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Abstract: After 1989, the countries of Eastern and Central Europe began to undergo significant social
and economic changes associated with the process of transformation of the economy into a market
economy. Transformation is not only associated with the creation of a business environment, with
the formation of new legal and institutional mechanisms, but also with a change in the thinking and
behavior of people including employees, managers and owners. The paper aims to identify important
processes and trends in developing human resource management in companies in the Czech Republic
and the Slovak Republic. We conducted the questionnaire survey in 2018 and 2019 in various areas of
business. We obtained the opinions of respondents from 1542 companies. In the research, we assume
that in the conditions of a market economy compared to a centrally managed economy, employees
are the most important source of development and performance of companies. Descriptive statistics
were used to characterize the sampling unit. The other methods used to evaluate data in the paper
were the Mann-Whitney test and Spearman Correlation coefficient. The research revealed that despite
a long common history, differences in the field of personnel work have arisen in the last 20 years of
the independent existence of the Czech Republic and the Slovak Republic. The only exception is
employee care. It was also found that in the Czech Republic the strategic orientation predominates,
on the contrary, companies in the Slovak Republic focused on operational processes. Differences were
also found in the way of adaptation and further training of employees. The results of the findings
can be used to design processes with the highest positive impact on business performance.

Keywords: enterprises; human resources; human resource management; sociological research; trends
of HRM

1. Introduction

Slovak Republic (Slovakia) and the Czech Republic are connected by a common 74-
year history, which began with the declaration of Czechoslovakia in 1918. From the point
of view of political and economic development, a new state called Czechoslovakia was
established. Compared to the more industrially developed Czech Republic, Slovakia found
itself in a strong competitive environment. The reason was the disproportions between the
individual areas of the economy caused by the internal structure of industry, agriculture
and infrastructure in Slovakia and the Czech Republic. The implemented reforms led to
economic recovery and Czechoslovakia gradually joined the developed countries of the
world. The benefit of the new state grouping for Slovaks was the raising of the culture and
self-confidence of the Slovak nation. Subsequent developments, but which led to a decline
in restructuring and development of industry due to the great economic crisis in the years
1929 to 1933.

After the Second World War, Czechoslovakia became part of the so-called Eastern Bloc,
a typical feature of which was the centrally planned economy. Only a few employers were
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aware of the importance of people in the work process, their priority over other sources
of production.

In 1989, the centrally planned economies of the Eastern bloc countries collapsed across
Europe and gradually were turned into market economies. With the abolition of the
Communist Party’s political monopoly, economic reforms and fundamental democratic
changes began. These changes allowed companies to democratically manage their own
development. This was reflected in particular in the ability to decide independently on
staffing issues. The beginning of the restructuring of independent personnel work was
related to the euphoria of many managers, but on the other hand, there was distrust and
resistance to managing people’s work. This reflected previously implemented staff and
personnel policies in companies during the communist regime. During this difficult time,
a new HRM system was being developed. A significant problem in companies was the
general lack of preparedness of managers for human resource management. Therefore,
everything reminiscent of previous periods was rejected in the companies. The concen-
tration of efforts to implement the new human resources management system proved to
be problematic, as there was a lack of readiness and virtually no experience with new
approaches to human resources management in this area. The inertia of staff and personnel
work in large companies maintained the procedures of relatively well-developed personnel
activities, which were cleansed of political and ideological goals. The transition from a
centrally planned economy to a market economy brought several new challenges for the
practical implementation of personnel work due to changes in legislation, higher expecta-
tions and growing employee awareness. This was also reflected in access to information,
mobility, freedom of decision-making, the new role of trade unions and systematic changes
in corporate governance and ownership. Guidelines for the creation and application of the
system of personnel activities were sought by the then human resources managers abroad,
later by participating in conferences and workshops.

Following the mutual agreement in December 1992, Czechoslovakia split into 2 in-
dependent states on 1 January 1993, namely the Czech Republic and the Slovak Republic.
Despite the divisions, the cultural, political and economic relations that developed between
the two nations during the common state have persisted to these days. Regional and
linguistic proximity, a common history, a similar mentality and business cooperation are
attributes that help to gain a foothold in worldwide competition in a globalized world.

More than thirty years have passed since the process of transformation of the economies
of the Eastern bloc countries began. While the beginning of the transformation process
is clear, its completion is debatable. According to [1], it only ends when the regulatory
mechanism of a market economy is functional with the ability to generate sustainable
growth and when the structural distortions attributable to the previous economic system
are removed. The above-mentioned development and changes have led us to try to know
the level of human resource management in companies operating in Slovakia and the Czech
Republic. The study of selected HRM processes after 1989 took place only sporadically
in Slovakia and the Czech Republic. The results of the first comprehensive survey of the
level and all HRM processes in Slovakia were presented in 1997 [2,3] and in the Czech
Republic in 1998 [4]. A comparison of the development of personnel work and trends
in the development of HRM processes in Slovakia and the Czech Republic has not yet
been made. For this purpose, research has been organized to verify whether management
practices have been designed over the past 30 years to enable managers in today’s market
conditions through effective management to maintain a high level of employee engagement
and ensure performance and long-term sustainability. In this article, we aim to respond to
the four research questions as follows:

RQ1: Which processes in personnel work are mostly dealt with by companies in the
Czech Republic and the Slovak Republic?

RQ2: Is it possible to identify different shares of HRM implementation in companies
operating in the Czech and Slovak Republics?
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RQ3: Which problems in personnel work do companies in the Czech Republic and
Slovakia pay the most attention to?

RQ4: What trends (approaches) to HRM are used by multinational and local enterprises?
From a content point of view, we will evaluate the different opinions of managers on

human resources (or HRM), and point out common and different trends in the development
of personnel work in both countries. The aim of the paper is therefore to identify important
processes and trends in HRM development in companies in the Czech Republic and the
Slovak Republic and quantify any differences in HRM processes.

2. Theoretical Background

The success of enterprises largely depends on the ability of managers to manage
themselves and the work of others resulting in the efficient use of all production resources
with increasing satisfaction of customers, employees and owners. Human resources are
becoming an activating factor in the development of companies [5]. If we examine the
genesis of the development of views on the position of people in the work process, we
must state that the philosophy of human resource management has changed as theory and
practice have been formed in economics and management.

The theory of economics and management also had a decisive influence on the for-
mation of opinions on personnel work. Personnel work generally means working with
people in the work process, regardless of the degree of its development. It is based on
personnel administration, i.e., keeping records of employees and ensuring all procedures
related to employment.

In the post-World War II period, managers were looking for new ways to survive in the
marketplace and gain an advantageous position. To achieve prosperity, they activated all
elements of the work process [6]. This stage of personnel work can be marked as personnel
management. It is a process of actively and systemically influencing the behavior of
employees to achieve the desired effect. The position of employees is at the same level as
other resources of the company.

In the countries of the so-called Eastern bloc after the Second World War, a centrally
planned economy was introduced, which was also reflected in the formation of personnel
work in companies. Since 1970, personnel work has been guided by a uniform personnel
policy adopted on a central (national) platform [7]. The principles and methods of carrying
out individual processes were determined directly from the state level. Only a person with
the required political affiliation, whose decision-making power in HRM was significantly
limited, could become the manager of the company.

The operational approach to employees, typical of personnel management in many
enterprises, was gradually replaced by a strategic approach in the second half of the
twentieth century. This strategic approach is also reflected in the content of personnel work
in human resource management (HRM). Its main characteristics include the recognition
of man as a bearer of the workforce with his competencies and skills. Such a person is
considered to be the most important source of the enterprise [8–11].

HRM includes processes that are tied to the employee’s employment. The following
can be ranked here, such as: (1) Finding and recruiting suitable employees, identifying and
recruiting capable and competent employees associated with job analysis, human resource
planning, until the release of those who are unable to provide the expected work perfor-
mance; (2) provision of work tasks and support of employees based on processes such as
creating human resources strategy and policy, adaptation and training of employees, their
evaluation, human resources department services, personnel information system services,
personnel controlling, human resources audit; and (3) stabilization of competent employ-
ees largely dependent on processes, such as career development, talent management, job
motivation, performance management, remuneration and employee benefits, safety and
protection of health at work, employment relations, employee care, internal flexibility.

Managers’ orientation towards employees as human resources emphasizes the use
of employees’ work, the personality of people, determined by their own needs and val-
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ues [12]. Compared to other resources, human resources are capable of development and
appreciation, bringing higher added value than their value. Only people can find ways to
increase quality, improve management, use technology and other resources in the company.
Economists refer to this human ability as “capital” [13,14].

Unlike physical capital, human capital has an intangible and personal character. It
consists of acquired knowledge, skills, habits, motivation and energy of people, which
are used in a certain period. Ref. [15] opens a discussion on a new approach to HRM,
which he calls human capital management. He believes that managers must understand
the complexities of measuring human capital and link the strategy of managing and using
human capital with the strategic management of human resources.

The management of human capital is debatable as human capital is the property of its
bearer and not the property of the enterprise [16]. The bearer of human capital, and thus,
the employee decides which part of the employee’s knowledge, abilities and skills will be
used by the employer [17]. At the same time, the value of human capital is influenced by its
bearer, but also by upbringing, education, social, cultural and work environment in which
the employee occurs [18]. However, an employer who invests in employee development
expects that the investment will return to him/her, nevertheless, it is questionable whether
he is even able to manage the human capital of the employee. We agree with the views
of [19,20], according to which the issue of human capital is part of the strategic management
of human resources based on the measurement and analysis of processes leading to their
evaluation and diagnostics.

In a market economy, capable employees with the necessary knowledge and skills
who can work in both domestic and intercultural environments become a competitive
advantage [21] and give the expected work performance [22]. Satisfaction with accepted
HRM practices and processes is a prerequisite for the desired work performance [23].
According to [24], managing human resources internationally focuses on typical HRM
processes, such as workforce planning, recruitment, selection, training, development,
performance appraisal, and compensation in multinational corporations. HRM brings
together people of different cultures and creates the prerequisites for integrating diversity
into the values and visions of a corporation. Working with people in an international
environment need to manage the additional challenge of successfully navigating various
institutional, social, cultural, political, and economic environments [25,26]. Strategic HRM,
applied in the domestic and international environment, emerged as a dominant approach
to HRM policy during the past 30 years. However, during the last decade, a new approach
to HRM has evolved. According to [27], this approach has been labelled sustainable
HRM. Emphasis is placed on the ecological, ethical and social use of resources in the
company and sustainability is promoted in human resource management [28–31]. Research
studies [32,33] suggest that pro-environmental HRM practices, including hiring, training,
appraisal and motivation support the development of sustainable organizational culture.
The sustainable approach to HRM assumes that managers and owners can find ways to
improve day-to-day operations, employee performance, use of machinery and equipment,
materials, information, and other inputs [34,35].

The only way to sustainable development and gaining a competitive advantage in the
market is to employ and support people who can work, use and develop their knowledge
potential and have a sustainable relationship with the environment in which they work.
The results of the study by [36] confirm the interaction between ecological behavior of
employees and corporate environmental performance. Gaining a relatively stable and
strategic position of the enterprise in the global market requires fundamental changes in
the thinking of managers and HRM. According to [37], these are mainly changes that will
support employee engagement, their job satisfaction and sustainability in the company.
The general aim of the HRM is to ensure that an enterprise will be able to employ people
in a way to succeed in achieving its objectives.

The connection of theoretical knowledge of HRM with practical approaches of man-
agers to HRM processes is the subject of constant research. The reason is the fact that
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people are the core resources of any enterprise and many types of foreign research. Re-
search studies [38–42] have documented positive effects of various personnel work policies
and practices on employee performance, as well as enterprises performance and compet-
itiveness. However, the lack of a skilled workforce, declining reliability and employee
responsibility are causing increasing fluctuation and problems in HRM that need to be
addressed. According to [43–45] managers of companies, responding to the internal and
external situation of the company, deal with those HRM processes that they consider a
priority in securing the company’s goals.

Even though until 1993 the Czech and Slovak Republics were part of one state, the level
of individual economic entities was different. This was also reflected in personnel work. In
addition, 27 years have passed since the partition of Czechoslovakia. The development of
personnel work in these two countries has been different. Surveys in the Czech Republic
show that the most important processes under the responsibility of top managers include
performance management, employee evaluation, adaptation, training and development,
and labor analysis [46]. In the Slovak Republic, managers place emphasis mainly on
recruiting and hiring employees, remuneration, education and development, adaptation
and personnel administration [47]. To confirm this assumption, we have formulated the
following hypotheses:

Hypothesis 1 (H1). Enterprises operating in the Czech Republic are more engaged in strategically
focused processes, such as strategy creation, planning, job analysis, employee adaptation and talent
management.

Hypothesis 2 (H2). Enterprises operating in Slovakia are more focused on operationally oriented
processes, such as recruiting employees, termination of employment and personnel administration.

Hypothesis 3 (H3). There is a dependence between the most common problems in personnel work
and the implementation of individual HRM processes.

3. Materials and Methods

The object of the research are companies operating in the Czech Republic and Slovakia.
When characterizing companies, we accept the division according to the recommendation
of the European Commission 2003/361/EC, which is based on the number of employees
and annual turnover [48] into micro, small and medium-sized enterprises. A characteristic
feature of the economy in the countries of Central Europe is the predominance of small
and medium-sized enterprises (SMEs). The SME sector is an important driver of business,
growth, innovation and competitiveness and is a major employer. These are companies
with up to 249 employees, which make up 99% of all companies and employ almost 75% of
workers in the private sector.

In comparison with the conditions for doing business in Slovakia with other Central
European countries, the share of SMEs is higher and makes up 99.9%. Of the 560,521 com-
panies, 559,841 are SMEs and 680 (0.1%) are large companies. Compared to other countries,
the business environment in Slovakia is worsened mainly by the administrative and time-
consuming nature of establishing and operating companies, instability and opacity of the
legislative environment, weak law enforcement and long-standing litigation, high tax and
levy burden, persistent practices of clientelism and corruption.

Of the number of 1,154,687 enterprises in the Czech Republic, SMEs make up 1,152,735,
which is 99.83% and employ almost 60% of economically active entities. Problems with
doing business in the Czech Republic are similar and affect the payment morale of some
entrepreneurs, the complexity of the tax system, which leads to various tax evasion, law
enforcement, complex administrative burdens, dysfunctional venture capital market.

The transformation of the Czech and Slovak economy into a market economy is as-
sociated with the development of marketing and financial activities of companies on an
international scale. The management of existing companies had to deal with many person-
nel issues related to the dismissal and restructuring of employees, changes in motivation,
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performance management, training and human resources development. Estimating and
using the work potential of employees suitable for the needs of the company is much more
demanding than materially and technically planning the volume of production, making
technological changes in the work process. The subject of the research is the current HRM
processes and the level of personnel work in enterprises in the Czech Republic and the
Slovak Republic.

Data collection about HRM in companies in the Czech Republic and Slovakia was
carried out by the method of sociological questioning using online and print questionnaires.
The questionnaire contained 24 questions focused on HRM processes, including problems
and proposals for measures to change and trends in the development of personnel work.
We obtained the data in person or online from human resources departments and persons
responsible for personnel work in companies. Together, we addressed 30,000 companies in
the 2018 and 2019. In total 1542 HR managers represented 652 enterprises in the Slovak
Republic (SK) and 890 in the Czech Republic (CZ) (Table 1), which represents 5% response
rate of respondents. The received numbered data were rewritten into a data matrix in MS
Excel. SPSS SW was used for statistical analysis.

Table 1. Size of the enterprises surveyed.

Enterp.

Number of Employees

<10 10–49 50–249 ≥250 Total
CZ SK ∑ CZ SK ∑ CZ SK ∑ CZ SK ∑ CZ SK ∑

Local 68 87 155 128 110 238 212 120 332 98 64 162 506 381 887

MNC 24 37 61 64 44 108 153 102 255 143 88 231 384 271 655

Total 92 124 216 192 154 346 365 222 587 241 152 393 890 652 1542

In the sample according to the number of employees, SMEs predominate in local
enterprises (81.74%) and in multinational companies the share of SMEs (64.73%) is lower,
which corresponds to the structure of local and multinational enterprises. For small com-
panies, the local nature of management prevails, with the growth of the size of companies,
multi-nationally managed companies begin to dominate.

The size of enterprises according to the number of employees and the representation
of foreign capital in multinational enterprises affect the processes and level of personnel
work. We assume that the level of personnel work will be higher in large and multinational
companies than in small and medium-sized enterprises.

We used the Mann-Whitney U test to process the obtained data needed to verify the
hypotheses. The Mann-Whitney U test can be used to answer the questions concerning the
difference between groups. This test has the great advantage of possibly being used for
small samples of subjects. In the field of behavioral sciences, the Mann-Whitney U test is
one of the most commonly used non-parametric statistical tests [49]. Its null hypothesis (H0)
assumes that the two groups come from the same population. In other words, it assumes
that the two independent groups are homogeneous and have the same distribution. The
alternative hypothesis (H1) against which the null hypothesis is tested assumes that the first
group data distribution differs from the second group data distribution. The Mann-Whitney
test is based on the comparison of each observation from the first group with each observation
from the second group [50]. We performed testing at a level of significance of 95%.

We used a nonparametric Spearman correlation coefficient to verify the dependence
between the individual variables. “We use it to determine whether two variables are corre-
lated, for example, when the assumption of normality of measured data is violated” [51].
In this way, we test the null hypothesis of zero value of the theoretical Spearman correla-
tion coefficient, i.e., that the quantities X and Y are order-independent compared to the
alternative hypothesis that the quantities X and Y are order-dependent.
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4. Results

According to the job classification in the surveyed companies in Slovakia, personnel
work is in the responsibility of managers and clerks of human resources departments
(37.1%), economic department clerks and line managers (31.1%), owners and top managers
(26.8%), secretaries of the top manager (1.8%) and outsourcing (3.2%). In the Czech Repub-
lic, personnel work is mainly in the competence of managers of individual organizational
units (47.3%), human resources managers (13%), personnel clerks (26.7%), others (9%) or
is provided with the use of outsourcing (4%). The size of companies in Slovakia and the
Czech Republic also corresponds to the professional provision of human resources. In small
enterprises (73.4%), mostly in addition to other work, individual personnel work processes
are performed by one employee, in medium-sized enterprises by one to two employees
(46.6%) and by three employees (26.8%). The emphasis on personnel work is increasing in
large companies, where personnel work is divided between 3 and 4 employees (82.1%), 5
(5.8%) and more employees (12.1%).

To be able to answer the research question RQ1, the respondents were asked which
of the HRM processes they implemented in their company. The obtained results showed
that in the practice of personnel management in companies, different attention is often
paid. In the Czech Republic, most companies focus on employee adaptation, performance
appraisal and management, and job analysis. In Slovakia, the first place was taken by the
recruitment of employees, followed by the administration and adaptation of employees,
for more details see Table 2.

The Mann-Whitney U test was used for individual personnel processes to assess the
statistical significance of the difference between the implementation of processes in the
Czech Republic and the Slovak Republic. Table 2 shows the Mann-Whitney U test values,
critical values and p-values comparing the implementation of each process in the Czech
Republic and Slovakia.

Table 2. The difference in the use of HRM processes.

Implemented Processes U Z Asymp. Sig.
(2-Tailed) CZ CZ Order SK SK Order

Creating strategies, policies and other plans 258589 −4.612 0.000 * 74.83% 4 63.96% 6

Planning the number and structure of employees 276151 −2.096 0.036 * 74.61% 5 69.79% 4

Job analysis 215755 −10.463 0.000 * 76.40% 3 50.77% 9

Recruitment of employees 258221 −4.856 0.000 * 69.21% 7 80.21% 1

Adaptation of employees 227934 −10.972 0.000 * 91.69% 1 70.25% 3

Training and further education 276860 −1.970 0.049 * 73.60% 6 69.02% 5

Talent management 227493 −8.437 0.000 * 53.03% 12 31.44% 13

Determining the value of work (creation of a wage system) 200124 −12.08 0.000 * 67.53% 8 36.50% 11

Employee care 278889 −1.586 0.113 67.53% 8 63.65% 7

Evaluation and management of employee performance 208230 −13.206 0.000 * 89.89% 2 61.66% 8

Dismissal of employees (termination of employment) 268804 −2.989 0.003 * 31.91% 13 39.26% 10

Personnel controlling 237314 −7.087 0.000 * 53.48% 11 35.28% 12

Personnel administration 261118 −4.123 0.000 * 62.70% 10 72.70% 2

* Statistically significant difference at the 0.05 level (2-tailed).

The calculated critical values and p-values show that there is a 1 HRM process, the
implementation of which did not confirm a statistically significant difference between
companies in the Czech Republic and Slovakia. This process is employee care. In all other
processes, we identified statistically significant differences. When looking for an answer
to RQ2 we, thus, concluded that due to the existence of even only one process, which is
implemented in the Czech Republic and Slovakia, the answer to this question is negative.

In strategic processes, the difference in favor of the Czech Republic is confirmed; on
the contrary, in the Slovak Republic, increased attention is on everyday operations. We
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can, therefore, state that in the Czech Republic more companies are engaged in creating
strategies, policies and other plans, planning the number and structure of employees,
job analysis, employee adaptation, training and further education, talent management,
determining the value of work, employee evaluation and personnel controlling. On the
contrary, in the Slovak Republic, companies are more concerned with recruiting employees,
terminating employment and personnel administration. We thus accept hypotheses H1 and
H2. Table 3 provides a more detailed overview of the differences in personnel processes in
the Czech Republic and the Slovak Republic.

Table 3. Difference in selected personnel processes.

U Z Asymp. Sig. (2-Tailed) CZ SK

Formalized personnel strategy 244298 −6.281 0.000 * 67.64% 51.84%

Job descriptions

0–50% job positions 257749 −6.430 0.000 * 8.31% 19.48%

51–80% job positions 281751 −1.790 0.073 12.25% 9.36%

81–90% job positions 281466 −1.627 0.104 16.18% 13.19%

91–100% job positions 274812 −2.101 0.036 * 63.26% 57.98%

Information in job descriptions

Purpose of work 269491 −3.121 0.002 * 70.34% 77.45%

Work duties 271316 −4.661 0.000 * 94.83% 88.34%

Authorities 271102 −2.597 0.009 * 62.70% 56.13%

Responsibility 273718 −2.863 0.004 * 84.49% 78.83%

Working conditions 281534 −1.165 0.244 40.90% 43.87%

Equipment 283825 −1.047 0.295 21.35% 19.17%

Requirements 274115 −2.149 0.032 * 51.69% 57.21%

Cooperation 288715 −0.207 0.836 30.34% 30.83%

Profile 284999 −0.808 0.419 22.92% 24.69%

Ways of employee adaptation

Work rotation 274375 −2.23 0.026 * 35.96% 30.52%

Work programs 261791 −4.134 0.000 * 34.16% 24.39%

Special tasks 261119 −4.581 0.000 * 27.64% 17.64%

Mentoring 242881 −6.33 0.000 * 40.00% 56.29%

Be thrown in the deep end 283474 −1.368 0.171 13.03% 10.74%

Practical examples 287560 −0.376 0.707 30.34% 29.45%

Educational methods

Training 239711 −9.22 0.000 * 91.46% 74.08%

Video recording 287945 −0.494 0.622 10.11% 9.36%

E-learning 275731 −2.084 0.037 * 33.03% 28.07%

Instruction 289525 −0.083 0.934 42.70% 42.48%

Role play 287935 −0.601 0.548 6.74% 5.98%

Coaching 261833 −4.418 0.000 * 28.31% 18.56%

Self-education 262802 −3.746 0.000 * 35.06% 44.48%

Model situations 274267 −2.53 0.011 * 20.45% 25.92%

* Statistically significant difference at the 0.05 level (2-tailed).
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During a detailed examination of individual personnel processes, we recorded sta-
tistically significant differences in several personnel work processes. The existence of a
formalized personnel strategy was confirmed by 67.64% of Czech companies compared to
51.84% of Slovak companies. Regarding job analysis, there are significant differences in
the number of job descriptions for job positions in Czech and Slovak companies. In other
words, in the Czech Republic, 92.69% of companies have prepared job descriptions for more
than 50% of jobs. In Slovakia, it is 80.52%. This fact is a prerequisite for work performance
in accordance with the company’s strategy. We also calculated the difference in the content
of individual job descriptions. While in the Czech Republic, more job descriptions contain
work duties, authorities and responsibilities, more job descriptions in the Slovak Republic
contain the purpose of work and requirements for employee performance.

Many differences can also be seen in the way of employee adaptation and further
training. While companies in the Czech Republic use job rotation, special work programs
and solving special tasks, compared to Slovak ones, companies in the Slovak Republic rely
mostly on mentoring. Although this method is most often used by companies in the Czech
Republic, its use in comparison with other methods is not as significantly common as in the
Slovak Republic. Training methods, such as e-learning and coaching are more widely used
in the Czech Republic, while in the Slovak Republic self-education and model situations
are used.

Based on the above differences, we identify the most frequently solved problems in
personnel work and their causes. The most common problems that companies solve in
personnel work in both countries include high fluctuation (CR–51.35%, SR–60.58%), finding
suitable employees on the labor market (CR–32.58%, SR–41, 72%) and setting a suitable
remuneration system (CR–33.71%, SR–25.31%). Therefore, we answered the third research
question. The obtained results allow the use in other interpretations, which are not the
subject of this article, but could help in solving selected personnel problems.

We were also interested in whether there was a statistical dependence between the
most frequently mentioned problems in personnel work and the application of individual
personnel activities. We used the Spearman correlation coefficient to verify the dependence.
The dependencies between the application of personnel activities and the most frequently
identified problems in personnel work are in Tables 4–6. As the results showed minimal
differences between the Czech Republic and Slovakia, the data are analyzed. And that’s
why we were interested in what caused the problems.

The significant dependence of the fluctuation in 9 of the 13 HRM processes is in Table 4.
We expected a positive correlation between the fluctuation and the recruitment resp. and
dismissal of employees. This means that the more enterprises engaged in recruiting and/or
dismissal of employees, the more likely they mentioned fluctuation as one of the main
problems in staffing. In this case, we can understand the mentioned HRM processes as a
consequence of the identified problem–fluctuations.

More interesting findings are seen in the case of a negative correlation. We identified
this in the case of creating strategies and policies, planning the number of employees,
job analysis, adaptation of employees, training, creating a wage system and employee
evaluation. In other words, the more companies engage in this HRM process, the less
likely they have to deal with high fluctuation issues. We calculated the strongest negative
correlation (−0.348) in the analysis of work, followed by planning the number and structure
of employees (−0.261). Research and calculations suggest that job analysis and personnel
planning can be the most important HRM processes that companies should focus on
to reduce fluctuation problems. The remaining four HRM processes did not show a
statistically significant correlation with fluctuations. This means that they should have only
a minimal impact. These findings are quite debatable, especially in the case of employee
care and talent management, because several experts [52–56] et al.
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Table 4. Correlations between HRM processes and fluctuation.
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* Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at the 0.01 level (2-tailed).

Table 5. Correlations between HRM processes and searching for employees.
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Sig. (2-tailed) 0.000 0.000 0.000 0.988 0.000 0.000 0.000
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Table 5. Cont.
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* Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at the 0.01 level (2-tailed).

Table 6. Correlations between HRM processes and setting the right reward system.
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Correlation Coefficient −0.138 ** −0.179 ** −0.148 ** −0.108 ** −0.105 ** −0.092 ** −0.055 *

Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000 0.000 0.032
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Remuneration
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Correlation Coefficient −0.491 ** −0.079 ** −0.346 ** 0.113 ** −0.275 ** −0.040

Sig. (2-tailed) 0.000 0.002 0.000 0.000 0.000 0.119

N 1542 1542 1542 1542 1542 1542

* Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at the 0.01 level (2-tailed).

Table 5 presents a significant negative correlation of finding suitable employees in
9 of 13 HRM processes-strategy and policy creation, employee planning, job analysis,
employee adaptation, training, talent management, payroll creation, employee care and
employee evaluation. It is true that the more companies engage in this HRM process, the
less likely they will have difficulty with finding a suitable employee. We again calculated
the strongest negative correlation (−0.577) in the analysis of work, but this was followed
by training and further education (−0.475). This is quite understandable, as job analysis is
the first step in determining accurate and correct criteria for finding a suitable employee.
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The implementation of training and further education indicates that companies reduce the
demands on hired employees and prefer to invest in their training or retraining for a specific
job. HRM processes in which we did not record a statistically significant correlation with
the search for employees are recruitment, dismissal of employees, personnel controlling
and personnel administration. Their impact on the problems of finding employees is
therefore not demonstrable.

Significant correlations for determining the appropriate remuneration system are in
Table 6. The only HRM process that has no significant impact on the problem of creating a
remuneration system is the personnel administration. A positive significant correlation
was confirmed by dismissing employees. This means that the more often companies
identified the remuneration system as a problem, the more often they had to deal with
dismissing employees. A negative significant correlation was confirmed in 11 of 13 HRM
processes. We recorded the strongest negative correlation (−0.491) in determining the
value of work, followed by the evaluation of employees (−0.346). Such a result is not at
all surprising since the input information that is necessary for the remuneration system is
obtained from the outputs of the two processes. Companies that do not implement them
expose themselves to the risk of incorrect setting of parameters for the assessment of work
intensity, responsibility at work and the application of the correct criteria, according to
which employees are entitled to remuneration.

The human resources managers of subsidiaries, located in the Czech and Slovak
Republics unequivocally (89.92%), confirmed the benefits obtained from the application
of standards, procedures and best practices of multinational companies. On the other
hand, they identified areas where problems had occurred: Accounting, taxes and collec-
tive bargaining, working time and shift work, length of leave, differences in business
negotiation tactics, communication system and maternity/parental leave. Almost 20% of
respondents also pointed to communication barriers in terms of different mental attitudes,
non-compliance with work discipline, misunderstanding of priorities, different perceptions
of cultural values, indecision or disrespect for the national culture of the country in which
they work. A positive trend in multinational companies is the gradual transition from
the ethnocentric approach (21.05%) to the polycentric (36.84%) and transnational (42.11%)
approach. This trend was also confirmed by a survey of multinational corporations based in
Slovakia [49]. In multinational companies, the strategic approach in management prevails
(83.82%), in local companies, operational management remains (63.16%). The reason for
the operation, especially in small and medium-sized enterprises, is the daily solution of
problems associated with the provision of operations, work discipline, growing fluctuation,
inadequate competencies of employees. Managers of large local companies pay more atten-
tion to the creation of HRM strategies and policies (162), 56.17% of them have a developed
strategy. The obtained results answered the research question number 4.

The trend of introducing a sustainable approach to HRM is reflected in both multi-
national and local companies. An important part of this approach is employer branding,
which is associated with building a good name, strong brand, a good relationship with
supervisors and employees, developing a strong corporate culture, support and customer
service, employer value proposition for potential and current employees. Subsidiaries
(62.75%) have many years of experience in building the employer’s brand, taking over
examples of best practice from the parent company and applying them mainly in the pro-
cess of recruitment, evaluation and compensation, career development, training, employee
empowerment, job safety and innovative employer–new work practices. While in multi-
national companies employer branding predominates, based on attracting and retaining
quality and talented employees, local companies, due to the higher rate of fluctuation, use
human resource marketing (80.16%), to fill a specific job with a suitable candidate for work
in the company.

The human resources managers of the surveyed multinational and local companies
agree that if they want to achieve sustainable business competitiveness, they must pay
attention to employees, effectively use their skills, support creativity, create conditions for
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motivation and job satisfaction. The pre-requisites for success to achieve this goal are the
skills and competencies of managers. Local businesses must also learn how to implement a
strategic and sustainable approach to personnel work. The solution of common operational
problems is unsystematic, it takes managers a lot of working time, which can be used more
effectively to create a strategy and vision of the company, setting values that are accepted
by employees and customers.

5. Discussion and Conclusions

Personnel work in Slovakia and the Czech Republic underwent significant changes
after 1989. In the business sphere, a uniform, centrally managed policies and procedures
for carrying out HR processes have been replaced by tools that are in the competence of
company management. As there is a growing number of multinational companies and
the impact of internationalization, examples of good practice from the world-successful
companies are reflected in HRM. From operational management, the application of strate-
gic, sustainable and holistic approaches to HRM is gradually approached. In general, it is
possible to say that HRM activities in both countries have begun to be used more effectively
to meet the needs of employers and employees themselves.

The results of the research show that in the Czech Republic, HRM is strategically
approached, while in Slovakia, operational processes are primarily addressed. Therefore,
we came to the conclusion that the level of personnel work in the Czech Republic is higher
than in the Slovak Republic. Our statement is based on a comparison of individual de-
velopmental stages of personnel work, specifically personnel management and human
resources management. Human resources management, as the last, so far the highest stage
of personnel work, is basically a business-oriented philosophy, in order to achieve a com-
petitive advantage, applies a strategic approach, requires the alignment of the company’s
overall strategy with the human resources strategy [57]. This corresponds to our findings
on the level of personnel work in companies in the Czech Republic. Managers understand
the strategic approach as harmonization of HRM practice and strategic enterprise goals,
and a strategic approach towards the effective employment and development of a highly
committed and qualified workforce to achieve the company’s objectives. On the other hand,
in the stage of personnel management, personnel work remains mostly focused on internal
company problems, employment of people and workforce management. Little attention is
paid to strategic issues of workforce management, employment in the company and the
impact of the environment. Personnel work is more of an operational management nature
and relies mainly on personnel departments [58]. We have identified these characteristic
features of personnel work in most companies in the Slovak Republic. Respondents’ views
are in line with research studies abroad. The most important HRM processes in the Czech
Republic include recruitment and adaptation (91.69%), evaluation and management of
employee performance (89.89%), job analysis (76.40%), creation of strategies, policies and
other plans (74.83%) and planning the number and structure of employees (74.61%). In
Slovakia, the most important processes include operational orientation processes such
as recruitment (80.21%), personnel administration (72.70%), recruitment and adaptation
(70.25%), planning the number and structure of employees (69.79%), training and further
education (69.02%). The reason for employee fluctuation in the Slovak Republic is the
underestimation of strategy and plans, insufficient support for talent management and
further education of employees.

The management of personnel administration and recruitment can be professionally
provided by outsourcing by a personnel agency and the management will create a space for
more conceptual management. Underestimation of the creation of a formalized personnel
strategy and job descriptions for individual positions is another reason for leaving the
job. In the Czech Republic, approximately two-thirds of companies have a formalized
personnel strategy, in the Slovak Republic only about half. About 92% of companies in the
Czech Republic have prepared job descriptions for more than 50% of jobs, in Slovakia, it
is in almost 81% of companies. On the contrary, for more than 90% of job positions, job
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descriptions are recorded by almost two-thirds of Czech companies, compared to 57.98% of
Slovak ones. Similarly, we have identified differences in the way of employee’s adaptation
and further training that may affect fluctuations in both countries. Businesses in the Czech
Republic use more flexible methods for adaptation, such as job rotation, special work
programs and the solution of special tasks; training, e-learning and coaching predominate
in further education. These methods of adaptation and education are not so strongly
represented in Slovak companies, which can be a problem especially concerning the future
sustainability of the skilled workforce.

HRM managers in the Czech and Slovak Republics confirmed the application of the
trend towards a holistic approach toward working with people in the work processes
and similarly to [59]. This new direction of personnel work, emphasizes the importance
of people, the human labor force as the most important factor of production. A positive
finding of the survey of personnel work in Slovakia, despite the predominance of the
operation, is the fact that in larger companies and multinational companies, new trends and
tendencies are beginning to be applied more, which change the procedures of performing
specific HRM processes. Personnel work is becoming more qualified, more flexible and
more modern, it focuses more on aligning the ideas of management with the needs of
employees, internal customers of the company. Examples of good practice involve the
use of electronic HRM, the introduction of specific approaches to personnel work, based
on digital technologies and gamification, especially in the processes of acquisition and
further education. New trends and approaches of managers to HRM open up space for
further research, which we expect to carry out in the V4 countries. The issue of balancing
globally standardized MNC policies with the specificities of the local context also remains
unresolved. In assessing the level of IHRM, several authors [60,61] point to the cultural
differences of individual countries. We are of the opinion that insufficient attention is paid
to MNCs in examining satisfactory or unsatisfactory national differences. Our intention is
also to examine the rules of division of labor within MNCs and to focus on the impact of
national effects on the concept of IHRM in MNCs.
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5. Lorincová, S.; Hitka, M.; Štarchoň, P.; Stachová, K. Strategic Instrument for Sustainability of Human Resource Management in

Small and Medium-Sized Enterprises Using Management Data. Sustainability 2018, 10, 3687. [CrossRef]
6. Storey, J. Human Resource Management: A Critical Text; Thomson Learning: London, UK, 2007.
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11. Knezović, E.; Bušatlić, S.; Rid̄ić, O. Strategic human resource management in small and medium enterprises. Int. J. Hum. Resour.

Dev. Manag. 2020, 20, 114. [CrossRef]
12. Ehnert, I.; Parsa, S.; Roper, I.; Wagner, M.; Muller-Camen, M. Reporting on sustainability and HRM: A comparative study of

sustainability reporting practices by the world’s largest companies. Int. J. Hum. Resour. Manag. 2016, 27, 88–108. [CrossRef]
13. Donate, M.J.; Peña, I.; De Pablo, J.D.S. HRM practices for human and social capital development: Effects on innovation capabilities.

Int. J. Hum. Resour. Manag. 2015, 27, 928–953. [CrossRef]
14. Hitka, M.; Kucharčíková, A.; Štarchoň, P.; Balážová, Ž.; Lukáč, M.; Stacho, Z. Knowledge and Human Capital as Sustainable

Competitive Advantage in Human Resource Management. Sustainability 2019, 11, 4985. [CrossRef]
15. Afiouni, F. Human capital management: A new name for HRM? Int. J. Learn. Intellect. Cap. 2013, 10, 18. [CrossRef]
16. Gerasimov, V.O.; Sharafutdinov, R.I.; Kolmakov, V.; Erzinkyan, E.A.; Adamenko, A.A.; Vasilyeva, A.G. Control in the human

capital management system in the strategy of innovative development of a region. Entrep. Sustain. Issues 2019, 7, 1074–1088.
[CrossRef]

17. Pyatt, G.; Becker, G.S. Human Capital: A Theoretical and Empirical Analysis, with Special Reference to Education. Econ. J. 2006,
76, 635. [CrossRef]

18. Habib, M.; Abbas, J.; Noman, R. Are human capital, intellectual property rights, and research and development expenditures
really important for total factor productivity? An empirical analysis. Int. J. Soc. Econ. 2019, 46, 756–774. [CrossRef]

19. Armstrong, M.; Taylor, S. Armstrong’s Handbook of Human Resource Management Practice; Kogan Page: London, UK; New York, NY,
USA, 2020.

20. Boon, C.; Eckardt, R.; Lepak, D.P.; Boselie, P. Integrating strategic human capital and strategic human resource management. Int.
J. Hum. Resour. Manag. 2018, 29, 34–67. [CrossRef]

21. Bierema, L.L.; Callahan, J.L. Transforming HRD. Adv. Dev. Hum. Resour. 2014, 16, 429–444. [CrossRef]
22. Iqbal, A. The strategic human resource management approaches and organisational performance: The mediating role of creatie

climate. J. Adv. Manag. Res. 2019, 16, 181–193. [CrossRef]
23. Gander, M. Improving employee satisfaction through human resource management. Perspect. Policy Pr. High. Educ. 2019, 23,

37–38. [CrossRef]
24. Dessler, G. Human Resource Management; Pearson: Boston, MA, USA; London, UK, 2013.
25. Dickmann, M.; Brewster, C.; Sparrow, P. International Human Resource Management; Routledge: London, UK; New York, NY,

USA, 2016.
26. Tarique, I.; Briscoe, D.R.; Schuler, R. International Human Resource Management: Policies and Practices for Multinational Enterprises;

Routledge: London, UK, 2016.
27. Kramar, R. Beyond strategic human resource management: Is sustainable human resource management the next approach? Int. J.

Hum. Resour. Manag. 2014, 25, 1069–1089. [CrossRef]
28. Chams, N.; García-Blandón, J. On the importance of sustainable human resource management for the adoption of sustainable

development goals. Resour. Conserv. Recycl. 2019, 141, 109–122. [CrossRef]
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