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The relationship between inter-organizational trust
and employee engagement and performance

Helena Bulinska-Stangrecka
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Abstract

There is a growing interest on the concept of employee engagement in the corporate
world as well as in the academic world. Employee engagement is all about employees,
cognitive, emotional and behavioral involvement of his or her job as well as the organiza-
tion. On the basis of the review of the existing literature this paper analyze the conse-
quences of employees engagement for job performance. This paper aims at enhancing
understanding of the consequences of employee engagement on job performance by
examining the mediating role of trust. It presents a conceptual framework of inter-

organizational trust, employee engagement and employee job performance.

Keywords

employee engagement, inter-organizational trust, employee job performance

Introduction

In a current tumultuous economy organizations often rely on employees to gain a
competitive advantage [Kumar and Pansari, 2016]. However, numerous research
indicated that the crucial element of employees’ effectiveness is connected to their
engagement [Mackay, Allen and Landis, 2017]. Yet, According to the Gallup
[2017] study reveals that only 15% employees are engaged worldwide. One of the
objectives of human resource management is the increase of employee job perfor-
mance [lddagoda and Opatha, 2018; Peccei, de Voorde 2019, Opatha and Opatha
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2019; Szydto and Widelska, 2018]. These existing literature shows the importance
of analyzing connections between employee engagement, employee job perfor-
mance and organizational financial performance. This paper aims at enhancing
understanding of the consequences of employee engagement on job performance
by examining the mediating role of trust. Hence the research objective of this paper
is to examine this above-mentioned linkage. With that intention the research ques-
tions were established:

Whether inter-organizational trust has an effect on employee engagement?
Is employee engagement related to employee productivity?

This study presents a conceptual framework that illustrates the rationale between
trust, employee engagement and productivity. It will help to understand the rela-
tionship connecting trust within organization, employee engagement and job per-
formance.

This paper is organized as follows: firstly it presents a literature review, secondly
the conceptual framework is developed and finally discussion provide some impli-
cations.

1. Literature review
1.1. Employee engagement

The concept of employee engagement first introduced by Kahn in the year 1990
[Andrew and Sofian 2012; Guest 2014; Iddagoda and Opatha, 2017; Graga et al.
2019]. Kahn [1990] defined employee engagement as “the harnessing of organiza-
tion members’ selves to their work roles; in engagement, people employ and ex-
press themselves physically, cognitively, and emotionally during role performanc-
es”. Graga et al. [2019] states that for that reason, people use different degrees of
themselves, physically, cognitively and emotionally, in performing their roles.
Employee engagement is the extent to which an employee gets involved in the job
and the organization cognitively, emotionally and behaviorally is the definition of
Iddagoda et al., [2016]. It is evident that employee engagement related to work
related attributes such as organizational commitment, job involvement, work in-
volvement, job satisfaction and organizational citizenship behavior. For that reason
there is a saying that employee engagement is like old wine in a new bottle. Idda-
goda et al., [2016] in their study proved it is far from the truth. The approach to
employee engagement advocated by lddagoda et al., [2016] considered that em-
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ployee engagement is a unique concept and it is closely related to work involve-
ment and job involvement.

When it comes to the labels of employee engagement, Kahn [1990] prefers per-
sonal engagement; Anaza and Rutherford [2012] prefer job engagement, Bakker
and Demerouti [2008]; Gorgievski et al., [2010]; Karatepe [2013] prefer work en-
gagement. Anitha [2014] and Guest [2014] believe that there is a common thread
in all these labels. Iddagoda et al., [2015] point out that the word “employee” is
better to be used with “engagement” because the word employee represents a liv-
ing being. As a result employee engagement is the most suitable label. Researchers
of this study also agree with Iddagoda et al., [2016] and use the label called em-
ployee engagement.

Some researchers believe that disengagement is a burnt out condition. The work-
er’s internal experience of strain is assumed to play a mediating role between the
impact of external job demands (stressors) and work-related outcomes [such as
absenteeism or illness). This basic mediation model characterizes the job stress
phenomenon known as burnout as well as its positive opposite of engagement with
work [Moczydtowska, 2013; Leiter and Maslach, 2005]. This school of thought has
an influence of Kahn’s [1990] definition. This school of thought supported the
view, that engagement is the antithesis of burnout. Researchers state that this is the
main weakness of this school because employee engagement is not the antithesis of
burnout. The research by Timms et al., [2012] demonstrated that the experience of
both psychological burnout and engagement can occur simultaneously; supporting
suggestions that the two constructs are independent and negatively correlated, ra-
ther than two extremes of one continuum. The research of Timms et al., [2012]
further demonstrated that the experiences of burnout and employee engagement are
not uniform, but rather are characterized by varying levels of both constructs,
which form distinctive groups. The review of Bakker et al., [2014] shows burnout
and employee engagement are important concepts because they predict significant
outcomes for individual employees and for organizations at large. Whereas burnout
seems to be caused by high job demands and to a lesser extent by low job re-
sources, work engagement seems to be caused by job resources. The results of the
research done by Cole et al., [2012] suggest that the various dimensions of burnout
and engagement have a similar (at times nearly identical) pattern of association
with the available correlates and, thus, provide support for the view that rather than
being independent constructs that differentially relate to a common set of corre-
lates, the dimensions of burnout and engagement share a nomological network.
Gallup [2017] sorts employees into three broad categories, namely engaged, disen-
gaged, and actively disengaged. Gallup describes engaged employees as those who
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“work with passion and feel a profound connection to the company” and
who “drive innovation and move the organization forward”. Gallup [2017] de-
scribes disengaged employees as “sleepwalking through their workday, putting
time but not energy or passion into their work”. Researchers can say there are some
employees who rest before they are tired. There are employees who do not do
much work. They gossip in the organization, chat with their colleagues and play
games may be video games. They just don't care about whether the company suc-
ceeds or fails. They enjoy their life but they are not productive to the organization.
In other words they are disengaged employees but they are not burnt out. Burnout
is exaggerated state of stress [Bittel and Newstrom 1992; Opatha 2009]. Opatha
[2010] points out when a person is burnt-out he/she will be unable to do normal
work. Above mentioned disengaged people carry out their normal work in their
life.

1.2. Drivers of employee engagement

Kahn [1990] has identified three antecedents, namely, psychological meaningful-
ness, psychological safety and psychological availability. He points out that psy-
chological safety includes no fear of tarnishing a person’s self-image and status or
damaging one’s career. Kahn [1990] further points out that employees experience
psychological meaningfulness when they feel worthwhile and useful. His view of
psychological availability is the employee’s sense of having the emotional, psycho-
logical or physical resources to be engaged. Psychological availability measures
the readiness of the employee to be engaged.

Saks [2006] provides a model of employee engagement. There the antecedents
are job characteristics, perceived organizational support, perceived supervisor sup-
port, rewards and recognition, procedural justice and distributive justice. It is evi-
dent that in defining the antecedents Saks [2006] has been influenced by the ante-
cedents of Kahn [1990]. On the other hand when defining job characteristics, Saks
[2006] has been influenced by the job characteristics model of Hackman and Old-
ham [1980], according to whom the job characteristics model has five core job
characteristics, namely, skill variety, task identity, task significance, autonomy and
feedback. Saks reveals that employees tend to be more engaged when their jobs are
high on the core job characteristics. Saks further states that when employees be-
lieve that their organization is concerned about them and cares about their well-
being, then they will be more engaged [Saks 2006]. This comes under perceived
organizational support. According to Saks, perceived supervisor support is sup-
port from the leader or the supervisor [Saks 2006]. Support from the leader will
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enhance employee engagement. Saks [2006] believes that perceived supervisor
support also leads to employee engagement. He also believes that lack of per-
ceived support from the first-line supervisors is believed to be the root of employ-
ee disengagement.

Under rewards and recognition Saks [2006] states that rewards and recognition
should be linked with employee performance. Employees will be more likely to be
engaged when they get rewards and recognition for their excellent performance.
Saks reveals that distributive justice is the perception of the employee about the
fairness of the decision making process [Saks 2006]. He further reveals that proce-
dural justice occurs through the fairness of the processes used to determine the
amount and distribution of resources. Under distributive and procedural justice
when an organization has a high level of distributive and procedural justice the
employees feel obliged and they perform well. This leads to employee engage-
ment.

Mauno et al. [2007] have identified job resources and job demands as anteced-
ents of employee engagement. According to them, job demand consists of psycho-
logical, physical, social and organizational features of a job that require psycholog-
ical and physical effort from an employee. They have identified job resource as
psychological, physical, social and organizational features of the job that are use-
ful in achieving work goals.

Rich et al., [2010] in their study present nine categories of antecedents of em-
ployee engagement: autonomy and job control; feedback and access to infor-
mation; opportunities for development; a positive workplace climate; recovery
time; rewards and recognition; organizational, supervisor, coworker and social
support; job variety and work role fit. These nine categories of job resources are
positively related to employee engagement and job demands and employee en-
gagement are highly dependent on the nature of the demand. Saks and Gruman
[2014] criticize the study of Rich et al., [2010] on the grounds that there is ambi-
guity in the relationship between job demands and employee engagement.

Christian et al. [2011] identified job characteristics, leadership and disposition-
al characteristics as antecedents. They found that job characteristics from their
conceptual framework -autonomy, task variety, task significance, feedback, prob-
lem solving, job complexity, and social support- were positively related to employ-
ee engagement. They also found that transformational leadership and leader—
member exchange were positively related to employee engagement. Xu and Thom-
as [2011], Abeysuriya and Gamage [2015] state that, theoretically, leadership is an
important antecedent of employee engagement. The research conducted by Xu and
Thomas [2011] confirms that leadership behaviours such as performing effectively,
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supporting the team and displaying integrity are positively associated with follow-
ers being engaged in their job and the organization. Andrew and Sofian [2012]
selected employee development, employee communication and co-employee sup-
port as antecedents for their research.

In the proposed integrated model of employee engagement of Bedarkar and
Pandita [2013] there are three drivers of employee engagement, namely, leader-
ship, communication and work-life balance. The researcher’s view is that these
drivers are antecedents. Under the antecedent called communication, Bedarkar and
Pandita [2013] reveal that internal communication includes communicating organi-
zational practice and organizational values to the employee. They also emphasize
the employee’s need for clear communication from his/her leaders.

Anitha [2014] found workplace wellbeing, organizational policies, compensa-
tion, training and career development, team and co-worker, leadership and work
environment to be antecedents of employee engagement. Armstrong [2012] men-
tions that well-being at work occurs when employees are happy with what they do,
the way they are treated and how they interact with other employees. Armstrong
[2012] further mentions that the well-being of employees depends on the quality of
working life provided by their organization. According to Anitha [2014], well-
being is one of the most important antecedents of employee engagement. He made
an attempt to prove it by citing Towers Perrin Talent Report [2003] and mentions
that there is a link between organizational policies and procedures and employee
engagement. This is proved in the study of Richman et al., [2008], according to
whom flexible work-life policies of the organization have a remarkable positive
impact on employee engagement. Kahn [1990] believes that the perception of the
benefits that the employee receives have an influence on employee engagement.
According to Anitha [2014], compensation includes both financial and non-
financial rewards. This researcher emphasizes that training and career development
are other drivers of employee engagement. The confidence of the employee builds
up in the area of training when he/she undergoes training. This leads to employee
engagement.

Kahn [1990] reveals that interpersonal relationships together with a supportive
and trusting manner promoted psychological safety. Anitha [2014] also agrees with
this by stating that employee engagement level is high when the employee has
good relationships with his/her co-workers. He believes that a meaningful work-
place environment that helps the employee to achieve interpersonal harmony and
focused work is regarded as a main determinant of employee engagement. This
leads to the selection of the construct called “trust” as a dynamic of employee en-
gagement.

Akademia Zarzadzania — 4(1)/2020 13
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1.3.Trust as a dynamic of employee engagement

In an organizational context, trust is defined as a reciprocal relationship between
two or more actors [Gambetta, 2000]. The individuals asses each other’s trustwor-
thiness so they can adjust their behavior [Savolainen, Lopez-Fresno and Ikonen
2014]. Trust relationship can be described as an assumption make by a involved
party towards others regarding their prospective actions [Mayer, Davis, and
Schoorman, 1995]. An actor decision concerning his behavior depends on his/her
evaluation of the other side trustworthiness. McAllister [1995] highlights the role
of willingness to act on the basis of the decision of another person. It refers to an
individual anticipation regarding others positive intentions. Furthermore, trust
means that the expectations towards action of others usually concerns positive,
collaborative behaviors [Fukuyama 1995]. This mutual reliance occurs under con-
dition of risk [Currall and Judge 1995]. Summarizing, trust can be defined as a
willingness to increase one’s vulnerability to another individual in certain situa-
tions.

There are three categories of trust in organizations [Stranes, Truhon and McCar-
thy 2015]. The first one, inter-organizational trust, concerns the reliance between
organizations. The second one, intra-organizational trust, describes the relationship
between employees and managers within organization. Finally, interpersonal trust
refers to the trust in teams. This paper analyze the inter-organizational trust. Hence,
it will focuses on the relationship between members of an organization.

Mayer, Davis, and Schoorman [1995] describe three main factors affecting indi-
vidual’s willingness to exert trust: competence, benevolence and integrity. Compe-
tences as an antecedent of trust refers to the skills and abilities of a person. Be-
nevolence illustrates the quality of relationship. Integrity reflects overall reliability
of a given individual. The understanding of trust enhancing factors allows manag-
ers to improve the certain areas and strengthen the trust relationship in organiza-
tions. Numerous studies has confirmed the role of competences, benevolence and
integrity in building intra-organizational trust [Bulinska-Stangrecka, Bagienska
2018; Hardwick, Anderson, and Cruickshank 2013; Ejdys 2018; Schiemann,
Miihlberger, Schoorman and Jonas 2019; Svare, Haugen Gausdal and Méllering
2019]. Moreover, Brattstrom and Bachmann [2018] suggest that trust plays a cru-
cial role in strengthening inter-relationship between employees. Trust provides a
basis for effective collaboration in organizations [Choia & Chobc, 2019]. There-
fore, the importance of inter-organizational trust in organizational setting is high-
lighted in this paper.
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2. Conceptual framework and propositions
2.1. Inter-organizational trust and employee engagement

Trust can be perceived as a breeding environment for interpersonal relations in
organizations. Inter-organizational trust is a success factor which coordinates social
action and decision making. Trust’s positive influence on work engagement has
been confirmed in numerous research [Chughtai and Buckley 2013; Ugwu, Ony-
ishi and Rodriguez-Sanchez 2014; Chughtai, Byrne and Flood 2015; Yildiz, Baran
and Ayaz 2017].

Employees increased work engagement is achieved through the enhancement
of inter-organizational trust. In a longitude study Malinen, Wright, and Cammock
[2013] verified that inter-organizational trust predicted work engagement 12 month
later. Whereas, Heyns, and Rothmann [2018] found that leaders can facilitate em-
ployees’ engagement through trust. Further, Kaltiainen, Lipponen, and Petrou
[2018] claim that trust can boost work engagement especially in relation to forth-
coming changes.

In order to increase employees’ engagement, managers should enhance work-
ers’ psychological safety [Basit, 2017], which in turn will make them feel commit-
ted to the organization. Inter-organizational trust provides a positive workplace
environment. This results in building positive work relationships. Finally, it brings
about development of employee engagement. Thus, the foundation of trust pro-
motes better common understanding that leads to improved workplace relation-
ships [Sherman and Morley 2015]. Workers in trusting environment are more like-
ly to create a bond with an organization. Hence, trust has a profound effect on em-
ployees’ work engagement. Therefore, we propose:

P1. Inter-organizational trust has a positive effect on employee engagement

2.2. Employee engagement and employee job performance

The driving force behind the popularity of employee engagement is employee
outcomes and organizational outcomes [Saks 2006; Saks and Gruman 2014]. Saks
and Gruman [2014] provide the reasons for that. According to Saks and Gruman
[2014] employee engagement has been found to be positively related to job atti-
tudes (e.g. job satisfaction, organizational commitment) job performance and or-
ganizational citizenship behavior and health and wellness outcomes and negatively
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related to turnover intentions. Anitha [2014] found employee engagement had sig-
nificant impact on employee job performance.

Saks [2006] points out neither Kahn [1990] nor May et al. [2004] included out-
comes in their studies. Saks [2006] points out Kahn [1992] proposed that engage-
ment leads to both individual outcomes (i.e. quality of people’s work and their own
experiences of doing that work), as well as organizational-level outcomes (i.e. the
growth and productivity of organizations).

Saks [2006] in his model mentions about five consequences of employee en-
gagement namely, job satisfaction, organizational commitment, intention to quit
and organizational citizenship behavior. The researcher does not consider job satis-
faction, organizational commitment and organizational citizenship behavior as the
consequences of employee engagement. In the meta-analysis of employee engage-
ment and performance, Christian et al., [2011] found that employee engagement
was moderately correlated with job satisfaction (0.53), organizational commitment
(0.59), and job involvement (0.52) in support of discriminant validity. Christian et
al., (2011] also found that employee engagement explained incremental variability
in task and contextual performance over job attitudes such as job involvement, job
satisfaction and organizational commitment. Christian et al., [2011] concluded
their study by stating that “work engagement is unique although it shares concep-
tual space with job attitudes”.

Employee engagement has also been linked to organizational level outcomes
[Saks and Gruman, 2014; Bagienska 2018]. Harter et al., [2002] have identified the
outcomes of customer satisfaction, productivity, profit, employee turnover and
accidents. Macey et al., [2009] found that in a sample of 65 organizations from
different industries, financial performance is an outcome of employee engagement.

Aon Hewitt [2015] in their employee engagement model presents several out-
comes of employee engagement. The outcomes are categorized under two catego-
ries namely engagement outcomes are business outcomes. Aon Hewitt [2015]
categorized say, stay and strive under engagement outcomes. The report of Aon
Hewitt [2015] reveals that business outcomes that often result from strong en-
gagement drivers and higher employee engagement levels. The main business out-
comes are talent, operational, financial and customer. It is evident that not only
engagement outcomes, business outcomes are also consequences of employee en-
gagement.
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2.3.Employee job performance

Stewart and Brown [2011] believe that organizational success depends on the
employees’ job performance. Stewart and Brown [2011] define employee job per-
formance as the contribution that individuals make to the organization that em-
ploys them. Koopmans et al. [2013] also identified three dimensional framework
for employee job performance. The three dimensional framework Koopmans et al.,
[2013] consists of employee task performance, contextual performance, and coun-
terproductive work behavior. Employee job performance is one of the key determi-
nants that decide organizational success [Seneratne and Rasagopalasingam, 2017
Priyankara and Keppetipola, 2015].

They further state that employee engagement is a combination of attitude and
behavior. Employee engagement leads to employee job performance [Anitha,
2014; Berg et al., 2017] and organizational financial performance [Harter et al.,
2002; Iddagoda and Gunawardana, 2017]. Eldor and Vigoda-Gadot [2016] found
that employee engagement boosts the organization’s bottom line by giving it a
competitive advantage. Employee engagement leads to these consequences be-
cause the engaged employee is creative and innovative [Carbonara, 2012] a good
team player [Sendawula et al., 2018] speak positively about his/her organization
when they move with the society [Aon, 2015; Aon, 2018] and attract the customers
[Richman 2006].

Researchers such as Christian et al., [2011] and Anitha [2014] found that em-
ployee job performance is a consequence of employee engagement. Christian et al.,
[2011] mention that an engaged employee who has a high level of connectivity
with work or tasks and the ultimate result is task performance. Therefore, we pro-
pose:

P2:Employee engagement will have a positive effect on employee job perfor-
mance.

Inter-organizational Pl Employee P2 Employee job
trust —_ engagement - performance

Fig. 1. Conceptual framework

Source: own elaboration.
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3. Discussion and implications

In the systems theory there are inputs, process and output. According to Bu-
linska-Stangrecka and Bagienska [2019] trust makes possible a successful collabo-
rative relationship. This occurs because trust is a concrete belief in reliability. Trust
is a virtue because Opatha and Teong [2014] point out that virtue is a good attrib-
ute which is useful for once self and other persons. This is an ability of a person.
Wright and Snell [1991] point out that skills and abilities are treated as inputs from
the environment in the systems theory. As a result trust becomes the input. When
explaining the systems theory Wright and Snell [1991] state that employee behav-
ior treated as a throughput. The view of Iddagoda et al., [2016] is that employee
engagement is a combination of behavior and attitude. Bevan et al [1997] as cited
in [Armstrong 2009] engaged employee is someone ‘who is aware of business
context, and works closely with colleagues to improve performance within the job
for the benefit of the organization. Collins Birmingham University English Lan-
guage Dictionary [1987] contains two definitions for ‘behaviour’ (1) a person’s
behavior is the way they act in general, especially in relation to the situation they
are in or the people they are with. (2) The behavior of something is the typical way
in which it functioned, according to the laws of science. Since employee engage-
ment is not only an attitude but also a behavior there are certain activities per-
formed by engaged employee. Bevan et al [1997] as cited in [Armstrong, 2009]
state that engaged employee is someone ‘who is aware of business context, and
works closely with colleagues to improve performance within the job for the bene-
fit of the organization. For instance Bevan et al [1997] as cited in [Armstrong,
2009] state that engaged employee is “works closely with colleagues”. This is an
activity. Therefore engaged employee becomes a process. Wright and Snell [1991]
further state that employee satisfaction and performance are treated as output. An-
itha [2014] found employee engagement had significant impact on employee job
performance. Consequently employee job performance becomes the output.

The proposed conceptual framework explains the role of trust in developing work
engagement that enhance employees’ performance. This provide some implication
for managers. Mangers should invest in building trust-based workplace relation-
ship. By enhancing inter-organizational trust managers provide a foundation for
work engagement. Consequently, high wok engagement results in better job per-
formance. From a business standpoint, this study provide a better understanding of
the mechanism improving work output by focusing on the relationship within or-
ganizations. Managers can develop their strategies to improve the level of trust and
engagement so this will contribute to the increased performance.
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Overall, there is a need for more focus on the interpersonal relationship in organ-
izations. Understanding how trust can enhance work engagement and performance
may be an important step in increasing organizational effectiveness.
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Zwiazek miedzy zaufaniem wewnatrzorganizacyjnym
a zaangazowaniem i wydajnoscig pracownikow

Streszczenie

Zainteresowanie koncepcjg zaangazowania pracownikéw jest przedmiotem zainteresowa-
nia praktyki biznesu jak i srodowiska akademickiego. Zaangazowanie pracownikdéw polega
na poznawczym, emocjonalnym i behawioralnym zaangazowaniu pracownikéw zwigza-
nym z jego pracg, a takie organizacja. Na podstawie przegladu istniejgcej literatury
w artykule przeanalizowano wptyw zaangazowania pracownikdw na wydajnos¢ pracy.
Artykut ma na celu lepsze zrozumienie znaczenia i roli zaangazowania pracownikéw
w ksztattowaniu wydajnosci pracy poprzez uwzglednienie posredniczacej roli zaufania.
Artykut przedstawia proponowane ramy koncepcyjne wyjasniajgce role zaufania wewng-
trzorganizacyjnego w rozwijaniu zaangazowania i wydajnosci pracy pracownikow.

Stowa kluczowe

zaangazowanie pracownikow, zaufanie miedzy organizacjami, wydajnos¢ pracy pracowni-
ka
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Wptyw zarzadzania partycypacyjnego na wskaznik odejs¢
dobrowolnych w przedsiebiorstwach produkcyjnych

Przemystaw Majewski
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Streszczenie

Gtéwnym celem artykutu jest wykazanie wptywu zarzgdzania partycypacyjnego na wskaz-
nik odej$¢ dobrowolnych w przedsiebiorstwach produkcyjnych. W niniejszym artykule
dokonano przegladu literatury oraz przedstawiono rzeczywisty wptyw partycypacji i upra-
womocnienia na ksztattowanie sie wskaznika odejs¢ dobrowolnych. Badania przeprowa-
dzono w dwodch przedsiebiorstwach produkcyjnych zlokalizowanych w wojewddztwie
zachodniopomorskim i kujawsko-pomorskim. Jako metode badawczg wykorzystano meto-
de monograficzng. Badania zobrazowaty rzeczywisty przebieg zmian wskaznika odejs¢
dobrowolnych w wyniku wprowadzenia zarzgdzania partycypacyjnego i uprawomochienia.

Stowa kluczowe

organizacja partycypacyjna, uprawomocnienie, wskaznik odej$s¢ dobrowolnych

Wstep

Plynno$¢ kadr jest istotnym problemem osob zarzadzajacych wspotczesnymi
organizacjami. Odejécia pracownikow dzielimy na dobrowolne i niedobrowolne
[Sang Long i in., 2012, s. 576]. W obrebie zainteresowania niniejszej pracy znajdu-
ja sie jedynie odej$cia dobrowolne. Redukcja odejs¢ dobrowolnych pracownikow
nabiera szczegodlnego znaczenia w dzisiejszych czasach, kiedy to wykonywane
prace sg coraz bardziej skomplikowane, a przyuczenie pracownika do wykonywa-
nia danej czynnosci jest czasochtonne i w zwigzku z tym — kosztowne. Dodatkowo
z badan wynika, iz 70% o0s6b poszukujacych pracy wybratoby jako swojego praco-
dawce firme¢ o nizszym wskazniku odejs¢ dobrowolnych [Kaliannana i Adjovub,
2015, s. 163]. Celem zarzadzajacych jest zatem wzbudzenie w pracowniku lojalno-
$ci, przywigzania do organizacji i utrzymywanie pracownika w stanie zadowolenia.
Na zadowolenie pracownika wplywa styl przywodztwa i zarzadzania przedsigbior-
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stwem. Przychodzi tu z pomoca styl zarzadzania partycypacyjnego i uprawomoc-
nienie [Laloux, 2016, s. 42; Szydto, 2018, s.10].

Badacze stwierdzaja, ze trudne jest oszacowanie powigzania wskaznika odej$¢
dobrowolnych pracownikéw z partycypacja, gdyz wiele organizacji nie mierzy
i nie gromadzi danych dotyczacych nieobecnosci i odej$¢ pracownikoéw [Dundon
i in., 2004, s. 23]. Badania opierajg si¢ zatem na pomiarze checi do zmiany, a nie
na rzeczywistym wskazniku odej$¢ pracownikow. Jak powszechnie wiadomo, pra-
codawcy i firmy zajmujace si¢ rekrutacjag w Polsce prowadzg obecnie proces rekru-
tacji w sposob aktywny, wytawiajac pracownikow z otoczenia. Pracownik nie musi
wykazywac checi do zmiany, by otrzymac¢ oferte i z niej skorzystaé. Z tego powo-
du w niniejszym artykule skupiono si¢ na rzeczywistych zmianach wskaznika
odejs¢ dobrowolnych, a nie jedynie na deklarowanej otwartosci na zmian¢ miejsca
pracy.

Celem artykuhu jest wykazanie wptywu zarzadzania partycypacyjnego i upra-
womocnienia pracownikéw na wskaznik odejs¢ dobrowolnych w przedsigbior-
stwach produkcyjnych. W wyniku badan przedstawiono rzeczywisty wplyw party-
cypacji i uprawomocnienia na ksztatltowanie si¢ wskaznika odej$¢ dobrowolnych.
W etapie tym postawiono hipoteze: ,,Partycypacja pracownicza jest narzedziem
zmniejszajacym liczbe odejs¢ dobrowolnych pracownikéw”. Dane zebrano
w dwoch przedsigbiorstwach transformowanych w organizacje partycypacyjne
wprowadzajace uprawomocnienie pracownikow. Organizacje zlokalizowane byly
na terenie Polski w wojewodztwie zachodniopomorskim i kujawsko-pomorskim.
W pierwszej organizacji zatrudnionych byto 250 osob, w drugiej natomiast 200.
Przeprowadzone badanie obejmuje okres przed wprowadzeniem partycypacji,
okres transformacji i czas partycypacyjny. Umozliwia to przesledzenie catego pro-
cesu przeprowadzonej zmiany i jej ostateczny efekt.

1. Wptyw partycypacji na odejscia dobrowolne

Wedhug raportu z 2016 roku wskaznik odejs¢ dobrowolnych na $wiecie wyno-
sit 9.6%, natomiast dla Europy wyniost 7.1% [https://www.catalyst.org/research/
turnover-and-retention/, 16.01.2020]. W Polsce dla sektora produkcji przemysto-
wej wynosit on 10% w 2016 roku i 17% w 2019 roku [https://antal.pl/wiedza/
raport/rotacja-dobrowolna-pracownikow-w-polsce, s. 14, 14.01.2020].

Literatura podaje, ze pracownicy wiaczeni w proces podejmowania decyzji
rzadziej rezygnuja z powierzonych im zadan i rzadziej zmieniajg pracodawce [Bar-
rick i Zimmerman, 2005, s. 161]. Badania przeprowadzone w Turcji wsrod 150
pracownikéw firmy telekomunikacyjnej wykazaty negatywng zalezno$¢ pomiedzy
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checig do zmiany pracodawcy, a partycypacyjnym stylem zarzadzania. Im bardziej
pracownicy byli wlaczeni w proces decydowania tym mniejszg wykazywali chegé
do poszukiwania innej pracy. Jak jednak twierdzg autorzy, nie zostata ta zaleznos¢
potwierdzona rzeczywistymi wynikami odejs¢ dobrowolnych pracownikéow. Oce-
niano jedynie che¢ do zmiany w anonimowej ankiecie [S6kmen i Sokmen, 2014,
S. 5]. Do innych wnioskow doszli badacze z Malezji, gdzie badano nauczycieli
akademickich. Badanie pokazato, ze w tej grupie styl zarzadzania nie mial zadnego
wplywu na intencje pracownikow do zmian pracodawcy. Ustalono, ze wynika to
z duzej samodzielno$ci badanych naukowcow, na ktorych przetozony nie wywiera
znacznego wptywu [Sang Long i in., 2012, s. 580].

Czynniki wywotujace odejécia dobrowolne pracownikéw mozna podzieli¢ na
wewnetrzne 1 zewnetrzne. Do czynnikéw wewnetrznych zalicza sie np.: brak row-
nowagi miedzy zyciem zawodowym a prywatnym, zle relacje ze wspdtpracowni-
kami, stres wywotany praca oraz niezadowalajace relacje z przetozonym. Sa one
zwigzane z kulturg organizacji. Pod ich wptywem pracownik podejmuje decyzje,
ze jest gotow na zmian¢ [Ho i in., 2010, s. 17]. Badajac branze¢ hotelarska w Au-
stralii stwierdzono, iz stres i powiazane z nim bezposrednio odej$cia dobrowolne
pracownikéw sa mniejsze w tych organizacjach, ktére wytworzyly pozytywne,
partycypacyjne srodowisko pracy [Deery i in., 1999, s. 395]. W innych badaniach
ustalono, ze czynniki wewnetrzne wspieraty podjecie decyzji o odejsciu w nastepu-
jacym stopniu: zle zarzadzanie - 27%, stres w pracy - 18%, zta atmosfera w orga-
nizacji 12% [https://antal.pl/wiedza/raport/rotacja-dobrowolna-pracownikow-w-
polsce, s. 26, 14.01.2020]. Czynniki zewngtrzne to np.: oferta lepszych zarobkow,
dodatkowe benefity, ciekawsza praca, mozliwosci awansu, potrzeba szkolen [Ho
iin., 2010, s. 17]. W wyniku badan przeprowadzonych wérdd 502 pracownikow
z wyksztalceniem wyzszym w Malezji ustalono, ze gtowna przyczyng odejs¢ do
innej firmy byty lepsze zarobki. Badania przeprowadzono w branzy produkcyjnej.
Na pigtym — ostatnim miejscu znalazto si¢ niewlasciwe zarzadzanie [Ho i in.,
2010, s. 22]. Powyzsze badanie dowiodto, ze decydujaca role¢ w podejmowaniu
decyzji o odejsciu do innego pracodawcy odgrywaja czynniki zewnetrzne [Ho i in.,
2010, s. 26]. Rowniez badania przeprowadzone w centrach serwisowych podaja
jako glowng przyczyne odej$¢ otrzymanie oferty z wyzszym wynagrodzeniem
[Pandey i Kaur, 2011, s. 431]. Podobne wyniki zaprezentowata firma Antal. Z ba-
dania przeprowadzonego w 2019 roku w Polsce glowng przyczynag odptywu pra-
cownikéw z organizacji byla otrzymana propozycja wyzszego wynagrodzenia.
Takg przyczyne zadeklarowato 68% respondentow [https://antal.pl/wiedza/raport/
rotacja-dobrowolna-pracownikow-w-polsce, s. 26, 14.01.2020]. Uogo6lniajac czyn-
niki wewnetrzne wptywajg na poziom zadowolenia z aktualnego miejsca pracy,
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czynniki zewnetrzne natomiast uosabiajg oferte¢ innego pracodawcy, ktora jest do-
stepna jako alternatywa do obecnego stanowiska [Ho i in., 2010, s. 17] i okreslaja
fatwos$¢ zmiany pracodawcy [Pandu i Hussain, 2012, s. 1].

Monitorowanie wptywu czynnikéw wewnetrznych i zewnetrznych oraz zaspo-
kajanie potrzeb z nich wynikajacych przyczynia si¢ do zwigkszania satysfakcji
pracownikow z wykonywanej pracy oraz stanowi klucz do utrzymania retencji
pracownikow na wysokim poziomie. Istotne jest w tym przypadku nie tylko pro-
wadzenie wywiadu w otoczeniu organizacji lecz rowniez uzyskiwanie informacji
od pracownikow na temat aktualnego stanu zaspokojenia potrzeb. Sprzyja temu
kultura organizacji partycypacyjnej.

Wskazuje si¢, ze wlaczenie cztonkdéw organizacji w podejmowanie decyzji
1 wywotanie w nich poczucia wspotodpowiedzialnosci za organizacjg jest jedna
z metod obnizenia checi zmiany pracodawcy [Goswami i Jha, 2012, s. 4]. Dziala-
nia te powodujg wzrost satysfakcji pracownikow. Z badan przeprowadzonych
w Polsce w wojewodztwach lubelskim, 16dzkim i $wigtokrzyskim wynika, iz
w 67% organizacji partycypacyjnych zanotowano wzrost zadowolenia pracowni-
kéw [Lochnicka, 2013, s. 165]. Podobne wnioski wysnuli badacze z Irlandii, Szko-
cji i Anglii. Dwie trzecie [Dundon i in., 2004, s. 23] menedzeréow z 18 badanych
firm zaraportowalo pewna poprawg satysfakcji pracownikow w wyniku wprowa-
dzonej partycypacji w zarzadzaniu [Dundon i in., 2004, s. 20]. Réwniez na Tajwa-
nie w wyniku przeprowadzonych ankiet wsroéd 200 pielegniarek zatrudnionych
w dwoch szpitalach ustalono, iz satysfakcja zatrudnionych z pracy ro$nie wraz ze
wsparciem cztonkow zespotu przez liderow, wzrostem zaufania, jasng wizjg oraz
dobrymi relacjami pomigdzy wspotpracownikami [Tsai, 2011, s. 2]. Dla sprawdze-
nia jaki styl zarzadzania daje pracownikom najwigksza satysfakcje w 2019 roku
przeprowadzono badania w Niemczech w Deutsche Bahn. Respondenci stwierdzili,
ze najbardziej przez nich preferowana forma jest organizacja bazujaca na partycy-
pacji. Jako gléwny czynnik motywujacy do pracy ankietowani podali osobiste
spetnienie [Raetzer i in., 2019, s. 5]. W przeprowadzonych w Bos$ni w sektorze
spozywczym, finansowym i telekomunikacyjnym badaniach wsrod 158 kierowni-
kéw $redniego szczebla sprawdzono w jakim stopniu respondenci chcieliby by¢
wlaczeni przez kierownictwo wyzszego szczebla w proces podejmowania decyzji.
Z uzyskanych odpowiedzi wynika, iz uwazaja oni zarzadzanie partycypacyjne za
bardzo pozytywnie postrzegane, dajace zadowolenie i pomocne w osigganiu celow.
Pokrywa si¢ to z oceng prezentowang przez uczestnikow badan z innych krajow
europejskich. Szczegblnie dobrze jest ten styl zarzadzania oceniany przez kraje
Europy Wschodniej z wylaczeniem Albanii, Gruzji i Rosji, ktore sg mniej przy-
chylne takiej formie zarzadzania [Bogdnic, 2012, s. 67]. Badanie przeprowadzone
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w Serbii wsrod 150 pracownikow firmy handlowej z branzy motoryzacyjnej poka-
zato, ze partycypacja w podejmowaniu decyzji wptywa pozytywnie na zadowole-
nie z pracy zatrudnionych w organizacji pracownikéw [Stefanovska—Petkovska
i in., 2015, s. 84]. Badacze z Pakistanu po przeprowadzeniu badan w branzy ban-
kowej, telekomunikacyjnej i wydobywczej rowniez potwierdzaja powigzanie par-
tycypacji z satysfakcja pracownikow. Ich zdaniem powinno to z kolei wptywaé na
zmniejszenie odej$¢ dobrowolnych pracownikéw [Bhatti i Qureshi, 2007, s. 63].
Badania przeprowadzone w Polsce na 468 osobach z powiatu poznanskiego
wykazaty, ze na zadowolenie pracownikow wptywaja przede wszystkim: poziom
wynagrodzen i stabilno$¢ zatrudnienia. Aby praca dawata pracownikowi satysfak-
cje powinna charakteryzowac si¢ nastepujacymi cechami:
* powinna stanowi¢ dla pracownika wyzwanie intelektualne, z ktorym moze
sobie poradzi¢,
* powinna wystgpowac spojnos¢ celu wlasnego z celem organizacji,
* nie powinno wystepowaé¢ nadmierne przecigzenie fizycznego (praca nie
ponad sity),
* za prace powinno by¢ wyplacane sprawiedliwe i adekwatne do indywidu-
alnych aspiracji wynagrodzenie,
* powinny by¢ zapewnione fizyczne warunki pracy, ktore umozliwiaja reali-
zacj¢ celow 1 sg zgodne z potrzebami pracownika,
* pracownicy powinni by¢ obdarzani szacunkiem innych pracownikéw or-
ganizacji,
» zarzadzajacy powinni dawac¢ wsparcie w zakresie laczenia celow indywi-
dualnych i zawodowych oraz minimalizowa¢ konflikty i niejednoznaczno-

Sci rol,

* powinna zapewnia¢ pracownikowi wlasciwy zakres podejmowania decy-
Zji,

* powinna umozliwia¢ elastyczne podejscie do zatrudnienia [Springer, 2011,
s. 162-166].

Zwigkszenie zadowolenia i wzbudzenie entuzjazmu pracownikow jest przypi-
sane rowniez do uprawomocnienia, ktore jest rozwinigciem zarzadzania partycypa-
cyjnego [Moczydlowska, 2014, s. 74]. Aby zwigkszy¢ retencje zespotu zaleca sig¢
uprawomocni¢ pracownikow, by byli w stanie podejmowac samodzielnie decyzje
i wykonywa¢ poprawnie swoje zadania [Nappinnai i Premavathy, 2013, s. 12].
Potwierdzajg to rowniez wywiady przeprowadzone wsrdd 21 managerow w Sta-
nach Zjednoczonych. Osoby te zarzadzaly wprowadzajac uprawomocnienie i 9
z nich zaobserwowalo spadek wskaznika odej$¢ dobrowolnych pracownikéw [Jo-
nes, 2012, s. 43]. W przeprowadzonych w Iranie badaniach udowodniono, ze
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uprawomocnienie podnosi satysfakcje z wykonywanej pracy. Badanie wykonano
wsrod 127 pracownikow wszystkich szczebli zatrudnionych w firmie logistycznej
[Roozitalab 1 Majidi, 2017, s. 10]. Interesujace jest, iz niewiele firm bada aktualny
poziom satysfakcji zawodowej pracownikow. W wyniku badan przeprowadzonych
wsrod 100 respondentow zarzadzajacych grupami pracownikdéw okazato sig, ze
jedynie 15% ankietowanych spotkato si¢ w miejscu pracy z monitoringiem zado-
wolenia cztonkoéw organizacji z pracy [Moczydlowska, 2013, s. 352].

Pracownicy zaangazowani w proces decyzyjny biora odpowiedzialno$¢ za ja-
ko$¢ swojej pracy oraz wykazujg inicjatywe i kreatywno$¢ [Szydlo, 2017]. Zwigk-
sza to satysfakcje i motywacje pracownika do wykonywania zadan. Tacy pracow-
nicy powinni pozosta¢ w tych organizacjach i nie powinni by¢ zainteresowani
zmiang pracodawcy. W ten sposob organizacje, ktére wprowadzaja zarzadzanie
partycypacyjne i uprawomocnienie, powinny mie¢ przewage konkurencyjna,
utrzymujac u siebie wykwalifikowang kadre. Z przegladu literatury przedmiotu nie
wynika jednoznacznie jak duzy jest wpltyw partycypacji na zmniejszenie odejs¢
dobrowolnych i na ile jest to metoda skuteczna w niwelowaniu wptywu czynnikow
zewnetrznych. Szczegdlnym zagrozeniem w utrzymywaniu retencji zespolu sa
wyzsze zarobki oferowane przez inne organizacje. W dalszej cze$ci niniejszej pra-
cy przedstawiono wynik badan prezentujacy rzeczywisty wpltyw partycypacji na
wskaznik odejs$¢ dobrowolnych pracownikoéw zatrudnionych w przedsicbiorstwach
produkcyjnych.

2. Metodyka badan

W celu sprawdzenia prawdziwo$ci postawionej hipotezy zbierano dane staty-
styczne okreslajagce wskaznik odejs¢ dobrowolnych pracownikow. Dane zbierano
w cyklu miesiecznym. Obserwowano dwa przedsigbiorstwa. Pierwsze zlokalizo-
wane bylo w wojewddztwie zachodniopomorskim. Zatrudnionych w nim bylo
okoto 250 pracownikow. Przedsigbiorstwo drugie, zlokalizowane w wojewodztwie
kujawsko-pomorskim, zatrudniato okoto 200 pracownikoéw. Dane zbierano w la-
tach 2016-2020. Przed transformacja przedsigbiorstwa zarzadzane byly w sposob
autorytarny.

Jako metode badawcza obrano metode monograficzng, jako technike badawcza
wybrano badanie dokumentacji, a jako narzedzie — notatki z obserwacji [Sotoma,
2002, s. 82].

Zbieranie danych rozpoczeto przed transformacja organizacji w organizacje
partycypacyjne. W trakcie reorganizacji stworzono kulture oparta na wspotpracy.
Kultura wspotpracy jest najwazniejszym celem uprawomocnienia [Moczydtowska,
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2014, s. 75]. W organizacjach wprowadzono nastgpujgce narzedzia partycypacji

bezposredniej:
* regularnie organizowane spotkania pracownikow z ich bezposrednimi
przetozonymi,

» poszerzony zakres zadaniowy na stanowisku pracy,

*  wzrost rotacji czynno$ci na obsadzonym stanowisku pracy,
+  zespoly, ktdre zajmuja si¢ rozwigzywaniem problemow,

*  grupy projektowe,

* wzbogacenie zakresu pracy,

* badania w obszarze opinii pracownikow,

*  grupy autonomiczne,

*  kota jakosci.

Wprowadzono réwniez partycypacje wszystkich pracownikéw w zyskach
przedsigbiorstwa. Wprowadzanie nastepowalo ewolucyjnie. Catos¢ procesu wdra-
zania trwata okoto 12 miesigcy.

3. Wyniki badan

Na bazie danych zebranych w celu sprawdzenia prawdziwosci hipotezy: ,,Par-
tycypacja pracownicza jest narzedziem zmniejszajacym liczbg 0dejs¢ dobrowol-
nych pracownikow” obliczono wskaznik odej$¢ dobrowolnych w stosunku rocz-
Nnym i miesigcznym.

ROCZNY WSKAZNIK ODEJSC DOBROWOLNYCH=ILOSC PRACOWNIKOW,
KTORZY ODESZLI DOBROWOLNIE Z FIRMY W CIAGU ROKU/SREDNIA ILOSCI
PRACOWNIKOW W CIAGU ROKU

MIESIECZNY WSKAZNIK ODEJSC DOBROWOLNYCH=ILOSC PRACOWNIKOW,
KTORZY ODESZLI DOBROWOLNIE Z FIRMY W CIAGU MIESIACA/ILOSCI PRA-
COWNIKOW W CIAGU MIESIACA

W organizacji pierwszej z wojewodztwa zachodniopomorskiego $redni
wskaznik odej$¢ dobrowolnych wyniost 29% w stosunku rocznym (rys. 1). Przy
zatozeniu, ze liczba odej$¢ osiagnigta po wprowadzeniu partycypacji utrzyma si¢
wskaznik ten wyniesie 9,80% rocznie. Nalezy zaznaczy¢, iz zaklad znajduje si¢
w duzym miescie, z duzg liczba firm oferujacych miejsca pracy.
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Rys. 1. Wskaznik odej$¢ dobrowolnych dla organizacji z wojewddztwa zachodniopomorskiego
Zrédto: opracowanie wtasne na podstawie badan wiasnych.

Organizacja druga z wojewodztwa kujawsko-pomorskiego potozona jest w te-
renie rolniczym z mniejszg iloScig konkurencyjnych zaktadéw pracy (rys. 2).
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Rys. 2. Wskaznik odej$¢ dobrowolnych dla organizacji z wojewddztwa kujawsko-pomorskiego

Zrédto: opracowanie wtasne na podstawie badan wiasnych.
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Sredni wskaznik odejsé¢ dobrowolnych wyniost 28% w stosunku rocznym. Przy
zatozeniu, ze liczba odej$¢ osiagnigta po wprowadzeniu partycypacji utrzyma si¢
wskaznik ten wyniesie 7,95%.

4. Whnioski

Na przedstawionym rys. 1 wyraznie uwidacznia si¢ tendencja spadkowa odejs¢
dobrowolnych w organizacji pierwszej. W organizacji drugiej przedstawionej na
rys. 2 rowniez zauwazono tendencje spadkowa wskaznika odej$¢ dobrowolnych.

Na wykresach przedstawiono jak w okreslonych okresach w trakcie wprowa-
dzania zarzadzania partycypacyjnego zwigkszala si¢ liczba odejs¢ pracownikow.
Ujawnita si¢ w tym czasie wsrod pracownikéw obawa przed zbyt duza liczbg obo-
wiazkow i zadan [Chylek, 2011, s. 186] oraz obawa przed przejeciem odpowie-
dzialnosci. Osoby, ktére nie byly gotowe na ten krok odchodzily z organizacji.
Dodatkowo swoj wptyw na liczbe odejs¢ dobrowolnych wywarta sezonowo$¢ ryn-
ku pracy. Pojawito si¢ w pewnych okresach wiecej ofert alternatywnych od innych
pracodawcow, ktore byly bardziej atrakcyjne finansowo. Sytuacja byla jednak
przewidywalna i oznajmiana przez personel zainteresowany odejSciem zarOwno
z powodu wyzszej placy, jak i z niecheci do przejecia wigkszej odpowiedzialnosci.
Otwarto$¢ komunikacji plynaca z zasad organizacji partycypacyjnej powodowala,
ze pracownicy komunikowali wcze$niej swoje potrzeby i rozterki. Wobec braku
zaspokojenia tych potrzeb, osoby majace zamiar odej$¢ podejmowaly ta decyzje
i zmieniaty pracodawce.

Zgodnie z przewidywaniami popartymi analizg literatury nie uzyskano catko-
witej redukcji odejs¢ dobrowolnych. Mimo wprowadzenia partycypacji pracowni-
cy w dalszym ciggu zmieniali pracodawce. Odej$¢ dobrowolnych pracownikow nie
mozna zredukowa¢ catkowicie, ale mozna je ogranicza¢ [Nappinnai i Premavathy,
2013, s. 11]. Potwierdzono wplyw zarzadzania partycypacyjnego na czynniki we-
wnetrzne odej$¢ dobrowolnych 1 wieksza otwartos¢ w komunikacji. Czynniki we-
wnetrzne pelnig jedynie role wspierajaca. Nadal zarzadzajgcy organizacjami po-
winni monitorowac i bada¢ czynniki zewngtrzne majace decydujacy wplyw na
liczbe odejs¢ dobrowolnych pracownikow. Na podstawie wlasnych wywiadow
przeprowadzonych z odchodzacymi pracownikami ustalono, Ze najczgstszg przy-
czyng odejs$¢ pracownikow po pierwszym okresie odejs¢ spowodowanym brakiem
checi przejecia odpowiedzialnosci byto wyzsze wynagrodzenie. Zmiana pracodaw-
cy nastgpowala nawet przy kilkuprocentowej roznicy zarobkdéw. Podobne wyniki
opublikowano w raporcie firmy Antal [https://antal.pl/wiedza/raport/rotacja-
dobrowolna-pracownikow-w-polsce, s. 13, 14.01.2020]. Potwierdzajg to réwniez
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badania przeprowadzone w Indiach wsrod 100 pracownikow w firmie produkuja-
cej akumulatory, z ktorych wynika, iz organizacje zanim skupig si¢ na pozaptaco-
wych metodach motywacji powinny bardzo dokladnie ustala¢é wynagrodzenia,
gdyz jest to gldéwny czynnik powodujacy odejscia pracownikéw do innych praco-
dawcow [Bhoganadam i Rao, 2015, s. 842].

Podsumowanie

Zwigkszajaca si¢ popularno$¢ organizacji partycypacyjnych wdrazajacych styl
zarzadzania oparty na uprawomocnieniu pracownikéw sktania do wnikliwego ana-
lizowania efektow tego dziatania. Celem niniejszej pracy byto sprawdzenie w jaki
sposob zarzadzanie partycypacyjne i uprawomocnienie pracownikéw zmieni
wskaznik odej$¢ dobrowolnych. Odejscia dobrowolne pracownikow generujg kosz-
ty bezposrednie i posrednie. Koszty bezposrednie dotycza procesu rekrutacji no-
wych pracownikow ich wdrazania i szkolenia. Koszty posrednie to spadek morale,
spadek wydajnosci osob szkolacych, mniejsza wydajnos¢ osob szkolonych, utrata
wiedzy, pogorszona jakos$¢ produktoéw i ustug oraz trudnosci w osiagnigciu celow
organizacji.

W $wietle przeprowadzonych badan hipoteza: ,,Partycypacja pracownicza jest
narzgdziem zmniejszajacym liczbe odej$¢ dobrowolnych pracownikéw” okazuje
si¢ prawdziwa.

Wyniki badan pokazaty, iz wspétudziat pracownikow w podejmowaniu decyzji
zapadajacych w przedsigbiorstwie jest narzedziem, ktore sprzyja przywigzaniu
pracownika do organizacji. Wyraznie uwidacznia si¢ tendencja spadkowa wskaz-
nika odej$¢ dobrowolnych zatrudnionych pracownikow. Zaobserwowaé mozna
jednak nadal, Zze liczba odej$¢ dobrowolnych pracownikéw jest podatna na sezo-
nowo$¢ rynku pracy i jest uzalezniona od czynnikéw zewngtrznych, gléwnie od
bardziej atrakcyjnych finansowo ofert pracy. Bioragc pod uwage obecng sytuacje
kadrowa warto mimo to wykorzysta¢ tg metode zarzadzania i upowszechniac ja
w przedsigbiorstwach, by zredukowac¢ cho¢ czgéciowo ilos¢ odejs¢ dobrowolnych
pracownikow, a szczegdlnie w celu poprawienia komunikacji pomigdzy pracowni-
kami a zarzadzajacymi. Zarzadzajacy posiadg wowczas w odpowiednim czasie
informacj¢ o pojawiajacych sie silnych czynnikach zewnetrznych przyciagajacych
pracownikow do innej organizacji i beda mogli zareagowa¢ zanim owi pracownicy
zdecyduja si¢ na zmian¢ pracodawcy.

Ograniczeniem uzyskanych wynikow jest mata proba potwierdzajaca hipoteze,
poniewaz badanie wykonano w dwdch organizacjach z branzy produkcji przemy-
stowej usytuowanych w dwoch wojewodztwach. Pomocne w dalszych rozwaza-
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niach bedzie kontynuowanie badan w kolejnych firmach. Dla zobrazowania ten-
dencji zmian dokonano uproszczenia i obliczono $rednig roczng wskaznika odejsé¢
dobrowolnych. Uzyteczne zatem bedzie kontynuowanie obserwacji, by da¢ odpo-
wiedz na pytanie jak bedzie si¢ ksztattowat wskaznik odejs¢ dobrowolnych pra-
cownikow w kolejnych miesiacach i latach w organizacjach partycypacyjnych po
osiagnigciu wstepnego, obnizonego poziomu. Pojawia si¢ pytanie, czy taki poziom
si¢ utrzyma.
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Impact of participatory management on the attrition rate
in manufacturing enterprises

Abstract

The main purpose of the article is to demonstrate the impact of participatory manage-
ment on staff attrition in the manufacturing enterprises. Attrition is a significant problem
for managers of contemporary organizations. The reduction of employee turnover is be-
coming particularly important nowadays, when the work performed is more and more
complicated, and training of the employee to perform a given task is time-consuming and
therefore - expensive. Managers' goal is therefore to arouse in employees a sense of loy-
alty to the organization and keep them satisfied. To achieve employee satisfaction the
participative management and empowerment are useful. These styles found their applica-
tion in green and teal organizations. The literature review was performed and the re-
search was carried out in two manufacturing enterprises located in the West Pomeranian
and Kuyavian-Pomeranian Voivodships. The monographic method was used as the re-
search method. The survey illustrated an impact of participation and empowerment on
the attrition rate of the staff.

Keywords

participative organization, empowerment, attrition rate
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Streszczenie

Przepisy odnoszgce sie do strat podatkowych pozwalajg na optymalizacje ich rozliczen.
Celem analiz w publikacji jest zaprezentowanie: ograniczenn prawnych dotyczgcych rozli-
czania strat podatkowych, ustalania i ewidencji odroczonego podatku dochodowego ze
strat podatkowych oraz przedstawienie narzedzi wykorzystywanych przez firmy do opty-
malnego rozliczania strat podatkowych, w granicach prawa podatkowego. Autor zaprezen-
towat narzedzia stuzgce zarzadzaniu stratami podatkowymi, takie jak: wybor roku podat-
kowego, obnizenie stawek amortyzacyjnych, rozliczanie miedzyokresowe kosztow, sprze-
daz aktywdw oraz potaczenie lub dzielenie jednostki.

Stowa kluczowe

ograniczenia przy rozliczaniu straty podatkowej, ustalanie i ewidencja strat podatkowych,
zarzadzanie stratami podatkowymi, optymalizacja podatkowa

Wstep

Strate podatkowa okresla kwota kosztow uzyskania przychodow, przekraczaja-
ca sume przychodoéw osiggni¢tych w roku podatkowym. Wedtug przepisow odno-
szacych si¢ do strat podatkowych osiagnigtych przez przedsigbiorstwa do roku
2018, strata podatkowa moze by¢ odliczana przez podatnika od osiagnietego do-
chodu w ciggu kolejnych pigciu lat podatkowych, z zastrzezeniem, iz w jednym
roku podatkowym nie moze przekroczy¢ 50% straty. Oznacza to, ze najkrotszy
okres rozliczania straty z danego roku podatkowego wynosi 2 lata, najdluzszy na-
tomiast 5 lat. Po uptywie tego terminu mozliwo$¢ odliczenia straty zostaje utraco-
na.
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Od 2019 roku zostalty wprowadzone nowe regulacje prawne [Art. 9 ust. 3
Ustawy o podatku dochodowym od os6b fizycznych, oraz Art. 7 ust. 5 Ustawy
o podatku dochodowym od o0séb prawnych], ktére maja zastosowanie do strat po-
niesionych od 2019 roku i zostaly poszerzone o kolejny sposéb ich rozliczania.
Ustawodawca pozostawit mozliwo$¢ rozliczenia straty na starych zasadach ale dat
rowniez mozliwos¢ podatnikom obnizenia jednorazowo dochodu uzyskanego z
tego zrodta w jednym z najblizszych kolejno po sobie nastepujacych pieciu lat
podatkowych o kwote nieprzekraczajaca 5 min zt. Nieodliczona kwota podlega
rozliczeniu w pozostalych latach tego piecioletniego okresu, z tym ze kwota obni-
zenia w ktorymkolwiek z tych lat nie moze przekroczy¢ 50% wysokosci tej straty.
Oznacza to, ze sktadajac zeznanie roczne za 2019 rok podatnicy nie bedg mogli
przyspieszy¢ rozliczenia strat z lat ubiegtych. Dopiero w rozliczeniu rocznym
sktadanym za 2020 rok przedsigbiorca, ktory wykazal strate w roku 2019, bedzie
mogl ja rozliczy¢ w catoSci, oczywiscie o ile strata ta nie przekroczy 5 min zi, oraz
osiagnie on wystarczajaco wysoki dochod, pozwalajacy na zmniejszenie podstawy
opodatkowania o petna kwotg straty z 2019 roku [Szopa 2019].

Obecny ksztalt przepisow odnoszacych sie do strat podatkowych pozostawia
podatnikowi pewien zakres swobody decyzyjnej, odnoszacy si¢ do mozliwosci
1 wyboru, w jakim momencie rozliczy¢ stratg i w jakiej wysokosci.

Przyczyny powstawania strat podatkowych w przedsigbiorstwie mogg by¢ na-
stepujace:

e nieprzewidziane zdarzenia losowe (kradzieze, dewastacje, zniszczenia,
niekorzystne dla podatnikéw zmiany w podatkach);

e nietrafione decyzje gospodarcze (inwestycje, ktorych trzeba byto zanie-
cha¢ na skutek zmiany sytuacji na rynku);

e nietrafiona produkcja lub nabycie towaru, na ktéry nie ma w danym mo-
mencie zapotrzebowania na rynku;

e nieprzewidziane dziatania konkurencji lub zachowania konsumentow.

Celem analiz jest: przedstawienie ograniczen prawnych dotyczacych rozlicza-
nia strat podatkowych, prezentacja procedury ustalania i ewidencji odroczonego
podatku dochodowego ze strat podatkowych oraz identyfikacja oraz analiza narze-
dzi wykorzystywanych przez firmy do optymalnego rozliczania strat podatkowych,
w granicach prawa podatkowego.

W publikacji zweryfikowano nastepujgca hipotezg badawczg: ,,Pomimo ogra-
niczen w prawie podatkowym, dotyczacych rozliczenia straty podatkowej, istnieja
skuteczne narzedzia zarzadzania tymi stratami, ktore pozwalajg rozliczy¢ je w po-
zadanej przez podatnika wielko$ci”.
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Do weryfikacji hipotezy badawczej wykorzystano metode deskryptywna, ktora
w Polsce pojawita si¢ w naukach ekonomicznych na poczatku lat dziewigc¢dziesia-
tych [Kaja 2015], popularyzowana przez profesora J. Kaje. Metoda ta polega na
koncentracji badacza na doktadnym opisie i zrozumieniu badanego procesu czy
zjawiska. Szczegdlna cecha tej metody jest zmiennos¢ warunkow, w jakich zacho-
dzi badany proces, czy zjawisko.

Materialy zrédtowe wykorzystane w badaniach to: literatura fachowa, akty
prawne, oraz artykuly naukowe, interpretacje indywidualne oraz ogolne publiko-
wane na stronach internetowych Ministerstwa Finansow, orzecznictwo sagdow ad-
ministracyjnych, platformy dla stuzb finansowo-ksiggowych, opinie ekspertow
i doradcow podatkowych pobrane ze stron internetowych, wywiady niestandary-
zowane z glownymi ksiegowymi oraz doradcami podatkowymi.

1. Ograniczenia prawne rozliczania strat podatkowych

Poréwnanie regulacji zawartych w art. 7 ust. 5 updop i art. 9 ust. 3 updof
wskazuje, ze rozliczenie straty przez podatnikow podatku dochodowego od 0sob
prawnych oraz podatku dochodowego od oséb fizycznych, dokonywane jest na
podobnych zasadach. Wedlug przepisow obowigzujacych do konca 2018 roku,
podatnicy mogli o wysoko$¢ straty poniesionej w roku podatkowym obniza¢ do-
chod uzyskany w najblizszych kolejno po sobie nastepujacych pigciu latach podat-
kowych. Wysoko$¢ obnizenia w ktorymkolwiek z tych lat nie moze przekroczy¢
50% kwoty tej straty. Jesli w tych kolejnych nastepujacych po sobie pigciu latach
podatnik réwniez ponosit straty, to nie ma dochodu, od ktérego stratg t¢ mogiby
odliczy¢. W takim przypadku nieodliczona za dany rok podatkowy strata "przepa-
da" [W jaki sposob podatnicy CIT mogq rozliczaé straty z Kilku lat podatkowych?
2015].

Potwierdzeniem powyzszych zasad, moze by¢ wypowiedz Dyrektora Izby
Skarbowej w Poznaniu w interpretacji indywidualnej z 4 listopada 2014 roku:

"(...) podatnik ma mozliwos¢ wyboru, w ktorych sposrod tych pieciu lat i w jakiej
wysokosci dokona odliczen straty od dochodow, z zachowaniem warunku, ze do-
puszczalna kwota odliczenia w jednym roku podatkowym nie moze przekroczyé
potowy wartosci poniesionej straty. Istotnym jest takze fakt, ze mozliwos¢ rozlicze-
nia straty podatkowej przez podatnika jest uzalezniona od wystgpienia dochodu do
opodatkowania (dochodu, ktory moze zostac¢ obnizony o odpowiedniq czesc straty).
Nie ma zatem mozliwosci rozliczenia straty podatkowej w roku podatkowym,
w ktorym nie osiggnieto dochodu (...). W skrajnym przypadku, kiedy w kolejnych
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pieciu latach podatkowych nie wystgpi dochod, strata podatkowa nie zostanie roz-
liczona. (...)"

Podatnikow podatku dochodowego od osob fizycznych obowiazuje ponadto
ograniczenie, zgodnie z ktorym strate poniesiong z danego zrodla przychodow
mogg odlicza¢ wytacznie od dochoddéw uzyskanych w kolejnych latach z tego sa-
mego zrodla przychodow [Grywinska 2016; Karpowicz 2018]. Oznacza to, ze jesli
podatnik posiada kilka alternatywnych zrodet zarobkowania i z jednego z nich
uzyska dochod a z drugiego strate, to kwot tych nie moze taczyc¢ ze soba.

Updof wyro6znia nastepujace zrodla uzyskania przychodow:

* stosunek stuzbowy, stosunek pracy;

* dziatalno$¢ wykonywana osobiscie;

* pozarolnicza dziatalno$¢ gospodarcza;

» dzialy specjalne produkcji rolne;j;

* najem, podnajem, dzierzawa, poddzierzawa;

» kapitaly pieni¢zne i prawa majatkowe;

* odplatne zbycie nieruchomosci;

* inne zrodta.

Oznacza to, ze w ramach tych zrodet przychodow podatnik moze rozliczaé
stratg z danego zrodta [Szulczewski 2016].

Straty nie wykazuje si¢ i nie rozlicza w przypadku:

* odplatnego zbycia rzeczy i praw majatkowych, zbywanych prywatnie, po-

za dziatalnos$cia gospodarcza;

* ze zrodet przychodow, z ktorych dochody sa wolne od podatku dochodo-

Wego;

* niezrealizowanych zyskow wyprowadzanych za granice;

*  przychodéw ze sprzedazy kryptowaluty;

* w przypadku rozliczen podatkiem ryczaltowym od przychodow ewiden-

cjonowanych, kartag podatkowsg i podatkiem tonazowym [Odliczenie straty
z lat ubieglych. 2016], [Rozliczenie (odliczenie) straty podatkowej z lat
ubiegtych 2019].

Odliczanie straty mozliwe jest juz w momencie obliczania zaliczek na podatek,
wplacanych w ciagu roku podatkowego. Ich wysoko$¢ jest wtedy relatywnie
mniejsza.

Uksztattowanie przepisu w taki sposob miato na celu dostosowanie mechani-
zmu rozliczania strat do aktualnych mozliwos$ci ptatniczych podatnika. W prakty-
ce, podatnik ma mozliwos$¢ roztozenia straty do rozliczenia na okres od 2 do 5 lat.
Z roznych wzgledow moze on bowiem nie moc lub nie chcie¢ rozliczaé starty
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w ciggu dwoch pierwszych lat, lecz roztozy¢ ja na dluzszy okres [Koztowska
2016].

Nalezy ponadto zauwazy¢, iz w przypadku, gdy dziatalno$¢ gospodarcza prowa-
dzona w formie spotki niebedacej osoba prawng zakonczyta si¢ za dany rok stratg
podatkowa, straty tej nie rozlicza spotka, tylko jej wspolnicy, w wysokosci propor-
cjonalnej do ich prawa do udziatow w zyskach tej spoiki.

Nowe przepisy maja zastosowanie do strat powstatych od 2019 r. Oznacza to,
ze strata wykazana w 2018 i wezesniej moze by¢ rozliczana w 2019 -2023 r. wy-
Tacznie wedtug starych zasad, z limitem 50% jej warto$ci, natomiast strata uzyska-
na w 2019 roku podatkowym — rozliczana bedzie w latach 2020 — 2024 wedlug
nowych zasad [Rozliczenie (odliczenie) straty podatkowej z lat ubieglych 2019].

Ze strat z kilku lat mozna bedzie korzysta¢ w jednym roku, ale strat nie bedzie
mozna taczy¢ i stosowaé do nich jednej zasady, tzn. strat¢ do 2019 r. podatnik roz-
licza wedlug starych zasad, a poniesiong od 2019 — wedlug nowych. U podatni-
kow, ktorzy tacznie w jednym roku beda korzystali ze strat z wielu lat — powoduje
to konieczno$¢ skrupulatnej kontroli wlasnych rozliczen.

2. Ustalanie i ewidencja odroczonego podatku dochodowego ze strat
podatkowych

Wedhtug art. 37 ust. 1 Ustawy o rachunkowosci wynika, iz w zwigzku ze stratg
podatkowa mozliwg do odliczenia od dochodu w przysztosci, jednostka ustala ak-
tywa z tytutu odroczonego podatku dochodowego, ktorego jest podatnikiem. Jest to
tym uzasadnione, ze jednostka uzyska przyszle korzysci powstale wskutek prze-
sztych zdarzen. Korzysci te, polegaja na prawie do zmniejszenia przysztego zobo-
wigzania z tytutu podatku dochodowego, wobec odliczenia straty podatkowej od
dochodu. Podmioty, ktérych sprawozdania finansowe nie podlegaja obowigzko-
wemu badaniu bieglego rewidenta nie muszg wyceniac i prezentowa¢ odroczonego
podatku dochodowego.

Uwzgledniajgc strate podatkowa dla ustalenia odroczonego podatku dochodowe-
go, jednostka nie postuguje si¢, jak dla wszystkich sktadnikow aktywow i pasy-
wow, wartoscig bilansowg 1 wartoscig podatkows, dla ustalenia tzw. roznicy przej-
sciowej, lecz zasadami odliczenia straty podatkowej zawartej w updop i updof
i zwigzang z tymi odliczeniami korzys$cig podatkowa [Olchowicz 2009, s. 320,
Karpowicz, Majewska, 2018, Burchart, Bagienska 2019].

Nalezy tez zauwazy¢, iz aktywa z tytulu odroczonego podatku dochodowego
ustala si¢ w wysokosci kwoty przewidzianej w przysztosci do odliczenia od podat-
ku dochodowego, ustalonej przy uwzglednieniu zasady ostroznosci. Zgodnie
z definicjg aktywow okreslong w art. 3 ust. 1 pkt 12 uor, aktywa majg zapewnic
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w przysztosci wptyw do jednostki korzysci ekonomicznych. Jesli na dzien sporzg-
dzenia sprawozdania finansowego jednostka jest pewna, ze dany sktadnik aktywow
nie zapewni w przysztosci korzysci ekonomicznych w czesci lub catosei, to nalezy
jego wartos¢ zaktualizowac, doprowadzajac ja do ceny mozliwej do uzyskania lub
zaliczy¢ w caloéci do kosztéw lub strat nadzwyczajnych. Dlatego tez aktywa
z tytulu odroczonego podatku dochodowego ujmuje si¢ tylko do wysokosci, do
ktorej jest prawdopodobne, iz osiggnigty zostanie dochdd do opodatkowania, po-
zwalajacy na potracenie ujemnych roéznic przejsciowych oraz straty podatkowe;.
W sytuacji gdy osiagnigcie dochodu do opodatkowania jest mato prawdopodobne,
aktywow z tytulu odroczonego podatku dochodowego nie uyjmuje si¢ [Rozliczenie
straty podatkowej i ustalenie odroczonego podatku dochodowego. 2014].

Informacjami potwierdzajacymi prawdopodobiefstwa osiagnigcia w przyszto-

$ci dochodu, sa:

* dane z ostatnich trzech lat, potwierdzajace osigganie wystarczajgco wyso-
kiego dochodu, pod warunkiem, ze podmiot gospodarczy nie oczekuje
istotnych zmian w jego ksztattowaniu;

+ zawarte nowe lub obecne umowy, ktorych realizacja spowoduje osiagnie-
cie dochodu w przysztosci;

* prognozy wynikajace z planu finansowego, opartego na danych, ktérych
wiarygodnos¢ jest mozliwa do sprawdzenia;

*  mozliwo$¢ realizacji strategii podatkowej, pozwalajacej na zwigkszenie
dochodu w przysztosci.

Informacjami potwierdzajacymi brak prawdopodobienstwa osiggniecia odpo-

wiednich dochodéw w przysztosci moga by¢:

* ponoszone straty podatkowe na przestrzeni ostatnich trzech lat;

* przedawnienie mozliwos$ci odliczenia strat podatkowych (po 5 latach);

* spodziewane straty podatkowe w przysztych okresach [Korpys$ 2015].

Jednak jednostki, ktore przyjety w swojej polityce rachunkowosci, iz odroczo-

ny podatek dochodowy ustalaja zgodnie ze wskazowkami okre§lonymi w Krajo-
wym Standardzie Rachunkowosci nr 2 ,,Podatek dochodowy™?, ustalajg aktywa
z tytutu odroczonego podatku dochodowego w zwiazku ze wszystkimi ujemnymi
réznicami przejsciowymi oraz stratami podatkowymi, mozliwymi do odliczenia
w przyszto$ci. Standard wskazuje ponadto, iz rownocze$nie do ujecia aktywow
z tytulu odroczonego podatku dochodowego dokonuje si¢, w miarg potrzeby, odpi-
sow aktualizujacych te aktywa.

1 Standard stanowi Zatgcznik do Uchwaty nr 7/10 Komitetu Standardéw Rachunkowosci z 20 kwiet-
nia 2010 roku. (Dz. Urz. Min. Fin. nr 7, poz. 31)
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Wysokos¢ aktywow z tytutu odroczonego podatku dochodowego ustala si¢
przy uwzglednieniu stawek podatku dochodowego obowigzujacego w roku po-
wstania obowigzku podatkowego.

Aby zobrazowa¢ procedure ustalania oraz ewidencj¢ odroczonego podatku do-
chodowego, wynikajaca ze strat podatkowych, w analizach przyjeto zatozenie, ze
w 2017 roku spotka akcyjna X poniosta strate podatkowa w kwocie 400000 zi.
Spotka przyjeta, iz bedzie mogta ja rozliczy¢ w latach 2018 i 2019 w dwoch réw-
nych ratach. W zwigzku z tym zatozeniem, wysoko$¢ aktywow z tytulu odroczo-
nego podatku dochodowego przy zastosowaniu aktualnej stawki podatku wyniesie
po 38 000 zt, odpowiednio w kazdym roku?, czyli w sumie 76000 zt. Przyjeto, ze w
2018 roku analizowana jednostka osiagneta dochdd podatkowy w kwocie 700000
zt, w zwigzku z czym odliczyla 50% straty, tj. kwotg 200000 zt. Podatek za 2018
rok wykazany w CIT-8 wyniesie 95000 zt*.

Tab. 1. Dekretacja operacji ksiegowych dotyczgcych odroczonego podatku dochodowego wynikaja-
cego ze strat podatkowych w analizowanej spétce ryzyka systematycznego i specyficznego

Opis operacji Kwota Konto
pis op ) Whn Ma

A. Zapisy w ksiegach 2017 roku
1. PK - Aktywa z tytutu odroczonego podatku dochodowego. 76 000 zt 65-0 87-0
2. PK — Przeniesienie salda konta 87-0 na koniec roku obro- 76 000 24 87-0 86-0
towego.

B. Zapisy w ksiegach 2018 roku
1. PK — Zarachowanie podatku dochodowego. 95 000 zt 87-0 22-0
2. PK - Odpisanie aktywdw z tytutu odroczonego podatku 38000 24 87-0 65-0
dochodowego.
3. PK — Przeniesienie salda konta 87-0 na koniec roku obro- 133 000 zt 86-0 87-0
towego.

Konto 65-0 , Aktywa z tytutu odroczonego podatku dochodowego”

Konto 87-0 ,,Podatek dochodowy od oséb prawnych”

Konto 86-0 "Wynik finansowy”

Konto 22-0 ,Rozrachunki publicznoprawne”

Zrédto: Opracowanie wiasne na podstawie: (Rozliczenie straty podatkowej i ustalenie odroczonego
podatku dochodowego. 2014. Ustalenie i rozliczenie wyniku finansowego za 2013 r. - Dodatek nr 2
do Zeszytéw Metodycznych Rachunkowosci nr 3 (363) z dnia 1.02.2014).

22017 rok - 200 000 zt x 19% = 38 000 zt; 2018 rok - 200 000 zt x 19% = 38 000 zt.
3700 000 zt — 200 000 zt = 500 000 zt; 500 000 zt x 19% = 95 000 zt.
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Straty podatkowe stanowia jedno z wielu zZrodet powstawania odroczonego
podatku dochodowego w rachunkowosci, dlatego tez ustalanie, ewidencja oraz
rozliczanie odroczonego podatku dochodowego jest procedura wymagajaca od
pracownikéw stuzb finansowo-ksiggowych jednostek gospodarczych szerokiej
wiedzy, zaréwno z zakresu prawa bilansowego jak i podatkowego.

3. Narzedzia wykorzystywane do zarzadzanie stratami podatkowymi
w przedsiebiorstwie

3.1. Wybor roku podatkowego

Ustawodawca dopuscit mozliwos¢ rozliczania straty podatkowej w ciagu pig-
ciu kolejno po sobie nastepujacych lat podatkowych. Zasady zmiany roku podat-
kowego okresla ustawa o rachunkowosci, definiujac rok podatkowy, jako rok ka-
lendarzowy, o ile podatnik nie postanowi inaczej w statucie, umowie spoiki, lub
w innym dokumencie regulujagcym zasady polityki rachunkowosci. Podatnik we
wilasciwym dokumencie wskazuje dowolne 12 kolejnych miesigcy kalendarzowych
1 informuje wlasciwy organ podatkowy o dokonaniu wyboru.

Jezeli podatnik szacuje, ze w zblizajacym si¢ okresie rozrachunkowym bedzie
osiggal zwigkszone przychody podatkowe, to zmiana roku podatkowego umozli-
wia rozliczenie straty podatkowej. Dziatania zwigzane ze zmiang roku podatkowe-
go pozwalajg na zachowanie prawa do rozliczenia straty podatkowej nawet do 11
miesiecy dluzej, przy kazdorazowej zmianie roku podatkowego, w odniesieniu do
podatnikow kontynuujacych dziatalno$¢, wobec ktorych uregulowania w zakresie
roku podatkowego stanowia, iz pierwszy rok po wprowadzeniu zmiany, moze
trwa¢ do 23 miesigcy [Ludwinski 2011]. Narzgdzie to moze stanowi¢ skuteczny
sposob wydtuzenia prawa do rozliczenia straty podatkowej.

3.2. Obnizenie stawek amortyzacyjnych

Amortyzacja to klasyczny instrument polityki podatkowej pozwalajacy na ta-
kie ksztaltowanie poziomu kosztow biezacego okresu, aby umozliwi¢ podatnikowi
rozliczenie straty podatkowej z lat ubiegltych. Mozliwo$¢ obnizenia stawek amor-
tyzacyjnych zostala wskazana wprost w ustawach dochodowych (art. 16i ust. 5
updop oraz art. 2i ust. 5 updof). Ich minimalizacja moze ulatwi¢ rozliczenie strat
z lat ubieglych, zwlaszcza w spotkach, w ktorych amortyzacja stanowi istotng po-
zycje kosztowa. W ustawie o podatku dochodowym od oséb prawnych ustawo-
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dawca nie okreslit dolnej granicy obnizenia stawek podatkowych, jakiej moze do-
kona¢ podatnik w ramach prowadzonej polityki podatkowe;j.

Zarowno w updop jak i updof ustawodawca zawart regulacje, zgodnie z ktora
podatnicy moga obniza¢ stawki amortyzacyjne znajdujace si¢ w Wykazie stawek
amortyzacyjnych. Jednocze$nie, ustawy te nie zawieraja regulacji, ktére wprost
przyznawalby podatnikowi prawo do podwyzszania uprzednio obnizonych stawek
amortyzacyjnych. Tym niemniej, nalezy wyraznie stwierdzi¢, iz skoro ustawodaw-
ca dopuscil mozliwo$¢ obnizania stawek amortyzacyjnych, a jednoczes$nie okreslit
maksymalny ich poziom, to za uzasadniony nalezy uzna¢ poglad zgodnie z ktérym
dopuszczalnym bedzie ponowne podwyzszenie stawek amortyzacyjnych do warto-
$ci nie wyzszych niz te okreslone w Wykazie. Mozliwe zatem bedzie obnizenie
stawek amortyzacji jedynie w odniesieniu do okresu w ktérym przedsiebiorca be-
dzie rozliczat strate podatkowa. W momencie gdy osiggnie zamierzony efekt, be-
dzie mégl od nowego roku podatkowego znow podnies¢ stawke [Ludwinski 2011].

Powszechng praktyka jest jednorazowe zaliczanie do kosztéw uzyskania przy-
chodow tzw. niskocennych sktadnikow majatkowych, czyli sktadnikow, ktorych
warto$¢ poczatkowa nie przekracza 10 000 zi. Jezeli podatnik dokonuje czestych
naby¢ tego typu sktadnikéw majatkowych, podwyzszenie kosztoéw w skali roku
moze by¢ znaczne [Koztowska 2016]. W takiej sytuacji mozliwe jest amortyzowa-
nie takich érodkow trwatych i warto$ci niematerialnych i prawnych na zasadach
ogoblnych. Pozwoli to na roztozenie w czasie wydatkow na ich zakup (i zmniejsze-
nie kosztow), co w aspekcie zarzadzania stratami podatkowymi jest rezultatem
niezwykle pozadanym.

Ograniczeniem w zastosowaniu opisanej metody pozwalajacej na zmiang
momentu i tempa rozliczania straty podatkowej jest to, iz obnizenie stawek podat-
kowych nie moze nastapi¢ w trakcie roku podatkowego, ale najwcze$niej w mie-
sigcu, w ktorym s$rodki trwale zostaly wprowadzone do ewidencji, lub w pierw-
szym miesigcu kazdego nastgpnego roku podatkowego, o ile podatnik nie dokonuje
odpiséw amortyzacyjnych na koniec kazdego kwartatu lub roku podatkowego [Lu-
dwinski 2011] . Zgodnie z art. 16m ust. 3 updop oraz 22m ust. 3 updof, wytaczeniu
z metody obnizonych odpisdéw amortyzacyjnych, podlegajg warto$ci niematerialne
i prawne, w stosunku do ktérych podatnicy ustalajg stawki amortyzacyjne na caly
okres amortyzacji przed dokonaniem pierwszego odpisu amortyzacyjnego.

3.3. Rozliczenie miedzyokresowe kosztow

Kolejng metoda umozliwiajaca efektywne zarzadzanie strata podatkowg jest
rozliczanie kosztow dziatalnosci w przysztych okresach rozrachunkowych. Za
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koszty uzyskania przychodu ustawodawca uznal, koszty poniesione w ciggu roku,
ktorego dotycza. Taki zapis pozwala na rozliczenie kosztow uzyskania przychodu
z poprzednich lat podatkowych, ale dotyczacych przychodow danego roku podat-
kowego. Kosztami uzyskania przychodu beda koszty racjonalnie i gospodarczo
uzasadnione, zwigzane z dziatalno$cia gospodarcza podatnika i dotyczace danego
okresu sprawozdawczego.

Podatnik ma prawo wyodrebnic takie kategorie kosztow, ktore sg zwigzane
z przychodami osigganymi w przysztych okresach. Nie ma zatem obowiazku rozli-
czenia poniesionych kosztéw w biezacym okresie i ma prawo do przeniesienia ich
na przyszte okresy sprawozdawcze. Do takiej grupy kosztow naleza m.in.: koszty
zwiazane z realizacjg projektu, ktory przyniesie korzysci w przysztych okresach,
koszty ogdlne zarzadu, koszty wynagrodzen czy sktadek z tytutu ich wyptat.

3.4. Sprzedaz aktywow

Skutecznym narzedziem wykorzystywanym przy zarzadzaniu stratg podatkowa
moze tez by¢ sprzedaz aktywow. Podatnik zamierzajacy dokonac odliczenia straty
podatkowej z lat ubiegtych, ktory w biezagcym roku podatkowym nie wygospoda-
rowal dochodu umozliwiajacego odliczenie, moze podja¢ dzialania zwigzane
z realizacjg jednorazowego zysku z tytutu sprzedazy sktadnikoéw majatku spoiki.
Spotka moze dokonaé sprzedazy sktadnikéw majatku, a nastepnie leasingu sprze-
danych sktadnikow majatkowych w celu zapewnienia dalszej dziatalno$ci gospo-
darczej [Ludwinski 2011]. Warunkiem osiggnigcia korzysci z tej operacji jest uzy-
skanie ceny sprzedazy sktadnikow aktywow na poziomie wyzszym niz ich nieza-
mortyzowana cz¢s¢.

Przy zastosowaniu tej metody pozwalajacej na zarzadzanie strata podatkowa
szczegolnie efektywne sg papiery warto$ciowe. Sprzedaz papierow wartosciowych,
ktorych cena rynkowa jest wyzsza niz warto$¢ bilansowa, prowadzi do realizacji
zysku. Nastepnie podatnik moze dokona¢ ponownego wykupu tych samych walo-
row. Korzyscig jest nie tylko umozliwienie podatnikowi rozliczenia straty z lat
ubieglych, ale takze zmniejszenie dochodu do opodatkowania w przysztych okre-
sach rozliczeniowych. Zyskiem do opodatkowania z tytutu sprzedazy papierow
warto$ciowych bedzie réznica migdzy osiagnieta ceng a wydatkami na powtoérny
zakup.
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3.5. Potaczenie i dzielenie jednostek

Przy ustalaniu dochodu nie uwzglednia si¢ strat podatkowych przedsiebiorcow
przeksztatcanych, taczonych, przejmowanych lub dzielonych, z wyjatkiem spotek
przeksztatconych w inne spotki [Kudert, Jamrozy 2007, s. 173]. Powoduje to, ze
po potaczeniu, spoétka przejmujaca nie bedzie mogta pomniejszy¢ swojego docho-
du do opodatkowania o straty, jakie posiadata spotka przejmujaca, ktora jest zobo-
wigzania do zamknigcia swoich ksiag rachunkowych na dzien rejestracji potacze-
nia i zlozenia deklaracji CIT-8 za zakonczony rok podatkowy (art. 7 ust. 4 i art. 8
ust. 6 updop).

Ustawa o rachunkowosci dopuszcza jednak mozliwo$¢ niezamykania ksiag ra-
chunkowych w przypadku potaczenia jednostek, gdy rozliczenie polgczenia naste-
puje metodg tgczenia udzialow* i nie powoduje powstania nowej jednostki (art. 12
ust. 3 pkt 2 uor). Oznacza to, ze w takiej sytuacji spotka przejmujaca bedzie mogta
uwzgledni¢ w swoim rocznym rozliczeniu podatkowym przychody i koszty uzy-
skania przychodow spotki przejmowanej za rok podatkowy, w ktorym doszto do
potaczenia. Dotyczy to rowniez sytuacji, w ktorej koszty uzyskania przychodoéw
spotki przejmowanej przewyzszaja przychody podatkowe [Korpy$ 2015].

W przypadku dzielenia podmiotéw gospodarczych, ogdlnie rzecz ujmujac, tra-
ca one mozliwos¢ do rozliczania strat podatkowych na skutek utraty bytu i dalsze-
go odrebnego funkcjonowania. Prawo podatkowe ogranicza bowiem mozliwos¢
rozliczania strat podatkowych spotek dzielonych, spotkom przejmujacym. Jedy-
nym wyjatkiem od reguty jest podziat poprzez wydzielenie, na skutek ktorego nie
dochodzi do catkowitej utraty bytu podmiotu gospodarczego. Wydzielana jest tyl-
ko cze$¢ przedsigbiorstwa, pozostata cze$¢ zachowuje cigglosé funkcjonowania
prawnego i gospodarczego oraz zachowuje mozliwo$¢ rozliczania wczes$niejszych

strat podatkowych.
Podsumowanie
Te podmioty, ktérych sprawozdania finansowe nie podlegajg obowigzkowemu

badaniu bieglego rewidenta moga zrezygnowac z wyliczania i prezentacji odro-
czonego podatku dochodowego w sprawozdaniach finansowych, jednak pozostate

4 Wedtug art. 44c uor metoda ta polega na sumowaniu poszczegdlnych pozycji odpowiednich akty-
wow i pasywow oraz przychoddw i kosztéw potaczonych spétek, wedtug stanu na dzien potaczenia,
po uprzednim doprowadzeniu ich wartosci do jednolitych metod wyceny i dokonaniu odpowiednich
wytgczen.
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jednostki zobowigzane sa, na kazdy dzien bilansowy oceni¢ warto$¢ nieujetych
dotychczas aktywow z tytutu odroczonego podatku dochodowego ze strat podat-
kowych. Jezeli przedsigbiorstwo stwierdzi, ze osiggniecie w przyszto$ci dochodow
do opodatkowania jest prawdopodobne, to w ksiegach rachunkowych powinno
wyceni¢ 1 uja¢ wartos¢ aktywow z tytulu podatku odroczonego. Przestanka do
wzrostu takiego prawdopodobienstwa moze by¢ na przyktad poprawa warunkow
umow handlowych. Jednostka ma takze obowigzek ponownej oceny aktywow
z tytutu odroczonego podatku dochodowego w sytuacji polaczenia z inng jednost-
ka.

Rozliczanie strat podatkowych moze by¢ skutecznym narzedziem optymaliza-
cji podatkowej. Strata podatkowa moze by¢ odliczana przez podatnika od osiagnie-
tego dochodu w ciggu kolejnych pigciu lat podatkowych, z zastrzezeniem, iz
w jednym roku podatkowym nie moze przekroczy¢ 50% straty, a od 2019 roku
podatnik bedzie mogt ja rozliczy¢ jednorazowo do kwoty 5 min zt, jesli osiagnie
wystarczajacy poziom dochodu. Po uplywie 5 lat mozliwo$¢ odliczenia straty po-
datkowej, zostaje utracona.

Zarzadzanie strata w aspekcie optymalizacyjnym polega na takim ksztattowa-
niu wysokosci przychodow i kosztow podatnika, aby miat on mozliwos$¢ rozlicze-
nia straty. W praktyce bgda to dziatania, ktorych ostatecznym rezultatem bedzie
wykazanie dochodu, od ktérego mozna odliczy¢ strate. Osiagnigcie takiego efektu
mozliwe jest badZ przez minimalizacje kosztow (przesuniecie kosztow na nastepne
lata) badz przez maksymalizacje przychodéw (wykazywanie przychodow w kon-
kretnym roku).

Podatnik zamierzajacy zrealizowaé taka strategie¢ podatkowa powinien doko-
na¢ takiego planowania podatkowego, aby w danym roku podatkowym dochéod
stanowigcy podstawe opodatkowania byt na poziomie umozliwiajacym rozliczenie
straty.

Jezeli koszty biezacego roku uniemozliwiajg rozliczenie straty w pozadanej
przez podatnika wielkosci, jego dzialania powinny koncentrowac si¢ na przesunie-
ciu tych kosztéw na przyszle okresy lub zwiekszeniu przychodéw podatkowych.
Narzgdziami, ktorymi moze postuzy¢ si¢ podatnik, aby zrealizowaé pozadang stra-
tegi¢, w granicach prawa podatkowego, moga by¢: wybor roku podatkowego, ob-
nizenie stawek amortyzacyjnych, rozliczenie mi¢dzyokresowe kosztow, sprzedaz
aktywow czy potaczenie lub dzielenie jednostki.

Akademia Zarzadzania — 4(1)/2020 51



Renata Burchart

ORCID iD

Renata Burchart: http://orcid.org/0000-0003-1382-6517

Literatura

10.

11.

12.

13.
14.

52

Burchart R. , Bagienska A. (2019), Procedury wdrozeniowe systemu zarzqdzania ryzy-
kiem podatkowym w przedsiebiorstwie, w: Roczniki Kolegium Analiz Ekonomicznych,
54, ss. 409-423

Grywinska J. (2016), Jak rozliczyé stratg podatkowq. http://ksiegowosc.infor.pl/obrot-
gospodarczy/spolki/53036,2,Jak-rozliczyc-strate-podatkowa.html [28.11.2019]
Interpretacja indywidualna Dyrektora Izby Skarbowej w Poznaniu z 4 listopada 2014
roku, nr ILPB3/423-395/14-4/JG.

Kaja J. (2015). Eseje o Japonii i metodologii deskryptywnej. Oficyna Wydawnicza
SGH w Warszawie. Warszawa.

Karpowicz A. (2018), Why revenues from payroll taxes do not follow trends in taxa-
tion of income of corporations?, Economic and Social Development: Book of Proceed-
ings

Karpowicz A., Majewska E., (2018), Corporate income tax revenue determinants: how
important is the tax rate?, Economic and Social Development: Book of Proceedings
Korpy$ K. (2015), Odliczenie straty podatkowej ma skutki w ksiegach. Rzeczpospolita
z dnia 25 marca 2015r. http://www.pkfpolska.pl/odliczenie-straty-podatkowej-ma-
skutki-w-ksiegach-2620 [28.11.2019]

Koztowska H. (2016), Amortyzacja a zarzqdzanie stratg  podatkowq.
http://www.podatki.egospodarka.pl/86593,Amortyzacja-a-zarzadzanie-strata-
podatkowa,1,69,1.html [28.11.2019]

Kudert S., Jamrozy M. (2007), Optymalizacja opodatkowania dochodoéw przedsiebior-
cow. Wolters Kluwer Polska Sp. z 0.0. Warszawa.

Krajowy Standard Rachunkowosci Nr 2 Podatek dochodowy. Dz. Urz. Min. Fin.
z2010r.nr 7. poz. 31.

Ludwinski M. (2011), Jak przekué strate podatkowg w zysk? http://www.bankier.pl
/wiadomosc/Jak-przekuc-strate-podatkowa-w-zysk-2398347.html [28.11.2019]
Odliczenie straty z lat ubieglych. (2016), www.kip.gov.pl [28.11.2019]

Olchowicz 1. (2009), Rachunkowos¢ podatkowa. Difin. Warszawa.

Rozliczenie straty podatkowej i ustalenie odroczonego podatku dochodowego. (2014),
Ustalenie i rozliczenie wyniku finansowego za 2013 r. - Dodatek nr 2 do Zeszytow
Metodycznych Rachunkowosci nr 3 (363) z dnia 1.02.2014. http://www.vademecum

Academy of Management —4(1)/2020



Zarzqdzanie rozliczaniem strat podatkowych w przedsiebiorstwie

ksiegowego.pl/artykul_narzedziowa,451,0,4813,rozliczenie-straty-podatkowej-i-
ustalenie-odroczonego-podatku.html [28.11.2019]

15. Rozliczenie (odliczenie) straty podatkowej z lat ubieglych. (2019), https://www.e-
pity.pl/rozliczenie-straty-podatkowej/ [02.12.2019]

16. Szopa K. (2019), Rozliczenie straty z lat ubieglych - jakie zmiany od 2019 roku?
https://poradnikprzedsiebiorcy.pl/-rozliczenie-straty-z-lat-ubieglych [28.11.2019]

17. Szulczewski P. (2016), Ulgi i odliczenia. http://www.pit.pl/strata/ [28.11.2019]

18. W jaki sposéb podatnicy CIT mogg rozliczaé straty z kilku lat podatkowych? (2015),
Biuletyn Informacyjny dla Shuzb Ekonomiczno - Finansowych nr 8 (871) z dnia
10.03.2015. http://www.gofin.pl/podatki/17,1,61,186154,w-jaki-sposob-podatnicy-cit-
moga-rozliczac-straty-z-kilku-lat.html [28.11.2019]

19. Ustawa z dnia 29 wrzesénia 1994 r. o rachunkowosci. Dz. U. z 2019 r. poz. 351 z pdzn.
zm.

20. Ustawa z dnia 26 lipca 1991 r. o podatku dochodowym od osob fizycznych, Dz. U.
z 2019 r. poz. 1387 z p6zn. zm.

21. Ustawa z dnia 15 lutego 1992 roku o podatku dochodowym od 0séb prawnych. Dz. U.
72019 r. poz. 865 z pdzn. zm.

Management of tax loss settlement in the enterprise

Abstract

The provisions relating to tax losses allow for the optimization of their settlements. The
purpose of the analyzes in the publication is to present: legal restrictions regarding the
settlement of tax losses, determination and records of deferred income tax from tax loss-
es and presentation of tools used by companies to optimally settle tax losses, within the
limits of tax law. The author presented tools for managing tax losses, such as: selection of
a tax year, reduction of amortization rates, accruals, sale of assets and merger or division
of an enterprise.
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Streszczenie

Celem artykutu jest syntetyczne omodwienie harmonizacji rachunkowosci finansowe;j
z wyeksponowaniem zatozen koncepcyjnych sprawozdawczosci finansowej, co stanowi
punkt wyjscia w rozumieniu szeregu ztozonych aspektéw miedzynarodowej poréwnywal-
nosci sprawozdan finansowych. Rozwazania oparto na studiach literatury przedmiotu,
a takze analizie regulacji prawa bilansowego. Zrdznicowanie systeméw rachunkowosci
w poszczegdlnych krajach $wiata stanowi przyczyne proceséw harmonizacji zasad rachun-
kowosci i standaryzacji praktyk rachunkowosci. Zaréwno harmonizacja, jak i standaryzacja
zasad rachunkowosci oraz sprawozdawczosci finansowej ma na celu uzyskanie porowny-
walnych i przejrzystych informacji zawartych w sprawozdaniach finansowych w réznych
krajach, aby rynki finansowe mogty dziata¢ efektywnie i odpowiednio alokowac zasoby.
W Europie, a wiec takze w Polsce, procesy harmonizacji zachodza gtéwnie pod wptywem
dyrektyw UE oraz MSR/MSSF.

Stowa kluczowe

harmonizacja, standaryzacja, rachunkowo$¢, sprawozdawczo$é¢ finansowa, MSR/MSSF

Wstep

Wraz z nieustannym rozwojem gospodarki oraz jej globalizacjg coraz bardziej
odczuwalnym byt brak porownywalnych i zrozumiatych dla inwestoréw sprawoz-
dan finansowych opartych na miedzynarodowo uzgodnionych koncepcjach i zasa-
dach [Micherda, Swietla, 2013, s. 54-55]. Wedtug J. Blazynskiej ,,Jednym z celow
rachunkowosci migdzynarodowej jest tworzenie rozwigzan o zasiggu globalnym”
[Blazynskia, 2015, s. 105]. Wspotczesnie rachunkowo$é generuje informacje dla
inwestorow, menedzerdw 1 spoteczenstwa, a postgpujaca harmonizacja sprawoz-
dawczosci finansowej stanowi jeden z istotnych instrumentdéw przyspieszenia ob-
rotu kapitalowego oraz obnizenia kosztu pozyskiwania i utrzymywania kapitatu.
Dazenie do zmniejszania réznic miedzy systemami rachunkowos$ci finansowej
w poszukiwaniu globalnych zasad jezyka biznesu jest procesem ztozonym. Stad
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celem artykutu jest syntetyczne oméwienie harmonizacji rachunkowosci finanso-
wej z wyeksponowaniem zatozen koncepcyjnych sprawozdawczosci finansowej,
co stanowi punkt wyjécia w rozumieniu szeregu ztozonych aspektow miedzynaro-
dowej porownywalnos$ci sprawozdan finansowych. Rozwazania oparto na studiach
literatury przedmiotu, a takze analizie regulacji prawa bilansowego.

1. Pojecie harmonizacji rachunkowosci

Od wielu lat rachunkowos¢ jest powszechnie uznawana za jezyk biznesu, ktory
umozliwia porozumiewanie si¢ wszystkim uczestnikom zycia gospodarczego [Sur-
dykowska, 1999, s.32; Jaruga, 2002, s. 1; Walinska, 2007, s. 17; Drumlak 2009,
s. 39]. Postepujace procesy globalizacji gospodarki $wiatowej, rynkéw finanso-
wych, powstawanie korporacji miedzynarodowych, migdzynarodowa wspotpraca
gospodarcza, inwestycje zagraniczne wskazaty na konieczno$é:

1) generowania informacji przez rachunkowos$¢ o zasiggu migdzynarodo-

wym,

2) tworzenia porownywalnych sprawozdan finansowych prezentujacych wia-
rygodne, ujednolicone i zrozumiate dla uczestnikow rynku kapitalowego
informacje ekonomiczne, niezb¢dne przy podejmowaniu decyzji dotycza-
cych alokacji kapitahu.

Procesy migdzynarodowej konwergencji sprawozdawczo$ci finansowej oraz
rewizji finansowej staly si¢ koniecznoscig [Martyniuk, Bojczuk, 2018, s. 167;
Dyhdalewicz, 2013, s. 19; Micherda, Swietla, 2013, s. 55]. Zréznicowanie syste-
moéw rachunkowos$ci w poszezegdlnych krajach §wiata stanowi przyczyne proce-
so6w harmonizacji zasad rachunkowosci i standaryzacji praktyk rachunkowosci.
Ewolucja rozwigzan rachunkowos$ci rozpoczeta w latach 70. XX wieku miata do-
prowadzi¢ do ich ujednolicenia. Podstawowe zasady i zatozenia rachunkowosci
wyksztalcily si¢ w toku jej wielowiekowego rozwoju, historycznego rozwoju. Sys-
tem rachunkowos$ci w kazdym kraju, pozostajac pod wptywem uniwersalnych za-
sad rachunkowosci, jest jednoczesnie ksztaltowany przez otoczenie, w ktérym po-
wstaja ogolnie akceptowane zasady lub akty prawne bezposrednio regulujace sys-
tem rachunkowosci w danym kraju [Surdykowska, 1999, s. 31]. Zasady te r6znig
si¢, w tych warunkach roénie znaczenie poréwnan zasad rachunkowosci w réznych
krajach  oraz harmonizacji zréznicowanych zasad rachunkowosci w $wiecie
w warunkach globalizacji gospodarki §wiatowe;j.

Harmonizacja oznacza proces stopniowego ograniczania dopuszczonych do
stosowania w praktyce rachunkowosci koncepcji, zasad, metod i procedur prowa-
dzacy do ujednolicenia tresci i formy informacji przekazywanych uzytkownikom
sprawozdania finansowego [Gierusz, 2015, s. 20]. Redukowanie roznic i zwigksza-
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nie poréwnywalnosci sprawozdan finansowych migdzy krajami odbywa si¢ po-
przez wprowadzenie standardow, opartych na wspdlnych zatozeniach i koncep-
cjach. Proces ten wynika z potrzeby zwigkszenia czytelnosci sprawozdan finanso-
wych w skali $wiatowej. Jest on procesem trudnym, dtugotrwatym i cigglym, na-
stawionym na dostosowywanie regulacji rachunkowosci i jej instytucjonalnej infra-
struktury do zmieniajacych si¢ warunkoéw gospodarczych i spotecznych [Jaruga,
2002, s. 76].

Standaryzacja oznacza ujednolicenie zasad rachunkowosci gwarantujace mozliwie
najwyzszy stopien porownywalnosci sprawozdan finansowych. Wyraza ona uni-
fikacje, czyli stosowanie ogdlnie akceptowanych rozwigzan, a jej rezultatem jest
ujednolicenie zasad rachunkowosci lub koncentracja na problematyce sprawoz-
dawczoséci finansowej, gwarantujace najlepsza z mozliwych porownywalnosé
sprawozdan finansowych. Miedzynarodowa standaryzacja jest procesem osiggania
jednolitosci i powszechno$ci rozwigzan w zakresie przedmiotu rachunkowo$ci
poprzez ograniczenie wyboru, co prowadzi ostatecznie do przyjgcia tej samej me-
tody rachunkowosci przez przedsigbiorstwa we wszystkich krajach. Roéznice
w sprawozdaniach finansowych stanowig przeszkode w podejmowaniu decyzji
zaréwno dla przedsigbiorstw, ktore poszukuja kapitatu na rynkach migdzynarodo-
wych, jak i dla inwestorow 1 wlascicieli kapitatu, ktorzy podejmujg decyzje go-
spodarcze jak go najlepiej ulokowaé. Sprawozdanie finansowe stanowi bowiem
gtéwne zrodto informacji finansowych.

Standard rachunkowosci oznacza wzorzec lub norm¢, opracowane przez gre-
mia ekspertow w zakresie rachunkowosci: przedstawicieli nauki oraz praktykow,
poprzedzone dlugim okresem badan, szeroko zakrojonych konsultacji ze znacznym
udziatem praktykoéw [Turyna, 2003, s. 19].

Zaroéwno harmonizacja, jak i standaryzacja zasad sprawozdawczo$ci finanso-
wej ma na celu uzyskanie porownywalnych i przejrzystych informacji zawartych
w sprawozdaniach finansowych w réznych krajach, aby rynki finansowe mogty
dziata¢ efektywnie i odpowiednio alokowaé zasoby. Sprawozdania finansowe
przedstawiaja odbiorcom zewngtrznym w sposob przejrzysty rezultaty transakcji i
zdarzen gospodarczych, majacych wpltyw na ocene kondycji finansowej danego
podmiotu gospodarczego. Harmonizacja rachunkowo$ci moze mie¢ wymiar:

— regionalny i dotyczy¢ na przyktad panstw Unii Europejskiej poprzez

wprowadzenie dyrektyw dotyczacych bezposrednio rachunkowosci,

— globalny, realizowany na $wiecie poprzez wykorzystanie Miedzynarodo-
wych Standardow Rachunkowos$ci/Miedzynarodowych — Standardéw
Sprawozdawczosci Finansowej (MSR/MSSF), tworzonych przez Rade
Migdzynarodowych Standardéw Rachunkowosci (RMSR)
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— krajowy, na przyktad w Stanach Zjednoczonych poprzez Ogolnie Akcep-
towane Zasady rachunkowos$ci (Generally Accepted Accounting Princi-
ples — US GAAP) opracowywane przez Rade Standardow Rachunkowos$ci
Finansowej (RSRF).

MSR/MSSF wykorzystywane sa juz w 150 krajach na caltym $wiecie, co sta-
nowi 98,6% $swiatowego PKB wedtug stanu na 2015 rok [Ciecholewska, Gierusz,
2018, s. 32]. Przyjecie MSR/MSSF przez Uni¢ Europejska utatwito swobodny
przeptyw kapitatu pomiedzy podmiotami dziatajacymi w réznych krajach oraz
pozwolito zaoszczedzi¢ czas niezbedny do opracowania wlasnych standardoéw ra-
chunkowos$ci. Wielo$¢ czynnikow majacych wplyw na system regulacji
MSR/MSSF sprawia, ze od lat ulegaja one cigglym zmianom. Na proces zmian
zasadniczy wptyw maja [Frendzel, Igantowski, Kabalski, 2012, s. 8-9]:

— zmiany w otoczeniu gospodarczym i spotecznym podmiotow gospodar-

czych,

— dazenie do uczynienia z MSR/MSSF systemu globalnych standardow ra-
chunkowosci, co pociaga za soba koniczno$¢ wspolpracy z liczacymi sig
na $wiecie regulatorami sprawozdawczos$ci finansowe;j,

— dazenie do zwigkszenia jakosci MSR/MSSF przez poddawanie ich okre-
sowym przeglagdom, dokonywanym po okresie ich przyjecia.

Zdaniem A. Kameli-Sowinskiej integracja rachunkowosci w krajach UE jest
powodem wielu dylematow. Podstawowe dylematy integracji to upolitycznienie
rachunkowosci, zmiany kierunku relacji miedzy praktyka i teorig rachunkowosci,
odbiorcy sprawozdania finansowego, braku podstaw teoretycznych tworzenia dy-
rektyw i standardow, przechodzenia od ekonomii pozytywnej do ekonomii norma-
tywnej w rachunkowosci, norm prawnych rachunkowosci i legitymizacji tworcow
standardow rachunkowosci [Kamela-Sowinska, 2013, s. 21].

2. Jednostki zobligowane do sporzadzania sprawozdan finansowych
zgodnie z MSSF/MSR

W Europie procesy harmonizacji zachodza gléwnie pod wptywem dyrektyw UE
oraz MSR/MSSF. Parlament Europejski oraz Rada Unii Europejskiej rozporzadze-
niem nr 1606/2002 Parlamentu Europejskiego i Rady UE, zobligowata kraje czton-
kowskie do wprowadzenia MSR/MSSF od 1 stycznia 2005 roku jako podstawy do
sporzadzania skonsolidowanych sprawozdan finansowych emitentdw papierow
warto$ciowych dopuszczonych do publicznego obrotu oraz bankéw. Wymog ten
znalazt si¢ w przepisach dotyczacych rachunkowos$ci. W przypadku Polski, jako
cztonka UE, MSR/MSSF obowigzkowo stosuje si¢ do skonsolidowanych sprawoz-
dan finansowych emitentow papierow wartosciowych dopuszczonych do obrotu na
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jednym z rynkéw regulowanych Europejskiego Obszaru Gospodarczego (kraje UE
oraz trzy kraje Europejskiego Stowarzyszenia Wolnego Handlu: Norwegia, Liech-
tenstein, Islandia) oraz skonsolidowanych sprawozdan finansowych bankow
[Ustawa o Rachunkowosci, (UoR) art. 55 ust. 5]. Jednocze$nie rozporzadzenie dato
krajom cztonkowskim UE mozliwo$¢ rozszerzenia wymagan takze na inne jed-
nostki, a takze na jednostkowe sprawozdania finansowe spotek, ktorych akcje i/lub
inne instrumenty sa przedmiotem publicznego obrotu gieldowego.

W Polsce, MSR/MSSF dobrowolnie moga mie¢ zastosowanie np. do sprawoz-
dan finansowych emitentow papierow wartosciowych zamierzajacych ubiegac sie
lub ubiegajacych si¢ o ich dopuszczenie do obrotu na jednym z rynkow regulowa-
nych Europejskiego Obszaru Gospodarczego [UoR, art. 45 ust. 1a], sprawozdan
finansowych jednostek wchodzacych w sktad grupy kapitatowej, w ktorej jednost-
ka dominujaca wyzszego szczebla sporzadza skonsolidowane sprawozdanie finan-
sowe zgodnie z MSR/MSSF [UoR, art. 45 ust 1b]. Decyzje w sprawie sporzadza-
nia sprawozdan finansowych jednostki, a takze zaprzestania ich sporzadzania
zgodnie z MSR/MSSF, podejmuje organ zatwierdzajacy jednostki dominujacej
[UoR, art. 55 ust 5, 6, 7, 8, 9, 10].

Jednostki, ktore stosujg MSR/MSSF zarowno obowigzkowo, jak i dobrowolnie,
w zakresie pozostatych zagadnien nieuregulowanych przez MSR/MSSF wykorzy-
stuja przepisy UoR oraz przepisy wykonawcze wydane na jej podstawie (art. 2, ust.
3). Standardy rachunkowos$ci/sprawozdawczosci finansowej obejmujg przedmio-
towo pozycja po pozycji zagadnienia dotyczace uznania, pomiaru i prezentacji w
sprawozdaniach finansowych ich wyr6znionych sktadnikéw oraz wykazywanie
informacji dodatkowych w notach i obja$nieniach, nie ma natomiast na przyktad
miejsca na zasady ewidencji ksiggowej, inwentaryzacje czy tez dokumenty ksig-
gowe [Jaruga, 2002, s. 6]. W najblizszych latach postepowaé bedzie dalej proces
konwergencji polskiej rachunkowosci z rozwigzaniami w skali migdzynarodowej,
w szczegolnosci z krajami UE w kierunku ograniczania sprzecznych rozwigzan.

3. Ramy konceptualne sprawozdan finansowych - zatozenia ogdlne

»~Zatozenia  koncepcyjne  sprawozdawczo$ci  finansowej”  uzupelniaja
MSSF/MSR. Jako regulacje o charakterze ogoélnym, zatwierdzone przez Radg
MSR (IASB) przedstawiaja one koncepcje, ktore lezag u podstaw sporzgdzania
i prezentacji sprawozdan finansowych dla potrzeb uzytkownikow z zewnatrz. Sta-
nowia ,.globalng konstytucje” sprawozdawczosci finansowej [Swietla, 2008, s. 41;
Kedzir, Grabinski, 2011, s. 57]. Nie stanowig one MSR/MSSF, nie rozstrzygaja
réwniez poszczegoélnych zagadnien w sposob szczegdlowy, stad formalnie nie mo-
ga by¢ zatwierdzone przez UE na mocy rozporzadzenia. Nie sa tez nadrzgdne
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w stosunku do zadnego MSSF. Zatozenia formutujg fundamentalne zasady doty-
czace sprawozdan finansowych wszystkich przedsigbiorstw (jednostkowych
i skonsolidowanych, przedsigbiorstw produkcyjnych, handlowych, i innych). Ramy
konceptualne jako teoretyczna podstawa rachunkowosci finansowej stanowig upo-
rzagdkowang struktur¢ pojeciowa [Kabalski, 2009, s. 77]. W ujeciu ogdlnym sa
zestawem powszechnie akceptowanych zasad teoretycznych, ktore tworza ramy
odniesienia dla szczegélowych obszaréw problemowych poszczegodlnych standar-
dow. W razie sprzeczno$ci miedzy ,,Zatozeniami koncepcyjnymi” a MSR/MSSF,
wymogi MSR/MSSF sa nadrzedne. Rysunek 1 przedstawia role zalozen koncep-
cyjnych jako fundamentu MSR/MSSF.

ZALOZENIA KONCEPCYJNE:
Cele, fundamentalne zatozenia i cechy jakosciowe, definicje, koncepcje
kapitatu i zachowania kapitatu

!

MSR 1 Prezentacja sprawozdan finansowych:
Ogolne zasady przygotowywania i prezentacji sprawozdan finansowych,
zakres, minimalna zawarto$¢ sprawozdan finansowych

'

Pozostale MSR/MSSF:
Szczegdtowe zasady uznawania, pomiaru, ujawniania poszczegdlnych trans-
akcji i zdarzen

!

Interpretacje MSR/MSSF:
Wskazoéwki majace zapewni¢ poprawne zastosowanie zasad okreslonych
w poszczegdlnych MSR/MSSF

Rys. 1. Rola ,,Zatozen koncepcyjnych sprawozdawczosci finansowej” jako fundamentu MSR/MSSF

Zrédto: opracowanie wtasne.
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Zatozenia koncepcyjne obejmuja:

1) cele sprawozdawczos$ci finansowej,

2) cechy jako$ciowe stanowigce o uzytecznych informacjach finansowych,

3) definicje, yymowanie i wycen¢ poszczegolnych sktadnikoéw tworzacych
sprawozdania finansowe,

4) koncepcje kapitatu i zachowania kapitatu jakie nalezy stosowac przy usta-
laniu wartosci poszczegdlnych pozycji sprawozdan finansowych.

Celem sprawozdan finansowych ogdlnego przeznaczenia jest dostarczenie in-
formacji finansowych na temat jednostki sprawozdawczej uzytecznych dla obec-
nych i potencjalnych inwestorow kapitalowych, pozyczkodawcow i innych wie-
rzycieli przy podejmowaniu przez nich decyzji, ktore leza w ich gestii jako dostar-
czycieli kapitatu [Kabalski, 2009, s. 63; Btazynska, 2015, s. 69; Dyhdalewicz,
Gminska 2018, 5.122]. Cel ten ma podwojny wymiar:

1) uzytecznos$¢ (przydatno$é) dla oceny zdolno$ci jednostki do generowania
srodkow pienigznych przez odbiorcoOw zewngetrznych informacji o charak-
terze historycznym (retrospektywnym) prezentowanych w sprawozdaw-
czo$ci finansowej ogdlnego przeznaczenia,

2) sprawowanie przez kierownictwo jednostki funkcji powierniczych, obo-
wigzkiem kierownictwa jednostki jest ochrona powierzonego kapitatu oraz
efektywne i zyskowne ich wykorzystanie.

Komunikowanie z inwestorami odbywa si¢ za pomocg sprawozdan finanso-
wych. Zawarte w nich informacje finansowe sg uzyteczne przy podejmowaniu
decyzji ekonomicznych dla wielu uzytkownikéw zewngtrznych i wewnetrznych
(zwanych interesariuszami). Grupg gtownych uzytkownikow sprawozdawczosci
finansowej stanowig obecni i potencjalni inwestorzy, pozyczkodawcy i inni wie-
rzyciele. Raporty finansowe powinny skupia¢ si¢ na ich potrzebach. Pomimo duzej
réznorodnos$ci interesariuszy, przyjmuje si¢, ze jezeli prezentowane informacje
spetniajg oczekiwania inwestoréow kapitatu (gtownych uzytkownikow), to beda
rowniez prawdopodobnie spetnia¢ potrzeby pozostatych interesariuszy. W zwigzku
z powyzszym podejmowane na podstawie informacji ze sprawozdawczosci finan-
sowej decyzje dostarczycieli kapitatu dotyczg na przyktad tego, czy i kiedy kupi¢,
czy utrzymac czy zby¢ inwestycjg, jak chroni¢ i zwigkszaé zasoby, czy zmieni¢
zarzad jednostki, poziom ich wynagrodzenia.

Wedlug zatozen koncepcyjnych MSR/MSSF jedynym zalozeniem sporzadza-
nia sprawozdan finansowych jest zasada kontynuacji dziatalno$ci. Dawniej byla
takze druga zasada, tj. zasada memoriatu. Dzisiaj nie traktuje sie tej zasady jako
zatozenia, wskazuje si¢ ja w definiowaniu celu sprawozdan finansowych. Zasada ta
wprowadza domniemanie, ze jednostka bedzie dziatata w dajacej si¢ przewidzie¢
przysztosci w niezmniejszonym istotnie zakresie, bez postawienia jej w stan likwi-
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dacji lub upadiosci, braku zamiaru kierownictwa lub przymusu postawienia jed-
nostki w stan likwidacji lub upadtosci. Ustalajagc zdolnos¢ jednostki do kontynuo-
wania dziatalnosci, kierownik jednostki jest zobowigzany do uwzglednienia
wszystkich informacji dostepnych na dzien sporzadzenia sprawozdania finansowe-
go, dotyczacych dajacej si¢ przewidzie¢ przysztosci, obejmujacej okres nie krotszy
niz jeden rok od dnia bilansowego [Micherda, Swietla, 2013, s. 32].

Zasada kontynuacji dziatania to fundamentalny postulat, determinujacy zasady
wyceny i inne metody stosowane przy sporzadzaniu sprawozdan finansowych.
Tylko spetnienie tego zalozenia pozwala uzytkownikowi na dokonywanie analiz
1 oceny dokonan oraz sytuacji finansowej podmiotu gospodarczego. Odejscie do tej
zasady nalezy ujawnic. Jezeli zamierza lub musi to zrobi¢, powoduje to zmiany
w wycenie aktywow 1 pasywow, rzutuje na wyniki finansowe w danym okresie
1 zmienia podej$cie inwestora do podejmowania decyzji.

4. Aparat pojeciowy w ramach Zatozen koncepcyjnych sprawozdawczo-
sci finansowej

Ramy koncepcyjne MSR/MSSF definiujg podstawowe kategorie finansowe.
Tabela 1 przedstawia ich definicje. Nalezy podkresli¢, ze fundamentalng kwestia
jest postrzeganie podstawowych definicji elementéw sprawozdan finansowych
przez pryzmat korzysci ekonomicznych wptywajacych Iub wyplywajacych
z przedsigbiorstwa. Ramy koncepcyjne wyraznie odrdzniaja definicje poje¢ od
kryteridéw ich uznawania. Mozliwo$¢ wiarygodnego pomiaru wartosci danej pozy-
cji jest jednym z dwoch warunkéw jej uznawania w sprawozdaniach finansowych.
Drugim warunkiem jest prawdopodobienstwo, ze jednostka osiggnie jakiekolwiek
przyszte korzysci ekonomiczne zwigzane z ta pozycja lub Ze nastapi ich wyptyw
z jednostki.
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Tab. 1. Podstawowe kategorie finansowe

Sprawozdania Kategoria finansowa Definicja
finansowe
Aktywa Sktadnik aktywow to zaséb kontrolowany przez
Sktadniki bezpo- jednostke, w wyniku zdarzen przesztych, z ktére-
Srednio zwigzane go, wedtug przewidywan, jednostka osiggnie w
z ustalaniem sytua- przysztosci korzysci ekonomiczne
cji finansowe;j
jednostki Zobowigzania Zobowigzania to obecny obowiazek jednostki

powstaty w wyniku zdarzen z przesztosci, ktérego
wypetnienie, wedtug przewidywan , spowoduje
wyptyw z jednostki zasobdw zawierajgcych ko-
rzysci ekonomiczne

Kapitat wtasny Kapitat wtasny to udziat w aktywach jednostki
pozostaty po odjeciu wszystkich zobowigzan.
Roznica ta okreslana jest jako aktywa netto

Dochody Dochody to zwiekszenia korzysci ekonomicznych
Sktadnikami bezpo- w ciggu okresu obrotowego w formie uzyskania
$rednio zwigzane z lub zwiekszenia aktywow albo zmniejszenia
ustalaniem wyniku zobowigzan, powodujgce przyrost kapitatu wta-
finansowego snego, inny niz przyrost zwigzany z wptatami

udziatowcow

Koszty Koszty to zmniejszenia korzysci ekonomicznych
w trakcie okresu w formie rozchodu lub zmniej-
szenia aktywow albo powstania zobowigzan,
powodujace zmniejszenie kapitatu wtasnego,
inne niz zmniejszenie zwigzane z podziatem
kapitatu wtasnego na rzecz wiascicieli

Zrédto: Opracowanie wiasne na podstawie: Miedzynarodowe Standardy Sprawozdawczoéci Finan-
sowej, Cze$¢ A Zatozenia koncepcyjne i wymogi (2011), SKwP, IFRS, Warszawa, Londyn.

Podsumowanie

Proces globalizacji niesie za soba nowe wyzwania i zagrozenia. Zdaniem
J. Gierusza [2015, s. 28-29] harmonizacja jest procesem przynoszacym wiele ko-
rzy$ci. MSR/MSSF zostaty ukierunkowane na potrzeby inwestora kapitatu. Dzigki
poréwnywalnym sprawozdaniom finansowym nastepuje wzmocnienie funkcji alo-
kacyjnej rynkow kapitatowych, wzrost zaufania inwestoré6w do sprawozdan finan-
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sowych, rozszerzenie mozliwosci pozyskania kapitatu pozyczkowego, obnizenie
kosztow funkcjonowania korporacji migdzynarodowych, czy tez budowa podstaw
do oceny dokonan jednostki gospodarczej. Kraje, ktore tworza prawo bilansowe
niemal od podstaw, dysponujg wzorcem dla przygotowania krajowych regulacji
rachunkowosci. Do zjawisk negatywnych J. Gierusz zalicza miedzy innymi wye-
liminowanie poréwnywalno$ci sprawozdan finansowych na poziomie krajowym
oraz monopol RMSR i RSRF na tworzenie standardow.

Zatozenia koncepcyjne sprawozdawczosci finansowej wspomagaja uzytkow-
nikow sprawozdan finansowych w interpretacji informacji w nich zawartych. Przy-
jecie MSR/MSSF jako podstawy harmonizacji rachunkowos$ci oznacza przyjecie
modelu anglosaskiego. To z kolei oznacza zastosowanie bilansowego modelu wy-
ceny w wartosci godziwej i konieczno$¢ radzenia ze zmienno$cia prezentowanych
wynikéw finansowych. Harmonizacja rachunkowosci i sprawozdawczosci finan-
sowe] prowadzona przez UE to wazne osiggni¢cie w rachunkowosci europejskiej
ukierunkowane na opis przysztosci ekonomicznej jednostki gospodarczej. Warto
jednak zastanowi¢ si¢ nad odpowiedzig na pytanie, czy krajowa czy migdzynaro-
dowa rachunkowos$¢ takze jest potrzebna dla matych przedsiebiorstw? Moze
wkrotce MSR/MSSF stang sie w praktyce wyzwaniem dla wszystkich przedsie-
biorstw, takze srednich i matych.
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Accounting harmonization — selected issues

Abstract

The purpose of the article is to discuss synthetic harmonization of financial accounting and
highlight conceptual financial reporting assumptions, which is a starting point in under-
standing a number of complex aspects of international comparability of financial state-
ments. The considerations were based on the literature studies on the subject, as well as
analysis of balance sheet law regulations.

The diversity of accounting systems in individual countries of the world is the reason for
the processes of harmonizing accounting principles and standardizing accounting practic-
es. Both the harmonization and standardization of accounting principles and financial
reporting aims to obtain comparable and transparent information contained in financial
statements in various countries so that financial markets can operate efficiently and allo-
cate resources appropriately. In Europe, and therefore also in Poland, harmonization pro-
cesses occur mainly under the influence of EU directives and IAS / IFRS.

Keywords

harmonization, standardization, accounting, financial reporting, IAS / IFRS

Akademia Zarzadzania — 4(1)/2020 65



Ocena optacalnosci inwestowania w fundusze
inwestycyjne w porodwnaniu z innymi wybranymi formami
inwestowania dostepnymi dla studentow

Kamila Fajecka
Politechnika Biatostocka, Wydziat Inzynierii Zarzadzania

e-mail: kamila.fajeckal995@gmail.com

Streszczenie

W dzisiejszych czasach posiadanie i odkfadanie pieniedzy na relatywnie nisko oprocento-
wanych rachunkach bankowych, lokatach lub obligacjach skarbowych oraz utrzymywanie
ich w postaci gotowki powoduje, iz osiggnieta stopa zwrotu czesto jest nizsza od poziomu
inflacji. Istotg inwestowania jest uzyskanie takich stép zwrotu, ktore przy akceptowalnym
poziomie ponoszonego ryzyka oraz okreslonym okresie inwestycji, przyniosg satysfakcjo-
nujace rezultaty. Artykut podejmuje probe oceny optacalnosci inwestowania w fundusze
inwestycyjne w 2018 r. w zestawieniu z innymi najbardziej popularnymi formami inwe-
stowania, tj. lokatami bankowymi oraz obligacjami skarbowymi.

Stowa kluczowe

inwestycje, fundusze inwestycyjne, stopa zwrotu z inwestycji

Wstep

Pienigdze, ktore sa ulokowane na nisko oprocentowanym koncie — nie tylko
nie przynosza zyskow ich wiascicielom, ale takze traca na wartosci. Skuteczna
inwestycja to taka, ktéra nie tylko chroni kapitat przed skutkami inflacji, ale i po-
zwala go pomnozy¢ w sposob satysfakcjonujacy dla inwestora. Na rynku dostep-
nych jest wiele mozliwos$ci inwestowania — wazne, aby znalez¢ forme¢ odpowiednia
do posiadanych srodkow pieni¢znych oraz preferencji inwestycyjnych. Celem ar-
tykulu jest ocena wybranych form oszczedzania z punktu widzenia osiagnigtych
stop zwrotu w 2018 r. Podstawowym kryterium doboru wybranych form inwesto-
wania w badaniu byta mozliwos$¢ ich zakupu przez studentow.
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1. Fundusze inwestycyjne

Inwestowanie jest jedng z podstawowych dziatalnosci w zyciu gospodarczym
cztowieka. W gospodarce rynkowej inwestycje to niezbedny warunek rozwoju tej
gospodarki [Jajuga, 2008, s. 9]. Ze wzgledu na to, ze inwestycje dotyczg szerokie-
go obszaru form dziatalnos$ci gospodarczej, nie mozna jednoznacznie ich zdefinio-
waé. Stowo inwestycja wywodzi si¢ z taciny — investire i oznacza: odziewaé, przy-
krywa¢, otacza¢ [Nowak i Zalega 2015, s. 159].

W. Rogowski wyroznia dwa nurty definiujace pojecie inwestycji:

* nurt monetarny (finansowy — ptatniczy) — ujmuje on inwestycje wylacznie
jako ruch pieniadza, a wigc nie jest w tym ujeciu brane pod uwage mate-
rialne znaczenie inwestycji; przeptyw wpltywow oraz wydatkow,

* nurt rzeczowy (majatkowy) — analizuje inwestycje tylko jako ruch dobr,
dziatania inwestycyjne sa szczeg6lnie ukierunkowane na uzyskanie korzy-
$ci materialnych [Rogowski, 2016, s. 21-25].

Inwestycje to strumien platnosci, ktory zaczyna si¢ od wydatkow. W tym rozumie-
niu ktadziony jest nacisk na naktad, identyfikujac inwestycje z wydawaniem pie-
niedzy [Schneider za: Rogowski, 2016, s. 24].

Wedtug Encyklopedii PWN inwestycje to naktady ponoszone w celu stworze-
nia nowego lub zwickszenia istniejgcego majatku, ktory w przysztosci zaowocuje
zwigkszonym strumieniem dobr i ustug [Wielka Encyklopedia PWN, 2002, s. 206].
Leksykon PWN inwestycje okre$la jako naktady gospodarcze, ktorych celem jest
stworzenie nowych lub powiekszenie juz istniejacych srodkow trwatych [Leksykon
PWN, 2004, s. 466]. Nowy leksykon ekonomiczny definiuje inwestycje jako trwate
lokaty jednostek gospodarczych w majatek rzeczowy lub finansowy [Ortowski,
1998, s. 196].

Wedtug Ustawy o rachunkowosci inwestycje to aktywa posiadane przez jed-
nostke w celu osiggniecia z nich korzysci ekonomicznych wynikajacych z przyro-
stu wartosci tych aktywow, uzyskania przychodow w formie odsetek, dywidend
(udziatéw w zyskach) lub innych pozytkéw, w tym réwniez z transakcji handlo-
wej, a w szczegblnosci aktywa finansowe oraz te nieruchomosci i warto$ci niema-
terialne 1 prawne, ktore nie sg uzytkowane przez jednostke, lecz sa posiadane przez
nig w celu osiggnigcia tych korzysci [Ustawa o rachunkowosci, art. 3].

Jedna z najbardziej znanych definicji zostata podana w 1965r. przez J. Hir-
schleifera, wedlug ktorego inwestycja jest, w istocie, biezacym wyrzeczeniem dla
przysztych korzysci. Ale terazniejszos¢ jest wzglednie dobrze znana, natomiast
przyszto$¢ to zawsze tajemnica. Przeto inwestycja jest wyrzeczeniem si¢ pewnego
dla niepewnej korzysci [Nowak i Zalega, 2015, s. 159].
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J. Rézanski stwierdza, iz poprzez inwestycje rozumie si¢ najczesciej wydatek
pieniezny, ktéry ma przynies¢ dochod temu, ktory podejmuje inwestycje, a wige
inwestorowi (aspekt finansowy), badz tez proces, w ktorym nastgpuje przeksztal-
cenie $rodkow pienieznych w inne dobra (aspekt rzeczowy) [Rozanski, 2006,
S. 13]. Z tej definicji mozna zatozy¢, iz podstawowym celem inwestycji jest 0sig-
ganie korzysci dla akcjonariuszy.

N. G. Mankiw i M.P. Taylor usci$laja, ze inwestycje to wydatki na zakup ma-
szyn i urzadzen, budynkow i budowli, a takze na zakup nowych mieszkan i do-
mow przez gospodarstwa domowe [Mankiw i Taylor, 2016, s. 4]. Podobng defini-
cj¢ formutuje M. Szczepaniec. Inwestycje sg to wydatki przedsigbiorstw na dobra
trwate (budynki, urzadzenia i $rodki transportu), a takze wydatki gospodarstw do-
mowych na zakup lub budowg¢ doméw i mieszkan [Szczepaniec, 2014, s. 57].
E. Kwiatkowski i R. Milewski konkluduja, iz inwestycje to powigkszenie lub
utrzymywanie na dotychczasowym poziomie zasobu kapitatu w postaci maszyn,
urzadzen, budynkow i infrastruktury technicznej [Kwiatkowski i Milewski, 2002,
S. 236]. Inwestycje sa nie tylko alternatywa na zwigkszanie majatku, ale takze
sktadnikiem rozwoju gospodarczego. K. Jajuga i T. Jajuga stwierdzaja, ze inwe-
stowanie to jedna z podstawowych dziatalnosci cztowieka w dziedzinie ekonomii.
W gospodarce rynkowej inwestycje sa koniecznym warunkiem rozwoju [Jajuga
i Jajuga, 2002, s. 7].

Inwestycje mozna analizowa¢ w ujeciu mikroekonomicznym i makroekono-
micznym. Wedlug pierwszego podejscia, inwestycje sa to wszelakie koszty przed-
siebiorstwa poniesione na dobra takie, ktore postuza jednostce na produkcje kolej-
nych dobr oraz ustug. W ujeciu makroekonomii, inwestycje sa sktadnikiem wydat-
kéw oraz doprowadzaja do gromadzenia kapitalu [Gotabeska, 2018, s.12]. Idea
inwestowania jest uzyskiwanie korzysci przez inwestorow. Inwestycja w ekonomii
oznacza przedsigwzigcia gospodarcze, ktorych podstawowym celem jest stworze-
nie nowych doébr lub zwigkszenie w przysztosci juz istniejacych [Nowak i Zalega,
2015, s. 159; Korzeb, 2017, s.10].

W przypadku gospodarstw domowych oraz podmiotéw gospodarczych jedny-
mi z najistotniejszych form inwestycji sa inwestycje finansowe, do ktorych sg zali-
czane fundusze inwestycyjne.

Fundusze inwestycyjne to:

* instytucje finansowe, ktorych dziatalno$¢ polega na gromadzeniu rozpro-
szonych kapitalow roznych inwestorow (uczestnikow funduszy) w celu ich
dalszej alokacji, pozwalajacej wtascicielom tych srodkow osiggac korzysci
finansow [Gabryelczyk, 2006, s.9],
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* instytucje finansowe, ktore lokuja powierzone sobie pienigdze w przed-
sigwzigcia majgce przynie$¢ zysk, przede wszystkim na rynkach finanso-
wych [Tarczynski, 2002, s.45],

+ okreslone aktywa finansowe powstale z wptat oszczgdzajacych (uczestni-
kéw funduszu), ktérzy uznaja, ze powierzenie funduszowi pieniedzy —
wspottworzenie funduszu z innymi jego uczestnikami — bgdzie dla nich ko-
rzystne [Rogala, 2006, s. 25].

Proces realizacji funduszu inwestycyjnego, zwanego takze ideg wspdlnego in-

westowania przedstawia Rysunek 1.

Inwestor x;
Inwestor x; Kapitat Aktywa
pieniezny funduszu
Inwestor X, Fundusz wspdlnego Rynek
inwestowania finansowy
Inwestor x, Tytuty uczestnictwa Instrumenty rynku
funduszu finansowego
inwestycyjnego

Inwestor Xs

1

|

1
Inwestor xs

Rys. 1. Proces realizacji idei wspdlnego inwestowania

Zrédto: Perez K., Fundusze inwestycyjne, Oficyna a Wolters Kluwer business, Warszawa 2012, s. 18.

Fundusze inwestycyjne poprzez taczenie srodkow finansowych wielu inwesto-
row majg wigksze mozliwosci inwestycyjne. Dodatkowo funduszami zarzadzaja
wykwalifikowani specjalisci, ktorych gtdwnym celem jest stworzenie takiego port-
fela inwestycyjnego i obranie takiej strategii inwestycyjnej, ktora bedzie jak naj-
bardziej korzystna, zarowno z punktu widzenia inwestorow jak, i towarzystwa
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funduszy inwestycyjnych (TFI). Jedna z gtéwnych zalet funduszy inwestycyjnych
jest dywersyfikacja portfela inwestycyjnego przez co ryzyko zwiazane z dang in-
westycja jest relatywnie nizsze.

Fundusze inwestycyjne pehig rol¢ posrednika pomigdzy podmiotami, ktore
posiadaja kapital, a tymi ktore go potrzebuja. Posrednicza w uzyskiwaniu i dostar-
czaniu kapitatu dla réznych oséb fizycznych i podmiotéw gospodarczych. Dodat-
kowo sprzyjaja efektywnej alokacji srodkow pienieznych pomig¢dzy réznymi seg-
mentami rynku finansowego oraz czg¢$ciami gospodarki, co przektada si¢ na roz-
woj najbardziej dochodowych jej dziedzin.

Wazng cechg inwestycji w fundusze inwestycyjne jest natomiast przestrzega-
nie kilku waznych zasad przez inwestoréw. Fundusze inwestycyjne skierowane sa
do osdb, ktore posiadaja nadwyzki finansowe oraz tych, ktére oczekuja wyzszych
zyskow niz na lokacie bankowej. Kluczowym elementem inwestowania w fundu-
sze inwestycyjne jest swiadomos¢ ponoszonego ryzyka. Dlatego niezbedna jest
przynajmniej podstawowa wiedza na temat tego, na czym polega istota inwesto-
wania na rynku kapitatowym. Pomimo tego, ze zarzadzane sg przez wykwalifiko-
wanych specjalistow, nie daje to gwarancji zysku. Nikt nie jest w stanie przewi-
dzie¢ tego, jak bedzie ksztaltowat si¢ rynek kapitalowy i jakie wydarzenia beda
miaty miejsce w przysztosci.

Czgsto spotykane jest okreslenie funduszu jako ,bezpiecznej” formy inwesto-
wania. Nie nalezy przez to rozumie¢, Ze nie przynosza one strat inwestorom, lecz
to, ze TFI muszg przestrzegac regulacji dotyczacych zasad ich funkcjonowania,
a takze podlegaja nadzorowi Komisji Nadzoru Finansowego. Niewlasciwe jest
jednak okreslenie, ze sa one wolne od ryzyka.

Przed podjeciem decyzji o ulokowaniu srodkoéw pienigznych w funduszach
inwestycyjnych inwestor powinien jasno okresli¢, jakie cele chce osiagna¢ oraz to,
jakie ryzyko jest w stanie zaakceptowaé. Jest to niezbedne przy wyborze produk-
tow, ktore bedg dopasowane do celow inwestycji oraz horyzontu czasowego. Waz-
nym jest rowniez to, aby zapoznac si¢ z profilem funduszu, jego dotychczasowymi
wynikami, strategia zarzadzania, aktualng oferta czy pobieranymi optatami. Do-
datkowo nalezy rozwazy¢ dywersyfikacj¢ portfela aktywoéw poprzez zakup roz-
nych rodzajow funduszy. Nie nalezy takze sugerowac si¢ danymi historycznymi,
gdyz czgsto rynki finansowe sg bardzo nieprzewidywalne i nawet wiele lat dobrych
wynikow nie moze da¢ pewnosci tego, ze i w danym momencie dobra koniunktura
si¢ utrzyma. Nie powinno si¢ wigc wpada¢ w tzw. pulapke euforii, polegajaca na
inwestycjach w fundusze, ktore osiagnety ponadprzecigtne stopy zwrotu w ostat-
nich dwoch — trzech latach. Niewskazanym jest rowniez podejmowanie pochop-
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nych decyzji i umarzanie jednostek uczestnictwa podczas ztej koniunktury w wy-
niku obawy o utrate srodkow.

Przy lokowaniu oszczednosci w fundusze inwestycyjne warto rozwazy¢ rozne
dostepne strategie dopasowujace portfel do zmieniajacych si¢ warunkdéw rynko-
wych i sytuacji inwestora. Jednym z powszechnych i tatwych sposobow jest me-
toda usredniania cen. Polega ona na tym, ze zamiast inwestowa¢ caty posiadany
kapitat jednorazowo — lepiej jest robi¢ to za pomocg mniejszych kwot, cyklicznie
i systematycznie w pewnych odstepach czasowych. Dzigki inwestowaniu w dtuz-
szym horyzoncie czasowym, inwestor lokujgc $rodki w réznych momentach, ma
mniejszg szans¢ na utracenie catego kapitalu wtedy, gdy sytuacja na rynku jest
staba oraz wigksza szans¢ na to, ze doczeka momentu, w ktéorym koniunktura ryn-
ku ulegnie poprawie.

Inng strategia inwestycyjng jest podzial kapitalu na dwie czeg$ci. Jedna czgsé
jest ulokowana na bezpiecznej lokacie czy w obligacjach, a druga w fundusze in-
westycyjne lub akcje. Wazne jest to, aby inwestowaé $rodki w taki sposob, aby
mie¢ swiadomo$¢ konsekwencji ponoszonego ryzyka.

Tymczasem wiedza finansowa Polakow jest niestety niewystarczajaca, o czym
moze $§wiadczy¢ relatywnie duza populacja oso6b posiadajacych zadluzenie prze-
terminowane [https://media.bik.pl/publikacje/read/444886/infodlug-indeks-zalegly
ch-platnosci-polakow-czerwiec-2019, 29.06.2019] oraz znajdujacych si¢ w tzw.
grupie wykluczonych finansowo. Wedlug badania przeprowadzonego w marcu
2019 r. ,,Poziom wiedzy finansowej Polakow 2019” przeprowadzonego na zlecenie
Warszawskiego Instytutu Bankowosci i Fundacji Gietdy Papierow Wartosciowych
w Warszawie, prawie polowa Polakow deklaruje, ze ich wiedza o finansach jest
mala lub bardzo mata [https://ceo.com.pl/wyniki-badania-poziom-wiedzy-
finansowej-polakow-2019, 29.06.2019]. Stanowi to ogromne wyzwanie, takze
przed TFI, w zakresie edukacji migdzy innymi analizowanej w pracy grupy mto-
dych ludzi.

Do poprawy sytuacji na polskim rynku finansowym moze przyczyni¢ si¢ wej-
scie w zycie dyrektywy MIFID II dotyczacej dystrybucji produktow finansowych.
Ma ona na celu przede wszystkim zapewnienie ochrony klientom i przejrzystosci
dziatan firm inwestycyjnych. Dodatkowo w najblizszym czasie ma pojawic si¢
nowy sposob oszczedzania - pracownicze programy kapitalowe — PPK. Beda one
obstugiwane przez Towarzystwa Funduszy Inwestycyjnych. Srodki pochodzace ze
sktadek spotecznych beda przekazywane wybranej jednostce, ktorej zadaniem
bedzie zarzadzanie powierzonym kapitatem i inwestowanie na rynku finansowym.
Jest to rodzaj dtugoterminowego oszczedzania, ktory powinien przyczyni¢ si¢ do
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zwigkszenia atrakcyjno$ci rynku kapitatowego w Polsce, a tym samym wptyna¢ na
wyceng spotek na Gietdzie Papierow Wartosciowych w Warszawie.

Reasumujac, fundusze inwestycyjne stanowig inwestycje, ktora musi by¢ do-
stosowana do §wiadomosci inwestora i jego sktonnosci do ponoszonego ryzyka.
W przypadku przestrzegania pewnych zasad moga one zapewnia¢ satysfakcjonuja-
ce stopy zwrotu, zwlaszcza w dlugoterminowej perspektywie.

2. Polski rynek funduszy inwestycyjnych

Na polskim rynku kapitatlowym mozna spotkac si¢ z r6znymi rodzajami fundu-
szy inwestycyjnych. Rysunek 2 przedstawia mozliwos$ci oferowane klientom.

Rodzaje funduszy inwestycyjnych

otwarte inwestycyjne otwarte zamknigte

|
|
|
|
:
| Fundusze inwestycyjne Specjalistyczne fundusze Fundusze inwestycyjne
:
|
|
|
|

“““ R A A AR AR

Fundusze Fundusze inwestycyjne ) .
. ) i ) Fundusze inwestycyjne Fundusze
inwestycyjne gotéwkowe i rynku ) . ) .
: o mieszane (hybrydowe) inwestycyjne akcji
dtuzne pienieznego

Rys. 2. Rodzaje i typy funduszy inwestycyjnych

Zrédto: D. Dawidowicz, Fundusze inwestycyjne, CeDeWu.pl, Warszawa 2009, s. 13.

Polski rynek finansowy podlega cigglemu rozwojowi. Rowniez rynek funduszy
inwestycyjnych stale rosnie. Tabela 1 przedstawia liczbe TFI na przestrzeni lat
2004-2017, liczbe funduszy wraz z podzialem na poszczegdlne typy.
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Tab. 1. llosciowa struktura rynku funduszy inwestycyjnych w Polsce

w tym
Towarzy- Fundusze
stwa fundu- | . -
Rok . inwesty- Otwarte [Specjalistyczne .
szy inwesty- . Zamkniete fun-
R cyjne fundusze otwarte fun- .
cyjnych . . dusze inwesty-
inwesty- dusze inwe- .
. . cyjne
cyjne stycyjne

2004 20 144 107 20 17
2005 23 194 133 26 35
2006 26 271 145 69 57
2007 33 279 135 30 114
2008 39 313 101 38 174
2009 43 364 94 46 224
2010 50 416 71 47 298
2011 50 484 61 51 372
2012 54 588 65 57 466
2013 55 639 58 52 529
2014 58 681 40 47 594
2015 60 814 40 51 723
2016 61 913 43 51 819
2017 61 925 44 53 828
2018 61 878 47 52 779

Zrodto:  opracowanie wilasne na podstawie danych Gtéwnego Urzedu Statystycznego,
https://stat.gov.pl/obszary-tematyczne/podmioty-gospodarcze-wyniki-finansowe/ [15.01.2020].

Wraz z wigksza liczbg funkcjonujacych TFI rosta liczba zarzadzanych przez
nie funduszy. Warto zwréci¢ uwage na fakt, iz mimo kryzysu w roku 2008, ani
liczba TFI, ani funduszy nie zmalata. Moze to Swiadczy¢ o pewnego rodzaju od-
pornosci tych podmiotéw na koniunkture gieldowa. Wigksza liczba dostgpnych
funduszy wskazuje na zwigkszenie mozliwosci inwestycyjnych dla uczestnikow
[Lobodzinski, 2014, s. 442.444].

Na strukturg rynku funduszy inwestycyjnych maja wptyw dwie strony, ksztal-
tujace na nim podaz i popyt. Strong popytowa sg inwestorzy, osoby lokujace srodki
w funduszach, drugg za$ towarzystwa funduszy inwestycyjnych i oferowane przez
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nie fundusze. Poprzez stale rosngca konkurencje fundusze inwestycyjne musza
wychodzi¢ naprzeciw oczekiwaniom klientéw i stale dostosowywac si¢ do panuja-

cych na rynku trendow [Perez, 2012, s. 219; Korzeb, Reyes, 2019].
Tabela 2 przedstawia, jak ksztattowaly si¢ aktywa netto funduszy inwestycyj-
nych w latach 2004 — 2018 w Polsce z podziatem na poszczegodlne typy funduszy.

Tab. 2. Wartos¢ aktywdw netto funduszy inwestycyjnych w Polsce w latach 2004 — 2018

Aktywa netto wtym:
zarejestrowanych Aktvwa netto Aktywa netto Aktywa netto
Rok w Polsce fupduszy fundu\gz inwesty- specjalistycznych funduszy inwesty-
inwestycyjnych vinvch \c/)twart zh funduszy inwesty- cyjnych zamknie-
(w min z{) yiny ¥ cyjnych otwartych tych
2004 36 951,90 30 690,00 5 146,40 1115,50
2005 60 998,10 53 147,30 5148,20 2 692,60
2006 97 763,50 79 409,10 12 579,30 6 775,10
2007 136 210,20 106 630,50 14 816,40 14 763,30
2008 78 043,50 46 250,60 17 711,80 14 081,10
2009 96 867,70 58 627,10 20 344,70 17 895,90
2010 118 303,60 66 549,90 27 422,70 24 331,00
2011 117 466,10 54 292,70 28 961,20 34 212,20
2012 149 332,50 61412,00 36 911,50 51 009,00
2013 193 457,30 75 214,00 42 632,30 75 611,10
2014 210 603,40 83 425,10 46 902,10 80 276,20
2015 262 172,40 82 788,50 50 132,60 129 251,30
2016 275 015,30 81 886,10 47 342,10 145 787,10
2017 295 813,50 96 685,40 52 592,80 146 535,30
2018 293 325,8 102 283,8 51 388,5 139 653,6
Zrédto: opracowanie wiasne na podstawie danych Giéwnego Urzedu Statystycznego.,

https://stat.gov.pl/obszary-tematyczne/podmioty-gospodarcze-wyniki-finansowe/ [15.01.2020].

Do 2007 roku aktywa funduszy rosty bardzo dynamicznie. Najtrudniejszym
okresem dla rynku funduszy inwestycyjnych byly lata 2007 — 2008. Wraz z poja-
wieniem si¢ kryzysu gospodarczego w roku 2008 warto$¢ funduszy znacznie spa-
dta. Spowodowane bylo to spadkiem warto$ci instrumentow finansowych, gtow-
nie akcji, co w dalszej kolejnosci doprowadzito do znaczacych umorzen $rodkow
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z funduszy inwestycyjnych. Inwestorzy po poniesionych stratach, byli
w mniejszym stopniu skonni do lokowania srodkéw w tychze funduszach. Od
2009 roku znowu nastapit wzrost naptywu srodkéw do funduszy. Mozna jednak
zauwazy¢, iz dopiero w roku 2012 (po czterech latach od kryzysu) wartos¢ akty-
wOw netto osiagneta zblizony poziom do warto$ci z roku 2007. Warto$¢ aktywow
netto od 2008 do 2018 wzrosta o0 376%. Jednakze, poréwnujac wyniki funduszy na
przestrzeni lat, warto réwniez uwzgledni¢ zmiany sity nabywczej pienigdza. Poniz-
sza Tabela 3 zawiera warto$ci aktywow netto w latach 2008-2018 skorygowane
o inflacje w badanych latach. W tym celu nalezy obliczy¢ w oparciu o inflacje tzw.
deflator — miernik, ktoéry mierzy biezacy poziom wartosci (w tym przypadku war-
tosci aktywow netto funduszy) w stosunku do poziomu warto$ci z roku bazowego
— roku 2008. Obliczany jest poprzez dodanie do stopy inflacji w kazdym roku 1,
a nastgpnie pomnozenie wszystkich otrzymanych liczb przez siebie (inflacja+l
z danego roku*inflacja+1 z lat poprzedzajgcych).

Tab. 3. Wartos¢ aktywow netto funduszy inwestycyjnych w Polsce po uwzglednieniu inflacji

Aktywa netto zareje- Aktywa netto zarejestro-
Rok strowanych w Polsce Poziom inflacji Deflator wanych w Polsce fundu-
funduszy inwestycyj- szy inwestycyjnych po
nych (w min z}) uwzglednieniu inflacji
2008 78 043,50 4,20% 1,04 74 897,79
2009 96 867,70 3,50% 1,08 89 819,56
2010 118 303,60 2,60% 1,11 106 915,96
2011 117 466,10 4,30% 1,15 101 782,43
2012 149 332,50 3,70% 1,20 124 777,37
2013 193 457,30 0,90% 1,21 160 204,78
2014 210 603,40 0,00% 1,21 174 403,71
2015 262 172,40 -0,90% 1,20 219 080,47
2016 275 015,30 -0,60% 1,19 231 199,64
2017 295 813,50 2,00% 1,21 243 808,09
2018 293 325,8 1,60% 1,23 237 950,53

Zrédto: opracowanie wiasne na podstawie danych Gléwnego Urzedu Statystycznego.,
https://stat.gov.pl/obszary-tematyczne/podmioty-gospodarcze-wyniki-finansowe/ [15.01.2020].

Majac te dane mozna obliczy¢, iz realny wzrost aktywow funduszy netto w la-
tach 2008-2018 wynosit 304%. Ciekawym faktem jest rowniez zmiana struktury
aktywow netto. W analizowanym okresie nastapit znaczny rozwo6j funduszy inwe-
stycyjnych zamknigtych (F1Z). Cztery klasy funduszy zdominowane sa przez for-
me FIZ: fundusze absolutnej stopy zwrotu, aktywow niepublicznych, nieruchomo-
§ci 1 sekurytyzacji. Dynamiczny rozwoj funduszy zamknietych wynika przede
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wszystkim z alternatywnych strategii inwestycyjnych, szybkiego procesu urucha-
miania oraz duzej elastycznosci. Fundusze inwestycyjne zamknigte oferujg inwe-
storom duze i ciekawe mozliwo$ci inwestycyjne. Posiadajg one bowiem wigksza
elastyczno$¢ w budowie portfela inwestycyjnego poprzez mozliwos¢ lokowania
aktywéw miedzy innymi w nieruchomosciach, udziatach spétek z ograniczona
odpowiedzialno$cia czy tez wierzytelno$ciach. Dodatkowym atutem jest to, iz mo-
g3 one by¢ notowane na gieldzie, a wiec 1 w tym zakresie wykazuja si¢ wicksza
elastycznoscig w poréwnaniu do FIO.

W Tabeli 4 zostaty zestawione najwicksze TFI w 2018 r. pod wzglgdem posia-
danych aktywow netto.

Tab. 4. Najwieksze towarzystwa funduszy inwestycyjnych pod wzgledem posiadanych aktywéw
netto pod koniec 2018 r.

Procentowy udziat
Towarzystwo Aktywa funduszu w zt w strukturze rynku
PKO TFI 35 446 874 774,16 12,08%
Pekao TFI 19 403 362 684,16 6,61%
SANTANDER TFI 15 057 489 709,99 5,13%
NN Investment Partners TFI 13 997 731 843,45 4,77%
Aviva Investors Poland TFI 12 897 646 766,80 4,4%
TFI PZU 12 049 924 308,25 4,11%
Union Investment TFI 11980 027 584,43 4,08%
Investors TFI 7299 996 677,58 2,49%
Noble Funds TFI 6123 303 431,81 2,09%
Millennium TFI 4221978 655,11 1,44%

Zrédto: opracowanie wiasne na podstawie danych z Izby Zarzadzajacych Funduszami | Aktywami,
https://www.izfa.pl/raporty [17.01.2020], raport IZFiA dane aktywa 20191130.

W 2018 r. wieksza czgs¢ aktywoéw funduszy inwestycyjnych stanowily aktywa
funduszy inwestycyjnych otwartych (FIO). FIO w najwigkszym stopniu narazone
byty na ryzyko ptynnosci, ze wzgledu na fakt, iz umarzaja one jednostki uczestnic-
twa na zadanie uczestnikow. Jednoczesnie spadla wartos¢ aktywoéw ptynnych
wchodzacych w sktad portfeli FIO (o 0,5 mld zt), jednak w mniejszym stopniu niz
warto$¢ aktywow o ograniczonej ptynnosci (o 2 mld zt). Na ryzyko opodznien
w realizacji zlecen umorzenia jednostek uczestnictwa lub ich realizacji po obnizo-
nych cenach narazone byty przede wszystkim gospodarstwa domowe. Podmioty te

76 Academy of Management — 4(1)/2020



Ocena optacalnosci inwestowania w fundusze inwestycyjne w poréwnaniu ...

pozostawaly bowiem najwazniejszymi uczestnikami funduszy inwestycyjnych
otwartych.

Dodatnie saldo wplat i wyptat wérod FIO odnotowatly jedynie fundusze dhuzne,
ktore charakteryzowaty si¢ najnizszg ptynnoscig (do funduszy naptyngto 9 mld zi,
z ktorych wiekszo$¢ pochodzita z gospodarstw domowych). Moglo to §wiadczy¢
0 awersji do ryzyka wsérod inwestorow. Aktywa o najwiekszej ptynnosci (depozy-
ty, srodki pieniezne), ktore fundusze moglyby bezposrednio wykorzysta¢ na zreali-
zowanie zlecen umorzenia jednostek uczestnictwa, spadly z poziomu 7,8 mld
w czerwcu 2018 r. do 6,8 mld pod koniec 2018 r.

Znaczaco zmalato tez zaangazowanie funduszy inwestycyjnych na GPW. Wy-
nikato to miedzy innymi z odptywu $rodkéw z funduszy akcji.

3. Metodyka badan

Analizie zostaty poddane stopy zwrotu z trzech form oszczgdzania na podsta-
wie baz danych opublikowanych przez Narodowy Bank Polski, Gietde Papierow
Wartosciowych w Warszawie, strong obligacji skarbowych oraz innych baz na
portalach poswieconych wynikowi finansowemu.

Metoda wykorzystana do oszacowania optacalno$ci inwestycji jest obliczanie
stopy zwrotu. Stopa zwrotu to wyrazony w procentach zwrot osiggniety z inwe-
stycji w danym roku w relacji do jej kosztu. Stopa zwrotu jest wyrazona procen-
towo jako zmiana warto$ci inwestycji w czasie. Stopa ta moze przyjmowaé zarow-
no wartosci dodatnie, jak i ujemne. Jest wskaznikiem pokazujagcym, jak zmienita
si¢ warto$¢ danej inwestycji w konkretnym okresie. Im warto$¢ jest wyzsza, tym
osiagniety wynik jest lepszy. Gdy stopa zwrotu jest ujemna oznacza to, ze inwesty-
cja przyniosta straty, dodatnia — zysk, a zerowa — wynik bez zmian.

Gdy znana jest warto$¢ poczatkowa i koncowa inwestycji stop¢ zwrotu mozna
wyliczy¢ wedlug nastepujacego wzoru:

wartos¢ koncowa

stopa zwrotu = < ) * 100%

warto$¢ poczatkowa

Analizg objeto okres od 01.01.2018 r. do 31.12.2018 r., ktory zawiera naj-
$wiezsze dane odnoszace si¢ do jednego pelego roku kalendarzowego. Przyjete
w badaniu stopy zwrotu dla kazdej z form oszczgdzania zostaty podane w skali
rocznej. Przy inwestycjach o okresie zapadalnosci krétszym niz jeden rok przyjeto
zasade reinwestycji kapitatu. Stope zwrotu z lokat bankowych obliczono uwzgled-
niajac kapitalizacje odsetek na zasadzie ponownego zainwestowania kapitatu po
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okresie jej wygas$niecia, tj. wplacenie kapitatu 01.01.2018 r. i ponowne inwesto-
wanie wraz z otrzymanymi odsetkami do 31.12.2018 r.

Jako rezultaty lokowania w obligacje skarbowe dla kazdego ich rodzaju przyje-
to analogicznie okres jednego roku tj. od 1 stycznia 2018 do 31 grudnia 2018 —ile
zyskat inwestor nabywajac obligacje przez caly rok 2018. Przy okresach zapadal-
no$ci ponizej jednego roku, obliczano $rednig stope zwrotu ponawiajac zakup ob-
ligacji do konca badanego roku. W odniesieniu do obligacji 3 — miesigcznych —
zakup w ciggu badanego okresu cztery razy, 6 — miesi¢cznych — dwa razy. Jako,
ze obligacje sa sprzedawane po ustalonych cenach, uzyskane odsetki byly kapitali-
zowane przy zakupie kolejnej obligacji.

W odniesieniu do funduszy inwestycyjnych i indekséw gietdowych wykorzy-
stano dane z baz na portalach po$wieconych rynkowi finansowemu.

W przypadku kazdej z wymienionych formy oszczedzania naliczany jest poda-
tek od dochodéw kapitatowych. Podatek od dochodéw kapitatowych reguluje
ustawa z dnia 26 lipca 1991 r. o podatku dochodowym od 0séb fizycznych, ktora
okresla, iz od uzyskanych dochodow (przychodoéw) pobiera si¢ 19% zryczattowa-
nego podatku dochodowego z tzw. kapitatow pieni¢znych. Podatkiem tym objete
sa miedzy innymi odsetki od wktadow oszczednosciowych i srodkéw na rachun-
kach bankowych, odsetki i dyskonto od papierow wartoSciowych, przychody
z tytutu udziatu w funduszach kapitatowych, papierow wartoSciowych czy instru-
mentow pochodnych [Art. 30 Ustawy z dnia 26 lipca 1991 r. o podatku dochodo-
wym od os6b fizycznych]. Dla uproszczenia badania analizowane stopy zwrotu nie
sa pomniejszane o podatek od dochodéw kapitatowych.

4. Wyniki badan
Do poréwnania stop zwrotu z inwestycji w fundusze inwestycyjne zastosowa-

no: lokaty bankowe, obligacje skarbowe oraz indeksy gietdowe z Gietdy Papierow
Wartosciowych w Warszawie.
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Rys. 3. Stopy zwrotu wybranych rodzajow funduszy inwestycyjnych w 2018 r.

Zrédto: opracowanie wiasne na podstawie Analizy Online, https://www.analizy.pl/fundusze/
wiadomosci/24722/wyniki-funduszy-inwestycyjnych-%28grudzien-2018%29.html [17.01.2020].

W 2018 r. nawet najlepsze fundusze sposrod prezentowanych grup miaty
ujemne stopy zwrotu. Jedynie fundusze z grupy funduszy dtuznych i rynku pie-
nigznego przyniosly zyski inwestorom. Najlepszym funduszem okazat si¢ fundusz
z grupy FIZ, ktory byl skierowany do konkretnej grupy inwestoréw. Ilosciowa
natomiast przewageg w zestawieniu miaty FIO dostepne dla kazdego inwestora.

Podstawowy wplyw na ujemne stopy zwrotu funduszy inwestycyjnych
w 2018 r. miaty nastepujace czynniki:

*  79% spotek z GPW wykazato obnizenie kurséw akcji w 2018 r. Sytuacja
na gieldzie GPW w Warszawie byta dosy¢ nietypowa, poniewaz w anali-
zowanym okresie naptywaly pozytywne informacje o tendencjach zacho-
dzacych w polskiej gospodarce. Pogorszenie koniunktury wynikato jednak
zaro6wno z czynnikéw zewnetrznych zwigzanych odwrotem inwestorow od
rynkow wschodzacych, jak i wewnetrznych wynikajacych z odptywu kapi-
tatu z krajowych TFI i afer, ktory przyczynity si¢ do utraty wizerunku ryn-
ku kapitatowego,

* nastgpito pogorszenie dochodowosci w wielu spotkach. Wzrost kosztow
operacyjnych okazat si¢ wigkszym problemem, niz zaktadano. Znalazto to
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odzwierciedlenie w niedoszacowaniu dynamiki kosztow w prognozach
spotek, a tym samym uzyskiwaniu wynikow gorszych od preliminowa-
nych. Spadki dotyczyly zwlaszcza sektoréw: budownictwa, chemicznego,
wydobywczego, spotek odziezowych, przemystowego oraz handlu. Nega-
tywne zjawiska dostrzegalne byty takze w spotkach nalezacych do skarbu
panstwa - zwlaszcza w energetyce,

* silna dekoniunktura w segmencie matych i $rednich spotek, utrzymujaca
si¢ od maja 2017 r., wynikajaca z rosnacych kosztow pracy w Polsce, jak
rowniez ich duzego uzaleznienia od funduszy inwestycyjnych oraz $rod-
kéw indywidualnych inwestorow, doprowadzita do pogorszenia klimatu
inwestycyjnego i spowodowata masowe umarzanie jednostek uczestnic-
twa, co przyczynito si¢ do spadkéw w tym obszarze rynku,

* duze problemy wizerunkowe polskiego rynku kapitalowego, zwigzane
z afera GetBacku i tzw. aferg KNF, przyczynity si¢ do negatywnej percep-
cji polskiego rynku kapitatowego przez inwestorow zagranicznych i indy-
widualnych inwestoréw krajowych. W ich efekcie, wedlug danych GPW
za 2018 rok, udziat inwestoréw indywidualnych w obrotach na polskiej
gieldzie spadt o 4 punkty procentowe rok do roku, do 12 proc., co jest naj-
nizszym wynikiem w historii polskiej gietdy [https://stat.gov.pl/,
29.06.2019].

* malejaca liczba debiutéw gietdowych przy jednoczesnym wzroscie spotek
wycofywanych z rynku wynikajace ze skomplikowanych wymogoéw regu-
lacyjnych oraz istniejacych, alternatywnych mozliwosci pozyskiwania ka-
pitatu zewnetrznego.

Wprawdzie w instrumentach rynku kapitatowego, na depozytach, w gotowce

i w OFE Polacy zgromadzili na koniec grudnia 2018 roku 1 448 mld zt — 64,7 mld
zt wigcej rok do roku [https://www.analizy.pl/fundusze/wiadomosci/24935/
struktura-oszczednosci-gospodarstw-domowych-%28grudzien2018%29.html,
29.06.2019]. Wigkszo$¢ oszczednos$ci zostato ulokowanych na kontach oszczedno-
sciowych badz zainwestowanych na rynku nieruchomos$ci — w szczeg6lnosci na
zakup mieszkan pod wynajem. Stabe wyniki inwestycyjne TFI oraz pogorszenie
reputacji catego rynku doprowadzitly do masowych umorzen jednostek. t.gczna
warto$¢ aktywow funduszy inwestycyjnych na koniec grudnia 2018 r. wyniosta
257 mld z. Wartos¢ wplaconych srodkow siegneta 7,1 mld zi, a wyptaconych 11,5
mld zt [https://www.parkiet.com/Fundusze-inwestycyjne-TF1/301129996-Grudzien
-byl-dla-branzy-TFI-jednym-z-najgorszych-miesiecy.html, 25.06.2019].

Rysunek 4 ukazuje, ze nie zawsze fundusze generowaly straty w okresie ostat-

nich 36 miesigcy.
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Rys. 4. Stopy zwrotu wybranych rodzajéw funduszy inwestycyjnych w ciggu 36 miesiecy

Zrédto: opracowanie wiasne na podstawie Analizy Online, https://www.analizy.pl/fundusze/
wiadomosci/24722/wyniki-funduszy-inwestycyjnych-%28grudzien-2018%29.html, [17.01.2020].

W przeciaggu trzech lat $rednia stop zwrotu w pigciu na sze$¢ badanych fundu-
szy byla dodatnia. Jedynym wyjatkiem byly fundusze akcji matych i $rednich
przedsigbiorstw, ktorych wynik plasowat si¢ na ostatnim miejscu na poziomie -
1.9%.

Realne stopy zwrotu z funduszy inwestycyjnych w ciggu 36 miesi¢cy przed-
stawia Rysunek 5. Do obliczen przyj¢to srednig inflacj¢ na przestrzeni lat 2016-
2018, ktora wynosita 1%.
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Rys. 5. Realne stopy zwrotu wybranych rodzajéw funduszy inwestycyjnych w ciggu 36 miesiecy

Zrédto: opracowanie wiasne.

W celu poréwnania osiggni¢tych stop zwrotu w funduszach inwestycyjnych,
zestawiono je z alternatywnymi formami oszczedzania, Najbardziej popularng
metodg oszczgdzania s3 w Polsce lokaty. Badaniu zostaty poddane cztery rodzaje
lokat: miesi¢czne, 3-miesi¢cznie, 6-miesigczne, roczne. Na rys. 6 ukazano, jaka
srednig stope zwrotu inwestor osiagnal 31 grudnia 2018 przy wptacie $rodkow
pieni¢znych dnia 1 stycznia 2018 r. W badanym roku najkorzystniejsze okazaty si¢
lokaty potroczne. Przyczyna mogly by¢ obawy bankow przed wahaniami stop pro-
centowych 1 w zwigzku z tym podchodzity w sposob asekuracyjny do dtuzszych
termindéw zapadalno$ci. Niskie stopy procentowe w pordéwnaniu z inflacjg nie
przyniosty satysfakcjonujacych zyskow.
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Rys. 6. Srednie stopy zwrotu z lokat w 2018 r.

Zrédto: opracowanie wiasne na podstawie danych z Narodowego Banku Polskiego,
https://www.nbp.pl/home.aspx?f=/statystyka/pieniezna_i_bankowa/oprocentowanie.html
[17.01.2020], Statystyka stop procentowych dane od 2005.

Przy obliczaniu realnego zysku osiagnigtego z lokaty, nalezy wzia¢ pod uwage
zmian¢ wartosci pieniadza wywotana inflacja. Gdy inflacja wzrasta — sila nabyw-
cza pieniadza spada, gdy inflacja maleje — sita nabywcza pienigdza rosnie. Aby
lokata przyniosta zyski, oprocentowanie musi by¢ wyzsze niz inflacja. W 2018 .
srednioroczna inflacja wynosita 1.6% [https://stat.gov.pl/,27.06.2019]. To ile inwe-
stor osiggnat zysku z lokaty pokazuje realna stopa procentowa liczona ze wzoru:

in_ii

gdzie:

i, — realna stopa procentowa,
i;- stopa inflacji,

i--nominalna stopa procentowa.
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Realne stopy zwrotu z lokat przedstawia Rysunek 7.
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Rys. 7. Realne stopy zwrotu z lokat w 2018 r.

Zrédto: opracowanie wiasne.

Po uwzglednieniu inflacji w badanym roku zyski inwestoréw byty nizsze niz
wskazywato na to oprocentowanie nominalne lokat. W 2018 r. od momentu wptaty
oszczednosci na lokate przez inwestora a ich wyptaceniem, sita nabywcza pienia-
dza spadta, co oznacza, ze za t¢ sama kwote mozna byto naby¢ mniej dobr.

Kolejng forma oszczedzania w badaniu sa obligacje skarbowe. W badaniu
wzigto pod uwage pie¢ rodzajow obligacji skarbowych, ktore obrazuje Rysunek 8.
Stopy zwrotu przedstawione na rysunku 8 ukazujg stopy zwrotu uzyskane w ba-
danym okresie. Najlepsze stopy zwrotu przyniosly obligacje 10-letnie. Nalezy
wzig¢ jednak pod uwage to, ze w przypadku tego rodzaju obligacji $rodki inwesto-
ra zamrozone sg na dhugi okres czasu.
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Rys. 8. Stopy zwrotu z obligacji skarbowych w 2018 r.

Zrédto: opracowanie wtasne na podstawie http://www.obligacjeskarbowe.pl/.

Rysunek 9 ukazuje jakie realne stopy zwrotu przyniosty obligacje w 2018 r.
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Rys. 9. Realne stopy zwrotu z obligacji skarbowych w 2018 r.

Zrédto: opracowanie wiasne.

Rysunek 10 przedstawia, jak ksztaltowaly si¢ wybrane indeksy gietdowe
w 2018 r.
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Rys. 10. Stopy zwrotu wybranych indekséw GPW

Zrédto: opracowanie wtasne na podstawie danych z Gietdy Papieréw Wartosciowych w Warszawie,
https://www.gpw.pl/podstawowe-statystyki-gpw [17.01.2020].

Najnizsze warto$ci podobnie jak w przypadku funduszy inwestycyjnych osia-
gnety indeksy matych i $rednich spotek. W 2018 r. WIG20, obejmujacy najwigksze
gieldowe spotki, spadt o 7,5%, a WIG 0 9,5% w porownaniu do roku poprzednie-
go.

Reasumujac, oszczednosci gromadzone w 2018 r. nie przyniosty satysfakcjo-
nujacych stép zwrotu. Dlatego coraz wigkszym zainteresowaniem ciesza si¢ inwe-
stycje w nieruchomosci lub alternatywne formy lokowania kapitatu: dzieta sztuki,
kruszce, rynek forex, kryptowaluty, etc.

Podsumowanie

Z przeprowadzonej analizy wynika, iz najlepsza inwestycja w 2018 roku byly
lokaty bankowe oraz obligacje skarbowe. Wprawdzie niektore fundusze inwesty-
cyjne przyniosty dodatnie stopy zwrotu, lecz znaczng ich czg$¢ stanowily te, ktore
uzyskaty ujemne wyniki. Nalezy zwro6ci¢ uwage jednak, iz 2018 r. byt specyficzny
na polskim rynku funduszy inwestycyjnych. Nie mozna wigc na tej podstawie
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stwierdzi¢, ze fundusze inwestycyjne sg niekorzystng formg oszczedzania. Tym
bardziej, ze w dtugoterminowej perspektywie uzyskiwane stopy zwrotu z funduszy
mozna uzna¢ za satysfakcjonujace, na co moga wskazywac osiagniete stopy zwro-
tu na przestrzeni 36 miesiecy. Srednia stopa zwrotu na przestrzeni tego okresu
wynosila 4.32%, natomiast po uwzglednieniu inflacji 3.12%, a wigc wigcej niz
pozostate uwzglednione w badaniu formy inwestowania.
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Evaluation of the profitability of investing in investment
funds in comparison with other selected forms of investing
available for students

Summary

Nowadays, having and depositing money on relatively low-interest bank accounts, depos-
its or treasury bonds and keeping them in the form of cash means that the rate of return
achieved is often lower than the level of inflation. The essence of investing is obtaining
such rates of return that, with an acceptable level of risk taken and a specific period of
investment, will bring satisfactory results. The article attempts to assess the profitability
of investing in investment funds in 2018 in comparison with other most popular forms of
investing, i.e. bank deposits and treasury bonds.

Keywords

investments, investment funds, return on investment
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Abstract

The aim of the article is to present practical solutions used in the GoSmart BSR project to
identify transnational smart specialization strategies in the light of current research direc-
tions in the interest of smart specialisation strategies. The article uses descriptive analysis
of the results and bibliometric analysis using tools available in VOSviewer and SCOPUS
database. The bibliometric review is based on the Scopus database. The searched articles
contained keywords ‘Smart Specialisation Strategy’. The article presents results of biblio-
graphic research with separately 5 clusters and assumptions of The methodology for
Transnational Smart Specialisation Strategy (Trans-S3), which were compared with the
research directions in the literature.

Keywords
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Introduction

Smart specialisation strategies (S3) are considered key in modern innovation-
based regional policies [McCann and Ortega-Argilés, 2016, p.1408; Tomaszuk,
2015, p. 681, Ejdys 2016, p. 13]. The European Union and the United States are
working to develop specific policies and smart specialisation strategies to improve
the competitiveness of countries and regions [Lopes et al. 2019, pp.38-39]. The
European Union's cohesion policy is based on different pillars, including research
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and innovation strategies for smart specialisation (RIS3) at regional level. This
concept is consistent with the aims of the ‘Europe 2020’ in smart and sustainable
growth. The concept enables regions to catch up against other successful regions
[Kruse and Wedemeier 2019, p.795-796].

The implementation of smart specialisation in regional development policy
processes has positively influenced the transformation of innovation policy in Eu-
rope [McCann and Ortega-Argilés 2016, p.1409]. But the question is still relevant:
how smart specialisation strategies can be effective for the development of Euro-
pean regions? Research shows that smart specialisation in its current form does not
benefit equally central and peripheral regions [Schulz, 2020, p.49]. To overcome
the problem of diversification, it is proposed, i.a. to develop new complex technol-
ogies based on local opportunities [Balland et al. 2019, p.1252; Urban , Rogowska
2018, p. 339]. Moreover, the development priorities within S3 should be elaborat-
ing as an Entrepreneurial Development Process (EDP) of the region with the in-
volvement of Triple Helix stakeholders: industry, university, and government
[Corpakis 2020, p. 96; Hoglund and Linton 2018, p. 60; Ejdys 2013, p.38].

The project ‘Strengthening smart specialisation by fostering transnational co-
operation’ GoSmart BSR under the European Union Interreg Baltic Sea Region
Programme 2014-2020 is fully integrated into the S3 concept. The project aims at
supporting effective cooperation in a transnational approach between industry,
research and development (R&D) and public power [https://gosmartbsr.eu/]. One
of the results of the GoSmart BSR project is the elaborating a methodology for
Transnational Smart Specialisation Strategy (Trans-S3) and its application to
a common strategy for 7 partner regions.

The aim of the article is to present practical solutions used in the GoSmart BSR
project to identify transnational smart specialization strategies in the light of cur-
rent research directions in the interest of smart specialisation strategies.

The article make use of bibliometric analysis and tools available in VOSviewer
and SCOPUS database. The bibliometric review is based on the Scopus database
with a selected sample containing all articles containing the key words ‘Smart Spe-
cialisation Strategy’.

The paper is structured as follows. The first part presented research methodol-
ogy and the results of bibliographic research with the separation of clusters. The
following part presents the assumptions of The methodology for Transnational
Smart Specialisation Strategy (Trans-S3), which were compared with the research
directions in the literature. The article concludes with a discussion and a summary.
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1. Methods

For the purpose of evaluating research in the area of smart specialisation strat-
egy, descriptive analysis of the results and bibliographic analysis were used. Ac-
cording to Fanelli and Glanzel (2013), bibliometry is a technique to evaluate and
measure the results of bibliographic research relevant particular research question.
The bibliometric analysis is also used to track changes/progress and identify areas
of future research [Opejin et al. 2020; Samul 2020]. The search for reviewed publi-
cations was conducted on 24 February 2020 in the Elsevier Science Scopus data-
base. The Scopus database offers a comprehensive and high quality catalogue for
this analysis. The database includes information from the social and international
sciences. According to Elsevier, Scopus is the largest database of abstracts and
quotations from the reviewed literature. The category of ‘Business, Management,
and Accounting” was used in order to contain only research results that are about
smart specialization strategy. Between 2011 and 2020, 303 publications were re-
ceived. These publications were further analysed. The following tools and tech-
niques were used to carry out bibliometric analysis: the analysis of trends in terms
of the number of publications, the method of co-occurrence of words, cluster anal-
ysis, the mind mapping method. The VOSviewer software and data analysis tools
available in the SCOPUS database were also used [Halicka 2017; Gudanowska
2015, 2017; Siderska and Jadaa 2018; Szpilko 2017; Winkowska et al. 2019].

2. Results
2.1. Trends in publications

Year by year, interest in research in the area of smart specialisation strategy
(S3) is growing. Figure 1 shows the number of publications that were published in
the period 2011-2019. In 2011, only 1 publication on this subject was recorded,
then in 2016 there were 50, and in 2019 already 87. Already in 2020, 7 publica-
tions were published. The great interest in S3 results from its role in regional de-
velopment [So6rvik et al. 2019, p.1070; Bosch,Vonortas 2019, p.32].
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Fig. 1. The number of publications in the years 2011-2019 and fitted linear trend

Source: own elaboration based on the Scopus database.

The interest in the area under examination was different territorially. As shown
in Figure 2, the most attention to this topic was paid by researchers from Italy,
Spain and United Kingdom. In the United States, 17 articles were published. In the
group of countries with more than 10 articles published is dominated by European
countries. In Poland, 9 publications on this topic were published in the analysed
period.

The top 5 journals with the largest number of publications are as follows:

»  European Planning Study (23),

» Journal of the Knowledge Economy (12),

* Regional Studies (10),

» Scienze Regionali (8),

« European Journal of Innovation Management (7).
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Fig. 2. Number of publications with by country (above 10 items)

Source: own work based on the Scopus database.

Among the 303 publications analysed 70% were peer-reviewed journal articles,
17% conference paper, 8% book chapter, 3% review and 2 % other documents.

2.2. Term Co-Occurrence Network Map

The initial process of text data analysis in tool VOSviewer which included ti-
tle, keywords and abstract generated 8573 total terms. Then all words that have
less than fifteen speeches were excluded. Only 159 terms met this requirement.
Using the relevance scores in VOSviewer, the level at which this term is informa-
tive was established [Van Eck, Waltman 2013]. Only the terms within the highest
60% of the relevance scores were selected, reducing the number of terms to 95.
The terms were then manually checked to remove words that discussed the re-
search process (e.g. data, article, Scopus, author, proceedings) or concerned the
countries surveyed (e.g. Germany, Greece, Poland, Lithuania, United Kingdom).
The exclusion of such general terms has left 47 phrases (terms, expressions) in the
system.
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Figure 3 shows the generated terms and their network of co-occurrences. The
co-occurrence of the term in the network of links can help to understand the ele-
ments of knowledge and the structure of knowledge in this field. The analysis
shows that innovation is one the main research topic undertaken in S3 literature.
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Fig.3. Network of terms from publication abstracts, title and keywords

Source: Authors’ Vosviewer analysis.

Innovation is the process of elaborating and implementing new concepts and
new ways of production, distribution or sales [Seidler-de Alwis and Hartmann,
2008, p. 133; Nazarko 2018, p.37]. In a rapidly changing environment, innovation
is crucial for the survival and progress of companies in the marketplace [Drucker
1986, p.10; Dyhdalewicz, 2017, p. 629]. Research underlines that innovation has
the effect of increasing sustainable competitive advantage [Holtsman 2014, p. 24;
Nazarko 2019, p. 342], effectiveness and improvement of the organisation's output
[Abeyratne, 2016, p. 131]. Cooperation between the organization's employees
[Bulinska-Stangrecka, Bagienska 2019; Sacramento et al., 2006, p. 82], customers
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[Ryzhkova 2015, p.327] and other entities [Reficco et al. 2018, p.1170; Korzeb
2019] is very important in the development of innovation. As Figure 3 shows,
smart specialisation is close-coupled to innovation, regional policy and sustainable
development.

The last element of the bibliometric analysis is the analysis of co-occurrence of
words, which was used for grouping, i.e. analysis of clusters reflecting research
subareas. VOSviewer uses colors to visualize the bibliometric network to indicate
clusters.

Cluster analysis of our study showed the existence of five main clusters (Figure
4). The first cluster is regional S3 discovery process (red), which is associated with
15 items such as entrepreneurial discovery process, science, foresight, innovation
policy, innovation strategy, regional innovation policy or regional economy.

(Gasiasliooassionngl - op->n <con )

cohesion policy

{5’5 VOSviewer

Fig.4. The clusters of Smart Specialisation Strategy publications

Source: Authors’ Vosviewer analysis.

The second cluster (green) is management for sustainable development, which
consists of 13 items such as management, sustainable development, environment,
enterprise, indicator, smart growth, sustainability which are the most studied. The
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third cluster (blue) is innovation- a key to EU development with 10 items such as
innovation, European Union, regional policy, strategic approach, specialisation.
The fourth cluster (yellow) is European cohesion policy with 6 items such as smart
specialisation, cohesion policy, European region, innovation strategies. The five
cluster (purple) is innovative collaboration system with 4 items, such as: collabora-
tion, Eastern Europe, regional innovation system.

2.3. Transnational Smart Specialisation Strategy (Trans-S3) as a result of
the GoSmart BSR project

The elaborate of Trans-S3 for many regions was one of the main elements of
the project 'Strengthening smart specialisation by fostering transnational coopera-
tion' (GoSmart BSR) [https://gosmartbsr.eu/]. The publication 'Methodology for
Transnational Smart Specialisation Strategy' presents the methods and tools used to
identify common Trans-3. The methodology can be far-ranging when many re-
gions try to intensify cooperation based on the concept of smart specialisation.

The main reason for the elaborate of Trans-S3 by the GoSmart BSR project
partners was the statement that the overarching goal of smart specialisation strate-
gies is to achieve global competitiveness of regions. An important element of
Trans-S3 is to identify common areas of smart specialisation and areas of
knowledge and economy not for one region, but for groups of regions [Girejko et
al. 2019, p. 28].

The Trans-S3 methodology is composed of two main components:

» Trans-S3 identification,

» Trans-S3 management.

The first concerns the subsequent steps to be taken to identify common smart
priorities and domains at the transnational level. Trans-S3 identification covers the
following sequences (Figure 5):

1. Search for common sets (defining initial priorities).

2. Analytical review and profiling target regions (verifying priorities).

3. Markets and technology trends review (refining priorities).

4. Internationalisation potential assessment (assessing priorities).

5. Stakeholders consultations and entrepreneurial discovery (finalising priori-
ties).

The second management component Trans-S3 regulates all steps and sequenc-
es and the entire strategy. It includes the following elements:

6. Governance.
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7. Shared vision.
8. Action plan.
9. Monitoring and evaluation.
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A trends review potential  J /d

Fig. 5. Trans-S3 identification process (5-sequence)

1.

Source: (Girejko et al. 2019, p. 20).

The whole process of identification of Trans-S3 is repeatedly go over (verifica-
tions and evaluations are carried out at all steps), strongly participatory and allows
for rich feedback.

Sequence 1. Searching for common set of priority areas - rely on primarily ana-
lysing and comparing sets of priority areas smart specialisation at national level
contained in already existing Research and Innovation Strategies for Smart Spe-
cialisation (RIS3) and identifying common areas. As a result of the above analysis
and the application of the selection methods Trans-S3 are determined.

In sequence 2. Analytical review and profiling of target regions/countries - re-
examines whether the identified priority areas of smart specialisation (and their
core areas) are now relevant. This is confirmed by a statistical analysis and a com-
parison of the concentration of the industry sector in a region or country. Verifica-
tion and profiling of the target areas so far included in S3 strategies is necessary
due to changing economic and technological conditions. Based on the analytical
review and profiling of the target territories, the identified Trans-S3 (smart special-
isation priority areas) areas are verified. Whereas on the basis of statistical data
basic domains are added or eliminated.

In sequence 3. Market and technology trends review (global and for target re-
gions/countries) - other aspects with a strong impact on Transnational Smart Spe-
cialisation Strategy are examined. This step is more environment and future orient-
ed. The relevant markets and technology trends affecting the target areas are ana-

98 Academy of Management — 4(1)/2020



Smart Specialisation Strategy — bibliometric analysis & GoSmart BSR project practices

lysed, based on statistical data, industry and technology forecasts, qualitative anal-
ysis or foresight analysis. This step provides another important revision of the ini-
tial Trans-S3 Strategy and improves it.

In sequence 4. Internationalisation potential assessment of priorities - assesses
the internationalisation potential of previously identified, verified and improved
smart priorities and domains (sequences 1-3). The domains of Trans-S3 that will
receive high (sufficiently high) performance/rankings should be further considered
in order to determine the final content of Transnational Smart Specialisation Strat-
egy.

Sequence 5. Stakeholders consultations and entrepreneurial discovery - con-
cerns stakeholders’ involvement, broad consultation and Entrepreneurial Develop-
ment Process (EDP) which [Girejko et al. p. 24-25]:

» Encourages and ensures integrated bottom-up involvement of participants
from the quadruple-helix (policy, business, academia, NGO sector) to as-
sess the proposed smart areas and identify new potential, mostly based on
market and/or technological opportunities in the process.

» It provides a tool for integrating the entrepreneurial knowledge of many
environments and institutions by establishing more frequent and stronger
links and partnerships.

It should be noted that stakeholder consultation and discovery of entrepreneurs
is strongly emphasised in the final sequence, and they are present in all phases of
the Trans-S3. Each type of decision and discussion involves key stakeholders and
allows everyone to comment.

3. Discussion

Smart specialisation strategies have been implemented in the European Union's
cohesion policy in order to achieve economic, social and territorial development by
reducing disparities between regions [Polido et a. 2019]. The results of the biblio-
graphic analysis confirm the greatest interest of researchers in the S3-based region-
al development policy making process using the regional S3 discovery process.
The GoSmart BSR project assumes that the best way to achieve the competitive-
ness of the region and primarily of SMEs is internationalisation. Thereupon a joint
transnational smart specialisation strategy (Trans-S3) has been developed for the 7
project target regions [Girejko et al. 2019, p.27]. So far, only one publication in the
Scopus database has highlighted the importance of transnational S3 in regional
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policy [Radosevic, Ciampi Stancova, 2018, p.265]. It should therefore be conclud-
ed that Trans-S3 is a new area in both research and practice.

Mapping the results of bibliographic analyses allows to find research gaps. On
the basis of the results presented, it should be concluded that little attention is paid
to SMEs. SMEs in each EU region are a group of actors whose role in the economy
is very important. In Poland, they generate over 49,8% of GDP [Zakrzewski,
Skowronska 2019, p.5]. Taking into account the needs of SMEs for internationali-
sation and inclusion in S3 is come from the competitiveness of the local economy.
Innovative actions in a small company are more difficult to implement. This is due
to a number of reasons: lack of appropriate knowledge, financial resources or mar-
ket opportunities. The GoSmart BSR project was constructed on the basis of
a common preliminary understanding that the internationalisation of innovation
activities in enterprises, especially SMEs, is one of the key areas, and in fact a de-
cisive factor for the success of specialisation.

The literature highlight the need to involve stakeholders in identifying S3. The
Entrepreneurial Development Process considers that all triple-helix stakeholders
such as industry, university, and government should be involved [Corpakis, 2020,
98]. Marques et al. (2020) believe that universities have an important role in the
creation of S3. The GoSmart BSR project involved representatives of all quadru-
ple-helix environments (policy, business, academia, NGO sector) in a series of
consultations. The inclusion of associations and business environment entities as-
sociating SMEs allowed, among other things, to better understand the needs and
possibilities of this sector in the region. Practical solutions in the project are con-
sistent with research identified as a cluster - Innovative collaboration system.

The GoSmart BSR project is addressed to less innovative and less developed
regions of the Baltic Sea. These regions can become more competitive through
mutual learning, the application of S3 and best practices from more developed
regions. Mutual learning is a new paradigm in innovation policy. It requires the
inclusion of monitoring schemes that integrate assessment of a dynamic process.
Public administrations as well as other innovation stakeholders learn and improve
their performance through the knowledge accumulated during S3 implementation
[Esparza Masana, Fernandez 2019].

Conclusion

According to the researchers, progress has been noted with regard to regional
development management, mainly involving stakeholders and institutional pro-
cesses [Trippl 2019. p. 352-354]. Kroll (2017) sees great potential in S3 to change
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policy orientation towards a more effective approach stakeholder to developing and
implementing S3.

The bibliometric analysis showed an increased interest of researchers in the
smart specialisation strategy. The analysis presents the distribution of conducted
research by country and the clusters (sub-areas) of research problems dominating
in the study. The analysis of the network connections showed that innovation is the
most important element of S3. The research focuses on S3 identification in EU
regional policy, sustainable development management, innovation, cohesion policy
and innovative mutual cooperation. The research gaps identified are the role of S3
in the development of SMEs and involvement participants in identifying S3 repre-
senting all quadruple-helix environments.

The implementation of the Smart Specialisation Strategy (S3) required Euro-
pean regions to identify technological areas where they have a unique innovative
capacity. Regional specialisation shows dependence and connection to the existing
knowledge base [D’Adda et al. 2019, p.1006].

Elaborated within the GoSmart BSR Trans-S3 project, it is the result of a com-
bination of literature knowledge, existing EU practices in the implementation of
S3, and the involvement of stakeholders such as: policy and decision-makers, rep-
resentatives of business and clusters, local/regional/national associations and gov-
ernments, experts and practitioners in the field of European regional and urban
policy, NGOs, academia.
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Strategia Inteligentnych Specjalizacji - analiza
bibliometryczna i praktyki projektu GoSmart BSR

Streszczenie

Celem artykutu jest przedstawienie praktycznych rozwigzan zastosowanych w projekcie
GoSmart BSR do identyfikacji transnarodowych strategii inteligentnych specjalizacji
w Swietle aktualnych kierunkéw badan naukowych na rzecz strategii inteligentnych specja-
lizacji. W artykule wykorzystano analize opisowa wynikow i analize bibliometryczng z za-
stosowaniem narzedzi dostepnych w VOSviewer oraz w bazie SCOPUS. Przeglad bibliome-
tryczny opiera sie na danych z bazy Scopus. Wyszukiwane artykuty zawieraty stowa klu-
czowe ,Strategie Inteligentnych Specjalizacji”. W artykule przedstawiono wyniki badan
bibliograficznych z wyodrebnieniem 5 klastréw oraz zatozenia Metodyki dla Strategii Tran-
snarodowych Inteligentnych Specjalizacji, ktére poréwnano z kierunkami badan wystepu-
jacymi w literaturze.

Stowa kluczowe

analiza bibliometryczna, GoSmart BSR, Strategie Inteligentnych Specjalizacji (S3), Transna-
rodowe Strategie Inteligentnych Specjalizacji (Trans-S3)
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Abstract

The economic system, technology and globalization dictate new conditions and rules on
the market. The traditional management model will not provide maximum profit and will
not allow companies to adapt to current trends. Tools, techniques and methods devel-
oped over the past few decades and their correct use can be used to manage business
more efficiently. Lean management focuses on optimizing existing processes, preventing
new problems and skilful use of human resources. Therefore, it is of great importance in
an extremely competitive modern world. A bibliographic study on various lean manage-
ment practices and methods of their implementation has been presented. The conclusions
of the bibliography analysis indicate that soft skills, efficient management and IT technol-
ogies can be the next stage in the development of the concept of lean management.

Keywords

lean, management, manufacturing

Introduction

Nowadays, the market is changing immediately. This is due to, not only, wide-
spread globalization, but also rapid technological development. The challenge is to
meet the ever-changing needs of customers more efficiently and cheaper. Improv-
ing production processes, eliminating waste and building the company's reputation
are the main goals that we can achieve using the right set of tools. The use of mod-
ern and innovative tools has become a necessity in solving increasingly multidi-
mensional problems. Changes that occur in production technologies or IT technol-
ogies result in the continuous emergence of new methods that cover more and
more areas of enterprise functioning. The search for new solutions in this area is
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caused by radically changing trends in the organization of production processes.
For example, we can observe now:

* minimizing the order cycle,

 shortening production cycles,

* custom production, not stockpile,

» alarge variety of products manufactured (customization),

» production of small lots or even individual lots,

» low repeatability of produced batches of products, etc.

It is therefore important to consider - how to choose the right methods to meet
the needs of the company, how should they be implemented, how to overcome
obstacles encountered when introducing new products [Patucha, 2008, p. 71; Ur-
ban, Rogowska 2018, p. 399]. The article aims to present the general characteris-
tics of the lean concept, tools, techniques and methods as well as the possibilities
of introducing and applying them in the enterprise.

1. Definition

Lean management is a concept of business management, which assumes the
use of many available tools, methods and techniques such as: standardization,
group work, customer orientation, striving to flatten the organizational structure,
continuous premodifying and improvement (Kaizen), avoiding waste, eliminating
the causes of error, continuous material flow according to the Just in Time (JiT)
principle and total quality management (TQM). In addition to the management
methods and techniques mentioned above, the tools supporting lean management
also include: 5S, SMED, Poka Yoke, FMEA, TPM, SixSigma, SPC, Hoshin and
Kanban [Urban, 2017 p.33; Jakubowski et al., 2017, p. 19]. It allows you to solve
increasingly complex problems and achieve greater profits at a relatively lower
cost.

2. History

Development of the concept of lean management was based on solutions and
techniques used for the first time at the turn of the 1940s and 1950s. The process of
introducing and experimenting on the concept was caused by economic and politi-
cal conditions in Japan, which after World War 11, struggled with such problems as
lack of access to raw materials needed for production. Imports from the West have
become very limited due to customs barriers. As a result, Japan had to start pro-

Akademia Zarzadzania — 4(1)/2020 107



Dawid Chilmon

moting entrepreneurship and domestic industry among its own citizens, including
through educational, organizational, and technical-technological support from the
United States.

The Toyota Motor Company pioneered a new approach to production based on
high quality, elimination of waste, continuous improvement and flexibility. Atten-
tion to detail, high demands on work culture and commitment are Toyota's pillars.
The ingenuity, high competence and intelligence of the managerial staff who de-
veloped the set of technigues and tools for the Toyota Production System (TPS)
were reflected in the development and further fate of the company [Bird, 2002,
p. 450]. Taiichi Ohno, Toyota production engineer was the main originator of the
lean concept [Sobczyk, 2006, p. 6]. Above-average commitment, perseverance and
a great mind allowed him to do this. He gained knowledge from various publica-
tions, including H. Ford's Today and Tomorrow. He tracked and learned about
Ford's operations in Detroit, translating this into his production facilities. Through
the way of experiments and continuous improvement, he became one of the main
characters responsible for the creation of Lean Management [Shimokawa and Fu-
jimoto, 2011, p. 5].

The author of the concept of "lean production” was John Krafcik, who in 1988,
in the "Sloan Management Review" used this term in an article on the study of the
International Motor Vehicle Program (IMVP). The study aimed to contrast tradi-
tional mass production, which is characterized by, among others low production
variability, very high production volume with the system used by Toyota [Krafcik,
1998, p. 44].

The concept was perfected in practice before it became a fully comprehensive
management system. Initially, it was known only in Japan, then it was copied by
other Japanese car makers like Hino Motors, Daihatsu, Nissan and Mazda.
A landmark event for the global popularization of lean management was book The
Machine That Changed the World published in 1990 by Womack, Jones and Roos.
It summarized the results of thorough tests that were carried out in 52 factories in
14 countries. They were intended to explain the differences in quality and level of
performance between Japanese car manufacturers and their competitors from Eu-
rope and the United States. Initially, it was assumed that better production results
were caused by cheap labour and advanced automation, but after analysing the
research, it was found that the reason for higher competitiveness was the manage-
ment system of Japanese companies (mainly Toyota). Japanese automotive compa-
nies were characterized by less needed raw materials, human effort and production
space in twice as fast time [Womack et al., 1990, p. 11, 14]. It is worth noting that
lean management was a feature of large automotive companies in the past, but as
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the market developed, it spread to other industries and smaller specialized enter-
prises [Pearce and Pons, 2013, p. 7].

3. Traditional vs. lean approach

Before proceeding to discuss techniques and tools, | would first like to analyse
the ways of thinking of the followers of traditional and lean management methods.
A change of mind set and approach can be equally useful in transforming our com-
pany or our services. Analysing the Table 1, shows that traditional thinking, often,
involves focusing on income, not profit. Theoretically, every entrepreneur should
be aware of this, and yet despite large revenues, the profit may sometimes be in-
significant due to the costs that it incurs during production or shortly after. Lean
assumes the elimination of work or activities that are not profitable. In the case of
traditional thinking, the emphasis is on optimizing the added value of work and

combating the problems that arise.

Tab. 1. Basic differences between lean management

Traditional

Lean

Revenue-focused

Margin-focused

Improvement focus: optimizing value-added
work

Improvement focus: eliminating non-value-
added work

Fire fighting is rewarded

Fire prevention is rewarded

Focus on financial metrics & lagging indicators

Focus on operational metrics & leading indica-
tors

Suboptimization is rewarded

Value stream performance is rewarded

Specialized workers organized by function

Cross-trained workers organized by value
streams

Complexity is the norm

Simplicity is the norm

Non-visual workplace / management

Visual workplace / management

Dynamic schedule and priorities

Static priorities and schedule

Unclear ownership & accountability

Clear ownership & accountability

Expensive reviews and approvals by leadership

Decisions are made by those closest to the work

Improvement identified by management

Improvement identified by workers

Source: Koenigsaecker G. (2012), Leading the Lean Enterprise Transformation, Productivity Press;

2 edition, p. 106.

Thinking according to the lean concept suggest not to waste money on fighting
the same problems, but to go a step further and try to develop a way to prevent
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problems. This is probably associated with higher costs, but for the longer period
the investment pays off. The approach is also different for employees. Employees
do not always have to work in an area where they are specialized. Sometimes it is
worth training such an employee, because in this way we can use his hidden poten-
tial. A great example here is Google, which gives its employees one day in week at
work, in which they can spend their time to whatever they want. They can do
things they don't do on a daily basis. This increases creativity, gives the opportuni-
ty to work in a group and increases the opportunities for people who are already
bored in their everyday position and feel that they would do something else
[Koenigsaecker, 2012, p. 107] That is why the implementation of the lean concept
should start with a change in thinking.

How important are the following Enablers for “The next stage of lean?” n =72
1 = Not important; 2 = Slightly important; 3 = Highly important

Culture q
Employee development & qualification

Process development l/

Supplier relationship & collaboration

Planning for uncertainty §
Technology usage /
Forecast accuracy l
1 2 3
—8—All companies Leading Companies === Follower Experience <5 years

Fig. 1. Importance of factors for “The next stage lean”

Source: Benchmarking — Lean 2020 — The Future of Operational Excellence, 2018, http://tectem.ch/
content/2-news/20180920-lean2020/report.pdf, [05.02.2020], p. 25

According to Figure 1 the most important factor for further development of
a company with the lean principle is culture. The concept of culture can be inter-
preted as commitment and motivation for continuous action. Development, appro-
priate qualifications and predispositions for further development are closely related
to culture. Employees through their professional life will be forced to undergo
training in the use of new technologies or skills to maintain the lean philosophy.
This proves that technology alone is not enough to get more performance. Only in
conjunction with a qualified team and motivation can new technologies contribute
to greater business efficiency.
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Another survey conducted among people in managerial positions shows that
for 91% of respondents, continuous employee improvement is the most important
thing. Quick error elimination (87%) is next [Grzelczak and Werner-Lewandowska
2016, p. 202]. Research confirms managers' awareness that every process can be
improved and the issue of gaining a competitive advantage will result from better
good staff who can adapt to new situations and possible changes in the company
[Urban, Krawczyk-Dembicka, 2017; Tomaszuk 2017; Kuc, Moczydtowska 2009].

4. Lean principles and how to support them

In the publication “Lean thinking ” Womack and Jones claim that by managing
your company based on five basic principles we will become lean. The first princi-
ple is to define customer value. You need to gain a deep understanding of the client
and the problems that may be encountered. The company should delve into the
subject of interest and get deep understanding about specific needs. If the customer
wants to buy a car, company should deduce whether he wants any car, whether he
wants a specific one, whether car must have any specific parameters and whether,
besides the car itself, he also wants nice service. The company must understand
that customers only want to pay for things that bring added value to their purchase,
so based on in-depth analysis, they should develop and produce products that will
be in demand, and customers will be ready to pay for them. The second principle is
focused on identifying the value stream. The principle includes value chain analy-
sis and identification of positive and negative activities. The next step should be to
reduce the share of non-value-enhancing activities. In this way, the process can be
simplified and optimized. The third principle is to organize the flow as smoothly as
possible. Production stages or the order of tasks (in the case of services) should be
ordered in sequential order, thanks to which we can avoid storage, and the product
will move smoothly from one stage to another. The premise is to look horizontal at
the process of creating value added and to analyze it from beginning to end. Opti-
mization should occur individually at each stage of the process.

Pull is another principle. It is a system consisting in the production of products
or services only when they are needed for the next stage of the process or when
there is demand from the client. Following the example of a car, we should not
produce it in such quantities that it then stays in the warehouse losing its market
value and bearing the costs of storage. The introduction of this rule results in
a shorter duration of the task and reduced storage costs.

The last rule is to constantly search for perfection, not to constantly correct
mistakes. Obviously, achieving this goal is impossible, but it is more about a pro-
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cess of continuous improvement and attempting to create new improvements. The
whole lean approach assumes a constant pursuit of perfection, because when we
don't move forward, we go back [Womack and Jones, 1996, pp. 16-26].

Figure 2 shows a survey of enterprises. It presents an overview of participants'
expectations regarding four technologies to help in handling the five lean princi-
ples. Entrepreneurs see the greatest potential in Big Data, this option has been cho-
sen 172 times (multiple answers possible) as a forward-looking tool for supporting
the principles. In terms of continuous improvement, participants expect benefits
from the possibility of analysing data from various sources.

What potential do the following trends of digitalization provide to support the five Lean principles? n =73
1 = No potential; 2 = Minor potential; 3 = High potential

15

a9 11
20 =
12

29

M Big Data loT M Automatiz. & Robotization W Additive Manuf.
17

28
42
36
33
50
24 39

Def. Customer Value Identif. Value Stream Flow Pull Cont.Impro.

42

Fig. 2. Potential of trends of digitalization

Source: Benchmarking — Lean 2020 - The Future of Operational Excellence, 2018,
http://tectem.ch/content/2-news/20180920-lean2020/report.pdf 2018, [05.02.2020], p. 25.

Internet of things (158) and Automatization and robotization (147) are at a sim-
ilar level. Entrepreneurs see their most likely usage with the Flow principle. Both
tools would definitely be able to shorten lead times and manage inventories more
wisely. Entrepreneurs notice the least potential in Additive Manufacturing.

5. Tools and techniques

The methods and techniques introduced should be known and understood.
Achieving the set goal depends on this, because Lean tools are directly related to
each other. Going further, the main task when using this concept is to properly
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group, establish the relationship of tools and apply them in accordance with their
function.

5S is a set of techniques and methods aimed at establishing and maintaining
high quality place of work. 5S is also one of the basic Lean Management tools,
because it is directly related to the proper organization of the work environment,
improvement of the company's organizational culture and - which is very important
- allows you to increase process stability. The name 5S comes from the first letters
of Japanese words, describing five stages:

« Seiri (Sort) - removing from the workplace all things that are unnecessary

in this moment and leaving what is necessary.

» Seiton (Set in order) - equipment marking and placement in designated
places where they will be easily accessible.

» Seiso (Shine) - regular cleaning and organizing the workplace so that eve-
rything assigned to a specific place was always there. An important ele-
ment is also to eliminate the causes of clutter.

» Seiketsu (Standarize) - creating a procedure that will help maintain the
standards introduced in the first three points, i.e. sorting, setting in a good
place and cleaning.

» Shitsuke (Self-discipline) - developing a habit of following previous rules,
this can be done by controlling and auditing.

New employees should be taught how to maintain workplace standards as part
of the initial training. Good practices are also competitions that are related to the
58S stages, for which employees can get a bonus or at least a distinction in the com-
pany forum [Locher, 2012, pp. 14-25].

FMEA (Failure Mode and Effect Analysis) - analysis of the causes and effects
of possible failure. The method and its variants can be a tool for designers who
strive to minimize losses resulting from low quality of a product or service. The
analysis is carried out in order to find potential causes of errors made at the design
stage and eliminate them at an early stage, before the finished product is created.
According to the observations carried out, about 60% of all errors arising during
the production of the product or providing the service have their source in the pre-
paratory phase, but at this stage their detectability is low. The basic principles of
each FMEA include a set of procedures selected under the project. A typical set of
basic principles that was pointed out in Goddard Space Flight Center is as follows
[Goddard Space Flight Center, 1996, p. 30]:

*  Only one failure mode exists at a time.

» All inputs (including software commands) to the item being analyzed are

present and at nominal values.
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» All consumables are present in sufficient quantities.

* Nominal power is available.

This process provides a documented method of project selection and an effec-

tive method of assessing the impact of proposed changes in project or procedures.

Kaizen is otherwise continuous improvement of the organization using the

knowledge and commitment of employees. The philosophy comes from Japan and
focuses on people who should constantly develop and improve their skills to meet
the requirements set by the company. In addition to fulfilling their obligations and
complying with standards, employees have the right to submit their ideas and solu-
tions, and implement small improvements (kaizens) in their work that cause the
organization to improve faster and gain competitive advantage faster. The kaizen
approach assumes that those closest to the work process are best suited to improv-
ing these processes [Ulhassan, 2015, pp. 222-228]. In Western culture and in the
hierarchical structure of the company, suggesting something to superiors may be
perceived as something wrong, otherwise it is the case with Japanese superiors
who are open to various types of improvement suggestions. Kaizen is also involv-
ing all employees at all levels in order to look for elements of improvement in all
areas of the organization. Until now, only a few studies concerned the direct rela-
tionship between kaizen results and employees, indicating that kaizen can be linked
to employee well-being [Garcia, 2014, pp. 2187-2198]. The lean approach is not
about employees putting their ideas into a special box, from which the committee
will then choose the best ideas, and the implementation will be done by someone
else [Imai, 1986, p. 132]. The submission of suggestions by employees should
result from the duties and skills of obtaining manager's information. To permanent-
ly introduce the kaizen philosophy into a company, the manager should:

» Encourage people to make suggestions and listen to new ideas - everyone
needs help to formulate ideas.

+ Find the opportunity to conduct experiments - when ideas are not lacking it
comes the problem with testing them. The manager should be able to find
time, place and money to check this idea. Such an experiment should take
place during the usual work day of the originator.

» Convince the people which are working on the same field that this is
a good idea - this is not the easiest thing to do. Convincing everyone in-
volved in the subject that the new idea is worth absorbing is not a simple
task, because no one likes to change their habits related to the activity. The
manager should encourage and support the group in exchanging views,
testing and trying so that the originators can prove their case and receive
support.
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» Change the standard and make sure that other functions in the organization
provide support to the originator - changing the standard is not simple, be-
cause the introduced changes often affect other departments in the organi-
zation. Among the people who need to be convinced will be at least one
who will not like the new changes. The originator at this stage can do noth-
ing, the manager must decide how to deal with the rest of the organization
in this situation. [Balle and Balle 2009, p. 78].

Kanban - is a technique that was developed by Taiichi Ohno, the same person
who was the originator of the concept of Lean Management. In Japanese, the word
kanban means sign, signboard. It is a special tool for controlling information and
regulating material movements between production or service stages. The method-
ology focuses on minimizing ongoing work and visualizing the transmission of
information and products [https://leankanban.com/project/ten-things/, 2019]. In
traditional production approach, a production schedule is provided for each indi-
vidual process and each process produces according to that schedule. For Kanban,
the schedule synchronizes the processes at the top and bottom of the stream value
with each other. The aim of the technique is to reduce inventory in the company
and limit its accumulation. When inefficiency is noticed, you set limits on the
number of items waiting at supply points, and then reduce them [Schonberger,
2001, pp. 70-71]. When the limit is exceeded, this indicates inefficiency that needs
to be eliminated. The introduction of the method reduces the capital needed to
maintain inventories and increases production flexibility. Toyota has formulated
Six prmuples that will help introduce the Kanban [Taiichi, 1988, p. 176]:

Only when consumables are used up requests should be sent to yours sup-
pliers.

» Production takes place according to the sequence and number of incoming
requests.

» Manufacturing and transporting are only carried out after prior inquiry.

* Arrequest related to an item should be attached to it.

» To ensure that the finished products will be defect-free processes must not
send out defective items.

» The process is getting more sensitive and reveals inefficiencies when num-
ber of pending request are limited.

Kanban boards are one of the tools that is used to implement Kanban to man-
age processes and projects in the organization. One of the areas of use is the IT
industry. In 2007, David J. Anderson presented the concepts of a new approach
that was to help development teams do their work better, faster and at the same
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time improve quality. He also developed the five most important kanban properties
inlT prOJect management [Anderson, 2010, p. 15]:
work visualization,

» work-in-progress limitation,

» measurement and flow management,

» creation of a clear process policy,

» use of models to recognize opportunities for improvement.

The kanban methodology does not specify the time that a team of programmers
should spend on performing a specific activity, but the number of activities that
programmers can do simultaneously. This is an unusual concept, because so far in
the agile methods specific activities and time of their implementation was deter-
mined at the planning stage.

The organizational context is very important. It is very important to consider
the approach of phased implementation of lean. A conscious choice of methods can
help build an organizational culture through small winnings and staff involvement.
Managers should consider applying methods, assessing the difficulty of its imple-
mentation and impact on the organization [Pearce and Pons 2013, p. 16].

6. Lean services

The profits resulting from the implementation of Lean in a service company
may turn out to be even greater than in a production company. The reason for such
results is probably the fact that in production plants, the improvement of productiv-
ity, more or less successful, is somewhat inscribed in their activities [Vignesh et
al., 2016, p. 2]. On the other hand, service companies usually rarely pay attention
to identifying and improving value added, which at the beginning gives some ad-
vantage and possibilities.

Tab. 2. Types of waste in services

No. | Types of waste in services Significances

1 Service design waste No response to customer needs and resulting unneces-
sary excess features

2 Service item waste Flaws in service process

3 Service ability waste Does not make full use of service capacity

4 Service process waste Low efficiency work

5 Service delay waste Phenomena that waiters or customers wait

Source: Qu L., Ma M., Zhang G., (2011), Waste analysis of Lean service. International Conference on
Management and Service Science (MASS 2011), Whuan, China, p. 2.
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Li Qu, Man Ma and Guannan Zhang in 2011 published an article in which,
based on the stream of lean services value. They pointed out five types of services
in which a service enterprise may incur losses. The first is service design waste, in
which the company does not react or reacts improperly to the needs of customers.
In this way, they perform an unnecessary function and incurring unnecessary costs
that will not bring a profit anyway. The second type of loss is service item waste.
Generally, there are defects in the customer service process. This may be incorrect
customer service, resulting in the customer not wanting to use our service again.
The third type of loss is service ability waste, i.e. incomplete use of the capabilities
of a given service. The customer would like to get the most for the smallest price,
do not want to pay for the stages of the service that he does not see and do not add
actual added value to his order. The penultimate type of losses is service process
waste, i.e. low work efficiency. In the service industry, people have a much greater
impact on the final good than in the case of manufacturing companies. That is why
it is equally important to pay attention to work efficiency. The last type is service
delay waste, i.e. the process of waiting for the customer to receive the service and
activities related to waiting. They can be shortened, for example, through better
cooperation or distribution of work among employees of the enterprise, eliminating
stages in which some employees have nothing to do. However, there are some dif-
ficulties to working out considerable benefits. First of all, in the service industry
the obstacle may be the trouble to notice the work actually carried out, which is
often done simply "virtually”" [Bhasin, 2015, p. 117]. In addition, they are often
complicated and difficult to understand processes. Often in service companies
there are also obstacles related to employee resistance to introduced changes.

The adoption of the lean concept in the service sector is quite new. Sceptics
say that hospital management is not the same as managing a manufacturing com-
pany and you cannot use the same methods. However, data collected over recent
years have said that the introduction of lean management in sectors such as health
care, IT and public administration can significantly improve work. For the
healthcare sector, 40% of all costs do not bring added value. Costs are caused by
wasting such things as inventory, time, materials and information. Another issue is
unnecessary procedures, wrong medicines, lack of communication, and poor
placement of materials and tools. The use of methods such as VSM, Virtual man-
agement or Pull system could reduce patient waiting time, reduce the possibility of
human error and increase staff productivity [Kadarowa and Demecko 2016, pp. 12-
15].
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Conclusions

The literature analysis and my own analysis show that lean management in-
creases the stability of enterprises. It includes tools that help in preventing the oc-
currence of the crisis, more rarely they are used as tools to fight the crisis, because
the concept and tools bring long-term effects. We can achieve positive effects us-
ing only selected methods that lean offers us. We do not have to follow all the
rules, use all techniques or tools. Matching the right ones to our company is key.
Lean management is not limited to tools, but also includes the involvement of an
active workforce. Starting from managers who are responsible for choosing the
right methods, ideas and people management to ordinary employees, who can
share their ideas and have a real impact on the company. The future labor market
will force employees to change the sector of operation frequently. The skill of con-
tinuous development that is currently the most desirable feature among employees,
in the coming years it may even strengthen. Technology in the future may take us
work, but less routine activities like medical care require skills not only manual but
also emotional. In this matter, it is impossible to replace a man with a machine, but
you can standardize his workplace, methods he use or better visualize his work-
place. Lean management is not only a concept addressed to entrepreneurs, it is a
general change in the way of thinking that can help each unit understand how to
easily improve their own and company's operations. Without the commitment of
employees, shaping their appropriate attitudes and creating the right conditions for
work, the implementation of the Lean concept is difficult. To use the full of the
lean management potential, is that to get benefits both economically and satisfacto-
rily, you need to redesign the heart and motivation on the part of the organization.
The set of methods, tools and procedures that together create the lean concept is
constantly changing and modifying. Big data and internet of things may change
perception of lean management. Productivity will increase due to collecting and
analysing of manufacture data. Modern enterprises should develop their own solu-
tions, adapting and assimilating classic tools to their needs.
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Lean Management — narzedzia, techniki
i sposoby wdrazania

Streszczenie

System gospodarczy, technologia i globalizacja dyktujag nowe warunki oraz zasady na ryn-
ku. Tradycyjny model zarzgdzania nie zapewni maksymalnego zysku i nie umozliwi firmom
dopasowania sie do aktualnych trendow. Narzedzia, techniki i metody powstate na prze-
strzeni ostatnich kilkudziesieciu lat oraz poprawne ich wykorzystanie mogg postuzy¢ do
sprawniejszego zarzgdzania przedsiebiorstwem. Szczupte zarzadzanie skupia sie na opty-
malizacji proceséw juz istniejgcych, zapobieganiu wystgpienia nowych problemdw, jak
réwniez umiejetnym wykorzystaniu zasobow ludzkich. W zwigzku z tym ma ogromne zna-
czenie w niezwykle konkurencyjnym wspoéfczesnym sSwiecie. Przedstawione zostato stu-
dium bibliograficzne dotyczace réznych praktyk stosowania lean management wraz z me-
todami ich wdrozenia. Wnioski ptynace z analizy bibliografii dajg do zrozumienia, ze umie-
jetnosci miekkie, sprawna kadra zarzadzajgca oraz technologie IT mogg by¢ kolejnym eta-
pem rozwoju koncepcji szczuptego zarzadzania.

Stowa kluczowe

szczupte zarzadzanie, lean management, produkcja
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Abstract

In the recent decades, along with the phenomenon of international cooperation growing
dynamically and the fast progress in the field of new technologies, there has been a no-
ticeable interpenetration of markets. The result of said changes is the tendency for over-
coming or even erasing barriers which leads to connection of domestic markets into
a single, global market. This phenomenon is known as internationalization. Nowadays it is
one of the most frequently recurring elements of corporate strategies, which is why it is
worth taking a closer look at. The process of internationalization is often rather complex,
which means it’s a multi-stage process. In order to systematize and identify the processes
that lead to internationalization, specialized models have been established. These models
systematize carried out operations, determine their character and, primarily, shed light on
intricate business processes which take place in companies. Therefore, the purpose of this
article is to characterize basic internationalization models of small and medium-sized
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enterprises and relate them to the Uppsala model, which will determine its significance in
the process of internationalization.

Key words

company internationalization, process, Uppsala model, network approach

Introduction

Internationalization is a relatively new concept, although its first definition
emerged in the 50s or 60s. Along with the development of globalization and in-
creased frequency of entering into contracts by international corporations, interna-
tionalization had been accelerating and slowly coming into prominence. While
analyzing the literature related to the internationalization, it can be noted that terms
“internationalization” and “international exposure” are used interchangeably. In
order to systematize aforesaid concepts, it is necessary to refer to works listed in
the bibliography. In the dictionary of the Polish language internationalization is
described as “international exposure, recognition of one as international”
[Szymczak, 1978, p. 801]. Over the years the definition has evolved and currently,
authors characterize it in various ways. Selected examples are displayed in the
table 1.

In addition to the concept of internationalization, the article will determine the
term “modelling”. According to the dictionary of the Polish language to model, in
general, is to impart an intentional shape and form. Whereas in scientific terms, to
model is to create models of a real-life phenomena in order to analyze them. After
the key definitions we may proceed and discuss the main part which are basic
models of internationalization.

The categorization of said models according to their distinguishing characteris-
tics allowed to classify them into four groups: the Uppsala model, eclectic para-
digm, network approach and strategic approach [Fonfara, 2009, pp. 13-14]. In this
article two of them, Uppsala model and network approach, were described and
compared.
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Tab. 1. Definitions of internationalization

Author Definition

J. Johanson, J.R. Vahilne (1977) | The consequence of gradual adjustment to evolving entrepre-

M. Jarosinski (2013) neurial environment, both external and internal

L. Merlin (1992) Internationalization of company is the process of evolutionary

M. K. Witek-Hajduk (2010) changes causing the increase of company’s engagement in foreign
markets, which is a function of increased expertise on these mar-
kets

G. Gierszewska, B. Wawrzyniak | Expansion of organisation’s operations by moving from domestic

(2001) market onto foreign markets

J. Rymarczyk (2004) Any kind of commercial activity undertook abroad by the organi-
M. Jarosiniski (2013) sation

M. Strzyzewska (2005) Internationalization consists in geographical expansion of compa-
M. K. Witek-Hajduk (2010) ny’s operations

K. Bartozewski (2017) (1) Internationalization means ‘every form and range of connect-

ing different operations of the company to foreign markets’.

(2) The concept of internationalization is interpreted as the choice
of particular internationalization strategy, including selection of
target markets, way of entering said markets, time and scale of
entering, level of resources engaged, network relations formed.

Source: Own elaboration based on related literature [Bartozewski, 2017, p. 17], [Jarosinski, 2013,
p. 15, 18], [Johanson, Vahilne, 1977, p. 26], [Gierszewska, Wawrzyniak, 2001, p. 18], [Rymarczyk,
2004, p. 19], [Przybylska, 2005, pp. 73-92], [Witek-Hajduk, 2010, p. 18], [Merlin, 1992, pp. 99-118],
[Strzyzewska, 2005, p. 419].

1. The Uppsala model

Amongst different conceptions of companies’ internationalization, Uppsala
model is, by far, the most prominent. It has been created by the Uppsala University
academics in the 1970s (Johanson, Wiedersheim-Paul, 1975; Johanson, Vahine,
1977, p. 26) [Limanski, Drabik, 2017, pp. 182-183]. Uppsala model is the most
developed and influential theoretical framework describing the process of compa-
ny’s internationalization and it is also referred to as the conventional model of in-
ternationalization [Gorynia, Jankowska, 2007, pp. 22-23]. The critical variable of
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the model is how long the company’s been present in the international market and
international experience associated with said time, and the effect is growing inter-
national involvement developing over a period of time [Szymura-Tyc, 2015, pp.
17-18].

Uppsala model is based on the concept of empirical knowledge. The model
suggests that a company’s demeanor in the process of internationalization depends
on its practical knowledge. It has also been accepted that enterprises initially de-
velop their operations on local markets and, along with the expanding knowledge
eagerly expand to foreign markets. It has to be noted that the selection of these
markets is determined by the so-called ‘psychological distance’ [Hadrys, 2011,
p. 110]. This distance is a combination of different factors which result in impedi-
ments related to the flow of information between two sides. ‘Psychological dis-
tance’ can manifest itself in cultural, linguistic and economic differences [Paweta,
2014, p. 164].

Static aspects Dynamic aspects
Operational capacity Decision making commitment
Dynamic capabilities
- Opportunity development-capability - Reconfiguration

— - Change of coordination

- Networking-capability
- Technology development-capability

- Globalization-capability

Results Organizational processes
- The grade of globalization _
- Learning
- Creation

a) Geographical configuration

b) Geographical coordination - Confidence-building

Fig. 1. Uppsala model: 2014 version

Source: Wach K. (2017). Evolution of the Uppsala model of internationalization: towards non-
linearity of internationalization of firms, Cracow University of Economics Faculty of Economics and
International Relations Department of International Economic Relations, Cracow, p. 167.
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The model of enterprise internationalization illustrated above implies that there
is a substantial correlation between current state of knowledge in the field of a
foreign market and the resource utilization in said market, between decision-
making process in terms of enhancing the degree of involvement and current level
of activities occurring on this market. The model also established that the company
strives toward increasing long-term profits and keeping risk retention on a fairly
low level during all stages of the internationalization process [Przybylska, 2018,
pp. 27-28].

“In the Uppsala model four stages have been discerned:

» irregular export activity — sporadic export,

» export through independent intermediaries (agents),

» establishing a subsidiary (branch) of sales department,

* establishing a subsidiary (branch) of production department” [Koziot-

Nadolna, 2012, p. 240].

Market/mode of | Sporadic export | Sustained Commercial Production
operation export subsidiary subsidiary
Market A [ Increase in market involvement ]'_"'
Market B \\
Market C \
~] Increase in international
Hone' | Increase in geographic:al]*j exposure
i
1 | diversification \‘\---.._
Market N l T

L

Fig. 2. Uppsala model scheme of company’s internationalization

Source: Radke-Koztowska H. (2015). Network internationalization of company as a form of interna-
tional expansion, Studia Ekonomiczne. Zeszyty Naukowe Uniwersytetu Ekonomicznego w Katowi-
cach, University of Economics in Katowice, Katowice, p. 196.

The four stages displayed above represent four variables which ought to be in-
terpreted in connection with an additional variable — the number of foreign markets
[Radke-Koztowska, 2015, p. 196]. The three arrows indicate three prospects of
company’s development, which are:

» geographical diversification, mainly aimed at export operations, whose key

task would be to secure new markets,
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* increase in internationalization, happening when given enterprise, while
searching for new markets to enter, simultaneously attempts to escalate
engagement on particular markets,
increase in market involvement, when the enterprise does not acquire new
markets, but rather concentrates on developing forms of internationaliza-
tion [Radke-Koztowska, 2015, p. 196].

A Establishing the
production
subsidiary

A A

Establishing the
commercial
subsidiary

A A

Export through
independent
intermediaries

Market involvement

l'

Irregular export
activity

Market knowledge

Fig. 3. The process of enterprise’s internationalization in the Uppsala model
Source: Przybylska K. (2018), BORN GLOBAL — a new generation of small enterprises, Cracow, p. 24.

The irregular export activity, which is the first stage of the internationalization
process according to the Uppsala mode, means that at this stage, the company does
not export; the enterprise does not ship their products and resources abroad. Addi-
tionally, the enterprise virtually does not collect any information on foreign mar-
kets. The second stage, export through independent intermediaries, indicates that
the enterprise enters the early phase of engagement of resources and gathers infor-
mation on different factors that have an impact on sales effectiveness on a particu-
lar foreign market [Gorynia, Jankowska, 2007, pp. 22-23]. The transition towards
considerably more advanced stage of internationalisation is associated with the
phenomenon of psychological distance, described previously, and not with the
insufficient size of foreign market. The next stage in the process of internationali-
zation based on the Uppsala model is establishing a sales subsidiary. During this
stage, the enterprise is considerably more interested in gaining knowledge on
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a determinant of sales and an essential level of commitment of their resources on
a given market [Gorynia, Jankowska, 2007, pp. 22-23]. The fourth and final stage
is establishing the production subsidiary. This stage requires a comparatively high-
est level of knowledge on the expansion market and is associated with highest level
of commitment of company’s resources abroad [Gorynia, Jankowska, 2007, pp. 22-
23]. All of the stages described above differ in terms of resource commitment and
knowledge on expansion markets. Greater resources commitment is conditional on
greater level of knowledge on expansion markets [Gorynia, Jankowska, 2007,
pp. 22-23].

Tab. 2. Advantages and disadvantages of the Uppsala model

DISADVANTAGES ADVANTAGES

insufficient knowledge on foreign markets | complete autonomy of operations conducted abroad

necessity of possessing resources required | sole control over resources utilized on foreign mar-
for expansion kets

risk posed by entering the foreign market gradual process of entering foreign markets

high cost of transportation minimal risk

tariff and non-tariff barriers internationalization progresses gradually with the
advance of knowledge

Source: Own elaboration based on Gorynia M., Jankowska B. (2007). The internationalization theo-
ries of the firm: a short review, Gospodarka Narodowa Nr 10/2007, p. 22. Ratajczak-Mrozek M.
(2013). The internationalization of polish high-tech companies and their cooperation with foreign
firms, Gospodarka Narodowa 1-2, p. 56.

2. The network approach

Modern-day enterprises increasingly more choose not to operate on a market
truly independently, but rather establish a network of relations with entities from
their sector, forming a network of connections [Ratajczak-Mrozek, 2009, p. 7;
Gudanowska 2017, p.183, Tomaszuk 2017, p.701]. This solution contributes to
increasing the means of expansion on foreign markets in a certain way. It shows
how resources, operations and market competitors affect the scale of international-
ization both from the perspective of individual companies and corporate groups. In
other words, a network is capable of securing support of international operations,
although the research on enterprises’ development policies within networks is nec-
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essary [Buczkowski, Ktysik-Uryszek, Kuna-Marszalek, Swierkocki, 2015, p. 31;
Nazarko 2019, p. 342; Urban, Rogowska 2019, p. 129].

‘Relations’ are the determining factor in the network approach. While the con-
nections between organizations, three types or relations, as well as their features,
can be distinguished. The functions of each relation type are determined based on
the source of the influence, while the relations indicate the target of said influence.
[Fonfara, 2009, p. 13].

The relations, which consist of establishing relations, carrying out cooperative
operations and integrating the resources, result in networks between cooperating
establishments being created. Due to the possibility of establishing international
cooperation with numerous entities, networks be arranged in different setups, they
all include company’s transformation both on the domestic and foreign market.
The exemplary variant of network relations was provided in the Figure 4.

Domestic market Foreign market - target
for the expansion

Enterprise
Foreign business network
Foreign
—_— O —_—
. market
Enterprise

Foreign business network of
the country different than the I
q) target market RN
?‘E /*) o Foreign
— — | market
Enterprise's domestic e
business network

Fig. 4. The configuration of company’s network relations in the process of internationalization
Source: Ratajczak-Mrozek M. (2009). The international network approach, Marketing i Rynek No.3,
p. 10.

The first configuration contains basic relations between domestic company and
its partners, which together call a foreign business network in the target expansion
market into being. In the second configuration, relations that may be formed with
foreign network (but not with target expansion market), were displayed. In a way,
they act as an intermediary in the process of reaching the objective pursued, and, in
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most instances, have an impact on parties that can see benefits derived from coop-
eration with the said organization. The third configuration is oriented towards set-
ting up a network of relations with company’s domestic partners. The efforts pro-
vide more distinct functioning found on different pillars at the very beginning of
stepping into internationalization process. They reduce the risk of failure, as well
as influence the increase of the internationalization rate.

Even though the idea of cooperation which opens opportunities appears as an
encouraging one, there are some aspects that weigh negatively on its image. The
analysis of some advantages and disadvantages of network approach are displayed
in the table below.

Tab. 3. Advantages and disadvantages of the network approach

DISADVANTAGES ADVANTAGES

limited means of international cooperation extended means of international coop-
eration

conflicting interest of enterprises which hamper mutual support of members operating
cooperation within one network
dependency on other enterprises, lack of individual membership of a particular group which
activity motivates to active participation
imminence of individual’s domination determining presence of reference units from which
the status of different participants in network circula- | enterprises can learn and gain experi-
tion ence
interrupted communication as a result of multilateral | increased labour efficiency
nature of relations

Source: Own elaboration based on Fonfara K. (2009), Istota i zakres procesu internacjonalizacji firmy,
in: K. Fonfara (red.), Zachowanie przedsiebiorstw w procesie internacjonalizacji. Podejscie sieciowe,
PWE, Warsaw, pp. 11-26.

3. Comparison of the Uppsala model and network approach in the pro-
cess of internationalization

In order to carry out further analysis, it is necessary to point out the differences
between the Uppsala model and the network approach. Even though the network
approach resemble to Uppsala model in its main premises, is has different terms of
reference and logic of the operation [Radke-Koztowska, 2015, p. 200].
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The process of internationalization offers numerous possibilities which can be
applied in different ways. Internationalization depends on company’s peculiarities,
available resources and ability to integrate with other business teams. It is recom-
mended to thoroughly analyze the characteristics of the models according to which
internationalization is going to be formed, prior to the start of international cooper-
ation. In the Table 4 below, comparison of main characteristics of the Uppsala

model and the network approach were displayed.

Tab. 4. Comparison of Uppsala model and network approach — characteristics

Characteristics

Uppsala model

Network approach

Model’s type

behavioural model

behavioural model

Model’s character

dynamic

dynamic

Group of theories

theory of gradual internationali-
zation of the company

network theory

Source of foreing mar-
kets know-how

own experiences

exchange of information within
business network

Cycle of model

cause and effect

continuous interaction, long-term
cooperation

Kinds of knowledge

objective knowledge, experi-
ence-based knowledge

experience of cooperation withing
the network of relations

Barriers

psychological distance

legal obligations, interdependence

Direction of expansion

foreing markets

foreing markets

Activity

completely autonomus

having regard to environment

Type of learning process

cumulative nature, progressive,
advancement is based on com-
pany’s individual experience

membership of created network of
interaction

Proceedings of interna-
tionalization

linear course

phenomenon of evading,
change of expansion pace

Source: Own elaboration based on related literature [Radke-Koztowska, 2015, p. 200], [Witek-
Hajduk, 2010, p. 29], [Pietrasienski, 2014, pp. 19-20], [Karasiewicz, 2013, pp. 133-134, 143],
[Ratajczak-Mrozek, 2009, p. 10].
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Conclusion

None of the internationalization theories are capable of fully explaining the be-
havior of an enterprise which is able to operate on foreign markets. Often, some
level of dependency between different approaches or theories is inevitable and
necessary to explain the phenomena occurring within the studied area. The instance
of this dependency is the Uppsala model and the network approach. When it comes
to the network approach, the result of company’s internationalization is its business
relations with customers, suppliers, competitors, advisors; they help the company
move outside the domestic market [Radke-Koztowska, 2015, p. 200]. In the Upp-
sala model the process of company’s internationalization is related to its possession
of proper practical knowledge. The higher said knowledge is, the more willingly
companies enter foreign markets and their ‘psychological distance’ lowers.

The models described above are quite significant in the process of internation-
alization. The patterns of internationalization presented in them allow to under-
stand their course and structure. In addition, they present ways in which enterprise
can participate in the industrialization process. In the discussed models, thanks to
the gained and organized knowledge, it is very easy to determine the achieved level
of internationalization and the direction in which the company should proceed to
maximize its potential.

After carrying out a thorough analysis of internationalization models described
above, it has been determined that following them brings measurable benefits to
the company. First of all, it is necessary to mention determining a stage and re-
searching a course of internationalization, analyzing immediate and external envi-
ronment, risk-minimizing efforts. Uppsala model and network approach are not
interchangeable, they vary in some aspects which determine particular causes of
use. Therefore, matching one of them to the particular company is dependent on
specific nature of company’s operations, as well as the ability to become engaged
in foreign markets.
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Model Uppsala a podejscie sieciowe
w procesie internacjonalizacji

Streszczenie

W ostatnich dziesiecioleciach, wraz z dynamicznie rosngcym zjawiskiem wspétpracy mie-
dzynarodowej i szybkim postepem w dziedzinie nowych technologii, zauwazalna jest prze-
nikanie sie rynkow. Rezultatem tych zmian jest tendencja do pokonywania, a nawet usu-
wania barier, co prowadzi do potaczenia rynkéw krajowych w jeden globalny rynek. Zjawi-
sko to znane jest jako internacjonalizacja. Obecnie jest to jeden z najczeSciej powtarzaja-
cych sie elementéw strategii korporacyjnych, dlatego warto przyjrzeé¢ sie blizej. Proces
internacjonalizacji jest czesto dos¢ ztozony, co oznacza, ze jest to proces wieloetapowy.
W celu usystematyzowania i identyfikacji proceséw prowadzacych do internacjonalizacji
ustanowiono specjalistyczne modele. Modele te usystematyzujg przeprowadzane opera-
cje, okreslajg ich charakter, a przede wszystkim rzucajg $wiatto na skomplikowane procesy
biznesowe zachodzgce w firmach. Dlatego celem tego artykutu jest scharakteryzowanie
podstawowych modeli internacjonalizacji matych i Srednich przedsiebiorstw i odniesienie
ich do modelu Uppsali, ktory okresli jego znaczenie w procesie internacjonalizaciji.

Stowa kluczowe

umiedzynarodowienie przedsiebiorstwa, proces, model Uppsala, podejscie sieciowe
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Abstract

There is no unambiguous definition of internationalization although a lot of theories that
has made great contribution to enterprise internationalization have been propounded.
Internationalization is commonly understood as an extending the company's activity to
foreign markets in order to ensure a better competitive position. The company's opera-
tion on the local market differs from its operation on foreign markets. Examples of many
companies indicate that internationalization processes, even if they enable them to gain
new markets, involve the need to overcome various types of barriers. The aim of this pa-
per was to identify barriers of internationalization among SMEs in Podlaskie Voivodeship.
External and internal barriers of internationalization have been analysed. Researches
indicated, as the most dangerous barrier lack/insufficient financial resources and strong
competition on the foreign market; the least dangerous — cultural differences.

Keywords

internationalization, barriers of internationalization, GoSmart BSR project
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Introduction

In the literature on the subject, there is no unambiguous, generally accepted
definition of internationalization, which is commonly understood as extending the
company's activity to foreign markets in order to ensure a better competitive posi-
tion. It is based on the assumption that the company's operation on the local market
differs from its operation on foreign markets. The main factors strengthening the
development of internationalization are the progress of science and technology, the
economic development of individual countries and the international market, as well
as the growing investment potential of enterprises [Kuras, 2012, p. 18; Nazarko
2019, p. 342].

Examples of many companies indicate that internationalization processes, even
if they enable them to gain new markets, involve the need to overcome various
types of barriers. The aim of the paper is therefore to identify key barriers in the
internationalization process of small and medium-sized enterprises in the Podlaskie
Voivodeship.

1. Literature review

Researchers dealing with internationalization propose different ways of inter-
preting this phenomenon. Theoretical considerations compile and analyze from
several to several dozen definitions of internationalization [Wolniak, 2018, pp.
661-662; Glinkowska, 2016, p. 20; Bartozewski, 2017, pp. 16-18; Limanski,
Drabik 2016, pp. 323-331; Jedralska, Komanda, Dziubinska 2013, pp. 36-38;
Karasiewicz 2013, pp. 32-38]. According to J. Rymarczyk, internationalization and
its essence can be understood using three basic approaches [Rymarczyk, 2004,
p. 19]:

» process (dynamic approach),

 institutional (static approach),

» Dbehavioral (as a way of behavior)

Internationalization recognized as a process is characterized by a phase ar-
rangement of its forms. These forms reflect the historical course of the internation-
alization process based on the individual experience of international companies. It
is assumed that the achievement of one form to some extent determines the transi-
tion to the next one. The first stage of internationalization is a the transition from
the national economy, characterized by closed internal activity, to multilocal (mul-
tinational) economy. Multilocal activity consists in developing, producing and
selling products or services tailored to the local needs of consumers. The conse-
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guence of this approach may be the implementation of different strategies in differ-
ent countries. The most advanced phase of these processes is globalization, which
is based on the assumption of similarity of key success factors in most international
markets and the standardization of production and services on a global scale [Ku-
ras, 2012, p. 19]. The process approach is associated with forms such as: export,
licensing, franchises, joint ventures, or foreign direct investment [Rymarczyk,
2004, p. 20].

In static approach, internationalization is analyzed as an institutional phenome-
non. It means the state of internationalization of the enterprise expressed by specif-
ic indicators and measures that inform about the intensity of internationalization of
the enterprise [Rymarczyk, 2004, p. 20].

In the behavioral approach, internationalization is analyzed from the perspec-
tive of how the company manages it. Internationalization of the enterprise can de-
velop over time as a result of the strategy of the entire company or its creation
takes place spontaneously and many people and/or departments of a given compa-
ny participate in it in an uncoordinated manner [Fonfara, 2009, p. 12. Particular
emphasis is placed on relationships with foreign enterprises that depend on the
attitudes and behavior of managers of enterprises internationalizing their activities
[Rymarczyk, 2004, p. 20].

However, the process of internationalization of organisations, especially in the
group of small and medium enterprises, is still not widespread. This condition is
associated with the existence of many barriers, which in the simplest way can be
divided into internal and external barriers. Barriers conditioned by internal factors
include [Winkler, 2007 p. 78]:

» experience gained by the organization in undertaking this type of activity,

+ staff competences,

+ the type and specificity of the company's organizational culture,

 financial possibilities of the organization.

Lack of experience in a given type of activity can be generally described as an
information (knowledge) barrier. Ignorance of procedures, existing connections and
mechanisms regulating operation in a given sector and market exposes the organiza-
tion to making many costly mistakes, increases the burden of legal services and
transaction costs incurred by it. It can also lower the assessment of the organization's
credibility in the assessment of its potential partners [Winkler, 2007 p. 78].

The appropriate competences of employees are necessary when entering new
markets, expanding operations, maintaining contacts with companies from other
countries, cultures, or building (joining) in international networks. Therefore, there
is a need of the organization for employees' competences not only in terms of sub-
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stantive qualifications, but also language competences and predispositions to work
in a multicultural environment [Winkler, 2007, p. 78; Moczydlowska, Serafin
2016]. Overcoming this barrier is possible only thanks to solid preparation for the
whole process and having staffing reserves. An additional obstacle may also be the
lack of integrity of the internationalization process. It may turn out that for some
reason its assumptions are not being implemented. Such a state may lead to the
cessation of internationalization in accordance with the previously adopted strate-
gy, and uncoordinated and unplanned action will start [Gostkowska-Dzwig and
Mrozik, 2016, p. 64].

The culture of the organization determines the way of functioning the entire
organization - its ability to change as well as coping with cultural differences.

Internationalization means the necessity of incurring specific investment out-
lays related to equipping new branches, increasing the employment level, incurring
burdens related to expatriation of employees or introducing specific changes in the
structure of the organization and management practice necessary from the point of
view of its adaptation to new operating conditions. The resources owned by the
organization, its self-financing capacity or creditworthiness will not only determine
the organization's capabilities in the above-mentioned scope, but will also deter-
mine the shape of the organization's competition strategy and its ability to compete
[Winkler, 2007 p. 79; Gudanowska, Alonso and Térménen, 2018, p. 65, Tomaszuk
2017, p. 701].

In the case of externally determined barriers, there are barriers with political and
legal conditions and a group of barriers related to the creation of forms of coopera-
tion between enterprises. In the first group, in addition to the unstable political, legal
and administrative structure of the state (which may significantly limit the possibility
of developing activity on a given market), there are also currency fluctuations,
changes in the government's political programs or in legislation. In the second group,
in case of creating forms of cooperation (alliances, alliances, mergers) significant
barriers to their effective implementation may be: mismatch of partners (in particular
in the aspect of organizational cultures), or mutual restrictions in access to infor-
mation, fear of loss independence [Winkler, 2007 p. 79; Daniluk and Tomaszuk
2016, p. 533, Szydto 2017, p. 263, Szydto and Grzes-Buktaho, 2020].

In the internationalization process, both internal and external threats can be
dangerous for the development and even existence of an enterprise. It is necessary
to prepare properly the organization to start this process, to protect against possible
barriers, as well as to develop solutions to mitigate their possible effects [Daniluk
2018, p.185; Gostkowska-Dzwig and Mrozik, 2016, p. 66; Wasiluk and Daniluk
2013, p. 20].
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2. Methodology of research

Internationalization of enterprises is an important aspect in the era of globaliza-
tion. Therefore, it is important to take actions that contribute to increase in interna-
tionalization of economic entities.

This study is a part of a larger research project conducted simultaneously in
seven countries (Poland, Lithuania, Latvia, Estonia, Finland, Germany, Denmark)
— partners of the GoSmart BSR project — ‘Strengthening smart specialisation by
fostering transnational cooperation (GoSmart BSR)’ [https://gosmartbsr.eu/].

The project is implemented with the support of the European Regional Devel-
opment Fund Baltic Sea Region Programme 2014-2020. In the project cooperate
eight partners from seven countries — Bialystok University of Technology (Lead
Partner, Poland), Podlaska Regional Development Foundation (Poland), Vidzeme
Planning Region (Latvia), Valga Municipality Government (Estonia), Public Insti-
tution Lithuanian Innovation Centre (Lithuania), Kouvola Innovation Ltd. (Fin-
land), Hamburg Institute of International Economics (HWWI) (Germany), Busi-
ness Aabenraa (Denmark).

The main aim of GoSmart BSR is to increase capacity of innovation actors (in-
novation intermediaries, authorities, research institutions, enterprises) to apply
smart specialisation approach. Main expected results are a functioning and sustain-
able Transnational Innovation Brokerage System and SMEs Joint Smart Strategies
implemented across partner regions.

The aim of the study conducted in June 2018 among representatives of SMEs
and business support institutions from Podlaskie was to identify the needs related
to increasing innovativeness of internationalization.

The study was conducted on a group of 31 innovative enterprises and a busi-
ness support institution. All organisations have their registered office on the territo-
ry of Podlaskie Voivodeship. The study group includes enterprises which are al-
ready engaged in activities on foreign markets or which plan to engage soon and an
institution engaged in, among others, supporting internationalization of entrepre-
neurs from Podlaskie.

In the quantitative study a CAWI method was used (Computer-Assisted Web
Interview), which is a method of quantitative data collection method in which the
respondent is asked to fill in the electronic form. 27 entities took part in this study.
The questionnaire was composed of 4 closed questions and a metric part with 6
closed or semi-open questions. Moreover, 5 direct partially-structured interviews
were conducted, i.e. a method of research which is open and allowing new ideas to
be brought up during the interview because of what the interviewee says; the inter-
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viewer has a framework of themes to be explored. 4 companies and business sup-
port organisation took part in this particular study. The interview scenario in its
structured part was composed of 4 closed guestions (the same as the survey ques-
tionnaire) and had 4 additional open questions. The percentage of responses pro-
vided and simple statistical measurements (arithmetic average, mode) were utilised
for interpretation of the data collected.

31 micro, small and medium companies and one representative of business
support organisation took part in the study. The enterprises represented the follow-
ing domains: human health and nutrition (26%), manufacturing & industry (58%),
ICT (13%) and construction (3%). There were no representatives of the following
domains in the study: key enabling technologies, sustainable innovation, and trans-
portation and storage. No prominent industry was observed among the domains
represented by the enterprises. Table 1. provides information on dispersion of re-
spondents in relation to their main activity.

Tab. 1. The most important information about entities

main activities manufacturing | human health & ICT construction
areas & industry nutrition
58% 26% 13% 3%
operation on fore- yes no
ign markets 74% 26%
areas of internatio- European markets of Asian countries | North American
nal partnerships market neighbouring markets markets
countries
78% 70% 26% 22%
the time of opera- | over 5 years >3-5 years 1-3 years less than a year
tiong on foreign
markets 35% 26% 26% 13%
level of interest Germany Finland Denmark Estonia Lithuania Latvia
about establishing
in international 74% 74% 68% 61% 55% 48%
cooperation
level of interest manufac- human key con- transp. sustain-
about establishing turing & health & enabling struc- ICT and able
in international industry nutrition technologies tion storage innova-
cooperation in tion
Trans S3 55% 48% 26% 23% 19% 16% 13%

Source: own researches.
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Only 8 (26%) out of companies studied do not operate on foreign markets —
these enterprises informed about their willingness to internationalize and, simulta-
neously, lack of any further steps in this matter. The remaining companies (74%)
are already internationalized (Tablel).

Among companies that declared having business experience gained of foreign
markets the most cases refer to cooperation with European markets not border-to-
border with Poland — 78%. Moreover, 70% of companies cooperate with neigh-
bouring countries, 26% conduct businesses on Asian markets and 22% on the
North America territory. None of the enterprises studied cooperate neither with
South America nor with Africa (Tablel).

During analysis of time of operation on foreign markets one may notice that in
case of internationalized companies the dominant time period is five years (more
than 1/3 of companies studied); 26% of companies declared operation of 1-3 years
and the same number of companies of 3-5 years, while 13% of companies operate
in an internationalized manner not longer than one year (Table 1).

During the analysis of internationalization needs the respondents were surveyed,
among others, about countries with which these companies would like to cooperate.
7 countries from the Baltic Sea Region emerged, and the respondents declared they
are interested in foreign cooperation with at least one of the mentioned countries.

The largest percentage of respondents (74%) declared willingness to cooperate
with Germany and Finland; considerable interest was expressed in cooperating
with Denmark (68%), Estonia (61%) and Lithuania (55%). Less than half of the
respondents expressed their interest in cooperation with Latvia (48%) — Table 1.

The entrepreneurs were also asked about which industry representative they
would be willing to commence international cooperation (Table 1). The most
commonly chosen was manufacturing & industry (55%) and human health and
nutrition (48%), which, most probably, is in relations with currently conducted
business, yet still the respondents were eager to cooperate with other key sectors.

The studied business support organisation declared that it cooperates with
SMEs from manufacturing and industry and construction domains, is in a partner-
ship with institutions from the European markets, operates on these markets for
more than 3 years and, in addition, is interested in establishing relations with Esto-
nia and Finland. During the study it turned out that this institution has a potential to
cooperate within the following domains: human health and nutrition, key enabling
technologies, manufacturing & industry, ICT, sustainable innovation, and construc-
tion. Moreover, similarly to most of the studied companies, this institution ex-
pressed its interest in participation in transnational system of innovation and inter-
nationalization support of SMEs.
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3. Barriers of internationalization

Crucial issue in terms of enterprises internationalization are the internal and
external barriers, i.e. the factors that hinder internationalization processes of enter-
prises. Companies were presented with a list of such factors and were asked to
assess to what extent an elimination or reduction of barriers’ presence would in-
crease the company’s internationalization level (in scale from 1 to 5, where one
means least important and five — most important).

It turned out that, among internal barriers, little above half of respondents
(51.6%), as of the highest importance, indicated financial barriers, i.e. lack or in-
sufficient financial resources for ventures on foreign markets (Table 2).

Tab. 2. Internal and external barriers in the process of internationalization, N=31 (in %)

Barriers X 1 2 3 4 5
lack / insufficient financial resources 419 8.2 0| 226 | 226 | 51.6
insufficient knowledge of legal and financial 3.84 6.5 3.2 | 25.8 29 | 355
regulations
language barrier 3.74 6.5 6.5 29 | 22.6 | 35.5
insufficient knowledge about the market 3.71 9.7 3.2 | 25.8 29 | 32.3
‘_g the level of risk 3.52 6.5 | 129 | 22.6 | 38.7 | 19.4
E inappropriate timing (too late / too early entry 3.45 9.7 0| 452 | 258 | 194
£ | into foreign markets)
insufficient knowledge about clients 332|129 | 16.1 | 25.8 | 16.1 29
lack of experience in internationalization 329|194 | 9.7 | 226 | 194 29
insufficient competences of employees 329 | 129 | 129 29 | 22.6 | 22.6
insufficient knowledge about the possibilities of | 3.23 9.7 6.5 | 484 | 226 | 12.9
cooperation
strong competition on the foreign market 4.00 0 0| 323|355 | 323
unfavorable legal and financial regulations 3.65 3.2 129|355 | 129 | 355
lack / insufficient external support (eg. inves- 3.61 6.5 6.5 | 32.3 29 | 25.8
tors)
= insufficient promotion of the region on foreign 3.52 9.7 9.7 29 | 22.6 29
c markets
‘2 unfavorable political situation in the target 3.16 | 129 | 129 | 41.9 9.7 | 22.6
@ foreign market
lack / insufficient consultancy support 3.10 9.7 9.7 | 51.6 | 194 | 9.7
insufficient coordination between business 3.06 | 129 | 129 | 38.7 | 25.8 9.7
networks
cultural differences 2.87 9.7 | 25.8 | 419 | 12.9 9.7

Source: own researches.
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Subsequent, important barriers are those related to lack of proper knowledge
on how to operate on a foreign market, i.e. insufficient knowledge of legal and
financial regulations (35.5%), language barrier (35.5%), and insufficient
knowledge about the market (32.3%).

The least often mentioned were the unwillingness to cooperate with foreign
partners (9.7%), lack of readiness for internationalization (12.9%) and insufficient
knowledge about the possibilities of cooperation (12.9%).

When the external barriers are concerned, the respondents have often indicated
unfavourable legal and financial regulations on given foreign markets (35.5%) and
strong competition on the foreign market (32.3%; Table 2). The respondents have
also noticed the importance of insufficient regional promotion on the foreign mar-
kets (29%).

The following items are treated as the least troublesome in foreign cooperation:
cultural differences (9.7%), insufficient coordination between business networks
(9.7%) and lack / insufficient consultancy support (9.7%).

The results show that the most significant barrier is the financial one (4.19). In-
tensive competition (4.00) is also perceived as a rather difficult obstacle. The sub-
sequent three places were taken by barriers related to insufficient knowledge, i.e.
insufficient knowledge of legal and financial regulations (3.84) and about the mar-
ket (3.71). The companies studied indicated that knowledge of foreign languages
(3.74) is also an important barrier. What is interesting, unfavourable legal and fi-
nancial regulations (3.65) are mentioned by many companies, even though the
same companies declare they have insufficient knowledge of these regulations.
Therefore, these legal and financial regulations are only a perceived, imaginary
barrier, rather than a real one. The respondents often mention the need for proper
promotion of the region on international markets (3.52), an action that would sup-
port establishing cooperation between entities. The next barrier to be discussed is
the level of risk related to internationalization (3.52). Taking into consideration
rather conservative approach of entrepreneurs from Podlaskie, it seems that this is
a barrier resulting from a general perception of the environment.

Conclusion

The study conducted among enterprises from Podlaskie indicate that interna-
tionalization raises interest, but it also generates many problems that entrepreneurs
need to deal with. The entrepreneurs that took part in the study indicated a number
of barriers that hamper or even make it impossible to establish business activity on
foreign markets.

144 Academy of Management — 4(1)/2020



Barriers in the internationalization of Podlasie SMEs — GoSmart BSR project experience

In the opinion of the respondents, the most important barrier in the implemen-
tation of projects on foreign markets is the financial barrier. Internationalization-
related expenditures (e.g. furnishing new facilities, increasing employment levels,
introducing specific changes in the organization's structure) may deter enterprises
from international expansion, but also impede the implementation of market strate-
gies and achieving the assumed competitive position [Winkler, 2007 p. 79 ]. Lack
of sufficient financial resources may also extend the planned activities over time,
which may ultimately affect their effectiveness.

Another group of internal barriers is the so-called information (knowledge)
barriers [Winkler, 2007 p. 78]. According to the surveyed company representa-
tives, they experience a lack of knowledge in the field of legal and financial regula-
tions, about the market and about clients. These knowledge gaps can become a
source of market errors and, as a consequence, generate significant additional
costs. In addition, insufficient language competences of SME employees are a sig-
nificant barrier. According to Winkler [2007 p. 78], knowledge of languages com-
bined with openness and predispositions to work in a multicultural environment are
necessary for the development of international cooperation and deepening interna-
tionalization processes.

Among the external barriers, respondents pointed primarily to strong competition
on the foreign market and unfavorable legal and financial regulations. These barriers
make the attempts to operate on the international market seem extremely risky. In
contrast to internal barriers, which can be realistically estimated, perception of exter-
nal barriers as subjective and yet significantly inhibits international projects.
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Bariery internacjonalizacji w opinii podlaskich
przedsiebiorcow — doswiadczenia projektu GoSmart BSR

Streszczenie

Chociaz wysunieto wiele teorii, ktére wniosty istotny wktad w rozwdj internacjonalizacji,
nie mozna wskazac jednolitej definicji pojecia. Powszechnie internacjonalizacja rozumiana
jest jako rozszerzenie dziatalnosci na rynki zagraniczne w celu poprawy pozycji konkuren-
cyjnej. Wejscie na nowe rynku zazwyczaj wigze sie ze zmiang modelu biznesowego. Przy-
ktady wielu firm pokazujg, ze procesy internacjonalizacji wigzg sie z koniecznoscig poko-
nywania réznego rodzaju barier. Celem artykutu byto zidentyfikowanie barier zwigzanych z
internacjonalizacjg wsrdd podlaskich MSP. Na podstawie studidow literaturowych i do-
Swiadczen zebranych w projekcie GoSmart wyodrebniono szereg barier wewnetrznych i
zewnetrznych. Przeprowadzone badania wskazaty, ze do najistotniejszych barier nalezy
zaliczy¢ brak/niewystarczajgce zasoby finansowe firm oraz silng konkurencje na rynkach
zagranicznych; za bariery najmniej istotne respondenci uznali réznice kulturowe.
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Internacjonalizacja, bariery internacjonalizacji, project GoSmart BSR
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Abstract

Military virtues are core in military traditions, rituals and practices. Military virtues are the
foundation of military personnel since he/she is in a profession which needs to evaluate
the situations quickly and take the ethical decision. This paper attempts to address opera-
tionalization of the construct of Military virtues in-order to introduce an instrument to
measure the same. Prior to that a working definition for the construct of military virtues
developed. A set of military virtues is also presented as an objective of the study.

Key words

Military virtues, Vices, Personal character

Introduction

Ethical values and practices are very important in any organization. Workplace
ethics culture and workplace ethics climate perceived by employees are signifi-
cantly and positively linked to the level of employee engagement [Matwiejczuk,
Voronov and Samul, 2019, p. 225; Mitonga-Monga and Cilliers 2015, p. 242, Szy-
dto, 2015]. When the organizations and managers invest effort to ethical aspects, it
can contribute to increased work engagement. The meaning of employee engage-
ment is ambiguous among both academic researchers and practitioners [Macey and
Schneider, 2008, p. 4; Samul, Skapska 2015, p. 3, Szydto, 2018]. As per Dharma-
siri [2010], employee engagement captures the essence of employees’ head, hands
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and heart involvement in work. It refers to employee’s psychological state (e.g.
one’s identification with the organization), his/her disposition(e.g. one’s positive
feeling towards the organization) and performance (e.g. one’s level of discretionary
effort). In brief, it captures affective (feeling), cognitive (thinking) and behavioural
(acting) dimensions of an employee [Dharmasiri, 2010, p.61-74]. In the modern
world, the word ‘virtues’ has become more prominent than in any other times. Re-
searchers emphasize that employees with a strong moral identity usually behave in
accordance with these virtues, for example, they are generous, helpful, hardwork-
ing, caring and honest [He et al. 2013, p.686].

Military virtues are the basis of military personnel because they practice a pro-
fession needs to quickly assess the situations and make an ethical decision. Sandin
[2007] state that soldiers are expected to perform tasks that are often more de-
manding than those expected of people in society in general. Researchers can say
that the military virtues play a huge role in such circumstances. The view of
Olsthoorn [2014] is very important when concerning about the importance of vir-
tues in the military context. Olsthoorn [2014] points out that lacking virtues at the
individual level, and in this specific case “the military and civilian chain of com-
mand had built a ‘bad barrel’ in which a bunch of good soldiers became trans-
formed into ‘bad apples’ [Olsthoorn, 2014, p. 365]. According to Opatha [2010]
virtues are universally accepted moral principles that do not vary according to race,
nationality, religion, culture or any other classification. Opatha [2010] further state
that values may not be universally accepted beliefs or ideals and may vary accord-
ing to race, nationality, religion, culture or any other classification. This is the main
difference between virtues and values. Barford [2019] argues that establishing and
growing virtues is the acquisition and enhancement over time of certain habits.
Vallor [2013] has established that virtues are habituated rather than inborn, wheth-
er or not a person develops a particular virtue will largely depend on whether they
engage repeatedly in the kinds of practices that cultivate it. The virtue of honesty,
for example, can only be acquired through repeated practice of truth-telling.

Scholarly work of Murphy [2002] presents Aristotle’s views on character that
is ‘Each man speaks and acts and lives in accordance with his character’; the virtue
of a man will be ‘the state of character which makes him good and makes him do
his own work well’. Figure 1 is about how virtues vices leads to the development
of a good personal character. Opatha [2010] states that one’s personal character is
the degree, to which a person has virtues and vices, that is one’s ability to develop
and improve virtues and reduce or eradicate vices. The view of Adams [2006] is
that bad states of moral character have traditionally been called vices. Opatha
[2010] presents a set of vices in his study namely, jealousy, deception, desire for
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others’ things, greed, selfishness, anger, hostility, reprobation and retaliation.
These vices need to be alleviated within or eradicated from the person and virtues
need to be nurtured within a person is essential for the betterment for an individual
and societal.

Virtues

To be nurtured within
the person

\ 4

Development of good
personal character

To be alleviated within or erad-
icated from the person

\ 4

Vices

Fig. 1. Virtues and vices for development of good personal character

Source: Opatha (2010), Personal Quality, University of Sri Jayewardenepura.

Gonzalez [2019] points out that virtues are widely recognized in society, as it
already happens for lifelong learning. Cartagena [2017] state that military practi-
tioners and theorists must acknowledge the fact that still there are ambiguities re-
garding virtues and military virtues. This indicates further studies in this field are
needed.

The objectives of the paper are:

» To develop a working definition for the construct of military virtues.

» To present a set of military virtues.

» To operationalize the construct of military virtues.

1. Methodology

The literature was reviewed based on the archival method. This method was
recommended by Tranfield et al., [2003].Articles from the reputed databases such
as Sage, Emerald and Taylor and Francis Online etc. and several books were stud-
ied to be rich literature sources.
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2. Conceptualization of the Construct of Military Virtues
2.1. Virtues

Sandin [2007] define a virtue is a characteristic of an agent which (a) is benefi-
cial to the agent itself and to moral patients, (b) engages the will and is thus not a
skill, and (c) is corrective. Solomon (1999] points out that virtue is an essential
aspect of an individual and the concept of virtues provides the conceptual linkage
between an individual and his/her society [Solomon, 1999, p.12]. Schnitker et al.
[2019] believes that virtue is more towards a characteristic adaptations connected
to beyond-the-self identity [Schnitker et al. 2019, p. 276]. Researchers believe that
character consists of virtues and vices. Opatha [2010] also has a similar view that
is a virtue is a good habit and a good attribute that is useful for a person
him/herself and other persons. Virtue can be defined as any psychological process
that enables a person to think and acts so as to benefit him or herself and society’
[McCullough and Snyder, 2000, p. 2]. Opatha and Teong [2014] also has the simi-
lar view as McCullough and Snyder [2000] that virtue is a good attribute which is
useful for once self and other persons.

Opatha [2010] writes:

‘In order to excel in a particular field, country or organization a person must
possess a good personal character, in addition to the enhancement of technical
competence relevant to the particular field. A good personal character is of utmost
importance’.

Opatha [2010] further writes that: ‘Absence of virtues results in the absence of
a good personal character. Possession of virtues contributes to a good personal
character, which leads to good personal quality. Good qualities or habits which do
not harm a person are virtues. These are advantageous and favorable for self-
development, others’ development and institutional development’.

Definition of virtues and the comments by the researchers of this study given
under Table 1.
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Tab 1. Definitions of virtues

Author Year Definition Comments
McCullough | 2000 Any psychological process that Identified as a psychological pro-
and Snyder enables a person to think and cess

acts so as to benefit him or Facilitate person’s development
herself and society Facilitate societal development
Sandin 2007 A virtue is a characteristic of an Identified three characteristics in a
agent which virtue. They are,
(a) is beneficial to the agent (a) beneficial to the agent itself and
itself and to moral patients, to moral patients
(b) engages the will and is thus (b) engages the will and is thus not
not a skill, and a skill
(c) is corrective (c) corrective
Opatha 2010 Virtue is a good habit and a good | Virtue is a good habit and a good
attribute that is useful for a attribute
person him/herself and other Virtue is valuable for person
persons him/herself and other persons
Schnitker, 2019 Hybrid personality units emerg- Virtue is a characteristic adapta-
King and ing when characteristic adapta- tions connected to beyond-the-self
Houltberg tions are given meaning by a identity
transcendent narrative identity

Source: Own study based on [McCullough and Snyder 2000, p.1-10; Sandin, 2007, p. 303-313;
Opatha, 2010, p.33].

By considering definitions given Table 1, the researchers present a working
definition for military virtues.

Working definition for military virtues in this article is: military virtues are the
favorable attributes that are useful for moral prominence of military, individual
development of the military personnel and societal development.

2.2. Set of virtues

Hart et al., [2019] reveals that several researchers present their own set of vir-
tues. Olsthoorn [2014] has identified courage, loyalty and respect as military vir-
tues. On the other hand, Robinson [2007] as cited in Olsthoorn [2014] courage,
discipline, loyalty and obedience are traditional military virtues. Szutta [2020]
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identified benevolence, honesty and justice as virtues. Opatha [2010] provides a set
of virtues namely honesty, patience, gratitude, humility, respect, benevolence, tol-
erance, self-discipline, caring and loyalty. Peterson and Seligman [2004] as cited in
Shryack et al. [2010] presented a set of virtues; namely, wisdom, courage, humani-
ty, justice, temperance and transcendence.

Tab. 2. Set of virtues

Author Year Type Virtues
Szutta 2020 Virtues benevolence,
honesty, justice
Olsthoorn 2014 Military virtues Courage, Loyalty, Respect
Robinson 2007 Military virtues Courage, Discipline, Loyalty, Obedience
Opatha 2010 Virtues Honesty, Patience, Gratitude, Humility, Re-

spect, Benevolence, Tolerance, Self-
Discipline, Caring, Loyalty

Peterson and 2004 Virtues Wisdom, Courage, Humanity, Justice, Tem-
Seligman perance, Transcendence

Source: Own study based on [Olsthoorn, 2014, p.78-93; Robinson, 2007, p.256; Opatha, 2010, p.53;
Peterson and Seligman 2004; Szutta, 2020, p.1-15].

2.3. Towards a set of Military Virtues

Military virtues are increasingly seen within military ethics as the best way to
underpin the ethics education of military personnel is a view of Olsthoorn [2017].
Researchers of this study present a set of military virtues namely, loyalty, courage,
respect, self-discipline, patience and caring. Olsthoorn [2014], Robinson [2007]
and Opatha [2010] identified ‘loyalty’ as a virtue. Robinson [2007] and
Opatha[2010] identified that self-discipline as a virtue in their set of virtues.
Olsthoorn [2014] and Opatha [2010] have identified ‘respect’ as a virtue.
Olsthoorn [2014], Robinson [2007] and Shryack et al. [2010] identified ‘courage’
as a virtue. Therefore, the virtues such as loyalty, self-discipline, respect and cour-
age has selected under the criteria humbered one. Opatha [2010] has identified
‘patience’ and ‘caring’ as virtues. Researchers have selected these two virtues to
their set of military virtues under the criteria numbered. Referring to all the authors
above, the researchers see a commonality that courage is the commonly considered
virtue. Further to that Loyalty and Respect which is more or less synonymous are
the commonly considered virtue. The researchers identified these there based on
the following facts, (1) most of the other researchers identified these virtues are
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very important, (2) at least one researcher in his/her scholarly work has identified
the important of this particular virtue.

Below is an example provided by the SLAF official website under the title
called ‘Winds of change —how we turned the tide’ and authored by Hendawithara
[2009] proves the whole world that SLAF soldier has the virtues like humanity,
caring, justice, respect, tolerance and self-discipline. ‘“The days when targets were
engaged purely at pilot’s discretion or merely relying on a radio call was over.
Targets were carefully analysed for proximity of civilian settlements, places of
worship, hospitals, schools etc. was the highest priority. There were many occa-
sions where the fighters were taken away from operations simply due to the fact
that the safety of the civilians’and non-combatants could not be compromised.
After all, the SLAF was targeting terrorists and ONLY terrorists’ [Hendawithara,
2009, https://www.airforce.lk/uploads/articles/winds_of_change.pdf].

3. Operationalization of the Construct of Military Virtues

The three main dimensions for the construct of military virtues are namely,
loyalty, courage, respect, self-discipline, patience and caring.

3.1. Loyalty

Olsthoorn [2014] in his study has identified the importance of the virtue called
loyalty. According to Olsthoorn [2014] loyalty has identified as a traditional mili-
tary virtue and it is clear the importance of this virtue called loyalty in today’s mili-
tary context as well. Sandin, [2007] points out that Samuel Huntington, mentions
‘loyalty and obedience’ as ‘the highest military virtues. As spelt out in the US Ar-
my document, Seven Core Army Values, one of the most important and vital virtue
is loyalty. ‘Bear true faith and allegiance to the U.S. Constitution, the Army, your
unit and other Soldiers. Bearing true faith and allegiance is a matter of believing in
and devoting yourself to something or someone. A loyal Soldier is one who sup-
ports the leadership and stands up for fellow Soldiers’ [Sandin, 2007, p.310]. Re-
searchers such as Olsthoorn [2014], Robinson [2007] and Opatha [2010] identified
‘loyalty’ as a virtue not as a value. The researchers of this study agree to the view
of Opatha [2010] that is the values may not be universally accepted beliefs or ide-
als and may vary according to race, nationality, religion, culture or any other clas-
sification. Opatha [2010] also points out that virtues are universally accepted moral
principles that do not vary according to race, nationality, religion, culture or any
other classification, which is the main difference between virtues and values. By
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considering all these facts loyalty identified as a virtue. Healy [2013] mentions that
there are many different things to which a particular person can be loyal: families,
friends, favorite sports teams, favorite shops amongst others etc. Keller [2007]
states that when a particular person is loyal to someone or something and then it
has an effect on his/her actions. Keller [2007] further states that he/she show loyal-
ty by following its orders, promoting the interests of the object, prioritizing it in
some way over other potential choices.

Iddagoda and Abeysinghe present an interesting insight to a newspaper in 2019
with the title of ‘Pentagram from the military context for the corporate world’.
There they say ‘Loyalty, when it comes to the military context, binds one’s actions
and obligations to each other as well as to units, troops, community and country; it
is a reciprocal obligation of both leaders and subordinates’.

By considering all these the researchers identified two elements for the dimen-
sion called loyalty.

Tab. 3. The elements and statements of the dimension called loyalty

Element Statement
Honour and serve I honour and serve my country, organization (military organization)
Mutual obligation | have a mutual obligation of both leaders and subordinates

Source: Authors own work.

3.2. Patience

Patience is defined in the Oxford English Dictionary [2007] as ‘the ability to
accept delay, trouble or suffering without becoming angry or upset’. Opatha [2010]
also has a similar view. Opatha [2010] states that patience involves bearing a situa-
tion, thing or human that is difficult or unpleasant, without complaining and being
disappointed. DeMarco [1996] says that patience gives the flexibility that a person
need, in order to find worthwhile pursuits when other opportunities are unavaila-
ble. DeMarco [1996] states that patience allows us to bear foolishness without
growing angry and tolerate monotony without becoming bored. Opatha [2010]
identifies patience as a person’s ability to accept unpleasant, difficult or upsetting
things, situations or persons bravely, and deal with it mentally and physically.

Real patience is a very important virtue. According to Opatha [2010] the com-
ponents of patience are: bearing difficulties and impediments caused by people
purposefully or inadvertently, dealing with natural troubles and distresses (coming
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from weather, climate and rain etc.) bravely or even with pain, not becoming angry
and/or not retaliating or responding oppressively etc., continuing functions which
are being done so far without stopping due to difficulties, bearing alone if there is a
pain, dealing with troubles and pains which come from mosquitoes, serpents, rats,
cockroaches etc. and bearing pains which occur in the body.

By considering the above mentioned elements, researchers can say if a person
has the virtue called “patience’ and if he/she Handle without complaining and be-
ing disappointed. Therefore, the element called patience measured by a statement
such as ‘I am good at tolerating a circumstance, that is complex, hard and unpleas-
ant, without complaining and being disappointed’.

The newspaper article titled ‘Pentagram from the military context for the cor-
porate world’ Iddagoda and Abeysinghe also highlighted the fact that ‘the military
context, the weather neither an excuse nor a barrier when it comes to accomplish-
ing a mission’. Opatha [2010] also identified that ‘dealing with natural troubles’ is
a component of patience. As a result, the second statement of the dimension of
patience is ‘I can deal with harsh weather conditions’.

Tab. 4. The elements and statements of the dimension called ‘patience’

Element Statement
Handle without complain- | | am good at tolerating a circumstance, that is complex, hard and
ing and being disappoint- unpleasant, without complaining and being disappointed
ed
Adjustability | can deal with harsh weather conditions

Source: Authors own work.

3.3. Respect

Opatha [2010] identifies respect as honor or esteem. It involves working or be-
having with reputation and honor regarding certain persons and certain things.
Opatha [2010] says that the virtue of respect involves admiration felt within the
self towards a person or thing with good qualities, ideas, achievements or contribu-
tions made to others, organizations, nation and even the world. Opatha [2010]
states that a particular person respecting another person or a thing indicates that
he/she draws his/her attention and consideration to that person or thing seriously.

Opatha [2010] brings up several categories of people that a person should re-
spect. They include: leader of one’s religion, priests or monks of one’s religion, a
person’s parents, a person’s teachers, persons who have really contributed to one’s
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nation, language and religion in the way that is far more than what that person has
done, persons who are superior in terms of personal character (moral qualities) and
persons who are more matured (adults).

Opatha [2010] also mentions several things that one should respect. They are:
doctrine of a person’s religion (teaching of a religious leader), sacred books on
which the religion is based (scriptures), books used for education, one’s schools
and universities, status of religious leaders and very important contributors, mon-
umental buildings and sculptures of a particular culture and history, national flag,
anthem, tree, flower etc. and other physical and natural things which were im-
mensely useful for a person’s development
Elements and statements of the dimension of ‘respect’ is depicted under Tab5.

Tab. 5. The elements and statements on ‘Respect’

Element Statement
Dignity of others | value and concern the dignity of others
Respect religious and cultural | respect natural things, monumental buildings and sculptures
material and natural things of a particular culture and doctrines belongs to a particular
religion

Source: Authors own work.

3.4. Self-discipline

Bennett [1997] mentions that ‘self-discipline means saying yes to the right
things and no to the wrong things’ For that reason, dimension called ‘self-
discipline’ measured by the statement called ‘Ability to say ‘yes’ to the right things
and ‘no’ to the wrong thing ie. unlawful order that is against the constitution’.
Opatha [2010] states, when people are living in a society, how a nation will ac-
complish the virtue of self-discipline are: 1) to meet established rules and regula-
tions of behavior, 2) to protect the organizations from illegal and harmful actions
of immoral personnel, 3) to protect the life of a person from illegal and harmful
actions of another person or a group of other persons, 4) to ensure peaceful and
orderly working environments for the achievement of organizational goals and
objectives, and 5) to promote fairness and order in the treatment of people and the
conduct of industrial and national relations.

According to Opatha [2010] there are five actions one should do for building
and enhancing self-discipline. They are: accepting the rules (official instructions and
norms) and regulations (legal provisions or legitimate requirements) which someone
happens to face; respecting the rules and regulations; observing the rules and regu-
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lations willingly; not needing another to direct or supervise someone to adhere to
rules and regulations; keeping on adhering to rules and regulations continuously.
The person who has the virtue of ‘self-discipline’ does not need any person to
direct him/her to adhere to the rules and regulations as mentioned by Opatha
[2010]. Consequently, the second statement that measure the dimension ‘self-
discipline’ is “I follow the rules and regulations which happened to me willingly’.

Tab. 6. The elements and statements on ‘Self-discipline’

Element Statement

Say ‘yes’ to the right things Ability to say ‘yes’ to the right things and ‘no’ to the wrong things i.e.
unlawful order that is against the constitution

Willingness of following | follow the rules and regulations which happened to me willingly
rules and regulations

Source: Authors own work.

3.5. Caring

Caring is giving love and attention to people and things that matter to a person
[Virtues Project International, 2001 as cited in Opatha, 2010]. Because of caring,
people and things that matter to someone get protected is a view of Opatha [2010].
‘People or a person loves include his/her parents, brothers and sisters, friends and
teachers, spouse and children generally. One may have special people whom
he/she loves. Therefore, researchers can say one statement of the dimension of
‘caring’ is. Opatha, [2010] identified some components of caring. They are one has
a very strong feeling towards some person; one shows his/her feelings in the way
he/she behaves with them. Opatha [2010] states that a person also can have caring
with respect of things, physical things such as a vehicle, home etc. By considering
these facts, the researchers identified the second statement to measure the dimen-
sion called ‘caring’ is ‘I secure physical things such as a vehicle, home etc’.

Tab. 7.The elements and statements on ‘Caring’

Element Statement
Strong feeling towards loved | protect my loved ones i.e. parents, siblings, friends and teachers,
ones spouse and children etc.
Care about physical things | secure physical things such as a vehicle, home etc.

Source: Authors own work.
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3.6. Courage

Olsthoorn [2014] identified that there are two types of courage in the military
context. They are “physical courage and moral courage’. According to Olsthoorn
[2014]physical courage refers to what is at stake— life and limbs. By considering
this the first statement of the dimension called ‘courage’ is ‘I pledge to sacrifice
my life and limbs for the sovereignty of my country’. On the other hand, moral
courage refers to the higher end that this form of courage aims at (and not to what
is at stake in the case of moral courage: esteem, popularity and so forth]. Soldiers
who are willing to correct a colleague when they think him wrong, or even report
him if necessary due to moral courage is another view of Olsthoorn [2014]. There-
fore, dimension of ‘courage’ measured by the statement of ‘I am willing to correct
the fellow soldiers when they are wrong’.

Tab. 8. The elements and statements of ‘Courage’

Element Statement
Physical courage | pledge to sacrifice my life and limbs for the sovereignty of my coun-
try
Moral courage I am willing to correct the fellow soldiers when they are wrong

Source: Authors own work.

Dimensions and elements of the variable of military virtues have been depicted
in Figure 2. For this method researchers got an influence of scholarly works of
Iddagoda et al. [2016]; Iddagoda and Opatha [2017]; Iddagoda and Opatha [2018];
Iddagoda and Gunawardana [2017].
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Instruments

1. 1 honour and serve my country, organization (military organization)

| have a mutual obligation of both leaders and subordinates

3. l'am good at tolerating a circumstance, that is complex, hard and unpleasant,

without complaining and being disappointed.

| can deal with harsh weather conditions.

I value and concern the dignity of others.

6. | respect natural things, monumental buildings and sculptures of a particular
culture and doctrines belongs to a particular religion.

7. Ability to say ‘yes’ to the right things and ‘no’ to the wrong things i.e. un-
lawful order that is against the constitution.

8. | follow the rules and regulations which happened to me willingly.

9. | protect my loved ones i.e. parents, siblings, friends and teachers, spouse
and children etc.

10. I secure physical things such as a vehicle, home etc.

11. I pledge to sacrifice my life and limbs for the sovereignty of my country

12. 1 am willing to correct the fellow soldiers when they are wrong

N

o &

Conclusion

Virtues are common in every profession. Code of ethics is another way to state
virtues and every profession is inherited with a set of virtues or code of ethics.
Ethical behaviour is expected and appreciated in the present context than in any
other era. The reason being for such is, the ethical behaviour or value for virtues
are diminishing day by day. The nations, multi-nationals, corporates and individu-
als are going for unethical practices at the expense of their standing virtues and
values. In this paper an effort was taken to see the state of military virtues in the
today’s context. The working definition for military virtues is that “Military virtues
are the favorable attributes that is useful for moral prominence of military, individ-
ual development of the military personnel and societal development’. Set of mili-
tary virtues provided as a part of the study. They are namely, are namely, loyalty,
courage, respect, self-discipline, patience and caring. These virtues identified as the
main dimensions for the construct of military virtues when operationalizing the
construct. Elements and statements to measure each dimension are also identified.
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Cnoty wojskowe: konceptualizacja i operacjonalizacja

Streszczenie

Wartosci moralne i praktyki etyczne sg bardzo wazne w kazdej organizacji. Cnoty wojsko-
we sg podstawa tradycji wojskowych, rytuatéow i praktyk. Kodeks etyczny jest podstawg
pracy personelu wojskowego, poniewaz wykonujg oni zawdd, ktdry musi szybko oceniac¢
sytuacje i podejmowac etyczng decyzje. Celem artykutu jest przedstawienie zestawu cnét
wojskowych oraz opracowanie definicje konstruktu cnét wojskowych. W niniejszym arty-
kule podjeto rowniez préobe operacjonalizacji konstrukcji cnét wojskowych w celu wpro-
wadzenia instrumentu do jej pomiaru.

Stowa kluczowe

cnoty wojskowe, etyka w miejscu pracy, charakter osobisty
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Abstract

Young people are the most active part of society, which quickly reacts to any changes in
life and effectively perceives their useful aspects. Thus, it is confirmed that young people
have much greater potential and ability to engage in entrepreneurial activities than other
age groups. The main aim of this paper is to identify the motives and indicate barriers
among young people in entrepreneurial activities on the example of Poland and Kazakh-
stan and is to prepare recommendations based on the own researches. The quantitative
researches encompassed 100 respondents (50 form Poland and 50 from Kazakhstan). The
main driving forces for entrepreneurship for young people are financial independence;
prestige; flexible working hours; presence of an interesting business idea; the desire to
change the social environment; for having entrepreneurial experience. It was figured out,
that the main barriers for young people are factors like: lack of start-up capital, lack of
knowledge / experience in doing business; low initiative, inertness of entrepreneurs in
terms of manifestations of aspirations, desires, ideas for improving business, the desire
for self-learning; administrative barriers; not targeting the education system in the coun-
try; personal barriers: mentality, fear. The widespread entrepreneurial sectors among
young people, according to the survey, are: trade; agriculture; real estate rental; restau-
rant business and catering; training and health. In addition, the survey revealed that most
young people are not aware of government support for entrepreneurial activities.

Keywords

entrepreneurship development, entrepreneur, external and internal barriers
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Introduction

In the process of society and production development, people began to engage
in entrepreneurial activity in various organizational and economic relations. The
history of entrepreneurship has begun in the Middle Ages. At that time, merchants,
co-workers began to be recognized as newly-formed entrepreneurs. In addition, the
history of entrepreneurship development is closely linked with the history of ex-
change relations, public relations and general market relations. Entrepreneurship is
the most powerful economic force known to human beings. The phenomenon of an
entrepreneurial revolution, which has captured our imagination for the past 30
years, has become a new science that covers a wide range of business thinking and
planning. In those decades, people risked their way into business innovation such
as Sam Walton from Wal-Mart, FedEx-Fred Smith, Microsoft-Bill Gates, South-
west Airlines -Herb Kelleher, Google-Larry Page and Sergey Brin to economic
development. The second decade of the 21st century is coming to an end, and hu-
manity faces radical changes nowadays and sometimes with much more complex
issues, including the need to switch to green technologies, social entrepreneurship,
instability, healthcare, and technology. The idea of creative ideas as a commercial
enterprise is a major force in today's global economy. Successful entrepreneurship
is not dependent on luck and money. This is a creative process that requires risky
and careful planning.

The main aim of this paper is to identify the motives and indicate barriers
among young people in entrepreneurial activities on the example of Poland and
Kazakhstan (factors affecting the creation of entrepreneurship, entrepreneurial
sectors, the main motives that motivate young people to create their own profit)
and is to prepare recommendations based on the own researches. Main motive was
possibility to compare young people from Poland and Kazathstan opinion's. The
researches encompassed 100 respondents (50 from Poland and 50 from Kazakh-
stan). Research sample is not representative but could give information about re-
search problem — shows differences in Poland and Kazathstan opinions. The data
was interpreted with the use of tables and descriptive statistics.

1. Literature review

Recognition of entrepreneurs began in France in the 18th century. Economist
R. Cantilon linked the "risky" approach in the economy to an entrepreneur. At that
time, the industrial revolution in England was rising, and entrepreneurs turned out
to be risky and resource changing [Cunningham, Lischeron, 1991, pp. 45-61].
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Management experts, economists, psychologists and sociologists explain the
idea of entrepreneurship in the following way [Sangeeta, 2016, pp. 2-3]:

« Management guru, P. Drucker, defines the concept of entrepreneurship as a
function of the adoption and use of resources. While resources are emphasized
to solve problems, these resources are distributed according to opportunities in
an entrepreneurial role. This means that entrepreneurship is a response and a
search for change using them as an opportunity.

» A. Smith, as a father of political economy intends entrepreneurship as
a production activity. As stated by A. Smith, entrepreneurship is primarily
created for commercial purposes, including, in turn, the supply of capital and
business management by intervening between labor and the consumer. For the
purpose of recognizing the potential demand for goods and services, entrepre-
neurship involves extraordinary foresight, and makes changes by transforming
both demand and supply. This definition of entrepreneurship requires the
highest level of art and personal skills.

« According to the Austrian economist, K. Menger, economic change does not
appear from circumstances, but from awareness, understanding and response
to these circumstances. Thus, by transforming resources into valuable goods
and services, entrepreneurship introduces change, contributing to industrial
growth. The classical theory of production according to K. Menger is a trans-
formation of resources that do not have direct use in order to meet human
needs, into products of high value to meet human needs. Carrying out this
transformation, entrepreneurship creates the means for its implementation.
The same transformation contributes to adding value to the original resources,
which represents a profit. Summarizing interpretations of entrepreneurship
above, there are quite reasonable prerequisites to formulate a fundamental un-
derstanding of the essential qualities of entrepreneurship. This understanding
should apparently take into account, first of all, the cross-cutting patterns of
production and the functional and proactive role of a person in his develop-
ment.

The last decades of the 20th century were rich in global phenomena, the active
influence of which on social progress has already become apparent and is awaiting
its full development in a qualitatively new movement of the civilization of the fu-
ture. Among them, is the massive entry of youth into the labor market and their
active reversal to independent entrepreneurship. The development trends of mod-
ern entrepreneurship are characterized by the active inclusion of young people. The
results directly depend on the presence of youth entrepreneurial potential in the
society and the level of its use economic growth, dynamics and scale of invest-
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ments, innovations [Moskvin, Kursheva, 2006, pp. 46-49; Kobylinska, Rollnik-
Sadowska, Samul 2017, p. 157]. The presence of people in the country, who are
not only able to recognize new business opportunities, but also and having enough
knowledge to implement them. Young generation of entrepreneurs have a high
level of education, they are graduated from educational institutions, are educated
based on professional programs of the new generation. Young people are more
prepared for change, get used to new conditions easier and faster, which is certain-
ly very important for modern business [Malikov et al., 2014, p.172; Kobylinska
2017, p. 239].

Youth entrepreneurship, and entrepreneurship as such, is one of the current ar-
eas of support, both at the regional and at the federal level. The main contradiction
of entrepreneurship as such: on the one hand, representatives of small and medium-
sized businesses in the civilized world represent the basis of the middle class, the
basis of the stability of society, and on the other, in our society conditions and op-
portunities for the development of youth entrepreneurship are limited.

As it is shown in the table 1, youth entrepreneurship varies by a psychological
criteria. Researchers from New Zealand K. Lewis and S. Massey identified the
following four groups of potential young entrepreneurs, depending on the level of
willingness and intent to do business (Table 1).

Tab. 1. Groups of potential young entrepreneurs depending on the level of readiness and intentions
to engage in business activities

Groups of potential young
entrepreneurs

The level of readiness and intentions to engage in business activi-
ties

Group A
(high level of readiness / low
level of intent)

This is an employee or a student who has certain qualifications and
business experience. Most likely, needs information and tips on
how to get started own business

Group B
(high level of readiness / high
level of intent)

A young man who is preparing to be employed or is already work-
ing. Probably has relatives and friends who are engaged in entre-
preneurial activities, has some knowledge in the field of entrepre-
neurship

Group C
(low preparedness / low
intent)

This is an employee or a student. He has no business experience in
business and does not have sufficient knowledge in the field of
entrepreneurship

Group D
(low preparedness / high
intent)

A young man who is interested both in employment and in the
basis of his business. Probably has relatives and friends who are
engaged in entrepreneurial activities, had experience in entrepre-
neurship.

Source: Own work based on (Lewis, Massey, 2003, p.41).
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For a better understanding of the personality traits of young entrepreneurs, it is
useful to consider not only psychological criteria , but also stages of youth entre-
preneurship according to the age changes. For example researchers consider the
following stages of youth entrepreneurship [Bodnar, Dolgikh, 2015, p. 139; Fran-
cisco et al., 2016, p.46; Moczydtowska, Szydto 2016, p. 210]:

» The initial stage. Young people aged 15-19 years preparing for business activ-
ities. Young people are experiencing transition a period when they need to
make a choice between home, study and work. It is assumed that this period
may include several stages.

« Stage of growth. Promising entrepreneurs aged 20-25 years. These are young
people who have gained some experience and business skills, have earned ini-
tial capital to start their own business.

» The heyday. Novice entrepreneurs aged 26-29 years. Such entrepreneurs al-
ready have significant business experience, which is their advantage over
start-up entrepreneurs and allows them to open a very viable business. The
main task, facing these young people is to transform their businesses into
commercially viable and competitive small enterprises.

2. Methodology of the research and research sample

Taking the above into consideration the further part of this paper presents the
results of partial research carried out in the framework of a diploma thesis “Entre-
preneurship development among the youth (based on Poland and Kazakhstan)”.
Quantitative studies, carried out in 2019 on the basis of deliberate choice, covered
100 respondents (50 participants from each country). PAPI and CAPI techniques
were used. For the implementation of the research, the questionnaire was used. The
English version of the questionnaire was translated into the language of the country
of study. The survey participants were men and women aged from 18 to 30 years
old. The indicator of the number of males exceeded the number of females (in both
countries, Figure 1).
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Fig. 1. Gender indicators of youth in Poland and Kazakhstan (in %)

Source: own elaboration based on survey.

The proportion of participants aged 18-21 in the total number of respondents
aged 18 to 30 years old is 24.1% in Kazakhstan, 7.4% in Poland. Among the cate-
gory of 22-25 age, the proportion of participants at this age reaches 59.3% in Po-
land, 50% in Kazakhstan. In the age category of 26-30 years old, 33.3% are young
people from Poland, 25.9% from Kazakhstan (Figure 2).

80
59,3 i,
60 118-21
40 22-25
20 1 4 26-30
0 .
Poland Kazakhstan

Fig. 2. Age indicators of youth in Poland and Kazakhstan (in %)

Source: own elaboration based on survey.

The survey revealed the status of the respondent. The number of respondents in
Poland who is currently a student has exceeded the number of Kazakhstan students
(74.1% and 64.8%). Respondents who are not students accounted a minority — in
Poland 25.9%, in Kazakhstan 35.2% (Figure 3).
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Fig. 3. Current occupation of youth in Poland and Kazakhstan

Source: own elaboration based on survey.

In order to clarify the current status of respondents, as it was found out above,
the respondents were divided into categories A, B, C, D (Figure 4):

A — respondents who were able to implement their business ideas in business,
are currently active entrepreneurs;

B — respondents who are not active entrepreneurs, with positive or negative en-
trepreneurial experience in the past;

C — respondents who had plans for entrepreneurial activity, but did not realize
it;

D — respondents who neither in the present nor in the past have plans to engage
in business activities.

60

53,7

H Category A
H Category B

i Category C
® Category D

Poland Kazakhstan

Fig. 4. Categories of respondents based on the current status from Poland and Kazakhstan (in%)

Source: own elaboration based on survey.
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Assessing the potential of entrepreneurial activity, 53.7% of respondents to the
target audience from Kazakhstan indicated that they are potentially entrepreneurs,
while in Poland this reached 24.1%. 25.9% of respondents from both countries are
not active entrepreneurs, nevertheless, with experience in the past. Category C, that
is, those who had plans for entrepreneurship, but the plans were not realized, in-
clude 27.8% of young people from Poland, 16.7% from Kazakhstan. Evaluating
the current status of respondents, 22.2% of respondents from Poland noted that
they had no plans for entrepreneurship in the past and the present when this indica-
tor reached 3.7% of young people from Kazakhstan. It is remarkable, in the case of
Poland, that the level of probability that representatives of the target audience will
start entrepreneurial activities is the higher, the more respondents are not available
motives for entrepreneurship. In the case of Kazakhstan, more than half of the re-
spondents indicated that they are entrepreneurs in the current moment. Also, this
share exceeds the share of those who were entrepreneurs or have no plans for en-
trepreneurial activity. It is also worth noting that the share of respondents from
Poland in the category of entrepreneurs in the past exceeds the rate of respondents
belonging to category A. This means that a large proportion of respondents en-
countered barriers to development during business activities. Therefore, it is very
important to analyze the barriers and causes of not undertaking entrepreneurship
among youth.

Entrepreneurship shows a fairly stable growth, but at the same time, this
growth, both nationwide and at the regional level, can go at insignificant rates. This
is due to the existence in the country of high risks for entrepreneurship, humerous
administrative barriers, limited financial reserves, the need for attracted resources,
personal problems and others [Bagaudinova, 2016, p.1; Szydto 2017, p.89].

3. Analysis and the discussion on the research results

In order to determine the non-occupation of entrepreneurship, during the sur-
vey separate series of reasons for category D respondents were compiled. Among
the respondents who did not plan to engage in business either in the past or in the
present, noted that the main reason is problems with start-up capital, but the exist-
ing other series of reasons are shown in the Figure 5.
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economic instability of the country

inability to win in the public tenders

lack of personal contacts in business and in
government and management structures
insecurity from the effects of bureaucratic
structures
poor practical skills in applying economic laws
and mechanisms

the problem of formation of start-up capital e 42,1

* 429
lack of desire and motivation to start | — 36
something own — 3D, 7

0 20 40 60
M Poland M Kazakhstan

Fig. 5. The reasons for not undertaking entrepreneurship among youth in Poland and Kazakhstan (in
%)

Source: own elaboration based on survey.

Respondents from Kazakhstan who, neither in the past nor in the present,
planned to engage in business activities, indicated similar reasons.

Evaluating the indicators above, it should be noted that the main reason for not
undertaking entrepreneurship among young people from two countries, in Poland
is 42.1%, in the case of Kazakhstan 42.9%, are problems with financing start-up
capital. Also one of the most common causes is the lack of motivation and lack of
the desire to start a new one. In the case of Poland, this factor reached 36.8%, and
among Kazakhstani youth, 35.7% of the total number of reasons.

Weak practical skills in the application of economic laws and mechanisms is
one of the existing factors among young people in Poland, 26.3%, and in Kazakh-
stan this represents 14.3% of the total percentage of all factors.

The lowest rates of factors such as lack of personal contacts in business and in
government and management structures, inability to win in the public tenders were
affected as well. The number of young respondents who were affected by data
from Poland was 10.5%, in the case of Kazakhstan respondents this figure reaches
7.1%. Factors, such as insecurity from the effects of bureaucratic structures and
economic instability of the country are one of the active factors. While factor as
economic instability of the country is 14.3% among young people in Kazakhstan,
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in the case of Poland this factor reaches 31.6%. Insecurity from the effects of bu-
reaucratic structures, according to the Polish respondents, is 21.1% among other
influential factors. On the one hand, society becomes more complicated, and this
leads to greater bureaucratization (for example, globalization has led to the growth
of bureaucracy and the emergence of a new type of bureaucracy — supranational
bureaucracy). On the other hand, the bureaucracy conflicts with the requirements
of the modern innovative society. Where there is less bureaucracy, a more techno-
logically advanced society can be observed [Granovskaya, 2015, p. 61].
In order to identify resources for initial business financing of respondents who

are related to category A and B, the sources of start-up capital were as follows:

using the business support program;
borrowing money from friends/relatives;
having own accumulations;

taking a bank loan;
finding an investor;
work is not required finance.
A survey of the youth part of entrepreneurs indicates that 69.2% of respondents
from Poland and 36.6% from Kazakhstan who are entrepreneurs in the past and
active entrepreneurs in the present, used own financial accumulations as a source
of start-up financing when opening businesses (Figure 6).
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36,6

23,1 24,4

24,4
15,4

Borrowing  Having own Taking a bank
money from accumulations loan
friends /
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HPoland & Kazakhstan

Finding an
investor

Work is not
required
finance.

Fig. 6. The sources of start-up capital among youth from Poland and Kazakhstan (in %)

Source: own elaboration based on survey.
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The source of financing for entrepreneurship can be borrow money from close
people — according to young entrepreneurs from Poland (30.8%) and Kazakhstan
(31.7%). Young entrepreneurs from Poland (23.1%) and Kazakhstan (24.4%) used
a bank loan as a source of financing. Also, young entrepreneurs took into account
state support for the development of entrepreneurship, these were 26.9% of re-
spondents from Poland, 14.6% from Kazakhstan.

As world practice shows, small and medium-sized enterprises are the main ob-
jects of investment, since the growth in the value of such companies, and hence the
income of the investor, is quite adequate to the risk it takes. After making a posi-
tive investment decision, the innovation project team is part of the founders of a
small enterprise implementing the project (according to their contribution), is the
executive directorate (directly managing the enterprise), and as founders receives
dividends when distributing the company's profits [Bochko, 2007, p. 5]. Quality
interaction with investing is key to entrepreneur success. This funding source was
used by 15.4% of young people from Poland, 24.4% from Kazakhstan.

During the survey for respondents who had experience in entrepreneurship and
respondents who have an idea, but could not implement them, were identified the
following reasons for not engaging in entrepreneurial activities (Figure 7):

» there was not enough experience in the field of entrepreneurship:

knowledge, skills;

« undeveloped network of acquaintances;

» lack of support from family;

 instability of the economy in the country;

» excessive intervention and control by government;

« national features (mentality, tradition);

» misunderstanding with a business partner;

+ the marital status has changed (married/moving to another city);

+ did not put enough effort for the functioning and development of business

(fack of motivation);

+ other reasons.
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Fig. 7. Reasons for not engaging in entrepreneurial activities of youth from Poland and Kazakhstan
(in %)

Source: own elaboration based on survey.

Lack of motivation is one of the most common factors of not engaging in en-
trepreneurial activities among young people (8.7%). When a person runs own en-
trepreneurship, it is actually impossible to say when there will be a reward or even
how it will be rewarded. To become an entrepreneur, in essence, means risking in
the hope of getting a reward, but without even knowing when it will turn out. If
this is something a person cannot cope with, then creating your own business is not
an ideal choice [Ryan, www.businesspundit.com, 12.05.2019].

Respondents from Poland (17.4%) and Kazakhstan (25%) noted that changes
in marital status also directly influenced the development or undertaking of entre-
preneurial activities. The reasons for this were marriage, and changes in location of
residence. 7.1% of respondents met with misunderstanding with colleagues, which
affected the further development of entrepreneurial activity. An interesting fact
established during the survey was that 4.3% of respondents from Poland and 21.4%
from Kazakhstan from the total sample indicated that one of the main barriers is
excessive intervention and control by government. One of the acutely facing en-
trepreneurs is the problem of close attention of the state in the face of numerous
regulatory agencies, including the tax inspectorate, the inspection of trade, product
quality and consumer protection, labor inspection etc. The fines imposed by them
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sometimes reach impressive and unbearable sizes for an entrepreneur and harm the
existence of entrepreneurship itself. [Ryan, www.businesspundit.com, 12.05.2019].

Respondents were also asked about fashionable types of business activities.
Respondents from Poland showed as following sectors: a restaurant and catering
business (40%) and trade (30%). In case of Kazakhstan's youth widely used areas
are advertising/marketing/PR (23.8%) and trade (23.8%) as well (Figure 8). The
results of the study indicate that young people are now taking care of the environ-
ment, especially ecology, and taking appropriate measures, this sector was chosen
by 13.3% of young people from Poland, 7.3% from Kazakhstan. It is also worth
noting that at present the media is the most famous and widely used sector of activ-
ity among young people, in the case of Poland 10% are engaged in this sector, in
Kazakhstan 9.5% of respondents. 13.3% of respondents from Poland, 14.3% of
Kazakhstan respondents noted that the training sector is widespread and the de-
mand for this sector is high. This sector can be attributed as a language course in a
foreign language, training, seminars, master classes and other educational projects.

Entrepreneurs take great financial risks, work for many hours, trying to stay
afloat and build entrepreneurship from the initial stage. This is because, despite the
difficulties of experience, people can extract pieces of joy and satisfaction, and in
the end it turns into a significant concoction.

Health 7,1 13[3
Transport 141"( 7
Catering 7,1 40

Human rigts B 0,5 20

Trade 2 30

Culture

Media
Advertising/Marketing/PR
Recreation and entertainment

23,8

Education
Ecology
Other

@ Kazakhstan ®Poland O 10 20 30 40 50

Fig. 8. Areas of entrepreneurship among youth from Poland and Kazakhstan (in %)

Source: own elaboration.
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It is the motives of entrepreneurship are the main engine of success [Alton,
www.entrepreneur.com, 13.05.2019]. In order to determine the main motives for
entrepreneurial activity among young people, there was a survey for respondents of
categories A and B, about the driving causes of entrepreneurial activity which are
shown in the table below.

Tab. 2. The main motives for doing entrepreneurial activities among youth from Poland and Kazakh-
stan (in %)

Motives Poland Kazakhstan
Financial independence 57.1 69

Having a good business idea 46.4 33.3

The desire to gain business experience 39.3 33.3

Desire / need to change own social status 35.7 19

Prestige 35.7 23.8
Flexible work schedule 46.4 45.2

The desire to change the social environment / problem 25 26.2

Prove own abilities, realize own ambitions 32.1 35.7

Other - 2.4

Source: own elaboration.

Evaluating the main drivers among young people, the majority of respondents
from Poland (57.1%) and Kazakhstan (69%) noted that financial independence is
the main one among other reasons. Some entrepreneurs risk on their own because
they are tired of the demands of traditional work. High-level positions are excep-
tional: long hours of work, meeting the requirements of supervisors and customers,
and being stuck in the former cycle of duties. The world of entrepreneurship frees
person from these restrictions. This is the reason for the mark of 46.4% of respond-
ents from Poland, 45.2% from Kazakhstan. Young entrepreneurs and respondents
who were entrepreneurs in the past from Poland (46.4%) and Kazakhstan (33.3%)
had motives as a good idea for starting entrepreneurship. This factor is the key to
success in the field of entrepreneurship, but it is very important to properly pro-
mote the idea. The reason such as desire to change the social environment more
common among youth from Poland (35.7%) than from Kazakhstan (19%). In case
of youth from Kazakhstan (35.7%) more widespread motive is proving own abili-
ties and realizing ambitions. The desire to change the social environment and
solve problem is the one of the driving motivations among young people from Po-
land (25%) and Kazakhstan (26.2%). It is also worth noting that one of the motives
for making money in order to help parents is the cause of entrepreneurial activity
among respondents from Kazakhstan (2.4%).
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Nowadays, entrepreneurs have access to vast knowledge, diverse sources of
support and reduced initial costs. But it is not always so easy. In this case, it is very
important to find out and study the barriers to the creation of entrepreneurship and
overcome them [Zahorsky, www.thebalancesmb.com, 26.05.2019].

Tab. 3. Types of barriers that entrepreneurs encounter in the development of entrepreneurship (in
%)

Types of barriers Poland Kazakhstan
A large number of documents required for registration 54.3 34.8
The absence of desires / aspirations to help with parties serving 31.4 4.3
in state bodies
Lack of preferential conditions for starting a business (taxation) 34.3 30.4
Difficulties in obtaining a loan from a bank 37.1 26.1
High interest rate 45.7 26.1
Numerous quantity of requirements to receive loan (collateral 22.9 17.4
property, start-up capital)
No provision complete information on grant processes 31.4 10.9
Tightness receiving financing 25.7 13
Counterfeit of own idea 22.9 23.9
Difficult economic situation 22.9 23.9
Problem with infrastructure 8.6 8.7
Other 2.9 -

Source: own elaboration based on survey.

By identification Doing Business, registration of entrepreneurship in Poland
(82.85%) and Kazakhstan (92.96%) is fairly easy (this fact, during the survey, re-
spondents belonging to categories A and B, noted that a large number of docu-
ments during registration is one of the main barriers to improving entrepreneurial
activities (54.3% from Poland, 34.8% from Kazakhstan). The barriers such as lack
of preferential conditions for starting a business (taxation), high interest rate, nu-
merous quantity of requirements to receive loan prove that these processes difficult
and time-consuming in both countries.

Having enough money to start a business is the main reason for starting a busi-
ness, but sometimes it does not take a lot of money to start a small business, a per-
son can start with little or no money. But it is very important that this sector of
entrepreneurship correctly developing income. This reason was attributed to 25.7%
of respondents from Poland, 13% from Kazakhstan. 22.9% of respondents from
Poland and 23.9% from Kazakhstan confirm that copying a business idea is one of
the barriers to starting a business. But there are other explanations of this factor,
oddly enough, the idea of a startup should not protect the author. On the contrary,
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the author is interested in the fact that as many people as possible know about his
idea. The investor should protect the idea of a startup. It is the investor who is di-
rectly interested in the fact that no one intercepts the idea in which he invested
money [Knabe, www.ubr.ua, 17.05.2019]).

Factors like a problem with infrastructure and economic stability are a barrier
to the creation and improvement of entrepreneurship. 22.9% of respondents from
Poland and 23.9% from Kazakhstan confirmed this fact. Large enterprises create
their own infrastructure — training centers, marketing and legal departments, physi-
cal infrastructure (access roads, engineering networks, etc.).

The youth is the most promising category of labor. The younger generation, as
a rule, is distinguished by creative thinking, which turns out to be an advantageous
characteristic feature for entrepreneurial activity, ensuring competitiveness in busi-
ness area. Therefore, the development of youth entrepreneurship prospects is a
strong link for the prosperity of the country's economy [Merkulov, 2017, p. 43].

An analysis conducted according to the survey showed that the development
and attitude to entrepreneurship among young people in Poland and in Kazakhstan
are quite similar. During the survey, it turned out that for respondents the main
driving force for starting entrepreneurial activities are motives such as financial
independence, prestige, flexible working hours.

It should be noted that during the survey the following barriers to the develop-
ment of entrepreneurship for young people were identified, such as:

1. Low initiative, inertness of entrepreneurs in terms of manifestations of aspi-
rations, desires, ideas for improving business, self-study aspiration. Nowa-
days, many people are not willing to take on tasks when it comes to starting
their own business. These same people always try to find some excuse not to
do something. It’s worth understanding that if a person wants to do business,
then he doesn’t look at anything, using all the methods. In most cases, the
slow development of entrepreneurship is themselves entrepreneurs, looking
for excuses, do not engage in self-education. Young people should always
understand that happiness is in their own hands, when a person is given
some opportunities, and how to use them is their own business.

2. Not the focus of the education system in the country on the cultivation of
specialists capable of starting their own business, promotion in the education
system aimed at employment. In particular, Kazakhstan pays more attention
to theoretical knowledge, which may be the reason for the difficulty in creat-
ing a business for a young student.

3. Tax conditions under which a small business pays a smaller percentage of
the company's turnover than an average business. However, the increase in
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the company's turnover increases the tax burden, which contributes to the
fact that entrepreneurs are beginning to look for options to optimize the tax
burden, so either to increase the company's turnover, remaining in the classi-
fication of small enterprises, or lead to the loss of part of their assets, while
remaining a small business.

4. An obstacle to the development of youth entrepreneurship is the lack of
start-up capital and collateral for business financing. There may be many
good ideas in the country and young people with an interesting idea, but the
ideal can develop. The reason for this is the requirement of collateral or the
guarantor of the state programs. A young person who has no experience, no
one will never become a guarantor and will not provide collateral property.

5. The lack of resources in the web site portals in native language. There are
not enough resources in the Kazakh language, such as training courses, liter-
ature, and other tools for the development of entrepreneurship in Kazakh-
stan.

6. Excessive state intervention. Some of the respondents note that when mak-
ing a large contribution of the state to the development of entrepreneurial ac-
tivity, in some cases excessive state intervention in the activities of public
organizations can be noted, which is manifested in imposing its conditions
for the implementation of business /social programs for entrepreneurship de-
velopment.

According to the authors, an integrated program based on the creation of inter-
collegiate business clubs, which helps to unite young energetic entrepreneurs of the
“new generation” with knowledge, the new progressive thinking can become a
mechanism for creating an innovation ecosystem to the level of a young communi-
ty. The goal and functions of the club should be aimed at the formation of a new
outlook, support for young people, and creation of conditions for the development
of their entrepreneurial initiative. This mechanism facilitates interaction between
government, business, science and education, and also ensures effective communi-
cation between young people and all interested parties.

This network of business clubs should consist mainly of representatives of two
interested communities, such as: youth and entrepreneur.

The first group — entrepreneurs aged 18 to 30 years:

+ interested in creating entrepreneurship,

» having goals for financial development.

According to the results of the survey, in Poland the share of active and enter-
prising students does not exceed 28% of the total number, in Kazakhstan - 16.7%.
In essence, these are students who plan to develop their own ideas for entrepre-
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neurship and are interested in programs for teaching entrepreneurship, management
and personal development.

The second group is potential entrepreneurs who are partners of the club.

« focused on finding and attracting young ambitious partners in their own

company;

» interested in unique entrepreneurial ideas and project.

The system of building interaction between the youth and the business com-
munity is presented in the Figure 9.

As shown in the figure 9, the involved youth in an entrepreneurial position will
have the opportunity to receive comprehensive assistance during the project: finan-
cial, consulting, informational and organizational.

As part of the educational direction, club members will be informed by the
knowledge of successful entrepreneurs, top managers and mentors. It is worth not-
ing that club members will publish knowledge and important information. Also, in
order to involve active youth in this area, during practical tasks, active teaching
methods should be used: round tables, business games, brainstorming, cases.

Educational direction

v
Practical direction

A 4
Financial support

A 4
Organizational support

A4

Entering entrepreneurial projects on the market

Fig. 9. Youth and entrepreneurial community interaction scheme

Source: own creation.

The purpose of the practical direction is to give participants the opportunity to
receive advice from business experts. In addition, participants will be familiarized
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with specialized funds and ways of obtaining state support, will also be able to be

informed with the system of work of technology parks and business incubators.

In the framework of the formation of cross-functional teams, there should be a
familiarization process, which makes it possible to build a team based on common
business motives. Also in the framework of the project, a presentation of partici-
pants with the main ideas of business projects is organized, which gives the oppor-
tunity to form teams in accordance with their interests and preferences for entre-
preneurial activities.

Project development and implementation will take place in subsequent phases.
During the seminar, club members can ask interested questions, can also exchange
ideas and share experiences, and get information to support their own ideas.

Authors offers the following recommendations on the needs of youth entrepre-
neurship in activities / programs to support them:

» Knowledge of entrepreneurship must begin at school and as part of a university
study program. This process enables the younger generation to consciously en-
ter the business environment. In order to prepare for the choice of the path of
entrepreneurship, educational institutions should create the most realistic condi-
tions for the business environment. As part of education, young people should
have access to educational resources and tools for teaching financial literacy.

It should be widely disseminated in the media about a competent approach to
entrepreneurship and effective business management, as well as to give an op-
portunity to understand that entrepreneurship is the key to the prosperity of the
economic environment. It should also be noted that it is necessary to maximally
disseminate information about the organization and foundations with various
legal forms, commercial and non-commercial, providing assistance to business
for beginners, as well as active entrepreneurs.

» In order to improve business efficiency and ensure a healthy level of competi-
tion between professionals, a favorable and open environment should be created
for the influx of labor to Poland and Kazakhstan.

» Providing microcredit and conditions for concessional loans, as well as grants
without compulsory collateral, helps young people to implement and develop
their business, as many do not have the ability to provide collateral for a loan.

» The formation and progression of the institution of business angels. This private
investor provides an opportunity for the implementation and development of en-
trepreneurship, by investing in innovative projects during the creation of a com-
pany in exchange for renewed investments and interest in capital.
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Conclusions

The needs of the socio-economic development of Polish and Kazakhstan socie-
ty actualize the need for the development of youth entrepreneurship and the in-
volvement of youth in entrepreneurial activities, since these phenomena contribute
to solving not only the general problems of the development of small and medium-
sized enterprises, but also performs a number of socially significant functions.

Based on the research, motives and barriers to the development of entrepre-
neurship in the segment of youth entrepreneurship were identified. The main driv-
ing forces for entrepreneurship for young people are financial independence; pres-
tige; flexible working hours; presence of an interesting business idea; the desire to
change the social environment; for having entrepreneurial experience. It was fig-
ured out, that the main barriers for young people are factors like: lack of start-up
capital, lack of knowledge / skills / experience in doing business; low initiative,
inertness of entrepreneurs in terms of manifestations of aspirations, desires, ideas
for improving business, the desire for self-learning; administrative barriers; not
targeting the education system in the country; personal barriers: mentality, fear.
The widespread entrepreneurial sectors among young people, according to the sur-
vey, are: trade; agriculture; real estate rental; restaurant business and catering;
training and health. In addition, the survey revealed that most young people are not
aware of government support for entrepreneurial activities.

It turned out that in the modern economy of Poland and Kazakhstan, young
people play an important role in the development of entrepreneurial activity, which
represents the development of the country as a whole. Nowadays, many conditions
and support have been created for youth entrepreneurship by the state. But due to
the weak distribution of this opportunity, young people are exposed to various ex-
ternal and internal barriers, which affects the creation of their own business.

The analysis conducted to support and develop youth entrepreneurship showed
that currently there is no holistic system in the countries contributing to the for-
mation of a stream of youth innovation projects and a single communicative space
among active youth. One of such tools can be the network of interuniversity busi-
ness clubs "Young Entrepreneur". This tool developed the main conceptual provi-
sions for the creation of this network, the structure and mechanisms of network
formation, formulated the main results and expected effects.

The introduction of the developed concept of the network of interuniversity
business clubs "Young Entrepreneur™ will help:

+ activate the growth in the quantity of high-quality youth entrepreneurship

projects;
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» increase the level of intellectual potential in Poland and Kazakhstan;

+ raise the number of socially responsible representatives of entrepreneurial

activity;

» promote the ideology of entrepreneurship among young people, including

by spreading the success of Polish and Kazakhstani entrepreneurship;

» develop external and internal barriers for youth entrepreneurship;

» clearly identify their own motives for the creation and development of en-

trepreneurship;

* increase the number of jobs through the development of small business

among young people.

It should also be noted that an important condition for the development of en-
trepreneurship is motivation, that is, internal aspirations that induce a person to risk
his finances in order to achieve certain goals, both economic - benefits and socio-
psychological - satisfying the need for power, success, creativity, rivalry. It is very
important to understand the younger generation in order to achieve the goal, each
person must take the initiative and leave the comfort zone.

It is worth notice, that although the research sample is not representative, the
obtained results may contribute to undertaking further, in-depth research in the area
of the undertaken issues.
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Rozwoj przedsiebiorczosci wsrod mtodziezy
(na podstawie Polski i Kazachstanu)

Mtodzi ludzie majg znacznie wiekszy potencjat i zdolno$¢ do podejmowania dziatalnosci
przedsiebiorczej niz inne grupy wiekowe. Przedsiebiorczo$¢ mtodziezy wymaga szczegdlnej
uwagi ze strony organéow rzagdowych. Celem artykutu jest identyfikacja motywdw i wska-
zanie barier w dziataniach przedsiebiorczych wsréd mtodych ludzi na przyktadzie Polski i
Kazachstanu oraz przedstawienie rekomendacji stuzgcych rozwojowi przedsiebiorczosci.
Wyniki badan wskazujg problemy przedsiebiorczosci oséb mtodych w badanych krajach.
Gtéwnymi motorami napedzajgcymi przedsiebiorczos¢ mtodych ludzi sg niezaleznos¢ fi-
nansowa; prestiz; elastyczne godziny pracy; obecnosc¢ interesujgcego pomystu na biznes;
chec zmiany Srodowiska spotecznego; za doswiadczenie w przedsiebiorczosci. Ustalono, ze
gtéwnymi barierami dla mtodych ludzi sg takie czynniki jak: brak kapitatu na rozpoczecie
dziatalnosci, brak wiedzy / umiejetnosci / doswiadczenia w prowadzeniu biznesu; niska
inicjatywa, bezwtadnosc¢ przedsiebiorcéw w zakresie przejawodw aspiracji, pragnien, pomy-
stéw na poprawe biznesu, che¢ samoksztatcenia; bariery administracyjne; brak ukierun-
kowania na system edukacji w kraju; bariery osobiste: mentalnos¢, strach. Wedtug bada-
nia szeroko rozpowszechnione sektory przedsiebiorczosci wéréd mtodych ludzi to: handel;
rolnictwo; wynajem nieruchomosci; dziatalnos¢ gastronomiczna i gastronomiczna; trening
i zdrowie. Ponadto badanie wykazato, ze wiekszos¢ mtodych ludzi nie jest $wiadoma
wsparcia rzadu.

Stowa kluczowe

rozwaj przedsiebiorczosci, przedsiebiorca, bariery zewnetrzne i wewnetrzne przedsiebior-
czosci
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Recenzja monografii pt. ,Patologie i dysfunkcje
w organizacji” autorstwa: Karola Kowalewskiego
oraz Joanny M. Moczydtowskiej

dr hab. Barbara Mazur, prof. PL

Politechnika Lubelska, Wydziat Zarzadzania

Przedmiotem recenzji jest praca poswigcona patologiom zachowan pracowni-
kéw we wspolczesnych organizacjach. Autorzy postawili sobie za cel systematy-
zacj¢ wiedzy na temat najczesciej spotykanych patologii i dysfunkcji organizacyj-
nych. Jako metode badan wybrali krytyczng analiz¢ interdyscyplinarnej literatury
problemu, zaréwno polskiej, jak i zagranicznej. Starali si¢ polaczy¢ perspektywe
badawczg nauk o zarzadzaniu i jakosci z dorobkiem psychologii i socjologii eks-
ponujac ztozony charakter opisywanych zjawisk i procesow.

Praca zostata podzielona na trzy czgsci, ktore poprzedzone zostaly wprowa-
dzeniem.

W cze$ci pierwszej omdwiona zostala kategoria pojeciowa zachowan kontr-
produktywnych i anomijnych oraz zachowan odwetowych. Uwidocznione zostato
szerokie spektrum tych zachowan oraz mnogo$¢ konstruktéw teoretycznych,
w ramach ktérych byly one diagnozowane.

Czg$¢ druga poswigcona zostata dwom, usytuowanym na jednej osi lecz na
przeciwstawnych krancach, obliczom patologii obecnych w organizacjach tj. fa-
woryzowaniu i dyskryminacji. W czesci tej Autorzy przeprowadzili analize pro-
blemu nepotyzmu oraz relatywnie rzadko podejmowane zagadnienia kronizmu
organizacyjnego i paternalizmu. Dokonali systematyzacji poje¢ zwigzanych
z mobbingiem powszechnie uznawanym za wyjatkowo szkodliwg agresje organi-
zacyjna. T¢ czg$¢ ksiazki zakonczyli rozwazaniami na temat roli zmiennych de-
mograficznych, takich jak pte¢ i wiek, jako determinantéw zachowan dyskrymina-
cyjnych w §rodowisku pracy.

Trzecia czg$¢ pracy poswigcona zostata prezentacji zagadnien z obszaru sze-
roko rozumianej psychopatologii organizacyjnej. Autorzy, wykorzystujac dorobek
psychologii i socjologii, pochylili si¢ nad kwestig przyczyn, przejawow i konse-
kwencji wypalenia zawodowego oraz pracoholizmu i innych form nadmiernego
zaangazowania w prace poddajac je szczegdtowej analizie. Wskazali takze na pro-
blem narcyzmu i innych zaburzen w funkcjonowaniu spolecznym wynikajacych
z nieprawidtowego profilu osobowosci pracownikow. Poszukiwali odpowiedzi na
pytania o sile i skutki toksycznego przywddztwa organizacyjnego. Traktujac pato-
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logi¢ organizacyjng jako ekstremalng forme dysfunkcji, samg dysfunkcj¢ uznali za
niewypelniang badz wypelniang blednie funkcje kultury organizacyjnej. Dlatego,
jak podkreslaja we wstepie nie mogto zabraknaé¢ w tej publikacji charakterystyki
toksycznych kultur organizacyjnych zakorzenionych w glebszych patologicznych
zmianach systeméw warto$ci wspolczesnych spoteczenstw. Kwestiom tym po-
$wiecony zostat ostatni rozdziat omawianej ksiazki.

Przystepujac do krytycznego omowienia przedtozonej do recenzji pracy nale-
zy stwierdzi¢, ze Autorzy wypehili postawione przed publikacja cele, tj. usystema-
tyzowali wiedze¢ na temat najczesciej spotykanych patologii i dysfunkcji organiza-
cyjnych. Istotnie uporzadkowali dotychczasowa wiedzg¢ dowodzac swojej erudycji
w prezentowanych kwestiach. Wykorzystana w pracy literatura jest bardzo bogata
— obejmuje 350 pozycji (w duzej czesci zagranicznych autorow). Zaprezentowana
przez nich problematyka jest niezwykle doniosta dla wspotczesnego zarzadzania,
poniewaz organizacja, ktora chce skutecznie konkurowa¢ na rynku musi by¢ orga-
nizacjg zdrowa. To oznacza, ze powinna by¢ wolna od dysfunkcji i patologii. Jest
to mozliwe w sytuacji, gdy kadra menedzerska ma gleboka §wiadomos¢ stref,
gdzie te dewiacje moga wystapi¢ oraz ich potencjalnych zrddet. Okreslenie poten-
cjalnych zrodet oraz wskazanie sposobow (przynajmniej w przypadku niektorych
z patologii) ich zapobiegania jest bez watpienia niekwestionowanym sukcesem
Autorow.

Praca ma bardzo klarowna strukture i logiczny styl wywodu. Logika argumen-
tacji nie budzi zadnych watpliwosci. Jest tez nalezycie opracowana pod wzgledem
warsztatu badawczego, a zatem metodycznie poprawna. Na podkreslenie zastuguje
fakt przytoczenia w rozdziale na temat nepotyzmu oraz rozdziale poswieconym
ageizmowi wynikow wilasnych badan Autoréw. I chociaz nie byty one zamierzo-
ne i prowadzone na potrzeby niniejszej pracy, to ich zacytowanie stanowi dowod
na wieloletnie zainteresowanie badawcze K. Kowalewskiego i J.M. Moczydtow-
skiej przedstawiong w pracy tematyka patologii organizacyjnych.

Praca napisana jest w sposob poprawny jezykowo. Jezyk pracy charakteryzuje
si¢ jasno$cig nawet wowczas, gdy autorzy odwotuja si¢ do bardzo skomplikowa-
nych specjalistycznych terminéw naukowych, np. psychologicznych i socjolo-
gicznych.

Praca w petni zastuguje na rekomendacje. Jest adresowana do szerokiego
kregu czytelnikow. Sg posrod nich przedstawiciele Swiata nauki, nauczyciele aka-
demiccy, studenci, ale takze menedzerowie — praktycy. Wszyscy adresaci oma-
wianej publikacji odniosg korzysci z jej lektury, dlatego tez praca wypelnia
swoistg misj¢ naukowg i edukacyjng. Uswiadomienie zagrozen zawsze pociagga za
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sobg mozliwosci zapobiegania lub chociaz minimalizowania niszczacej sity pato-
logii organizacyjnej.
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