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Procepriijimani zaméstnanai u zenédélskeé
vyrobni spolosti

Process of recruitment for an agwltural
manufacturing company



Souhrn

Tato diplomova prace ma za cil zmapovat proaggmani zaméstnané u konkrétnich
spol&nosti (ZZN Pellimov, Agrostroj Pellimov, ZD Kalich) a navrhnout optimalni
proces s dopotienimi pro dané podniky. Z vyvoje jednotlivych siudychazeji i dalSi
cile, zjiSeni o mensSim zajmu uchade na trhu prace kdkterym typim pracovnich
piilezitosti, problematika udrZzeni a ziskdvani &stmand. Z pohovofi provedenych
s personalnimi kapacitami zji§i, jak se zmnila strategie fijimani zan¢stnané v doke
ekonomicke krize. Zawiuji také pozornost na firemni kulturu v organizadieji vlivy na
zantstnance. Pro napini vSech cil byly zvoleny nasledujici prasidky: studium
dokumentt s naslednou obsahovou analyzou, semi-strukturoyam@vory s vybranymi
manazery, SWOT analyza jednotlivych persondlnidtes a pipadové studie. Prace je
roz&klena do dvou hlavnicliasti. Teoretick&ast poskytuje Werpavajici informace o
personalnimiizeni, podminkach na trhu a aspektedgiezitych pro pijem a udrzeni
zamgstnand.

V praktické ¢asti zUr@uji poznatky teorie a dopiliji je o dopordeni pro konkrétni

podniky.

Kli ¢ova slova

ZZN Peltimov, Agrostroj Pelfimov, ZD Kalich, gijimaci proces, adaptabilita,
zemedélska spolénost, kultura organizace, podnik.



Summary

This diploma thesis aims to map a recruitment Bses at given companies (ZZN
Pelitimov, Agrostroj Peltimov, ZD Kalich) and design optimal process withhceete
recommendations. The course of individual caseiesuetveals secondary goals, findings
about lower attractiveness of industry for skilfidb applicants or problems with
stabilization of employees. The interviews with gmemel (HR) managers provided me
information about strategic recruitment procesthatime of crisis. | also pay attention to
corporate culture, adaptation process and theiraahmn employees. The following
methodological tools were chosen to meet all of dbgectives: literature and document
search with the consequential content analysis,-seoctured interviews with chosen
managers, SWOT analysis of selected personneliteatiand the case study. The work is
divided into two parts. The theoretical one is pdowg comprehensive literature overview
about recruitment process, conditions on the laboarket, and the aspects essential to
recruitment process and adaptation. The practedlyses theory and compares it with the

case study in order to design recommendations.
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ZZN Pelitimov, Agrostroj Pellimov, ZD Kalich, Recruitment process, Company aelfu
adaptability, agricultural company, enterprise
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1. Introduction

Every company is dependant on the resources nefedadplementation of the firm

strategies and politics in order to reach aimsgoals of the organization. Just as humans
need water, oxygen and food to survive, so therorgdons use their resources to stay
alive in competitive environment. We can distinfugeveral sorts of such sources like
information, human, capital, finance or materialinian resources represent the most

crucial part of these factors influencing the otpef the companies.

Why is a human factor so important? We can imagineompany as a live organism,
consisted of various personal abilities, knowledgells and efforts that directly aim to
the firm objectives accomplishment. Only peopleldaffectively work with information
data sets, search them, analyze and use them fib peximizing. “People design and
produce goods and services, control quality, mgpkeducts, allocate finance, set overall
strategies and objectives for the organizatibfhere is no other way. Only human factor

guarantees corporate success.

Personal element takes a part in all processesmwatiganization. We organize ourselves
according to certain system with concrete thoughimits and rules. The term
management naturalizes in every country. Due tatitinual changes and requirements
of global economy, managers follow new techniqueslexision-making, its pace and
learn the changing ways of employee managementselhweho can effectively apply the
system of human and material resources, are highllyed and contribute to the firm

prosperity.

Almost everybody remembers first day at work. Whem first signed the personnel
documents and became a part of the company. Yoiaf eltquainted you with the
occupation that became your daily bread, showed theuoffice or the workshop and

introduced you to your new colleagues.

! Boudreau, J.W., Milkovych, T.@ersonnel Human Ressource Managerpet®,
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My dissertation work analyzes the theme recruitm&he theoretical part is structured into
basic theories and trends in recruitment processll focus on historical development of
HRM, talk about its functions, importance, acte#tiand system. The second part describes
particular techniques of staffing, analysis of exé¢ and internal conditions, needs for job
applicants, defining of requirements, methods afrugment, stress the importance of
cultural and employee development. The subsearapirical part studies situation in the
Pelhrimov region. It brings observation to different quemnies that have a great impact on
employment within our locality. | compare theoratipresumptions of the trends with those
implemented into various firm environments, lookha individual techniques, methods and
reasons. | follow personnel development within tharticular company in various

conditions.

The final part assumes analytical findings aboatugment process in given companies that
differs from their specific characters and condiipcompares different strategies that firms
apply, shows SWOT analysis of concrete approachésaggest suitable solutions to local

problems in the time of crisis.

I have chosen the topic “Process of recruitmentfoagricultural manufacturing company”
from several reasons. The first, | have acquired dkperiences in Agrostroj Péinov,
where | was working for almost one year. This jolvolved inspecting machinery
production, everyday consultation with subordinaad superiors or mutual co-operation
among individual departments. The position of tirst fline manager allowed me to
understand daily routine of managerial work. MrvIBasky, the HR director of Agrostroj
Pelrimov, offered me concrete information about recneiht processes and gave me a

helping hand with writing of diploma thesis.

The second, agriculture industry represents spec#iegory that has a great tradition in the
Vyscoéina region. The share of employees in the primactas in the Vysdina exceeds
double the average of other localities within thee€h Republic. On the other hand, the
current trend shows that the primary sector stegaVith typical problems that lower its
attractiveness for new job applicants. | will payeation to the present phenomenon in

agriculture and its impact on employment levelum @egion.
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Objectives of thesis and methodology

2.1 Objectives

The main goal of the Thesis is a finding the opliayastem of recruitment process, which has
to be proved or disproved by the observation urgfscific conditions in the Czech
agricultural environment on the local level. Therkvdocused on the contrast of typical
agricultural cooperative company with two differéypes of enterprises that do a business in
agriculture sphere. | characterise pros and conseofuitment process in particular
companies, summarise common and different condit@nrecruitment. The work follows
trends in employee selection, cares about workeeg, development and problems occurring
with personal activities. The optimal system wilbpose solutions to the current problems
and outcomes from individual interviews with th@nesentatives of personal departments in
two typical agriculture companies and machineryegmise that produces agricultural
machinery in the Peitmov region — ZZN Peliimov, local cooperative ZD Kalich Kamenice

nad Lipou and Agrostroj Paimov.
The case study brings secondary objectives:
1. The lower attractiveness of industry has drivenyatlia more skilful applicants

2. The most agricultural companies need to restructher HR process to remain

competitive

3. Optimal culture and adaptation process lead todnigimployees loyalty and lower

rate of fluctuation
2.2 Methodology — used scientific methods

The main method used in this paper is a case stuggch company. Case studies include the
observations of cultural, economic and politicahditions that have an influence on local
recruitment strategies. | also use a study of teuehents, analysis and compare theory with
realty. Interviews with local HR department repraagves helped me to clarify the

difference between theory and praxis used in eacsopal department.
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3 Literature overview

3.1 Management

Management is determined as a systematic procedsules organizational resources

(humans, finance, material, information or enetgyjeach given objective.

The term probably comes from Italian “maneggiaréich relates to a horse training in arena
but it also characterizes someone who do the wkitku#ly, the ability to master musical
instruments or just generally master, manipulate erb manage has several meanings such
as run, control, operate, handle, help etc. We fimaly origins of the expression in Latin
“manus” (hand) that associates with a concept thahager could hold something and

transform it2

Management has become phenomenon of current sodetyhear about it every day from
media in connection with executive managerial wwkand their performance but it
represents only the top of iceberg. Practicallg, tfmnagement relates to all activities where
individuals or groups of workers are coordinatedeach specific goals. The term is usually
using in connection with processes within orgamrest Every company or firm desires
capable employees who could realize corporateegiest and objectives. The more skilful or
qualified employees companies have, the betteropednce shows. The importance of

management prevails in two main categories.

The first, our society is changing. Natural devetept forces people to follow the trends.
Those, who can better react to new requiremenis,cganpetitive advantage over the others
staying aside. This is a reason, why we shouldystuela that addresses specific sources of

governance, administration, leading techniquesagptoaches.

The second, main role of management lies in atibreof human abilities to produce goods
and services (values). Individuals run various oigtions. They determine a direction of
firm strategies, allocate company resources to omp@te business activities, create

conditions for better working environment, find wayf higher living standards, care about

2 Strach, PPrincipy managementyp, 7-8
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safety or health care, maintain and develop firrues We would hardly enumerate all
managerial activities, which differ according te firm orientation.

3.2 Basic managerial processes

Planning - setting of the plan, procedure that comes fromrgfiren objectives, which ought

to be reached at the end of certain period.

Organizing — every planned activity needs adequate resouxtasagers provide necessary
instruments to fulfil the plans. These sourcesusigally limited by organizational capacity,
are mutually interconnected and effectively tramsfé within a company. Managers control
its effective application, establish firm structumad linkages among them. They create
organizational hierarchy as superiors. The positemables applying authority on
subordinates, relates to specific power. Interpgisaelations form basic shape of

organization.

Leading - includes motivational process. Superiors strivantativate people in order to
reach positive employees attitudes, accept firnucelland values. Such approach improves
the subordinates working endeavour. Workers ppdiei on decision-making process and
actively contribute to goal achievement.

Contralling - has function of feedback. Plan shows optima},wawhich company expects
certain result but natural development brings derabr bigger divergences. These gaps
reveal undesirable factors which were not durirgy glanning process included. Managers
could easily react to identified signals, discother causes and take a preventive measures to

avoid the problen.

% 4 basic functions of management.[Online]. httpMiwsayeconomy.com/4-basic-functions-of-
management/. [Quoted 2011-10-09]

-14 -



3.3 Human Resource Management

Origins of human resources management (HRM) appezady in the 20 century as the

form developing from personnel management thatrhash longer history. People have
been managed long time ago. Therefore, we couldlyhdetermine concrete starting point.
Historians show us many interesting examples fitoepast. | will just stress several of them
because it is not possible to write about compiettorical development of HRM neither the

aim of my diploma thesis.

We will make a little trip to ancient Egypt and loat the pyramids builders. Workers
were managed by pharaoh supervisors during hunafegisars (3000 — 1000 B.C.). The
first time, historians supposed, that the slavest ipyramids but new proofs brought
different results. Excavated skeletons gave aneexie of Egyptians who lived in villages
pitched for pyramids builders. The villages wereuipged with granaries, brewers,
cemeteries and primitive health care facilities vgheealers provided medical treatment to
seriously injured workers. Builders were separat@d the teams with high labour
organization. Some teams had special names likeritis of Khufu” or “Drunkards of
Menkaure”. Names of the working groups reflecteghlty and allegiance to the pharaoh.
An estimated 20 000 up to 30 000 workers were mgldhe Pyramid at Giza over 80
years. We can say that the glory of ancient Egygs Wuilt on strength of people, their

cooperation and sacrifice.

The beginning of modern personnel management éxidatthe middle of the f&entury

to Industrial Revolution. We skipped ancient timedapointed at the period, where
development of the coal-fired steam power or theemion of new manufacturing

machineries brought crucial changes of working mmment. The growing division of

labour increased the needs to coordinate spedabperations, their maintenance and
regulation. Working life had become more organidéelv employment patterns brought
population shifts. At the turn of the ®8and thel¥ century, the factory-based

organization gradually replaced the system of peepho worked in small workshops

4 Explore The Pyramids. [Online]. http://www.natitgeographic.com/pyramids/pyramids.html . [Quoted
2011-10-10]
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(usually at home). The process of urbanization @dumsass influx of villagers from rural
areas or immigrants who looked for better workimpartunities to avoid poverty. The
situation in two largest industrial countries - tb&SA and Great Britain had mutual

characters in comparison of both working environteen

Contrary to better working organization, the coiodis for workers in factories were

extremely poor. Most factory employees worked lbogrs for a very low wages without

necessary protection against dust or noise. Thapational safety was not considered.
Child labour exceeded 12 hours a day. Women ardrehi had to work in order to pay

expensive housing. Many families lived crowded me emall room. Other problem also
consisted in vouchers for the “firm products” tleatners provided instead of wages. We
can see that labour in those days appeared “pgratty. What did exactly keep the people
in uncomfortable factory environment? Why workerstjdid not change occupation? The
reason is simple. With so many immigrants, who réesmuch for any work, was almost
impossible to find convenient work opportunities.dase of any complaints, employers

easily dismissed and replaced these troublemakiérshundreds of other job applicarits.

People realized, that the change occurs, only ifkers joined altogether. In 1870s,
employees joined to establish labour unions. Thadd@&rUnion Act (1871) legally
approved establishment of unions in Britain. Empksy/ could assemble and negotiate on
favourable conditions, like the increase in wagesucing of working hours or higher
health protection. We may still talk about contihudevelopment of personnel
management in the time when workers tried to sesisensus between them and their

employers. The Industrial revolution led to thesakzation.

The division of work, relations between subordinamel superordinate brought scientific
management movement, which appeared at the ertteofd' century. | would like to

mention the main profounder of the movement.

® The struggle for democracy. [Online]
http://www.nationalarchives.gov.uk/pathways/citigbip/struggle_democracy/childlabour.htm . [Quoted
2011-10-12]
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Frederick Winslow Taylor

Taylor specialized on productivity and efficiendye analyzed partial procedures to the

smallest details. Taylorism, as was the approalted;aonsisted of four major principals:

1. gather traditional knowledge of employee, recor@nt analyse, use
scientific study of the tasks

2. scientific selection, development and training ofrker rather than
self-learning process

3. find mutual compliance among workers and instrungjgoroviding of
detailed information to the employees, supervisthgir effective
performance

4. proportionately divide work between managers angleyees, in order
to share the division of labor, managers should e work according

scientific methods and enable the workers to perfitre tasks.

The output of scientific management consisted imaitdel observation of working
procedures. Taylor's principles enhanced objectstance towards labour tasks,

cooperation among workers and managers.

3.4 Human relation movement

Historians mark the Hawthorne Experiments as thiging of human relation movement.
Hawthorne Experiments Programme (1924) was designed to study the effects of
changing labour conditions on employee productivitijge first experiments focused on
effects of lighting, which ought to increase thepui of workers. There were selected two
groups of employees — the group with changing legid the second one with lighting at
normal level. Over the expectations that highepouappears only in the case of the first
group, the results were different. Experts foundkdost the same outcome modification

in the second shift who worked without any chaniigbting.
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Australian psychologist and sociologiiton Mayo continued with developing of
working conditions. He gathered six women and nowad how the introduction of better
rest periods, reduction the working hours or bresfkect productivity. Improvements led
always to higher production results. Mayo expedtied a return to the original conditions
would affect output negatively. He eliminated alnovations but the outcome
unexpectedly rose than during the experiments.rAdtenost 5 years of observations,
Mayo founded out that employees were motivated rbgrpsychological incentives than

by physical or material conditions.

Workers of Western Electric Company stressed inr timterviews the importance of
participation. They needed participate in the comyparocesses and desired for unity and
competence. The productivity affected interrelagsi@mong people than the higher wage
or working conditions did. Mayo pointed out indival and collective values, which
could influence firm behaviour. He alleged that thse of production rose with
identification of groups with management. On thkeeothand, if values or norms differ

from firms objectives, the output decreases.

Human relation movement came with new vision ofaorgation. Organization is

supposed to be a social system rather than furatteystem. Mayo and other promoters
(Peter Drucker, Douglas McGregor) laid foundatidnhaman resource approach and
relations. The emergence of HRM as a concrete tHigediscipline or approach dates

back to the middle of 1980s.

3.5 Steps towards HRM

The term Human Resource Management appeared idSRBeduring the 1980s. Authors
Tichy and Beer deal with the theory of HRM in thpublications. For many authors,
HRM emerged as a different approach to the manageonfepeople. It reflected new
theories about the changing nature of work.

® Sajdlerova, I., Koniy, M., Zaklady managementp, 24-49
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HRM process encompasses the topics of staffingaaitbn of employees, their selection
or training), assessment, motivation, collectiveghaning, taking care of exits from the
firms etc. We can understand the HRM as a proocdsmanaging people within

organization in a structured manner or collectie@tionships between managers and
employees. HRM emphasizes the practical effecterployee behaviour in concrete

working situations versus the expectations of thragany.

Experts also distinguish so called “hard” and “sefyles of the HRM. Hard style looks at
HRM in way that people are strategically managedrganizational assets (quantitative
view). The other side of coin, the soft style, syilites relationships, processes between
managers and their subordinates such as a comrtianicenotivation, leadership and
obligations derived from these relations. In p@stihe usage of both styles bears fruit.
Milkovich and Boudreau define the HRM: “The seriet decisions that affect the
relationship between employees and employers, féciaf many constituencies and is

intended to influence the effectiveness of them.”

3.6 Evaluation of HRM conditions

Workers represent live investment into company. quaeness deserves specific
conditions. Employers therefore try to meet the aeds for fairness and equity, but that
is not all. The quality of firms™ milieu reflectsianternal and external conditions. HRM
departments do their best to attract employeesy Tfier appropriate wages, retrain,

provide occupational security, decide about dispate fair treatment of workers.

External environment also strongly influences laél bperations in a company, including

HR operations. Firm policy is affected bgonomic situationon the both a national and a

local level. Employers decide about recruiting,iced according to the economic well-

being and the position of a firm on the market. il@asing number of contracts bears cost
savings. Managers have mostly no choice than agrs#vings activity to the unpopular

steps — to layoffs. Employees then live in constartertainty. They are more reluctant to
leave their present jobs although the dissatisiactwith current occupation. An

uncertainty play into the hands of several comparileat force workers to accept

-19 -



disadvantageous wage conditions, prolong hourst gtemork, deny the rights to holiday
etc.

3.6.1 Government regulations

Governmental intervences response to social, ecamabrand political issues. Nolan
claims that the share of business decisions arpesh®y almost one half of the
government regulations. Laws should provide a legabtection against ilegal

machinations or exploitation of employees.

The Labour Code No. 262/2006 Coll. (amendment N&/Z011 Coll.) serves as a tool
for specification of working relations in the CzeRlepublic. It defines the terms such as
participants in labour relations (employee, empipy@orking principles, chapter about
equal treatment, prohibition of discrimination as@hsequences in case of their breaching.
The second part of the code regulates workingioglships — their formations, contracts
(typical alterations), termination options etc. Tioeirth chapter in the code determines
working hours, its schedules, overtime and nightkwoonditions. We can find here
sections with breaks periods that ensure emplofeesights for a rest. Other important
terms describe occupational safety and health ¢iiote how avoid the risk by
prevention, duties and rights for employees or eygil. Remuneration are with wages
or salaries solved in the part six. Firms haveréate specific milieu of which basic rights
are emboded in the part ten, called “Care abouti@maps”. We can read here about the
duties for employers to build up appropriate wogkinonditions that enable safe

performance of work by employees, particularly by:

- establishing, maintaining and providing of facégifor workers

- improving of the fitting-out and designing of wonkj place

- creationg of the conditions for satisfaction of émypes” cultural, recreational and
physical educational needs and interests

- ensuring of appropriate health care.
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Vocational development always bears the fruits aefiect on employee’s outputs.
Personal managers keep an eye on the right providitraining induction. They apply a
concentration on qualification improvement, itsameing and upgrading. If an job
applicant or graduate starts his/her new job withskills, the employer has a duty to
arrange training or on-the-job tranining impleméiota We can see that the Code takes a
note of graduates and employees transferred tovavaoekplace. The law also adjusts the
rights for meals taken by workers, regulates spectnditions for some employees such
as disabled persons, female and adolescent employeesumarize it, the Labor Code is

the fundamental legal source for all participantiabour-law relations.

If we talk about the main source of labor law, wewdd stress also an importance of the
Civil Code (No. 40/1964 Coll.) and the Act of Emytoent (No. 435/2004 Coll.). The
second mentioned serves as a leverage for altutesti performing national employment
policy with aims for a protection against unempl@ymand a support of employment
maximizing in the Czech Republic. Active tools afi@oyment help job applicants to find
a work - especially to those, with problematic plaent on the labor market. Means of

active policy encompass:

- requalification

- community services

- investment incentive

- work mediation services

- providing of unemployment benefits and supportimg tequalification

- controlling of direct and indirect form of discrination, asserting of equal
opportunities

- the help to disabled persons with worse workingtmwswithin the labor market

- foreigners employment

- the control of activity on the employement leve} @mployment office)
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The control authority may also fall into operatiohlabor inspectorates which supervise
observing the labor law and its relation accordmghe legal norm No. 251/2005 Coll. -

the Labor Inspection Act.

3.6.2 Government programmes and employment policies

Government plays the key role in HRM. They deteerardirection of employment policy
by regulations, law limits or by programmes andqes$ to cope with negative trends on
labor markets. European Union provides funds ireotd realize European employment
strategy. | would like mention tHeuropean Social Fundin the Czech Republic (ESF) of

which missions are:

- equal employment opportunities (EEO)

- social integration, help to socially disadvantagegde to find an occupation
- help unemployed to enter labor market

- lifelong learning programmes

- development of qualified and flexible labor force

- implement new modern techniques of work organizatio

- improvement of women acces or participation tolaéts®r market

Programmes also subsidize activities in:

- requalifications in unemployment

- special programmes for disabled persons, childrensaxially desintegrated
minorities

- inovation programmes for employees

- support to the persons self-employed who startsinbas

- development of educational programmes

- improvement of informational computer technology¢bildren in schools

- support educational stay of students, pedagognzhkaientific workers etc.

" Labour Code. [Online]. http://www.mpsv.cz/filesinky/3221/labour_code.pdf. [Quoted 2011-10-15]
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The operational programme Human Resources and Egmplat for example prioritizes a
prevention against unemployment by the way of itnmest into human resources via

companies and organizations.

Call centers — trained employees provide information about ifpre or national
employment, problemacy of ESF, social security beneequalification possibilities etc.
Professional workers are daily preperad to ansWwerquestions concerning labor law

problemacy.

Active employment policy -is the part of national employment system suppgrén
creation of new occupations. Employment officestriiate benefits to firms which

employs new applicants or to aplicants themseReBcy focuses on the isuess:

requalification

- financial incentives (creation of new occupationd eequalification)

- community service

- founding of socially special-purposed jobs (acomgdio the § 113 No 435/2004
the Employement Act)

- initial training benefits (for new employees whayuee higher care, maximally
during 3 months up to to the half of minimal wage)

- benefits for employers who switch to new businessg@mamms (emplyees

compensation during max. 6 months)

- benefits for employers who give a work to disalppedsons in sheltered workshop

Devoplment of regional employment programmes

Solves conrete social problems inside particulgiorein labor sphere. Funds are used for
Regional Individual Programmes/Projects (RIP) | have found some in Vysma.
Employment office (EO) in Pettmov published a report monitoring situation within
Pelrimov region. They have prepared in cooperation whth ESF the projects helping

new workers to find a work.
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“Kli € ke kariéire” (Key to careerysupports a people registered less than 12 montB®in
The project is realized partly from own and parfilgm suppliers sources. Programm
dwells on complete care about client in the laboarkat (motivation elements,
requalification, consultations, practical trainin@arget group could claim compensation
for travelling, food allowance, housing, babysittirtc).

“Novy smér” (New direction) is similar to previous decribed jpt. It differs by target
group. Clients are mostly the most endangered peapb strives to find a work. Law
specifies such group in the Employment Act:

- disabled persons

- natural persons untill 20 years of age

- pregnant, breast-feeding women or mothers till &ittm® after childbirth

- natural persons who care about children up to Bbsyef age

- people older 50 years

- people registered more than 5 month with EO

- natural persons who got into difficulties, sociallyadaptable people

“Remeslo jako $ance(Craft as chanceepresents new programme granted by ESF and
state budget of the Czech Republic. Supplier firtn@ training, Ltd. in cooperation
with Regional Charity in Jihlava help interestedspais who have permanent address in
Vyscoéina region through improvement or change of quadifon. Participants attend
motivational and requalification course with prakig a local employer. It should make
finding a new job easier. Involved persons mayrdywhole time use a consultation with

firm experts.

“Kariéra s dit é&tem” (Carieer with a child) as the name shows, it el at parents or
people who care about child/children to 15 yearsagd#. Project uses a tools of ESF in
Vysoéina regions. Project suppose participation by parguardians who desire for

recovering or improvement of their skills (qualétwon).
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“Restart na Vyso€iné” (Restart in Vysocina) is designed for employees Vaist a job or
who are in notice period. Employees can improvayr thl@ll during notice period. The
first, EO offers consultations, than provide edigel activities and the final product is

the requalification®

Firm programmes granted by ESFfall into competence of particular companies. As th
example could serve the firm Bosch which has opergdalification courses for CNC
operators. They participate in Active employmentiqyy enable workers to improve

theoretical and practical experience in CNC techayf

3.6.3 Economic conditions

Economic factors have an impact on HRM decision ingakprocess. Employers must
always take into consideration a nature of locatkeaconditions, available labor forces

and the competitiveness power of their products.

3.6.3.1 Labor force and unemployment in the Czechdpublic

The population of our country at the end of Septen#i®11 was 10 548 527 inhabitants.
To express the real figures of unemployment rate have distinguish an economically
active (manpower) from economically passive popota(students, retired and invalid
persons, housewifes etc). The group of active meplurther subdivided into employed
and unemployed category. Employed persons are @&dpb receive a regular wage from
their employers or people who are self-employedtt@nother hand unemployed persons

have to meet three basic requirements:

- are not employed or self-employed

- actively try to find a work

8 Evropsky socialni fond ¢R. [Online]. http:/portal.mpsv.cz/sz/politikazartlesf. [Quoted 2011-12-28]

® Value through innovation, Tiskové zpravy. [Onlinkdtp://www.boehringer-
ingelheim.cz/news/news_releases/archiv/zvy _ovaipirahlubovanikvalifikacezamstnanczevropskehosocial
nif.html. [Quoted 2011-12-29]
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- are capable to start work within given period afdi(mostly within 14 days)

These two categories create economically activahbitants. | have used general rate of
unemployment that is calculated as a ratio betwemployed (willing to work) and
total labor force, where a nominator and denomméoconstructed according to the
international definitions or recommendation of Eiad and International Labour

Organization (ILO).

A subject of survey is represented by all persohs lve usually in privat households.
Survey does not apply to people living over longqgek in the large accomodation
facilities. Therefore, the data of certain parpopulation, mainly the foreigners who live
and work in our country, provides limited inforn@ati Statistic source comes from the
Czech Statistical Office. We can see the developmiemnemployment between 2007 and
2011, expressed monthly and in quarters of yedrsvel compare the data set with
statistics of the Ministry of Labour and Social &ifs the procentual ratio slightly differs

but a pace of unemployment development correnspmtiche series or graphs.

Development of unemployment in the Czech Republic

10

9.5

Source: Nezadstnanost \CR, vyvoj, rok 2012 .[Online].
http://www.kurzy.cz/makroekonomika/nezamestnaii6atioted 2011-12-29]
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The figures show visible growth of unemploymenerabm 2008. What are the reasons
of such increasement? | will briefly try to answée question. Economists regard a
transformation of the Czech economy at the begmih1990s as a starting point that
brought first problems. Although the unemploymetged between 1 to max. 4 % within
1990-1995, it was cancelled over five hundred thads of working places. Employment
decreased by 10 %. More than 250 000 workers wetretirement and almost 100 000

employees left into premature retirement.

At the end of 1990s, our country suffered by bamisis Financial and currency
depreciation (devalvation of the Czech Crown) hadimpact on higher growth of
unemployment. Privatization, technological develepin recession, leaving of primary
and other sectors led to restructructuring of maticeconomy. During first six years of
new milenium is possible to observe the growth mfsg domestic product that kept the
pace about 4% per year. Despite of positive growth, unemployment rate oscilated

around 8%.

Current trends in unemployment

The rate of unemployment in our country does nfféda lot from the average in EU. Its
rate has moved from 8 to 9%. We can see considerdiznge in turn of 2007 and 2008
where the unemployment slightly increased to nowsd®%. Experts point out that the
negative development is not only the matter of eauin crisis, they warn against counter-
productive phenomenons in labor market. Econontagitsfurther about low labor market
flexibility, Labor Code rigidity, high labor taxatn, disproportional protection of
employees against lay off and mainly about unfaicia system which demotivated

people looking for a new job.
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The general unemployment rate in the Czech Republic

Unemployment
Total unempl.
Period P rate

(in thousands) (in %)

Comparison of registered and general unemployent

Registered General

Period
unemployment unemployment

Source: Own data pasing on the base of http://portal.mpsv.cz/sz/stat
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Vysaocina region

The worst situation in the Vysgma region came in 2010. There were registered riane

29000 people without work, the rate stopped at 20,at the end of December. Large
influx of unemployed people brought amendment efEimployment Act in 2010. Certain
role played also a termination of seasonal occapatbut the most financial difficulties
were caused by economic crisis, especially in thgecof the biggest companies in

Vysocina.

I will pay attention to Peitimov locality where operate or operated such firass
Agrostroj Peltimov, ZZN Pelliimov, Madeta, LesyCR, DDL Lukavec, SPOKAR
Peliimov, Valeo Humpolec, AlfatexCemolen Humpolec, Edscha Bohemia, DUP etc.
Several mentioned companies solved existentiorall@ms due to the cheaper products
from foreign countries or decreasing number of @it (especially automotive plants,
textile factories). Enterprises have taken steobee unfavourable situation — production
reduction, different product orientation, layoftsprking hours decreasment and in the
worst example its liquidation. As the examples dadrve the cases of Alfatex Pathov
(textile enterprise) which dismissed 178 employi@e2008. Problems appeared also in
CerepaRegice where had to leave more than 130 workers. Agjpbas felt the loss of
contracts from 2008. Nowadays, the situation ibiktang. Its estimated that the firm laid
off more than 300 employees. Similar sitiuationvaiks in other enterprises influenced by

recession. Following figures show the course ofypleyment in our region.
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Labor market in Vysé&ina region

(job applicants, registered unempl.ate and free occupations)

Job applicants

Registered unemployment
rate in %

Free occupations

Sources: Krajska spraesU v Jihlave.
[Online].http://www.czso.cz/xj/redakce.nsfl/i/nezastreanost_v_kraji_vysocina_k_31_12_2011.
[Quoted 2012-01-03]
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Rate of registered unemployment in %
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Registered unemployment according to particular rgions

2008 2010 2011 2008 2010 2011
Bririce 123 12 74| MémEstnad Oslavau 129 144 135
Byatfice nad Permztejnem 135 138 128] Move Mésto e Morawe 11 122 104
Eemovice 77 77 62| Pacov 78 77 [iK]
Eervend Redice 89 103 65| Pelhiimov 63 63 50
Galy Jenfkov 130 134 128]| PoRétey B3 70 59
Habry 85 54 78| Polng a5 107 86
Hawickiv Brod 13 83 12| Phbyday a0 87 75
Hami Cerekey a1 a7 91| Svetld nad Sazavou 151 141 105
Hratovice 14 128 Ma| Swatka a3 87 Bf
Humpolec 80 87 73l Telt 127 141 105
Chiotghof 87 88 78|| Trebie 118 13,0 12,1
Jaroméfice nad Rokytnou 155 193 191 Treat 83 79 g9
Jemnice 12 108 104 velkaBite3 a0 12 52
Jiblava 10,2 95 9,0([ elké Mezfid 119 128 112
Kamenice nad Lipou 107 3 85| Zdar nad Sazavou 11 8.8 8,0
Ledet nad Sazavou a6 a3 73| Zsirec rad Doubravou 13 107 1.2
Morgveké Budgiovice 115 144 128) Erowice £3 f4 71

Source: Krajska spravasu v Jihlae — Nezanistnanost v kraji Vystina k 31.12.2011.
http://www.czso.cz/xj/redakce.nsf/i/nezamestnanodtraji_vysocina_k 31 12 2011. [Quoted
2012-01-16]
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3.6.3.2 Ageing of population

Ageing represents modern negative trend in EurBpeause of low birthrates during last
20 years, the absolute number of younger peoplefdies. The population profile is
changing. We can expect another demographical gdkat will probably shift a core of
economically active population in age of 15 - 64rge Lower natality has impact on
decreasing number of graduates who come to labdkatsa Age structure in companies
will occur in higher share of older people over yars. The Czech Statistical office

makes researches about presumable developmenrt stragture.

Population structure — demoggphic projection till 2030

m0-14
. " 50-64
0% 10% 20% 30% 40% 50% 60% 70% 80%  90% 100%
Source:  Nérodni  soustava povolani —  projekce deafioggho  vyvoje.  [Online].

http://www.mpsv.cz/files/clanky/10624/5 grafy _a dnf_analyz_final.pdf . [Quoted 2012-01-16]

According to the intermediate demographic projettipeople aged 65 and more will
represent almost 23% of all inhabitants in the GZRepublic till 2030. Other prognosis
calculates with 31 % for 2050 (almost 3 milliondabitants). Statistical figures raise
concern about slowdown of the Czech economy im#w future. Economists afraid of
ageing consequences. They warn against lower iffupoung labor force. On the other
hand, older workers will have to face a challergedpe with innovations, professional
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and labor mobility or find a way how increase eawoio productivity. Ageing will

necessarily run to new government regulation ofeetent and pension system.

3.6.3.3 Education and labour quality

Work force quality belongs to the factors whiclosegly affect a productivity in national
economy. Companies realize that a finding of prayadidates with sufficient level of
education, capabilities, skills, careers or expeefalls into the most important missions
within HRM decision process. At present time, firtmsve wide choice from many job
applicants. On the other hand, we can find secwith very low attractivity for
employees. Traditionally, primary sector fall iritds category. Primary sector employed
about 114 200 persons (2,3 % of the total employmega) in 2011.

Vocational structure in 2011

30% -
Women Men

25% -

15% -

10% -

0% : —

Source: Sectoral employment structure. [i@jli

http:/ /www.nuov.cz/uploads/Vzdelavani_a_TP/Krajsky_web/CR/CR_zakladni_ukazatele1l.pdf.
[Quoted 2012-01-20]
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Explanatory notes to the graph:

1. Lawmakers, managerial workers

2. Scientific and specialised workers

3. Technical, medical and educational workers

4. Administrative workers

5. Operating workers providing services, commerce
6. Qualified agricultural and forestry workers

7. Workmen, qualified producers, processors, repair
8. Machine operators

9. Unskilled labourers

Agriculture is characterised by the wage dispaitg stays behind national average. Despite
the fact, that an average wage in the Czech agireulose by more than 3,3per cent in 2011,
it kept on CZK 18 644 in comparison with usual @aga CZK 24 319. A primary sector
also differs from others by specific conditionsvélume of production depends on climatic

conditions is limited by land area and its fesilit

Agriculture Union estimates that more than six gand workers left the sector in 2011,
which represents actual trends in developed cammtAccording to the EUROSTAT, the
employment in agriculture decreased down to 25%nf@000 to 2009 in the European
Union. What are the reasons for leaving? The firsgve mentioned income disparity. The
lower income demotivates younger generation lookarga job. New subjects who wants
enter the sector have to invest a lot to the tdogyowvithout guarantee of profit. Starting the
business carries high risk and business does gatfparhis all cause ageing within sector.
Two quarters of the total workers in the EU areeolthan 50. Important role in decreasing

numbers of employees played also automation process
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3.6.3.4 Product and service market conditions

Competition in domestic or foreign market affecRM decisions. Enterprises take action in
order to strengthen their position before other petitors. This requires better technology
implementation, financial restructuring or HRM respes. If a company succeeds, they
could afford to hire a new labour force and investevelopment of people by financing HR
programmes. Employers in highly competitive marketsild hardly raise its prices without
loss of revenues. As the volume of profit changes@nnel decide according to the product

demand which abilities and labour will a firm need.
3.6.3.5 Organization conditions

Financial sources - have mentioned in connection with competitiorgtth organization
has a strong ability to pay, they could easieribiste funds for retraining workers. Firm
economy determines an extent of rewards. Compaifties tie wages to profits. Regardless
to the situation, wages or training processes séakempany as expenditure. Employees are
the most expensive and the most important asset.

Technology equipment —Investment into technology produces developmentfinal
product or service, improves organization of waelrds to cost savings and satisfies current
customer needs. In the past, technology implementaroused a fear by workers from
loosing a job. Nowadays a trend of mechanizatiartpraation, robotics, IT technology
facilitates labour processes. Milkovich indicatattla firm should involve employees into
installation and design of new technology develomme order to improve a quality of
product or servic&®

Strategies —Johnson and Scholes (1993) described a stratedpe Id@nhg-term orientation
and a sphere of activities which tailors its researaccording to the changes in environment,
situation in the market and according to custonmet @ient needs in order to live up the

expectations of stakeholders.

19 Milkovych, T.G., Boudreau, W. Personnel Human Resource Managempn1,01-108
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Strategy gives a direction that firm adapt in felato gain a competitive advantage over its
business rivals. Company first defines its strategjectives then allocates resources to its

realization. Strategies affect HRM decisions. Taeymutually interconnected.
3.6.4 Strategic HRM (SHRM)

Strategic HRM extends original HR processes by-eng objectives, resource deployment,
competitive advantage policy, abilities and strategongruence. Strategic approach
demonstrates decisions in organization planning, @Wi&h programmes or praxis concerning
people employment. Managers overtake the systectas$ical HRM (recruitment process,
selection, adaptation, development, reward systarman relations) and adapt it to the

missions and visions.

Henry and Pettigrew (1986) define a SHRM as:

- planned process

- logically considered approach used for creating arahaging of personal work,
based on employment people policy

- derive from philosophy

- adjustment of activities or HRM policy to concrédemulated firm strategy

- taking people as strategic source for organizatioy, that company gains a

competitive advantage

Walker (1992) determines SHRM as “an interconnected etéroé HRM and strategic

content of a firm.”
Diagnostic model accordingilkovich and Boudreau pay attention on three objects:
- managers decisions regarding the employment rekitip

- relations between environmental pressures vergasization and HR

- organization conditions influencing HRM decisions
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Main aim is to create a system that should fat#igadecision making process which has a
long-term effect on behaviour and success of comparprovision of highly skilled, loyal

or motivated employees.

Mergers and acquisitions

Companies merge with other subjects in order toease market share. Sometimes enter a
new market, introduce products, which apply diffeétechnology or acquire the economy of
scales. Merger or acquisition has a sense whercdhganies find mutual harmony in

personnel issues.

Structure of organization and HR department

Structure of organization varies in the purposeafbich was a company founded. My thesis
focuses on the tasks of HR department, pays aitetdi recruitment process as a part of
various personnel activities. Personnel officerv¥ehalso responsibility for other HR
decisions (organisation development, personnelnpign recruiting, education, evaluating
and compensation, interpersonal relation, labocurgg, EEO etc.). Patterns of departments
lie in organisational structure. We distinguish twasic schemes — decentralised and
centralised companies. What is typical for eaclugPoDecentralized enterprises administer
their own HR matters in individual units. On thehet hand, centralized firms handle
personnel activities in a single corporate unimi@dize or decentralize? Both systems have
their proponents and opponents. Some prefer a ateagof responsibilities closer to
concrete units which brings a reaction to the priomeeds, other warn that objectives of firm
and unit may differ, so they could become conttadyc Strict centralization gives other
units small autonomy and minimal HRM decision autlio Central oriented defenders
argue that a system lead to better operative mamage decision process is faster, easier
and managers could directly supervise an HRM dewvedmt. In case of decentralisation, a

company need assure basic common principles —wenge — between units.
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We can distinguish also managers who are rathezrgkst or specialist. Specialists have
deep technical knowledge. They are experiencemhie specific situations (motivation,
staffing, compensation, dispute mediator etc.). €éalists who are mostly represented by
executive officers/managers (CEO) who have a geRemvledge about all aspect within
HR processes but lack deep technical experienghlyHdecentralised enterprises employ
more generalists who hire lean managers for cotpdggels. We can imagine that in case of

centralised firms rule opposite situation — theydté hire larger portions of specialists.
3.6.5 Culture in organization

Corporate culture (sometimes also called firm @ufdy) stress on values, beliefs and
traditions employees overtake as their own. Thatges are not always written explicitly in
words. Despite that, employees feel inner respditgito behave in given organization
norms. Each society builds up a system of certalesr Culture is something more than a
shared norm or described behaviour on the liss #bout a feelings what is right and how
does it contributes the firm.

Authors Deal and Kennedy (1982) described a culisra system of informal rules which

tells us how should people mostly behave.

Purcell and Coll. defined a culture as a systemreavhmeople share values and beliefs.
Employees give themselves questions about the tempe®, which behaviour is important,

about feelings and intrinsic or extrinsic relations

Furnham with Gunter (1993) assumed the theory aboutture into four basic notes:

it is very difficult to define a culture (often usss)

culture has many dimensions and occurs on difféesets

is not much dynamical or variable (relatively seatlring short time periods)

creation and change of culture require more time

* Armstrong, M. Rizeni lidskych zdrgj p. 113-148
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Employees sometimes percieve a culture from diftepeint of view. Their feelings, which
need not always correspond to the real situatiorolpective perception, are called as
atmosphere. Corporate atmosphere is ‘“relativelylestaset of employees perception

concerning the organization attributes and culture.

Is a culture important for company? HR specialsippose organization culture as one of
the most crucial element. Culture provide sharddeg mutual comprehension. It provides
employees unanimous approach to a firm orientatiegardless certain degree of
diversification within enterprise unit. Thereforthe values has final effect in better
communication and cooperation inside a firm, improre quality of products or services

reflecting in higher comptetitive abilitiéé.

3.6.5.1 How people create culture?

There are several ways how can people form a eulfine first, leaders create corporate
milieu. Employees respect charisimatic managers awveltake their visions. Leading
persons become the examples for others. The sepaagle learn from critical cases.
Examples show them what is taken as a desirahlad®serible norm of behaviour (Schein,
1990). Furnham and Gunter (1993) allege that auulbelps workers keep an effective

labour relation within organization. That all stgémen values and expectations.

Values are closely connected with our knowledge of whaiuisposed that employees could
for organization do, what is right and how it sltbbk done. The more values shared inside a

company are, the higher effect on behaviour it has.

Norms represent informal rules which tell us how shoule kehave. Norms are handed
down between workers by oral form. Employees folEweh unwritten rules of the game.
They feel a need about what is supposed, what we toado or what should we believe in.
More than it. Employees react to an undesirable¥ieh and managers may better control

others by that way.

2 Brooks, I.Firemni kulturap. 215-213
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Artefacts prove the presence of culture. Artefacts reflecteur communication by the way

how we talk to others, speak with collegues, sopgricustomers, what language we use

during meetings, the way we talk on the phone etc.

3.6.5.2 Management stylezlassify various manager approaches to their sirmiesk.

Leading styles strongly influence organizationallieni Each manager use specific

negotiation techniques and treat his/her workerbat Tis why personnel attributes

characterize concrete behaviour or policy applat@tside a company. We distinguish these

types:

charismatic leaders rely on their own skills to attract persons, imsghem. Among
their basic abilities belongs perfect communicatitbrey orient to success. On the
other hand people who lack personel charm emploge regperience (know-how),

self-confidence and cool stance towards solvinglpros.

autocratic leaders enforce employees to certain activities. Such marsagdvance
their own opinions. There is no scope for delegationtrary to democratic leaders

who motivate people to participate in decision mgkprocess.

enablers support workers, have visions and provide therficsert space to fullfill

given objectives

controllors maniputale people in order to do gain their favéimployees after that

tend to comply with employer’s tasks.

transaction leaders provide workers all means (finance, labour, saféfijiey realize

that a creation of perfect conditions at firm Welhd to objective fullfilment.

transformation managers struggle for higher objectives and challenges, vatdi

employees to achieve new levels.

Managers use and change leading styles accordititetoeeds of situation. They do not

relay purely on one concrete style. Sometimes,liaypof a company is set up by the way,

that all managers have to opt for organizationgkeeted norms and behaviour. We can not
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say which culture is optimal because the conditibngvery company somehow differs.
Therefore, it is not possible to define general eh@chich suit all enterprises.

3.6.5.3 Evaluation of atmosphere in company

Reasearch workers concern with indicators whichiezterize a perception of organization.
Questionnaires provide results about perceptiatlimiate. As a example may serve survey
of Koys and De Cotiis who compared several questimas and developed eight basic facts

the questionnaires concentrate on:

- autonomy — decision making independence in worRiagesses
- coherence — perception of unity, solidarity, wijivess to cooperate

- trust — possibility to share personnel informatiath our superiors in open
communication, employees trust in discrecy

- resources — perception of time requirements nededaéet the tasks
- support — perception of tolerance degree

- recognition — if a member contribution is propesstimated and priced
- decency and justice — perception of equal oppdstymalicy

- inovations — supporting of creativity and developie

3.6.5.4 Culture development

Development of culture falls into the wide range roAnagerial competence. Leaders
strenghten positive and functional elements thasger the organization. Schein (1985)

mentioned the most important steps for effectiieuoelimprovement:

- emphasizing the existed values
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- increasing of values by programmes implementation dare about customers,
improvement of productivity, promoting learning anigation or supporting a team
work

- determining a set of values, stress the most impbrules and the system of its
evaluation, managers specify values which emplogkesld adopt

- providing information about basic values in prognaes and adaptation plans

- developing of educational programmes

3.6.6 Recruitment process

3.6.6.1 Personnel department (PD)

Sometimes also called a Human resource departfAerdonnel department specializes on
management and development of HR within a compRessonalists participate in formation
of strategies and policies. They concentrate thwies on personnel planning, talent or
personnel management, recruitment process, selauftiworkers, development and training
activities, motivation processes, employee relatitiealth and cupational safety, observance
of labor regulations, equal employment opportunggployment termination and many

other activities based on employment relations.

We have learned who manages human resources lolgies not always pay in small

organizations, like many cooperatives or small etatompanies. The role of personnel
department overtake the owners or operating masadger an example could serve the
cooperations. | have visited two cooperatives whkeerole of personell managers were
occupied by foremen and the second worker eitloen conomic department or the leader

of administration office.
3.6.6.2 Organization of personel department

As | have mentioned the tasks of PD depend onitleeo$ the enterprise. Each enterprise has
also its own typical structure. The company withtcaised HR activities will differ to those
with decentralised personell services. Armstron@0{2 wrote about survey of Industrial

Relations Services (IRS, 2004b) that showed on st@8ied organizations the number of
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employees per one personnel worker. Study showetarmage number of 109 employees
per one personnel. However, survey did not comle anty determinig rules. We can say that
a ratio is always influenced by a type of servitat tpersonnel department provides. Other
typical criterion lies in the fact whether the mamsel specialists work for organization on

full-time basis or if a company use the servicegxiernal agency centers. There exist no
universal instructions how company should set sipérsonell organization environment but

praxis indicates several recommendations. Armstobiagacterised concrete attributes:

- head of personnel department should be respondildetly to Chief executive
officer (CEO), he also should be a member of tpemt@anagement or leaders in order
to affect organization strategy and play a key nolereating personnel strategies or

policies

- subsidiary within decentralized company ought to responsible for its own

personnel activities

- PD has to ensure appropriate counselling servicesrarete organizational level,

the services are provided by own forces or thamkise outsorcing

- PD is organized according to the extent and le¥edeovice provision. As | have
mentioned above, the activities may encompassite@ant, selection, development,

education, motivation of employees etc.

3.6.6.3 Human resource planning (HRP)

Human resource planning represents a need to tresurtficient number of employees
required by organization in order to reach strategjectives. Bulla and Scott (1994)
defined a HRP as: “a process which aims at idengfthe needs of a company in HR sphere
and elaborates planns oriented to the HR needs$aszinn.

Soft and hard HR planning —we may distinguish two basic types of planning. $of style
focuses on the system where a firm guarantee aspyovof the right people with necessary
motivation, attitudes and loyalty to the organiaati Firms assess a series of employee
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performance analyses or the particular group opsito estimate individuals attitudeéhe
hard style come out of the quantitative analysis and targethe moment when a company

face the challenge to find an adequate numbegbf workers.

Vetter (1967) defined a planning process as: “Emmplent planning estimates the future
demand for employees, both in quality and quantitynpares the expected demand with the
current work force, and determines the employeetapes or surpluses based on the

organization’s strategies and objectives. “
Activities in planning process should find the asmswon given gestions, particularly to:

How many people do we need in our enterprise?

Which skills and abilities do we need?

Is possible to cover our personnel requirementsfour own enterprise sources?
Where we can find a proper labor force?

What shall we do to find a people with neccesatgmt@l, which ways of its development
should we opt?

How can we stabilize a labor force?

Are there the ways of higher working flexibilitythun our company?

Amstrong (2007) determined three major planningspar
- plans of staffing — prepare the plans for seekmgleyees within company and the
requirements for implentation of new educationabgoammes for corporate
employees

- flexibility plans — adaptation of employees to ofjiag situation in the organization

- stabilization plans — contains instructions abbwt tactics for preserving the labor
force

Phases of planning — The first, human resource department forecasthuisan resource

demand. The second, organization estimates awailalshan resources and the final part
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evaluates a discrepancy between demand and siply.can planners forecast a future
demand for employees? They uses an evaluatiomnofpierformance (gross sales revenues,
return on investmnet, production volumes, valuesddetc.) We may find other methods for

employment planning:

- Employee demand prognosis — estimation of requwedkers, their skills and
abilities which are needed to perform certain ta&kalysis outcomes from a

company budget, business plans

- Expert method — planning through scenario. Manmadecussed future HR needs.

They have to possess a relevant data set.

- Time series study — used in the case, when we khow, long the individual

operations take and how many workers do we need.

- Ability and skill prognosis — comes from managardgement. Managers evaluate

the situation of product market, implementatiometv technologie etc.

- Supply prognosis — employers estimates a numbpeapble, who will be available
within or outside of the organization. Personalibsve to consider a natural

fluctuation, retirements, absenteism or promotions.

- Demand and supply comparison — if we compare anosig of supply and demand,
we may estimate a surplus or lack of employeess@tmmparisons serve as a

starting point for stabilization plans, recruitmetdns and layoffs if necessary.

3.6.6.4 Employee separation

People leaving their occupations provide infornratior the employee demand prognosis.
But the more important for a company is an answeguestions why did it happen. What
were the reasons for leaving job? Should we impitbxeeconditions within company for

employees retention?
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Reasonsfor leaving a company

Sometimes, the personnel specialists ask emplaygsstions about the purpose of leaving
their occupation. Interviewer tries gently to ask employee for his/her clarification. He
should evoke a friendly atmosphere to find out @ reasons. If an interviewer discover
motives for worker dissactisfaction he should takeasures to determine their trends and
after that eliminate them. What cases a dissatisfé&& Employee often compare labor
conditions in his occupation to those in other {gi firms. Logically, employee chooses

the better ones.

- higher wage or salary

- better working conditions

- chance to be promoted

- higher labor security

- possibility to develop yourself

- bad relations (superiors, top management, co-wsyker

- personnel reasons (illness, moving, invalidity)etc.

3.6.6.5 Staffing

Each company try to find righ candidate to conciateupation. At first, HR department
considers whether such employees could be recrndedown resources. Managers choose
from the list of employees the right persons whooficupational needs. Qualification
database encompasses such actualized list. Thgrh#ive to plan essential programmes
which improve employee qualification for highereaftivity and flexibility performance. We
can see certain advantage in case of internalingaffFirm has sufficient amount of
information about concrete worker. Furthermore,aargation save both time and money
(saved cost per advertising, travel, administratiest, training etc.). Individiaul worker
handle with local knowledge and deal faster with@dtion process.
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External selection plans contain the informationwka number of required employees if a
firm lacks of them. Company has to decide whichrees of selection will use (schools,
advertisements, referrals, agencies etc.) or wheibly alternative sources (part-time jobs,

contract of services).

Armstrong defined specific employment activitiesclsuas the “Atractive employment
plans”. Organization should become attractive étr applicants. Employer find a ways how
become more interesting for high-skilled candidakés uses a tools of “attractive” reward

system, equipment, technology, social benefitseragrowth>

Flexibility plans - provide wider scope of activities by differenayg. Employees are
supposed to improve their abilities and develofisskip to here, development is typical for
every organization but a flexible company policyynsé&rive for employment cost reduction
through alternative work opportunities. That meansapplication of part-time jobs, job-
sharing, distance working or subcontracting. Hezehawe a brief description of some saving

trends.

Job-sharing — two or more eployees share with one full-timb. jdhey obtain a wage
proportional to the hours performed. It has a fofrshared day, week or seldom of odd and
even weeks. Job sharing meets an employee needglgpthose who look for shorter labor
content. The system prevent from higher fluctuasind provide labor continuity.

Distance working - designed mostly for such categories as compptegrammers,
administrative workers, designers etc. (highly dieal employees). It represent full-time job
performed at home. Employee submit his work througl sites or terminal linked with
organization. This institution bears fruit to baites. Employee designes his working day,
spare time for travelling and make appropriateréefio fullfil a task. Enterprise after that

controls a quality of outputs.

Subcontracting — sort of work contract that enable to outsouigergtypes of work to other
companies. Employers suggest for the service ¥ tlrenot dispose of needed time or skills.

Subcontracting leads to concentration on key omgdion activities, decreasing of

13 Armstrong, M.Rizeni lidskych zdréjp.320-325
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employment cost, may incrase a production andiiey. On the other hand, outsorced

activities need not always meet a quality standards

Flexible working day — designed according to expected labor conteaily, dveekly or their
combination. Some companies implemented decragingpbar of working days to avoid
layoffs.

If all variants fail a company opt for dissmissals.

3.6.6.6 Recruitment and selection process

Yet, before the organizations start to find a rigahdidate, they analyze personnel plans.
Organizations prepare description of occupationsterdine the employment needs
expressed in the Positions and Requirements L. [i§t contains a name of position, its
basic description, function, role, location, termsge classification, education, experience,

knowledge or praxis. It may also encompass thewetah and competence sphere.

Firm should set optimal requirements level. If amegorise overestimates its demands, it
may discourage the right candidates. The samdisituaccurs in case of too low demands.

Company choose from too many job applicants whiakteva time and recuritment cost.

Rodger (1952) has developed a seven-point model dimaracterize a system of job

requirements:

1. physical attributes — health, appearance, language

2. skills and knowledge — education, qualificatiorperence

3. common sense — intellectual abilities

4. specific abilities — manual, mechanical, numericatpbal skills etc.

5. interests — sport, art, social activities

6. predisposition — tendency to influence groups,ipensce, dependency
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7. environment — family, social situation etc.

The model could serve as a manual for HR spe@airststructured or semi-structured

interviews.

The most of HR managers prefer the aproach basqmki@onnel abilities. Orientation on
skills and experience helps interviewers to setgtimal recruitment method (asessment
centers, psychological tests). The questions urcttred interviews correnspond to examined
abilities. Wood and Payne (1998) alleged that badwantages lie in:

- higher accuracy in forecasting about suitable aatdi

- facilitate a comparisons between individual slalt&l the occupational requirements

- may prevent from subjective judgements (Hello djfec

- support the whole ranks of selection methods (gurestires, interviews, assesment

centers)

Observation during interview reveals interpersonalglities in communication, leading

teams, dynamism, self confidence, ability to areituation etc.
3.6.6.7Attraction of recruits

Attraction comes closer to the marketing activitid® officers work out the list of strong
and weak recruitment points. They try to show adgoanization reputation, employment
benefits, favourable working conditions, interegtitontent of work, development
opportunities and perspectivity. Employers stresstin a better view of their company in
comparison with its competitors activities. Therefaesearchers study the needs of current
employees within the whole organization in ordeeliminate drawbacks and increase own

attractiveness.

As | have mentioned above, personnel officers prefiner internal to external staffing. If
there are no suitable workers, organization adsesdijob through mass media (the Internet,
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radio, television ads, newspapers) or thoroughreateservices (employment private and

public agencies).

Advertisements

Media belongs to the most used methods how firnieesthe job seekers. Ads should
include basic information about organization (branesentation) and its role in the market.
We must not forget on specific requirements for leyge (qualification, skills, exprerience),

sometimes the information on salary, wage or presn high and stable reward system.
Future employee also desire for detailed occupatamditions. The last crucial part guides
interested party how to react on advertisement.icBypmeans of advertising are local
newspapers and tv broadcasting, seldom journalsadlets. Effieciency of the method

depends on optimal media choice, quality of adsemient content, its frequency and
financial sources invested. The main purpose ofiadls attraction of targeted groups.

Internet

We call this method as the “E-recruitment” or “omlirecruitment”. Corporate web pages
often address people through their own webs. Onl@weuitment offer huge advantage

because the candidates read about a company @rarscinain activities, services, contacts
and career possibilities. The main advantage tsatltampany save costs for advertising and
provide more specific information than in newspapetv ads. Organization may also use

public employee websitesv{vw.prace.cz www.job.cz www.euro-prace.eletc.). Several

firms implemented a system of online recruiting atettronic selection of candidates.

Walk-Ins

People who come to organization looking for a jobey submit a curriculum vitae (CV)
and try to get to the selection procedure. It regmés the most inexpensive source of job

candidates, mostly applied in manual and admitistravork.

Corporate boards
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Information panel located in the corporate buildiag in front of it, which give us
information about job vacancies. Nowaday firms eigetronic digital boards hanged above

entrance halls. This means serve as supportiveevi
3.6.6.8 Employment Office (EO)

Provide service to unemployment persons and fireekiag employees. There are 232
employment offices with over 7500 employees in fGeech Republic. Companies
sometimes use this costless option to fill a gapheir ranks. It has its pros and cons.
Organization obtain quite detailed information abapplicants but EOs usually offer limited

number of qualified workers.

3.6.6.9 Private employment agencies

Personnel agencies are commercial companies ttgiagrange work with its customers in
return for payment (up to 25% of average annuabrim&). Agencies mostly provide
counsultations for job applicants, prepare themrft@rviews, tests, meet with organizational
conditions and choose the right candidate to comguesition. Agencies administer own
information database and place ads on their webBhey provide pre-selection of job

applicants. Some agencies specialise on seekinigloér managerial workers.

3.6.7 Educational institutions

These institutions represent potential source hagarozation may look for young

perspective secondary and high school students.eSoompanies carry out annual
recruitment of graduates. They visits a campus arahge carieer fairs, put considerable
means to attractive presentation. First contadt sitidents enable initial selection and HR

recruiters decide which student are invited fomaarview.

3.6.7.1 Appointnemt of current employee
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This method lies in permanent observation of giwerker. If superior suggest, that a person
in company has reached needed experience and mfaynpenore demanding tasks, come a

time for promotion.
3.6.8 Employee selection

When a company announce a job vacancy and assauiffigent number of candidate
applications, start with selection procedure. Weldalevide the process into several steps.
At the beginning, firm makes a list of candidatethywersonnel data, date of its submission
and suggest about first choices if refuse, inatarn interview or put them to the shortlist.
Each job applicant further receive an acknowledgemere firm thanks for taking a part.
In the next step is candidate asked to fill a caaf@oquestionnaire, cover letter or CV. Job
applicants are then compared with a strict spetibas of working place. They are ranked
into two categories - “suitable and unsuitablefteAthat the group of suitable persons is
selected by HR specialists. Literature state aropa@te number from four to eight
candidates who advance to the next selection pooeed mostly to interview. Number
differs according to the authors Milkovich (1988)ated from six to ten.

HR specialist then prepares a programme for irdersi(or other method). He/She makes a
timetable for particular candidate. There suffippraximately from thirty to sixty minutes

per applicant in low-skill vacancies. In case afh@r positions, we have to prepare for
interviews that will last over sixty minutes anader. Thus the employer should invite only
two or three candidate in one day. Higher numbgolmapplicants in one day may influence
interviewer concentration and right opinion in niagaway. HR workers then send a letters
to both groups of applicants. Those who were notesful receive negative response letter
where HR officer thanks for recent application énjthe company and state reasons for

rejection. Suitable candidates receive positivparse, and are invited to interview.
3.6.8.1 Selection methods

Employer choose optimal tools for selection. Secqithse require more exacting
preparation to find the right employee.

3.6.8.2 Interview
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Interview represents the most used method duringuitenent process. Employers are in
direct eye contact with applicant. HR officers ebwasily evaluate verbal skills, good
reaction to questions, knowledge and abilitiesti@nother hand, candidate tries to make the

best impression. Management literature distingsishieee basic types of interviews.

Structered interview — interviewer follows predetermined question frtra list. The system
enables easier comparison between applicants bytlan&s too restrictive and contains

little opportunity to adapt the individual job seek

Semistructured interview — major questions are prepared in advance buttarviewer aim

at other questions that interest him. He may faruthe topics which deserve deeper survey.

Unstructured interview — HR officer prepare the list of topics to covguestions arises from
situation. Unstructured interview request suffitiexperience with similar system. Inteviwer
must keep a discussion between certain limits. Moch spontaneity lead to discontinuity,

eventually to frustration.

We also distinguish interviews according to the hanof HR specialists who take a part in

individual, panel interviews and selection comneitte

The method deserve longer planning and organizatiehbefore HR workers invite proper
candidates, they formulated main aims of interviewerviewer prepares a set of questions
that should clarify whether a person has potemiarest about given position, his/her real
faculty, estimation of preasumable performance,iaboadaptability to organization,
tedencies to personnel development. The scopadifitmal questions may look as follows:

Why do you interest about the work?

What do you expect from the position in our comp@any

Which skills and experience have you reached im poevious work?
Which competencies did you have in your last octtapa

Why should we employ you intead of other candidates
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Which experience do you have with managing of p=bdpl
What is the most important factor during the pergbmanagement for you?
Which style and methods do you use? Which methodgyefer and suppose as the best?

Do you cope with pressure? Are you creative? Howaloevaluate your work? etc.

Careful option of the questions follows the objesi and excludes unsolicited
improvisation. Interviewer also chooses the righvimnment. He/She finds suitable
undisturbed room with neccesary furnishings. Persbrofficers set needed time for
interview. They should reserve time for breaks &wehseveral minutes for relaxation.
Personnel preparation encompasses the study ofideéedCV’'s, applications, firm

questionnaires and oral or written references. ldarsahave to prepare a description of
working place and employee profile to given posbider to acquaint a job applicant with

corporate conditions.

Interview place demands on HR specialist duringitscess. Many personnel officers give
advantage to people who have good communicatiditiegi They let them talk and do not
interfere into candidate speech. Kocianova (2014&ted that some 60 — 80 % of the total
time spent during interview is devoted to candidatiking. Managers should support a job
applicant and create friendly atmosphere. They einate on candidate performance and
take notes. Each interview calls for record. At émel, managers ask candidate if there are
any other question that should be answered, aadthfit let him know the term of decision

result.

HR specialists have to avoid the mistakes duringlevinecruitment process. The most of

mistakes become evident just because of carelepanation. | will show several examples:

- careless preparation of interviewer to questioasrilding of firm, culture, objectives,

aims, values etc.

- monologue speech of interviewer
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- inteviewer ask too many hypothetical, loaded qoasti

- HR officer decides according to his personnel syimpaantipathy to applicant

- hallo effect

- questioner makes early conclusions about candidate

3.6.8.3 Assessment center encompasses diagnostic training programme thaetgamn
applicant behaviour. HR managers set the taskslatimy real tasks at work. Playing roles
tells the employer how probably will applicant bedan concrete situation. The sense of

assessment centre is objective decision aboutcagitidate made by several HR observers.

This method help determine to which extent persoosiply with corporate culture.
Personnel officers also involve various tests aoohl@ne them with structured or semi-

structured interviews.

3.6.8.4 Graphology -may serves as a secondary tool for studying ofacker through
handwriting. There is believed that results of gapgy analysis will tell researchers
something about future employee behaviour. In scon@tries is graphological method used
quite usually, as it is in the Czech Republic. debkers have to write motivational letter to
the purpose of its future graphological analysmwvler (1991) wrote that the technique has a

little validity.
3.6.8.5 Tests

Ability tests (Aptitude tests) — predict a job performance on examined subject. Tty
measure numerical, mechanical and skillful abgiti@fhese tests are carefully verified
(mostly by external specialised company) in ordercheck a validity. Firms set the

requirements for individual tests and then appéntto the praxis.

Attainment tests — measure aptitudes which has employee achievedgh education or

practise.
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Psychological tests — should measure objective view of individual ateltiand behavioral
characters. We call them psychometric tests. Thaipose lies in estimation, whether a job
applicant will be a contribution for organizatidts advantage is in objective observation.

The set of criterion was created from testing #ngd sample of population.

Inteligence tests — study general inteligence. Toplis (1991) defimedinteligence as “the

ability of abstract and logical thinking”. Inteligee tests are slightly controversional. They
cover a wide system of testing with various factorsypes of inteligence. What theory
should we choose? Which tests meet our needs?sThaty complicated. Researchers
generally recommend to choose such tests, whichaneapply to a large group of people,

tests with a high validity (verified in practise)cadefined norms to compare more subjects.

Personality tests — belong to the tests that try to assess applicaatacter, behaviour in
given role. As the previous method, the persongditys differ according to various theories.

But all methods should find out the orientatiomame interests, values or behaviour.

Roberts (1997) defined “a five factor model” desripkey characteristics:

1. extroversion/introversion approach — charactergesple who are sociable, open-
minded, unselfish, posively thinking, talkative ysserved, cold-hearted, modest,

calm

2. emotional stability — tenacious, independent, seiffident, relaxed vs. careworn,

dependent, nervous, insecure
3. diligence — diligent, conscientious vs. lazy, cass| oportunist

4. kindness — polite, cooperative, nice, sympatheticaugh, unfriendly, intolerance

No matter which test organization applies, theremesded the participation of qualified
psychologist or consultations with the experts t@argntee esential standardization,
reliability and validity of concrete tests. Thenefahe personnel officers should not make

their own tests that lack norms.
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3.6.9 Contracts, adaptation and placement of emplegs

Finally, company has found a new potential workeccépting employees is the result of
previous personnel activities. At the end, new @ygx signs an employment contract. This
phase covers many law and administrative requiresnekoubek (2007) defines the
employee acceptance as the row of procedures, vitliclivs after informing appropriate
job applicant about firm interest and candidateeptemployment offer. The whole process

end by the first day when employee start his newkwo

The Labor Code (262/2006) defines basic terms fgomel activities. Employer is an legal
entity or natural person employing individual perso labour-law relationship. Employee
may work in labour-law relationships (8 33) or acbog to the Agreements on work
performed outside an employment relationship (8& §76). Employment relationship is

based on:
- employment contract
- election of employees
- appointment (all § 33)

Employment contract has bilateral character. Wosgkeruld have a chance to acquint with

content and express to its proposal. There argaibly parts (8 34):
- type of work
- place or places of work the employee will perform
- the date on which employee will start working

One copy of the contract must be given by the eyapldo employee concerned. When
worker put his signature, employer must rank enmgsoio personnel register. That means
establishing a personnel card, wage certificagistration form or pension insurance form
and others. New employee have to pick up a tax l@ok his/her former employer and file

an application form to social insurance.
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Beside the administation steps, HR managers inteduorkers to concrete post. They
accompany new labor forces to concrete place tersarpwho acquint them with rules,
competencies and duties (OSH included). New emplyereet coo-workers. At the end,
employee visit his current office, obtain neccesaaterial, tools, machines etc. HR officer

try to motivate him and wish success at work.
3.6.9.1 Adaptation process

Adaptability differs according to personnel abilitymay be influenced by organization and
social conditions (feelings of safety, comfort, peration). Adaptation process is very
crucial for employee integration to working teand asrganization itself. Workers try to

adopt working patterns, organizational objectivadiure, social conditions and orient on
labor content. Hence, the company should help maplay/ee to speed up his orientation on
concrete post. Managers may also affect mutuatiorldbetween employees, positively
motivate them and ensure a work stability. Kaid&9@) constructed four phase model of

adaptation process with concentration on psychcégispects to:
1. phase — anticipatory socialization and post evianat
2. phase — start the work, confrontation of realty expectations
3. phase — professional and social integration
4. phase — absolute integration — employee becoma engmber of organization

Koubek (1995) uses instead of adaptation the teremtation. He describes orientation as
deeply sophisticated programme of adaptational esatational activities which should
make the process of meeting with new employeeskingrconditions, needed skills and

abilities easier in order to reach given perfornedfic

Adaptational programmes — their aim is to summarize helpful informationr foew

employees. Programmes could have a character of:

- adaptational meetings for new employees

4 Koubek, JRizeni lidskych zdrdjp.151-164
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- written booklets, handbooks about organizationrreprstructure, contacts, benefits,
holidays, OSH etc.)

- involvement of new employees into training and ediooal programmes

Time of adaptation process vary according to thet difficulty. That is way each company
prepares Individual adaptation plan which encomplisteps within time periods. The plan
serves as a clue for personnel managers, how slhbeld proceed during this period.

> ocianova suggested main steps of Individual adiapt plan:

state basic characteristic of company

discussion with superio

training courses, studying the basic materiala/bsker

providing contacts to employee

final evaluation of adaptation process (feedbaaklerby both sites)

discussion about the whole process and its results

' KocianovaR. Personalnéinnosti a metody personalni prage128-137
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3.6.9.2 Worker placement

Koubek (2010) defined a placement as qualitativ@ntjtative, time and space employee
connection with working tasks and posts, organteacthprove mutual relations. The process
of placement should lead to improvment of indivigdteam and organizational performance.
We have to realize that employee placement is itegetaction depending on coporate
change.

Literature distinguishes three ways of placemergremotion, transferring employee to
different post and transferring employee to lowsrction.
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Theoretical assumption

Recruitment process belongs to the one of the myxirtant activities for the organization.
Human resource department provides services andultations to plan and select an
essential number of employees. The whole processcofiiting starts with formulation of
personnel strategies, evaluation of external aterrial conditions on the labour market,
making of employment plans, staffing and selectioycedures and finally the placement of
right applicant to working process.

Finding a proper candidate for given post requaesaordinary skills. Personnel offficers
deals with hundreds of people per year. HR manageg difffers in their roles. The
generalists, who oversee all processes within @sghon, have broad range of remit and
specialists, who focus on particular activities {wetion, administration, managing of
talents etc.). Both groups create internal valuesampany, provide cunsultations and
participate in monitoring of personnel policy systé&Ve may see that HRM employees have
to be equipped with sufficient knowledge of corperaulture. They are mostly good
motivators, know a lot about psychology and usdoitinfluence a human resource
performance. All these asssets then apply to tecemt process where is not space for

subjective beliefs.

Theoretical part concerns with Human Reource Mamage, especially with a process of
recruiting. | have concentrated on internal an@mel conditions that nowadays determines
individual corporate policy, shape organizationd ahange personnel decisions. To meet
the specific topics, | have chosen the HRM litemtunainly publications written by Michal
Armstrong (2007), Milkovich and Boudreau (1988),ukek (2000) and Kocianova (2010).
Theoretical part analyses an employment policyasin in our region and finally stress on
recruitment process itself, its selection meth@dgrnative employment strategies, culture
etc. The findings are further reflected in pradtipart and compared with real situation

among selected companies.
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ZZN Pelhfimov
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4.1 ZZN Pelhrimov, joint-stock company

ZZN Pellrimov is a company affiliated with AGROFERT HOLDIN@Bat joins more than
230 subjects from chemistry, agriculture, food stdy and machinery branch with capital

overreaching 34 bilions CZK.

ZZN Peltimov, JSC belongs to the most important commepaipanies within Vysina
and South Bohemia region. ZZN provides a wide ranfeactivities or services to
agricultural primary production and participatefaod processing industry. The company
ranks to the most succesful organization in giveanth thanks to the positive economic
decisions. Nowadays, ZZN address its orientatiopraduction and distribution of fodder
mixtures, mineral fertilizers, seeds and vegetabbelucts. They also provide applicational
and harvesting services in primary production dimggof agricultural machinery. The large
scope of production further encompasses a fattesmulgbreeding of turkeys. All products

are the subjects of consultation with ZZN customers

The firm employs 186 employees at present timeraadhes over 2,5 billion in turnover
every year. The share of plant production represgét%, fertilizers and fodder mixtures
move about 22 % each, selling of agricultural tephe 13 %, selling of agricultural
chemistry products 8 %, selling of seeds 4 %, sesvB%. Through its subsidiaries manage
the ZZN succesful policy in animal and agricultupgbduction. The company grows a
production on 2000 hectares. Employess furtherartaneeding of broilers. They also farm

nearby BeneSov on 6500 hectares and breed pigs,wdh milk production.

The main objective of the company is to follow tblesest cooperation with primary
production activities with the aim to provide thighest quality and complex services in

order to satisfy customer needs.
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4.1.1 History in dates

1920 —ZZN origins, existence of Agricultural cooperatives

1952 —collectivization procesgnd of Agricultural cooperatives, state intervemtio
and restriction of business activitespnomic power

1992 —privatization processpundation of ZZN Peliimov, incorporated to the
Registrar of Companiesieské Budjovice

1995- holding AGROFERT started to invest a capitad iBZN companies

1998— multinational company Norsk Hydro ASA as majposhareholder of ZZN
restructuralization process: change of bussitnategy, informational system,

layoffs in order to reach a long-term stabiliaati

2000 — 2005 AGROFERT as a majority shareholder of ZZN HFetlov (nowadays
100% of shares)
2005 -2010 ZZN companycreated subholding with seven companies: Agroslikaplice,
AGP Mydlovary, AGP J. HradA&S C. Budjovice, Agroalfa, TAGREA,
centre Zdislavice
reengineering process in 2@d#to increasment of business activities,

decreasing number of employaksost 300)
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There worked over 487 emplyees before mergers M. 24 2010 the company dismissed
over three hundred people in order to stabilizemamy, stay competitive on the market and

improve the quality of personnel workers. At pregane, ZZN employs 186 workers.
4.1.2 Products and services

Production of fodder mixtures— ZZN offers wide range of products given for @tegories

of the most breeded farm animals. The basic predaret fodder mixtures for pigs, poultry,
cattle and other animals. Each mixture has sewaaéties according to the needs of
particular customer. Company implemented in 200& mechnology for separating the
production with or without animal component contenfodder mixtures. As it is in other
production centers, the whole production is operate computer software. The technology
is fully comparable with EU parameters. ZZN offetemplete services of feeding
programmes to optimalize a feeding mixtures forccete customers — it encompasses
selling of medicated mixtures (for example agasaimonella) or its processing from own

fodder plants directly at customer enterprise.

Production of certificated seeds — Seeds are processed at modern cleaning staimn a
chemically treated against pests. Machines arey foperated by firm software with
capapacity of 4000 tonnes per year. There are ynaielned grains, rape, corn and grass
seeds.

Mineral fertilizers —ZZN runs a production of mineral fertilizers in tbenter of Pelfimov
from 1998, there is installed a mixture device [Rowith capacity of 40 tonnes/hour.
Fertilizers are fabricated according to the requeets for given portion and nutrition
content from one-component fertilizers which camiaele in almost unlimited combination
series. ZZN offers a range of products accordintpecList of registered fertilizers. Goods is
wrapped or sold as bulk goods in liquid and sdiadles The company also provide services
in connection with its products like the settingtloé Fertilization plans. Trained specialists

help with instalations and training process.

Plant products — The firm specialised on purchase of agriculturalpsr after-harvesting
processing, warehousing and selling of agricultw@nmodities. ZZN has hundreds of

storehouses with storage capacity over 280000 sommePeltiimov, Cekanice, Pacov,

- 65 -



Zahai, Zdislavice, Kaplice, Kamenice n. Lipou, Humpolaod also rented storehouses
within the whole country. The products serve mofthfurther food or industrial processing
and final consumption to fodder mixtures. The conypases certified technologies — drying,

cleaning, anti-fungal spraying etc. All plants goough demanding laboratory testing.

Agrochemical agents — ZZN represents traditional farmer partner. Tiaye long-term
experience with agricultural plant protection. Z4Mssess storages with pesticides in
Sebfov and Humpolec. The company arranges pecticidgsidition in given terms plus

consultations about plant protection, its monitgramd aplication.

Agricultural services — Services are provided for farmers. The most comnsemgice is

harvesting of crops (cereal, rape, fodder plahiskt activities are linked to fertilization and
rental of agricultural machinery. Experts also &t AGROFERT FARM PLAN which

apply the tools and thoughts of effective farmilmgpraxis it means collecting of complete
data (mapping of area borders, soil analysis, mong of yields, plant analysis and the
like). Specialists after that prepare the ferttima plans which is environment friendly and
lead to the more effective yields in agriculturabguction. In 2003, ZZN implemented the
Integrated Management System which meets certdicatystems (ISO 9001:2001, ISO
14001:1996, OHSAS 18001:1999, HACPP and GTP). Alitifted systems are the

quarantee of high quality with environment friendharacter.

Sdling of machinery products: ZZN started to sell agricultural machinery in 20@7ey
offer the brands as NEW HOLLAND, Khun, Berdhoud apibvide reparation with

distribution of spare parts.
4.1.3 Trading partners

The firm activity is based on commercial contraalsh local farmers and companies.
Partners supply ZZN with plants needed for furiwercessing (fodder plants, rape, grains,
legumes etc.). These days, customers desire foermapecialised services that are more
and more attractive for small scale agro-produ¢s Kojéice, ZD OleSna, ZD Senozaty
etc.). ZZN Pellimov supplies its products exlusively for the Czegricultural and food
market. We may see on the map its trade area. ZZNominantly works in the South

Bohemia and Vys#ina regions. The company creates a subholding etitar 8 companies
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aimed at primary production: Nova Biise, AGS AGRO, ZZN AGRO, ZD Jinin, ZOD
StraSice, KVARTO, Agrosluzby Horni Cerekev, AGROCHHumpolec.

Source: Vavrova, BSetkani zagstnand, interni dokumen2010.ZZN

4.1.4 Organization structure

CEO (Managing director) — has a responsibility for key decisions withiiganisations, its
policy and strategies, play a role of represergatnanager, as a manager presides all major
operations. Sometimes participate in recruitmeotgss.

Personnel director — has a responsibility for HRM department, manggind overseeing the
payroll, personnel and labor offices. Mr. Vavrovegamizes and manages recruitment
process, motivates employees, controls developraadt training processes, signs job
contracts and decide about layoffs etc.

Labor law, payroll and personnel agenda (department) — work as administrative officers,
main task is to keep records and registers, keepdtioks, processes salaries, social and
health insurance, has a responsibility for labardf@quirements (contracts).

Labarotory manager — has a responsibility for controlling of the puots (mainly grains)

when entering (purchase and service) and leavellin@ or service) the company.
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Sale director — has a responsibility for whole sales and puehasie controlls sale
managers for Vysina and the South Bohemia Region.

Front sale managers — manage the system of products and serviceagdlfiey are the key
players in organizational profit, are responsiblledelling of given product in given locality,
care about his/her group of customers (50 — 350egdfhere is an minimal value of sales

per year which should not be lower than 100 milioh€ZK per one sale manager.

Sale coordinators — help and provide services to sale managersjda@onsultations about
fertilizers, seeds, chemistry and special servithsy cooperate with sale managers, should

make their work easier.

Transportation manager — is responsible for distribution, planning, proagl harmonizing

of products transportation to final customer.

Storage managers — responsibility for warehousing, manipulatinghwgoods, conditions in

storage, for right package (wrapping) etc.

Complete organizational structure is enclosed peagdix.
4.1.5 Firm culture and development

MSc. Blanka Vavrova, MBA - the personnel directdold me that in ZZN is laid emphasis
on professional and moral qualities of all empl@yekhe firm sees a progress in maximal
utilization of human potential. She claimed thagit biggest advantage is a disposal of
highly educated and skilled workers both in productand commercial sphere. Vavrova
also informed me that ZZN company may rely on mtri@management system, open
communication to employees or customers and agsti@th in company future, therefore

the management concentrate on employees development

Integrated Management System (IMS) offers deta@edluation of all processes within
company. It also relates to personnel evaluatid®dV department quarterly submits the HR

reports that includes:
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- overview of training action

- situation of absenteism

- overview of holiday drawing

- drawing of labor costs in comparison with plan

- overview of overtime drawing

- labor cost per particular organisational groups

- telephone costs

- CONTROL CAR (system monitoring costs for using afs)

attendance evaluation

We can say that the right and fair observence efplans lead to improving of services
provided to final customers. ZZN concentrate onettgping a high quality services and
products. Customer feedback is realized due t@tiestionnairs which are filled during or
after business meetings. Firm sales managers lavarocess and submit a relevant
guestionnairs to Sales director (manager). All nmiations are then analysed and the
authorized persons adopt adequate measures. Beaid@ZN Pellimov conducts internal
audits (30 audits per year) of all processes withim. Auditors suggested 187
recommendations in 2010 (negative observationsiitéuaimed at ISO standards (ISO
9001:2008, 14001:2004, OHSAS 18001:2007 etc.) elfcampare it with 2009 we may say
that a number increased by 92. This increasmentcaased among other things by fusion
with Tagrea, joint stock company. Higher amountegiommendations has reached to a still
large number of reccomendations due to the eftorintprove implemented IMS. IMS
further controls a product quality and its compiginThe next sphere, coming under IMS

control, is a safety of products, environmentarfdship and HR development.

ZZN personnel strategy lies in training of theirmayees. The firm suggests that the succes
consists in highly educated or skilled personssétarel departments organizes practical
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training in foreign countries for higher managewnarkers. There participated 6 workers in
“Foreign thematic (business) trip”. The secondgpaonmes Corporate Academy is
dedicated to front sale managers, firm sales masaged middle managerial workers.
Employees are educated in couching technique€008,ZZN prepared educational project
“Training is our chance” in cooperation with EU lulite to the higher number of company
applicants was not the project approved. The lagtvary important step in HR development
is to acquaint a regular worker with their taskgties, competencies within company. This
matter depend on first line management.

4.1.6 Recruitment process

There worked 186 employees in ZZN Retiov up to the end of 2011. The company passed
through distinctive personnel changes during 2@02G10. As | have mentioned above,
ZZN Pelifimov made a fusions where has joined seven agrra@liltompanies oriented at
primary production and services (Agroservices KapliAGP Mydlovary, AGP J. Hradec,
AGS C. Budtjovice, Agroalfa, TAGREA, centre Zdislavice).

Employment development in 1995-2011

° Total number of employees ° White-collar workers ° Blue-collar workers
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Development of sales and employees

Years Employees . URLES
(in thousands)
2005 74 26 254
2006 74 27 522
2007 89 35 300
2008 164 67 700
2009 160 61 766
2010 230 109 000
2011 186 99 500

Source: Setkani Zatnand, own processing.2011.ZZN Pé&linov

Integrated management system plans future neestabyees and their development. ZZN
also reacts on usual decreasment of workers regimne promotions, transfers). Company
has created description of working places for gaasition in the section of Employees

preparation. The documents characterise main @tsbof concrete post, determine the
organizational unit, group of activities, superjopurpose of the position, interaction

network (customers, superiors, co-workers, subhglgiartners), main competencies and
criterias for evaluation. ZZN prepares long-terrangl (strategic) for recruitment needs esp.
for key positions, calculations of future retirertgeeand plans of talented graduates. Long-
term plans founded an application during persopfaining in fusion period. Short-term

plans specifies real needs for expected situatioesasonal employments (part-time jobs,
operative needs). These plans comes out of reguathly sessions and annual employee

meetings.

ZZN Pellfimov operates in several facilities in the cented andustrial zone in Pefimov
(Cleaning and drying facilities, Production of feddmixtures, Administrative office,
Storages). If there emerge a need for vacancyeteeant managerial worker inform HRM
department located at the center of Relbv (administrative building at Nadrazni Street) i
advance to ensure continuity at concrete post.e@8soof recruitment starts with sending of
Employee requirement list that offers two optiogisher to accept a permanent or seasonal
(temporary) employee. The list contains descrippbmequested function, specification of
department, term of start, working hours, qualtfaraand praxis, wage conditions and other

specific requirements or skills.
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4.1.7 Employment sources

As in the most of other companies, ZZN tries talfe suitbale candidate from internal
sources. If there is not such opportunity, the camypannounces its employment offer on

firm HR web pageshtp://www.zznpe.cz/? core cnt SetActiveGroup=1879) linked with

AGROFERT http://www.agrofert.cz/?pageld=421) or other webs with the date of opening.

The second way is advertising in local newspapé@stylPellfimovska” and “Pelfimovsky

Denik”. Small group of people prefer walk in. M®lanka Vavrova, MBA uses contacts
with faculty in Brno and gets references from casmpdministration office. She sends the
employment advertisement into college departme@N ZAlso used personnel agency
services. Unfortunetely, outsourced agencies didatveays meet firm requirements. They
had only a little knowledge of firm real needs. themore, the service used to be quite

expensive ( three average month wages).

HR department then chooses from written CV’s.
4.1.8 Selection process

Chosen applicants then pass to preliminary selegifocedure. Personnel worker controls
necessary documents (certificates) needed to peiogiven work. Then the HRM director

invite sucessful candidates for inteview. She gptsvenient room and organize a course of
selection process. There also participate two ah®loyees, leading person from particular
department and independent employee who overseesethction process. The selective

board chooses maximally two or three candidates.

Personnel board uses structured interviews. lietar may follow the basic points
formulated in “Guidelines For Interview” or the donent “Managerial Interview.” The
questions aims at working experience, personnéigpesitions, personnel life and opinions

about new firm or position plus several informatipeestions, as follows:
Are there any unexplained gaps in the applicantis@&ional history?

Did the applicant shift educational aims? If soy@&h
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What training courses have you been on? What tiguimave you had for this job?
Why did you apply to us? How much do you know almutorganisation?

Did you make any progress with your last job?

How do you respond under stress? Can you provideeat example?

HR manager applies also personnel questionnaichwipays attention to behaviour

character, morality. If there are any specific rsetm particular post, the abilities test are
applied. Each blue-worker has to cope with compstétwares and prove knowledge in

concrete category (Test of New Holland service wgrkodder mixture tests etc.) The

company uses grammatic tests and abilities tesiealyerial job applicants sit an psychotest,
diagnostic, aptitute and personality tests whicly ma@k over four hours. Inseparable part
are the Assessment Centre. Mrs Vavrova told mesti@stresses mostly on communication
ability, let the applicant talk the most of timerihg interview. She prefers team working,

flexibility, self-confidence and managerial skills.

The results of selection procedure are then regpamestly within 14 days to all job
applicants. They obtain either positive or negatetters about approval or disapproval.
Selection process serves for choosing the bestidaedfor given position. Despite of
demanding requirements, there is no quaranteembdtave chosen the best candidate and

we will hold him/her in our firm.
4.1.9 Placement and adaptation process

Yet, the employee start working, he must submitsdvdocuments (medical reference,
personnel questionnair, credit list, certificatdggloma, ID card, health insurance card).
After that, the employee is placed to particulategorise, (division) where starts with
adaptation process that may take over 6 monthgdingoto individual requirements. New
managerial workers have to meet with all processes trainings that concerns his/her
activities (Personnel psychology course, Fodderturgs training, Products training, IT
courses etc) . This adaptation proccess bear .fritsager knows all operations and

activities of his/her subordinates. ZZN worked dilie programme for employee
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development and adaptation called “Basic For Eng#olpevelopment Plan 2011” with
budget CZK 500000,- (drivers, welders, operataus;jtton workers, motivational courses). |
also enclose an individual Adaptation plan of nemplyee. We do not have to forget that
employee should be introduced into company, bernméol about main objectives, team
work, history of company, its culture, occupatiorf@alth and safety conditions, fire

prevention and so on.

Human resource manager supervises progress ofasidapgbrocess. New employee attends
gradually all trainings at organizational divisioasd is tested for practical and theoretical
knowledge. The whole course is recorded in Adapattan of New Employee with

evaluation included.

SWOT ANALYSIS:

Strengths:

[EEN

. location of the company in the heart of agricultuegion

2. traditional producer and trading partner in agtimd production and services
3. orientation of products to concrete customer

4. wide range of products and services

5. strong culture organization with continual devel@o) open communication, strong
faith in organizational abilities

6. sovereign position within other agricultural conjues
7. high technology development

8. strong social and payroll environment

9. professional adaptation process

10. elaborated plans of employement

11.strong emphasis on education and training process
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Weaknesses:
1. dependency on the Agrofert holding policy
2. high demands on personnel department — centralisati
3. long adaptation process on managerial positions

4. change of culture, organizational structure in ecdsaerged companies

Opportunities:

1. cooperation with other educational centres in \ysb regions (secondary and
managerial schools in Humpolec, Kamenice nad Lipiava

2. cooperation with personnel agencies
3. usage of new training programmes subsidized from EU

4. providing of praxis to students, managing of taddnjraduates

Threats:
1. dependence on seasonal factors (weather conditiansesting of plants)

2. culture discrepancy in individual organisationaltsinsubholding culture, values,
objectives

3. potential disuptes among mergered companies, eliftemployee conditions

-75 -



Agrostroj Pelh¥imov

(Agr ﬁPﬂlh )
ostroj “ Fimov
L4

b hid Y ' ! L = = -:._ - tT ] I.-. L)
Agrostroj Pelhfimov

o

Rl |

g -- F'.
— Ui

T | M =
]

-76 -



4.2 Agrostroj Pelhfimov, joint-stock company

Agrostroj Pelliimov is traditional and largest producer of agtrdl machinery in the
Czech Republic with neither state share, nor foregpital. The company employs 1308
people with actual turnover amounts to EUR 75 mil(i6ZK 2,1 billion) and average annual

growth reaching to 5%. The most employees (89%kwoectly in production.

The production programme consists of finished maeditool production and co-operation
with important multinational companies from theieagitural sphere. Assembly components
with co-operation make some 70% of total productolume. Unfortunately, the crisis

afflicted company by the loss of contracts in calustry (decrease by almost 60%) in 2009.
Current situation is going to improve. Agrostroglranewed its multinational contracts and

returned to figures from 1998.
4.2.1 Firm History

The company was established in 1886 by Jartjkéata locksmith, who opened a repair
shop. After several years came with manufactorfrgjrople agricultural machinery. We can

talk about first forage cutters and harvesters.

1914 - 1920 The WWI almost discontinues a company producti

1924 — 1939 Economic growth results in investment intoipqent and extension of
workshopBhe son of Jan Matejka starts cutting machine potaiu
Foundations of factorygwotion of minor series are laid.

1941-1945 The owners enables to resist against Germessyre to produce army
products. There is baitiew foundry house and wooden paint shop.

1948 Factory is nationalised and incogbed to the national enterprise

AGROSTROJ
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19507, 1960° Communist regime support large scale expandienterprises. There
comes fabric extension\rshop floors) near railway station. Agrostroj
exports to Poland, Hungamg German Democratic Republic. Production of

milking equipment moveghe old factory. Production of legendary manure

spreaders
1968 First ZTR rotary mower under the Dulicense by Zweegers
19807 Agrostroj joins under the AGROZETieprise, in its greatest production

has almost 3000 workeid produces about 8000 rotary mowers a year
1990 Communist regime collapse caussmtigration of state enterprises,
establishing of Agrostr@liRimov under the original name brings
reorganization, extensabproduct variety and modernization process.
1998 The second process of large reorgdion due to the economic crisis and the
loss of contracts with multinational companiesmpany starts to invest into
technology and reduces Vayde, first layoffs “wave” concerned more than
350 employees (with highesenteism, lower qualification, seasonal and

agency workers)
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4.2.2 Products and services

Nowadays, Agrostroj Pellmov represents a largest producer of agricultorathinery in
the Czech Republic and offers machines and equipthahhas made the products famous

all over the world.

Agrostroj concentrates on modernisation of existimgachinery and purchase new
progressive technologies which are environmenndilie The company has obtained a
certificate in agreement with the European ISOdseats 140001:2004.

Company has a modern technology for producing alguie machines and co-operation
components for commercial vehicles, building maekirand lift trucks. Materials are

processed by cutting machines (lasers, flame-guttinachines), welding, pressing,
machining and heat or surface treating. Enginedlsw the demands of customers every
day. They try to build up a comprehensive develagnwé products and manufacturing
series. All machines are designed to ensure higledstbility and excellent operative

behaviour. The main production focus on manufaatudf forage harvesting, mulching and

manure spreading.

Products:

Drum retary mewers

Dise reftiary mowers
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Vanure spreacers

These products are mostly exported to the wholddw®he turnover of own final products
move about 10%. The rest machinery or equipmemesept co-operation production with
well-known firms (CLAAS, JOHNDEER, FENDT, KRONE, ADINGER, DAF, LINDE,
STILL, VOLVO). The ratio of agriculture machineryqaucts to commercial products is
60:40. Agrostroj Peitmov has implemented Integrated Management Systehisaa holder
of certificated norms ISO 9001:2001.

4.2.3 Organizational structure

The formal bodies of company are the general mgebioard of directors and supervisory
board. The general meeting is the highest execuiogy. Competence of the general
meetings are given by corporate status but norntale responsibility for electing and
appointment the board of directors members, sugpanwi board, approve financial
statements and profit allocations. Board of dinectepresent statutory body that run day-to-
day operations, maintain proper accounting or gcthe company’s name. Supervisory
board oversees activities of the directors and fime performance. | will further pay

attention to personnel department competencies.
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4.2.4 Personnel department

HR director stands in the fore-front of the persmepartment. He is a member of the
director board and has a responsibility for allspenel activities. We may subdivided the
company HR department into: personnel divisioniniing center, payroll department, IT
department and the section called “labor econondyayroll”. Personnel department role

lies in various competencies as follows:
- HR management
- payrolls, labor management
- social, career, language and training programmes
- staffing, selection process, contracting
- employees adaptation
- contracts with school facilities about praxis aoldadarship benefits
- layoffs, Immadiate Termination of an Employmentd&iehship

- processing of datas, preparation of collective remting etc.

Personnel manager supervises the realization sétaetivites with a recruitment process as
the most important task. He has three personnekafwho co-ordinate recruiting.

4.2.5 Recrutiment process

4.2.5.1 Planning

Agrostroj faces a challenge to find skillful caraliels and young recruiters. They may boast
of highly educated staff. Mr. Pavlovsky, the he&gersonnel department told me that the
firm employs 96 % of employees with at least a sdaoy education. The main criteria for
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the needs of new employees are dependent on comhegtvities and contract situation.
Agrostroj starts to look for candidates when thaedpction plans are determined. Corporate
divisions then send the "Vacancy Report” to persbrolepartment where HR director
approves or disaproves the report. The documemngpasses information about free post,
location of division, number of vacancies neededjuested level of education, type of
employment and other requirements (driving licenmaxis, experience, welding license
etc.). Demands on concrete posts are prepared diyidnal division leaders. The
information is then processed to the tabels andwoiteen to electronic form (ORSOFT
programme). Agrostroj uses for this purpose thestipgion of working post” where are
among other things determined relations, competsnaiesponsibilities and delegation
between employees. Organizational norm (PU 0l12d@frmines detailed description of
recruitment process. It is obligatory for whole ezptise and regulates concrete

responsibilities or procedures during a recruiting.
4.2.5.2 Employment sources

Agrostroj has very similar strategy of staffing 28N Pellfimov. The first, they look for
suitable candidates from their own sources. Intesparces are derived from personnel
savings due to the technology development, chariggiven activity or qualification
employee growth. Agrostroj also runs “Career Emp@iProgrammes”. These programmes
relate with students who signed a contracts aboturd cooperation and received
scholarships. Internal resources represent momufalsle and cheaper option of staffing.
Current employees have logically higher dispositioradapt in new position within firm.
Moreover promotions may satisfy and motivate peofae higher performance. All
employees can request for vacancy, if they areinoasd that handle neccesary practical
knowledge and skills. Personnel director then decidbout approval, sometimes with
cooperation of CEO or divisons leaders. The seamskipility is staffing from external

sources.

The company lay strong emphasis on highly qualiiedple. Therefore, they cooperate with
local technical (secondary) and apprentice schod?ellfimov. Recruitment officers visit
school facilities, attract students in order tonjohe company. Managers also organizes

Doors Open Days which have a character of worksheits demonstrations of firm
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technologies. | have already mentioned scholarsmpsunt to CZK 1000 — 1500,- monthly
up to three years of studying. Students make a ctmant that will work for organisation
minimally for the time they obtained a scholarshipese children could work in part-time
jobs where acquire valuable experience and pr&fiert is visible on the fact that almost
42% of all Agrostroj employees are graduates dirt@al and apprentice school. | will just
briefly show several occupations supported by sebblp — quality controllor, locksmith,

production controllor, tool setter, farmer, tectogi$t, CNC operator etc.

Doorpén Day in Agrostroj 2011

The company cooperates with four agencies. Agroseeks after sufficient number of job
applicants, mainly the toolers, assamble labonedste most valuable are welders. Three
agencies operates in Slovakia and search the ededidbn Slovakian labor market.
Unfortunately, the recruitment of foreign workeagds to a relatively high fluctuation. The
enterprise employs 108 agency laborers (89 weld8lsyakian welders often follow higher
financial offer and move to multinational companigéberefore the firm try to keep their
most valuable employees by social benefits — femrmamodation, meal allowance, free
transportation or a possibility of overtime working
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Agrostroj advertises into local newspapers callegdeh na Pelfimovsku, Tydenik
Pellfimovska and Pelimovské noviny, rarely to regional Jihlavské listyto MF Dnes.
Notice and leaflets play the role of additional hoel. Recruitment leaflets are post up on the
municipality notice, school facilities boards andoaon information panel on job center

board.

Agrostroj announces free occupations on the MiistiEducation and Social Affairs portal.
Unfortunately, the job center in Pé&lnov registers rather less qualified workers thae t
company requires. Mr. Pavlovsky told me that thestnjob centre candidates do not meet

this neccesary needs.

Very similar situation comes with walk-ins. HR mgees use these job applicants in lower

labor positions (forklift truck operator, productibne operators etc.).

Corporate web page informs about free positiondiwithe company in the section

“Employment offer”, where is published a posterhnoffers.
4.2.5.3 Selection process and staffing

The first, job applicants fill in the entrance dimsnaire where have to state their
qualifications, skills, education, and previousugzation. Other information are requested in

case of aproval.

Recruiting is managed by personnel department.oRee$ director, division leaders or
foremen/forewomen take a part in selection procBssy organize the whole selection and
find out important information about applicants.th@ case of higher managerial positions,

the general director (Lubomir Stoklasek) approviapiof new employee.

Pre-selection of candidates is going on the CV'sisb&ersonnel department analyzes
individual application form and eliminates unsuetlpbb applicants. The rest of people are
then invited for interview. After that, the chief personnel department hold an interview
that is specialized on applicant qualification akdlls, the date of possible start, wage
conditions, accomodation, health capability aneihinterviewer then writes an report and
send applicant to concrete workplace where theeleatl given department decides about

his/her placement, explains the requirements oangposition and acquaint candidate with
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working conditions. For higher managerial positians applied language and aptitude tests.
Special requirements are laid on welder workers e to pass welder test. In case that
the candidates are not succesful, may chooseeaiodaWelder school that was established in
2011. Here, candidates or current employees impfwaretical and practical knowledge. If

they pass the course, obtain a welder certifi¢ateanables them to apply for vacation.

At the end, the chief of the department signs duesaires with references and pass it on
personnel department. The head of personnel depatrtdetermines the date of start. All

documents must be signed by personnel director.

Selected applicants who pass through recruitmestegs are informed about admission.
Personnel department signs a fixed-term employememntract for a period of one year,
evaluates the employee performance and after gpesiod decides about permanent
relationship. Aplicants have to submit documentuabhealth capability, reached
qualification, credit list, personnel questionnatfee number of bank account, photo and ID

card with other certifications.

Development of employmentAgrostroj Pelhiimov

1134

Source: Kubiska, LBakald‘ska prace Fjem zamistnana, 2011p.24
4.2.5.4 Adaptation process and development

Adaptation of new worker runs under supervisiosafior employee who helps him to cope
with regular working contents. Employees are inticetl to the company through firm

presentation in powerpoint, are trained in occupati and health safety, acquainted with
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training and development possibilities. Presemasioows current situation of the company,
stresses basic values, emphasizes on corporabe @sd objectives which characterize key
attributes of Agrostroj. After one month, the chief concrete department (division)
evaluates employee’s performance. Results arereferred to employee in order to provide
a feedback among employees. Next evaluation cottbe @nd of fixed-term period (within
one year), other after two and the last in thirdrye

| have already mentioned several educational oeldpment programmes that Agrostroj
apply into praxis (Career Employee Programmes, @eddhool). The firm uses training
courses subsidized by EU like “Vddvejte se” that are intended for enterprises wiiehe
struck by economic crisis. Employers take advantdggants to realize special qualification
courses for employees who were affected by restraictation changes. Project
“Vzdélavejte se” encompasses finance or economic cqurkssures of proper

communication and welder training.

My case study also aimed at organizational cultioae appears more or less informal. They
deal only according to the norms which regulatesrilationships with suppliers (Ethical
Codex). The second document concerns cleannesslgress of work environment.
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SWOT ANALYSIS:

Strengths:

1.

traditional employer in Vysfina region, the largest producer of agricultural
machinery within the Czech Republic

investment into new technologies and extensionrodiyction, construction of new
facilities

strong development of employees, educational cerfiterwelders, social benefits,
catering services, practical training in foreigmicies

cooperation with technical schools

contstructive cooperation with unions

wide range of employment opportunities, attracéugloyer
emphasis on quality, cleaness and order

sophisticated system of recruitment and employegetation

Weaknesses:

1.

2.

high fluctuation of agency workers

demanding logistic system (firm stategy laid on tcaral manufacturing — no
storages)

dependance on agency workers (welders)
main orientation on foreign partners
small usage of web pages to attract job applicants

almost no organizational norm concerning an intesrganizational culture
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Opportunities:
1. cooperation with universities, public isntitutions

2. implementing of new PC programmes (SAP), new ceussésidized by EU and
Ministry of Labor and Social Affairs

3. cooperation with Agrostroj unit located indky

4. creating of written organizational norms

Threats:
1. outflow of skilled labourers to foreign countri€ddvakia, Germany, Austria)
2. potential loss of contracts with multinational canjes
3. high dependancy on key contractors

4. adaptation process dependant on leading employee
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4.3 ZD Kalich

Agricultural cooperative ZD Kalich belongs to tlmaditional firm within Kamenice region.
The company was established in December 1975 angotd the board resolution on
consolidation of agricultural cooperatives JZD KhaliKamenice nad Lipou, Podskali
Rodinov and Skalka Vlasenice. The fusion was amatdoy the District National Committee
in Kamenice nad Lipou in 1976. ZD Kalich concerggaton primary and secondary
agricultural production. Agricultural cooperativaris over 1600 hectares (barley, rye,
wheat, rape, oats, potatoes, maize and carawag)aiimal production emcompasses more
than 1800 animals (1000 cattle, 800 pigs). Theg plovide catering for own employees,
operate abattoir or wood carving. The firm emplé§spermanent (12 administrative), 10
seasonal workers hired as the auxiliary for comiiaevesters and drying operations. The

average age reaches about 50 years.

4.3.1 Organizational Structure

The highest authority is represented by the Menhiyerdeeting that organizes annual
conference. The Membership Meeting sits twicea wad discusses about election of new
members, approves regular financial statementsdeke@bout development of agricultural
cooperative, its main objectives, increasment gistered capital, mergers, status, distributin
of profit etc. The board of the directors creatstatutory representative of the company.
They elect a chairman who runs and operates caneractivities. ZD Kalich has 13
members of the board. Control commission contrdllsaetivities within company and
comment on requirements or complaints of the mesa@dre commission sits once in three

months.
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4.3.2 Recruitment process

Employment planning in ZD Kalich appertains to emowrc department. The head of
economic department with one personnel officer fldéme employees needs in advance of
two months. Needs outcome from people who go icemeént (natural reasons), needs of
seasonal workers (regularly 10 employees) andlajsiifs. The proposals are then handed
to chairman who approves or disapproves plan foruittnent. The most of smaller of
medium-sized cooperations have limited funds focruéing. The cooperative seeks
candidates by advertisements into regional newspapEydenik Vysoéina and
Jindiichohradecké Listy. ZD Kalich also tries to finditable candidates at job centre in

Pellfimov but they suffer by the lack of skilled apphts

Electronic board located on administrative buildinegorts about free positions. Other way
how the organisation attracts the applicants igpewion with secondary agricultural school
in Kamenice nad Lipou (SOU Kamenice). Kalich pr@ddraxis in programmes “Farmer”
and “Repairman of agricultural machines”. Chairmaeps closer contact with study
department that informs him about talented studedtgfortunately, the most of local
students leave area and opt for well paid positiomeachine industry in Jididhav Hradec

or in Edscha Bohemia Kamenice (automotive industry)

Recruitment process takes place at administrativielibg in the presence of Chairman,
personnel officer and the head of economic depattmeterviewers use an unstructured
interview that enables to lay questions in reactionandidate answers. Each interview lasts
about 45 minutes. Employer stresses mostly on dateli experience and skills.
Requirements corresponds to given positions, the fitm mostly looks for people with
tractor license. At presence, firm desires skieaployees for operating positions. In 2009
and 2010 company had to dismissed six employeesodhe decreasing of production. The
company has gone through modification of technolqgycess of automation) in recent
times. Despite of that, they have problems to fandper candidates. The firm looks for
skilled livestock specialists and tractor mechaniicg. Milan Bile told me that key factors
during the recruitment process are references pi@wious employers. He lays emphasis on
performance of individual candidate. Selective cassian then opts for appropriate job

applicant. Choosen candidates are then placedsém giostion, have to pass the health and
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organisational safety, fire safety training, weld@rklift truck courses, managerial and
accounting programmes. ZD Kalich organizes sevastilral action (visiting of theathre,

Open Doors Day).

SWOT ANALYSIS:

Strengths:
1. cooperative with a long history and tradition (btdhed in 1976)
2. high technologisation of production, automationgess
3. offer traditional high quality products, stresstmalth environment

4. wide range of supportive activities (publican attg, logging, repairing of
agriculture machinery, joinery, operating of gasien)

Weaknesses:
1. limited means for recruitment process
2. lower social and payroll conditions
3. absence of written (formal) cultural norms

4. absence of cooperative web pages (suitable toolrdoruitment, attraction of
employees and customers)

5. located in town with prevailing engineering indystr

Opportunities:

1. cooperation with other schools within region (Humego Pelliimov, Jindichav
Hradec)

2. Day of Open Doors, workshops, cultural actions

3. attraction of students from SOU Kamenice, educaifanwn talented students
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Threats:
1. seasonal character, dependance on whether cosditimmp conditions, deseases)
2. lower attractivity of primary industry, outflow @roper candidates to other branches
3. high dependance on state and EU subsidy
4. cheaper products from EU

5. aging of employees
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5 Recommendations

5.1 Optimal recruitment system

At the present time, companies face the dauntiafjestge in economy conditions. They feel
the consequences of world crisis. The changes éfected into strategic managerial
decisions and naturally did not avoid the persorpaicies. | have visited choosen
enterprises in order to interview the heads ofgers| departments. | wanted to summarize
the information about recruitment process, thecgmsi that have to be implemented in the
hard times and find common element. The resulisesdor a setting the optimal recruitment
system for other firms. We know that individualestgy may meet the needs of concrete
organization while in other is inapplicable. Thaud be the example of ZZN Pélmov, the
company that merge with seven agricultural plasibliolding company) in order to create
strong position on the Czech agriculture markeuedbeless, the enterprise faced the same
challenge to minimize costs in personnel spheagtren the decreasement of profit due to
the firm reorganization in 2008 or finding the pads for stabilization as Agrostroj and ZD
Kalich.

All selected companies has aimed at optimalizatibhuman capital. They seek a way to
improve the personnel productivity, orient on téehemployees and their development. The

emphasis on adaptation process and employee z#dibiti have borne the fruits.

| have tried to set a common strategy for persoaciglities in mentioned enterprises.

5.1.1 Looking for appropriate candidates in current labor market

conditions

Internal Sources

Representatives of firms confirmed that the firgps lead to their own employees.
Personnel managers find out whether the firm spawmesan resources for given positions.

HR department ought to map out whole organizatistraicture and analyse the effectivity
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of given positions. According to the interview rigsusome 30 % of new labor forces come
from internal resources. We imagine the advantafjeach recruiting. Corporate employees
orients better in firm environment, share commonues& or organizational culture.
Therefore, we may achieve certain reserves byaatidin of some working positions. In
praxis this mean to monitor own employees, theiched skills, knowledge and offer them

career oportunities with relevant benefits.

External resourcescreate the largest base for recruitment procdss.cbmpanies could

hadly ever rely on job centres. Current job applisawho are registered at job centre, often
do not live up the expectations of firm requirenserifor example, all personnel managers
decleared that the quality of current young jobliappts who graduate or finish schools is
really terrible (with a few exceptions). Therefah® most companies implemented (ZZN,

Agrostroj) preliminary tests to select unskilleschdmlates and spare a valuable time.

The cooperation witheducational institutions seems like the best option. Agrostroj
Pellfimov for example established its own welder schowkes recruitments in technical
schools, provides scholarship (in exchange forréutwoperation) and cooperates also with
SOU Pelliimov, apprantice schools in Kamenice,¢@a or the Qualification Centre in
Sezimovo Usti. | would like to stress that educatiad training of own talented students has
become a real phenomenon. In the past, a lot oibésipreferred theoretical knowledge then
practical. But now the situation changes. Many eth@acilities (Business Academy
Jirsikova, Technical School Pé&lhov, SOU Peltimov etc.) cooperates with local

enterprises and implements compulsory praxis idteation.
5.1.2 Supporting the flexible forms of employment

Experience with economic recession and dispropmatity of production pressed companies
to accept flexible system of employment. Nowad#ys firms more than ever controls their
labor costs and the need of human resources. Tpeyoo methods that solve prompt
solution of human resource provision. AgrostrojnBleiov promotes the system of fixed-
duration employment relationship that lasts one.yBlae company secures itself in case of
the loss of contracts in production. In the cour®ne year personnel officers evaluate
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employee performance, take production developmant ¢onsideration and then suggest
about prolonging or hiring the employee to permagentract.

ZD Kalich solved the crisis by reduction of worfihours to 30 hours a week. They also
had to dismiss 4 employees for 3 months as a caaseg of decreasing work posibilities
with a promiss that the dismissed worker is goiagbé “recontracted” within several

months.

ZZN Pelkimov usually use the Agreement to Complete Jobstasonal workers with
students who may become a perspective promiseuaefaooperation.

Agrostroj Pellimov, as the only one of selected company, usescggeorkers in order to
cover labour shortage on the local employment niaitee most of hired agency employees
comes from Slovakia. Agrostroj signs contracts $eweral months to assure sufficient
number of employees for main season that sta&igust and ends at the end of April. The
problem may occur when the agency worker do nédviothe organizational objectives or
culture. We know that the perception of organizalaculture and policy need certain time.
This is probably the reason why Agrostroj sufferhigher fluctuation of employees durign

season.
5.1.3 Development of the firm attractiveness

The recruitment process represents similar straasgire product marketing. Therefore, the
companies should present themselves in a good Aginbstroj and ZZN use own web pages
to represent products and services they offer. ttirately, ZD Kalich has no similar web
page which may to discourage some job applicantsy would like to find out the
information about the firm and look for a job opjmity. | recommend the creation of firm
web pages with short introduction to the firm,history, products and services range, news,
contacts, location and of course career possdslifihe price for creation a web page starts

from 200,- per month.

Agrostroj web site informs only about firm, prodsichistory and contacts. There is only
strict information about its vacancy. If the firmamis to attract current job applicants, they

should also provide information about their weldisghool, scholarships and career

-05 -



programmes. ZZN Pdiimov has a professional web site with relevant nmfation about
career within the Subholding and Agrofert groupe Tihm should also stress their interest in

corporate culture and stress the importance afintggpartner relationships.

Interesting option represents the Doors Open DaAgiostroj that presents basic profile of
the firm, offer workshops and practical demonstradi of skills to interested persons from
the general public. We can find other possibilitiesv to attract more applicants. How about
an employment fairs. Every year the University offelLScience in Prague hosts
representatives of various companies. This could geeat possibility for Agrostroj or ZZN
Pellfimov, how to attract the students.

5.1.4 Selection process

It is very hard to set optimal selection systeml. @&mpanies fit the selection to their
corporate conditions. Structured interviews ancgssent centres in ZZN, semi-structured
interviews in Agrostroj Petimov and unstructured interview in ZD Kalich hatepros and
cons. ZZN Peltimov relies primarily on the HR director, that e main competence and
manages all recruitment processes. Mrs. Vavrovéesepts the real expert in personnel
activities. She plays the role of the generalisbwlersees the whole recruitment process
and cooperates with specialists (the leaders afngiivisions) during selection process.
Agrostroj system is built on specialist recruitevho decides about candidate abilities.
Personnel director then confirms the contracts. rébeuitment in ZD Kalich is managed by
Chairman and one personnel worker. We can seethbatecruitment process is always
dependent on the professionalism of personnel/HRkeve. They should not assess the
candidates according to their external charactéfalld Effect) and concentrate on
performance or skills. | think that all HR workem given companies meet such
requirementsl have not found any discrepancy in recruitmentcpsses in Agrostroj and
ZZN Pellfimov. The firms manage recruiting according to $fwéct corporate norms and
professional approach. ZD Kalich comes out fromekyerience of chairman and personnel

assistant.
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5.1.5 Adaptation and stabilization of workers

Redefine the firm structure

Stabilization process should lead to rethinkingeaissessment the personnel activities within
company. The effort stresses on selection of enggloyand positions that do not bring
neccesary contribution. At the time of crisis, Agiroj had to reduce more than 300 hundred
of working positions (loss of contracts). The filsyoffs wave concerned people with lower
skills, higher absenteism and lower working perfnge. Then the company had to
dismissed the most agency labourers in order teepre basic production. Agrostroj also
reduced the amount of bonuses up to 50% of previalug. We may see a similar trends in
case of ZZN Peliimov, that tried to find optimal placement for emyes of all mergered
companies. Finally, there was dismmised more tlnhp&ople. Concrete examples showed,
that after the reduction of labor cost the invesithenust come necessarily into technology

and employee development.
Set adaptation process to the effective performance

Adaptation process occupies key role in stratagic drientation. | have found out the ZZN
model as the classical example for other comparigdl Pelhimov applies strategical
adaptation for managerial workers by the way tleat manager have to participate in all
processes and given divisions relating with hisfoire performance. At the end, manager
knows with certainty the people and processes. iRegpthe demands on time, the method
perfectly fits organizational needs. All companiealize the importance of highly educataed
people. If the company acquires suitable employes; should develop effort to keep such
employees, regularly improve their qualification damreate them optimal working

conditions.
Provide conditions for personnel development

Personnel department should motivate the emplagesslf-impovement. We may see that
ZZN, ZD Kalich, or Agrostroj apply programmes sugpd by EU and the Ministry of
Labor and Social Affairs like Vadvejte se, programmes on corporate levels (IT sasyr

managerial technicques, ACC System, training in SAd#mer etc.). In order to distinguish
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real talents in organization, the personnel mamsadeve to cooperate with operation

managers who have wider view and regularly keemtim ordinary workers.

Set the optimal reward system to the performance

The most important part in adaptational procesgsplkenefits and motivational tools. We
can see that Agrostroj for example motivates pebylavide range of benefits like the
allowance for living, free accomodation, free tyaor$, meal allowance and proper reward
system. In order to keep current talents, Agrosirajeases reward system for the workers
according to their performance, they also enabid paertime work at the weekends.
Variable wage system motivates people for highéorebut the system could become

contraproductive when a firm lacks of contracts aodk.
5.1.6 Setting open communication

Open communication represents linkage between tal®wand managerial workers. It is
function lay in mutual feedback. Openness stremgth®yalty and participation of
employees in firm objectives. The companies shaultime inform all employees about
changes in organization, actual situation of thengany and its success on the market.
Managers may opt for communication tools — corgovetbs, intranets, magazines, message
board located in given departments or regular mgetiEmployees should be informed
about the activities reaching over their occupai@tope. It is also important to update the

information that mostly becomes obsolete.
5.1.7 Establishment of formal (written) culture

This may be the most important project in persomalaltion. All interviews also concerned
with the term organizational culture and its peticep Unfortunately, the phenomenon is in
the Czech corporate level frequently underestimatetthe fact, the values, habits or patterns
determines organizational milieu in the firm, mdfeet an organizational performance and
positively help to motivate people, create them table environment. The most

organizational managers realize a presence ofreulbut are not able to specify its main
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attributes. They perceive it as something inforrBalveral companies suppose the culture as
concrete element which deserves its attention. é@mple, Agrostroj Pettmov has
elaborated codex that solves the relation with beygp They also pay attention to cleaness
and order at workplace, but it does not charaaetlie direction they ought to set out. Firms
should proccess the main values and requestetussi into formal document or video-
presentation. These documents could be publishedtemal networks or corporate web

pages.
6 Conclusions

Recruitment process has undergone distinctive @saimgrecent time. Economic crisis fully
struck into the Czech environment. Companies wereetl to implement new corporate
strategies to find optimal ways from depreciatibirst of all, these steps have affected
human resources in most organizations. Firms dtdaeorient on the policies that would

provide them a stability, cost savings and prestree competitiveness on the market.

The aim of my diploma thesis was to find an optisydtem of recruitment process, which
could be implemented in current economical conaditiol have chosen two typical
agricultural companies and one machinery firm veigiticultural specialisation to evaluate
the changes that has occurred during several ya@ab/sed negative or positive aspects of
personnel activities, and finally, recommend theasnees for optimal recruitment system.
The work has analysed concrete conditions in thinees within the Pellimov region. | was
participating in recruitment process as an indepehadbserver during several months in
Agrostroj Pelliimov and ZZN Pellimov. | also visited the companies to make an uitev
with personnel authorities, laid them prepared tipm@s about recruitment process and

situation on personnel activities within the orgautions.

The practical part has proven that organizatiortbiwiPellfimov region accepted different
strategies to stay competitive on the Czech prochacket. Specifically, the changes related
to the restructuralization process, radical reducof labor forces and reorganization of
personnel activities. The firms (ZZN, Agrostroj, ZRalich) realized that employees

represents valuable assets and started to inwesteichnology and personnel development.
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Therefore, the recommended system also concentatpgrsonnel development, effort to
attract employees, and on trends of employmenibiléy.

| believe that | have succeded in the main objectov analyze and set optimal system of
recruiting. Interviews with the chairman of ZD Kdili proved the lower interest of job
applicants about primary agricultural productionmfi Inconvinient situation is further
supported by aging in agricultural branches andvetodecreasment of incomes in

comparison with other industry.

At the end of my thesis, | recommend an implementadf organizational culture into the
written form or documents because the most of figtness only on particular aspects of
organization. They should pay more attention termdl values and present them to all

employees.

I hope, that | have succeded in the basic scopleeo?Vork. The Diploma thesis comes with
proposal to the personnel activities and may sasva theoretical tool for development of

recruitment activities.
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GUIDELINES FOR INTERVIEW
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GUIDELINES FOR INTERVIEW
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PRIPRAVA PRACOVNIKD | ciwe: F Q4.18-09srana 112

POZADAVEOVY LIST
. il

A, Plijem kmennového procovnika:
B. Prijem sexonnibo pracovnika:

PR A N T T s ins e sne i e A AR AR S AR
TREMIIN NASTIIPLE oiiiiiiicissisiaiotsnisisntssonssbetinasitosisssivirinnions
PRACOVNE DOBA: .ocoecvvesermssssssssssaseresssnsssssssseressssssesseasssseersess

POZADOVANA KVALIFIKACE A PRAXE:

T Ll e LT e PR R e SR

PREDPOKLADANE MZDOVE ZARAZENT =i

DALSI SPECIFICKE POZADAVKY:
jaka osoba mi zastidvat dannou pracovni pozici:
(muz/bena,absolvent, smdent, osoba se ZPS n pod.)

B P R B R B e

ZEN Pathfimov a.5. REWVIZE:0 Datum:1.6. 2001
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ostaini poFadavky na znalosti:
(jazykowé znalosti, obsluha vipodetni techniky, svireésky prikaz,
Fididsky prikaz a pod.)

Drafoome:
Poiadavek pfedklada:...........oovcvricinmiiinn Schvaluje Feditel a8z oo
ZEIN Pathfinow 8.3, REVIZE: D Deatuarmiz 1.8, 2001




Appendice 5

Vetupnl (manaters rozhave | W

I, Pracovnl skufennsti
- jakd mista jste zastival
- ¥4 it Jste byl odpovidny
- popidte dkoby {projekty), na kiervch jsfe pracoval
- popiite visledky svich Fdicich aktivie
- o051 Tyshite, e se wim ve vasem minulém zaméstnani podarilo zménit a zlepgic
- jakym zplsobem jste fidil 2 motivaval své podiizend
- ¢ vis ve vall prici bavilo
- popiite siluace, kdy se vim nepodafilo dosthnout cilo
- popitte situace, kdy jste potfeboval urfitou pomos
= jaky byl dirvod amén vaiich zaméstnani
- peot jste se rochod] mménit své posledni zamEsinn
- jeké byl hinvni problémy, kierd vim vadily v zamésndnl

1, Piedstavy o pove firmé a pozkcl
- o0 vite o pozici a praci, o kterou se uchazibe
- 7 éeh jate vychaze| pifi predstave o této funkei
- co povaijere za nejvEtE problém v 1o prici
- &im byste mohl nadi firmé osobnd piispél

3 Dsobni predpokindy
- f jakymi fidmi sz vim nejlépe pracuje
- jak mErte svilf viastni Gspéch
- jaké jsou podle vis hlavnf Cinitelé, kterd maji vliv na vadi spokojenost v zamésinin
- jaké jsou podle vis vase silné a slabé strinky jako manadera
- jak myslite, 2e by vasi spolupracovnic] popsali vise pRednesti a nedostatky
- jaké jaou vate paobni silng o slabé strinky
= G0 byste rhd détnl za 3, zm 5 let

i Osobmi Zivol
= atav
- foding
= brydlend
= volny Eas - ziliby
= 2dravein| siay - kufak?

Volba prostiedi, pohodiného proe obistrany rozhovoro.

Kandiddt e ve své roli vE&lmi pravdépodobnd nebude citit zecla uvolnéng, Nechceme-li jeho ziiék imysing zvySovat
{cok nepovatijeme za vhodné), je adouci plizplsobit tomu prostfedf, ve kterém interview probihd, Rozhovor by
predeviim nemél bt prerudovin telefony nebo phichody jingeh osob, Cheeme-ll rozhovorem ziskat pottebné
informace, neméli bychom sebe ani kandidata rozptylovat daldimi zdleditosimi

Poaendmbky,

PFi pfijimacim rozhoverd nelze spoléhat jen na pamét, Vedeme-li rozhover s vice esobwmi, miifeme snadno
zapomenout, co kdo presné fekl a jaké byly nafe dojmy z jeho projeve. Psand pomdmky zachyoujict hlavnl body
odpovedi kandidath o jejich reakel na otizky jsou nejen diledité pro pHipomenuti jednotlivich asob, ale i nezhytmym
pledpokladem pro navazujicl vylodnocovini kandidam.



Hodnoty posuzovac Skily

1. Meuspokojivy (velmi siabd predpoklady).
2, Problematicky, vyzadujiel zlepSeni (zaostivajici za ofekavinim. Mé predpokiady pro zlepienl za podminek
ziskani

dalsich #kubennsti, zvyseného 0sili o méninku),
3. Uspokojivy (uspokojuje stanovend podadaviy),
4. Prevyiujici primérnd efeldvini (jasné prevyiujici biiné olekavang schopnost a peedpokiady).
5, Vynikajici {vyjimetng schopny a vikonny, vitazné pfevydujici ofekavini),

Ervy dojem
[ 2 3 4 5
Zakkptndte odpovidaiiel polfika
nervizni klidny
NEUpravEny sebeviédomy
neesteticky profesiondlnl vehled
maly otal kontake dobry oénl kontakt
nepfipraveny dobry pozdrav
pomaly konkrétnl
upovidany plipraveny
Intelektové predpoklady
| 2 1 4 5
omezens vzdeling vzdélany
nendpadity, téEkopadny zajlmavé ndzory
nelogicky logicke uvazovinl
neklade otdzky avidavy
omezend obehodnl znalosti dobré abchodnf uvaZovani
Pracovni zkufentsti
1 2 3 4 i
Zaketnite papovidatfcl polfdka
omezenamecdpovidajicl zkusenost relevanini zkusenosi
lritkd doba v zaméstndnich Zkugenost 5 Fzenim lidi
elizrd pracovii mista zhufenost 3 Fzemim projekid
nelogicks kariera pracovil fspéchy
btk proxe ¢ Hzenim eychly kariérovy postup
Ordborné predpoklady
l 2 3 ] 3
Zatkrindte odpavidajict policka
zaméTuje se na acpodstatng otdzky identifikuje dbledité fektory
Zini neodpovidejici predpoklady vyufivi odpovidajicich informec
lizky peehled gnatné odbomé znalosti
vyhvba se otizkam odpovidd na viechny otizky

pomalé prace s Cisly schopnost rychle pracowvat 5 Esly



Timovi price

1 2 X + 3
Zadkrindte odpovidaiicd palicka

mali zkudenos s tymovou pracd vicestranna zkudenost 3 tymovou prac
philitné zaméfent na sehe sklon ke spoluptécl

pfili3 formalni jasné vyjadfovani nazord

vainy, introvering snaha o konsenzus

netakind taktni

Ambice. pracovol nasazeni

1 2 3 4 ]
Fatkrmdte odpovidajiel policke

nejasne cile jasné profesni cile

mal¢ ambice dlouhodoby pohled

materidInf orientace zéjem o danou ohlast

uvatuje o ptilid mnoho modnostech mé rd svou prici

sebenspokojeny ambicidzni

Celkove hodnocend

1 2 3 £ B

Doporutent

Pfijmout
Postoupit do daf&ihe kola
Odmitnou

Foradi kandidata z

Pdt ifavnieh kroka rozlivors,

Vatupni interview se sklidd 2 pen kiidovyeh keok(, Tvelf je.

1. Uvitini kandidata, Patf{ k nému nejen pfedstavend, ale [ kritky neformdini rozhovor sloukici k uvolnéni kandidat.
K jeho tradiénim ndmétlm patfl potasi, potlZe. kierd mél uchazed s nalezenim mista rozhovory nebo 1o, jak se
dozvedé] o dané pozici,

2. Shrouti ebsahu poziee. Ukolem osoby vedouci interview je pozici struén popsal, uvést, jaky typ kandiddm je
htedan, a vysvetlit pritbdh viastniho interview,

3. Polofeni profesnich otdzek, Jde o otizky vaahujici se berprostfednd k dené poici a tykajicl se pledeviim
wchazedovy zkulenostl a jeho vzdeiinl,

4, Zji3téni silngcl a slabyeh strinek uchazelfe, Otizky zamétujici se na silné o slabé osobni sirinky kandidita,

5. UzavFenl roghovoru, Kandidét by na konci rozhovory mél ziskat meknest poskytaout informace, klerd povaluje
pro rozhodnuil o jeho osob? za nezhying, a polofit ndkolik viastnich otizek. Na ziver kandiditovi podkujeme 7z jeho
hjem & ozndmime mu, kdy mide ofckivat, Fe ho firma vyrozumi o vsledeich rozhovoru.

Kludené otizky. Zikladem interview je volba otdzek, kieré jsou kandidétim kladeny. Spatné otizky vedou zpravidla ke
Spatnym odpovidim - takovyim, kieré nam neumoziuji posoudit, zda kandiddt je pro danou pozici vhodny, & nikoli.

Pomineme-|i tvodni otazky majici napomoct k wvolngni kandidita, spada]f otdzky, které by pii vstupnim interview
mily byt polodeny. do éyF zikladnich kategorii:
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AGROSTROJ PELHRIMOV, a.s.

Investor: - subdodavaltel roku 2010

-

prijme spolupr covnlkyﬁna'" - i

Technické ajmanazerske funkce

- Manazer kvality (VS technické vzdélani AdsNJ wyhodou)
- Mistr vyroby (USO vzdélani technickéhoCharakteru)

- Vyrobni technik (USO vzdélani technickeho charakteru)

Delnicke profese

- CNC operator obrabécich stroju

- CNC operator svarovacich robotu
- Svarec

Nabizime

- Stabilni a perspektivni zamestnani

- Nadprumerne mzdove ohodnoceni s motwacnl slozkou
- Firemni ubytovani (u preferovanych p{l:ofesLbezplatne)

BUD V TYMU DYNAMICKY SE ROZVIJEJICI SPOLECNOSTI
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T
[Agrosu*uj“Pethimw]
h 4

Hlaseni volného mista

FUNKCE, PROTBSE..ocuvns ssrmmsissemmmsersmmsnisssasis

Potet mist celkem
Pracovnl.doba ...
(z dochazkového systému - soubor DPD)
Nadfizenj.
Priment, MBN0.....ciuiiuiimmmmnmii
05000 G110, 1vvcevrvercen e s
Stupen vzdélani: Pracovn! pomér.
1- zakladni 1- na dobu neurditou

2-na dobu Uréitou do ...
3-iny (do dal$ich poZadavid,

2-wyugen! (obor)..............
3- (/30 - (30U s maturitou)

Dali (daje o volném mistu

- strucny popis pracovnl Einncsti

- daléi pozadavky na zaméstnance (napf.: odoomé znalosti, praxe,
fidicsky pfikaz, svatecsky prikaz apod.)

Vystavil.....

Prevzal P.U. dng........ccor...... Persondlnl feditel:.........oc...

Uchazedi o volng misto:
Priimeni a jméno Datum jednani Pfijat dne

4- (J8V - gymnézium napt. VPP)
5-US0 - 508 4- dohoda o pracovn ginnosti
6- vysal vzdélani
7- vysokoskolske
Nahl8en0 18 UP N8 v
Vyplte (&2 druhou strany AGR 80.02

Vil

L1011 AN
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Obrazek 1: Schéma ziskdvani a v¥béru zaméstnaneii v Agrostroji Pelhfimov a.s.

Uchazeéi
Popis a specifikace Seznam
pracovniho mista : vhodn¥ch
———— uch'Mﬁ
= .
Identifikace potfeby Novy
pracovniho mista zamistnanee

/Hlaseni volného mista/

Obrizek 2: Matice odpovédnosti pii obsazovini volného misto v Agrostroji PelhFimov

Pouzito schéma PU- APe

vii
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®

ONPU 012 05 Pijfloha &. 3 Revize:

List 1/1

A rush‘ﬂ'@ Pelhrimou
(Ag i )

Pracovni smlouva

Agrostiog Pelbifimed, .5, U shdradi 1967, Pelhhmoyv

BRI e e i e el
Jiiko zrmesinavaiel

Pam {pani) P TS E R e S s B S b (M FECHTi- | e S rocine &

rvaie by (8

jake pamdsiines

Fikonny mistupee mladispyebo:
LT RH T P
L L e A O KR R

VTN B e, PEREOVRL PomE s WM slodinostm

b
£

d

mzdove o platove podminky ...

#) spednand skiedebnf dobs

) e P POV ORI oo e bt s b e bbb bbb S b bt

Spoctinanydrhs Palne o s P T U e —

R T

Pricoval poniér byl siedndomndebu .
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Orientational semi-structured questions to interviav

1. Systém fijimani zandstnané@ — zda pes centralni personalni adeni /HRM oddleni/
nebo ges jednotlivé zavody, zddgs personalni agentury,podnikoveé jednotky

2. Kolik zangstnandé pracuje v personalnim odédni, kdo ma na starostitiem
zamgstnand.

3. Systém fijimani zangstnané u spol€nosti - rozdily mezi THP aghiky

4. Kdo provadi a zda provadi analyzu pracovnic$t,ndiefinice a specifikace pracovnich
mist, poZzadavky na uchazeo zangstnani

5. Jaké druhy za#stnani nabizi? Kolik za#stnavaji zarmstnand, piip. paity THP a
délnika.

6. Jakym zpsobem probiha nabor a jaké piedky jsou k Bmu vyuzivany? (media,
internet, pracovni iady, spoluprace s druzstvy, agenturami, zda se uppaluje

s vysokymi Skolami)

7. Pfibéh pripravy na pohovor, jaké prastlky jsou pouzivany, doba trvani pohovoru,
faze, zda vyuzivajifmeé dotazovani, nebo testovani znalosti, dovednosti

8. Jak rozviji p& a vzctlani o zamistnance, uchaze — zda vyuzivaji kuig prograni na
VyVOj zantstnand a jejich schopnosti, spolupracuji s EU na progie

9. Zda vyuzZivaji v wité mite levrejSi pracovni sily — brigadnici, seiiio

10. Jak se projevila ekonomicka krize na gstmavani u spotmosti - nepopularni kroky
¢i omezovani nékladyv jiné sfée (propousni)

11. Zda pozoruji zvySuijici, pepsnizujici se trend kvalifikace novych zé&smand, hlavre

z tad mladych lidi, zajem o zastnani

12. Jsou pohovory vedené spiS strukturovanyisapemgi nestrukturalizovanym ---- zda
dle ukité Sablony, danych bédnebo na zakladreakce a situace pohovoru.

13. Jestli vyuZzivaji spiSe vii zdroje hledani zagstnand ¢i vnéjSi — nadbor zagstnand
uvnitt podnikuci mimo podnik.

14. Které znalosti a zkuSenosti, poplastnosti jsou pro vy zantstnand nejdilezit¢jsi
— naff. pri selekci, uzSim vyfru zangstnand.

15. Maji od zamsstnan@ zpetnou vazbu? Zji&uji vykonnost, spokojenost, sounalezitost
s firemni kulturou? Jakym apobem?

16. Vyvoj zandstnanosti u spotmosti v poslednich letech.

17. Jak se projevily zény spojené se vstupem do EU na 2smmanosti, zda se projevily,
¢i zda zngnily strukturu zamstnani, zajem o programy, Znu ve vyrobnich postupech,
omezeni a limity dané EU ve vztahu k zstnani

18. Zda existuji programy podporované EU, v kterpaSla uplattni fada uchazs o
zamestnani



