HR integration. There are five things
that successful HR individuals should know and do:

1. Ensuring today’s and tomorrow’s talent. HR professionals should build talent for the
future and look at what the talent looks like as the business goes forward. This can
be illustrated on defining future requirements and changes that might occur in the
future. And only after then, any expectations of future employees can be rated
against the set of criteria.

2. Developing talent today. HR professionals should cultivate talent in the current
moment in the global talent management process by delivering training and work
experiences. HR professionals should focus on today’s talent and how it can be
moved.

3. Driving performance. Performance is a key factor in reward and appraisal systems,
compensation and culture within the company. HR and the performance mechanism
have to be connected.

4. Shaping the organization and communication systems. This idea is organized around
building work organization and doing the right structure with rules and routines.

5. Leadership as a brand. Traditionally, HR professionals worked on developing talent,
reward systems, driving organization performance and communication. However, in
the new research was found that it all has to be integrated around leadership.*
Therefore, it is important to build leadership as a unique and defined skill set as it is

a critical part of the HR innovation and integration role.

1.4.7.36.  Technology Proponent®
In the last ten years, technology has dominated the world. We now have access to

internet computing, cloud, etc. People now connect through technology in dramatic and

0 ULRICH, D. et al. HR talent and the new HR competencies. p. 217-222.
L. ULRICH, D. et al. HR from the Outside In: Six Competencies for the Future of Human Resources. pp.
192-208.
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different ways. Work used to be face-to-face, now it is about connecting through

technology and HR is a part of it. World of work has changed dramatically.>?

Based on the findings from Ulrich et al., this competency has been seen as the least

important for an HR professional to be seen as effective. On the other hand, it has been

seen as the most essential for driving organization results and effective business. It can

be argued that HR professionals should focus on:

1.

HR operations. The critical day-to-day operational work of HR has to be done
brilliantly and flawlessly throught technology. If HR individuals are not capable of
managing the basics of HR efficiently, they often lose credibility. The basic HR
operations (compensation, staffing, training, etc.) today have been done thought
technology. An operational excellence is needed for the basics of HR.

Connecting people through HR. HR individuals do not need to come to an office to
see employees who work together since technology can connect people. HR
professionals should be perceptive about the fact that some employees might work
from home or work different hours. HR systems should allow those processes to
work well.

Investment in social media. Social media reveal that technology can create work as
a social setting. Also, social media can be used to upgrade HR practices e.g.
Facebook and LinkedIn are used as a hiring tool. Moreover, social media can be
used for connecting with people around the world to share knowledge and

information.

The basic operations in HR can be conducted professionally through the technology and

systems. People can connect without being face-to-face and use social media to

succeed. Despite of the fact that technology is everywhere, HR professionals still need

to help people to connect with each other emotionally and socially.

2 FINANCIAL TIMES. The human cloud: A new world of work [online]. Available at:
https://next.ft.com/content/adb6el3e-675e-11e5-97d0-1456a776a4f5#axzz3y X CqABDJ.
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1.4.7.4. HR competency model by Dave Ulrich et al. in 2016
In 2015, Ulrich et al introduced their newest concrete council as to what an HR
professional should know and do. They created questionnaires with one hundred and
eighty items and asked around thirty thousand participants from HR and non HR field.
They discovered nine domains of successful HR as to oppose six domains described in
the 2007 and 2012 HR competency models.

Figure 5 illustrates the HR competency model by Ulrich et al. From the left in blue is
strategic positioner. The challenge of a business is very simple; it is to figure out where
the business is going strategically. On the right hand side is credible activist, which
represents turning the business strategy into a set of actions. The challenge of HR deals
with how to turn strategy into individual actions. In between is paradox navigator,
which demonstrates management and navigation paradox. A paradox means that there is
a tension between the strategy (where the business is going) and an individual (what HR
professionals do). There are many paradoxes in HR and it is a job of an HR professional

to manage the tensions.

Moreover, Figure 5 displays organization enablers and delivery enablers. Up at the top
are in green enablers which symbolize where HR enable the strategy to happen. Culture
and change champion manages change in culture. Human capital curator means to care
for within the HR professional's function. Also, total rewards steward manages the
necessity of total rewards. These three enablers are strategic in terms of turning strategy

into personal actions.

Down at the bottom is the foundation, transformation and every day job. Compliance
manager is connected with every day issues that occur in an office. With managing
analysis, designing and interpreting data to make decisions is connected analytics
designer and interpreter. Technology and media integrator is concerned with managing

social media and technology.

53 THE RBL GROUP. Human Resource Competency Study [online]. Available at: http://hrcs.rbl.net/.
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Overall, there are nine domains in the framework - from strategy to personal actions
through paradox. There are three strategic enablers around culture and change, human
capital and the management of total rewards. Also, there are three foundational basics
around compliance and getting the day work done well, designing and interpreting
analytics, integrating technology. All together it creates a competency picture of what

HR should look like going forward.

Human
S on Capital
Organization Culture Curator Total
Enablers and Change Rewards
Champion Steward

Core Strategic Paradox
Competencies Positioner Navigator

s Compliance
Delivery Manager

Enablers Integrator

Analytics
Designer and
Interpreter

Figure 5: The HR competency model in 2016

1.4.8. Barbara Covarrubias Venegas™
Venegas and Thill, both researchers from FHWien University of Applied Sciences of
WKW in Vienna, conducted several researches in the area of competencies of HR
managers. Venegas's research interests focus, among others topics, on age diversity and
its effect on organizations, International Human Management and Intercultural
Management. She also directs the research and teaching team HR Progress and

examines HR competency models in an international comparison.

* THE RBL GROUP. Human Resource Competency Study [online]. Available at: http:/hrcs.rbl.net/.
* NEUKURS. Mag.. Barbara Covarrubias [online]. Available at: http://neukurs.com/experten/12.
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1.48.1. HR competencies in the DACH region®®
Venegas and Thill are professionals in the field of the HR profession and HR roles in an
international context. Together, they have studied the development of HR competencies
in Bosnia-Herzegovina, Croatia, Slovenia, and the DACH region. Venegas and Thill
were concerned with HR activities, resources and their allocation to HR positions, and
differences in the focus of HR roles within the DACH Region. The survey covered 204
participants from mostly large companies. In addition, a majority of the respondents

were HR directors.

Their survey was based on the HR roles characteristics by Dave Ulrich®> and confirmed
that there was a major change in the context of HR activities. In the three countries,
Germany, Austria, and Switzerland, the roles of employee champion and strategic
partner were proved to have an increasing tendency. However, the evolution from
administrative expert to strategic partner has not yet been finished. In general, the
increase in competencies of HR professionals have been the most crucial motive for the
evolution. Despite of this fact, HR positions are not perceived as managerial in Austria
and Germany. In order to support the evolution of the HR profession, it is advised to
invigorate the managerial HR roles.

The roles of strategic partner, change agent, administrative expert are in correlation
with HR roles in the region. Strategic partner and change agent are clearly separate
roles. The first two roles (administrative expert, employee champion) are still more

frequent. The change regarding strategic positions is evident in Figure 6.

*® THILL, K., B. COVARRUBIAS VENEGAS and S. GROBLSCHEGG. HR roles and activities.
Empirical results from the DACH region and implications for a future development of the HR profession.
pp. 97-106.

> In 1997, Ulrich developed an HR competency model that offered a clear depiction with two axes
strategic/operational (day-to-day) focus and processes/people and four HR activities (strategic partner,

change agent, administrative expert, employee champion).
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Figure 6: Development of HR roles in the DACH region®®

Apart from the correlation of the HR roles, there were extracted other factors from the
study, too. The role of strategic partner was detected to have two incorporated items.
First, an HR professional actively participates on a development of a company strategy.
Second, an HR professional is responsible for the harmony between an HR strategy and
a business strategy. Regarding the administrative expert role, companies use two types
of technical systems, which are either administrated by employees (partly) or by

managers. The two separate factors represent technological essentials of HR activities.

Generally, the results concerning the HR roles in the DACH region resemble in all three
countries. Figure 6 demonstrates the evolution of HR roles over the time. In 2014, the
emphasis was laid on the employee champion role. There is a palpable shift from an
administrative expert towards strategic partner on the time scale of five years. The
respondents of the survey clearly estimated the evolution of the HR roles in future as
seen in Figure 6. Over all, the findings from the study by Thill and Venegas show
reciprocity in all three countries. The HR roles based on the HR model by Dave Ulrich
mirror HR activities in the DACH region.

¥ THILL, K., B. COVARRUBIAS VENEGAS and S. GROBLSCHEGG. HR roles and activities.
Empirical results from the DACH region and implications for a future development of the HR profession.
p. 104.
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1.48.2. HR Competencies in BCSS™
Venegas and Groblschegg conducted a research in the countries of Austria, Bosnia and
Herzegovina, Croatia, Serbia and Slovenia. The purpose of the study was to test
whether the HR role model by Dave Ulrich from 2012%° corresponds to the region’s

characteristics and whether there exist any differences among the countries.

The countries in South Europe have been connected through mutual history, economic
situation, location, and others. Among current problems occurring in the countries,
which stand in the way of HR evolution, are a weak financial situation, out-of-date
technology, a specific market focus, and an outsider position of HR departments. Due to
the past socialistic regime, which did not support strategic control, strategic HRM has
not been developed to a high level. However, MNCs in the country put a big stress on

its importance as specific skills and competencies are required in HR.

The study incorporated a questionnaire by Dave Ulrich.®* Then a factor analysis was
involved to extract information about quantity and also, similarities and abnormalities
among the factors. Furthermore, in order to perform more feasible analysis the factors
were rotated and calculated for all data in the five countries. The questionnaire needed
to be translated into mother languages in the countries. Also, the questionnaire was
discussed and amended according to advice on cultural specifics from experts in the

participating countries.

The investigated sample consisted of almost four hundred questionnaires from mainly
large and medium companies in Bosnia Herzegovina, Croatia, Serbia, Slovenia, and
Austria for comparison. The questionnaire contained self-evaluated questions with a

rating scheme and was answered only by HR professionals.

*) COVARRUBIAS VENEGAS, B. and S. GROBLSCHEGG. Is HR in State of Transition? An
International Study on the Development of HR Competencies. pp. 1-16.

% See chapter 1.4.7.2.

61 CONNER, J. and D. ULRICH. Human resource roles: Creating value, not rhetoric. pp. 45-47.

42



In general, the study results correspond to the HR competency model 2012 by Dave
Ulrich. Among the most frequent HR model competencies were evaluated HR innovator
and integrator, technology proponent, strategic positioner, and credible activist. On the
other hand, a capability builder was not sufficiently supported by the factor analysis.
Considering the individual countries, different results were recorded according to its

specifics.

In Bosnhia and Herzegovina, the HR competencies with highest scores were the roles of
strategic positioner and change champion. It is important to mention that two HR roles
could be eliminated since four roles were defined as consolidated into two by the
analysis - credible activist together with change champion and HR innovator and

integrator with capability builder.

In Croatia, the HR role of credible activist was defined as the one with the highest
scores, followed by a strategic positioner and change champion. Considering the
correlation between all the competencies, the mutual interaction was calculated to be
very strong. Therefore, the results can be interpreted in the way that the six HR roles

are equally demonstrated by the participants in Croatia.

The data extracted from Serbian companies demonstrated highest scores in the roles of
credible activist and change champion. The correlations between the HR roles suggest
that the HR competencies together are not valid for all individual participants.

From the Slovenian data, the highest scores were rated the roles of credible activist and
strategic positioner. Regarding correlation between the roles, the study in Slovenia

suggests that HR professionals possess competencies that are strongly linked together.

The results also reflect the number of employees in relation to HR personnel, which
appeared to be the highest in Serbia, probably due to the presence of mostly large
companies. Croatia results evince the highest number of male HR personnel in charge
as opposed to Bosnia and Herzegovina where the number rounds to fifty-fifty ratio.
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Similarly to the study in the DACH region, the assumption that the importance of the
administrative expert role has decreased over the years. The participating HR
professionals reported the HR role of employee champion to be the key as of today. The

strategic partner role was predicted to rise in terms of the HR focus.

1.4.8.3. HR Progress®
HR Progress project aims to develop an internationally applicable HR competency
model. The project has been funded by the City of Vienna for the period of 1/2014 -
12/2016. The main objective is to analyze and test the holistic model with the support of
the teaching team from four universities - FHWien der WKW, Janos Selye University,

Brno University of Technology, and Szent Istvan University.®®

The project plan has been spread to six phases. Firstly, an HR competency model was
developed based on the current theoretical research. Secondly, an international
qualitative pilot study was launched to test the HR competency model. Thirdly, the
model was completed. Fourthly, a quantitative questionnaire was developed for surveys
in the countries of Austria, Czech Republic, Slovakia, and Hungary. Then, a
guantitative study was conducted in the four countries. Finally, in order for the model to

be feasible, a questionnaire for the evaluation of HR competencies has been distributed.

However, the model has not yet been finished and is in a progress of validation by a
quantitative study in Austria, Slovakia, Hungary and the Czech Republic. The draft of
the model is illustrated in Figure 8. The model is divided into two parts which deals

with technical and behavioural HR competencies.

62 VENEGAS, B. and K. THILL. Towards a New Competency Model for HRM: The Art of Competency
Modelling - A New Approach for HRM. pp. 617-618.

%3 Together with the research and teaching team members Mag.a Barbara Covarrubias Venegas, Dipl.-
Sozw.in Katharina Thill, Prof. Dr. Jézsef Podr, doc. Ing. Zdetika Kone¢nd, Ph.D., doc. PhDr. Martina
Rasticova, Ph.D., were also present students of Master's studies of Brno University of Technology. The
author of this thesis took part in an administrative complementation of the qualitative studies, which were
performed in the form of interviews with HR professionals. Moreover, the author participated on the

completion of the HR Progress competency model in March 2015 in Vienna.
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Figure 8: First Draft of the HR competency model by HR Progress®

% VENEGAS, B. and K. THILL. Towards a New Competency Model for HRM: The Art of Competency
Modelling - A New Approach for HRM. p. 617.
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2. ANALYTICAL PART

2.1. Research objectives and methodology
The research was conducted by using a mix of analytic methods. Firstly, qualitative
analytic method was performed in the form of thematic analysis. A job description of an
HR consultant was described. Then, an interview with an HR consultant was analysed
in search for themes or patterns in statements of the HR consultant. Thematic maps
were developed in order to help analyse and sort out the data.®® As a result, themes were
created and described in chapter 2.4 and subsequent chapters. Secondly, quantitative
research method in the form of a questionnaire was used to interpret opinions of HR

consultants in the examined company.

2.2. About the recruitment agency
This chapter deals with a profile and activities of the investigated recruitment agency.
All the information presented in this chapter are drawn from internal materials of the
agency, their website, and from an interview with the HR consultant in Brno. The
staffing agency wishes to remain anonymous, and therefore the designation XY will be

used.

The agency has experience in projects for manufacturing companies, financial
institutions, retail and pharmacy companies in the Czech Republic and other seven
European countries. They offer turnkey solutions directly corresponding to the
requirements and needs of clients, individual approach and a wide range of experience
in human resources management. Among the companies, who cooperate with the
agency, are the ones that need a change in an organizational structure, management, or
are going through a business downturn. It was established in 1982 and has consultants
working in 14 offices around the Czech Republic since 1994. The company is operated

from its headquarters in Western Europe.

The recruitment agency XY is a reliable and leading advisory firm in the field of human

resources management. Their long-term and permanent objective is to provide quality

% BRAUN, V. and V. CLARKE. Using thematic analysis in psychology. pp. 77-97.
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services that will fully satisfy a wide range of customers with an emphasis on service
quality. The company is confident that ethical and honest behaviour is the basis of good
relations within and outside of the company. The company's intentions are quality
policy and building a corporate culture in the spirit of openness, fairness and fair play.
Therefore, it is the task of each worker to perform his/her job in perfect quality and
follow the principles of professional conduct.

2.2.1. Services
The recruitment agency XY offers an effective solution in terms of recruitment, whether
it is a single search or multiple employee recruitment for private and public sectors. The
company specialization are temporary assignments as well as long-term assignments.
The agency also prepares customized solutions and completes outsourcing service by
providing recruitment management of the whole HR process. They are among the
leading providers of outplacement services, counselling or selecting employees through

assessment centres, and consulting services in human resource management.

The agency XY issues a journal for candidates and stakeholders on a regular basis. The
contents of the journal provides information about research on the labour market, which
is conducted by the agency XY. The research is concerned with all sorts of topics, e.g.
overview of graduate starting wages, level of wages based on a profession, etc. The
journal also contributes with tips and tricks on how to write a CV and cover letter, how
to properly dress for a job interview, how to prepare for assessment centres, and informs

about the importance of social media such as LinkedIn.

The web pages of the agency XY offers the opportunity to establish own personal
account so called “agent online’. With the account, a candidate can highlight and reply
to preferred advertised positions without the necessity to upload their CV every time
they apply. The agent online allows sending emails to candidates with new positions
from a preferred field. Furthermore, the web pages enable online language testing for

free in case that a candidate is not sure about his/her proficiency level.
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2.3. Job description of the position
The position of an HR consultant advertised on web pages of the agency XY is
presented as multifarious. An HR consultant should be the type of a person who seeks
challenges to improve and educate themselves and prefers a dynamic work

environment.

The job description of an HR consultant is concerned with developing business
relationships with clients. Communication with key clients of the branch, cooperation
on the basis of long-term partnerships, and acquisition of new clients are the main
responsibilities of an HR consultant. An HR consultant is also responsible for the
overall recruitment process - from advertising vacant positions, through selection of
resumes to interviewing and presentation of candidates to clients. An HR consultant of
the agency XY processes employment contracts and administrative paperwork related to
the employment of candidates. Similarly, an HR consultant provides advice on labour

law and payroll or tax issues.

2.3.1. Job requirements
The position of an HR consultant in the recruitment agency XY is quite different from
typical work of HR professionals and therefore, requires different competencies. An HR
consultant does not deal with heavy administration such as preparing contract
documents and amendments to medical examinations. He/she does not process
attendance data for payroll at the beginning of the month. The position is more focused

on communication and relations with clients or customers.

Competencies required for the position of an HR consultant are an interest in HR and
relevant work experience from the HR field or business. An advanced knowledge of
English is a necessity because an HR consultant deals with international clients and the
agency XY management. For the success in the work of an HR consultant are key both
autonomy at work and teamwork approach. As mentioned in the previous paragraph, an
HR consultant needs to have strong communication and negotiation skills and convey

business enthusiasm. The ability to multitask is crucial because HR consultants have to
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sometimes do ten things at once. An HR consultant should be open, proactive and able

to work in a dynamic, rapidly changing environment.

2.4. Interview with an HR consultant
For the analytical part of the thesis, an interview was conducted with an HR consultant
from the recruitment agency XY in Brno. The interview was carried out on June 15™,
2016 and its full transcript is attached in Appendices. In order to maintain anonymity of
the consultant, her name is not stated in this thesis. All the information in the following
subchapters are based on the interview and are complemented by direct citations. The
interview was evaluated by thematic analysis and is divided into chapters which are

related.

2.4.1. Profile of the HR consultant
The interviewee is an experienced senior team leader and senior HR consultant. She has
been working in the HR field for over eight years. Currently, the consultant has been
employed in the agency XY for more than one year and is responsible for a complex
professional recruitment in the IT field. In addition, the consultant has an experience in
coaching and strategy goals setting. Based on the interview, the consultant seems easy-
going and very likeable. Coaching is her hobby and she often performs coaching
techniques at her work. The consultant has spent several months in the United
Kingdom, which broadened her horizons and brought an international experience. She
acknowledges that her communication skills are exceptional and her competencies have

been enhanced while working in the agency XY.

Regarding her opinion on an employee performance assessment, she mentioned that the
evaluation in the agency XY is mainly based on financial results. She would prefer a
bigger focus on competency evaluation as the assessment does not take into account
other circumstances. Her work meets the conditions and requirements but her financial
plans are not achieved. Hence, the consultant would prefer an employee evaluation

based on a competency model.
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2.4.2. Experience with competency model building
From her own experience, the consultant confirms that a competency model building is
made by brainstorming in a team. The activity may take up to three hours and the scope

of the job must be clear from the very beginning.®®

The HR consultant described how a competency model works and how it can be
transformed into a competency map. A competency map has several levels and can be
used for evaluating, recruiting, motivating, and self-evaluating. Moreover, a
competency model can be used by a person without experience in recruitment as it is an
easy and transparent tool. The output can be also used for coaching because an
employee knows exactly how he/she stands and where he/she must get. A competency
model is easily remembered and provides a clear overview of competencies and

requirements for the job:

“there was a girl who could not handle emotions towards a customer when he
complained, and a customer does not always complain meaningfully, but she was not
able to explain, just without those emotions very objectively and fairly and slipped a bit
in tone, not that it was rude, but just some things were not quite ok. And she simply
knew oh I will have to concentrate on that, and it seemed to me that it remained in those

people’s heads.”

The HR consultant mentioned that it would not be suitable to create an individual model
for each branch of the recruitment agency XY. It would not be fair as everyone should

have same goals and should be evaluated equally:

“It probably would not be fair, it would be hard to explain to people that those targets
are higher because you tell them, you work in the area where it is not a problem to meet

the goal.”

% The author of this thesis agrees with the statement as she participated in the research project HR
Progress, which has been dedicated to an HR competency model building. A draft of the HR competency

model was brainstormed by a team of eight members using colourful cards and markers.
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2.4.3. Trends in the current HR market
There have been several trends in the HR market, which were pointed out by the HR
consultant. There is a trend towards positive promotion of the HR profession, which is
described in the SHRM and Ulrich’s models in the theoretical part of the thesis.®’

Another trend, which is turning away from administrative tasks was mentioned by the
HR consultant (the same trend was proved in Schuler's HR roles and other models®®).
There used to be more candidates, now an HR consultant spends majority of the time by
searching, initiating contact with candidates, motivating, and promoting the business

and positions.

Today many companies are focusing on how their identity is tied to social
responsibility. A commitment to community and society is increasingly become a key
defining point that potential employees are looking at when evaluating the attraction

and strength of a company.

Social responsibility can act as a great motivator to employees. Moreover, social
responsibility can have an effect before an employee is even hired. In the present era, a
company can lose an important candidate if a company has a bad brand or image.
Sending a clear message to both employees and the community can improve that image
and also the way candidates perceive their role at the company. They are not just
accepting a job, but a mission.

A candidate’s experience during the interview is integral in shaping how the potential
employee views the company. The HR consultant mentioned that candidates and

employees create web pages where they communicate their feelings:

%7 See chapters 1.4.6. and 1.4.7.3.
%8 See chapter 1.4.5.
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“everyone looks at Glassdoor® to see the reputation of the firm because there you can
actually evaluate an interview process. There is not every company but key companies
are there, for example IT firms in Brno are there one hundred percent. There are people
who are addressed by the company, really go look there and ask friends, that's how it

usually works™

2.4.4. Competencies of HR consultants
HR consultants regularly participate in a recruitment of potential colleagues. When
recruiting, they focus on different competencies such as selling skills and how the
person is skilled in pinpointing good and bad qualities of people. Also, an HR
consultant should possess a strong ability to assess a candidate and recommend only the

best candidates to clients. —> assessing people’s personal traits and qualities

An HR consultant must also be able to negotiate and articulate a value of a client’s
company well. There is no need to introduce the company during an interview, but it is
necessary to provide information that is important for the candidate and that he/she is
interested in. It is better to ask and then provide information which they want to hear.

—> understanding expectations of clients/candidates, articulating a value of a client’s

company

An HR consultant must be adaptable to the market, but also be able to use other sources
for searching candidates. Thus, using the internal database and social networking is not
sufficient, an HR consultant should be using various professional websites where people

present their work. —> adaptability and agility

It is important to establish a long-term cooperation with candidates and facilitate a good
straightforward communication between clients and candidates otherwise the whole
recruitment process is slowed down. —> long term cooperation, earning trust with

clients/candidates, good communication skills

% Glassdoor is a website where employees and former employees anonymously review companies and

their management.
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An HR consultant should quickly understand the needs of clients and know what they
are looking for. The ability to predict and spot opportunities for the business is an

essential factor too. —> understanding expectation of candidates/clients

HR consultants should reach decisions based on their own experience and intuition.
They should trust their judgment and believe in themselves. —> demonstrating personal

integrity and ethics

Technology facilitates work with candidates and is relevant to the job. The work with
LinkedIn website is not perceived as complicated by the HR consultant. Also, she
reckons that it is easy to train and the premium account provides a lot of benefits, such
as creating folders where candidates can be sorted. The premium account on LinkedIn is
able to show how many consultants clicked on and saw a profile of an candidate.
LinkedIn is intuitive and easy to learn. —> technology knowledge

The knowledge of principles and practices of the industry that an HR consultant
operates in is critical. There exist a correlation - the deeper the knowledge of the
industry and the company is, the more time is saved and the faster the recruitment
processes are. It is important to visit a production of the company to visualize and better
understand the advertised positions. An HR consultant should be an expert on the
technical terminology. When a candidate sees that HR consultant does not understand
the field that he/she recruits for, it might be embarrassing and cause problems. —> the

knowledge of the field

An HR consultant should demonstrate a capacity for understanding business operations
and functions within the organization. They must be good at negotiating and finding
consensus in the times of conflicts. Moreover, an HR consultant should be a fan of the
profession and it should be his hobby. —> enthusiasm, the ability to reach a win-win

situation, the ability to negotiate
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2.5. Questionnaire

The online questionnaire was distributed on June 30", 2016 through the social network
LinkedIn. The website Survio was used for building the questionnaire and an electronic
link to it was open for two weeks until July 15", 2016. The research sample contained
34 respondents who are HR consultants from the agency XY. There were 25 questions
on various competency topics and the order of the questions was randomized (full
transcript can be found in Appendices). The questionnaire was designed in accordance
to the literature review, job description, and the interview in the analytical part of the
thesis.

Figure 9 shows the time it took respondents to fill out the questionnaire. In general, a
necessary time spent on the completion ranged from 2-5 minutes. 21% spend 5-10
minutes and 18% of HR consultants spend 10-30 minutes competing the questionnaire.
Yet 6% of respondents spend more than an hour filling it. Hence, it could be concluded
that they had difficulties with English vocabulary or were multitasking, which was
proved to be a significant competency of HR consultants.™

\
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Figure 9: Time spent completing the questionnaire

70 See chapter 2.5.2.

L All figures in the analytical part of the thesis are author’s own work, thus no sources will be cited.
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2.5.1. Data Analysis
It this part, each question is presented with a description of appropriate results. All
questions start the same and answers are in a form of rating scale from 1 (the lowest
score) to 4 (the highest score). One star rating represents Not Important, two stars Minor

Importance, three stars Important and four stars mean Critical.

2.5.1.1. How important for your job is the knowledge of the field (IT,

Engineering)?

ok
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Number of Answers

Figure 10: Question 1
Figure 10 shows that 41.2% of respondents perceive the knowledge of the field they
operate in as critical to their profession. 18 respondents, which is 52.9% of the
examined sample, estimate the knowledge as important. Only 4 out of 34 respondents
rated the knowledge with 2 stars. None responded with one star. Therefore, it can be

assumed that this particular knowledge is one of the most crucial for the profession.
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2.5.1.2.  How important for your job is to understand emerging HR
markets or shifts in the traditional HR market?
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Figure 11: Question 2
The average star rating in Figure 11 has fallen to 3.0. Regarding the understanding of

HR markets from a future or past point of view, 26.5% think that it is critical for the
profession of HR consultancy. A vast majority, which is 18 HR consultants, chose three
stars as the level of importance. 14.7% and 5.9% find the competency less or not at all

important.

2.5.1.3.  How important for your job to understand the technology

trends that influence your business (social media)?
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Figure 12: Question 3
Findings in Figure 12 designate that a majority (52.9%) of HR consultants find
understanding technology trends as critical. 35.3% assess the knowledge as very critical
and 11.8% attribute the knowledge with a minor importance. Nevertheless, the

competency can be concluded as one of the most vital.
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2.5.1.4. How important for your job is to operate in LinkedIn?
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Figure 13: Question 4
Figure 13 indicates that the ability to operate in the professional network LinkedIn is

particularly critical for 41.2% and important for 35.3% of HR consultant. The avearage
star rating 3.1 suggests that the competency occupies rather an average position among

other competencies.

2.5.1.5. How important for your job is the ability to negotiate?
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Figure 14: Question 5
A result of 52.9% of examined HR consultants prove that the ability to negotiate is
crucial for their job. Only 3 out of 34 HR consultants do not find negotiating as a

valuable skill. The remaining 38.2% voted the ability as essential.
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2.5.1.6. How important for your job is the ability to reach a win-win

situation?
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Figure 15: Question 6
Figure 15 confirms that reaching a win-win situation is a very significant or significant

ability for HR consultants. None answered the question with one or two stars and the
average star rating has reached level of 3.4. Consequently, it can be assumed that the

ability to reach a win-win is one of the key competencies.

2.5.1.7.  How important for your job is to understand expectations of

clients?
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Figure 16: Question 7
With respect to clients relations and their needs, Question 7 was rated with one of the

highest scores of 3.8 stars. Three quarters of the respondents (76.5%) ranked the
question with four stars as seen in Figure 16. Given such a high score, it can be inferred

that being able to anticipate a client's needs is an integral competency.
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2.5.1.8. How important for your job is to understand expectation of

candidates?
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Figure 17: Question 8
Although Question 8 is similar to the previous question, Figure 17 reflects slightly
different results. With star rating 3.5 and a different proportion of answers, the

comprehension of candidates seems minor compared to the comprehension of clients.

2.5.1.9. How important for your job is to articulate a value of a

client’s company?
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Figure 18: Question 9
Figure 18 suggests that the ability to promote a client’s company to candidates can

influence HR consultants” work. Almost every HR consultant answered the question
with three and four stars. It can directly impact their achievements, as attracting

candidates' interests can bring more interviews and job acceptations.
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2.5.1.10. How important for your job is to speak fluent English?
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Figure 19: Question 10

The research revealed that the ability to speak fluent English is not perceived as critical

by a majority. The average star rating 2.7 indicates inconsistent opinions of HR

consultants. Only 6 of them think that fluent English is a necessary feature for their

profession. Remaining 41.2% and 35.3% account the ability for some or minor

importance.

2.5.1.11. How important for your job is to demonstrate adaptability

and agility?
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Figure 20: Question 11

The purpose of Question 11 was to find out whether or not the ability to quickly react to

a fast changing environment is vital. The overall results demonstrate a mediocre

importance as a majority (61.8%) of respondents rated the questions with three stars.
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2.5.1.12. How important for your job is to believe in what you do?
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Figure 21: Question 12

Question 12 brought a surprising results as a vast majority (67.7%) provided a four-star
rating. It can be assumed that an inner strong belief in the HR consultancy profession is

of high priority to the respondents.

2.5.1.13. How important for your job is to demonstrate personal

integrity and work ethics?
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Figure 22: Question 13
Figure 22 proves that only 29.4% of HR consultants find personal integrity and work

ethics a significant HR competency. A majority of 55.9% finds the competency

somewhat important. It was ascertained that 11.8% and 2.9% deny its importance.

61



2.5.1.14. How important for your job is to earn trust with you

clients/candidates?
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Figure 23: Question 14
According to the research, 85.3% assume tremendous importance in earning trust with
their shareholders. Star rating 3.9 has been the highest score achieved in the survey

overall. None of the respondents evaluated the question with either one or two stars.

2.5.1.15. How important for your job is to have interest in others?
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Figure 24: Question 15
Precisely one half of the HR consultants attach the importance to demonstrating genuine
interest in others. However, 38.2% stress even greater significance of the competency.

Particularly high overall rating 3.2 elicits the ideas of the SHRM competency model.
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2.5.1.16. How important for your job is to assess people’s personal

traits and qualities?
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Figure 25: Question 16
Based on the personal interview with the HR consultant, the question aim was to

estimate the importance of the ability to guess personalities of people. 35.3% and 52.9%
recognize the importance of the competency as they gave four and three stars answers.

The remaining 11.8% of the population are in favour of two-star rating.

2.5.1.17. How important for your job is to communicate with

candidates/clients well?
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Figure 26: Question 17
The competency of proper communication with clients and candidates evinces a
cardinal importance to HR consultants. Overwhelming 82.4% rated the question four

stars, whereas 17.7% rated three stars.”
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2.5.1.18. How important for your job is to communicate with your

colleagues well?
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Figure 27: Question 18
Similarly to the previous question, interaction with colleagues was evaluated of the

utmost importance with the average star rating 3.5.

2.5.1.19. How important for your job is to identify and help solve

strategic problems in your company?
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Figure 28: Question 19
Figure 28 shows the relative importance of an identification and solution of strategic

problems. With the average star rating 2.5 could be concluded that strategic problems
are not a part of everyday work of an HR consultant. Remarkably, the significantly low

results in Figure 28 can be taken for a marginal importance of the competency.
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2.5.1.20. How important for your job is to play an active role in
strengthening the position of your profession?
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Figure 29: Question 20
Question 20 was focused on goodwill of the HR profession. One fifth of the respondents

(20.6%) assumes that playing an active role in raising goodwill of the profession is not
important for their job. 44.1% consider the activity somewhat important and 29.4%

believe it is critical.

2.5.1.21. How important for your job is the ability to multitask?
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Figure 30: Question 21
On the contrary, the ability to multitask appears to be of a profound importance with the

average rating 3.5. A substantial majority 63.6% shows four-star response and 24.2%

reflect three-star response. The remaining population could be disregarded.
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2.5.1.22. How important for your job is to be proactive?
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Figure 31: Question 22
Proactive behaviour received a high evaluation by the HR consultants. The average

rating 3.4 reflects a significant position of the competency among other HR

competencies.

2.5.1.23. How important for your job is to be enthusiastic?
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Figure 32: Question 23
Enthusiasm received a similar average ranking 3.3 stars. It could be estimated that

without enthusiasm for human resource management, HR consultants cannot be

successful at their job.
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2.5.1.24. How important for your job is to be a team player?
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Figure 33: Question 24
Concerning working well with others, the average low rating 3.0 was mainly influenced

by respondents who ranked the competency with one and two stars. However, quite a
considerable number of respondents (39.4%) perceives teamwork as critical for their

job.

2.5.1.25. How important for your job is to demonstrate autonomy?
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Figure 34: Question 25
Finally, Figure 34 provides an overview of results for the importance of autonomy at

work. The average star rating ranks 2.6 with a slender majority voting two stars.

2.5.2. Findings
The questions could be grouped into six areas that cover technical and technological
knowledge, business and communication skills, personal traits, and strategic

responsibilities. The highest score achieved the competency of trust and credibility
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(3.9), whereas the lowest score got questions concerning strategic responsibilities (2.5).

Generally, the evaluation under 3.1 was detected as below-average.

Conversely, above-average rating was spotted at the following competencies:

1.

Hard skills / technical knowledge - the knowledge of the field that HR
consultants operate in 3.4.

Technological knowledge - to understand the technology trends 3.2.

Business skills - to understand expectations of clients 3.8, to understand
expectations of candidates 3.5, the ability to negotiate 3.4, the ability to reach a
win-win situation 3.4, to articulate a value of a client’s company 3.4.
Communication skills - to communicate with candidates/clients well 3.8, to
communicate with colleagues well 3.5.

Soft skills / personal traits - to earn trust with clients/candidates 3.9, the ability
to multitask 3.5, to believe in the HR profession 3.4., to be proactive 3.4, to be
enthusiastic 3.3, to assess people’s personal traits and qualities 3.2, to

demonstrate adaptability and agility 3.1.

In sum, all the above mentioned competencies received high scores, and therefore can

be incorporated in the HR competency model. Solving strategic issues was not proved

to be a significant part of the HR profession. Concurrently, the tested population does

play an active role in strengthening the position of the HR profession. Also, foreign

language proficiency was evaluated with an extremely low score 2.7, hence can be

eliminated from the model. Technology was found to be the most fundamental but the

least essential competency. As being a team player received quite a low score 3.0, the

profession of an HR consultant can be concluded as rather individualistic.
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3. PROPOSAL OF ACOMPETENCY MODEL
3.1. The HR Competency Model

In order to design a proposal of the HR competency model, the methods of
brainstorming and mind mapping were used. The author started with the main
competencies and then continued to connect relative abilities and skills.” It took several
hours to combine data from all sources provided in the thesis (job description,

interview, questionnaire).

Firstly, the data from the job description were extracted. The output produced following
competencies: an interest in the HR profession, fluent English, independence,
teamwork, business enthusiasm, good communication skills, the ability to multitask,

openness, proactivity, and the ability to work in a rapidly changing environment.

Secondly, the interview with the HR consultant provided following output. According
to the HR consultant are the most important competencies: knowledge of technical field
and technology, business skills, communication skills, the ability to assess people’s
personal traits and qualities, agility and adaptability, personal integrity, earning trust,
understanding clients' needs, establishing a long term cooperation, the ability to

articulate a value of a company, and being enthusiastic about the HR profession.

Thirdly, the last output was from the questionnaire, which tested the mixture of the
factors and competencies. As the most important were verified following competencies:
field knowledge, knowledge of technology, multitasking, building trust, good
communication skills, business skills, the art of negotiation, self-confidence,

independence, proactivity, inner integrity and enthusiasm.

Figure 35 shows all competencies in the graphic form of a 7-sided polygon or heptagon.
Subsequent chapters focus on specific description of individual skills and abilities.
Overall, the model consists of seven competencies. Two competencies can be learned
(field expertise, technology) and five competencies (credibility, communication,

2 BUZAN, T. Mind Mapping: Kickstart your creativity and transform your life. pp. 50-53.
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business acumen, strong individual, multitasking) are required upon entry to the HR
profession. In like manner, two competencies can be classified as hard skills and five as
soft skills. Another distribution that could be applied to the HR model is two technical
competencies (field expertise, technology) four behavioural competencies (credibility,
communication, business acumen, strong individual), and one operative competency

(multitasking).

Communication

Figure 35: Proposal of the HR competency model "

3.1.1. Field Expertise

The first technical competency is visualized at the top
right corner in blue colour. The Field Expertise
competency might differ across HR consultants'
specialization. One of three domains can be the
primary focus of HR consultant' work - IT expertise,

Engineering expertise and Multilingual expertise. The

competency is not required upon the time of hire

Figure 36

73 All figures in this part of the thesis are author’s own work, thus no sources will be cited.
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because experience on the job, or training, is the primary method for becoming

proficient in this area. Yet each specialization necessitates remaining current on the

relevant knowledge.

3.1.2. Technology

Technology

Figure 37

3.1.3. Credibility

Credibility

Figure 38

The Technology competency is concerned with
searching for information, working with technologies
and non-traditional sources, and checking the reliability
of sources. For an HR consultant, technology is an
effective means for searching candidates in an internal
database, on social media such as LinkedIn, Facebook
and other professional web portals. Ultimately, the

competency is not required upon the time of hire.

On the right hand side in purple is the Credibility
competency. An HR consultant should build trust in all
interactions and treat all stakeholders with respect and
dignity.  Promoting  successful  relations  and
demonstrating approachability and openness are critical
factors for success of an HR consultant. Basically, an
HR consultant chooses an individual approach to each
customer, analyzes the customer's needs and

expectations, and maintains long-term  mutually

beneficial relationships. Conclusively, an individual is expected to enter the HR

profession at a high level with this competency.

3.1.4. Communication

| Communication |

Figure 39

Figure 39 demonstrates the competency
Communication, which is positioned down at the
bottom of the model. An HR consultant communicates

clearly and intelligibly in both spoken and written form.
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An HR consultant professionally conducts an interview with candidates, clients and

colleagues. An HR consultant is interested in opinions of others and has an excellent

ability to express themselves. Their response to opinions of others are courteous,

friendly, but assertive. Typically, an HR consultant is considered qualified only if the

individual has this competency at the time of hire.

3.1.5. Business Acumen

Business
Acumen

Figure 40

Yellow colour represents the fifth competency Business
Acumen. The competency describes HR consultants'
need to anticipate and satisfy customers expectations.
HR consultants can effectively negotiate, apply the
principle of win-win, and resolve conflicts. Their
responsibility is to perform selection of an appropriate
target group of candidates, contact clients and transmit
the information about suitable candidates. HR

consultants have a very good knowledge of the

complete services of the recruitment agency and are able to articulate a value of a

client’s company well. Similarly, this competency is important upon entry to the HR

profession.

3.1.6. Strong Individual

Strong
Individual

Figure 41

On the left is the competency Strong Individual. A
strong individual acts with personal, professional and
behavioural integrity. Strong individuals are enthusiastic
about the HR profession, and thus engaged beyond their
duties. They are proactive and independent in their
actions, and also able to assess personal traits and
qualities. HR consultants demonstrate agility and
adaptability to particular conditions, situations and

people. Consequently, the competency is needed for

effective performance of an HR consultant upon entering the job.
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3.1.7. Multitasking

~ The last competency at the top in green deals with
- Multitasking. An HR consultant has to be able to focus

o on a large amount of work in a short interval of time.
Multitasking . Multitasking can be expounded on tackling many
diverse tasks simultaneously, hence resilience to a
heavy workload and stress is expected. The competency

\ can be partially acquired upon entry into the profession,

Figure 42 however, it requires a certain degree of resilience.

3.2. Practical application
The suggested HR competency model can be transferred into a graph as pictured in
Figure 43. The graph facilitates an easier recruitment and assessment process. Also, it
helps determine objectives and educational activities that push employees' performance.
The assessment can results in providing an adequate training and help build a new and

effective team.

Essentially, the graph replaces a subjective and emotional assessment with facts. It
enables a quick and transparent assessment of key knowledge, skills and attitudes of
employees. There can be considered a possibility of comparison in a time period
between teams, individuals, or comparison according to competencies. Also, graphically
processed outputs of an assessment in a spider web graph (Figure 43) enable to
effectively monitor the development of competencies over the time. By archiving
employee evaluations, HR managers have an overview of the results from all

evaluations that have been given to a particular employee.”

" PROHR. Profesiondini a prehledné hodnoceni zaméstnancii [online]. Available at:

https://prohr.one/prohr/.
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Field Expertise

Multitasking Technology

Strong Individual Credibility

Business Acumen Communication

—¢—>Self-evaluation = =—fll=Manager Evaluation = === Last Evaluation

Figure 43: Practical application of the HR competency model

Moreover, as outlined by the theoretical framework™, level of competencies enable
easier assessment of competencies. In order to properly assess competencies, each
competency should be accompanied by a description of its levels. As an illustration,
Figure 44 portrays an appraisal table with four levels that can be applied to the proposed
set of competencies.
Level Description Rating
Insufficient, observed behaviour shows fundamental

Not Demonstrated 1 (0-25%)
contradiction to the competency model.

Satisfactory, observed behaviour shows partial
Developing 2 (25-50%)
contradiction to the competency model.

Competent, observed behaviour shows partial
Capable 3 (50-75%)
equivalence to the competency model.

Excellent, observed behaviour exactly corresponds to
Outstanding 4 (75-100%)
the competency model.

Figure 44: Appraisal table

7> See chapter 1.2.4.
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3.3. Model limitations
It would be necessary to conduct a content validation study in order to validate the
proposal of the HR competency model. The model cannot be applied to the HR
profession in general as it is solely designated for an HR consultant in the recruitment
agency XY. The job of an HR consultant in the agency XY differs in the amount of
administrative and strategic work and other aspects. Therefore, the proposed HR

competency model cannot be widely used.

Furthermore, regarding an employee evaluation, the highest levels of competencies do
not necessarily bring the best financial results.”® The interviewed HR consultant stated
that her competencies were assessed by her manager as above-average, however, her
financial results do not reflect the reality. The cause of the discrepancy lies in the
industry field (engineering, IT, multilingual), location, or season in which an HR

consultant operates.

7® See chapter 2.4.1.
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Conclusion

The main aim of this master's thesis was to propose a competency model of an HR
consultant operating in an international recruitment agency. In the first part of the thesis,
the author described the concepts of human resource management, competencies, their
distinction, and the process of a competency model creation. Moreover, the author
described theoretical frameworks and competency models primarily focused on HR
professionals by academics such as Ulrich, Schuler, Guest, Storey, and others.

The practical part of the thesis provided analysis of a job description of the position, an
interview with an HR consultant, and a questionnaire. The job description and other
information about the recruitment agency was provided by internal sources from the
recruitment agency. The interview with an HR consultant served as a basis for
preparation of the questionnaire. The questionnaire was distributed among multiple HR
consultants operating in the recruitment agency and contained 25 questions. As a result

of the analyses, a single-job competency model was developed.

The competency model contains seven competencies that were proved to be necessary
for an effective HR consultant. The competency model consists of Technology, Field
Expertise, Credibility, Communication, Business Acumen, being a Strong Individual,
and Multitasking. The competency model was visualised in the form of a heptagon. At
the end of this thesis, the author suggested a practical application of the competency

model as a useful tool for assessment and recruitment processes.

Through the examination of theoretical frameworks and related empirical discoveries, a
few discrepancies were discovered. Generally, it could be stated that administration is
not important for an HR consultant, which is in compliance with the theory. The theory
also outlined the importance of technology in an everyday work of HR professionals,
which was supported by the empirical results. However, the role of a strategic partner to
the organization was not proved to be relevant for the profession of an HR consultant.
Simultaneously, HR consultancy appeared to be rather an individualistic profession with
an emphasis on strong personal qualities and characteristics. Finally, multitasking was
not mentioned by the leading experts on HR competencies, but was proved to be a

significant skill to HR consultants.
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Appendices

A. Transcript of the Questionnaire
Dear Madam/ Sir,

I would like to kindly ask you to fill in the following questionnaire.

I am a student of Brno University of Technology and | am conducting research for my
master's thesis — Proposal of a Competency Model of an HR Consultant Operating in
MN in the Czech Republic. The completion of the questionnaire will take only 5
minutes of your time. The questionnaire is anonymous and results will be used strictly
for academic purposes. Thank you for your time. | highly appreciate your help.

All questions start the same and answers are in a form of rating scale from 1 (the lowest
score) to 4 (the highest score):

HOW IMPORTANT FOR YOURJOBIIS .... ?
*1 Not Important **2 Minor Importance ***3 Important ****4 Critical

the knowledge of the field you operate in (IT, Engineering, etc.)?

to understand emerging HR markets or shifts in the traditional HR market?
to understand the technology trends that influence your business (social media)?
to operate in LinkedIn?

the ability to negotiate?

the ability to reach a win-win situation?

to understand expectations of clients?

to understand expectation of candidates?

to articulate a value of a client’s company?

10. to speak fluent English?

11. to demonstrate adaptability and agility?

12. to believe in what you do?

13. to demonstrate personal integrity and work ethics?

14. to earn trust with you clients/candidates?

15. to have interest in others?

16. to assess people’s personal traits and qualities?

17. to communicate with candidates/clients well?

18. to communicate with your colleagues well?

19. to identify and help solve strategic problems in your company?

20. to play an active role in strengthening the position of your profession?
21. the ability to multitask?

22. to be proactive?

23. to be enthusiastic?

24. to be a team player?

25. to demonstrate autonomy?

©CoN~WNE
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B. Transcript of the Interview

Date of interview: 15.6.2016
Duration: 00:47:17
Interviewer: lvana Gutovska
Interview Partner: unknown

1G: Setkala jste se nékdy s kompetenénimi modely?

N1: Ano, setkala v predeslém zaméstnani. Jednalo se o roli projekt koordinator, projekt
manazer a piipravovala jsem tranzice projektl a k tomu i procest z Anglie do Ostravy.
A ted abychom byli schopni najit spravné lidi, ale abychom mohli zacit ty lidi hodnotit
a rozvijet, ty co tam byli a co ndm tvofili zdklad tymu. Tak jsme délali kompetencni
mapu, takze jsme vzali klicové kompetence toho projekt manazera, které musi mit. Tam
byly tfeba komunikac¢ni dovednosti, vyjedndvaci schopnosti, tam byly samoziejmé i
n¢jaké technické dovednosti nebo znalost systémi, ze kterymi by ten ¢lovék pracoval.
A Zzéroven to bylo znalost technickych parametru téch servist, které se prodavaly,
protoze to byly ajti ((minéno IT)) sluzby. A jesté jedna a to si ted nevzpominam,
myslim, Ze n&jakéa tymova spoluprace, nebo néco takového v rameci téch kompetenci.

IG: A jak jste p#isli na ty dané konkrétni kompetence?

N1: Ty jsme si vydefinovali. V podstaté tim, ze jsme ty lidi uz néjakou dobu hledali a
zaroven jsme je intern¢ vypichéavali z tymii a nabizeli jsme jim tu pozici, tak jsme védeli
po ¢em jdeme. TakZe jsme si sedli a fekli jsme si co ten clovék musi mit a to nam
schvalil zékaznik, protoze to byl vlastné outsourcing téch sluzeb. Takze nam to schvalil
n¢kdo na stran¢ zékaznika, Ze toto jsou ty kompetence. Ta kompetencni mapa musela
byt v angliéting, aby ji m¢l k dispozici tedy i zakaznik, ktery nam to zadaval.

1G: Bylo to néjak graficky zpracovano?

N1: Ano, na vstupu to byla tabulka téch kompetenci, takze sefazené kompetence a level
od jedné do péti a ke kazdé té kompetenci a k tomu levelu byl kratky komentat, zhruba
pét vét o tom, co to znamena, kdyz je v tomhle levelu. TakzZe kdyz to byla komunikace,
tak definuje jasné¢ odpoveédi, dava konkrétni informace zakaznikovi o stavu
implementace, reaguje v€as. Ted si vzpominam, Ze ta posledni kompetence byl tajm
((minéno time)) management. Kdyz to byl tfeba projekt management samotny, tak tam
bylo na kolik umi vytvofit projektové plany, umi risk analyzu atd. Takze my jsme
K tomu potom dali tu uroven vramci diskuze stim ¢lovékem a v rdmci hodnoticiho
pohovoru se tohle vzalo, poslalo se jim to dopiedu, oni se nékam zafadili, ja jsem si je
n¢kam zatadila podle svého uvédzeni a pak jsme se sesli vlastné na tom rozhovoru, kde
jsme si fekli ty sis dal étyiku, ja t& vidim na tii a feknu ti pro¢. Rekni mi pro¢ se vidis na
Ctyfi, a ted’ jsme $li vlastn€ po téch popisech a fikdm jak to mas s timto konkrétné? Dalo
se kolem toho docela i dobfe vést koucovaci rozhovor, ze s tim ¢lovékem byla velmi
snadna domluva a pak jsme se sami lehce dostali do konsenzu. J4 fikam ja t& ale vidim
na tii, protoze ty fikas, Ze tieba ten projektovy plan mi vytvaris takto, ale ja v tom vidim
niance Vv téchto a téchto vécech, kdyz jsem vidéla tvij projektovy plan. A takovouhle
diskuzi jsme se dostali a on jasné, aha, to jsem si neuvédomil, ja vtom mam mezery
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takZe nemuzu byt na level ¢tyfi, ale musim byt level tii, ok, dobie, souhlas. Kdyz jsme
se tfeba uplné neshodli nebo to bylo n¢kde vyslovené mezi, coz se mohlo stat, tak jsme
dali level, na kterém jsme se dohodli, s tim, Ze jsme se dohodli, Ze tam dame komentafr,
a pfipadné jsme tam dali Skoleni, kterym se dostane na ten vyssi level, kdyz jsme dali
ten niz8§i. A on velmi jasné védel v ¢em se ma zlepsit, pro¢ se ma zlepsit, a 1 firma
pomiize, aby ten ¢lovek v tom nebyl sdm a aby se to zlepsilo.

1G: A vy jste védéla, kdy? jste nékoho nabirala do jakého levelu ho zaradit?

N1: No, na vstupu, co se ty¢e kompetence procest internich a systému, tak ty nam
z toho vypadavaly, to jednoduSe neSlo. Ale na vstupu komunika¢ni dovednosti
ohodnotit muizes, znalost projektového tizeni ohodnotit miizes, protoze se jich doptas na
to jaké projekty délali, co méli v kompetenci, jak jim ten projektovy plan vychazel, to
oni ti vSechno muizou fict. Navic my jsme dé¢lali esesment ((min€no assessment))
centrum, takZe i soft skills jsem tam vlastné velice dobie popisovala, a kdyz si vlastné
na tom esesment ((minéno assessment)) centru, kdyz jsem si pozvala kolegu, ktery mi
mél de€lat hodnotitele, tak jsem mu ty kompetence prosté dala pied néj. A on se na to
dival a vlastn€ byl schopen si toho ¢lovéka zhruba zafadit. Jako nemusi§ se vzdycky
trefit, ale kdyZ se na to soustiedi§ na tady ty véci, tak se mi rozptyluje ta pozornost, 1
kdyz zase byl jiny ¢lovek, ktery hodnotil jiné véci, takze se to ti hodnotitelé rozdé€li pro
ten ndbor samotny. Takze my jsme méli rozdéleno, co kdo sleduje, nejenom ty
kompetence, ale i dalsi véci jako rozvoj do budoucna a takové véci atd. A pak z toho jak
jsem fikala, ze to bylo sefazeno do tabulky, to byl normalni excel, ktery potom kdyz
jsme vlastn¢ vyplnili ty jednotlivé levels, tak on ti z toho udélal takového toho pavouka.
Ja ted’ nevim jak se ten graf jmenuje. Jak to ma takové ty Ctyfi zény, jednotlivé ty
kompetence a ted’ ti to déla takovou tu hvézdici, nebo to uhyba nékam. TakZze velice
dobie z toho bylo vidét, kde ten ¢lovek pokulhava.

1G: TakZe se jednalo o Ctyvi kompetence?

N1: Mozna jo. Nebo to byly ctyfi levels a pét kompetenci (..) Prosté je to tak, ze mas
osu takhle, takze Ctyfi pole a pak muizeS mit ty kompetence. Takze musely byt Ctyii,
mas pravdu. Hmm. (..) Jo protoZe v tom grafu ti to d¢la tohle kolem téch (..) protoze
takhle se vyhodnocujou i nékteré typologie, kde se jako profilujes vic a min.

1G: A myslite si, Ze by Vam ten kompetencni model pomohl ve Vasi soucasné prdaci?

N1: To byl velky tym, takze tam bylo potieba (..) nevim (..) Nevim na kolik se to
uplatni v malém tymu. To bys musela mit téch kompeten¢nich map tfeba padesat pro
kazdou pozici zvlast. Protoze kazdy ten zakaznik mé jiné pozadavky, jiné piedstavy,
jiné technologie. Nejcastéji se lisi technologie, je to vzdycky mix, takze programovaci
jazyk, skriptovaci jazyk, roky zkuSenosti, slozitost produktu a podobné. A od toho se
odviji co hledas.

1G: A kdyby se to vitahlo na ejéar ((minéno HR)) konzultanta?

N1: No tak jsem to myslela ptivodné, ale vtom malém tymu, jako je to dost préace, na
druhou stranu kdyby to mélo ejcar ((minéno HR)) vyieSit systémové pro vSechny
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pobocky, tak by to fungoval mohlo docela dobie. Protoze z toho systému hodnoceni
jsem méla pocit, Ze i ti lidi potom dobte veédéli, kde pokulhdvali a tak. Ve chvili kdy
jsme vedéli, ze ty komunikacni dovednosti nejsou ok, byla tam tifeba holka, kterad
nezvladala emoce vici zdkaznikovi ve chvili, kdy si stéZoval, a zdkaznik ne vzdycky si
stézuje smysluplné, ale ona nebyla schopna mu to vysvétlit, prosté bez téch emoci
velice vécné a slusné a ujizdéla troSku v tonu, ne ze by byla sprostd ale prosté nckteré
veci nebyly Upln€ ok. A ona jednoduse véd€la aha na to se musim soustiedit a mné
pfislo, Ze tém lidem to v téch hlavach ziistalo. Oni potom vid¢li toho pavouka a fikali,
aha ty jo tady mam diru, vSude jsem na levelu Ctyfi a tady jsem velice schopnd a tady
ujizdim v komunikaci na level dva. Sakra tak to musim zvednout. A samoziejmé se to
odvijelo i, my jsme pak identifikovali, pfesn¢ nevim jak to bylo, ale ¢loveék se mohl na
seniora dostat pokud byl minimalné level Ctyfi ve vSech oblastech. Takze oni velice
dobie védéli, kam se musi dostat kompetencné, aby tieba dostali seniorskou pozici.
Nemuseli vyslovené obhajovat, jakym projektem za tcelem ziskani seniorské pozice, to
se hodnotili ty typy projekti jako takové, ale ty kompetence pokud dosdhli tak
V podstaté by na to mohl dosahnout. To je ¢loveék, ktery ma uréitou dobu zkuSenosti a
zaroven ty kompetence. Protoze to jakoby dohromady znamena, Ze jsem ho pustila
k dtlezitym projektim na néjaké Grovni. Nebylo to navazané na mzdy teda. Tohle je
spi$ rozvojova zalezitost a hodnotici zéalezitost. Samoziejmé senior ano, ale nebylo to
tak, ze dostat se na seniora je dlouhodoby goal. Tohle neni na rok ze. To je tieba
zalezitost dvou tfi let vedeni projektu. Takze nebyly bonusy za to, Ze jsi byla na levelu
Styfi v téch kompetencich. Zadny bonus z toho hodnoceni prosté nesel. Ale to zalezi jak
se to nastavi, ono to z toho jde ud¢lat. Ne vzdycky je to hodnoceni takto nastaveno,
kdyz je tfeba nastaveno na finan¢ni cile, tak si fikaS kde jsou vlastné moje ostatni
kompetence, pifinosy a pfidana hodnota. To neni jenom o téch penézich.

1G: A kdybyste se méla podivat na Vas jako konzultanty, co byste vekla, Ze jsou
duleZité kompetence? Néjaké ctyii hlavni.

N1: Komunika¢ni dovednosti stoprocentné (..) no Ctyii to je tézko, to je asi na diskuzi
na pet hodin minimalng. Na tii brainstormingy. Ale komunikac¢ni dovednosti, musi tam
byt né&jaky zaklad z téch technologii k t€ém pozicim. Abys rozuméla tém terminologiim,
tomu byznysu, ktery ten klient déld a tak. Pfemyslim jak tam zahrnout byznys
development, protoZze to zahrnuje vyjedndvani se zadkazniky a tak, nastavovani
podminek porozumeéni, ale to nejsou Uplné komunikacni dovednosti, to jsou spis
vyjednavani. Hmmm (...) (..) Vzdélani k tomu nepotiebujes, tam je to spisSe o soft skills.
Premyslim o n&jaké empatii, intuici, to nemuizes ale hodnotit u ¢lovéka, kdy se trefis a
kdy rozumis, to ne. Ale urcité se musi hodnotit vykon, to znamena néjaky pomér tieba
pocet kandidatii, kdyz to neni jenom agentura ale i interni ej¢ar ((minéno HR)), tak ja
vibec nevim jestli tohle nastaveno maji, ale tfeba pocet vyhledani kandidatl, intervjiz
((minéno interviews)) jo. TakZze muzeme fict performance dalsi kompetence. Nebo
finan¢ni cile, nevim no. Ale to zni divné, plnéni finan¢nich cilti neni uplné kompetence,
ale m¢lo by to byt potom tieba néjaka role, kde je to klicové tak tieba vedle, Ze je to
soucasti toho hodnoceni. Kompetence a pak mas performance. My mame tieba spise
pravé jenom ten performance a kompetence jsou v pozadi.
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1G: A vidite tam néjaky prostor pro zmény?

N1: No prave, Ze to hodnoceni je opfené praveé jenom do toho vykonu, tak tfeba nebo
nemusi pfirozené vést k té diskuzi, kde teda ten ¢lovék pokulhava. Treba milj osobni
piipad je, ze mam vSechna kejpidjz ((minéno KPIs)) v poradku, kompetencné jsem
udajn¢ taky v potradku, fesili jsem diskutovali jsme doporuceni, ktery by mi mij
nadfizeny mohl dat co zlepsit, nic se nenaslo, ale neplnim finan¢ni cile.

IG: Je to tim, Ze to souvisi s néjakou demografickou situaci v Brné? Neni to tak, Ze je
mdlo studentii technickych oborii?

N1: No jasné. Samoziejmé otazkou je jestli ty cile, které mam stanovené odpovidaji
prave té situaci. Jestli jsou jako fizibl ((minéno feasible)) samoziejmé. Na druhou stranu
jsou lidé schopni dosazovat v jinych lokalitach, tak se téZko bude systémové ménit cile
podle toho, na které pobocce Clovék pracuje. To by nebylo asi fér, to t€zko vysvétlis
lidem, kdyz by ty cile potom mély vyssi protoze jim fekne$ pracujete v lokalite, kde to
neni problém splnit. To je jako diskutabilni jestli je to ok nebo ne. A pfirozen¢ aby
byznys vzkvétal, musi$ tlac¢it lidi k tomu vykonu jako takovému. Business se opravdu
ned¢la tak, ze prosté feknes ale jo, vy to tady mate tézky, tak v poradku.

1G: Vnimadte néjaké zmény, které se staly v pribéhu Vasi kariéry na trhu anebo
v personalistice?

N1: No jasné. Dneska se Gpln¢ nejvic fesi ejcar ((minéno HR)) marketing, to je podle
mé uplné€ novy obor, to viibec nebylo. Firma inzerovala pozice, hlasili se, dneska se
nehlasi takze je vSichni vyhledavaji. Takze personalista pfedtim slouzil na tfidéni
Zivotopisi a organizaci intervjiz ((min€no interviews)), tak dneska pfimo je musi
vyhledavat, oslovovat, motivovat, prezentovat firmu, tlak na kendidejt ikspirijenz
((minéno candidate experience)) takze kazdy ¢lovek se diva na glaz dor ((minéno Glass
Door)), jaké ma ta firma hodnoceni, protoze tam muzes vlastné i hodnotit interview
prubéh. Neni tam kazdd firma, ale takové klicové firmy tam najdes, jako piiklad
brnénské ajti ((minéno IT)) firmy tam jsou stoprocentné. Jsou lidé, ktefi opravdu jdou,
oslovi je firma, oni se tam podivaji, zeptaji se zndmych, takhle to bézné funguje. J4 fakt
mam kandidata na pohovoru a on mi fekne mam tam kamarada, byl tam tfi roky a byl
spokojeny. No a Sel jen za zménou a s tim kandidatem jsem schopnad pak pracovat
vramci této konkrétni pozice a firmy. Ve chvili, kdy mi fekne ja jsem tam m¢l
kamarada a kni¢emu ho nepustili a pouzivali tam staré technologie, tak s nim
V podstaté¢ nehnu. Kdyz je vybérové fizeni Spatné zorganizovano lidé se tvari, hajrink
((minéno hiring)) manazer nemusi byt Upln¢ vysSkoleny na vedeni interview a pokud
tam nemd na pomoc ej¢ar ((minéno HR)) clovéka, tak zkuSenost toho kandidata
S vybérovym fizenim mlze byt naprosto otfesnd. S tim mam zkuSenost. Méla jsem
kandidata, ktery se hodné t&Sil, firma se mu libila, technologie vSechno. Potkal se tam
S manazerem a on sam ukoncil v poloviné ten rozhovor a fekl nezlobte se pro mé to
piestalo byt zajimavé. A to byl jesté sluSny v podstaté vzhledem k tomu co se v ném
délo. Rikal my se minimdlné nesetkivame jako lidi a kdybyste byl muj pimy
nadfizeny, tak pro mé by to byl problém, protoze ja nebudu plytvat Vasim ¢asem. A ten
hajrink ((minéno hiring)) manazer tekl ja to vidim podobné. Ale ukoncil to ten kandidat.
A tika co to bylo? Takze je to pan zjistuji co se stalo, kde se nepotkaji, jak to vidi ten
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hajrink ((minéno hiring)) manazer atd. Ale to uz nezachranim. V Zivoté¢ tam toho
¢lovéka nemiizu predstavit. Mliize nastat situace, Ze praci hleda znovu a ten fit tam je,
toho profilu, co ta firma hledd a mize hledat podobného ¢lovéka na podobnou pozici,
ale my uz tam nemizeme jenom kvuli té zkuSenosti. Takze to jsou ty zmény. A zZe by
kandidati reagovali na vys$si mzdy a rozhodovali se podle pencz, ani ne. Dneska ti ajt’aci
jsou tak nadhodnoceni, Ze v té ¢astce pokud dostanou o pét tisic vic, pokud je dobry
zkuseny Clovek, tak si vybird projekty, ne firmu podle penéz. Benefity to je diskutabilni.
Nékdo je rad, Ze je v ofisu ((minéno office)) fotbalek a mize to byt typ clovéka dvaceti-
pétilety kluk, ktery je technicky dobry a hold je to pro n¢j dalezité, ale to uz jsou potom
individuality. Pétadvacet dni dovolené, stravenky a systém kafetérie neni pro nikoho
bohuzel tahoun. A mezinarodni prostedi a relax rim ((minéno room)) ((smich)).

1G: To byvavalo. A ucastnila jste se naboru néjakych Vasich kolegit konzultantii?

N1: Ano, to se vZzdycky ucastnime. Letos se ucastnime kazdého acécka ((minéno AC))
v n¢jaké fazi, respektive acéCka ((minéno AC)) celého. Tomu piedchazi né&jaky
priskrinink ((minéno pre-screening)) pohovor. Priskrinink ((minéno pre-screening))
mize probéhnout se seniornim ¢lovékem z tymu, respektive pracujeme jako personélka,
takze najdu ¢lovéka, zavolam mu, zjistim jestli by se k ndm hodil, nabidnu mu pozici,
zjistim jestli ma z4jem, pak profil predkladam bran¢ ((minéno branch)) manazerovi, ten
si s nim vétSinou udéla néjaky vstupni pohovor, a pokud ten ¢lovék je do té miry
Vv pohodé, tak ho zveme na esesment ((minéno assessment)) centra, a toho uz se ucastni
na stfidacku vSichni na pobocce. Zalezi co je to za role, pokud je Cloveék na pouze na
permanentni divizi, tak jenom permanent konzultanti, ale kdyz se jedna o recep¢ni tak
samoziejme vSichni se mizou podilet.

1G: Jsou néjaké kompetence nebo znalosti a dovednosti, na které se u toho
zaméiujete?

N1: Ehmm. No podle toho, co je to za roli. Takze kdyz jsme méli tieba pani, které jsme
se vSichni spi§ bali a vypadala, ze je otravena jenom tim esesment ((minéno
assessment)) centrem, které je netypické vybérové fizeni, je narocné, trva dlouho, ano.
Ale recepcni, ktera ma mit trpélivost 1 s Clovékem, ktery neni uplné skilt ((minéno
skilled)) a tak. To by neslo, protoze by se ji vSichni lekli a utekli a my samoziejmé lidi
potiebujeme.

1G: A co tieba personalista, konzultant?

N1: To esesment ((minéno assessment)) centrum ma vyhodu v tom, Ze se tam nastavi
to, co potiebujes videét, takze kdyz tam das tfeba nastaveni, ze ten Cloveék si ma vzit
tteba konkurenta, to je kompetence a zaroven osobnostni profil a dostane za kol ud¢lat
kratké intervji ((minéno interview)) stim clovékem, ktery se taky tucastni toho
vybérového fizeni a pfedstavit ndm ho, jak by ho tfeba predstavoval klientovi. To
znamena vypichnout silné stranky, upozornit na néjaké slabé a takové motivacni véci, a
nedas tomu ¢loveéku zadny kli¢ jakou informaci potfebuje a jakou mé tu strukturu. To
se da samoziejmé vyskolit, ale principielné ¢lovek vidi jestli ma piirozeny zdjem ho
dobfte odprezentovat, vypichnout fakt ty véci, které mu v té pozici pomiizou, ptat se na
ty spravné véci, tak uz mas jednu kompetenci vytresenou.
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1G: Probihaji u vas néjaka Skoleni?

N1: Jo jo. Ted bude tieba Skoleni na soubor technologii, protoze ne vSichni jsme
Vv téhle oblasti, a on néjaké Skoleni ma piipravené pro prazské konzultanty, kdyz
prichazeji, tak nam daji ten prehled.

1G: A mé¥i se pak néjak jestli to Skoleni bylo uspésné?

N1: Urcité se po mné chce néjaké subjektivni hodnoceni co mi to dalo atd. Kdyz ja
V ramci toho feknu myslim, Ze mi to dalo takovy a takovy piehled a budu schopna toho
a toho, tak se ceka, ze to tak bude. Jinak je tam né¢jaké vysvétleni pro¢ to tak neni. To
znamend, Ze konzultant, ktery na to nebyl Skoleny nebo nema tu zkuSenost a dostane
tohle Skoleni si vezme né¢jakou jednodussi ajti ((minéno IT)) pozici a zacne. To se
ocekava, takze da se to ohodnotit takto. KdyZz ja feknu ja nemam to Skoleni a proto ty
ajti ((minéno IT)) pozice nemuzu d¢lat, tak to Skoleni se mi doda a ja pak feknu ja to
ajti ((minéno IT)) neumim, tak uz je to néco jiného, nez kdyz feknu mé to nikdo neucil.
Takze kdyz jsem mél Skoleni, fikal jsi, ze ti to dalo minimalné ten obecny piehled,
potiebujes teda néco dalsiho? Pro¢ zrovna tahle pozice, kterd je relativné jednoducha,
pro¢ myslis, Ze bys na ni nestacil.

1G: Vy byste méli byt spise koucka.

N1: No ja vim. Tak ja jsem byla interni kou¢, ja jsem méla vlastn¢ z development centra
lidi, tieba ptl roku jsem koucovala.

IG: A nechcete se k tomu vréatit?

NI1: Jo, rada bych. Koucuju doma. ((smich)) Koucuju vzdycky kdo potiebuje, néjaka
kamaradka nebo kdokoli zndmy. Koucuju piirozené, ale je pravda, ze jsem feSila
s jednim klientem, se kterym vlastné délam od zacatku, co jsem tady, tak jsme feSili
prave jednu docasnou pozici rekrutera ((minéno recruitera)) na piimé osloveni za firmu,
vV ramci rozsahlého rekrujtment ((minéno recruitment)) projektu néjaké rozSifovani
tymu, a zaroveil tam me¢l jakoby probéhnout koucink a edukace hajrink ((min€no
hiring)) manazert, aby se zvedly ty jejich intervjijink skils ((minéno interviewing
skills)). Presn¢ jsme ftesili, co tedy budeme u téch manazeri sledovat, co vlastn¢ mayji
umét, ja jsem klientovi tieba vysvétlovala, protoze oni jako no my jsme jim sepsali
n&jaké predstaveni firmy bla bla bla. Rikam no kdyz se hajrink ((minéno hiring))
manazer umi spravné doptat v ramci toho pohovoru kandidata co je pro né¢j dalezité, on
pak nemusi pfedstavovat celou firmu bla bla bla n¢jaky monolog desetiminutovy. Staci
kdyz zmini, ze pét z téch véci, které jsou pro toho kandidata dalezité, v té firmé najde a
jsou tam podporovany. To mu na vstupu staci. To, Ze je to ja nevim americkd spolecnost
pusobici tadyhle ja nevim v ¢em bla bla bla, zalozena v roce, to si muze ptecist nebo mu
to miize fict ej¢ar ((minéno HR)). To ale nemusime nikomu sepisovat. A ten manazer
fika aha no vlastné jasné€, myslet prosté v SirSich souvislostech. A to je to jak to vidim,
jak se to da délat dobfe a Spatné zté kandidejt ikspirijenz ((minéno candidate
experience)) ze strany kandidatu. Jaké jste z toho méla pocity? S kym jste mluvila? Jak
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to probihalo. ProtoZe v jedné firm¢ mame tieba vice pozic pro vice hajrink ((minéno
hiring)) manazerd, kazdy to d¢la jinak. A kazdy je jiny. TakZze mné na jednom intervjt
((min€no interview)) takhle vydésili kandidata, Ze to ukoncil sdm a druhy kandidat byl
naprosto spokojeny, ze vedli skvély rozhovor, Ze si i oteviené tfekli, Zze by potfebovali
hlubsi znalost, ano uvédomuji si, Ze ji nemam, sam to vidim. Ted’ je otazkou jak stéZejni
pro tu pozici to je. A rovnou si fekli jak je to stézejni. A i ten kandidat a i ten hajrink
((min€no hiring)) manaZer se naprosto shodli a potom vybérovce méli naprosto jasno
v tom, co se bude dit dal. A jesté kdyz ten kandidat jakoby neuspél a védél piesné proc,
do té firmy se klidn¢ vrati, ve chvili kdy doplni tfeba tu kompetenci a znalost, a
V podstaté¢ pokud se ho i nékdo zepta jestli nezna tuhle firmu, jo ja jsem tam byl na
vybérovce probehlo to takhle a takhle, tak maji dalSiho potencidlniho kandidata, ktery
se spi§ prihlasi nez nepfihlasi. Protoze kdyz ten druhy netfekne vi§ ale to zalezi, se
kterym ¢lovékem mluvis. To neprobéhne.

1G: Jednou negativni, tak uZ to ziistane negativni. Jak se prizpusobujete zméndm?
Mate pocit, Ze reflektujete to, jak se trh hybe?

N1: Asi nemizeme tak rychle. Dneska je to hodné o penézich, ale ted’ diskutuju o
rozSiteni toho portfolia zdroji, které mame. Abychom to potad netocili, ale rozsifili to
alespon o dalsi dva, které se tfeba obecné pouzivaji.

1G: Ted’ nevim co myslite.

N1: No, jsou zdroje, kde hleda$ kandidaty. Databéze, socialni sité, ale jsou dalsi tieba
odborné servery, kde ti lidé publikuji své prace nebo davaji ukazky svych kodu. A je
potieba jit i tam, protoze vlastné v tu chvili ty toho kandidata, i pokud jsi tfeba dobie
Skolena pro tu technologii, anebo 1 nejsi, ale prosté najde$ tam ten kontakt mas tam
tieba ukazku kodu pro klienta, pokud ti to klient odsouhlasi, mizes$ to rovnou. KdyZ ja
dam tieba tomu ajt’dkovi at’ udéla ukazku kodu, tak pro néj je to dalsi véc, kterou musi
zpracovat. Ted” mam kandidata, ktery poslal ukdzku kodu, ale je vytizeny Casove,
jednoduse kazdy Sikovny kandidat je Casové vytizeny. Klient ho zadal o bud’ ukazku
kddu, nebo vypracovani jejich testu, ktery maji nékde na webu volné piistupny. No a
kandidat aby uspofil Cas, samoziejmé sob¢ 1 firmé, aby oni necekali na tu ukdzku. Tak
ekl ja tady néco mam neni to vrcholné dilo moje, ale pro néjakou predstavu jaky ten
kod pisu tady to mate. Nestaéilo jim to tak se s kandidatem dohodli, Ze ten test
vypracuje, ale on jim fekl do mésice, ja na to prost¢ nemam c¢as. Takze firma kdyz o néj
stoji a ten kod nebyl uplné k zahozeni, tak bude muset holt pockat mésic, nez si ten
kandidat najde ¢as. To neni tak, Ze kandidat si k tomu hned vecer sedne, aby si naSel
leps$i praci. On uzZ ji ma. Na trhu se tfeba to¢i kandidati néjakou dobu a holt to ma sviij
divod, protoze nekdo v téch technologiich prosté neni dobry. Kdyz si s tim ¢lovékem
mluvila pred pil rokem a stale nema praci a u nékolik firem neuspél, tak s Cistym
svédomim ho nepredstavi§ do dalsi firmy. A blbé teda je, Zze dost Casto nedostavame
pouzitelnou zpétnou vazbu na toho kandidata. Kdybych ja ji méla, konkrétni zpétnou
vazbu v ¢em on nedostacuje, tak bych védéla kam si muzu troufnout ho piedstavit a
kam ne a kde tu slabinu ma. Ale kdyZ ani jedna z téch firem nefekne, a to v mém
piipad¢ je sedmdesat procent téch vazeb minimalné, tak se s tim tézko pracuje. My se
rozhodli ho dalSiho kola nepozvat, dékujeme. Nebudeme ho zvat na pohovor. A muzete
mi prosim fict, ted” zrovna piSu takovy email, protoZe to byla personalistka s kterou
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jsem v kontaktu nebyla dfive, ja fikam vzdycky po vas budu pozadovat alesponi
v kratkosti konkrétni diivod, pro toho kandidata je to dllezité, znamena to, Ze vaSe firma
se zabyvala jeho profilem, j& vim jak s nim dale pracovat a vim jestli aktualné pro vas
anebo do budoucna také ne, jestli si tfeba osobnostné, a nemusim vam ho uz nikdy
piedstavovat. Protoze my samoziejm¢ s kandidatem v dne$ni dobé navazujeme
dlouhodobou spolupraci. To znamena za pal roku se mu ozvu znova, za rok.
Kontinualn¢ v cyklech se snazime kontaktovat kandidaty jak jsou na tom, jak se
vyvijeji.

IG: Mate pocit, Ze jste nékdo kdo ¥esi strategie a je byznys partnerem, spiSe nezZ
konzultant a administrator?

N1: Typové€ ano. Ano jsem partnerkou na byznys development a méla bych se na to
soustiedit, jakoby rychle porozumét pozadavkiim toho klienta, co vlastn¢ hleda, ale i
osobnostné. Vratim se s pozici a feknu prosim Vas, ale nehledame lidi takového razeni,
je to firma s takovouhle kulturou, takovy ¢loveék tam nechyti, musi se tam citit dobfe.
Ale ne kazdy klient nas vnima jako néco takového a chce slySet tu zpétnou vazbu.

I1G: Mate néjakou strategickou roli ve vztahu k manaZerce pobocky?

N1: No upln¢ ne, ale podporuji ji v téch byznys aktivitaich. Chodim na klicové mitinky,
kde jde ona a konzultant. Nebo se snazim ja a konzultant. Problém je v tom, Ze tim, Ze
j& mam své cile tak mé¢ to zdrzuje a nemiiZzu se tomu vénovat tak, jak bychom vSichni
uvitali. Ta pfidana hodnota by byla ve finale vétsi, nez moje n¢jaké plnéni targetu.
V tomhle to neni Uplné pruzné. Takze si na to musim vyhradit prostor tak, aby mé to
neohrozilo, ale abych zaroven dé¢lala néco, co mé bavi nebo v ¢em jsem dobra. Je
pravda, Ze jsme ted’ diskutovali, Ze by ty targety mohly byt nastaveny jinak. Protoze
V jedné oblasti musi§ prohlédnout hodné Zivotopisu a predstavis tieba patnact a zbyde
Z nich pét, ale jsou to véci, které se délaji pomérné rychle a nekomplikované, kastimr
((min€no customer)) servis a tak. To je o tom, umi komunikovat, neumi komunikovat,
zvladne ten stres nezvladne, a ma ty jazyky nebo ne. Kdezto u ajtdka snim
komunikuje§ mésic, nez se ti podafi ho namatchovat s tou pozici vyslovené k tomu
danému klientovi, ptedstavit ho, dostat od néj ukdzku koédu a vSechny ostatni kody. Ja
mam pani, ktera bude nastupovat v ptlce Cervence, ta pani byla vyhledana sourcerem na
zacatku listopadu loniského roku. Ja jsem ji tak v ptilce pohorovala a na konci listopadu
jsem ji predstavovala. Ale to je extrém.

IG: Je pro konzultanta dileZité, aby mél néjaké specidlni dovednosti co se tyka
technologii a prace s poéitacem?

N1: Nevim, tak na Linkedinu se ¢lovék zorientuje pomérné rychle, tam neni nic
komplikovaného, ani kdyZ ma prémiovy ucet. Ted’ jsem ho chvili méla a jediné co bylo
potieba dovysvétlit je, Ze tam mas ty projekty, ze si tam muzes ty lidi sortovat a je tam
dobra funkcionalita, Ze se ti zobrazuje kolikrat kdo kliknul a kdo vidé¢l, jestli ho n€kdo
oslovoval, psal atd. Ale to vidiS§, to neni tfeba se ucit. MusiS§ se ucit ty stringy a tak.
Spise je to o tom umét najit kandidata a kombinovat, kdyz vis jak v ajti ((minéno IT))
spolu souvisi technologie, které ty lidi umi nebo které klientu poZaduji a pouzivaji.
Kdyz vis, ze dzava ((minéno Java)) developera nemiize§ premlouvat na cé plus plus
((minéno C++)) technologii, protoze se to absolutné vylucuje, to je Uplné jiny zptsob
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prace a dvé uplné odlisné véci, které nikdy spojit a jesté ten developer se urazi. Je dobré
to védét. V tu chvili nejsi partner pro toho kandidata, kdyz vidi, Ze tomu nerozumis.
Lanafis ho na pozici, které nic nevis.

1G: TakZe pFi naboru nového konzultanta se nebudete soustiedit na to, jak umi
S pocitacem?

N1: To asi ne, ale kdybychom nabirali konzultanta pro ajti ((minéno IT)), tak alespon
n¢jaka edvenct ((minéno advanced)) znalost technologii by tam méla byt. Idealni by byl
néjaky ajtak, ktery chce délat rekrutera ((min€no recruitera)). Ale to je Uplné scifi
samoziejme.

IG: To by byl ideél.

N1: To by byl. My s nimi umime mluvit, ale kon¢i$ na urcitém levelu té znalosti a uz to
musi$ nechat na tom klientovi. USetfili bychom c¢as i tém klientim, kdybychom to
dokazali 1épe odhadnout. To ale neni mozné. Jsi personalista, nejsi ajtdk, to se
nespojuje. Ale zase je pravda, ze kdyz jsem ted navazovala kontakt s potencionalné
novym klientem z inZzenyringu ((minéni engineering)) tak pani mi hned fika tady je
dzob deskrip$n ((minéno job description)) a bylo by idealni kdybyste se pfijela podivat,
at’ vite jak to tady vypada. A to, co jsem vidéla bylo neuvétitelné. Bez toho, abych tu
pozici obsazovala, to mé& straSné pomohlo pfiblizit t¢ém kandidatim to prostiedi. Vidét
jak to tam maji vymakané co se tyCe kvality a né¢jakych izo ((minéno ISO)) standardti a
tady téchto véci. Piijdes a uz to vidis. Kazda véc ma své misto, maji cesticky, maji ()
na zdi a tak. Vi§, Ze bude délat reporty na n¢jaké urovni ten ¢loveék, vedouci drzby a
podobné.

1G: Spolupracujete néjak se zahranicnim vedenim?

N1: Na trovni konzultanta ne. Na urovni bren¢ ((minéno branch)) manazera myslim, ze
jo. Bézn¢ dostava dotazy. Samoziejmé schvalovaci proces sahd az tam za nékterych
nestandardnich podminek.

1G: Byva nékdy problém, Ze vam néco neschvali nebo naopak navrhnou zménu, kterd
je téZko aplikovatelna na Ceské prostiedi?

N1: Ze by to bylo kvili kultufe, to si nepamatuju, Ze by se stalo. Samoziejmé my
davame doporuceni nebo koncept, a neschvali nam to v plném rozsahu, to holt
neprosadi§. Srdzka operejSnc ((minéno operations)) a byznysu lidrii, protoze kazdy
mame jiné priority.

IG: Vyzkumy voblasti HR mluvi o tom, Ze dochazi Kk néjakému posunu

z administrativni role spiSe na tu strategickou. Souhlasite s tim, vnimdte to stejné?

N1: Ano, ten personalista dnes prezentuje spolecnost, vytvari dojem z té spolecnosti. Ve
chvili kdy sam nerozumi pozicim, které mam sam obsazovat tak, absolutné ztraci
pozornost toho kandidata, ten uz se tfeba nevrati. Ten ej¢ar ((minéno HR)) marketing je
velmi dulezity, jestli je ta firma vidét neni vidét, spousta firem ma fejsbukovy ((minéno
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Facebook)) profil, poustuji rizné mimopracovni aktivity, koho to zajima tak si to najde,
poustuji se dulezité spoleCenska odpovédnost. VSechno co pro ty kandidaty mize byt
kritérium pro vybér té spolecnosti. Takze kdyZ j4 mam socidlni citéni, ozve se mi firma,
ja jsem odbornik rekruter ((minéno recruiter)), klidné¢ bych byla oteviena k tomu
koucovat né¢jaké maminky v azylovém centru, jak si ty véci zacit davat do poradku, kde
se obratit a na co. Spi§ né&jaké nastaveni a motivace do toho Zivota, prace se strachem
atd. A vim, Ze v té firm¢ budu mit podporu, Ze m¢ jednou tydné na tfi hodiny uvolni
Zprace a muzu vramci té své pracovni doby jit d¢lat toto a je to spoleCenska
odpovédnost té firmy, tak ja se k tomu klidn¢ propaj¢im, tak to pro m¢é muze byt
dulezité. A takhle to je v té Siroke souvislosti, co pro toho kandidata hraje roli. A ted’
zélezi jaky typ kandidatt hledas a podle toho muzes vytvaret brend ((minéno brand)).
Sméfovani té firmy obecné a n&jaky osobnostni profil a nemusi to byt ic¢eloveé. Miize to
byt tak, Ze takovi jsme a koho z vas to oslovuje tak pfijdte k nam. Ve firmé jsem
vyrostla hodn¢ rychle. M¢la jsem strach z téch obchodnich zalezitosti a vyjednavéani
podminek a ukazalo se, Ze jsem v tom vlastn¢ velmi silna. Ja nejsem obchodni ¢lovek,
nemohla bych délat sejls ((minéno sales)), respektive néco o cem jsem presvédcend, to
je mozna ono. Ale zjistila jsem to, protoze jsem pifed tim vzdycky utikala. Na
komunikac¢ni dovednosti, o ty jsem se vzdycky opirala. Ale vyslovené vyjednavani
podminek a nalézt ten konsensus, ale tak aby to stale bylo byznysové zajimavé pro nas
primarné, to jsem se musela samoziejmé ucit. TakZe jsem hodné vyrostla a strasné
rychle jsem se to naucila, ale ne vSechny véci ted” vyuziju na klasické konzultantské
pozici. Jak je tam i to nadSeni, Ze kdyZ jsem zjistila, Ze by mi to mohlo jit, tak bych to
rada vyuZzivala, ale kdyZ k tomu nema ¢lovek prilezitost tak to mize byt popud k tomu,
ze ¢loveék vyhleda pozici, kde tu moznost dostanes.

1G: Dékuji za Vas Cas.

N1: Neni zac.
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