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ABSTRACT

The purpose of the article is to present the research findings in the area of adapting the human capital of Polish
enterprises in the context of changes tendencies of the status and structure of the human capital in the Polish social
and economic reality.  The Polish access to the European Union initiated activities leading to adjust our country to
the directions of changes and of development of European countries in accordance to principles of the knowledge-
based economy. The knowledge domination as a fundamental  resource creating the social and economic reality
determines the internal changes of organization basic resources in relation to the changes of the key areas of its
environment.  The article presents results of the study concerning the human capital in Polish enterprises, in which it
has been examined from the point of view of changes of its statute and structure in the context of its turbulent
environment.  The research on the human capital presented in the paper is a fragment of a broaden research on the
adaptation of enterprises’ management systems to the knowledge-based economy requirements, which were carried
out at the Faculty of Engineering Management of the Poznan  University of Technology in 2010.

INTRODUCTION

The purpose of the article is to present the research results concerning changes of statute and structure of the human
capital. The examination was made within the frames of the project “Adaptation of enterprise management systems
to the knowledge-based economy requirements”(Trzcieliński,2010).  Undertaking examinations in the area of the
human capital was connected with two premises: the first referred to the role and meaning of the human capital in
shaping  the  knowledge-based  economy  conditions.  The  second  premise  was  connected  with  activities  of
organization aiming at using the opportunities created by the knowledge-based economy. The organization notices
and uses opportunities, mainly by its appropriate state and structure of the human capital. The presented research try
to answer to the questions which areas of the human capital are the most sensible to changes appearing in the
knowledge-based economy and which changes of the human capital occurred in the examined period. The accepted
time horizon of the study as well as the method for identifying dependencies between the environment and the
organization allows determining the characteristic of an enterprise in the area of the human capital assumed to be the
most representative from the view point of  human capital behavior sensibility to the influence of the knowledge-
based economy conditions.

THE CONTEXT OF THE CHANGES OF THE HUMAN CAPITAL IN THE
KNOWLEDGE-BASED ECONOMY CONDITIONS
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Knowledge in its wide interpretation became one of the crucial notions of the modern economy, theory and practice
of enterprise management. The knowledge domination as a resource leads to the continuous evolution of the classic
economy to the knowledge-based economy, in which the permanent creation and use of knowledge are the central
point of the economic development processes (World Bank, 2006). The dynamic development of the knowledge-
based economy in Europe started in the year 2000 starting with the implementation of the Lisbon Strategy within the
frames of the Europe 2020 Strategy, has been based on the development of four basic potentials such as: human
capital, innovation, IT technologies and political and legal environment forming the conditions for the knowledge-
based  economy development.  These  potentials  constitute the  integral  entirety;  although the  human capital,  i.e.
knowledge society in its wide interpretation is the stimulating and motivating factor to initiate the activities. The
human capital has the resources of information and knowledge. It also has predispositions, possibilities and abilities
for acquiring the new knowledge, popularize it and use in economic processes (Kałkowska et all 2013).

The human capital influence development on the changes in the knowledge-based economy can be analyzed in two
approaches:

 Macroeconomic – social approach, in which the dynamics of changes of the human capital value is directly
connected with possibilities of creating the national income. The changes in the state and the structure of the
human capital in a determined country results from the shape of its society in the areas of education, labor
market, tendencies for migration and the condition of the health care service. 

 Microeconomic – referred from the one hand personally and concentrating on characteristics of the individuals,
his  or  her  position on the labor market,  on investing in  self-development  and own psychical  and physical
condition, which in consequence refers to the diversification of individual incomes. From the other hand, it is an
approach  referring  to  the  enterprises,  in  which  the  human capital  of  the  organization  is  a  combination  of
intelligence,  skills,  specialist  knowledge  and  condition  of  individual  employees.  It  is  the  key  element  for
building the position and competitive advantage of the organization (Włodarkiewicz-Klimek, 2013).

Two-dimensional view at behaviors of the human capital in the economy gives possibilities to make a full diagnosis
of  the  mutual  influence  of  changes  within  the  society  in  the  context  of  individuals  behaviors.  The  observed
dependencies constitute the basis for shaping and adjusting behaviors of enterprises in conditions of creating and
developing the knowledge-based economy.

RESEARCH ON CHANGES IN THE HUMAN CAPITAL IN CONDITIONS
OF  ADAPTING  THE  ENTERPRISES’  MANAGEMENT  SYSTEMS  TO
THE KNOWLEDGE-BASED ECONOMY 

Research Genesis
 
The study of changes in the human capital of the knowledge-based economy enterprises have been made within the
frames  of  a  scientific  project  carried  out  at  the  Faculty  of  Engineering  Management,  Poznan  University  of
Technology. It was focused on the topic of adapting the enterprises’ management systems to the knowledge-based
economy requirements. The essence of these holistic examinations was statement whether is the relation between
changes  occurring  in  the  enterprise’s  environment  according  to  the  realization  the  process  of  building  the
knowledge-based  economy (in  accordance  with  the  Lisbon  Strategy)  and  changes  occurring  in  the  enterprises
leading to the formation of knowledge-based organizations. (Włodarkiewicz-Klimek, Kałkowska 2011).

In examinations an assumption about homogeneous and sustainable conditions created by the environment for the
enterprise development and about the diversified internal potentials of enterprises that condition (favour or hinder)
the  possibilities  of  the  use  of  opportunities  appearing  in  the  environment  has  been  undertaken.  The  accepted
assumption  has  contributed  to  the  formation  of  two  data  categories.  The  first  category  encloses  independent
variables referring to the environment and are determined by the decomposition of four domains of the knowledge-
based economy: innovations, human capital, information technology and the institutional and legal environment.
The second category is created by dependent variables which are identified within the organization. It results from
the decomposition of factors operating on major determinants of the organization management system changes of
knowledge-based  organization.  They  enclose  organization’s  innovative  character,  human  capital,  information

Ergonomics in Manufacturing (2020)
https://openaccess.cms-conferences.org/#/publications/book/978-1-4951-2103-6



Applied Human Factors and Ergonomics International

technology and organization’s strategy and organizational structure.  The figure 1 shows the mechanism and the
research concept.

Figure 1. The concept and the research mechanism of the adaptation of organizations’ management systems to the knowledge-
based economy requirements (own study)

According to the accepted principle of the examination, the research and the analysis of results was made in areas of
the environment and the enterprise. In case of the environment analysis, there has been applied the analysis method
of the knowledge-based economy four pillars development level using the  KAM methodology, including statistical
evaluation  of  the  macroeconomic  trends  development  in  the  economy.  The  examination  of  enterprises  in  the
knowledge based economy was made with use of the survey method. The questionnaire was created based on areas
of the organization which were regarded as the most sensitive to the influence on the knowledge economy (see:
figure 1). Next it was defined the representative enterprise features for the individual areas. The described operations
constituted only a part of scientific works correlated with the project. They mainly served for obtaining basis results,
which next became the base for the following analytic works and for the preparation of final results in accordance
with the project objective.

The examination  of  the  human capital  of  enterprises  within  the  frames  of  the  project
“Adaptation  the  enterprises’  management  systems  to  the  knowledge-based  economy
requirements”

While initiating the research on the human capital changes of the organization in the knowledge-based economy
conditions, there has been accepted a scientific assumption: the human capital changes on the society level resulting
from the assumptions of the knowledge-based economy development influence on behaviors of organizations in the
area of shaping the human capital. The dependencies between the environment and the organization are inducing
enterprises  for undertaking activities  adapting the internal  potential  in the human capital  area  to more efficient
functioning in  the knowledge-based  economy.  Adjustment  efforts  are  particularly taking the  use  of  the human
capital for finding the opportunities created by the development of the knowledge-based economy into account.
According  to  such  assumption  there  were  established  three  research’s  levels.  The  first  level  enclosed  the  key
macroeconomic factors that identify the dynamics of the economy’s development in the scope of the human capital.
Under the second research level there were defined enterprise features in the area of the human capital that have
been accepted as the most representative from the view point of the human capital sensibility behavior in enterprises
of the knowledge-based economy conditions  influence. At the third level  there were defined directed areas  of
analysis that enable the evaluation of the degree of adaptation of the enterprises’ human capital to the knowledge-
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based economy dynamics. The analysis areas were determined as a result of enterprise developing characteristics
presented in the second area, which can be a representative indicators of the realization of a determined enterprises
feature in its operational dimension. The figure 2 presents factors that constitute particular  research areas,  their
structure and relations between individual scientific areas.

Figure 2. Dependencies between research areas on the level of the macro-environment and the organization referring to the
human capital (own study)

Characteristics and findings in changes of the human capital in the process of adapting the
organization to conditions of the knowledge based economy 

The examinations presented in this publication were conducted in 150 randomly selected enterprises located in
entire Poland. The time horizon of the examination included year from 2007 to 2012. The study was performed with
the  use  of  standardized  survey  interviews  (PAPI),  and  a  survey  enclosing  107  questions  was  the  accepted
examination  instrument.  The examination survey  was  divided into four topic  categories  that  allowed assessing
changes in the following enterprise areas: strategy, human capital, IT infrastructure and organizational structure.
Research results presented in the following part of the paper refer only to the area of the human capital. Results are
presented in form of aggregated analysis areas (interpreting answers to groups of questions).The figure 2 shows the
topic scope of research areas on the human capital adaptation to changes in the knowledge-based economy.
The research results of the particular areas are as follows:

 The organization’s and its participants attitude to changes in the environment
The examination included the evaluation of the attitude of the organization and its participant towards changes
occurring  in  the  macro-environment  which  included: political-legal,  economic,  social-demographic  and
technological environment. The study enclosed the attitude towards changes within the period of five years, starting
from the year 2007. Its results are as follows:

 in the area of the political and legal environment 20% of enterprises declared a growing positive attitude toward
changes, the attitude of 70% of firms staid at the same level and in case of circa 9% - it decrease,

 in the area of the economic environment 17% of enterprises declared a better attitude toward changes, in 63% of
enterprise the attitude staid the same and in 18% it decrease, 2% of firms did not give a response to this question,

 in the area of the social and demographic environment 21% of examined firms stated an increasing positive
attitude toward changes, 73% of organizations declared that their attitude did not change, and in case of circa 4%
- it decrease.
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 in the technological area 27% of enterprises pointed at a growing positive attitude toward changes,  69% of firms
declared the same level of attitude and in  3% it decreased, 1% of enterprise did not give a response to this
question

The most significant increase of the positive orientation on changes was noticeable in case of examinations related
to the technology (27%). Worse results were founded on the economic ground (decrease of the positive attitude
reached 18%).

 Expenses on external trainings
The medium level of expenses on external training of own staff in examined enterprises in the year 2011 reached
circa 14.5 thousand PLN. The analysis of changes of the level of the budget for trainings, in relation to general
costs/expenses until 2007 was as follows:
55% of firms participating the study did not change the level of expenses on external training for their staff in the
period of examined 5 years, 13%  of companies increased the level of expenses and 14% reduced these expenses.
The medium growth  of  expenses  for  trainings between years  2007 and  2012 was 25%. However,  the average
decrease of the costs level was 46 %. One of the five examined enterprises  was not able to show the changes
direction for the level of costs spend on external trainings.

 Personnel policy
The study of the personnel policy realized in organizations enclosed the identification of enterprises’ methods in the
process of recruiting employees and providing them development possibilities. Following models have been used as
an  input  versions:  model  of  employing  people  with  basic  competences  and  developing  their  skills  within  the
enterprise, model of employing high qualified staff and minimizing the stage of learning, mixed model.

In 50% of examined enterprises the currently conducted personnel policy was based on the mixed model, 35% of
examined enterprises  chose the policy, in which they mostly focus on employing high qualified personnel  and
minimize costs of training for employees, 11% of examined firms decided to apply the personnel policy based on
employing people with basic competences and developing their skills within the enterprise. 

The examination of changes within the realization of the personnel policy in years 2007-2012 showed that 25% of
firms increased their level of employment within the analyzed period of five years. Only 11% of companies that
increased employment since the year 2007, employed people with basic competences. 73% of examined firms did
not change their  personnel  policy in a view to the fact  of  employing both types of staff  and in 11% of cases
enterprises additionally reduced the number of employed staff with basic competences. 

 Competence management 
The evaluation  of  the  competence  management  included  the  identification  of  the  possession and  using by  the
organization the system of the development of employed employees competence (the development of competence
was  interpreted  as  a  development  of  all  features  that  could  support  the  development  of  the  enterprise  like:
knowledge, skills, experience and styles of acting). The research showed that in the analyzed period the number of
enterprises using the competence management grew from 39% in 2007 to 49% in 2012. In the same time, the share
of firms without the competence management system became smaller: from 55% to 50%. The same was observed in
case of enterprises that were not able to determine own behavior in this sphere: from 6% to 1%.

48% of enterprises declared that the analysis of own competencies in reference to the demand resulting from the
development of the organization and from changes occurring in the environment was the most important instrument
of  competence  management.  Other  useful  tools  were:  examination  of  staff  expectations  in  the  scope  of  own
professional  development  –  30%,  projects  and  programs  of  cooperation  with  the  institutions  of  professional
development and education programs (trainings) related to specialization and diversification of activities – 29%.

In the analyzed period using such tools as: projects and programs concerning the cooperation with the education and
professional development institutions, analysis of owned competences in relation to the demand resulting from the
organization  development  and  the  study  on  employees’  expectations  toward  their  professional  development,
increased in case of circa 16% of enterprises.

The  examination  of  the  competence  management  also  included  the  assessment  of  the  characteristics  and
competences  of  candidates  that  entrepreneurs  determined as  an important  in  the process  of  recruitment.  In  the
process of recruitment employers stated that they value most following characteristics: the attitude and willingness
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to work and develop own competencies – 90%, professional experience – 89% and specialist knowledge from the
domain – 80%. The second group of most often enumerated important competences includes characteristics like:
type of major study graduation, general knowledge and communications and interpersonal skills – 70%.

 Meaning of the human resources in achieving business success 
The analysis of the human resources importance in the process of achieving success in the business was evaluated in
the context of the scale of impact of issues related to the human resource management on the way of running the
business. The average result had the value 3.5 (near to a high grade) in a scale, where 5 meant a very strong impact
and 1 – very small impact.

75% of examined units declared that in the year 2012 the importance of the human capital was the same as in 2007,
19% companies stated that the importance of this area grew; 2% declared that the importance of the human capital
decreased. 

 The structure and the specialization of tasks in which managerial decisions are being made
The analysis of tasks and departments of the organizations, in which decisions affecting the management of the
entire firm are being made, showed that 59% of decisions is being made within highly specialized posts responsible
for a narrow scope of organization’s tasks (directors, department managers, specialists), 27% of decisions was being
made by other task teams (for example: a part of tasks is realized in the organization in form of projects), 17% of
decisions depend from mobile task teams initiated for period of realization of the project, 3% of decisions was made
within other occupations.

The share of tasks made by specialized posts in the enterprise in the period from 2007 to 2012 grew in the opinion of
14% of participants of the study – 79% declared that it stayed the same. In case of assessing changes on the level of
permanent task teams: 10% enterprises pointed at the growing share of this form of making decisions, 79% declared
no changes. Mobile teams increased their participation in the process of making managerial decisions in 11% of
cases, 71% firms stated that the participation of this form did not change and 4% declared the decreasing share of
the participation of this form. 

 The structure and the specialization of tasks in which there are undertaken executive activities
Tasks  are  mainly  made  by  specialists  or  by  permanent  employee  teams.  54% of  the  work  is  made by  highly
specialized employees on managerial posts. 30% of realized work is being delegated to permanent task teams. Only
17% of executive tasks are being realized in mobile teams that after making it return to their formerly established
post in the structure of the organization.

During the last 5 years examined enterprises  did not introduce changes in the way they divide executive tasks
between different types of posts. In circa 14% of firms, the share of tasks realized both by employees on specialist
workstations and by mobile and permanent teams, grew. In the examined period, about 80% of companies did not
change the share of tasks realized by individual groups of employees and circa 4% declared that the share of tasks
realized by types of posts and teams mentioned before decreased.

 Participation of high qualified employees
The research has showed that the average share of high-qualified employees in the total amount of employed staff
was 47%. In the course of  the research  period the share  of  both high-qualified employees and others,  slightly
changed.  In  67% of  examined firms  the  share  of  both  types  of  employees  in  the  total  number  of  employees
maintained at the same level. 29% of enterprises increased the participation of high-qualified employees, reducing at
the same time the share the rest, less qualified staff. The medium increase of the share of high-qualified employees
in enterprises reached 18%. Only 2% of firms in the examined period reduced the share of high-qualified employees
in the total of the staff and the average difference was 25%.

 Knowledge management
The analysis of the state of knowledge management in organizations understood as an aware, affecting all areas of
the organization, manner to operate in order to deliver the appropriate knowledge to the right persons in the right
time, showed that 53% of examined organizations uses the knowledge management,  39% firms did not declare
realizing processes of the knowledge management and 8% companies were not able to give an answer.
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The research included also pointing and using tools of knowledge management in organizations, as well as changes
and development in a view to the period of examination: years from 2007 to 2012.

The table 1 shows types of applied tools of knowledge management and their changes in determined years.

Table 1. Types of applied tools of knowledge management and their changes in determined years (own study)

No. Tools of the knowledge management

Declared
applying tools of
the knowledge
management in

2007 in 100% of
examined
companies 

Declared
applying tools of
the knowledge
management in
2012 in100% of

examined
companies

Change of the
tools usage

1 Electronic document management 61 71 +10
2 Consumer relationship management 35 46 +11
3 Electronic work management 30 44 +14
4 Organizational processes management 18 37 +19
5 Cooperation with external experts 24 33 +9
6 Knowledge bases (repositories) 24 32 +8
7 Programs of best practices 17 29 +12
8 Distance learning 10 11 +1
9 Organizational portal 6 10 +4
10 Virtual team 5 8 +3

The analysis showed that one could observe the increasing use of all tools of knowledge management within the
research period. The best dynamics of growth of the degree of use was noticed on the level of organization process
management – 19%. Electronic document management, relations with customers’ management and electronic work
management were pointed as most frequently applied tools of knowledge management in organizations.

The evaluation of the knowledge management in the organization included also the study of declarations of the tools
development of the knowledge management used by enterprises. 25% of examined firms declared the development
of currently used tools of the knowledge management, 46% stated that they do not implement any activities in the
direction  of  developing  their  tools  and  about  20% declared  to  use  owned  tools  at  a  very  low level.  Selected
enterprises declaring the knowledge management tools development, at present focus all their efforts on upgrading
the  efficiency  of  the  functioning  of  the  electronic  document  management  and  relations  with  customers’
management. Moreover, they create databases and improve programs for best practice, already functioning in their
organizations.

 Stimulating innovative activities
Examination of organizations within frames of motivating employees to undertake innovative activities showed that
in the year 2012 only 45% of examined firms declared motivating activities in the scope of stimulating innovation,
48% did not declare any activities and 7% of enterprise were not able to define own statute in this area. The situation
is hardly satisfying, although in comparison to the year 2007, when 39% of firms declared activities stimulating
innovation, 55% of companies stated about lack of any activity in this area and 6% of enterprises could not define
own statute in this sphere, some sort of improvement can be noticed. The table 2 illustrates the methods of employee
motivation applied by examined enterprises according to the occurring changes in the examined period.

Table 2. The methods of employee motivation applied by examined enterprises according to the occurring changes in the
examined period (own study)
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No.
Methods of motivating employees for taking

innovative actions

Declared
application of
pro-innovative

activities in year
2007 in 100% of
examined firms

Declared
application of
pro-innovative

activities in year
2012 in 100% of
examined firms

Changes of the
implementation

level of pro-
innovative
activities 

1 The recognition and praise 38 45 +7
2 Possibility of qualifications development 35 41 +6
3 Expecting initiative from employees 31 38 +7
4 Awarding to the creativity and innovations 32 36 +4
5 Creating conditions for learning and development 31 35 +4
6 Supporting the team work 30 35 +5
7 The freedom of information flow and access 25 30 +5
8 Creating conditions to the knowledge share 24 30 +6
9 Possibility of deciding of the work performance 18 25 +7
10 Tolerance of errors 13 17 +4

One can notice the positive tendency of the continuous and satisfying grow of number of realization of pro-
innovative activities in organizations that declared some sort of activity in this area. All analyzed types of activities 
were characterized with a growth trend within the interval from 4% to 7%.

 Motivation and reward systems
The  evaluation  of  the  motivation  system was  mainly  supposed  to  answer  the  question:  what  is  the  degree  of
application of motivation systems in examined enterprises support sharing the knowledge, integrate individual goals
of  the  employee  with  organization’s  objectives  and  individual  development  of  employees.  The  examined
organizations evaluated statements presented above in the scale from 1 to 5 (in which 1 means – definitively yeas
and 5 – definitively no). The average result for the period from 2007 to 2013 reached the similar level 2.3 to 2.5.
This means that the use of the potential of the motivation system was at a medium level. In case of evaluating the
influence of the motivation system on the employees development – the result was 2.4 for the year 2007 and 2.3 for
the year 2012; however,  in case of the motivation system and it function of integrating individual goals of the
employee with organization’s objectives and its function of knowledge exchange support, the result for the entire
cycle of research reached 2.5.

The analysis  of  the reward  structure  made on the  three  hierarchy  levels,  i.e.  on the level  of  senior  managers,
managers of the middle management level and execution employees. The study showed that independently from the
place in the structure of the organization’s hierarchy, the participation of permanent components of the reward was
circa 83%, variable components of the salary consisted 17% of the reward.  The examination also enclosed the
change of the share of the salary dependent from results of the company in the examined period from 2007 to 2012.
Only 15% of responses were considerable in this area. According to the enterprises, which answered, over a half of
firms did not conditioned the level of reward on the enterprise.

 Forms of work (including: team work, flexible work time and outsourcing)
The dominant form of employment in examined enterprises was: the employment contract – 87% cases, mandate
contract – 7.7%, specific work contract – 2.8% and own business activity – 2.5%. In the analyzed period an essential
change of the employment structure didn't take place. 82% of employment contracts were contracts for an indefinite
time period, 16% were contracts for a definite time period, and 2% were manager contracts. It has been also stated
that during the examined period, the realization of tasks in a form of a team and flexible work time were stabilized at
the same level. It was worth noticing that enterprises did not use outsourcing very often, and when they did – they
did it in a narrow scope of activity.

 Changes in the employment level 
Changes of the employment level in examined organizations were as follows: 31% of examined companies declared
the growth of employment in last 5 years, 22% stated that the employment level dropped and 45% of firm declared
stagnation. In the opinion of examined units, the average employment growth was at a level of 31.9% in comparison
to the year 2007; hence, the average decrease of employment was circa 20.4%.

 Health and psychical balance of the staff 
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Examining the organizations’  behaviors  in the area  of taking organized  activities  in keeping the psychical  and
physical balance of employees shown that only 38% of companies initiates such actions, 58% does not present any
systemized actions, and 4% is not able to determine own behavior in the area discussed.
The group of operations for keeping the psychical and physical balance of the employee, initiated by enterprises, the
most often mentioned were integration events, which constituted 72% of respondent’s choice. High ranks referred
also to the cofinancing of holiday trips of the employee and his families - 60%, financing additional medical service
for  the  employee  -  58%  and  flexible  time  of  work  -  40%.  Activities,  like:  financing  medical  service  of  the
employee’s family – 26%, identification of individual needs – 23% or care of children in working hours – 2%, were
significantly less important.

THE  RESEARCH  RESULT  INTERPRETATION  IN  A  CONTEXT  OF
ENTERPRISES’  HUMAN  CAPITAL  SENSIBILITY  UNDER  THE
KNOWLEDGE ECONOMY CHANGES

The presented research results are the basis for the enterprise features evaluation in the human capital area sensible
for the knowledge economy changes. The list of the features including the dependencies shaping enterprises features
were presented on the figure 2. The interpretation of the research results is the following: 

 Openness for lifelong learning 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

The organization’s and its
participants attitude to

changes in the
environment

 The dominance of enterprises’ positive attitude to the environment changes in technological
area, social-demographic, political-legal,   lean to the permanent learning and organizations’
development  and support the processes of collecting and including new knowledge to the
organization,

 The negative attitude to the economic environment changes, joined in the research period
with  the  economic  crisis  causing  to  undertake  the  decision  about  orientation  and
specialization of learning organization to maintain the market position. 

Expenses on external
trainings

 More than a half of enterprises maintain or rise the external training expenses level what
confirm that enterprises are opened for learning 

Personnel policy
 The significant part of enterprises in their personnel policy is oriented to get well-qualified

staff  which  on  the  one  hand  point  at  noticing  by  the  organization  the  importance  of
knowledge  and  competences  and  on  the  other  hand  enable  fast  gathering  of  essential
qualifications minimalizing the time and financial outlays.  

Competence management

 The  amount  of  enterprises  that  applied  competence  management  is  increasing.  The
organizations are concentrated on competences analysis in comparison with the demand,
research of employees’ expectations as well as widely understood professional development.
The research results in that area confirm the growing positive attitude of organization to its
own development through the employed staff competences development.  

 Lifelong learning and both competences and ability development in a work place 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Personnel policy  The employment of high-qualified staff favoring direct competences and ability development
in  a  work  place  in  a  small  degree  where  the  development  will  be  connected  with  the
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knowledge diffusion.  

Competence management
 The development of competence management in organizations has a direct and determining

influence on the analyzed feature. The most positive aspect of research area it should be
recognized that within the recruitment process, the work willingness  and development are
important.  

Meaning of the human 
resources in achieving 
business success 

 The research showed that the enterprises recognized the human capital as a resource of the
average  meaning  in  achieving  business  success.  Such  approach  doesn’t  favor  the  full
integration of employee personal development with the enterprises’ goals. 

The  structure  and  the
specialization of  tasks in
which  managerial
decisions are being made

 The  specialized  work  station  responsible  for  undertakings  the  managerial  decisions
dominance  within  the  organizations.  Such  solutions  favor  both  the  competences  and
specialist abilities development often limited to the narrow decision area. 

The structure and the 
specialization of tasks in 
which there are 
undertaken executive 
activities

 The  executive  activities  are  undertaken  by  the  specialists  and  permanent  teams.  The
competences and abilities development grow around the both individual and team specialists
knowledge. 

Participation of high 
qualified employees

 The high-qualified workers constitute more than a half of employed personnel, however the
growth  of  this  category in  the  research period  was  slight.  The competence and  abilities
development is concentrated on specialist knowledge expand. 

Knowledge management
 More than a half of researched organizations carrying knowledge management which favor

identifying  knowledge  gaps  and  competences  in  organizations.  The  evaluation  of  the
organizational knowledge state is a starting point to the proper planning  and organizing the
competences and abilities development. 

Forms of work 
(including: team work, 
flexible work time and 
outsourcing)

 Within  the researched organization the  permanent  employment  is  dominant.  This  favour
shaping the long-term concept of competences and ability development in a work place. 

 Awareness of participation in the process of knowledge management 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Knowledge management

 The awareness of participation of employees in the process of knowledge management rises
in organizations applying the knowledge management. Organizations increase dynamically
the use of knowledge management tools, both in the range of the development of personal
knowledge  and  team knowledge,  and  in  the  scope  of  computer  support  of  processes  of
knowledge  distributing  and  managing.  The  positive  development  of  the  knowledge
management shows that enterprises actively integrate in the process of the knowledge-based
economy development. 

 Openness to management systems stimulating motivation and rewarding innovation and creativity  

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Forms of the work (team 
work, flexible work time,
outsourcing)

 The  permanent  employment  dominating  in  examined  enterprises  supports  forming  and
applying  efficient  management  systems  and  motivation  systems  that  help  adapting  the
organization to changes in its environment,

 Examined firms declared an unchangeable, relatively low level of other employment forms.
This phenomenon is not positive in the context of adapting the organization the changeability
of its environment.

Innovation activity  Less than a half of enterprises initiate any activities stimulating innovation. This means that
they are not open to opportunities appearing in the environment, 

 One  can  notice  that  in  the  group  of  enterprises  declaring  employees  motivation  for

Ergonomics in Manufacturing (2020)
https://openaccess.cms-conferences.org/#/publications/book/978-1-4951-2103-6



Applied Human Factors and Ergonomics International

innovation activity,  the increase of  implemented pro-innovation activities  was satisfying.
This  shows  that  this  group  of  enterprises  notices  positive  effects  of  the  openness  of
management systems on innovation.

Systems of motivation 
and remuneration 
systems 

 The research shows the average level of the motivation systems potential use in enterprises.
The level  of  impact  of  motivation systems on the integration of  individual  goals  of  the
employee  with  organization’s  objectives  was  also  medium.  Such  behavior  do  not  help
openness and adapting management systems to the changeable environment conditions; it
also shows a low efficiency level of  the motivation systems internal structure.

 The structure of reward did not change in the examined period. Over 80% were permanent
reward; the low level of changeable reward,  dependent on the work results, is  the factor
limiting the dynamics of the human capital development.

 Acceptance of the personnel policy focused on learning and development 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Forms of the work (team 
work, flexible work time,
outsourcing)

 The high level of permanent employment forms in the organization is a guarantee of the 
regularity and stabilities of learning processes in the workplace. However, the low level of 
other models of employment limits the wide transfer and knowledge exchange.

Changes of the level of 
employment

 There is a noticeable tendency of increase of the employment level that supports the growth 
of development and learning processes  in the organization and in result of introducing and 
developing new human capital.

 Openness for the flexibility of the forms of work, work time and to the work in teams 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Forms of the work (team 
work, flexible time of 
work, outsourcing)

 The low level of other employment form than the permanent employment points at the low 
level of openness of the enterprise to the flexible forms of work. This approach limits the 
dynamics of enterprises in the process of adapting to the turbulent environment.

 Ability to function in the global workplace 

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Forms of the work (team
work, flexible work 
time, outsourcing)

 The low level of flexible employment forms limits the functioning of enterprises on the 
global market.

Innovation activity
 Motivating activities initiated by the enterprises stimulating innovation support adapting 

them to the functioning in the global reality. They give a possibilities for active, creative 
research of opportunities and efficient adapting to the global market needs.

 Care of the psychophysical condition

Research areas
characterizing the

feature in the
organization

Synthetic interpretation and the findings evaluation in the context of the studied feature

Health and psychical 
balance of the staff 

 The research showed that the level of the organization on the subject of health and psychical
balance of its employees is very low. This attitude does not help in efficient use of the 
human capital assets and it limits the dynamics of organization and its staff development as 
well as it leads to decrease the level of employed staff efficiency.

SUMMARY
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The research results presented in the paper lead to a statement that in the examined period of time there has been an
efficient and positive change in the majority of analyzed areas. The positive trend was especially noticeable in the
spheres  related  to  competence  management,  knowledge  management  and  stimulating  innovation  activities  (in
organizations that initiated the innovative activities). Presented results enabled making a preliminary confirmation of
the scientific assumption on existing dependency between changes in the environment resulting from the realization
of objectives of the knowledge-based economy and activities adapting the potential of the organization. It will be
possible  to  fully  verify  the  existing  dependencies  after  conducting  research  on  correlations  between  trends
describing changes in the human capital in the knowledge-based economy and changes in examined enterprises (in
accordance to the structure presented in the figure 1). The study on dependencies between elements of the macro-
environment and potentials of business units is the goal of future scientific works.
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