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THE APPLICATION OF BUSINESS TYPOLOGY CONCEPT IN
TEAMS BUILDING AND DEVELOPMENT
Borkowski S., Zacharski J., Kaszyca K.
Abstract: In enterprises, even in the smallest ones, we are dealing with the work and teams
management of employees. These units are characterized by a specific composition and
phases of operation. To create, develop and improve the functioning of the teams, it is
possible to use methods and tools, based on personality typologies. In the European market
there are a number of methods based on business typology of psychological and
sociological concepts. It is possible to use of these tools, both in the process of creating
teams, as well as for their development and the prevention and emergency interventions in
teams.
Key words: HRM, Team, Coaching, typology of personality, personal

Introduction
In company management, from the smallest companies, we deal with
managing groups of people, linked by common goals and working on them to
fulfill them. In teams of workers, the concept of synergy is exploited in order to
create and coordinate a group of people to create added value through their
cooperation. This task is difficult. Teams consist of individuals, their composition
and matching determines whether the team will successfully worked to achieve
their goals. When teams are not internally consistent and ripped, effect of synergies
may not occur, and even lead to a situation where the sum of the work team will be
less than the sum of individual units of work when it comes, for example, to
sabotage the work of others or creating a fighting sub-groups. To avoid these
problems and achieve the greatest possible added value in teams, company should
pay particular attention to groups of employees. One of the opportunities to work
with teams, both in the process of their creation and optimization, and
development, is the use of typology tools. In the European market, there are several
systems typology used in business. They are based on psychological typologies,
which, however, have been developed and designed in detail and look into business
needs. Their development is based on the experience of the authors in the field of
human resource management, and the selection and development of staff for the
organization

Teams in organization
Teams in the enterprise can be fixed in the form of departments, branches,
etc., and unstable, in the form of ad hoc task forces, project, etc. [1]. The
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management pays a special attention to the group of formal, established and
managed by the management staff. In fact, the operation of enterprises can also
lead to the formation of informal groups, incompatible to format of formal groups,
which in turn, can affect their functioning [2]. Formal groups are expressed most
often in the form of organizational structure. Informal groups may be more difficult
to discover, formed in the case of common interest, professional or private interests
and the formation of friendships between members of the organization, as well as
negative reasons as conflicts between employees or groups of employees,
dissatisfaction with the prevailing situation in the company, etc.
The formation of teams can extract the various stages. Bruce Tuckman in 1965,
distinguished four phases of the team creation and completed it in 1977 for the fifth
final phase: forming, storming, norming, performing, adjourning.
The first phase (forming), the initial period is the period when the group is formed,
meets its members and the challenges facing it. The hierarchy in the group,
contacts and relationships between the different units, are still unclear. Units are
trying to show in a good light and make initial contacts. This period is rather quiet
in terms of conflict, but inefficient in terms of the efficiency of performing the
tasks.
In the second phase (storming) an internal conflicts within the group are
growing. They arise from the disclosure of the ambitions of the status and position
in the group. At this time, as a result of these conflicts a group hierarchy is formed.
Phase three (norming) is characterized by the formation of a sense of belonging to
individual members of the team. The hierarchy is largely determined and individual
members are becoming more clarity, as to their duties and responsibilities as well
as its position within the group. At this time, attention is increasingly directed at
the creation of rules and processes of carrying out group tasks.
Phase four (performing) is the most productive phase. In this phase, problems and
conflicts from the period of the group formation have been solved. Roles in the
team are clear, and the group can focus on effective pursuit of its objectives.
Phase five (adjourning) need not apply to all teams. It is a phase of cessation of the
end of the operation or the achievement of its objectives. The team members return
to their former groups or move to new tasks, or group is transformed into the new
one to achieve new objectives. Each phase can be repeated during the operation of
the group in the case of personnel changes in the group or task forces, as well as
due to external factors, such as the influence of other groups, changes in the system
environment groups, rules of conduct at the level of company [3].
The individual members of teams, in the Storting and norming phase, take
individual roles and positions in the structure of the group. We can distinguish four
positions in the structure of the group: alpha (manager, leader), beta (donor ideas,
specialist), gamma (helper, worker), omega (the scapegoat, outcast) [4]. In groups
these positions are taken by each of their members, they can change over time. One
of the roles in a team is the role of the formal leader. While this role is usually clear
and recognizable in the team, because it usually is imposed from above and stored
8
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in the status of the group or documents, relating to the composition and the formal
structure of the team, other roles are not so clear. In the team’s structure, roles such
as visionary, donor ideas, expert, specialist, analyst, advocate, activist, midfielder
can be also distinguished.
For the group dynamics, are particularly important three of the above
mentioned roles: the role of defender, activist and informal leader of the group.
Defender, conservative person is characterized by a high need for security, will be
performed diligently and accurately responsibilities entrusted to it within the group,
while in the case of necessary changes, in both in the structure of the group, as well
as its position in relation to the environment or changes in the tasks, goals or
methods of achieving them, these people may inhibit the processes of change and
flexible to adapt to changing group realities.
Activist, a person driving team will strive to advancing to the front of the
task team and urged other members of the group. On the one hand, it may cause an
increase in motivation group, on the other hand, however, also introduces an
element of stress and pressure, which may be negatively perceived by some
colleagues.
The role of the informal leader of the group may be occupied by a man other than
the formal leader. This person, by his personality, charisma, experience,
knowledge, contacts with others or other features includes this role, and conflicts
between the formal and the informal leader of the group can affect a destabilizing
effect on the team and seriously limit its effectiveness.

Team problems
The main problems in teams include: communication, both between the
members of the group, as well as the team and its environment, internal and
external conflicts, problems arising from the formal framework for the functioning
of the group and the difficulties and contradictions in achieving the objectives and
performance of their tasks, problems resulting from changes in tasks and objectives
group, or the reality of the group's environment. Problems can occur in the bands in
all phases of their lives. For this reason, to improve the functioning of the team and
to accelerate the course of the creation, a supportive measures should be taken. The
first phase of the formation of the group may be present mainly an organizational
problem. With no time to get to know other team members, initial phase will last
longer, and the second phase can proceed more turbulent, due to ignorance among
team members. Phase two (storming) carries the danger of too stormy its course, or
as a result of division in the team on the fighting sub-groups. Despite the turbulent
course of this period, it is necessary to form a group and to establish the hierarchy
in order to be able to concentrate later on the task and not on internal conflicts,
concerning the distribution of power in the group. During storming phase, there is
also a risk of the negative impact of the stronger to the weaker units and strongly
react to stress. In the absence of or insufficient protection of sensitive individuals,
9

2014
vol.10

POLISH JOURNAL OF MANAGEMENT STUDIES
Borkowski S., Zacharski J., Kaszyca K.

there is a danger, that these units will amount to permanent psychological damage
from this phase, until discourage further cooperation, to leave the band or maintain
permanent injury and subsequent sabotage the team, often subconscious revenge
for treatment by forming the team leaders. Phase (norming) is the phase of calming
the team dynamics and the formation of the formal structure of the team. Here you
can experience problems taken from the previous phases, and the resulting impact
of external factors. These factors, such as the focus on results already in this phase
of the molding assembly, may hamper the process of setting standards for later
work formal assembly. In step (performing), which is usually the longest phase, yet
the most productivity of all, the whole range can be difficult. These may be
problems arising from irregularities in the course of the previous phases, the
problems due to external factors, communication problems, changes in behavior,
attitudes and priorities of individual team members. In the end of the life cycle of
the team (adjourning) may possibly be difficult in individual units resulting from
the fact of necessity parting with a close-knit team, uncertainty as to the future
position tasks. With these concerns may be due to a subconscious desire to
dismissal until the end of the working group [5].
Table 1. Threats and potential of teams in separate phases
Phase
Threats/problems
Potential/tasks
Forming
Lack of time, communication, Providing
a
framework
for
environment
understanding the team members,
moderated, providing a sense of
security, the possibility of contact
between all members of the team
formed
Storming
Escalating Conflict (necessary Efficient determination of roles and
for the emergence of hierarchy), hierarchy in the team, check the
lack of conflict resolution, supply to the internal agreement of
possible harm to vulnerable the individual units in the emerging
individuals, the formation of structure, control the escalation of
subgroups (coalitions)
conflicts
Norming
External Problems, problems Efficient identification and possibly
arising from the previous a permanent record of standards,
phases of unfinished processes, procedures, code of conduct, the
external influences
transition to a structured, consistent
action, focus on the goal of the group
Performing
External problems, changes Identifying and responding to
within the team, change emerging
threats,
Babysitting
objectives,
the
group individuals vulnerable to stress,
functioning in the environment
maintaining and increasing the level
of motivation, change - management,
Adjourning
The reluctance to address the Assembly and take the experience
group, completion of tasks, fear group, structured solutions group,
of the future units outside the summary, conclusion and appreciate
group
the efforts of the group
10
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The life cycle of a group is made up of less and more productive periods.
In the performing stage, which is expected to last the longest, and should be the
most productive phase in the life of the team, may also be periods of declines and
increases work efficiency. It should also be remembered, that the personnel
changes within the team, may request the formation of a new phase of the group,
and the lack of targeting these processes, may result in internal conflicts and
inconsistencies affecting the work of the team. In this way, the intended objective
of improving the efficiency of the team by the introduction of new units, may be
limited or offset by abnormal course of integration with the group.

Personality typologies for business - genealogy and present state
From the ancient times, people have been trying to find common features
in humans and group them, reaching several types. One of the oldest types of
divisions is Hippocrates division on: sangwinics, melancholics, phlegmatics and
spitfires. Later division is Gusava Jung typology which divides people into
introverts and extroverts [6]. One of the more scientists proposing is Florian
Zaniecki’s typologies dividing people - people having fun, working people, people
well-mannered and deviants [7]. A newer theory is a theory of personality typology
provided by JL Holland, distinctive 6 types of personality:-realistic, -research,
artistic, -social, and -enterprising[6]. Beyond these theories, there are a number of
further theories based on the manifold look and the types of studies on human
behavior.
Divisions people in the groups, resulting from their behavior, approaches to
problems, how to contact and interpersonal communication, both arising as a result
of education, as well as genetic predisposition facilitate the understanding of
people and predict their behavior, as well as look for opportunities to influence
others and drive them. For this reason, the development of a typology is also
important in the context of human resource management.
In today's European market you can find several systems typology for business
development and adaptation, which are psychological and sociological theories to
the needs of management and human resource development.
One such system is DISG assessment - it offers personality profiles on the
basis of questionnaires. On this basis, four basic trends of behavior has been
developed: Dominance, inducement, Submission, Compliance. According to this
typology system, individual employees will exhibit behavior to match a set of
behaviors characteristic of a given type. With this information, the employee can
be assigned to roles in the team and allocate tasks in accordance with the profile of
preferred behavior, which may strengthen the motivation to act, reduce stress levels
and increase the level of job satisfaction in the team [8].
Another system of personality typology for business method is "LIFO" developed on the basis of the theory of Erich Fromm, Carl Rogers, Peter Drucker.
11
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It offers in addition to the four personality types: - Supporting / Giving; Controlling/Taking; - Conserving/Holding; - Adapting/Dealing, also reflect on the
distribution of types under favorable conditions (calm, comfort, internal) and
adverse (stress, pressure, uncertainty). This distinction is based on the assumption
that thinking, behavior and response of man is different in situations favorable,
neutral and stress conditions. [ 9 ]
A relatively new method, now widely used in the German market, is the
method of "MasterTypo3". In addition to the division into four basic types: - The
Active Maker; - The Rational Analyst; - The Helping Idealist; - The Creative
Synthetic; this method offers a look at further aspects of personality: action under
neutral conditions and under stress, as well as self-reflection three aspects of
personality: self-assessment, action and perception by others. [ 10 ]
It should be emphasized, that the presented business typologies are personality tests
based on self-assessment - work with them is to create the person you are working
in a framework of safety for honest look at themselves, their preferences,
behaviors, attitudes to others and solve problems. These methods assume that all
types are just as necessary and important, and the different types are represented to
some degree in every person. The essence of the use of these systems is the same
typology of reflection and consultation and to improve the compatibility of
situational various types of behavior (to check whether the approach, a way of
thinking, responsiveness is best in a given situation and to improve the flexibility
of behavior).

The use of typology in the process of building teams
The process of building team is crucial for his later performance and
efficiency. Leaving it to chance and to any team development creates the risk of
internally inconsistent team, with conflicts, that part of its own energy will devoted
to its own internal conflicts, instead of focus on completing tasks and achieving the
goals.
The use of business typology can help cognitive processes of team
members. Reflection on own personality type and the types of co-workers will rip a
faster process and enable open communication between individuals in the team.
Through insight into the type of the other person on the team, can also accelerate
the process of determining the roles and hierarchy. Led by coach, self-reflection on
own personality type and the distribution of these types in the team, supports the
process of finding your place and internal reconciliation with the current role in the
team. In case of dissatisfaction with their position in the team can be a single work
on directing and employee development, setting its direction and goals, which the
employee would like to achieve through participation in team work .

The teams development with the use of typologies
12
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In current teams the use of typology can improve communication between
team members, by understanding the different types and how their contacts with
other people. Reflection and mutual insight into your personality type, can allow
for more attention and caution in formulating messages sent to co-workers. In view
of the information which forms of communication can be hurtful for the other
person, can consciously avoid them and thereby contribute to the decline in the
number and intensity of stressful situations and reduce the burden of co-workers.
Based on the distribution of types among a group of people on the team, can
change and adjust the distribution of tasks and responsibilities in the direction of
such a division, which would allow individual workers, as often as possible, be
located in their respective situations, and those who cause them the satisfaction.

The use of typology tools in team’s crisis situations
The teams being in the performing phase crisis situations occur. In the case
of sudden changes, coming from team’s environment, these situations will be
caused by the increase in the general level of stress and uncertainty in the team. In
such situations, it is difficult to communicate between individuals, as some
colleagues may have a problem with the stress, some stress can change your way of
communicating on a more direct or aggressive, may also play a role to reluctance
to change, pressure from superiors, the need to preserve face and other internal and
external stimuli impeding the work of the team. Here the use of typology helps
separate layer of information in the communication of emotional layers, reflecting
both their own way of communicating and receiving messages from others and
their interpretation on an emotional level.
Crises may also be due to internal conflicts that arise, for example, when changing
priorities, needs and values of the individual team members. In such situations,
work methods typology will allow you to update the image typological distribution
in the team and possibly reorganize the hierarchy, positions, roles and
responsibilities within the group. Disclosure of changes in the distribution team
will open discussion and resolution of conflicts in less time, than waiting for
spontaneous sedation and address the gaps in the team.

Summary
Methods of personality typology in business are widely used. From the
recruitment process by creating teams, assisting their development, extending them
to new members, that match their internal structure and tasks that stand before
them, to assist individual employees in the organization for their development and
achievement of the objectives, work with typologies of personality offers a wide
spectrum of possibilities positive impact on organizations.
In the context of the phases of life, teams are possible positive effects of the use of
tools based on typologies. Through both self-knowledge and mutual insight into the
personality types of people working together can achieve the degree of
13
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convergence and mutual adjustment in a much shorter time than leave this topic
alone. Induce employees team to reflect his role in the team and its compliance
with its own personality profile and interact with other employees, accelerate and
streamline the personal development of employees and the entire team.
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ZASTOSOSWANIE KONCEPCJI TYPOLOGII BIZNESOWYCH W BUDOWANIU
I ROZWOJU ZESPOŁÓW
Streszczenie: W przedsiębiorstwach, już od tych najmniejszych, mamy do czynienia z
pracą i zarządzaniem zespołami pracowników. Zespoły te charakteryzują się specyficznym
składem i etapami funkcjonowania. Dla tworzenia, rozwoju i poprawy funkcjonowania
teamów możliwe jest stosowanie metod i narzędzi opartych na typologiach osobowości. Na
rynku europejskim istnieje szereg metod typologii biznesowych opartych na koncepcjach
psychologicznych i socjologicznych. Zastosowanie tych narzędzi możliwe jest zarówno w
procesach tworzenia teamów, jak również dla ich rozwoju oraz przeciwdziałaniu kryzysom
i przy interwencjach w sytuacjach kryzysowych w zespołach.
Słowa kluczowe: zarządzanie zasobami ludzkimi, Team, Coaching, typologie osobowości,
personel.
业务类型学概念在团队建设和发展中的应用
摘要：在企业中，即使在最小的我们正在处理员工的工作和团队管理。这些单位的
特点是具体的组成和行动的阶段。要创建、发展和改善运作的团队，就可能要使用
的方法和工具，基于人格类型。在欧洲市场有许多的方法基于业务类型学的心理和
社会学的概念。它是可能使用这些工具，两个正在创建的团队，并且为他们的发展
和预防和紧急干预在团队中。
关键词： 人力资源管理、 团队、 教练、 类型学的个人的个性。
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TRADE FAIRS AS AN OPPORTUNITY FOR PROFESSIONAL
DEVELOPMENT. CASE STUDY OF ITB BERLIN
Brzeziński S., Jasiński M.
Abstract: Factors affecting career management in modern world, such as globalization,
new technologies and changes in the structure and time of work, influence tools and
techniques used by employers and employees. This article presents how contemporary trade
fairs can be perceived and used by employers and employees for professional development.
Based on analysis of the biggest tourism fairs, ITB Berlin, this article presents how
activities such as networking and personal branding can be applied in the context of
contemporary trade fairs.
Key words: career management, professional development, personal branding, trade fairs,
tourism

Introduction
The turn of the XX and XXI centuries has brought many changes in the
structure and character of employment in economically developed countries.
Globalization, technologies advances, changes in structure and time of work
influence the way, in which contemporary workers manage their careers. New tools
for employees and employers, such as social media, has come into existence. On
the other hand, previously known tools change their character and applications.
One of such tools is trade fair, which analyzed from the perspective of career
management constitutes a specific opportunity for the development of one’s
professional career.

Factors influencing job market in the knowledge-based economy
The 1990s have brought significant changes in the perception of
knowledge as one of the main factors influencing competitiveness of economies
and companies [1]. In the analyses of economical determinants more and more
often attention is paid to concepts of knowledge-based economy, information
society or learning economy, based on science and new technologies, in which
employees should constantly improve their skills and competences [2].
In economically developed countries a noticeable trend has started of better
payment for intellectual, qualified employees (and reduction of wages in traditional
sectors of economy), who response to the expectations of knowledge-based
companies and display such features as: initiative, creativity, ability to solve
problems or flexibility [2].
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Contemporary frameworks of career management can be divided into three main
categories: environmental context (service driven and technology intensive
businesses, hyper competition at a global level), organizational response
(knowledge and information technology driven learning organization, multidimensional career movements, small component of core employees and big
component of part-rime, casual and contract staff) and individual response (focus
on employability rather a particular than job, life-long learning, acceptance and
near-total responsibility for career management) [3].
Factors influencing career management in knowledge-based society are
also reflected in tools and techniques used by employees and employers and taught
by educational institutions [4]. In the professional sphere, information technologies
appear alongside relations established in a direct way, by post or telephone. Other
traditional tools, such as job interviews or trade meetings evolve in accordance
with economic, technological and professional trends. These phenomena can also
be captured in the scope of analysis of contemporary trade fairs.

Career, career development and career management
In this paper we use the definition of a career put forward by Arthur et al.
who defined career as “the evolving sequence of a person’s work experiences over
time” [5]. Career management can be perceived as the way careers are managed
and how this management can attract and retain talented employees to help
organizations grow [6]. It is also possible to point out a difference between career
management and a career development. As Yarnall stated: “Career management
assumes a more planned model of change, where the company can grow and
develop employees towards a predicted future (…) Career development is about
individuals taking responsibility for developing and progressing their career with
support from the organization” [6]. In this paper we focus on the career
development opportunities from the perspective of the individuals that may seek
new skills, job offers and professional networks, often outside of the organizations.

Trade Fairs
Genesis of contemporary trade fairs
Fairs, known for ages as a form of communication, enable direct contact of
producers of diverse consumer goods with the customers. As a result of the
evolution that exhibition events have undergone over the centuries, present-day
fairs are characterized by many specific features, essential for companies willing to
fight effectively for the domination in the complex market surrounding. Fairs, from
an appropriate perspective, are, first of all, an attractive form of marketing
communication, as well as a tried-and-tested way of stimulating trade exchange.
For many entrepreneurs they are also an important place for acquiring information
about specific trade or business [7].
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The beginnings of fairs known in their contemporary shape can be found in
Leipzig in 1894 in the form of the so called samples fairs, which differed from
earlier events in presenting only single, standard patterns and samples of mass
produced goods, which enabled to considerably reduce the exhibition surface area.
Samples fairs, due to fast technical development, specialization of production and
development of international division of work, transformed with time into trade
fairs. The first event of this type took place in Parma in 1939, whereas the 1950s
are considered as the groundbreaking period in trade fairs development [7].
Trade Fairs and Exhibitions
There are many definitions of trade fairs and exhibitions. UFI (Union des
Foires Internationales - association of trade show organizers, fairground owners,
national and international associations of the exhibition industry created in 1925)
highlights the difference between both, stating that: “Trade fairs are market events
of a specific duration, held at intervals, at which a large number of companies
present the main product range of one or more industry sectors and mainly sell it
on the basis of samples. Trade Fairs predominantly attract trade and business
visitors.”[8]
whereas:
“Exhibitions are market events of a specific duration, held at intervals, at which a
large number of companies present a representative product range of one or more
industry sectors and sell it or provide information about it for the purposes of sales
promotion. Exhibitions predominantly attract the general public." [8]
The rank of contemporary trade fair depends on the following features: the
number of exhibitors and exhibiting countries, the number of visitors, the
exhibition surface area and history. In this article we do not analyze virtual fairs
[7]. Even that in some areas they are similar to traditional fairs (focus on specific
industry, number of exhibitors in one place in limited time), because of their virtual
character they cannot be compared with contemporary, physical located trade fairs
that allow participants to interact directly and perceive the offers by all the senses.

ITB Berlin fairs from career development perspective
About ITB Berlin
ITB Berlin is the world’s largest tourism fairs. The overall area of the
venues is 160,000 square meters and consists of 26 halls. In 2014 the fair was
attended by 114,000 visitors and had more than 10,000 exhibitors from 189
countries [9].
There are several types of the exhibitors during ITB Berlin. The biggest
group consist of tour operators (25.3%), tourist organizations (20.5%) and hotels
(20,5%). Besides that participants can explore the offers of tourism associations
and institutions (11%), travel agencies (9.1%), travel IT and reservation systems
(7.1%), carrier companies (6.4%), business travel (3.3%), research and educational
institutions (3.3%) and leisure and theme parks (3%) [10]. In 2013 22.2% of the
exhibitors were from Germany and the rest came from European Union (61%) and
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other European countries (17.3%), Asia (10.6%), Africa (7.7%), America (9.4%)
and Oceania (0.2%) [10].
Activities and events during ITB Berlin can be divided into two main categories.
The firs one consist of the activities of the exhibitors who invite people to visit
their stands, press conferences, receptions, presentations of the services and
products and business meetings. The second category are accompanying events
organized under the label of ITE Berlin Convention.
In 2014 r. the ITB Berlin Convention registered record levels of
attendance. A total of 22,000 people took part in around 200 lectures, discussions
and workshops [9]. The topics were divided into 8 categories: Future, Hospitality,
Marketing; ITB Destination Days; PhoCusWright@ITB; ITB Business Travel
Days; ITB CSR Day; Young Professional, Wellness; Workshops and eTravel
World.
Activities directly related to career development
Activities specially devoted to job searching and career planning within
ITB Berlin are organized under the label of ITB Career Center. They can be
divided into specific events (such as ITB Young Professional Day, ITB Job Fair)
and areas (such as presentation of educational institutions, consultancy, job,
internship and volunteering offers).
Employees interested in a tourism industry career can learn about the latest
job vacancies and meet representatives of different exhibitors (hotel chains, cruise
companies or tour operators) in Hall 5.1 of the fairs [12]. ITB Job Fair is
promoted as the central career meeting place for newcomers, ascenders and
employees switching from the hotel, catering and tourism industry [12].
Participants can get in touch with the recruiters, apply for a job directly or use
counseling services.
Educational institutions (universities, technical colleges, vocational schools and
job academies) are located mainly in Hall 11.1. People interested in dedicated
study programs, training and courses have an opportunity to talk to the
representatives and compare the offers.
ITB Young Professional Day which is a part of ITB Berlin Convention is a
platform for presentation and discussion about the trends influencing tourism
industry. In 2014 speakers who represent business and academic sectors elaborated
on the topics such as "Tourism Studies 2020: Which Graduates Are Required In
The Tourism Industry", "Expectations Surrounding Internships" or "Uncommon
Jobs In Business Travel" [12].
ITB Berlin is also a place for business-to-business meetings. In order to simplify
interactions between ITB Berlin participants organizers developed a tool called
ITB Networking. The tool allows users to create their online account and publish
information such as their position, company, type and place of work or date of
attendance to the fairs. All of that with the purpose of making the exhibitors easier
to find by potential business partners.
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ITB Buyers Circle, a dedicated space for decision-makers of medium-sized and
large enterprises of the global travel industry, only in 2013 concluded purchase
deals worth 1.5 billion euros [13].
Activities indirectly related to career development
Although one of the biggest advantage of trade fairs is opportunity for
face-to-face direct interactions, nowadays they are extended also by virtual tools.
ITB Networking is one example here. Another tools, such as official ITB
discussion group on LinkedIn (the biggest professional networking social media
platform) or Twitter hashtags (metadata tags allowing to group messages of the
same topic) “#ITB” are used for marketing, networking and personal-branding
purposes (see below).
ITB Berlin, as one of the biggest and most prestigious event of such type,
within a few days focuses both on the latest trends and theoretical and practical
knowledge. It is also a reasonable place to conduct personal or professional
research of the areas such as visual communication, quality and types of
promotional materials or new tools available for tourism and travel industry. Being
up-to-date with the latest knowledge and trends is perceived as an employee’s asset
important for its career development.
Exhibition area gives a specific opportunity to conduct a series of direct,
informal, face-to-face meetings. For job-seekers direct contacts with
representatives of different organizations is a chance to get to know organizational
culture, unwritten rules and possible plans of a company’s development. Open
space of the fairs enhance people to interact regardless a difference in their
occupation and place that they occupy in business hierarchy. Direct talks could be
also a valuable source of information about key people and their contact details.
Accompanying events, such as ITB Berlin Convention or ITB Berlin Crew Night,
give a chance to build or strengthen business relations.

Trade fairs as an opportunity for professional development
In the era of growing uncertainties of employment and recent economic
crisis [14] employees pay more attention to professional development. One of the
answers to economic turmoil is personal branding, which can be defined as a
programmatic approach to selling a person on the professional level, which is
fashioned as a proactive response to the emerging desires of a target audience or
market [15]. As Lair et al. stated “Within the personal branding movement, people
and their careers are marketed as brands complete with promises of performance,
specialized designs, and tag lines for success.” [16].
There are many opportunities to develop the personal brand. As in the
traditional marketing also on this level employees use techniques such as social
media marketing, targeting or direct selling. Some of them can be transmitted also
to the environments of trade fairs (see Figure 1).
Additionally to personal branding, G. Columbus enumerates eight strategies for
long-term career success in tourism and special events industry: target advertising;
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networking; maintaining relationships; attending / exhibiting / participating in
conferences and tradeshows; educating, learning, staying on top of the trends;
speaking at conferences or meetings; participating actively in professional
organizations; writing for professional publications [17].
In the knowledge-based societies employees are being enhanced to broaden
their theoretical and practical competences [18]. Contemporary trade fairs,
analyzed from the professional development perspective combine different set of
tools, activities and techniques used one way or another by students, employees
and employers in order to manage their careers. What is unique in the fairs
environment is a combination of practical and theoretical knowledge, presentation
of the latest and future trends and presence of people representing all roles and
fields of industry.
Based on the tools and activities described in the cited literature we have designed
a framework of the opportunities for professional development during different
trade fairs. It consist of four categories: career research activities (focus on the
most direct way of acquiring jobs); networking (highlight of gaining and
developing already set business relations); professional knowledge (trends research
and skills development) and personal branding (manifesting itself mainly in direct
meetings and opportunities for public presentations during accompanying events).

Figure 1. Opportunities for professional development during trade fairs
Source: authors’ elaboration based on research

Summary
Factors affecting career management in contemporary world, such as
globalization, new technologies, and changes in the structure and time of work
influence tools and techniques used by employers and employees. More and more
different activities, such as scientific conferences, job fairs, business meetings and
trade fairs overlap with each other. Trade fairs, because of their limited duration,
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opportunity for direct and informal interactions, presentation of the latest trends
and theoretical and practical knowledge remain one of the most important events in
the industries such as tourism. For both exhibitors and participants trade fairs could
be also an opportunity for career development from a short-term (job offers) and
long-term (relations, professional knowledge) perspectives.
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TARGI BRANŻOWE JAKO SZANSA NA ROZWÓJ ZAWODOWY. STUDIUM
PRZYPADKU NA PODSTAWIE ITB BERLIN
Streszczenie: W artykule przedstawiono w jaki sposób współczesne targi branżowe mogą
być wykorzystywane przez pracowników i pracodawców w celu rozwoju zawodowego. W
oparciu o analizę największych targów turystycznych na świecie, ITB Berlin, w artykule
zaprezentowano, w jaki sposób narzędzia i aktywności, takie jak nawiązywanie relacji
biznesowych (networking) i budowanie marki własnej pracownika (personal branding)
mogą być stosowane w kontekście targów branżowych w celu rozwoju zawodowego.
Słowa kluczowe: zarządzanie karierą, rozwój zawodowy, strategia personal branding, targi
branżowe, turystyka
贸易展览会作为专业发展的机会。柏林旅交会的个案研究。
摘要： 影响职业生涯管理在现代世界中，全球化、 新技术和结构和工作时间、 变化
等因素影响，雇主及雇员使用工具和技术。本文介绍了如何当代贸易交易会可以感
知和用于由雇主和雇员的专业发展。基于分析的最大的旅游交易会、 柏林旅交会，
本文介绍了如何在当代贸易展览会方面应用网络和个人品牌等活动。
关键词： 职业生涯管理、 职业发展、 个人品牌、 贸易展销会、 旅。
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COMPARATIVE STUDY ON ONLINE EDUCATION IN ROMANIA
AND POLAND IN TERMS OF CURRENT GLOBALISATION
Dima I.C., Grabara J., Vlăduțescu Ș.
Abstract:Using the online learning platform provides a dynamic training program at
substantially reduced costs compared with the conventional systems. They ensure the
development of a scalable products, secure online access to thousands of students even for
distance learning, offering them the books available online, multimedia support, etc..
Outside the curriculum it was developed a flexible verification and scoring sistem,
uploading projects, maintaining a permanent online contact between students on the one
side and between students and lecturers on the other side. In the online lessons there may be
audio or video links between students and lecturer, when the session administrator believes
that certain aspects need to be developed in this way. Ensuring for a convenient program of
resources access may allow students to structure better the learning period.
Keywords: globalisation, Global Governance, online education, LMS System, CMS
System

Introduction
At a time when the internet access becomes easier, and students are
increasingly attracted to virtual space, developing an online education system can
combine the need for young people knew and the desire to spend more time on the
computer. Adding a proper multimedia support can make a course attractive
enough so that the rate of assimilation of new concepts can be far superior to
traditional courses. The development of online education systems may be minimal
compromise between the need for knowledge and lack of time for study.

Considerations on the globalisation
The globalisation we face nowadays derives from the fact that, by starting
from the technological and economical development, a significant number of
human activities is situated on such a large scale and scope that they exceeded the
national borders within the limits of which the sovereign states exercise their right
to govern. The new actors had to cope with the challenge caused by the monopolytype governance. Multinational corporations, global financial markets, nongovernmental organisations as well as criminal organisations and international
terrorist networks appeared. Their activity is not covered by international laws
which are based on formal agreements between the nation-states, for they have not
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been able so far to find a common ground for agreements aiming the issue of
globalisation. [1]
Among the most invoked causes of the current globalisation, we list the
following: the internet (technology) which is in many ways the emblem of
globalisation because the globalisation of financial markets, the transfer of some
very large amounts around the world in just a few seconds would not be possible
without this technology, or the organisation of integrated production at transnational level; rapid decrease of transportation costs is due to the very large boom
trade and logistic activity have undergone. Thus, the merchandises can be
transported much faster; the end of the Cold War is also one of the causes of
globalisation. If in the conflict between the East and the West the world was
divided into two sides which maintained few relationships between them, in
1989/’90 this delimitation known as the “Iron Curtain” collapsed. Those states that
belonged to the “Eastern block” opened into the direction of world market, the
global issues have a particularly important place, especially at consciousness level,
an evidence being not just the “One World”-type shops in the industrialised and
ultra-developed states. However, the global issues also need an internationalisation
of the politics, stimulating the development of a global consciousness. Thus,
organisations such as Greenpeace or Amnesty International are committed to
certain global themes such as the environment or human rights, becoming “Global
Players”. Thus, the beginnings of some new global companies appear clearly;
without liberating the world trade within GATT, respectively of OMC, this
globalisation could not have been really possible. Those who criticise the
globalisation such as the ATTAC network increasingly draw the attention on the
fact that globalisation is not an inevitable process, but rather a result of
deregulation policy of the US started at the end of the Second World War.
The sizes of current globalisation are closely interlinked. Among these, we
list the following: economical size which refers to the enormous increase of trade
and direct investments, the globalisation of financial markets, production integrated
at trans-national level, trans-national corporations, local competition; the size of
“environment” takes into account certain global issues, such as atmospheric
warming, the ozone hole or cutting down of rainforests which most impressively
illustrate the phenomenon of globalisation because in this case it is certainly a
matter about global issues which need a global approach; the social size refers to
the fact that the world has become a “global village”, innovative remote
communication networks (chat, e-mail) adding to the traditional communities such
as family or neighbourhood, which cannot however replace these traditional
communication scopes; the cultural size meaning that Hollywood productions can
be viewed everywhere around the world, and the “Americanisation” of world
culture is an undeniable fact. However, regional and local cultures do not disappear
because of this. On the contrary: informing about these cultures is one of the
secondary phenomena of globalisation; the political size takes into account that
politics faces major issues. The globalisation and competition at a local level limits
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the area of acting for national politics, many issues being able to be solved
accordingly only at an international, respectively global level. Therefore, new
political forms must be found. In this sense, the European integration is seen as a
successful response to the challenges of globalisation. The regional and national
politics suffered and still suffers from the delimited and dematerialised economy
increasingly practiced at an international and global level. [11]
The consequences of the current globalisation directly affect us all. In this
context, a prudent assessment of the opportunities and risks of globalisation plays
an important role, distancing us from the current trends of demonisation or rather
of glorification of the consequences of this phenomenon.
The following can be listed as consequences of globalisation: erosion of
the national statute meaning it does not disappear or become useless, as it suggests
in many comments, but it erodes. Thus, certain additional levels appear where the
issues can be solved – both superior and inferior to the national statute; the social
dumping refers to the fact that the increase of competition capacity within the
global competition at the local level and implicit drop of assumed expenses with
social insurance payment is seen as a necessity, especially by the industry, while
the unions warn on the danger resulted from the so-called social dumping; the
emphasise of the gap between the poor and the rich due to the fact that those
enterprises with a significant threat potential could threaten to move into “cheaper
countries” regarding the workforce. These existed far before having started the
discussions about globalisation, but worsened due to globalisation. The movement
of those protesting against globalisation try to draw our attention on this and they
managed to attract in the meantime a significant number of supporters; “Global
Governance” aims to (re-)tame the “tiger”, meaning the capitalism released by
“globalisation". When the issues start to get an increasingly more global feature,
their political solution must also become “global”. In this sense, there are various
projects, which inclusively aim to form a global state. For this purpose, the concept
of “global governance” was invented, which means: a management of the world
without a global leadership system, an internal policy at world level, a policy of the
new world order, the politics in the 21st century, a concept opposed to neoliberalism, a response to globalisation. The global governance aims to fill the
resulted void, the regulatory deficit, by cooperating at the international level - the
state however keeping its own regulatory functions, but also by forming some new
political forms. [14]

Online education in romania
Online Education is a modern process, but unfortunately not always
properly understood even by the providers of such education models. Often online
education is minimized to simple online presentation of learning materials and
possibly short online tests. [3]
There are unfortunately even universities that claim with online modules
for a range of disciplines, but presents only curriculum that students can download
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and read later "when they have time." Of course, this is a step forward but a system
for online education involves a more serious approach. This small step is made in
the direction of the curricula management, but requires standardization for the
educational online system in its own manner of each unit in addition to respect
standards that the original pattern of each unit can assure a faster assimilation
uptake by students. They do not have to discover for each disclipline the logic of
presentation formatelor each course. Curriocula management should be similar to
various courses so that students should be concerned only with the substance of
the course and not with the forms of different presentation from a course or
another.
This fact involves a comprehensive integration of their curriculum in the
school system. Management education system curriculum should require
management standard a series of directives to be followed, of course, for elements
of originality in the different materials that lend themselves to particular
approaches. [4]
A simple model of all courses may require common standard such as
blocking access to some part of the course for students who havn't passed a series
of tests, had no projects, or are not participating in online forums of discussion for
the discipline. Another element is that some modules could integrate some video
presentation and factors of production directly involved in practical problems can
be invited for some practical explanations for the theoretical course. Also from
time to time or even permanently online video seminars may be held. Last but not
least small groups of students can be present simultaneously for the development of
mini online projects, supervised by an assistant.
These could be just some of the items you need to define the educational
system and in particular the curriculum management. The simple presence of the
online courses and tests that can be supported by students "anytime" is
inappropriate unless it provides a permanent connection between students and the
educational system. There are certainly shy students, students who work part time
or full time, there are students, who do nothing all day but can not find time to
learn. The system does not have to leave the option to postpone indefinitely a test
project etc. [6]
The great advantage of learning "anytime students have time" which boasts
a series of online educational institutions represent a big danger threatening the
future of online education. With his functions of organization and control, the
educational management must manage very discreetly, but firmly the time
dedicated to study by his students. Can be used a number of constraints outside
those specified, such period for submission of projects to be extremely tight,
supporting tests should be done in one day, in a narrow interval of time so that the
same student is not able to support a test for another student, etc. The presence of
students must be permanent and active throughout the course, or it can not be
achieved without a proper educational management.
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Although definitely have a cost lower than traditional courses, online education has
its financial costs and there is an important cost management system to determine
the usefulness of acquisition (dedicated servers, broadcasting systems - video
presentations, etc.).

Online education in Poland
Since 1990, as a result of political changes in Poland, the development of
higher education was very dynamic. Over the next 15 years, the number of
students reached 1.9 million, an increase, compared with 1990 by
370%. Growing numbers of students over 15 years resulted in this trend has
become a permanent part of higher education [2].

Figure 1. Number of student in Poland during the years 1995-2010
Source: The Authors‘ own work

As with the figure above, the trend for the number of students is
characterized by a strong growth rate. From 1995 to 2005 the number of students
has tripled, finally since 2006, this dynamic has been a halt, and the next four
years, the number of students has increased by less than 400th people.
The phenomenon of such a high growth rate of the number of students was
due to two main reasons: so called baby boom, that took place in the 70s and the
early 80's. While the second reason was the aspirations increase among young
people, who studies treated as a natural next stage of education. In contrast, the
collapse of the trend growth is mainly due to the decreasing number of young
people, who become potential students. It can be assumed that this number will
continue to decrease, because of the fact that Polish society is aging . The share of
children aged 0-14 years in the general population will decrease from 15.5 % (in
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2007) to 12.5 % in 2035. The share of people aged 15-64 will decrease from 71.15
% (2007) to 64.7 % in 2035. Percentage of persons aged 65 years and more in
general population will rise from 13.5 % (in 2007) to 23.2 % in 2035. The share of
people aged 80 years and older will increase from 3% (2007) to 7.2% in 2035, and
the process of population aging will intensify in 2015 and beyond [5].
Further changes in Polish society is a dynamic process of web development
services, Internet access as well as increased awareness of information Internet
users. According to the IAB report, percentage of Internet users in the age group
15-19 years is 96%, while among those aged 20-24 years - 88% (Figure 2).

Figure 2. Age of Internet users
Source: Authors’ own work based on [IAB 2012]

As shown in the figure above, most internet users derives from the age group from
7 to 44 years of age. The smallest percentage of Internet users is among people
over 65 years of age.
The development of e-learning in Poland is now at a point that does not
satisfy no one - neither the university authorities, or students, or academics. As in
any field, so in this case, some stakeholders support, others, in spite of successful
examples from many countries, denying the legitimacy of the development of this
form of education in Poland. Both groups cite a factual arguments and cling to their
positions. Skeptics do not argue the facts, that there are more than 20 universities
(including seven in Europe), which are exclusively studying in e-learning way
only, and at the University of Phoenix up to 40 thousand people are studying
remotely [7]. E-learning is not, so one of the many fleeting ideas promoted by a
handful of enthusiasts, but well-known and respected form of study [10].
The first e-learning courses in Poland, began to be implemented in the mid90s of twentieth century. Organizing remote courses, as well as supporting the
traditional elements of online courses, in the 90s was entirely pioneer in Poland.
Today, more and more universities seek to include in its educational offer, studies,
courses or trainings conducted in e-learning.
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Implementation of e-learning system can not only improve the functioning
of the different areas of the university, but also has a positive impact on its image
and, consequently, for example, to increase recruitment. Presented below are
examples of the objectives of e-learning projects in the immediate environment
outside of school:
1. Improving the image of the university. E-learning reflects well on the school, is
a testament to modernity, it becomes fashionable. E-learning offered by school
expands its educational program and provides an opportunity for students from
small towns to participate in seminars professors from larger centers;
2. Expansion of the market, increased recruitment. Model in which e-learning
replaces the traditional teaching is very expensive, but allows students to study
at home, at virtually any time, reduce financial costs. A school that chooses to
implement this model can not only rely on recruiting more students from their
own region, but also from other Polish regions and even from abroad;
3. Participation in national and international research projects. As mentioned
above, in units of the university, having had some experience, can participate in
research projects financed by the Polish or EU (structural projects and EU);
4. Implementation of commercial projects. Team of instructional designers,
graphic designers and specialists experienced in the implementation of elearning projects can provide e-learning services to external entities, in
particular companies or organizations interested in this form of teaching. As a
result, it can be a source of additional revenue for the university.
In addition, decreasing the number of Polish students, combined with the
increasing global demand and the development of ICT is likely to force the
extension of the educational offer of Polish universities abroad with various
methods of e-learning or blended learning. On the domestic market it will have to
be the way it combined with a significant extension of the educational offer for
working adults and people of retirement age (to keep them as long as possible in
the labor market). This may look not so distant future. It is crucial to the
development strategies of Polish higher education now take into account the longterm trends outlined above.

LMS, CMS systems
Online learning platforms are software, mostly free, available to users who
support the presentation of curriculum, tests, etc.. necessary for the study. Known
as Learning Management System or Content Management System (there are other
names and abbreviations) they can manage only
broad management or
management curriculum of the educational system, providing tools for
development and presentation of course content. Ultimately the two concepts begin
to interpenetrate and there is still some debate on integration in LMS or CMS
system. Extensive use of materials universally accepted (file type doc, pdf, xls,
Flash, etc.). determine this concept not to be so important. [8]
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We will present some details about the Moodle platform (other platforms
used are Claroline, ATutor, TCExam, DoceboLMS, Omeka etc.).
First it should be noted that there are no restrictions on the operating system.
Moodle runs without modification on Unix, Linux, FreeBSD, Windows, Mac OS
X, NetWare and any other system that supports PHP and a database.
Moodle has many features considered typical for an educational platform plus
some original innovations (such as its filtering system). Moodle is very similar to a
learning management system. Moodle can be used in many areas such as: in
education, training and development, business environment. [13]
Developers can extend the platform's modular construction Moodle by
creating new plugins that have specific functions - types of resources, types of
questions (multiple choice, true or false, "fill space", etc..) Graphical themes,
methods authentication (may require username and password access), application
methods, content filters, quizzes or quiz questions, import / export in a number of
formats: GIFT (format of Moodle), IMS QTI, XML or XHTML . Moodle allows
different kinds of questions: calculations, descriptions, essays, match answers built
multiple choice, short answers, numeric answers, short answers matching randomly
placed, true / false.

Course implementation
We briefly present the options in a course implementation.
1. Establishing the general format of the course
Initially it will be mentioned the category of the course (ie. Management III
year),the title of the course, course format (weekly, social, SCORM, etc..),
duration, start date of the course.
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You can set also some details of show or unshow marks obtained by
students, the presentation of the hidden formats, if it’s not a public display or an
activity report, the maximum size of files that students can upload etc.
Also at the beginning students can form groups that will have some joint activities
and determine how to access the course (free, password based, guest access).
2. Setting the course’s activities and resources
Each course can be added to a series of
activities. We present some of the most
important:
Assignments – they are completed by the
student completely offline, themes that they
upload to the site, receiving a note. They are
required by the teacher and have established
criteria for scoring.
Choices - used for a more consistent feedback,
elections are asked by the class teacher. They
can be displayed or can be known only to
teachers and students who responded.
Journal - Each student may be attached to a
journal, accessible only by student and
instructor.
Lesson - The lessons are web pages, displayed in
a given order based on student responses to certain questions. These questions are
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designed to test the degree to which the material was understood. Correct answers
enable the browsing of the next material while wrong answers conduct the student
to intermediate pages. This branching, well-managed can be an extremely useful
interesting scroll of the selecting materials only in the interest of the student. The
instructor can determine if the student has a limited access to every page, if you can
return to previous pages etc. There are also pages with options to jump to specific
chapters.
Quiz - sets of questions that can be used even in other courses. You can create
questions and define the categories of questions.It can be
fixed on the test, the deadline to support the test, the test,
the number of attempts allowed. The teacher can choose
from a variety of types of questions with multiple
answers, one correct answer, the short answer, numeric
response, true or false, matching, embedded answers, etc.
Resources that can be attached to the course are files,
directories, HTML, URL and represents course materials
which can be a real help for students.

Summary
Online education involves students, teacher, proper services and content.
All these elements can not be managed independently, since learning is a
combination of these factors.
Trying to reproduce the traditional process of learning from teacher to student
based on a producer consumer model (One to Many) is easily exceeded. The
concept of learning itself has changed the focus to the interaction between student
and curriculum, and from this point of view the online education systems have a
considerable advantage.
In case of e-learning acceptance as an important strategic "tools" of the system, it
will be necessary to take the following actions:
– Commissioning of the legislative process to allow Polish universities, through
the use of e-learning, on foreign expansion;
– Starting the process of preparing Polish teaching staff at universities, to teach in
the form of e-learning (English language proficiency and methodology of
teaching);
– Starting advanced research on training methodology, e-learning and digital
services, addressed to people who will be 60+ in the next 20 years, so the
present forties.
But, it can be assumed, that, together with constant development of
technologies, e-learning, soon, will became a very popular way of studying. Like,
almost 20 years ago, computers were used quite seldom, and today we cannot
imagine our work, life and studies without them.
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BADANIE PORÓWNAWCZE EDUKACJI ONLINE W RUMUNII I W POLSCE W
ODNIESIENIU DO OBECNEJ GLOBALIZACJI
Streszczenie: Korzystanie z platformy uczenia się online zapewnia dynamiczny program
szkoleniowy przy znacznie obniżonych kosztach w porównaniu z konwencjonalnymi
systemami. Zapewniają one rozwój skalowalnych produktów, bezpieczny dostęp online do
tysięcy uczniów, nawet do kształcenia na odległość, oferując im książki dostępne online,
materiały multimedialne, etc. Poza programem nauczania opracowany został elastyczny
system weryfikacji i oceny punktowej, przesyłania projektów, utrzymujący stały kontakt
online pomiędzy studentami z jednej strony oraz między studentami i wykładowcami z
drugiej strony. W lekcjach online mogą znaleźć się audio lub wideo powiązania pomiędzy
studentami i wykładowcą, gdy administrator sesji uzna, że niektóre aspekty powinny być
rozwinięte w taki właśnie sposób. Zapewnienie wygodnego programu dostępu do zasobów
może umożliwić uczniom lepsze zorganizowanie okresu nauki.
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Słowa kluczowe: globalizacja, globalne zarządzanie, edukacja online, system zarządzania
nauczaniem, system zarządzania treścią
在罗马尼亚和波兰在当前全球化的在线教育比较研究
摘要：使用在线学习平台提供了一个动态培训程序在与传统系统相比极大地降低了
成本。他们确保发展的产品可扩展、安全的数千名学生甚至为远距离学习，为他们
提供现有书籍在线、多媒体支持等在线访问。课程以外，它被开发灵活的核查和计
分系统上,传项目，保持永久在线联系人之间以及学生与讲师的另一边，另一边的学
生之间。在在线课程中可能有的学生和讲师，之间的音频或视频链接当届会议管理
员认为某些方面需要以这种方式开发。确保为方便程序的资源访问权限可能允许学
生结构更好地学习时期。
关键字: 全球经济一体化、 全球治理、 在线教育、 LMS 系统 CMS 系统。
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ADAPTING EDUCATIONAL SERVICES TO LABOR MARKET
Dragolea L., Achim M.I., Căbulea L., Popa M.
Abstract: We are living in a society in which services are characterized by great expansion,
mobility and adaptability to market requirements. The purpose of this article is to present
the necessity of adapting educational services, namely those in the sphere of higher
education, to the labour market and in particular the manner in which the requirements of
the labour market are currently well understood and fulfilled by universities. The most
accessible and effective way to start the process of correlating students` skills with market
requirements is to facilitate internships for students at the employers.
This research has been carried out among the students in the fields of economics at the „1
Decembrie 1918” University of Alba Iulia, following the completion of their last internship
(July 2013) and among the economic operators, partners in the completion of internships.
Key words: educational services, labor market, internship, students

Introduction
The statistics regarding the rate of unemployment indicate worrying figures
as regards the proportion of graduates in the total number of unemployed persons.
Although thousands of graduates are currently reported by universities annually in
Romania, their absorption on the labour market is reduced, while the demands of
employers can not be covered. Just like in the case of the previous example, dozens
of other specializations are in high demand on the labour market, but vacant jobs
still remain unoccupied.
The main reasons for this are the total lack of adjustment of educational
services to the labour market demands, the low emphasis placed on the acquisition
of practical skills, failing to update the information and teaching methods, the loss
in some cases of the contact with employers and their requirements, as well as the
superficial treatment of internships.
In order to prevent the possible negative effects caused by the somewhat
superficial treatment of internships, the „1 Decembrie 1918” University of Alba
Iulia has shaped a strategy regarding this process. In this respect, given the
openness and receptivity manifested by the economic operators, in the last few
years the students in the fields of economics, to whom I will refer in this article,
enjoy the possibility of carrying out some internships in the best possible
conditions, in all respects.
Thus, from the very first year of study they are assigned to local economic
operators, based on their personal options, for the completion of their internship. It
has a duration of 2 to 3 weeks, and it can be extended with the consent of the
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parties, with the possibility that at the end of their internship or period of studies,
those students will remain or return to that establishment as employees.
This cooperation agreement is initialled by a document known as
Framework Agreement on the Internship Completion. Students receive during their
internship period the quality of `interns`. The Framework Agreement establishes
the framework in which the internship will be organized and carried out by
students with a view to strengthening their theoretical knowledge and helping them
acquire skills, in order to use them in accordance with the specialisation studied by
them.
The internship agreement defines the students` status during the
completion of their internship, specifies the duration, and the responsibilities of
both interns and internship partners.
Interns` Responsibilities
– Interns have the obligation to respect, during the completion of their internship,
the established working programme and to execute the activities specified by
their internship supervisors in accordance with the internship portfolio, in
compliance with the legal framework regarding their volume and difficulty.
– During the internship, interns have to comply with the Internal Regulations of
the internship partners. In the event of non-compliance with the Internal
Regulations, the manager of the internship partner reserves the right to
terminate the Framework Agreement, after listening to the intern`s point of
view and notifying the director of the education institution where the intern is
studying, and after receiving the confirmation of receipt of this information.
– Interns have the obligation to comply with the rules of safety and health at
work, which they learn from the representative of the internship partner before
the beginning of the internship.
– The intern undertakes not to use, in any case, the information to which he or she
has access during the internship regarding the internship partner or his clients,
in order to communicate them to a third party or to publish them, even after
finishing the internship, except with the consent of the internship partner.
The responsibilities of the internship partner
– The internship partner designates an internship supervisor, selected from the
company`s own employees, and whose obligations are mentioned in the
internship portfolio, an integral part of the Framework Agreement.
– In the event of the non-compliance of the intern with his or her obligations, the
internship supervisor will contact the the university teacher who is the
internship coordinator and sanctions will be applied in accordance with the
organization and operation rules of the higher education institution.
– Before the beginning of the internship, the partner has the obligation to ensure
the training of the intern with regard to the rules of safety and health at work, in
accordance with the legislation in force. Among its responsibilities, the
internship partner will take the necessary measures for the safety and health at
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work of the intern, as well as for the communication of prevention rules on
occupational risks.
– The internship partner has to make available to the intern all the means
necessary for the acquisition of the skills specified in the internship portfolio.
– The internship partner has the obligation to ensure the free access of the interns
to the services of occupational medicine during the internship.
The obligations of the internship organizer
– The internship organizer designates a university teacher as an internship
coordinator, who is responsible for the planning, the organization and the
supervision of the internship activities. The internship coordinator, together
with the internship supervisor designated by the internship partner set the
themes of the internship and the professional skills that need to be acquired
during the internship.
– In the event that the internship is not carried out in accordance with the
commitments undertaken by the internship partner by the agreement, the
director of the higher education institution (the internship organizer) can decide
the termination of the internship based on the framework agreement, after
informing the manager of the internship partner and after receiving the
confirmation of receipt of this information.
– Following the successful completion of the internship, the organizer will grant
the intern the number of necessary credits, which will be included in the
Diploma Supplement, in accordance with the Europass rules (Decision No.
2241/2004/EC of the European Parliament and of the Council ).
During the internship, the internship supervisor and the internship coordinator
will permanently evaluate the intern, based on an observation/evaluation sheet.
Both the level of acquisition of professional skills and the behavior and the manner
in which the intern integrates in the activity of the internship partner (discipline,
punctuality, responsibility in performing the tasks, compliance with the Internal
Regulations of the undertaking/public institution, etc.) will be evaluated.
After the completion of the internship, the internship supervisor elaborates a report
based on the evaluation of the skill acquisition level of the intern. The result of this
evaluation will represent the basis for the mark given to the intern by teacher who
is his or her internship coordinator.
A number of 54 of students who have carried out their internship at
economic operators, as well as 8 economic operators, partners of the University for
the completion of internships have been questioned.
Thus, according to those involved, the situation looks as follows:
– All students became aware of the importance of the internship for the
improvement of their employment opportunities after graduation and for an
easier adaptation to the labor market.
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Figure 1. The importance of the internship for students

– All employers were open to the idea of recruiting their future employees from
the interns, provided that they meet the required conditions.

Figure 2. The willingness of economic operators to recruit interns for employment

64% of the students who completed an internship have been in favour of
the extension of the internship period, in order to accumulate work experience. All
employers declared that they were pleased with the students` activity and the
interest manifested by them, and expressed their willingness to receive students for
internship in the following academic year as well, both in the period provided for
by law for carrying out internships and in any other period of the year.

Figure 3. Students` opinion regarding the extension of the internship period

72% of the surveyed students declared that they would like the following
internship to take place at a different practice partner/establishment, in order to
experience the contact with several types of organizational culture and to be able to
make a comparison between them.
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All employers have declared that the internship period is sufficient to allow
them to determine whether the intern is suitable for being employed at that
establishment. Thus, it can be noticed that internships, in addition to providing
practical knowledge and experience, can become after a certain point a
probationary period, if the intern wants to remain where he or she has completed
the internship, a probationary period that should normally be passed before the
employment.
It is worth mentioning the positive attitude of both the representatives of the
economic environment and the interns as regards the internship activity.

Summary
I recommend the following measures at the level of the University:
– Carrying out an information campaign for students on the existing internship
opportunities;
– Requesting feedback from economic operators at the end of the internship
period and applying any suggestions and recommendations received from them
as soon as possible;
– Requesting feedback from the interns.
As another measure for the adjustment to the requirements of the labour
market, at the level of the University, and for each faculty, a Commission for the
evaluation of the curricula was created, which includes not only representatives of
students and university teachers, but also representatives of graduates, who are
already active on the labour market, as well as representatives of employers.
That Commission meets once a year and analyses the subjects studied by students
at each specialization and, at the request of employers, changes are made in
curriculum according to these requests, so that students and graduates acquire the
knowledge and the skills required at the time and in the future on the labour
market.
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DOSTOSOWYWANIE USŁUG EDUKACYJNYCH DO RYNKU PRACY
Streszczenie: Żyjemy w społeczeństwie, w którym usługi charakteryzują się dużą
ekspansją, mobilnością i zdolnością adaptacji do wymagań rynku. Celem niniejszego
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artykułu jest przedstawienie konieczności dostosowania usług edukacyjnych, czyli tych, w
sferze szkolnictwa wyższego, do rynku pracy w szczególności w sposób, w jaki wymogi
rynku pracy są obecnie dobrze znane i wypełniane przez uczelnie wyższe. Najbardziej
dostępnym i skutecznym sposobem, aby rozpocząć proces korelowania umiejętności
studentów z wymogami rynku jest ułatwienie studentom staży u pracodawców.
Niniejsze badanie przeprowadzone zostało wśród studentów w dziedzinie ekonomii na
Uniwersytecie "1 Decembrie 1918" w Alba Iulia, po zakończeniu ich ostatniego stażu
(lipiec 2013 r.) i wśród podmiotów gospodarczych, partnerów w realizacji staży.
Słowa kluczowe: usługi edukacyjne, rynek pracy, staż, studenci.
适应教育服务的劳动市场
摘要： 我们生活在一个社会中的服务的特点是极大的扩张、 流动性和对市场需求的
适应性。这篇文章的目的是提出必须调整教育服务，即那些在高等教育，对劳动力
市场的领域，特别是劳工市场的需求在目前好理解且充实的大学的方式。启动进程
的关联学生的技能与市场需求的最方便和最有效方法是便于实习为雇主的学生。这
项研究进行了学生在经济学领域'1 Decembrie 1918'大学的阿尔巴尤利亚，完成之后，
他们的最后一个实习 （2013 年 7 月） 和经济运营商、 合作伙伴完成的实习机会。
关键词： 教育服务、 劳动力市场、 实习、 学生。
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THE RECRUITMENT PROCESS IN TRANSNATIONAL
CORPORATIONS
Golnik R., Ślusarczyk B.
Abstract: The article is devoted to recruitment and human resources approach to
transnational corporations. The theoretical approach to this problem has been
complemented by a case study of corporations that are among the so-called "Big Four"
involved in the advisory industry and nowadays regarded as the most prestigious place for
work.
Keywords : “Big Four”, Transnational Corporation, Recreation Process

Introduction
Human resources may be approached in two different ways. The economic
approach treats them as labor force which constitutes one of the three means of
production. Whereas the second one, known as the personnel policy, refers to the
business management and treats human resources as individual employees or
particular departments of the company responsible for recruitment, training,
reinforcement and management of the employees. [1] Human resources constitute
the most valuable assets of the organization which individually or collectively
contribute to the achievement of the objectives established by a given unit.
Therefore, the skilful and effective management of these resources appears to be
a crucial attribute. [2] HRM can be regarded as "a set of interrelated actions with
the ideological and philosophical justification". Not only does the human resource
management include planning, staffing, development and reinforcement of the
personnel in a given institution but also the establishment of the relationships
between the employees of different echelons. [3]
In the age of fierce competition, not only the one spreading through various
regions but especially the one which refers to the global perception of the
company, the most important objective of the HRM is the process of obtaining the
employees. [4] In order to meet the demands posed by the globalization, the
companies are looking for candidates who fit to the current needs of the market.
Hence, the organizations frequently use their own specific evaluation and
candidates selection techniques. [5]
It is not easy to meet the requirements established for the candidates during
the application process for the Big Four companies (Deloitte, Ernst & Young,
KPMG and PricewaterhouseCoopers) and only the most prepared applicants are
able to meet this challenge. Very often learned behaviors based on past experience
are not the features the employers are looking for. The characteristics that are in
heavy demand include innate qualities and abilities which are hard to develop.
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The purpose of this article is to present the recruitment process in the world's most
prestigious advisory corporations and to provide the outline of the factors that are
taken into account during the assessment and candidates selection process. The
analysis of the selected recruitment methods shows that the candidates selection
process in the aforementioned enterprises is very demanding and even though the
firms come from the same industry, they use different recruitment techniques in
order to match the candidates strictly to the requirements posed by the company.

Recruitment process
Regardless of the type of business (production or service companies), its
effectiveness is determined by the employees who fulfil the given goals in
accordance with the mission and strategic plan of the institution. [6] Therefore,
each organization tries to recruit the staff which strictly fits its policy. The internal
and external changes in the environment of the unit, circumstantiated by political
changes and the internationalization of the enterprise, require reasonable flexibility
from both the candidates and the corporations attempting to meet the requirements
of the market. [7] The proper human resources planning allows us to prevent the
occurrence of the excess or the shortfall and counteract the cost of the staff
turnover. The human capital belongs to the intangible capital of the company and
constitutes a combination of knowledge, skills, qualifications and experience of
each of the employees. [8]
One of the most important issues related to human resource management is
the recruitment and selection of the candidates suitable for a given position, which
serves as a determinant of the effectiveness of the tasks assigned to them. [9] The
requirements planning process connected with human resources is synonymous
with establishing the demand for particular employees, their enlistment,
recruitment, development and even dismissal. [10] While planning to hire new
workers one should take into consideration both the external (experience,
education, language skills, etc.) and the internal factors (location, market position,
demand, etc.). [11]
The recruitment process is a tool that the company uses in order to gain the
needed resources. It involves the selection of future workers out of the candidates
who possess the appropriate qualities and skills required by the organization. The
structure of the recruitment process is presented in Figure 1.
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Figure 1. Recrutment process
Source: Król H., Ludwiczyński A.: Zarządzanie zasobami ludzkimi. Tworzenie kapitału
ludzkiego w organizacji, Wyd. Naukowe PWN, Warszawa 2000, s. 199

The recruitment process is an ongoing procedure that applies to specific
time which somehow forces the company to undertake an adequate preparation.
[12] As shown in Figure 1, the decision concerning the start of the process is
preceded by the employment plan analysis. The company that decides to get new
workers has to determine the type of the offered position and particular
requirements for the candidates. After due consideration of the given position, all
the skills and characteristics which the candidate should possess are determined.
There are two types of markets in which employers may search for the perfect
candidates – internal and external market. During the first stage, the company
search for a candidate in the databases of the currently employed workers. This
type of recruitment is divided into two – an open and a closed one. The former
focuses on conveying the information about the new positions to all of the workers
or on announcing the closed competition. Each of the employees who would like to
develop in the area the announcement is related to and who has the required skills
can stand for election. Whereas in the closed competition, the assessment of
a potential candidate is made by a narrow group of managers. The external
recruitment is aimed at including the people who do not belong to the given
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company in the recruitment process and at determining as large number of
candidates as possible. The external recruitment makes use of media reaching
a large number of potential employees (such as Internet, the press and other types
of media). [13]
In order to choose the best candidate who fulfils the requirements, different
selection methods are applied. These methods may be classified as the most
important issues related to getting new employees since they allow the selection of
candidates who not only meet all the necessary criteria but are also aware of the
position for which they applied and within which they want to develop. [14] The
candidate selection methods include [15]:
1. The application of the candidate -usually it is required to send a covering letter
with one’s CV. In some cases it is also necessary to fill in the application form
or to submit the additional information (references, higher education diploma,
course completion certificates, grades from university etc.);
2. The Assessment Center is a complex diagnostic session based on simulated
task-oriented situations which can be easily encountered during daily work. The
evaluated skills include: the speed, the type and the order of activities
undertaken in the task-oriented simulations. The attitude, emotional balance and
interpersonal relations are also taken into consideration. These tasks are carried
out both individually and in groups and may focus on the following notions:
presentation, problem analysis, problem solution, in-basket, interview with the
subordinates etc.;
3. Credentials - the current employer is trying to get the information about the
future employee from the candidate’s previous employer;
4. The graphology analysis - the sample of approximately 50 words written by the
candidate on plain paper in black ink is analyzed and tested.
5. Tests - there are many types of tests depending on the requirements for the
given position (psychometric, psychological, intelligence, mental predisposition
testing, language skills, aptitude, practical);
6. Job interview – its purpose is to gather the additional information about the
candidate, which cannot be found in his CV or covering letter.
It is difficult to determine which of the recruitment methods is the most
effective. This is the reason why most companies decide to use the recruitment
process working on several levels in which various combinations of the above
mentioned methods are applied. [16] However, under no circumstances should it be
forgotten that each recruitment process is cost related. Therefore, careful selection
of appropriate techniques guarantees a long-lasting success of the organization.

Characteristics of recruitment methods used by the selected enterprises
One of the most developed dimension of recruitment process occurs in the
market's largest corporations. It is usually a multistage process and its first phases
are often carried out by the third parties. More and more often there are many fullday Assessment Center meetings organized by the employers during which the
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candidates selected from among hundreds or thousands of applications are
vigilantly observed and compared with each other. In order to provide the repeated
phases of the recruitment process, the article presents four prestigious companies
working within the financial and consulting audit which are colloquially known as
the Big Four. These include:
1. Deloitte,
2. Ernst & Young,
3. KPMG,
4. PricewaterhouseCoopers.
All of them are the international corporations dealing with counselling. The
workers employed in the above-mentioned corporations work globally. Every day
they solve different problems conducting case studies for the international
customers. Therefore, the recruitment process in the Big Four firms constitutes one
of the most important guidelines for the effective business and sustainable
development. All of the above-mentioned companies cooperate with the best
universities in Poland by hiring the students, thus offering them both the attractive
career prospects at the very beginning of their business journey and the possibility
of acquiring new practical skills.
These corporations care about the workers’ interests guaranteeing them
motivating training systems which are useful in acquiring experience. Furthermore,
there are many career development programs within the organizational structure
that allows the change of specialization e.g. consulting, audit, financial or tax
consulting.
In order to illustrate the particular stages of recruitment, it is recommended to
analyses Table 1 in which the recruitment process in the discussed companies has
been described.
Table 1. The comparison of the recruitment methods used by the “Big Four”
companies
Etap
Przedsiębiorstwo
Pricewaterhouse
Deloitte
Ernst & Young
KPMG
Coopers
Submission of
Sending
applications
applications
through
the
through
the
application form
application form
Filling
in the
and
enclosing Submission
of with the following
application form
the CV with the applications
documents
and the execution
covering letter, through
the enclosed:
CV,
I
of numerical and
which
are application form covering
letter,
logical reasoning
intended
to available online.
references, a list of
online tests.
describe
the
university subjects
candidate
and
with the grades,
his
certificates,
characteristics
trainings,
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as accurately as
possible.

II

Filling in the
online
tests
verifying
the
knowledge about
the
analytics,
checking reading
comprehension
skills and the
English
language skills.

III

The recruitment
meeting or the
Assessment
Center is a fullday
exercise
session
taking
place
in
conditions
resembling the
actual work. It
allows
the
employer
to
assess whether
the candidate is
equipped with
the
skills
required for a
particular
position
and
whether
he
possesses
the
features of a
good
team
worker.
The
other
features of a
potential

46

Filling in the
online
tests
concerning
the
analysis of the
figures,
verbal
information and
logical thinking.

The
“paperpencil’
tests
concerning
the
figures analysis
and checking the
knowledge of the
English language.

attestations
about taking an
active
part
in
student
organizations or in
voluntary service.
Online selection
tests
verifying
the
command of the
English language
and
TalentQ
Elements
tests
verifying
the
analytical thinking
skills, the proper
reasoning
and
behaviours
in
business
environment.

The
interview
which aims at
getting to know the
candidate,
his
motivation to work
in the chosen
department
and
company and his
development plans
for the coming
years.

English placement
test conducted at
the
company's
headquarters.

A
four-level
assessment center
consisting of:
5. a 10-minute
conversation in
English,
6. A
group
exercise during
which
the
entrants,
together with the
other candidates
participating in
the recruitment
process, are to
develop
solutions to the
fictional
problem.
This exercise is
meant to check
the
teamwork skills,
7. The interview
concerning the
experience the
candidate
has
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IV

candidate
examined by the
employer are as
follows: efficient
communication,
problem-solving
ability
and
organization of
work.
Case
studies
are
conducted
in
small
groups
carefully
supervised
by
the assessors people
from
HR
department.
The interview,
conducted by the
HR employee or
by the manager
of
the
department for
which
the
candidate
applies.
The
interview
is
aimed at getting
to know the
candidate,
his
experience,
knowledge and
skills.
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gained so far,
his motivation
and interests,
8. The individual
exercise during
which
the
candidate is to
conduct the case
study
and
prepare
the
presentation.

The meeting with
the
representatives of
the
selected
department and
the
admissions
office.

Assessment Center
session
the
candidates
are
observed
during
the group work on
some specific and
practical tasks. The
most
common
exercises are as
follows:
group
discussion,
role
play,
individual
presentation,
search
and
information
analysis.

_______

Source: own study basis on the: www.pwc.pl; www.ey.com; www.kpmg.com; www.deloitte.com,
Access on 22.03.2014

Table 1 shows the recruitment process in four of the world's largest
corporations dealing with a consultancy on a global scale. The recruitment
processes in the aforementioned companies are closely akin to each other due to
the nature of these enterprises. They consist of similar stages and include an online
entry form, various tests and face-to-face conversation with the supervisors.
However, each of the organizations has developed its own tools to assess the
performance of their employees. For example, the entry forms require different
information to be filled in. Deloitte requires the candidates to give the information
about the previous places of employment. Whereas according to the policy of
PWC, it is advisable to provide a list of obligations that the candidate had to fulfil
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in his previous position. The tests check a variety of competences such as linguistic
skills or the analytical thinking skills. These are the authoring tools such as "paper
and pencil" or "TalentQ Elements". Deloitte and KPMG in their recruitment
process use a typical assessment center (with different tasks), whilst PWC
introduced a four-level assessment center only with selected tasks. At the very end
of the process, the employers assess the candidate interview with the HR
department, manager of a specific department and very often with a business
partner.
If we take into consideration the real value of the high quality business
service provision, such demanding and multi-stage recruitment process does not
appear to be a surprising phenomenon. It also applies to the mutual benefits both
for the employer and the employee. The most talented candidates, apart from
a competitive salary, will also receive other gratuities. The aforementioned
corporations offer a private health care, benefit cards, cinema and theatre tickets
and, in some cases, cheaper shopping and a guaranteed place at pre-school for
children. Furthermore, working for the “Big Four” companies is considered to be
very prestigious. Having the experience of working in one of them opens the way
for an international career in the consultancy and audit field.

Summary
The effectiveness of the company depends on the quality of work of its
employees. The crucial factors influencing the company’s prosperity are as
follows: employee’s abilities, education, skills, experience, goals and values,
attitudes and behaviors, personality traits and motivations. Some of these skills are
provided by the company on its own but the vast majority of them is innate or
learned from the previous experience.
Therefore, the selection of the appropriate employees allows you to
optimize the work of the whole corporation. Very often, in order to select the best
candidates, the recruitment process consisting of several stages is a bit
complicated. Taking the "Big Four" companies as an example, it is clearly visible
that the selection of candidates is an arduous process in which only the most
talented participants are able to fulfil their dreams. Nowadays, it is not enough to
submit the application consisting only of a CV and a covering letter. There is a
large number of tasks and tests on various topics that the candidates have to
undertake. What is more, they need to take part in the job interview with the HR
department and manager, as well as make a video-conference with business
partners.
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PROCES RKRUTACJI W KORPORACJACH TRANSNARODOWYCH

Streszczenie: Artykuł został poświęcony tematyce rekrutacji i podejścia do zasobów
ludzkich w korporacjach transnarodowych. Teoretyczne ujęcie tego problemu zostało
uzupełnione przez studium przypadku korporacji znajdujących się w gronie tak zwanej
„Wielkiej Czwórki”, zajmujących się branżą doradczą i uznawanych za najbardziej
prestiżowe miejsca pracy w dzisiejszym świecie.
Słowa kluczowe: „Wielka Czwórka”, Korporacje Transnarodowe, Proces rekrutacji
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在跨国公司中的招聘过程

摘要： 文章致力于招募和跨国公司人力资源办法。解决此问题的理论方法已被辅以
属于所谓 '四大' 参与咨询行业，如今被视为最负盛名的地方工作的公司的案例研。
关键字:'大四'，跨国公司、 康乐活动进程。
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THE INNOVATIVE METHODS OF FUTURE PROFESSIONAL
STAFF EDUCATION
Grabara I.
Abstract: The article presents the results of the carried out analysis concerning the level
determination of the use of innovative methods of teaching specialized subjects in
preparation for the profession of logistics, and to identify and determine possible changes in
the types of teaching methods, used in relation to carried out in this area of research by
specialists and experts in the past 15 years. The purpose of this article is to realize that the
education system in all schools modes in Poland do not prepare future potential employees
to complete a chosen profession, in accordance with the employers expectations and the
needs of the present times, or does not predispose to rapid changes in the profession.
Key words: teaching methods, survey, students, teaching aids

Introduction
Continuous changes in the every business organization environment tend to
seek new solutions in the field of improvement of professional personnel at all
levels of the organization, both in the management and professional duties
performance by individual employees on operational levels. Experience,
knowledge and continuous professional development of each employee, cause that
the sum of the individuals achievements affects the growth condition of the
company and increase its competitiveness. However, the quality of acquired
knowledge is the basis of the objectives of the enterprise, which depends not only
on the efficient use of data and information resources, but also on the people
knowledge, because the real statement is that knowledge enriches the knowledge. It
is necessary to look for opportunities to facilitate and speed up the process by
applying the latest methods of supporting and complementary abilities, intelligence
and knowledge workers.
Today, company’s structure should be determined by its context, and
designed to include both, enterprise’s material and knowledge resources. Should
strive to effectively acquire knowledge and its continuous renewal, because
knowledge, which has not been used to a greater extent than machinery and
equipment, has been losing its value. Therefore, it is necessary to apply such
methods of teaching and learning, that intellectual capital should contribute to the
growth efficiency of any national organization, which in turn contributes to a faster
achievement of the objectives, and thereby enhance competitiveness at
international level.
Young, recruited workers have a certain amount of knowledge, acquired
during their studies and practices, they are full of enthusiasm and dedication to the
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company until they see the opportunity to develop their capabilities and knowledge
deepening, and thus the usefulness and gaining higher positions, which also
involves higher salaries. A more ambitious attempt, by their selves, on a regular
basis, complement the knowledge and experience, based on innate abilities and
acquired instilled learning methods. But if they really have the ability to use
modern methods of learning, or rather, in most cases, they use their innate abilities
and memory. And yet, there are many methods of raising knowledge, using the
latest scientific and technological achievements in this field. It should be asked
whether they are used and disseminated on a daily basis, starting from kindergarten
and ending on expanding knowledge in organizations. The conducted research in
this area has shown, however, that traditional teaching methods are still dominant.

The essence of learning methods
The development of ICT techniques, create ideal conditions for the
development of a completely different teaching methods, that should bring the
expected results, but are usually used within laboratories and experimental
practices. It should bring existing and commonly used methods of acquiring and
improving knowledge, but are they universal for sure?
Methods of teaching and learning exist and thrive from the human being
appearance. Initially, these were observations and imitation of the surrounding
nature, but the rapid society development and the need to communicate,
contributed to the creation of scripture in 3000 BC, and in the first century of our
era was transformed into the alphabet. The moment of papers invention, in the
second century of our era, created the possibility of the information and knowledge
transmission and their fixation. Since the dawn, every man strives to satisfy his
own curiosity by asking questions to himself and others, which becomes the basis
for the knowledge development and deepening. Together with the increasing
number of questions and unsolved problems, specialized field of knowledge in the
sciences: mathematics-logic, natural sciences and the humanities had been created,
which established from a religious and philosophical general background[1]. The
desire to assimilate large amounts of information, caused that variety of teaching
methods had licked into shape. The origins of the introduction of generally
applicable methods of teaching, fall on the twelfth century, the first universities in
Paris, Bologna , and Oxford Universities (1167) and Cambridge (1209) were
established.
Based on many published definitions of learning methods [2], can be
broadly stated that it is achieving the objective in providing knowledge and
education of the young generation, according to the prevailing patterns, by using a
combination of proven traditional and intuitive means of teaching. Problems of
teaching and their methods are the subjects of research conducted by Joachim Jung
and Christopher Helwig, in the XVII century. They were German authors of the
book “A short report of teaching, or Ratychiusz teaching art”, and Czech
philosopher and educator, John Amos Comenius, the author of the famous work
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“The Great Didactic”, in which he presented an "universal teaching art of
everything." However, as the father of education is takes nineteenth - century
psychologist and philosopher JF Herbart. At the turn of the XIX and XX centuries,
didactic had changed its face and become a theory of learning, through John
Dowey'a activities [3]. Currently didactic consists many elements such as the
process of teaching and learning, the ability and willingness to self-extend and
deepen the knowledge, proper subject matter and organization of classes and the
means and methods of teaching.

The evolution and teaching methods classification
As a result of the turbulent environment in every area of life, especially the
rapid development of ICT techniques, based on old ones, proven teaching methods,
new ones has been created. They use modern tools to create innovative teaching
methods, adapted to both, the general mentality of the contemporary information
society and to the individual human beings. Discussions, both, on harmonize the
definition of teaching methods as well as on their proper standardization and
typification continuously roll in circles of psychologists, philosophers and
educators. A very important reason is the development of resources and teaching
tools, conducive to the emergence of teaching and learning new methods. The
currently used methods evolution and classification, based on the key studies
presented over the last fifty years by: American educator Clark Kerr, Kazimierz
Sośnicki, Bogdan Nawroczyński, Russian educators LJ Lerner and M.N. Skatkina
[4], Vincent Okon [5], Czeslaw Kupisiewicz [6] and many other authors of
publications on similar topics, can be presented graphically.
Figure 1 presents the evolution of the sequence of identified teaching
methods, described in detail in the publications, appearing over several recent
years, in order to general systematize and organize, what was the basis of the
research and to draw clear conclusions for the purposes of this article.
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Figure 1. Evolution of teaching methods
Source: Author’s own work

In modern reality, constant changes in the strategic areas of everyone's life are
following. Dynamically changing environment, under which appears the
continuous diffusion of new processes, related to innovative technologies in each
area of activity, creating real and virtual world, impinge on the development of
society and, therefore, on individual units development. Striving for openness,
Polish economy is looking for people, whose education, skill for deepening and
broadening of knowledge, meet the growing globalization, increasingly
competitive, and thus make quick and accurate decisions. Therefore, the evolution
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and classification of methods of education presented above, will never be complete
and must be adequately alter according to the environment transformation.
Presented in Figure 2 currently used types of teaching methods are not final,
because along with the development of new, innovative technologies, and dynamic
environment transformations, new jobs will be created, which should begin to
predict and depending on the economy needs, adapt the methods and means of
training for, both, the younger generation as well as the already graduated
employees.

Figure 2. Types of teaching methods
Source: Author’s own work
There is no ideal, the most effective method of teaching, the best
achievements brings a combination of different ways of teaching, which can be
deduced from the figure stated above. The choice of methods, their mergers and the
corresponding transformation to a large extent depends on the teacher, his
professional training, experience, skills of self-education and inner intuition, so
needed in every profession. In many cases, the quality of education depends not
only on studio equipment and material conditions of the educational establishment,
as it is often perceived, but also depend on teacher’s attitude and his willingness to
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innovate. Replacement stereotypical, traditional ways of conducting classes for
thoughtful, prepared in an unconventional way, will bring better results: raise
interest in and willingness to deepen already assimilated knowledge, refine the
ability of logical thinking and creative work, and evolve, a conviction of own
value.
The purpose of this article is not to discuss the presented teaching methods,
because it has already been done by professionals and everyone interested in wellknow and understand them, but realize that the education system in all modes of
Polish schools, do not prepare future potential employees to accomplish in their
chosen profession, accordance with the expectations of employers and the needs of
the present, or does not predispose to rapid changes in the profession. More
alarming phenomenon is the problem of choosing a profession and field of study,
which affects more than 80% of secondary schools graduates.

The analysis of used teaching methods
Modern teaching methods should, from an early age, prepare the young
generation for the practical use of the acquired knowledge in their work, and
develop the ability to search for new sources of information and its deepening. To
what extent innovative methods of training are actually used and supporting them
with modern teaching tools have shown the results of an analysis of the research,
that included both, primary and secondary data.
The review of research on used teaching methods
The primary data were derived from the questionnaires, interviews, surveys
and observations, and sources of secondary data were materials and reports,
summarizing the results of studies conducted over the last 15 years. Sources such
as compilations, analysis, reports and statements published in the literature by
explorers who answered the above questions were taken into account. Data
contained in publications of T.Pilch, E. Nęcka, Marian Sniezynski, Czeslaw
Kupisiewicz and Vincent Okon were deeply analyzed. The selected literature
includes both, data from a study conducted by these authors as well as data from
international reports.
The most valuable reports were taken into account, that include trying to set
education future directions including the socio - economic changes and the use of
innovative solutions for industry, technology and communications, they include as
follows [6]:
 Faure Report, President of the International Commission for the Development
of Education, which creation was based on visits to schools in 23 countries in
1979, and was published in Poland in 1982, under the title "Learning to be".
The main message of the report was the statement that continuing education
should be continuous, no matter of age, and its goal should be learning of
scientific thinking.
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 Botkin Report, who was given the title "Learning without borders”, has been
developed under the auspices of an international group of experts, belonging to
the so-called. Club of Rome, it was published in Poland in 1982. The idea
behind the report was to move towards innovative education in relation to the
enormous progress of science, technology and culture.
 Delors Report created by the International Commission on Education in 1996,
with the title “Learning. The treasure within”, which was released in Poland in
1998. Like Faure report emphasizes the role of lifelong learning, which should
be based on four pillars: "Learning to know, learning to do, learning to live
together, learning to be".
 European Commission Report, so called White Paper of Education and
Training, published in 1995, in which, as in many previous reports, was
emphasized the importance of continuous learning, so every man should be able
for professional and economic activity and functions well in the information
society.
 Mayor Report, which was published in Poland in 2001, with the title “The
future of the world”, and was based on the analysis of documents, statistics and
studies of eminent experts from international institutions. The main proposition
of this document is to build a lifelong learning system, using the latest
technologies to enable for distance learning, which will facilitate the acquisition
of knowledge to anyone at all possible levels of education.
 B.S. Bloom’s concept of causative education, so education for the
championship, emphasizes qualitative approach to education, as a result of
which a person should be able to creatively solve problems in the economic,
political, and economic areas.
 W. Okon’s concept of multilateral training pays particular attention to the three
types of learner activity: intellectual - discovering knowledge and adopt it in
order to explore the world, emotional - learning through experiencing and
creating value and practical - learning by doing, creating and transforming
reality. "All these activities should serve the cognition of reality and a creative
influence on her. "[6]
In summary, we can conclude, that the values and demands included in the
above studies, had and have a significant impact on the changes occurred in Polish
education and its continuous formation. Further tests are needed to modify the
education system, taking into account the dynamic changes and technological
advances, that will encourage the development and rapid implementation of
innovative ideas to tackle the problems, associated with the growing requirements
of the labor market. But the education system is the most important process of
education, which is a chain of related and interdependent elements, which besides
the objectives, content and principles of the organization of education, are also the
methods and means of teaching. Significant research in terms of the use of modern
teaching methods and means, which have completed consideration of this article,
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were conducted by: Waldemar Kozlowski, Edward Nęcka, Christopher J. Szmidt
and Marian Sniezynski.
Waldemar Kozlowski believes that knowledge is passed by using
traditional methods, verbal methods predominate, giving the bare facts. What is
lacking is the teachers inventiveness, and perhaps the knowledge how to apply the
methods to variety the lectures, enriching them with anecdotes and stories, related
to the topics theoretically discussed [7].
On the other hand, E. Nęcka and K.J. Szmidt, said that gained by the
students theoretical knowledge, enabled to reckon subjects and pass the exams, but
does not facilitate creative action. Therefore, it is necessary to use participatory
methodologies to acquire knowledge and, developing practical ability to use
theoretical knowledge problem solving and stimulate the imagination, in a greater
extent.[8]
In contrast, M. Sniezynski, to assess the level of conducting classes and the
ability to establish a dialogue between the teacher and the listener, which is often a
consequence of the selection of appropriate teaching methods, carried out,
precisely in this aspect, very insightful study. They were conducted on 1,211 hours
of classes in various subjects and in all types of schools. The results of these
studies have shown, methods in the form of tedious lectures and working with text,
were the most commonly used, because on over 60% of all classes, on all kinds of
activities, both in lectures, exercises or laboratories, genuine dialogue inducing
listeners to logical creative thinking and drawing bold, original proposals, are
missing out.
Taking account the secondary data, contained in the publications of these
seekers, researchers and experts, in the area of searching for the best and the most
attractive ways and means of education, from early years to the end of life, it can
be concluded that, in the Polish education, dominate methods of feeding for
approximately 68% of hours of various types of classes , methods of activating and
stimulating self and creative thinking are used on about 25% of teaching hours, and
about 7% of the hours falls on practical exercises and educational games using
informatics tools.
The aim of survey and characteristics of focus group
In order to determine the level of use of innovative methods of teaching
specialized subjects, preparing for the logistics profession, and to identify and
determine possible changes in the types of teaching methods used in relation to the
secondary data, a study, which involved the analysis of survey results, and draw
conclusions from their observations, was conducted. The research was also aimed
at understanding the expectations and preferences of students, regarding
educational methods, evaluation of existing and frequently used tools and teaching
aids and barriers, to detect the use of modern teaching methods. The study involved
90 I-grade students of logistics, from II, IV, VI semester and from IV semester II
grade. Among the students, 13 of the work, and 9 of them in profession, which is
incompatible with the field of study.
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Worrying is the fact that only 20% of respondents, chose a field of study consistent
with their interests, and up to 80% of students did not know, while learning in high
school, what profession and what further education path they should choose. These
results force to conclude, that the school is not able to awaken interest in the young
generation and demonstrate the practical application of acquired knowledge. The
structure of the focus group is shown in Figure 3

Figure 3. The structure of focus group
Source: Author’s own work

Three main groups of teaching methods were evaluated: verbal,
independent investigation into the knowledge and involving the acquisition of
knowledge, divided into categories according to the classification adopted in
Figure 1. Particular attention is paid to practical methods, which play an important
role in the preparation of a professional.
The research results presentation
The task of teachers of subjects which are obligatory in logistics studies, is
to provide knowledge on planning, control and management processes, goods
flows, information and funds in all areas, and at every level of the companies
organization and enterprises, operating in the supply chain. Logistician should have
the ability to solve problems, and make quick and accurate decisions in different
company’s organizational units, including the area of supply, production,
distribution. That is why these subjects in logistics studies are interdisciplinary. In
the flow management operations research, techniques of simulation and forecasting
supported by appropriate computer programs are used, and make it possible to find
a correct solution of any complex and distributed problems. Therefore, teachers
need to use a variety of teaching methods, which combined together will allow
students to quickly memorizing the theoretical basis, and develop the skills of
practical application of acquired theoretical knowledge .
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The results of the survey analysis, comparing students' expectations with
respect to teaching methods, which according to them should be implemented with
the acquisition of content items logistics, and are actually used by academics are
shown in Figure 4.
Based on the analysis of questionnaire research and the results graphical
presentation, we can conclude that the smallest differences between the
expectations of students, and the actual state, relate to the lecture and the
description in the area of verbal methods, because only 3.34%, whereas only 36%
of students willingly, and without pressure attend a lecture. About 60% of
respondents stated that this form of classes was usually tedious and formalistic.
In the frame of activation methods of knowledge acquisition, the smallest
differences between expectations and reality, can be seen at the classes in the form
of project and brainstorming, where the difference is 7.78%. Slightly bigger is the
difference, seen at the classes in the form of problem solving in subgroups, is
17.78%.
Practical exercises as a form of practical methods are very popular form,
from which students expect to understand the acquired theoretical knowledge in the
classroom, using the method of feeding and the skills acquisition of its application,
in solving various logistics problems. The difference between the expectations of
the respondents, and the reality in terms of forms of conducting these activities and
the number of hours, is 17.78%, which stems from the fact, that a combination of
many ways of learning, such as decision games, simulation, staging, etc., with the
support computer programs are rarely used on them. Such classes are often limited
to supplementing theoretical knowledge and independent problem solving, which is
also confirmed by carried out observations.
The results visualization of the analyzes are presented in Figure 4. It
clearly illustrates the needs of students in terms of teaching methods that could be
used.
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Figure 4. Teaching methods used on classes
Source: Author’s own work

All of them, unanimously say, that they realized the importance of
professional practices, completed during the study. All are in favor of increasing
the compulsory practical classes in various possible forms, including a self-solving
logistical problems in specialized laboratories. But only 28% of respondents are
able to work for free to gain a necessary experience. Other respondents, 72%
believe, that the university is committed to ensure a career-guidance path.
Significant differences can also be seen within other, rarely used, forms of
teaching, especially in terms of activating methods to acquire knowledge. The
greatest disparity, as much as 80%, can be seen in the expectations for any type of
educational games, which in this case are included in decision games, simulation,
situational and staging. The presented results of the study, clearly shows that
students like to participate in the attractive activities, varied in different ways of
their conduct and supported by modern technologies.
The second part of the study is concerned on the tools and teaching aids,
used in the classes. The figure 5 presents the results of the responses analysis.
The analysis results of the study, suggest that the young generation likes to
use modern technologies and learn with its help. Unanimously, all students are
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willing to use the interactive whiteboard and solving logistical problems in
laboratories, with modern equipment, adapted to the content of teaching, eg in
laboratories: logistics engineering, logistics and forwarding, warehousing or
logistics in a virtual laboratory, where, as good as in the real world, they can look
at the mechanism of goods automatic identification, storage technologies, prepare
to get to work in the transport and logistics companies. This kind of laboratories
are equipped, both in ERP and WMS system, as well as in specialized software,
needed for modeling and solving logistical problems and carrying out simulations.

Figure 5. Teaching aids used in the classes
Source: Author’s own work

From the graphical presentation of the results of the research questionnaire,
can unequivocally state, that the students in the class need pen and paper, but they
would like to use modern technologies, especially in the training, design, and
laboratories, to gain a practical knowledge and increase opportunities to find a job
in their profession. Nearly 100% of respondents admit, that they most lack the tools
and teaching aids in the form of real or virtual laboratories, and specialized
software facilitates analyzing and solving logistical problems.
From another questionnaire responses, concerning on distance learning,
can be concluded, that the respondents prefer the blended learning, which stated
62% of students, traditional teaching have chosen 33%, of respondents, and 5% of
all respondents only, have supported distance learning. Generally, students are not
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interested in a stand-alone knowledge acquisition, as answers about distance
learning show. Although the university carry out e-learning, only 32% of
respondents were aware of that, with only 13% of them attending classes.

Summary
Education is a lifelong process, subject to permanent change and cannot be
separated from the dynamic changes, taking place in the modern world. Modern
education should rely on a constant search for new ideas, methods and tools of
education at all levels, and take into account the processes of globalization,
demographic change, should take also into account the emergence of new
manufacturing technologies, processes and technologies of ICT transformation
taking place in the labor markets, adapt the educational structure to employment
structures and pursue lifelong learning. Future education is also the
individualization and personalization of learning, raising education awareness, and
practical skills for the labor market.
The changing nature of competing enterprises, makes growing importance
of the ability to apply the acquired knowledge, employee’s creativity, capability
and adaptation to dynamic changes in contemporary reality. So that polish
education has the characteristics of modern education and continuing, it is needed
to seek new teaching methods, supporting them with modern scientific
achievements, in the form of tools and resources, to achieve the stated objectives,
namely to prepare the young generation to consciously choose an occupation and
possible amendment, which takes place more often. Generally speaking, the
education of future professional personnel, should be consistent with the
expectations of students and employers.
Overview of research, carried out so far by specialists and experts in the
field of teaching and analysis of the research questionnaire, relating to the present
methods of teaching students of the Faculty of Management, in logistics studies,
proved that in spite of the existence and the continuous emergence of modern tools
and teaching aids, giving methods dominate on 60% of all teaching classes. All the
respondents expect a real professional practice and more practice exercises and
laboratory classes with the possibility to use the modern teaching aids.
This situation is caused by lack of ingenuity among teachers, and their
willingness to find common points between programming content and the student
needs. The teacher should act as a mediator, which eliminates all kinds of
discrepancies between the use of a variety of teaching methods, the knowledge
contained in the literature and student expectations. Unfavorable to education is a
rigid application of the uniform teaching methods and traditional ways of teaching.
We need educators with the vision and passion, who have no regard for the time of
preparation classes, are innovative, creative, changing their mindset, habits and
traditions, adapting to rapidly changing environment.
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INNOWACYJNE METODY KSZTAŁCENIA PRZYSZŁYCH KADR
ZAWODOWYCH
Streszczenie: W artykule zaprezentowano wyników analizy przeprowadzonych badań
dotyczących określenia poziomu wykorzystywania innowacyjnych metod nauczania
specjalistycznych przedmiotów przygotowujących do zawodu logistyka oraz
zidentyfikowania i określenia ewentualnych zmian w zakresie stosowanych rodzajów
metod nauczania w stosunku do wykonanych w tym obszarze badań przez specjalistów i
ekspertów w okresie ostatnich 15 lat. Celem artykułu jest uświadomienie, że system
edukacji we wszystkich rodzajach polskich szkół
nie przygotowuje przyszłych,
potencjalnych pracowników do zrealizowania się w wybranym zawodzie, zgodnie z
oczekiwaniami pracodawców i wymogami współczesności, bądź nie usposabia do szybkiej
zmiany zawodu.
Słowa kluczowe: metody nauczania, badania, studenci, pomoce naukowe
未來的專業員工教育的創新方法
摘要：本文介紹了進行分析的關於使用教學專業科目，準備物流行業的創新方法的
水平測定結果，並識別和確定教學方法的類型可能出現的變化，在使用就在過去的
15 年進行了這方面的研究由專家和專家。這篇文章的目的是要認識到教育系統在波
蘭的所有學校模式不準備將來有潛力的員工來完成所選擇的專業，按照雇主的期望
，是當今時代的需求，或不易患快速改變職業
關鍵詞：教學，科研，學生，教學輔助方法。
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ENTREPRENEURSHIP AS AN OPPORTUNITY FOR
PROFESSIONAL AND INDIVIDUAL DEVELOPMENT WITH
REFERENCE TO INDUSTRIAL COMPANIES ON THE EXAMPLE
OF MANAGEMENT OF SPARE PARTS IN LOGISTICS CENTERS
Grondys K., Kott I., Wiśniewska-Sałek A.
Abstract: The motivation to take up the subject is a direct link between the stock of spare
parts and the system of production capacity. The relationships which exist between the
entities, referring to entrepreneurship, constitute a chance for the improvement of the
functioning of the enterprise from the executive point of view. The development, which
takes place in the area of minimization of stocks using logistics centers, constitutes the
source of professional and individual development of people participating in the
entrepreneurship process. In the assessment of the entrepreneurship of the entities, the
effects of the disturbances may be observed in long, unplanned downtime of the machines
and equipment or excessive costs of the maintenance of spare parts stocks. To make this
relationship sustainable, it is necessary to search for modern approaches and behavior,
which, simultaneously, will allow to reduce the costs of freezing capital and the risk
connected with the necessity of possessing them when they are needed. One of solutions of
the problem, presented in the paper, is the concept of sharing spare parts stock by a few
industrial enterprises using the logistics center, treated as a new entrepreneurial approach,
which reflects the process of self-development of the company as well as its employees.
The applied concept allows to develop a number of financial and organizational benefits for
the users of spare parts, the condition of which is the willingness for cooperation and
communication, based on properly adjusted IT system.
Keywords: professional development, entrepreneurship, logistics center, stock, spare parts,
shared stock, IT system

Introduction
Logistics centers are an important constituent of the enterprise growth of
many different enterprises, including the industrial ones, whose effective activities
are strictly connected with the management of spare parts stocks. The logistics
center is defined by W. Rydzkowski as ”a spatial object of a specific functionality,
along with infrastructure and organization, in which there are provided some
logistics services connected with accepting, storing, distributing and dispensing
goods and the accompanying services, provided by the enterprises, which are
independent in relation to the sender or the recipient”[15, p.133]. In turn, E.
Gołembska specifies logistics centers as ”interregional economic units, in which
there are coordinated the services of storage and transport on short and long
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distances, along with the information flow and the system of controlling this
activity”[5,p.277].
In the activity of logistics centers it is possible to differentiate three basic functions,
which are shown in Table 1.
Table 1. The functions performed by logistics centers
Logistics
Support
behalf

Additional
Technical service of means
of
transport,
including
the sale of fuels, oils
and accessories

Transport

Renting containers, pallets and
other transport packaging

The use of reusable packaging
in
the
transport
of goods

Returns operations

Customs handling

Food services

Transshipping
of consignments

Insurances

Hotel services

Stock management

Information services

Banking facilities

Just
in
Services

IT services

Maintenance of containers and
packaging

Logistics consulting

Accounting services

Storing
Orders

goods,

Time

Finish operations
on the product

Issuing
invoices
of the customer

on

Source: The author’s own research based on [5, p. 375;13, p. 49].

The selected functions of the logistics center, which, among others, are
warehousing, storing, and stock management, play an important role in the
optimization of spare parts stocks of industrial companies.

The characteristics of the spare parts stock
According to IAS ”important spare parts and emergency equipment are
qualified to be indicated as tangible fixed assets, if the entity expects to use them
longer than for one period. Similarly, if spare parts and equipment connected with
the service may be used merely for the individual items of tangible fixed assets,
they are included as tangible fixed assets” [14,p.73]. Z. Sarjusz-Wolski also refers
to this definition. According to him, the stocks o spare parts of maintenance are the
kind of materiel, designed for use in the production process, which are not final
products sold to customers of the final market [16, p.173].
While considering the characteristics of the maintenance stocks, these stocks may
be divided into two categories, i.e. real wear parts and repairable parts, where:
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– real wear parts are spare parts which are not the subject to repair due to
economic or technical reasons; in case of failure, there occurs the exchange for
a new part and the faulty element is disposed,
– repairable parts, in turn, are the components, which are or can be the subject to
repair, technically or economically; in case of failure, such a part is exchanged
for a new one, and the broken part is sent to the repair workshop to be fixed [3,
p.3, 4, p.2].
Another division of spare parts divides them, in turn, depending on the availability,
into:
– key parts, which are provided by few suppliers and manufactured on request;
– industrial parts, which possess the feature similar to key parts, however, they
differ by the production process, which is significantly easier, simultaneously,
bringing about a lower risk of unavailability of parts and greater number of
suppliers of these elements;
– standard parts, which, due to their use in all industries, are of a universal kind,
and they include minor elements, i.e. light bulbs, screws, studs, seals etc.; they
are easily available, therefore, the time of their implementation is the shortest
[9,p.167].

The role of the logistics center in the management of spare parts stocks
The logistics center, due to its specificity, is particularly useful in storing
industrial parts as well as the standard real wear ones. The number of their
suppliers and users is significantly larger. Simultaneously, it amounts to better
availability of resources and shorter time of the performance of the contract for the
spare parts users [8, p. 131],
As the conducted research showed [6, pp.140-153], lack of availability of
spare parts constitutes the fifth most frequent reason of stopover of machines and
equipment. The previous positions are occupied only by lack of demand and
technical errors. Moreover, stocks of these parts, gathered in these entities
previously, do not satisfy every third enterprise being the subject of the research as
far as the need for the production maintenance is concerned (Fig.1).
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Figure 1. Satisfying the needs for the maintenance of the spare parts stock
Source: The author’s own research

The following were given as frequent reasons of not meeting expectations,
mainly connected with lack of some parts, e.g.:
– diversity of machines and diversity of failures,
– non-economic aspect of storing parts,
– economic considerations,
– price of spare parts,
– lack of funds for securing the spare parts stock,
– and high specialization of parts manufactured on request.
The need to transfer some of the stocks is also indicated by the share of the
rotating spare parts taken from the warehouse at least once a year in the total stock
(Fig.2).

Figure 2. The structure of rotating parts in the total value of spare parts in the
enterprises under research
Source: The author’s own research
In more than half of the examined industrial companies, the rotating stocks
constitute less than 50% of the value of all the spare parts stocks. For every fourth
entity, the rotating spare parts stock amounts to 50% - 80% of the total value of the
stock. Only a bit more than 10% of the enterprises dispose of the spare parts stock,
in which more than 80% of their value concerns the parts which rotate at least once
a year.
Therefore, the task of the center is providing industrial companies with
such a service, in which temporarily unneeded spare parts will be stored in the
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main warehouse whereas the needed parts will be supplied on request to a given
entity.
Also, the value of the stock item remains indifferent. The decision of
maintaining the part of a low value is much easier than in case of expensive
elements. Therefore, using the services of the logistics center is recommended for
the parts of an average and high value.
While planning the concept of sharing stocks, the task of the logistics center is:
– specifying the appropriate amount of reserves,
– currently keeping the customers informed on the stock,
– preparing the demand,
– coordinating orders from the selected enterprises,
– providing the quality of service,
– coordinating all essential works along with the documentation [11, p.172].
The above activities should be systematized in such a way that the
redundancy of items is minimized. In turn, each depletion of the item is connected
with its order, every time its number falls beyond the assumed safety level in the
warehouse.

IT support for the concept of sharing the stock
The effective implementation of the concept of the logistics center of
sharing the spare parts stock simultaneously requires fast and reliable ways of
sending and processing information. In this situation, an important role is played by
coherence and integrity of IT systems of the logistics center and its customers.
Exclusively the efficient information flow may provide the cooperating enterprises
with the optimization of common stocks with simultaneous providing safety of
spare parts availability and production continuity. Moreover, the application of the
IT system guarantees the effective system of control of elements and punctual
operations of the logistics center for the benefit of the efficient and effective
management of spare parts [12, p.2]. The research conducted in this field
confirmed that, along with the increase in the customers’ expectations, the logistics
centers also increase the requirements towards the IT system [10, p.192-193]. The
graph presents the level of the fulfillment of expectations of the clients of the
logistics center by the applied IT system (Fig.3).
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Percentage share

91,7%

6,2%
Yes

No (if not why not?)

2,1%
I don’t know

Fulfillment of expectations by the IT system

Figure 3. The satisfaction level of the needs of clients of the logistic center
by the applied IT system [%]
Source: The author’s own research

The author’s own research allows for the conclusion that 92% of the clients
of the logistics centers under research are satisfied with the functioning of the IT
center. Only 6% of them clearly indicated the lack of the fulfillment of
expectations by this system. They most frequently indicated low functionality of
the system as the reason of the above.
Table 2. The quality of the information collected in the IT system of the customers of
the logistics center
The quality of the information collected in the
Percentage share
IT system
Complete
65.6%
Incomplete
18.3%
I don’t know
16.1%
Source: The author’s own research

The obtained responses indicate that more than half (65.6%) of those
questioned think that the data received from the system of the logistics center are
complete. However, every fifth client states that the information collected with the
help of the system does not meet all the criteria and are incomplete.
In the context of the optimization of stocks, the ECR strategy is
particularly significant. As the authors discussing this issue state, it particularly
focuses on four constituents of the activity, which create maximum value added
and which, totally, should be carried out by the partners of the value chain:
“supplementing, management of product assortment, promotion, introduction of a
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new product” [1, p.60; 2, p.82]. The effective supplementing of stocks consists in
guaranteeing the appropriate level of stocks. The promotion refers to strengthening
promotional activities the customers respond to in a positive way, as well as
excluding promotions which do not bring any effects. The implementation of new
goods, among others, amounts to focusing on streamlining the process of supply of
the offered goods, ensuring their attractiveness and reducing expenditures
concerning these activities [10, p. 579, 18 p.2].
Using the logistics center combined with the appropriate strategy at the
level of information, allows the cooperating enterprises to obtain a number of
benefits, i.e.:
– protecting enterprises from some disadvantageous disturbances on the market,
– reducing the effects of low rotation of spare parts for single entities,
– cheaper purchase of elements by means of discounts due to consolidated
shopping,
– providing the availability of spare parts in the mode of 24/7,
– providing the continuity of production of enterprises [12, p.157].
These advantages also constitute relevant justification of the maintained
buffer stock and rational managing the stock in cooperation with other clients by
means of the logistics center. In such relationship, occasional requirements of the
selected users, are of more flexible nature, where rare flow of parts in single
entities is replaced with the cumulated use by all the enterprises.

Summary
Due to the performed functions, the services of the logistics center may be
used for storing spare parts and providing services to the users. Management of the
spare parts stock, shared by enterprises, by means of the logistics center constitutes
an effective way to increase the production activity, connected with the reduction
of costs of maintaining spare parts and increase in the production capacity, not
interrupted by any breakdowns. The concept of the shared stock is particularly
beneficial when the demand for the selected parts is occasional, and their value is
high.
The condition of the effective cooperation between the individual
enterprises and the logistics center is the integral IT system. It is to provide the
appropriate level of service of the selected links of the relationship, connected with
the current processing and transferring information on the stock. Spare parts stock
management, by means of the logistics center, using the coherent IT system, brings
about a range of benefits, among which, the following deserve particular attention:
cost reduction, better availability of parts and better level of their optimization.
Moreover, enterprises reduce expenditures connected with the purchase and
maintenance of spare parts of high value, which is the main manifestation of their
new attitude towards the idea of entrepreneurship. The application of new solutions
enforces the continuous progress in the field of individual development of the
people being in direct relationships since the success of entrepreneurial activities
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mainly depends on the degree of their knowledge and skills, referring to the
support of the system and the whole entrepreneurial process.
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PRZEDSIĘBIORCZOŚĆ JAKO SZANSA NA ROZWÓJ ZAWODOWY I
OSOBISTY W UJĘCIU PODMIOTÓW PRZEMYSŁOWYCH NA PRZYKŁADZIE
ZARZĄDZANIA ZAPASAMI CZĘŚCI ZAMIENNYCH W CENTRACH
LOGISTYCZNYCH
Streszczenie: Motywacją podjęcia tematu jest bezpośrednia relacja, w jakiej pozostaje
magazyn części zamiennych i system wydajności produkcyjnej. Relacje, jakie mają miejsce
pomiędzy podmiotami stanowią w ujęciu przedsiębiorczości szanse na poprawę
funkcjonowania przedsiębiorstwa od strony wykonawczej. Rozwój, jaki się dokonuje w
obszarze minimalizacji zapasów przy wykorzystaniu centr logistycznych stanowi źródło
rozwoju zawodowego i osobistego osób uczestniczących w procesie przedsiębiorczości. W
ocenie podmiotów, skutki zakłóceń można obserwować w długich nieplanowych
przestojach maszyn i urządzeń bądź nadmiernych kosztach utrzymywania zapasów części.
W celu zrównoważenia tej relacji należy szukać nowoczesnych podejść i zachowań, które
pozwolą jednocześnie zminimalizować koszty mrożenia kapitału i ryzyko związane z
koniecznością ich posiadania, gdy są potrzebne. Jednym z rozwiązań problemu,
przedstawionym w referacie, jest koncepcja współdzielenia zapasu części zamiennych
przez kilka przedsiębiorstw przemysłowych za pośrednictwem centrum logistycznego
traktowana, jako nowe przedsiębiorcze podejście, które odzwierciedla proces samorozwoju
firmy jak i jej pracowników. Wykorzystana koncepcja pozwala na wypracowanie wielu
korzyści finansowych i organizacyjnych dla użytkowników części, których warunkiem jest
chęć współpracy i komunikacji w oparciu o odpowiednio dostosowany system
informatyczny.
Słowa kluczowe: rozwój zawodowy, przedsiębiorczość, centrum logistyczne, zapas, części
zamienne, zapas współdzielony, system informatyczny
创业精神作为关于工业公司的备件管理为例的专业和个人发展机会零件在后勤中心
摘要：问题的动机是备件库存和产能的系统之间的直接链接。存在的实体，指的企
业家精神，之间的关系构成的运作的企业从行政的角度改进的机会。发展，发生在
最大限度减少储存使用物流的区域中心，构成了人民参与的创业过程中的专业和个
人发展的源泉。在评估中的实体的创业精神，干扰的影响可能会观察到在机器及设
备的长时间意外停机或备件储备的维修费用过高。若要使这种关系可持续，有的需
要搜索的现代方法和行为，同时，将允许以减少连接以拥有它们在需要时必要的风
险和费用的冻结资金。问题，在文件中，提出的解决办法之一是由几个工业企业利
用物流配送中心，作为一种新的创业方法，反映了该公司，以及其员工的自我发展
的过程来处理共享备件库存的概念。应用的概念允许开发条件的是为合作意愿财政
利益和组织利益的备件，用户的数目和沟通，正确的基础调整了它系统。
关键字： 专业发展、 创业精神、 物流配送中心、 股票、 备品备件、 共享的库存、
IT 系统。
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HIGHER EDUCATION AS ONE OF THE MAIN FACTORS
OF STAFF DEVELOPMENT
Herbuś A., Ślusarczyk B.
Abstract: Today's market reality requires competitiveness from enterprises in all areas of
activity. All aware companies set much store by the proper development of staff. Caring
for professional development in the process of constant increasing of qualifications, skills
and powers are the basic elements for the proper management of human resources.
Investing in human resources is a significant expense in the countries of Western Europe,
while in Poland it is still far from enough. The experience of European countries constitute
a proof of the relevance of investing in human resources, which directly influences on the
success of both the companies and the individuals.
Keywords: career, professional development, personal development, education, worker,
human capital, skills

Introduction
The development of the organization is directly dependent on the
professional preparation and competence of the staff team. The most important
resource for any enterprises or organization are adequately educated workers.
Success and position of the company directly depends on the potential that have all
employees. Because the success of a company depends on the development of its
staff, take the great importance the proper education, which is the basis for the
subsequent improvement of skills. Despite the growing popularity of higher
education, we have often to do with a lack of career opportunities, which may
result from inefficient adjustment of education to taken stand.
The aim of this article is to emphasize the importance of employee
development for the modern economy.
Career as a result of long-term development of the individual
In connection with increasing competition, are on labor market, unusual
importance get into personal development and career. It can be safely described as
the basic determinants of the choice of educational pathways. The choice of
educational paths, often occurs as a consequence of labor market requirements and
demand,
which it
reports
on the employment
of specialists.
A proper and systematic employee development is an advantage both for the
company that is gaining professional, educated staff, as well as for the employee
who gains new knowledge. The right combination of human resource management
and individual skills influence the development of the organization [1]. Companies
aspire to staff development, guided by two main reasons. These are: improvement
the flexibility of the company response to changes in the environment and
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improvement the position of workers in the market through the individual
development [2].
From the point of view of economic development, extremely important are:
both personal and professional development of workers. The personal development
depends only on the individual and is based on the individual taking up the learning
actions. Regarding to professional development, it is based on expanding their
existing skills and references in order to match the specific needs. New references
gained through professional development must be recognized by others, and
therefore this type of development is no longer only the individual and does not
depend only on that person [3].
The term "staff development" should be
understood as "the process of learning and systematic investment in the entity,
which has lead to the acquisition of new skills, references and maturity to the next
level of the enterprise" [4]. H. Król, in turn, presents “staff development” as "a
team of initiatives taking up in order to expand their knowledge, forming of new
capabilities and also effectively employees motivating to individual develop and the
company as a unit collecting references" [5].
The strategy of human resource management and development of the
individual is an important part of modern enterprise management. These items are
no longer only sporadically implemented, often on the employee’s own initiative.
Currently, most major companies have specialized departments committed in
shaping the development of the individual, and as a consequence - the entire team
of employees. Modern enterprises require their employees to identify themselves
with company strategy, goals and vision of its development. Only such an approach
allows the company to introduce a staff motivation system resulting in the
development of the enterprise and its staff [6]. The system of employee motivation
plays an important role in the process of human resource management. Motivation
is the process by which employees have the opportunity to shape some attitudes
and behaviors. This is a package of means by which increases the efficiency and
effectiveness of employees who successfully pursue certain goals [7].
With the increasing of importance of human resources development, has
developed a catalog of methods of education. Companies investing in its staff, can
choose from more and more new tools, which are used to initiate the labor
development (table 1).
Table. 1 Tools used for staff development
Tool
Characteristic
Training

Activities in the framework of which the employee acquires new skills and
expand the knowledge already possessed. In the case of the purchasing of
new knowledge, it is often only a basic knowledge. Unfortunately it is
insufficient knowledge to expert activities. In case of extend the knowledge
acquired in the framework of previously acquired education, agree to
increase the efficiency of their work.
Training is divided into training concerning soft skills and hard skills.

Mentoring

The relationship between the experienced employee and less experienced.
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An employee acting as a "mentor" induct "student" in the principles of
company, teaches him, conduct with him a constant dialogue and give him
advice.
Coaching

It is based on improving their existing skills and broaden their knowledge,
and not on gaining new references. Used to improve the efficiency of work
and planning of the way of specific activities. Relate the future and specific
areas, and substantially influence the development of the employee. Basic
types of coaching are: career coaching, executive coaching, leadership
coaching.

Counseling

It is based on dialogue and advising concerning specific problems or tasks.
Relate the past and analyze the causes of the event.

Experiential
Learning

It is based on learning through experience includes: simulation games,
workshops, virtual simulations.

Work-life
Balance

Is based on the principle of balance between work and personal life,
includes: flexible working hours, fringe benefits, bonuses, and actions to
improve the efficiency of the individual and self-motivation.
Source: Author’s elaboration based on http://www.hrnews.pl/WsparcieHR,147,.aspx
(07.04.2014), P. Forsyth. Jak rozwijać potencjał twoich pracowników. Quick, Warszawa
2006, s.55-57 [8].

It is worth noting, that currently the training is only one of the elements
used by management to develop the lower-level employees and enhance their skills
and references.
It should be emphasized that staff references is a collection of some
essential features that characterized every employee. The package of basic
ingredients of references include knowledge, which is inextricably linked to:
education, skills, personal qualities, experience and attitudes [9].
Education of a single individual, which should be understood as the
knowledge acquired during education at various levels, proven relevant diplomas,
put a strain on the competitiveness and position of the company [10]. Education,
deepened on the next stages of careers, leading to personal development and most
importantly, from the point of view of the enterprise - to its growth and gaining the
advantage over competitive.

Education and development in chosen European countries
Around the world, standards of education are. In Europe for several years,
is noticed notes the increasing importance of long-term training. Citizens are
encouraged to train almost "a lifetime". As a result of such a policy, the employer
have significantly changed their attitude and the requirements for the employees
references. Currently they employ well-educated workers who already have the
necessary qualifications. Employers also appropriate substantial funds for
investment in human resources, since only experts can ensure the company's
competitive position, and success.
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It is worth considering, how does reach the situation of students in Poland and in
other European countries (Fig. 1).

Figure 1. Number of students in selected European countries in 2009-2012 (in
thousand)
Author’s elaboration based on
http://epp.eurostat.ec.europa.eu/portal/page/portal/education/data/main_tables
(06.04.2014)

It should be noticed that in Germany and the UK, the number of students in
recent years has increased. Unfortunately, in Poland, the situation was reversed
..Despite the rapid development of higher education, offering many new trends of
study, the number of students has decreased over the last four years. A key factor,
which is influencing on this situation is occurring in Poland low birth rate
(population decline).
This situation, unfavorable from the point of view of both education and
the economy , is especially visible in the age group 15-24 years (Fig. 2).

Figure 2. The population in the 15-24 age group in Poland in 2009-2012 [%]
Author’s elaboration based on
http://epp.eurostat.ec.europa.eu/portal/page/portal/education/data/main_tables
(06.04.2014)
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In the years 2009-2012 in Poland, there was a decrease of the number of
population age typical of being educated (15-24 years). This situation has been
caused by the low birth rate (population decline). and disturbing phenomenon of
emigration of young people, who are seeking employment in the countries of
Western Europe.
In accordance with the binding rules of human resources management,
employers are investing in the development of their employees. They are set on
knowledge widening by all employees, they want them also to gain a new one.
Some EU member states intensively active in the field of training of workers (Fig.
3).

Figure 3. Raising the professional references of employees in the European Union (28)
[%]
Author’s elaboration based on
http://epp.eurostat.ec.europa.eu/portal/page/portal/education/data/main_tables
(06.04.2014)

It is worth noticing that, in the last few years, the commitment in raising
employees' qualifications gained strongly in importance . The increase is
particularly significant in relation to the year 2011, where as a consequence of the
economic crisis, was marked a decrease in expenditure on training and coaching.
Some European countries destine a lot of money on investment in human
resources (Fig. 4).
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Figure 4. Raising the professional references of employees in the European Union (28)
[%] in 2010-2013 [%]
Author’s elaboration based on
http://epp.eurostat.ec.europa.eu/portal/page/portal/education/data/main_tables
(06.04.2014)

Sweden, Finland, Denmark and Switzerland play, in a decisive extent, leading
positions in the field of education workers. In all these countries every year we can
observe a growing number of workers subjected to the processes of skills
improvement. Unfortunately, Poland, in relation to other European countries,
invests not enough money in the development of its human resources. The level of
investment in staff training within 4%, is not satisfactory, because it shows little
commitment of entrepreneurs in developing
human capital of company.
Analyzing issues relating to staff development of companies operating in Poland,
particular attention should be paid to the evidence conditions, which are guided
both employees and employers, who implement currently its activities to new
trends in HR management (Fig. 5).
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Figure 5. Reason of training of workers [%]
Author’s elaboration based on BKL – badanie Ludności 2012.
http://bkl.parp.gov.pl/raporty-iii-edycja-badan?edit_mode=true (09.04.2014)

Gaining new references is the main reason for training employees.Aspire to
development of employees and entire organizations, staff are subjected primarily
education in foreign languages and raising qualifications, which they already have.
Education is an important basis for facilitating development through the expansion
of knowledge, and not the acquisition of skills from the beginning.
The level of education has a decisive impact on labor issues and hiring new
employees and invest in them. In this connection, it is worth paying attention on
the relationship between employment and the level of education represented by the
Polish potential employees (Fig. 6).

Figure 6. Employment rate by education level (Poland)
Source: Author’s elaboration based on :[11] Wybory ścieżki kształcenia a sytuacja
zawodowa Polaków. Główny Urząd Statystyczny. Warszawa 2013
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Analyzing the above data it can be concluded that the greatest opportunities for
employment and career development have those with higher education. Worrying
is the fact that the value of this index in 2009-2012 steadily lose. This situation is,
unfortunately, due to rising unemployment and lack of jobs for both graduates of
vocational and higher education.

Summary
Employment history is now a very important part of life for every young
person. In accordance with European standards, also experienced employees attach
importance to professional development and skills enhancement . Professional
development is largely based on the held foundations that is education. Analyzing
the data specific to Poland and Europe can be stated that higher education is
particularly preferred among employers. The right skills allow for effective
implementation of the duties, and most importantly provide a stable basis for
acquiring new references and knowledge. Polish employers must, however, to a
high degree invest in their employees, because such actions will be visible in the
future company result. Taking into consideration good education of Polish staff,
should be make every effort to minimize unemployment. Corrective action let to
use the full potential of employees, which consequently will lead to the
stabilization of the economy and living conditions and also human development.
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WYKSZTAŁCENIE WYŻSZE JAKO JEDEN Z GŁÓWNYCH WYZNACZNIKÓW
ROZWOJU PRACOWNICZEGO
Streszczenie: Dzisiejsza rynkowa rzeczywistość wymaga od przedsiębiorstw
konkurencyjności we wszystkich obszarach aktywności.
Świadome organizacje
przywiązują dużą wagę do prawidłowego rozwoju kadry pracowniczej. Podstawę stanowi
nowoczesny sposób rekrutacji opierający się na kwalifikowaniu kandydatów zgodnie z
wykształceniem oraz kompetencjami niezbędnymi dla pracodawcy. Dalszy proces
prawidłowego zarządzania kadrami, to dbałość o rozwój zawodowy w procesie stałego
zwiększania kwalifikacji, umiejętności i uprawnień. Inwestowanie w kadry stanowi istotny
wydatek w krajach zachodniej Europy, natomiast w Polsce jest jeszcze dalece
niewystarczające. Doświadczenia krajów europejskich stanowią jednoznaczny dowód na
zasadność inwestowania w kadry, co bezpośrednio przekłada się zarówno na sukces
przedsiębiorstwa jak i jednostki.
Słowa kluczowe: kariera, rozwój zawodowy, rozwój osobisty, wykształcenie, pracownik,
kapitał ludzki, umiejętności
高等教育作为一个工作人员发展的主要因素
摘要：今天的市场现实要求从企业活动的所有领域的竞争力。所有意识到公司的适
当发展，工作人员通过设置很多商店。照顾专业发展过程中不断增加的资格、技能
和权力是人力资源的妥善管理的基本要素。人力资源投资是西部欧洲国家的巨额费
用，而在波兰是仍然远远不够。欧洲国家的经验构成直接影响的企业和个人成功的
人力资源，在投资的意义的一个证明。
关键字： 职业生涯、 专业发展、 个人发展、 教育、 工人、 人力资本、 技能。
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EFFECTIVE OCCUPATIONAL COUNSELLING FOR THE
UNEMPLOYED
Kot S., Pigoń Ł.
Abstract: Recruitment is usually a long-term and expensive process that generates
substantial risk. A survey showed that, depending on the job position, costs connected with
replacing an employee range from one third of annual pension to the level of two-year
salary in the case of senior managers. Being aware of these costs, the most of organizations
worldwide and in Poland are planning the recruitment process to verify the level of
concrete competencies of a potential candidate. Despite this advanced system of
recruitment, one of the major concerns that human resource departments are facing when
searching for future employee is insufficient competencies. Enterprises today are searching
for talents, with talent in the recruitment process being a wide concept which, depending on
a job position, might mean quite different things. While viewing the recruitment process
from the standpoint of a person who is looking for a job, some candidates might get an
impression that, despite their experience in the labour market and the perceived high
competencies, they are not offered a job for no reasons. Therefore, it appears that the
recruitment process necessitates adequate level of activity, both from the employer and a
potential employee. The frequent phenomenon observed among the candidates is
insufficient preparation for taking part in recruitment. This paper aims to indicate the
methods of preparation of candidates for the recruitment process in a way that efficiently
exposes their own achievements.
Keywords: employment, unemployment, occupational development system

Labour market in Poland
Employment in Poland represents a major problem for both those who seek
employment and the employers. Similar problems can be observed in other
European countries, especially in those from the area of former communist bloc
[1]. Unemployment rate in January 2014 in Poland reached 14%while it amounted
to 13.4% in December 2013, and 14.2% in January 2013 [2]. Therefore, some
variations can be observed throughout the year, however, without a substantial
effect on the trend. A trend of around 14% has been maintained for several years.
Being aware of constant high level of unemployment, both employers and
employees have to search for innovative activities, both in terms of the recruitment
process and the methods of preparation of prospective employees for this process.
The prospects for changing this status seem to be promising. The Manpower report
shows that, in five regions studied in Poland, an increase in net employment is
expected, reaching even 12% depending on the region [3]. Although the prospects
are positive, the highest increase in unemployment rate in Poland is reported in the
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group of people with higher education level [4]. Although the absolute number of
the unemployed in this group is the lowest, its increase is, however, the highest.
One of the most natural methods to prevent this situation is to increase
expenditures for education. Expenditures on higher, secondary and primary
education are increasing in the most of the European Union countries [5].
Improvement of knowledge and competencies among prospective candidates do
not guarantee successful employment in the organization where a person applied
for the job. A substantial problem might be the method of preparation and
participation of the candidate in the recruitment process. Even perfectly prepared
candidates might fail to be successful during a job interview.

Allocation of employees
Allocation of employees is understood to mean finding employees for
individual job positions, quitting jobs or making employees redundant in order to
find candidates with specific competencies that helps achieve the organization's
goals [6]. Selection and recruitment of an employee represents a process which
involves a series of activities that lead to filling the vacancies with competent
employees whose work should contribute to achievement of the goals and mission
of the organization [7]. Two basic methods of recruitment of employees for the
position which is actually filled is recruitment inside the organization and external
recruitment. Regarding the external recruitment, there are several basic techniques
to find an employee in the market. The methods of finding employee can be also
divided into passive and active methods. The passive method or recruitment is
cheaper and less demanding for the organization and consists in repeated analysis
of the CVs which are already available in the organization from previous
recruitment processes. The active method of recruitment is understood to mean
taking concrete actions in order to find new candidates in the labour market. The
basic active method of finding new employees is advertising in the press and
Internet portals, with the advertisements containing expectations towards
prospective employees, often termed as an candidate's profile. Another active
method of searching for employees is to cooperate with head-hunting enterprises.
The organizations usually decide to hire head hunters only to recruit medium-level
and higher managers, mainly due to the costs involved. The price for such services
usually ranges from two to three salaries of the employee being recruited, unless
they do not quit the job within six months from being employed. Obviously, the fee
for head hunters in always negotiable. Another method of active recruitment is
special events. Prospective employers encourage the prospective candidates to
apply for jobs during open door days or through participation in fairs organized by
gminas, employment offices and universities. These events offer opportunities to
advertise the organizations that search for employees by means of multimedia
presentations or dedicated folders. Close cooperation with broadly understood
system of education is also a method for searching for future employees.
Cooperation with universities helps future employers actively recruit the best
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students and offer paid apprenticeship or stipends. After several months of
cooperation, the prospective employer obtains a full profile of competencies of the
candidate [8].
With potential candidates found in the labour market, the organizations are
facing challenges that consist in selection and choosing a potential employee
during the recruitment process. Regardless of current situation in the labour
market, this process should always be carried out reliably and adequately as it is
better not to employ a candidate than to experience problems with incompetent
employees in the future. The "temptation" to employ the candidates that largely
depart from the profile of competencies occurs usually if the labour market is
unbalanced i.e. much higher supply of vacancies is present compared to the
opportunities for finding appropriate candidates. This situation is clearly indicated
by current unemployment rate in a particular country. Proper recruitment process
should incorporate stages presented in the diagram below.

Figure 1. Stages in recruitment process
Source: Szałkowski A.,: Wprowadzenie do zarządzania personelem, Wydawnictwo
Akademii Ekonomicznej w Krakowie, Kraków 2000

Nowadays, recruitment process is very important to organizations.
Considering the unemployment rate in Poland, it seems that finding the appropriate
candidate should not cause any problems. However, practice shows that, with the
increase in economic growth, the requirements concerning the competencies of
candidates are rising. A survey carried out in Poland showed that more and more
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organizations were searching for people with specific university degrees and
appropriate level of competencies necessary for working at a particular position.
The survey also showed that, when searching for expert employees, the employers
are improving in specification of the competencies required for individual job
positions [9]. With all these facts included, the increasingly important role in the
process of recruitment is played by specific preparation and presentation of the
candidate. To part of candidates, the stage of preparation for recruitment was
understood by writing a CV and a letter of application, and sometimes
familiarizing with a portfolio of products or history of organization they apply for
the job in. Based on the data from an international organization, the further part of
this study will present a recruitment method from the standpoint of an employer.
The paper will also attempt to create a model of preparation for recruitment process
from the standpoint of a candidate and methods of working on improving
competencies after the process of recruitment.

Description of the organization and results of the study
The survey was carried out in an international corporation which has been
present in Poland since 1992. After acquisition of state-owned enterprises, the
organizational structure of the corporation started to be formed in Poland. At
present, the corporation has its employees in production, sales and marketing
divisions. The organization deals with production and sales of medicines and
cleansers. The survey concerned recruitment for the divisions of sales, marketing
and support for field divisions. At present, the company employs 360 people in
sales, 83 people in marketing and 104 people in sales support divisions. The
diagram below presents steps in a standard recruitment process in organization.
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Figure 2. Stages in the recruitment process in the organization studied
Source: Author's own study based on the data from the organization

Difficulties with filling the vacancies
In 2013, the organization carried out sixty one recruitment processes in
sales, marketing and support divisions. The chart below illustrates the number of
recruitment processes completed successfully for the first time, second time and
third time and the number of vacancies filled.

Figure 3. The number of vacancies filled in 2013 in the recruitment process
Source: Author's own study based on the data from the organization

The data show that 61% of the vacancies were filled in the recruitment
process. In other cases the candidates did not meet the expectations of the
prospective employer, which resulted in starting another recruitment processes or
returning to the analysis of the documents sent. One of the causes of failure to
recruit a person was the level of preparation of the candidate. The data from the
documents sent matched the expectations of the organization, whereas the
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recruitment process showed competency-related deficiencies or, in some cases lack
of opportunities for confirming the competencies declared during the recruitment
and assessment centre process. The negative implication for the organization is
repetition of the recruitment process and, for the candidate, this might cause losing
a potentially good job offer.

Competency deficiencies
During the recruitment process, both at the stage of an interview or the
tasks performed within the framework of the assessment center process (multidimensional process of assessment of competencies carried out by a group of
judges) with prospective candidates, it turns out that part of them fail to
demonstrate the competencies declared in the documents sent. This is caused, to a
certain degree, by the lack of opportunities for full communication at the level of
the advertisement published in press or an Internet portal. In the job advertisement,
the requirement which says "good command of English required" causes that the
self-assessment of the candidate's competencies can be excessively high or low.
With detailed definition of the requirements, e.g through specification of the level
of language command, however, the people without a certificate specified yet with
suitable level might be rejected. The chart below presents the competency
deficiencies among the candidates who participated in the recruitment process for
the sales division.

Figure 4. Competency deficiencies in the candidates who participated in the
recruitment process
Source: Author's own study based on the data from the organization

The data above demonstrate that the most of the candidates did not show
the competency termed "a business approach". This skill is one of the most
important competencies to be met by the candidate for the sales division. The
major part of the candidates think that the highest importance in the process of
sales is from development of relationships with customers rather than the ability to
sell a particular offer or a product. This approach can have a negative effect on the
organization because if a sales person cannot develop the relationship with
customers, they are unable to sell products at a particular level. But being focused
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on developing the relationships only, the employee limits the group of potential
customers. Similar situation can be observed for knowledge of sales techniques.
Insufficient knowledge and skills in this field causes that the activities of the sales
person during dealing with customers are intuitive rather than based on analysis
and adaptation of a specific method of working with the customer. There are also
candidates that take part in the recruitment process who, due to the insufficient
preparation, fail to fully present their competencies although these skills are at
a high level.

The most frequent mistakes made by candidates
The organization where the above survey was carried out also monitors the
mistakes made by the candidates who take part in the recruitment process. The lack
of knowledge about the organization, products or competitive environment of the
organization continues to be observed for many years among the candidates.
Another mistake which is noticeable during recruitment is insufficient knowledge
of the job position the candidate applies for. Part of candidates are unable to
answer to the question of what does a sales person actually do in the organization.
The candidates cannot talk about their competencies and often use interpretation
instead of basic facts. The organization recruits employees using the STAR method
(Situation, Task, Action, Result) and part of candidates are unable to present what
was the major contribution to their own success. During the session of assessment
center, part of candidates perceive just being able to talk in the discussion as the
highest value rather than actual contribution to the discussion or searching for
solutions together in order to achieve the task.

Methods of preparation for the recruitment process
During preparation for the recruitment process, one can use the materials
available in the market. They guide how to successfully prepare for the process
[10]. Another method to prepare for the interview is to employ a professional
personal counsellor or take part in the programmes implemented in the universities
which help graduates enter into the labour market [11]. Therefore, the need for
knowledge about the organization is becoming obvious. During preparation
process, it is necessary to analyse the websites owned by the organization the
candidate applies for. It is also worth analyse the websites of human resource
divisions, where one can learn how the recruitment process is carried out from
technical point of view and what are the most important points in the recruitment
process. Detailed analysis of the advertisement in terms of what competencies are
required by a prospective employer is necessary. If the candidate has the
competencies, they should think how to demonstrate them during the recruitment
process. The prospective candidate can also collect necessary information or
opinions about the company they apply for by visiting their customers. The
candidate should prepare concrete examples and solutions the candidate used with
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a customer they were most successful with, a customer they could not meet the
goals assumed with, in their own field of activities etc. They should also
familiarize, if possible, with the recruitment techniques used in the organization
and prepare their answers using them (e.g. STAR technique). The example below
shows how to present the accomplishments using the STAR method.
A candidate found a high-potential customer for the organization and sold
products to this customer at the level of 110% of the personal sales targets.
S (situation): at this point, the candidate should provide detailed specification of
the customer they talked to, the difficulties he had during sales and the resources
they had during the conversation.
T (task): at this point, the candidate should specify the objectives assumed to be
achieved in the sales process with concrete customers. The customer should also
relate it to the objectives the organization has.
A (action): at this stage of presentation, the candidate should present the actions
they took during the process of sales at the specific customer and measurable
effects they achieved. The actions that contributed to the success should be
indicated.
R (results): the candidate should demonstrate the effect of the task performed on
achievement of their own sales target, how it contributed to the development of the
organization, and what benefits they derived after performance of this task
(credentials, signing another contract etc.).

Summary
Recruitment process is evolving. Nowadays, preparation for the
recruitment process is becoming more and more important. The most of the
employers, with organized and well-trained personal counselling divisions,
developed the recruitment process almost to a state of perfection. It is also
noticeable that the element of preparation for certain candidates is limited only to
collecting the information about the organization and going to the interview. This
causes that part of the people with high level of competencies are unable to
successfully complete the recruitment process. Lack of preparation causes higher
level of stress, which consequently leads to poor performance during the
recruitment process. Analysis of the methods of recruitment or preparation of
appropriate case studies continues to be the infrequent occurrence among the
candidates. The candidates who are properly prepared for the recruitment process
improve their chances to get a job. Even if they are not employed, they improve
their knowledge and establish good habits in terms of preparation. Nowadays, the
requirements concerning the candidates are increasing and this method of
preparation is also the most basic method that gives them an advantage over other
candidates.
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SUKTECZNE DORADZTWO PRESONALNE DLA OSÓB POSZUKUJĄCYCH
PRACY
Streszczenie: Rekrutacja dla pracodawcy to proces zazwyczaj długotrwały, kosztowny i
objęty ryzykiem. Badania pokazują, że w zależności od stanowiska koszty związane z
zastąpieniem pracownika wynoszą od 1/3 rocznej pensji nawet do wartości dwuletniego
wynagrodzenia w przypadku menedżera wysokiego szczebla. Mając świadomość tych
kosztów większość organizacji na świecie i w Polsce, planuje proces rekrutacji w taki
sposób, aby zweryfikować poziom konkretnych kompetencji potencjalnego kandydata .
Pomimo tak rozwiniętego systemu rekrutacji, jednym z największych problemów z jakimi
spotykają się działy personalne podczas poszukiwania przyszłego pracownika jest niedobór
kompetencji. . Obecnie oczekuje się zatrudniania talentów, przy czym talent w procesie
rekrutacji ma bardzo szerokie pojęcie i w zależności od stanowiska na jakie prowadzona
jest rekrutacja może znaczyć zupełnie coś innego. Patrząc na proces rekrutacji ze strony
osoby poszukującej pracy, niektórzy kandydaci mogą odnieść wrażenie że mimo iż
posiadają doświadczenie na rynku pracy i w ich mniemaniu wysokie kompetencje z
niewiadomych przyczyn nie dostają propozycji pracy. Widać więc, że proces rekrutacji
wymaga odpowiedniego poziomu aktywności zarówno ze strony pracodawcy jaki i ze
strony potencjalnego pracownika. Częstym zjawiskiem obserwowanym podczas naboru
pracowników jest brak jakiegokolwiek przygotowania do procesu rekrutacji ze strony
kandydatów. Artykuł ten ma na celu wskazanie sposobów przygotowania się kandydatów
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do procesu rekrutacji w taki sposób aby efektywnie wyeksponować własne dokonania,
trochę słabo ten cel zrealizowałeś – rozwiń ten ostatni punkt który wskazałem w tekście
tak aby zwiększać swoje szanse na pozyskanie pracy.
Słowa kluczowe: zatrudnienie, bezrobocie, system rozwoju zawodowego
有效的职业辅导为失业人士
摘要： 招聘通常是一个长期和昂贵的过程，生成相当大的风险。调查表明，根据作
业位置，更换一个雇员范围从年度养恤金的三分之一的高级管理人员在两年工资水
平的相关费用。意识到这些成本，最大的世界各地的组织和在波兰计划招聘程序，
以核实的潜在候选人的具体能力水平。尽管这种先进的招聘制度，一个主要涉及的
人力资源部门都面临寻找未来雇员时没有足够的能力。今天企业正在寻找人才，人
才的招聘过程是一个广泛的概念，根据作业位置，可能意味着相当不同的事。同时
查看招聘过程从正在找工作的人的角度来看，一些候选人可能会得到一种印象尽管
他们在劳动力市场和感知高能力的经验，但没有提供他们一份工作没有理由。因此
，它显示招聘过程就必须适当水平的活动，从雇主和潜在的雇员。候选人之间的频
繁现象是参加招聘的准备不足。本文的目的是制备的表明候选人方法招聘过程的方
式高效地公开了自己的成就。
关键词: 就业、 失业、 职业发展系统
。
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SOFT SKILLS & ECONOMIC EDUCATION
Suciu M-Ch., Lacatus M-L.
Abstract: This paper aims at highlighting the importance of soft skills and economic
education towards an economist’ career management & development within the complex
context of a knowledge-based society. The authors believe strongly that economic
education like life long learning in general is at a turning point. Starting from the most
important requirements of the labour market but taken also into account the trends
regarding the social & occupational evolution in the long-run we have to identify what kind
of skills might make the difference for an economist career management & development in
the new context of the knowledge-based society. We strongly believe that one possible
answer is given by soft skills and the paper includes some ideas with this respect.
Key words: soft skills, economic education, economists, career management &

development, knowledge-based society

Introduction
Economists are highly appreciated today. Economic and businesses
universities were in the last two decades on the top of students choices. In UK, for
instance, in the period between 1992-2010, each year, more than 50,000 students
were chosen to study economics and business. Analysis involving economics
graduates from a number of selected top schools of economics in UK shows nearly
80 percent in employment six months after graduation – with a wide range of roles
and employers, including regional, national and international organizations, across
many sectors. For many students who have decided to become an economist we
had identified that they really believe that this is one of the most attractive career
choices they have. Recent research in the field of career management and labor
market demonstrates that each year thousands of students graduate schools of
economics and business and they do not have difficulties in finding jobs. On the
labor market the demand of economists is still high and the number of new
employed economists remains impressive. According to Occupational Outlook
Handbook only in 2010 in USA were 15,400 economists. For next decade, 20102020, they expect a 6% increase [5].
In Romania, an economist can find a job in the first three months after
graduation, which placed economists in the second position after architects in a job
opportunities hierarchy [12]. The number of students enrolled in schools of
economics and business increased spectacular from 1990.
In the university year 2007-2008 it was achieved the highest number of
students in economic university education and a new record established - 91.884
economists graduated. In spite of doubts regarding graduates employability
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expressed by media, thousands of students chosen to study economics and business
next years. In 2013, the Bucharest University of Economic Studies expects to have
30,000 students. The Bucharest University of Economic Studies is considered to be
“the university with the best visibility from students’ perspective and
employability” in Romania [7].
Research regarding students’ employability shows that even, in these
conditions, there is a mismatch between competences students developed at
university and competences required on the labor market. Typically, universities
put a lot of efforts to produce and deliver knowledge and develop
professional/specific competences while employers are looking for more “soft”
competences [12] such as teamwork, decision-making, and communication — that,
in employers understanding, would help them to become effective employees and
managers.

Competences on the labor market
According to the Job Outlook 2008 survey [3] conducted in USA by the
National Association of Colleges & Employers (NACE), the top characteristics
looked for in new hires by 276 employer respondents were soft skills:
communication ability, a strong work ethic, initiative, interpersonal skills, and
teamwork. Soft skills are considered critical to developing a strong, vibrant
workforce [11].
Research also suggests that soft skills are important not only for first-time
employees, but for the experienced professional too [4]. These skills include
critical thinking/problem solving, leadership, professionalism/work ethic,
teamwork/ collaboration, and adaptability/flexibility [10].
Soft skills are considered skills or competences for the 21st century work
[2]. The most common soft skills mentioned in international and national skills
assessment are [9]: critical thinking, problem solving, communication,
collaboration, and flexibility and adaptability together with other important
analytical, interpersonal skills, abilities, and capacities (see Table 1).
Critical thinking is considered a competency that enables success in a wide range
of occupations and leadership roles that involve think critically and creatively,
share thoughts and opinions, use good judgment, and make decisions.
Problem solving – Problem solving involves goal-directed thinking and action in
situations for which there is no routine procedure to conduct to solution. The
process of problem solving consists in understanding of the problem situation and
its step-by-step transformation and implies planning and reasoning. Problem
solving is strongly related with critical thinking. Both refer to the ability to use
knowledge, facts, and data to effectively solve problems, in other words to think
independently, assess problems and find solutions. Problem solving has become a
key component for workplace success.
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Within an economy that demands flexibility and innovation instead of
repetitive tasks, problem solving skills are positively related with highperformance.
Table 1: 21st-century main important competences
Analytic
Interpersonal
Ability
to
skills
skills
execute
Critical
Innitiative and
Communication
thinking
self direction
Problem
solving
Decision
making
Research and
inquiry

Collaboration
Leadership
and
responsibility

Productivity

Information
processing
Information
literacy
Media literacy
Digital
citizenship
ICT operations
and concepts

Capacity
for change
Creativity/
innovation
Adaptive
learning/
learning to
learn
Flexibility

Collaboration is considered a broader concept that requires both effective
communication skills and also a broader sensitivity to co-workers: “In an
increasingly interdependent world, individuals need to be able to engage with
others, and since they will encounter people from a range of backgrounds, it is
important that they are able to interact in heterogeneous groups” ([5], p. 5).
Teamwork involves building relationships and working with other people:
cooperatively; contributing to groups with ideas, suggestions, and effort;
communicating (both giving and receiving information); responsibly; showing
respect for different opinions, customs, and individual preferences; participating in
group decision-making processes.
Networking is important as a strategy for career development and
exploration. A personal network is a group of people that interact and exchange
information and experiences for both social and potential professional reasons.
Most people actually learn about job openings through friends, relatives, or others
who are part of their personal network, and because each person in a particular
network has a network of his or her own, the potential contacts can grow
exponentially. Networking can lead to informational interviews and great exposure
for potential jobs’ candidates. Social networking became more important as the
internet became part of the daily life and has significantly changed the way people
connect each another, do business, and socialize. Social media develops social
skills, digital competence and do research. Social networking can open up a new
world of communication, integration, and community participation.
The most important 21st century competences can be grouped in five broad
categories: analytical skills, interpersonal skills, ability to execute, to process
information and capacity for change.
An extended list of the 21st century competences and skills would include:
creativity/innovation; critical thinking; information literacy; problem solving;
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decision making; flexibility and adaptability; learning to learn; research and
inquiry; communication; initiative and self direction; productivity; leadership and
responsibility; collaboration; ICT operations and concepts; digital citizenship;
media literacy. Based on the analysis of more than 2.000 interviews with
employers – small, medium and large-sized companies a competence model which
includes 14 key competencies was developed in Czech Republic [1]. The “soft”
competences identified are: (a) effective communication; (b) co-operation; (c)
entrepreneurship; (d) flexibility; (e) customer orientation; (f) efficiency; (g)
independence and decisiveness; (h) problem solving; (i) organizing and planning;
(j) life-long learning; (k) proactive approach; (l) stress resiliency; (m) exploring
and orientation in information; (n) communication in foreign languages.
The gap between academic education and required skill sets on the labour
market for different industries has been addressed on several occasions, especially
in ITC oriented branches, Problem Based Learning was subject of several
academic studies covering best practices in academic education [13]. Some authors
illustrate the importance of some soft skills and values as work readiness skills for
the vocational graduate. The challenging situation of today’s economy means that
it is no longer sufficient for graduates to have only knowledge of an academic
subject; it is required for student to increase the skills which will enhance their
prospect of good employment [15]. In addition, the attributes (knowledge, attitudes
and abilities) of the graduates seems to be very decisive in the workplace which
ultimately empowering the student as a critical life-long learner [14].

Competences required for the career management & development in
the case of an economists
A typically description of the work an economist is supposed to perform
indicates activities and operations like: analyzing data and statistics, identifying
trends in economic activity, economic confidence levels, and consumer attitudes,
assessing information based on statistical analysis, recommending methods/ways
to improve the efficiency of a system or take advantage of trends.
The Occupational Outlook Handbook [5] presents ‘quick facts’ about
economists and their duties. The job description indicates the main categories of
activities economists do: research; analyze economic reality; conduct surveys,
collect data; analyze data based on models and statistical techniques; prepare
reports that present research results; interpret & forecast market trends; advise
businesses, governments, and individuals on economic topics; design policies or
make recommendations for solving economic problems.
In order to act in a competent, effective and efficient way an economist life
long learning education requires mostly [5]:
– Analytical skills. Economists must be able to review data, observe patterns, and
draw logical conclusions. For example, some economists analyze historical
employment trends to make future projections on jobs.
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– Critical-thinking skills. Economists must be able to use logic and reasoning to
solve complex problems. For instance, they might identify how economic trends
may affect an organization.
– Detail oriented. Economists must pay attention to details. Precise data analysis
is necessary to ensure accuracy in their findings.
– Math skills. Economists use the principles of statistics, calculus, and other
advanced issues in mathematics in their economic analyses.
– Speaking/communication skills. Economists have to be able to explain their
work to others. They may provide presentations, reports, or advise clients on
economic issues. They have to explain economic concepts to people who don’t
have a background in economics.
– Writing skills. Economists have to be able to present their findings clearly.
Many economists prepare reports for colleagues or clients; others write for
publication in journals or for news media.
From an economist point of view critical or essential competences are:
communicating complex concepts to fellow economists and lay people;
communicating clearly in writing; thinking strategically and relate means to ends;
abstracting (balance simplification and relevance); using diagrams appropriately;
applying economics knowledge to real world situations; dealing with complexity;
communicating clearly in speech; solving complex problems; being sensitive to
social/cultural/political issues; using evidence to build models; being objective;
using debating skills; undertaking research independently; working effectively as
part of a team; locating principal sources of information effectively; using ITC
effectively; organizing, interpreting and presenting quantitative data; applying
economics knowledge to real world situations [6].

Training of trainers. Teaching competence in Economics
Many economists agree that the purpose of teaching economics mostly at
the university level should be more like understanding the economic way of
thinking. As Garry Becker would say, ‘looking at life’ economics professors would
not have just to inform students in respect with economic ideas and theories. That
means that, while teaching, economics professors would use chains of helping
students to understand the economic way of thinking. So formative tools should be
more important for an economics professors than the informative one [8].
Moreover, economics professors and trainers are expected to:
– identify trade-offs & incentives in the context of existing constrains;
– apply both positive and normative analysis, emphasizing the differences
between what is and what ought to be perspectives;
– derive implications from different changes (in demand, supply and prices etc);
– explore the consequences of aggregation;
– describe implications of changes in economic institutions and policies;
– interpret data to evaluate and refine an existing understanding of economy;
– check the validity of hypotheses about how economic agents make choices.
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This is what is usually considered ‘thinking like an economist’. Economists
are supposed to have problem-solving skills and to use analytical reasoning
techniques and principles of economics. They need creative skills to frame
questions, to select pertinent data and identify tools and principles that apply to
particular problems, to understand or explain unexpected results.
One important principle in economics is the ceteris paribus one.
According to this principle, economic analysis shouldn’t examine many forces
simultaneously. At a time, it should focus on one important factor, abstracting all
the others. This involves using a simplified theoretical model, based on the
assumption that only one factor is changing and all the others are fixed, to
understand complex situations. The strength of economic analysis is the provision
of focus and clarity, while the weaknesses are consequences of too much
simplicity.
Economic approach is focused on decision making techniques and how
choices are made and on consequences of choices too. Three aspects need to be
underlined in respect to this: (a) comparison of alternatives; (b) measuring the costs
of each alternative in terms of opportunity costs; (c) rational decision is the less
costly one, in other words - the most efficient one.
Major in economics implies solid knowledge on economics: micro-,
mezzo-macro, and international economics. At an introductory level fundamental
economic concepts are introduced to students and is demonstrated how economics
is applied to real life situations. The main purpose of introductory economics is to
reveal the power of economic analysis and its practical utility. At an intermediate
level, students are focused on economic theory and usefulness of theoretical topics
and paradigms. For to achieve these objectives in teaching economics, the theory is
confronted with data, models are applied to various problems and outcomes of
alternative theories are compared. At this level, students are asked to apply what
they have learned and exercise critical thinking. Quantitative methods courses are
focused on: (a) measurement of economic variables; (b) organizing, working with
and manipulating data for the purpose of comparison; (c) testing hypothesis
empirically; (d) interpreting statistical data and results. Additional elective courses
are focused on historical, international and political topics related to economics economic history, history of economic thought, comparative economic systems,
and area studies. On a deeper level of preparation, generally considered as
intellectual maturation, students are required to apply what they have learned to an
economic problem. So they are required ‘to act as an economist’. That involves
students formulate questions, gather structures, analyze information, and draw
conclusions in oral and/or written form. It also involves establishing of ‘capstone
experiences’ (special seminars, honor research projects or independent studies).

Summary
Based mostly on the literature review (important when we want to
implement a new way of thinking and acting in an efficient and effective way) the
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paper suggests that we are on a turning point regarding economic education. Soft
skills are crucial for the complex and dynamic process of career management &
development for an economist mostly within the knowledge-based society context.
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UMIEJĘTNOSCI MIĘKKIE I EDUKACJA GOSPODARCZA
Streszczenie: Niniejszy artykuł ma na celu podkreślenie znaczenia umiejętności miękkich i
edukacji ekonomicznej w kierunku zarządzania karierą i rozwojem ekonomisty w
złożonym kontekście społeczeństwa opartego na wiedzy. Autorzy przekonani są, że
edukacja ekonomiczna, podobnie jak uczenie się przez całe życie jest w punkcie zwrotnym.
Zaczynając od najważniejszych wymagań rynku pracy, ale biorąc również pod uwagę
tendencje w zakresie społecznej i zawodowej ewolucji w dłuższej perspektywie musimy
zidentyfikować jakiego rodzaju umiejętności mogłyby coś zmienić w zarządzaniu i rozwoju
kariery zawodowej ekonomisty w nowym kontekście społeczeństwa opartego na wiedzy.
Jesteśmy przekonani, że jedna możliwa odpowiedź to umiejętności miękkie i niniejszy
artykuł zawiera kilka pomysłów z tym zakresie.
Słowa kluczowe: umiejętności miękkie, edukacja ekonomiczna, ekonomiści, zarządzanie i
rozwój kariery zawodowej , społeczeństwo oparte na wiedzy.
软技能和经济教育
摘要：本文旨在强调软技能和经济学家对经济教育的重要性的职业生涯管理和发展
在复杂背景下的一个以知识为基础的社会。作者强烈认为，经济教育就像生命长学
习一般是在一个转捩点。但还采取进入劳工市场的最重要的要求从开始考虑有关社
会的趋势，从长远来看我们要找出什么样的技能的职业演变可能区别为经济学家职
业生涯管理与发展上下文中有新的以知识为基础的社会。我们坚信由软技能给可能
的答案是，纸张包括这方面的一些想法。
关键词： 软技能、 经济教育、 经济学家、 职业生涯管理和发展、 以知识为基础的
社会。
。
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EMPLOYEE’S DEVELOPMENT AS A FACTOR OF COMPANY’S
SUCCESS AT DYNAMIC MARKET
Lis T., Bajdor P.
Abstract: Changes in the modern enterprise are necessary. This follows directly from
market volatility. The effectiveness of the organization is determined by the efficiency of
its employees. Therefore, the improvement of the company is primarily related to the
improvement of its human resources. This applies to all employees, regardless of its role
and position in the organizational structure.
Key words: employee, advancement, organizational structure, organizational culture,
changes

Introduction
Although management is a relatively young science, traces of its practice
can be found in antiquity. As noted by RW Griffin, while building the pyramids,
Egyptians successfully, had been using the functions of planning, organizing and
controlling. In turn, the famous Macedonian king Alexander the Great, during the
military campaigns, had based on military coordination, using the staff
organization. In the Roman Empire, to improve communication processes and
controls, an effective organizational structure had been implemented. Its features
and concepts can also be found in the activities of the Sumerians, Babylonians,
Chinese, Greeks, and the Venetians. Also Socrates, Plato and Alfarabi wrote about
the solutions used in the management [16].
It should be noted that virtually every human activity, both in private life
and professional life, is associated with a constant planning, organizing,
controlling, monitoring, implementation, etc., simply the management. In relation
to work life man/employee manages: its workplace, group of people, department,
subsidiary, company. It depends on its position in the organizational structure.
Every human activity associated with its normal functioning always brings some
certain results.
They may be intended and expected, but also more or less vary from it. At
the same time, each activity enables individuals to gain: knowledge, experience,
skills. It can be said that, with time passes, he acquires competence in his
operations. Competence, whose source is personal life only are limited. With
communication, man has the ability to acquire and use "work effects" of other
individuals. The desire, aptitude, capabilities, and the ability to assimilate the
experience from all sources is an essential part of building self-esteem and
optimizing any action taken. This applies to both, private and work life.
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Top management and company’s management optimization
Man in working life is the creator and executor of management, he is also an
element of directly receiving and suffer from the consequences of its impact. In this
regard, we can say that it is "the essence" of management. In the literature there is a
number of different definitions of business management. Based on the work of
Joseph Penc, management is [20]:
1. Management is the process of designing and maintaining a good state of
relations with the environment, in which the units working together in groups to
effectively achieve the selected goals,
2. Management is the process of planning, gaining a power and evaluation efforts
of human teams working for a common goal".
These definitions indicate diverse: aspects, trends, needs and problems of
management. Regardless of whether their content includes, directly, reference to
"man", role played by him and functions performed, indirectly, he has crucial
meaning in it. This situation also occurs in the context of considering the definition
in functional (employee-oriented) and institutional (organizational) aspect. Based
on this division, definitions of management, according by M. Mroziewski can be
summarized as follows [17]:
1. "In terms of institutional management is conceived as a group of people, which
was delegated, in the organization, to issue commands to other members of the
organization. In this sense, management make all employees of the
organization, who took the functions of supervisors, or managers from the
master, and ending on presidents,
2. "The functional approach refers to those activities, that are directing the work
process, i.e. all actions necessary to perform the tasks that must be completed,
so the organization (company) has achieved its goals."
In modern times, which are characterized by brisk changes in technological
development, requirements and expectations of customers and the pressure of
global competition, it is necessary to introduce a new approach to management.
Approach that will take into account the flexibility of the organization and the
possibility of self-regulation. Knowledge, skills and competence management that
will respond quickly to changes in the environment are crucial.[20]
Managing a business involves a series of steps, the implementation of the
right way and in the right order, which is intended to provide the intended purpose.
These activities have an impact on both, the employees and the external
environment. Their grouping allow to specify the basic functions of management,
which include: planning, organizing, motivating and controlling. Although there is
a clear distinction between the various functions of management, however, none of
them does not exist by itself. They are closely related and conditioned. Their
specifying is aimed at facilitating and streamlining the management process.
Getting set up, by the company, objectives requires effective management,
for which, closely the management team is responsible. Considering the functions
of management, function of steering leadership must be mentioned - Table 1. On
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the top management depends proper shaping and maintaining the organization's
work.
Table 1. Functions of leadership management and competencies related to them.
Mentor function
Self understanding
Effective communication
Employees’ advancement
Moderator function
Building teams
Making decisions in groups
Conflict management
Moderating function
Information management through critical thinking
Dealing with information overload
Basic processes management
Coordinator function
Project management
Work project
Multifunctional management
Controller function
Formulating and transmission of vision
Goals determination
Projecting and organizing
Producer function
Personal efficiency
Caring for environment of efficient work
Time management and dealing with the stress
Agent function
Building and keeping power fundamental
Negotiating contracts and commitments
Presenting the concept: effective verbal presentations
Innovator function
Acceptable changes
Creative thinking
Change management
Source: [9, p.43]

Due to the high dynamics of the contemporary market, from management
function, are particularly important ones, which are related to the enterprise
matching to constantly emerging new challenges. Linked to this is the need of:
matching purposes, change in strategy, organization structure. Responsibility for
the optimal functioning of the company rests with the management team. It must
coordinate resources: human, material and immaterial. Organize work so the
objectives of the unit were similar to the objectives of the enterprise as a system.
On the other hand, the implementation of tasks, assigned to their positions
(regardless of their position), as well as those commissioned by management,
arising out of the needs of "the moment", requires the right approach, abilities and
attitudes of employees. It is therefore clear that the company is understood as the
team, gathered in the "framework" to achieve one common goal "market success",
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core values are: knowledge, competencies, skills, abilities, etc.. Their lack or
limitation always lead to distortions, the deterioration of the competitive position,
or a complete failure.

Shaping organizational structure and culture as a task of modern
manager
In modern enterprises increasingly move away from a model, in which the
dominant role play individuals specialized in specific tasks. This applies to both
individual employees and departments. In the same time, draws attention to
teamwork and integration of activities across the entire organization, as well as the
discretion of individual units. This follows from the assumption that the
optimization of the operation is only possible through: cooperation, subordination
to “unit’s” targets to the whole, the implementation of tasks by the team with the
best abilities of employees. To achieve this, it is necessary to form a flexible and
not very complex organizational structure and develop appropriate organizational
culture. The aim is to optimize the acquisition, spread and use of knowledge among
and by the employees. This means not only of the knowledge acquired from the
external environment, but also one whose holders are the employees themselves .
Flexible structure and focused on the development, organizational culture
have allowed the company in a short time, to respond appropriately to market
events. The decision making process must be carried out quickly and
simultaneously be the most effective. Clear division of responsibilities in a
hierarchical structure is always a reason for extending the time required to reach a
decision. In a dynamic market, it has a negative impact on their effectiveness. One
of the most important causes are the problems associated with the process of
communication. The emotional nature of man and the redefinition of their position
are factors significantly deteriorating its course and achieved results. Optimizing
the management in this regard, is to improve communication, overcoming the
division of actions taken, building trust and appropriate incentive. The organization
becomes more flexible entity able to respond quickly to the rapidly emerging
phenomenon. Play a key role in the employees, whose commitment, knowledge
and ability to promote mutual cooperation for innovation and building competitive
advantage.[21]
One of the most important actions taken by the manager is communication.
Continually collects and disseminates information at the same time. According to
Mintzberg H. "Communication is not only a lot of time-consuming activity
manager, but the foundation on which his work is based”[16]. The communication
process applies internal and external environment: employees, customers, partners,
etc.. Basis of communication is the statement "one of the key conditions for the
existence of the relationship is the fact that each party has something that depends
on what the other party and the relationship that both parties consider to be
appropriate and desirable to take common interests”[4]. Each participant
cooperation is interested in transferring and receiving appropriate value. But in
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order for that to happen it is necessary to initiate and continue the exchange of
information.
Managing employees are not the requirements, expectations, obligations
and control only. Equally important are efforts to motivate, including encouraging
the development of (own and general). Clarifying expectations, managers must
leave some degree of freedom. You cannot create a climate of fear. The employee
needs to know, that in certain situations, he may be wrong, which does not entail
negative consequences. It is an important element of development, during which
there may be some problems. It concerns the development of the individual
(knowledge, skills) and organizations (eg innovation). Creating appropriate
working conditions, requires guarantee of job security. Employee uncertain about
tomorrow, is not able to fully engage in the duties performed, is less (or not at all)
interested in the development of themselves and the company.
Appropriate organizational culture greatly influences the optimization of
process information. With trust, freedom of exchange, active involvement in the
life of the company, employees are interested, not only, in hiring, but in the transfer
of information as well. Information, as well as the resulting knowledge are
amplified and propagated in a short time. The set of information that come to the
decision maker are of high quality: timeliness, completeness, etc.. Undertaken on
the basis of their decisions are valuable, have less risk of failure and what is very
important is implemented in a short time.[18]
Creating and then maintaining an appropriate level of organizational
culture, has great importance in relation to the effectiveness of knowledge
management [5]. Attention to signals within the company and in its external
environment should be paid. You cannot, at the same time, take into account only
"strong" signals, but also be sensitive to the "weaker". Then is possible to quickly
prepare adequately for the upcoming danger and take advantage of emerging
opportunities. Signals are receptors in the enterprise employees. Management of
their work requires from the managers large and broad knowledge and skills. This
is all the more important that, the manager is also the direct recipient of the effects
of their work. It should be noted that the effectiveness of the decisions made by
managers, is directly dependent on the results of their work in terms of building
relationships and relationships - the culture and organizational structure.[12]
The greatest sources of knowledge are usually held by only a selected
group of people. The loss of, any of these key employees, have a very negative
impact on the liquidity of the organization. Is a gap difficult to fill. Therefore, you
must take action to limit the number of undocumented knowledge. Manager should
also provide the conditions for the extraction and duplication of knowledge,
especially the hidden one. Close cooperation of employees takes place on the basis
of mutual trust and strive for a common goal, is the basis for the exchange and
transfer of knowledge in the enterprise. On the effective use of knowledge
possessed by each individual, the greatest impact on their ability to work together
and create groups. The group consists of a number of individuals with expertise
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relating to such performance. Knowledge Group takes place among the group's
members. The characteristic is that, it can be both greater and less than the sum of
knowledge elements of the team. It depends on the mechanisms of transformation
of knowledge an individual in a group. Increasing its value is as a result of mutual
contacts with nature: dialogue, shared experiences, observations and discussions.
Knowledge Group obtains the form of one coherent resource, that so difficult to
duplicate and follow may become a factor of competitive advantage.[14]

Management – employees relations and company’s effectivity
The proper use and the acquisition of knowledge, is related to the need
continuous improvement of employees. You cannot be limited only to their skills
and experience. Knowledge is not just information flowing into employees at
various levels of management. What counts as knowledge relating to the skills of
their practical use. Employees must be open to "new". This applies to both new
techniques and technologies, but also the concepts and methods of management.
Knowledge must be acquired from all possible sources. Any restriction in this
regard, affects the efficiency of its practical use, which directly translates into
efficiency and effectiveness of the enterprise. A special role in the acquisition of
knowledge by employees, managers play. They must ensure that the conditions for
the deepening eg by optimizing the organizational culture, based on systems to
motivate and encourage greater involvement of employees in the organizations.
Employees need to see the goal of self-improvement, both personal and general.
Acquiring knowledge has to be a natural process, no one should be forced into it.
Employees in addition to performing their regular duties, must be left some
autonomy. Only in this way, will be able to create new solutions, and presenting
ideas in order to improve their own work, as well as the entire organization.
Executives seeking to develop employees should [7]:
– activate the creativity of employees,
– ensure the possibility of free presentation of ideas,
– predict the load employee time to analyze the work, so their own and the
organization,
– to strengthen contacts with employees,
– employees realize that mistakes are inevitable and indispensable element of
learning.
Employees are one of the most important resources. This is from the
effects of their work depends on the effects of the system. Have and use tangible
and intangible assets. Managing people is often referred to key in the overall
management of a business entity. It depends on the development of employees,
stagnation or regression of the company. This management is defined as "a set of
activities which: spacing, favoring the development and motivation people need
organization to fulfill its objectives. (...) Is to entrust people to certain performance
targets and control from the perspective of the logic of the system" [11].
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An important problem management is to strive to have employees with the
greatest knowledge, skills, experience and ability to cooperate. It is clear that
achievement in this regard optimality is virtually impossible. The desire to have the
best personnel is associated with staff turnover. Encourage and recruit those with
the desired properties and characteristics, is usually a challenge. Financial
considerations are not only a motivating factor, but also the possibility of selfrealization. It is characteristic, that in the case of hiring the best, often they did not
fit into the company but vice versa.[15]
Functioning in a dynamic market is associated with the changes. Entering
the innovative solutions, necessary because of the competitive struggle, will rise at
the same time disturbances and problems among employees. The role of managers
is to explain: the objectives, conditions and requirements of the input, as well as the
expected impact, both positive and negative. Bridging the status of risks and
uncertainties is encouraged to actively participate in innovation. This reduces the
risk of failure due to a lack of acceptance and resistance among employees. Due to
the fact that the changes are related to one side of the opportunities and the
emergence of new opportunities, but on the other with fear and uncertainty of the
future, the role of management is to raise awareness of the employee to the
organization, to create an environment that will foster innovation [13]. It is
important that this peculiar culture of the organization was not introduced only in
situations when decisions are made about the need for change, and was cultivated
on a daily basis.[19]

Summary
Management as a generic term related to organizing, conducting,
controlling, decision and supervision of "life", can be assigned to each person.
However, the current understanding of management is associated almost
exclusively with economic activity. Whether it should be noted. that it is assigned
to man. Since it depends on his character and produced effects. Thus, the
improvement of the organization is actually a derivative of improving employee.
The aim is not only about the people on the highest levels of the structure, but
every employee in the company. On the effects of work organization are made up
results of work of each of its elements.
Today's markets are characterized by high dynamics of change. In fact,
such an undertaking aspirations of gaining a competitive advantage must constantly
adapt and evolve. To make this possible it is necessary to have adequate staff. It
must be characterized by their possession of much knowledge as possible and
desired skills. They must also be able to cooperate.
Optimizing company human potential depends directly on the management
team. It is its mission to manage human resources. In its scope includes: selection
and rotation of workers, the introduction of incentive, training, etc. Managers must
ensure adequate working conditions. They also need to create a platform allowing
free exchange and dissemination of: knowledge, skills and experience. Thanks to
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all employees become one compact assembly, whose primary objective is to
achieve market success.
The ability to make optimal use of both individual and collective effects of
work, requires employees and maintain an adequate organizational structure and
culture. Culture is to: motivate employees realize their own advantages and
opportunities to realize their role, create relationships based on trust. Optimization
of the technical aspects of creating relationships in the enterprise, is a task
introduced organizational structure. One of the most important features that should
have is flexibility.
The functioning of the organization, like every human life, takes place
under conditions of constant change and uncertainty upcoming events. The role of
management is here to organize and maintenance work to ensure optimality of
obtained results. This involves continuous modification of the current state, in
order to adapt to the future. It is necessary to have extensive knowledge about the
company and its environment. Also important is the ability to cooperate, capture
weak signals, high-speed matching facts, organize work in a way that allows the
maximum use of the potential of all employees.
An essential component of the manager's work is a reality of continuous
improvement, gaining experience and gaining knowledge.
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ROZWÓJ PRACOWNIKA CZYNNIKIEM SUKCESU PRZEDSIĘBIORSTWA NA
DYNAMICZNYM RYNKU
Streszczenie: Zmiany we współczesnym przedsiębiorstwie są koniecznością. Wynika to
bezpośrednio ze zmienności rynku. O efektywności funkcjonowania organizacji decyduje
efektywność jej pracowników. W związku z tym doskonalenie przedsiębiorstwa jest przede
wszystkim związane z doskonaleniem jego kadr. Dotyczy to wszystkich pracowników,
niezależnie od roli i pozycji w strukturze organizacyjnej.
Słowa kluczowe: pracownik, doskonalenie, struktura organizacyjna, kultura organizacyjna,
zmiany
员工的发展作为公司的成功在动态市场的一个因素
摘要： 在现代企业中的变化是必要的。这直接遵循市场的波动。由其雇员的效率决
定本组织的效率。因此，改善本公司的主要原因是其人力资源的改进。这适用于所
有雇员，不论其作用和组织结构中的位置
關鍵詞：員工，改善，組織結構，組織文化，變革。
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AN EVALUATION OF REGIONAL DEVELOPMENT IN THE
CONTEXT OF ECONOMIC AND ENVIRONMENTAL BENEFITS
Nowak S., Ulfik A.
Abstract: Local government units have an important role in creating local policy on
building energy security. Their targeted and proactive actions may result in a significant
reduction in consumption of used media, which correlates with a reduction in harmful
emissions and reducing their costs. In this article is an attempt to determine the impact of
management actions set related to monitoring media consumption to reduce their
consumption by local government units of Częstochowa. The studies include the analysis of
the results of monitoring conducted since 2003, of the consumption of energy and water
media based on the data transferred from the 118 educational buildings administered by
institutions subject to the city. Determination of the factors generating tangible
environmental benefits and financial results can enrich the knowledge base for possible use
in other local government units but also to provide measurement in the study of human
development in terms of understanding and respect for the common good.
Key words: energy management, energy security, public goods, level of social
development, local government

Introduction
Local government units have to fulfill a number of tasks of the
municipality. One is to ensure the smooth functioning of the system of public
buildings and facilities for education. This involves covering the operating costs of
the buildings, in particular, cover the cost of supply of electricity, heat, water
supply and sewage. Here it is important also creation of local policy on energy
security. Active measures may result in a significant reduction in consumption of
media used, which correlates with a reduction in harmful emissions and reducing
their costs. Monitoring the media consumption of energy and water delivery and
sewage disposal allows for active management on managerial actions. The aim is
to optimize the use of media and reduce operating costs. Studies suggest that the
evaluation of the results achieved through management activities and increase
awareness of the users surveyed objects leads to significant environmental benefits
and cost savings.

Local government as a creator of local energy policy
European Energy Policy [1] provides a framework for the construction of a
common energy market in which energy production is separated from the
distribution, and a key priority is to ensure security of supply and network of
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energy media. One of the main objectives is protecting the environment in the area
of air quality and resource efficiency including also fuels.
Polish Energy Policy 2030 adopted by the Council of Ministers on 10 November
2009 positively responds to the requirements and priorities outlined in the
European policy documents, giving the key areas of impact include:
– improving energy efficiency in generation, transmission and energy
consumption,
– improve the level of energy security, based on its own resources of raw
materials,
– increasing the use of renewable energy sources,
– the development of competitive fuel and energy markets.
All of these elements are also relevant to the local energy, shaped and
implemented at the level of local government units. The European Union assigns a
special role hosts and organizers of the making and implementation of local energy
policy. According to The Polish Constitution it is local government unit. The
provisions of the Polish Energy Policy oblige governments to implement targeted
actions, enabling complete commitments to improve energy efficiency, use of
renewable energy sources and reducing CO2 emissions into the atmosphere by
using the following tools:
– implementation of the plans, taking into account the priorities of energy policy,
including the applying of public–private partnerships,
– planning, to ensure the implementation of energy policy in the effective supply
of land development in the energy utilities in the implementation of the
principle of minimal impact on the environment,
– developing local strategic documents for the procurement community in energy,
which are the assumptions and plans for the supply of electricity, heat and gas
fuels supply,
– take actions that lead to efficient managing energy and fuels, by implementing a
catalog of actions consistent with objectives of the National Action Plan for
Energy Efficiency.
Local authorities implementing principles of sustainable development must
work with all local institutions and more than local social organizations and NGOs,
as well as businesses and residents for whom quality of life is a measure of the
degree of satisfaction of their needs. These needs relate to areas such as public
safety, housing, health care, education, access to cultural objects and achievements,
communication, work, adequate (not degraded) environment, access to energy
utilities, which the progress of civilization of the area, allow for placement
development and the realization of the investment in services and manufacturing.
It should be noted that the municipality is required to carry out their duties
in accordance with the national energy policy. The condition of the proper use of
energy resources by the community is multi–faceted education population in this
area. These actions result in joint initiatives, allowing for improved quality of life
in the area of low emission reduction and air quality improvement. Moreover,
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contribute to the creation of civil society, actively involved in decision–making on
sustainable development of the local economy, energy and the environment [2].

Energy and environmental management as part of management of local
government
Under current trends, management is not just an organization or company.
In equally applies also to local government units. Its proper functioning is
dependent on correct undertaken and carried out management processes. Therefore,
the definitions describing the management of the organization can safely refer also
to the local government units, which are a specific form of organization
implementing public tasks [3]. Effectively implemented process of managing
energy and the environment, which is part of the energy policy community,
resulting in benefits for both the financial and environmental [4]. First, local
governments need to address the management of public services, property
management and then only after the management of energy and the environment.
Although the management of energy and the environment is becoming
more and more important in the activities of the municipalities are responsible
cannot be forget about the other obligations of the entity which is the unit of local
government. Energy and environmental management will be effective and will
benefit only when combined with effective management of services and
infrastructure that must meet, inter alia, the necessary technical requirements. This
process can also be used in communal housing, where the main goal is to improve
the quality of life and the positive impact of the activities carried on air quality.
Management actions implemented in urban infrastructure are interrelated and
together constitute the only efficient and effective management process.
Implementation of measures in the field of energy and environmental
management can significantly reduce energy consumption while maintaining or
improving the living standards of modern societies. In this area are crucial
investments in the field of thermal insulation and heat changes for greener [5].

Evaluation as a process of economic benefits and environmental
The term evaluation means to estimate value. In practice, the Polish
government mid–90s this term, however distorted, explaining it as a rating.
However, evaluation is a process in which assessment is only one element.
Moreover, the evaluation also creates a discipline, field of knowledge, combined
with the practice of applied sciences of public policies [6]. The adoption of an
appropriate definition of the evaluation depends on the subject matter and other
elements of its specificity. Therefore broadly speaking, the evaluation is the
systematic study of the socio–economic gathering evidence, evaluating and
providing information on the quality and value of the program, project or policy
[7]. It can also be successfully used as one of the modern trends in the management
of power consumption [8], heat and water. In this way, an evaluation may be of
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paramount importance to reduce the total cost of media consumption. Evaluation is
an important step in the life cycle of public policies. It should not be construed as
bureaucratically imposed, unnecessary and expensive element. Properly conducted,
can first of all reduce the allocation of public funds for activities irrelevant,
ineffective, inefficient and not benefiting society [6].
In the private sector effectiveness is easily verified by the mechanisms of
the free market. However, public sector activities, although often carried out under
market conditions, there can only be evaluated from the perspective of profit. The
criteria for evaluation of public programs are varied and depend on many factors,
including prevailing beliefs or current social needs [6]. The evaluation is based on
a systematic research process, provides criteria, methods and means to assess the
reasonableness of public action [7]. Measures to promote evaluation in the public
sector in Poland, focused primarily on improving the knowledge and skills of
officials involved in the management of public funds.

Energy and environmental management in public buildings
City of Czestochowa since 2003 implements the program "Energy and
environmental management in public buildings." It involves carrying out full
monitoring of utility consumed and water and wastewater facilities for up to 120
under the local government unit. Detailed reports provide technical, operational,
and energy analysis conducted analyzed objects form the basis of a unique
knowledge base operating costs of educational facilities. Based on the obtained
values are used to monitor the operation of facilities and costs incurred by them.
Obtained data from individual objects and their mutual statement gives you
the ability to make the right management decisions. Analysis of media
consumption allows you to make recommendations on the systems operational.
The acquisition of technical data objects and use these objects of utility support
decision–making process of upgrading some systems and retrofitting activities.
The impetus to introduce monitoring of educational institutions in the city
has been observed high operating costs and the high volatility compared to similar
objects.
Before the introduction of the obligation to report quantities consumed
administrators media objects independently administered the media and
educational institutions bear the charges in accordance with the terms of their
provision, proposed by the utility companies. Most often, this resulted in inflated
costs for supplied utilities and their excessive consumption, resulting from the lack
of expertise in this field among administrators objects. In addition, complex and
powerful business tariffs significantly impede optimization of costs for media
delivery. It should be noted that in the case of educational facilities costs shall be
borne by the municipality thus reducing operating costs directly affects
implemented by the local government budget.
Implementation of the energy and environmental management in public
buildings delivers real environmental and economic benefits. Table 1 and figure 1
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shows a summary of water consumption and sewage disposal in the years from
2003 to 2012 in 118 educational facilities covered by the program. The base score
assumed consumption in 2003 and reported savings relate to the base year 2003.
The introduction of monitoring of water and sewage lead to a reduction of water
consumption and the need to receive sewage reduced the value of 527 783 m3, to
the level of 1 486 157 m3, representing 26,21% of the consumption in the period of
time. It should be noted that the evaluation process meant that for the first seven
years of operation of the monitoring system has been gradually reduced the amount
of water used from the 201 403 m3 in 2003 to 127 164 m3 in 2009. In subsequent
years, consumption of water is maintained at a level of from 131 490 m3 to 134
576 m3, which means reduction of water consumption ranges from 66 827 m3 to
69 913 m3 per year. The mechanisms introduced for monitoring and control of
media consumption and the resulting effect of reducing water helped reduce the
costs incurred by the local government. Given the increasing costs of providing
water and sewage Czestochowa city in 2012 saved 149 344 Euro and together in
the period gave the amount of 947 839 Euro. Figure 1 shows the graphical changes
arising out of the use of monitoring.
Table 1. Changes in water consumption and sewage disposal, and their economic
effect in 118 educational facilities in Czestochowa during 2003 – 2012 (own study)
Price for
The cost of
Reduction of
supplied
providing
Savings
Water
water
water and
water and
relative to
consumption
Year
consumption
sewage
sewage
2003
disposal
disposal
[m3]
[m3]
[Euro]
[Euro]
[Euro]
2003
201 403
–
1,31
263 187
–
2004
183 797
17 606
1,33
244 070
23 380
2005
159 275
42 128
1,38
220 326
58 276
2006
145 259
56 144
1,48
215 184
83 171
2007
139 770
61 633
1,53
213 378
94 091
2008
129 064
72 339
1,71
220 370
123 515
2009
127 164
74 239
1,88
239 043
139 554
2010
134 576
66 827
1,96
263 389
130 792
2011
131 490
69 913
2,08
274 060
145 717
2012
134 359
67 044
2,23
299 291
149 344
–
Together:
1 486 157
527 873
2 452 297
947 839
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Figure 1. Changes in water consumption and sewage disposal, and their economic
effect in 118 educational facilities in Czestochowa in the years 2003 – 2012
Source: own study

Studies on changes of heat energy supplied for educational facilities in
Czestochowa, was based on data provided from the municipal system of media
monitoring. Analyzing the data of district heat consumption in buildings of
education in each year must be taken into account changing weather conditions and
the length of the heating season. Table 2 provides data on the heat energy
consumption in 118 educational facilities in the years 2003 to 2012 and weighted
average temperature and length of the heating season. This made it possible to
estimate the heat energy consumption taking into account changes in temperature
and length of the heating season, taking the base year 2003. Due to the lack of data
on the length of the heating season and the weighted average temperatures in 2012
cited value does not include adjustments related to changes in temperature and
length of the heating season in 2012 and ends in 2011.
Analysis carried out on the basis of the changes in the environmental
conditions as detailed show achieved savings from management actions. Analyzing
values of heat energy as well as the adjusted values of power consumption (table 2)
it should be noted that in various years has clearly limiting the energy consumption
of 175 199 GJ 128 469 GJ value and after the correction 122 509 GJ. The greatest
relative reduction in energy consumption to the value of 107 652 GJ occurred in
2007, taking into account the relatively high average weighted temperature of
278,85 K and the length of the heating season 245 days.
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Table 2. Consumption of heat energy during the heating season to take account of
changes in temperature and length of the heating season in relation to 2003 (own
study)
Average
Heat energy consumption
weighted
during the heating season to
Heat
temperature
take account of changes in
Number of
consumption
during the
temperature and the length of
Year
heating days the base of the heating season
heating
season
in 2003
[GJ]
[K]
[GJ]
2003
175 199
274,89
209
175 199
2004
150 036
276,18
215
145 167
2005
138 276
275,88
216
133 312
2006
129 339
275,01
193
140 000
2007
128 015
278,85
245
107 652
2008
137 047
278,91
236
119 616
2009
138 382
277,22
216
132 771
2010
149 747
277,47
266
116 562
2011
128 469
277,63
217
122 509
2012
132 349
–
–
–

The cost of providing thermal energy to heating object is a significant part
of the costs of the facility. Reducing energy utility costs can be achieved by
lowering the price of delivered media or restrict their use. In the case of thermal
energy district heating price is determined by the approval of tariffs for heat
transfer and the Energy Regulatory Office. The principle of third party access in
the heating market virtually non–existent due to the high technical limitations of
heat transfer and the reluctance of companies with transmission and generation to
share an outlet with other companies.
Establish a system of monitoring and control of utility consumption in
2003 and sent in analyzing data and making recommendations for administrators
operating facilities resulted in a significant reduction of heat energy consumption
in the studied buildings.
Table 3 shows the increase of prices for district heating supplied. In 2003
for 1 GJ of energy price was 9,49 Euro while in 2012, the price of heat amounted
to 15,01 Euro. For the energy supplied to the sample 118 objects a local
government in the years 2003 to 2012 paid 16 669 899 Euro. Analyzing the energy
consumption changes with respect to 2003 and energy consumption changes reflect
the changes in temperature and length of season, it should be noted that the general
trend is maintained reducing energy consumption confirms the evaluation process
for monitoring operation of educational facilities. These processes have led to
substantial savings of 4 250 931 Euro and taking into account the changes in
temperature and season length 5 261 253 Euro.
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Table 2. The economic effect resulting from management actions based on its
monitoring heat energy consumption for 2003 also taking into account the changes in
temperature and length of season
Change of
Change of
Price
energy
energy
Savings
Cost of heat network
consumption
consumption
Savings
with
energy
heat
in relation to
Year
in relation to
correction
supplied
2003 with
2003.
correction
[Euro]
[Euro]
[GJ]
[GJ]
[Euro]
[Euro]
2003
1 662 641
9,49
–
–
–
–
2004
1 531 794
10,21
25 163
30 032
256 902
306 616
2005
1 408 074
10,18
36 923
41 887
375 990
426 539
2006
1 420 741
10,98
45 860
35 199
503 755
386 648
2007
1 452 212
11,34
47 184
67 547
535 259
766 261
2008
1 619 584
11,82
38 152
55 583
450 870
656 866
2009
1 745 221
12,61
36 817
42 428
464 322
535 085
2010
1 946 809
13,00
25 452
58 637
330 893
762 320
2011
1 896 402
14,76
46 730
52 690
689 807
777 784
2012
1 986 421
15,01
42 850
42 850*
643 134
643 134*
Sum: 16 669 899
–
345 131
426 854
4 250 931 5 261 253
* due to the lack of data on the length of the heating season and the weighted average
temperatures in 2012 cited values do not reflect adjustments related to changes in
temperature and length of the heating season in 2012.

Each unit of local government in their resources has a number of objects
(not just education), which generate costs associated with their operation.
Administrators individual objects do not have specific knowledge of the range of
possible solutions to reduce the cost of ownership of energy utilities. Although the
costs are directly or indirectly affect local governments in their structures also lack
of specialists. Currently, there is still little specialized departments within the
structures of local government units dealing with media consumption constraints.
In 2012, in Silesia only four municipalities were created units dealing with these
issues. In Czestochowa since 2003, operates the Municipal Engineer's Office issues
such as monitoring and management activities in the field of energy and water and
wastewater facilities in all municipality is about 230 buildings and premises used
by educational institutions and municipal companies. Activities office brings
tangible benefits to the city due to reduction in operational costs of administered
objects. Implementation of the recommendations resulted in significant savings in
water consumption and reduce costs in this respect, and contributed to a better use
of facilities.
Demonstrated usefulness of the monitoring carried out a large media
consumed energy, water and sewage mainly measured values obtained economic
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benefits for local government and environmental benefits caused that to improve
the functioning of the system has been developed IT tool – Media Monitoring
System, which since 2010 has been working on the online platform of the city.
Implemented IT tool allows you to login through individuals and independent data
entry of accounting documents. The individual data are automatically checked first
and then validated by experts from the City Engineer's Office. Approved the
produce statistics used in the management of energy both at the individual level of
education and local government. Implemented IT tool has improved greatly
simplifying the system to make comparisons and analyzes.

Summary
This system energy and environmental management in public buildings
consist largely one of continuous evaluation (monitoring) consumed energy
utilities, water and sewage discharged. In Czestochowa, it is conducted
continuously since 2003. It allowed for a significant reduction in energy utilities,
water and sewage reducing environmental pollution. These effects were obtained
by non–cost management actions to optimize procurement processes and the use of
available resources. Obtaining a particular economic result is the result of public
awareness of the media on the need to make efficient use of scarce resources and
implemented recommendations by professionals employed by a local authority.
The resulting economic effect is a significant reduction of costs in the budget of the
municipality, which, given the limited resources and ever–rising costs of energy
utilities can improve the financial condition of local governments.
Owned database of media consumption of energy and water is a unique
collection of data describing such a large amount of educational facilities. Mutual
comparison of media used by objects, analyzing the causes of the increased salaries
energy, draw conclusions and propose solutions to reduce energy consumption
have achieved a very good environmental and economic effects. The
implementation of such system is a little complicated undertaking and low budget.
The data is, however, properly interpreted, suggest some modifications and
facilities to convince users to change habits. Such a task should take a person or a
group of professionals employed in local government with high professional
qualifications.
The presented system should be implemented in all local government units
helping to increase public awareness and environmental responsibility. The
economic effects may be an additional incentive to implement the described
project. Unfortunately, the low level of awareness among those in charge of local
government units in the possibility of reducing energy consumption and a small
number of specialists limit the possibility of the cheapest forms of saving natural
resources by reducing fuel consumption.
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Energy, Polish Journal of Management Studies., 5, 2012.
EWALUACJA ROZWOJU REGIONALNEGO W ASPEKCIE KORZYŚCI
EKONOMICZNYCH I ŚRODOWISKOWYCH
Streszczenie: Jednostki samorządu terytorialnego pełnią ważną rolę w kreowaniu lokalnej
polityki w zakresie zabezpieczenia energetycznego. Ich ukierunkowane, aktywne działania
mogą skutkować znaczną redukcją zużycia wykorzystywanych mediów, co koreluje ze
zmniejszeniem emisji szkodliwych substancji oraz ogranicza ponoszone koszty. W artykule
podjęto próbę określenia wpływu podejmowanych działań zarządczych związanych z
monitorowaniem zużycia mediów na ograniczenie ich zużycia przez jednostki samorządu
terytorialnego Miasta Częstochowy. Prowadzone badania obejmują analizę wyników
prowadzonego od 2003 roku monitoringu w zakresie zużycia mediów energetycznych oraz
wody na podstawie danych przekazywanych ze 118 budynków oświatowych podległych
miastu. Określenie czynników generujących wymierne korzyści środowiskowe oraz
finansowe może wzbogacać bazę wiedzy dla możliwych zastosowań w innych jednostkach
samorządu terytorialnego ale również stanowić miary w badaniu rozwoju społecznego w
zakresie zrozumienia i poszanowania wspólnego dobra.
Słowa kluczowe: zarządzanie energią, bezpieczeństwo energetyczne, dobra publiczne,
poziom rozwoju społecznego, samorząd terytorialny.
区域发展中的经济和环境效益方面的评价
摘要： 地方政府单位可以在创建本地策略构建能源安全的重要作用。他们有针对性和积极主
动的行动可能会导致消费使用的媒体，相互关系以减少有害物质排放和降低其成本的大幅度
减少。在这篇文章是尝试确定由地方政府单位的琴设置相关的监测媒体消费，以减轻他们的
消费管理行动的影响。研究包括监测结果的分析进行了 2003 年以来，消耗的能源和水媒体基
于传输从 118 教育大厦由机构进行城市管理的数据。测定的产生有形的环境效益和财务结果
的因素可以丰富可能用在其他地方政府单位但还好提供测量在研究人类发展的理解和尊重共
同的知识基础。
关键词： 能源管理、 能源安全、 社会发展水平、 地方政府的公共物品。
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CAREER PATH AND CAREER MANAGEMENT IN THE
GARDENING ENTERPRISE FROM SME – A CASE STUDY
Okwiet B.
Abstract: The concept of career is most commonly associated with large companies,
corporations, where the newly adopted employee has the lowest position, gaining relevant
experience and then “goes up”, taking higher position, sometimes ending up as president,
director or board member. But career paths are also present in smaller enterprises. One such
example is the career path that employees stay, from enterprise in Czestochowa, dealing
with green areas. Despite the fact that the path is short, it represents a string of career path,
beginning by the newly hired employee by the company.
Key words: enterprise, career , career path, career management, employee, team leader,
supervisor

Introduction
With the word "career" two terms, often found in management sciences,
are related: career path and career management. Most often the term career is
examined in two ways: in one career is seen as a structural property of an
occupation or an organization [1]. For example, one person thinks that the career
path is a certain sequence of positions, which cover an initial apprentice, i.e.
student law at a law firm. However, the career path can also be seen as a path
mobility within a single organization or multiple employees [2], for example, in
dealing with the trade-employed basis, a typical career will determine the following
positions: sales Representatives, product manager, district sales manager, regional
sales manager and divisional vice president of marketing. In another approach, the
career is regarded as a property of the individual, personal trait than the term in this
way the position in an organization [3]. This is due to the fact, that nowadays a
typical professional path include many different positions, in many companies,
carried a variety of duties which results in that people shaping their own career,
regardless of the position at which the company operates and in which it is
employed. Career is also a "pattern of work-related experiences that span the
course of a person's life" [4]. In other words, career is a collection of different
positions, responsibilities and professional experience of the employee along with
his subjective feelings and reactions. Very often the word "career" is
interchangeable used with the word "career path", which usually is defined as a
logical and coherent sequence of positions which cover employees in the company.
The aim is to achieve a personal career goals, fulfillment of ambition, training to
acquire new experience while meeting the expectation of the company [5]. The
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basic idea of the career path is gaining new skills and qualifications and not to
acquire further diplomas or certificates.

The essence of career management
What then is the career management? The essence of career management is
the management of employee’s career, and its effectiveness is measured by high
attraction if him for the organization [6]. In the 60's career management was seen
as a way to help employees in achieving their objectives, by planning a career path
or consultation with professional advisors. But in the 80's career management was
defined as a tool used by companies to improve the process of planning and
organizing training programs for groups of employees. On the other hand, in the
90's there was another change and career management today is seen as the
alignment between both individual and business requirements [7]. Currently, the
essence of career management is focused primarily on staff and achieving its
objectives than on the goals the organization, although it is still an important issue
for the success of the business by the company. Career management to bring
concrete results, must meet a number of conditions [8 ] :
– Career management requires worker’s deep knowledge about him with the
exact image of the surrounding environment. Because some of them have a poor
understanding of themselves. Lacking this knowledge, some people may have
been lucky enough to take the job, that they will like and that will meet their
expectations. However, in the long run no one should count on luck, career is
based on a series of decisions made by the man and therefore in-depth
knowledge about oneself empowers people to make the best decisions,
– Career management requires development of realistic concpetual and
operational goals, which fits to someone’s ability, interest, attitudes and values.
Set realistic goals, matching skills, competencies and skills, will greatly
increase the chances for their realization. The mistake here is, for example
setting career goals that have been imposed by parents, for example, a person
who does not like seeing blood, target of completion of medical studies and
become a doctor, is imposed. The basis for effective career management is
setting goals, that are in keeping with the character and abilities of the
individual,
– Career management requires the development and implementation of
appriopriate staretgies career. Along with identifying appropriate targets, it is
neccessary to design an appropriate strategy to achieve them. In this case, if the
strategy is carefully designed and implemented appropriate, we can talk about
career management, but if the goals are accomplished by accident, without any
scheduled plan, it is more development management,
– Career management requires continual feedback process, which will allow for
responding to the unforeseen circumstances or unexpected changes. This is all
the more necessary, because we now live in a time of constant change, as that
no one has a complete knowledge of himself, an example may be people who,
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after say 15-year-old working in a corporate move out to the country and raise
sheep. And these people also realize their career management and their ability
to respond to change affects the efficiency of the process.
In addition to the concept of career management, very frequently employs
the term career development. The difference between these two concepts seems to
be purely semantic, career management, however, suggests a planned series of
steps completed for a particular purpose. In contrast, career development is to seize
the opportunity to acquire new skills or to further training. In other words, career
management is more suitable for people that planned their career in details and
fulfill it by including the next steps. In turn, career development better suited to
people who would love to take the opportunity to further training or gain new
skills, if such an opportunity arise. Another distinction between the two concepts
lies in the fact, that career management is most often used by businesses, that wish
to educate their employees and development management is more aimed at
individuals. While in the case of career management, the responsibility for
implementation of the plans shall be borne by the company, in case of development
management - each employee is responsible for achieving the objectives. Another
concept arising next to career management is a talent management. Basically talent
management is the appropriate management of acquired abilities and skills, such as
employee having high analytical skills will be improving only these skills. It can be
said that talent management is simply a redefinition of modern career management.

Career path planning in the enterprise
Creating a career path within the company is to design a scheme for
development of an employee in the company. First of all, way and directionto
promotion are determinde, with detailed criteria to be met by an employee to get
promotion. However, the development path of the same design consists of several
phases [9]:
1. The first step is to look at the company "from the top" to define a group of
positions, that exist in the company, it might be groups divided in terms of
functions, roles and tasks. In the audited company, there are two groups of such
positions - Administrative and Physica Administrative positions are work
performed in the office: accountant, Estimator, HR and health and safety. In
contrast, physical ones are held by the employees who perform their work
outside and are mostly do physical work.
2. The second step is a more detailed analysis of the separate groups of positions.
Specifies how many levels occurs at a given position and identifies the needs
and opportunities of promotion. In the studied company, provided
administrative positions in the group, there are no levels, ie the person who is
employed as an accountant shall exercise the responsibilities of accounting and
will not it was connected with the possibility of promotion. Possible promotion
for accountant will be leaving company and go to another company, that will
propose a higher position and higher salary. In the group of workstations there
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are 2 levels - from the physical to the employee's foreman, and the foreman to
manager.
3. The next step is to determine the criteria for career paths, at this stage are
simply determined criteria which employee must meet to reach the next level in
this group positions. While in the case of the lowest position, the most common
criterion for selection will be the employee 's education, without the
requirement to have experience at the next level, next to education, required
also the most experienced. In the audited company, the criterion for admission
to work is the lack of it, and after the trial period is decided whether the
employee is employed on a permanent basis or not. At the second level,
knowledge of the work and responsibilities are required from the employee.
Also, organizational skills, independence, accuracy and thoroughness are taken
into account when the manager decides to give the employee the foreman
function. However, in the case of the highest level, which is the supervisor, next
to the above criteria, is also required many years of experience in the
horticultural industry and very good, even excellent knowledge of the company.
4. When all the above information are already known, they should be collected in
a single document as a guideline for future decisions. However, the company
considered, due to the fact that it is a small business and also know that career
path is quite short, not create any documents containing the collected
information.
The next section of this article presents the characteristics of the examined
companies, together with a detailed description of employees career path of the
company.

Gardening enterprise – a case study
Presented in this article, enterprise operates in Częstochowa market, since
2002, currently serves more than 70% of green areas in the city. The main tasks
carried out by the company include as follows:
– Comprehensive care of greenery,
– Establishment of green areas ,
– In the complex care of the greenery contain the following tasks:
– Lawn mowing, chemical and mechanical weed control, lawn renovation and
fertilization,
– Shrub care: weeding, cutting and forming nourishing, fertilization and plant
protection products ,
– Care perennials and roses: weeding, cutting and forming nourishing, protection
of plants against weather conditions and the use of plant protection products,
– Treatment of high greenery - trees, cutting and forming maintenance ( without
using the jack and - in the case of lifting up to 18 meters or more), protecting
the trees against the weather - the performance of rigid and flexible bonds,
improved static tree (change of focal points),
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– Carrying out repairs at a small architecture, which features benches, sidewalks,
curbs, bollards or playgrounds (in the case of the latter - these works rely on
tightening the screws eg whether collateral),
– Cleaning up: removing small debris waste (mechanically or with the use of
basic tools), to combat the slipperiness of the surface (using blades , plows , salt
or chloride).
In contrast, the basic tasks in establishing green areas are :
– Planting shrubs and conifers: materials from the naked momentum, with root
balls or material from a container,
– Planting of trees,
– Felling of trees: they are the work done from the ground or from lifting (up to
18 meters or more), or by climbing - employee, secured with ropes, enters the
tree and felling carried out there. This method is used when you cannot enter the
lift, or benches cannot be freely shed on, due to the close proximity of such
valuable objects. At the same time to perform this work by climbing, the
company uses the services of subcontractors or hires a person who does this on
the basis of contract work,
– Ground work: site preparation (clearing debris, plants or construction debris),
– The establishment of lawns: the sowing of lawns established from the roll,
– The creation of small architecture: assembly of equipment incorporated in the
landscaping,.
Currently, the company hires three managers and foremen features 4-5
people, in total, the company employs 25 workers. Among office workers
distinguished positions: accounting, human resources, health and safety (also deals
with payroll, ZUS, US, employees personal files), Estimator (settlements with
customers, ordering equipment and materials for the company).
The first step is the implementation of the newly adopted employee into
daily duties, the aim of this implementation is to provide and explanation of all of
his duties with the practical teaching of operating equipment used in the company.
At the time of employment of a new employee, it is automatically assigned to an
employee, previously employed, which performs its duties independently.
Employee explains his duties, shows how to perform them, learning to use
machinery and electrical equipment used in the company and oversees the work
performed by a new employee. The newly arrived employee, working under the
supervision of their "guardian angel" until he will learn with all mechanical and
electrical equipment and after work, supervisors will not claim any observations to
the accuracy of the work done. Only after the acquisition of practical skills in using
all the tools, the employee begins to work independently. Also at the work of care,
which sometimes do not require the use of any mechanical device, initially
employee works under the supervision of another employee. After a thorough
familiarization with the duties and smooth the handling of all equipment, the
employee goes to the second stage, which is a stand-alone, even with the use of
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specialized equipment, the only supervision is supervision of the manager, who
performs the custody of all employees.
The next step is to obtain the employee's level of foreman, who supervises
the work of 3-4 people group of employees. The function is not a permanent
function assigned to the employee. The employee is appointed foreman group
delegated to individual works. The foreman in the company is moving, and each
employee (except those working under supervision) is appointed foreman to
specific orders. Most feature foreman is appointed when the manager is not
possible to supervise all the work, because it cannot be in two places at once.
The last step a career path in the enterprise is manager position, it is a fixed
assignment. Director manages the group consisting of 15-16 people, among whom
may work 2-3 foremen. What distinguishes the head foreman of the number of
people employed and corresponding to the foreman (up to 4 people) and manager
(for 16 people). The foreman can make decisions that need to be consulted with the
manager, in this regard, the foreman never have full autonomy, also he does not
deal with a comprehensive implementation of the project. Maybe they even
consulted with the owner, but is not allowed to take their own. In contrast, the
manager can make certain decisions independently, for example, decisions arising
in the course of work. In addition, the manager may accept new orders from
customers, provided that these are not new customers but customers, who have
used or use the services of the company. However, in the case of new customers,
the manager can accept the order, but before its final approval, it must be sent to
the owner, who makes the final decision about acceptance or rejection of the order.
The manager can become a person who can handle all the equipment and know
how to perform all the tasks carried out by the company. The only exclusion
applies to women managers: they do not have to handle highly specialized
equipment, but they need to know when the work, using such equipment, is
properly carried out. Both, the foreman and manager is carried out by persons, who
at the beginning perform basic tasks, under the supervision of another employee.
The foreman and manager must also have practical experience in gardening.
Since the hiring of the employee to the company, until the function
foreman for the first time, passing an average of two years, only in the case of tree
care, this period is extended to 4-5 years, related it is too complicated and too much
work risks attendant care trees.
The current highest function in the enterprise is the position to which the
owner should always be the last sentence is the final decision-making. However, he
plans to that in the past two years, one of the managers will be appointed director.
Thereby acquire almost 80% Director’s duties, for example will be able to prepare
a tender offer but eventually, it will be approved by owner (now acting as a
director).
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Summary
As follows from the presented case study, career path and career
management are areas of management, used even in small businesses. Despite the
lack of clearly defined paths or documentation relating to promotion in presented
enterprise, there is a way realizing the path of professional staff. It can be assumed
that in the future, with the development of the company, the increase in the number
of employees, positions, proper career management strategy will be designed, that
will be specified in more detail, career path based on the company's current
activities in this direction. A big plus for the company is that, despite the small
number of employees, it offers a certain degree, the opportunity to pursue careers
without forcing employees to leave the company, which may also result in the loss
of a good employee.
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ŚCIEŻKA KARIERY I ZARZĄDZANIE KARIERĄ W PRZEDSIĘBIORSTWIE
OGRODNICZYM Z MSP – STUDIUM PRZYPADKU
Streszczenie: Pojęcie kariery najczęściej związane jest z dużymi przedsiębiorstwami,
korporacjami, w których nowo przyjęty pracownik ma najniższą pozycję, zdobywa
odpowiednie doświadczenie, a następnie "pnie się w górę", zajmując wyższą pozycję,
czasem kończąc jako prezes, dyrektor lub członek zarządu. Ale ścieżki kariery są również
obecne w mniejszych przedsiębiorstwach. Jednym z takich przykładów jest ścieżka kariery,
gdzie pracownicy zostają, z przedsiębiorstwa w Częstochowie, zajmującego się terenami
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zielonymi. Pomimo faktu, że ścieżka jest krótka, stanowi ona ciąg ścieżki kariery,
rozpoczętej przez nowo zatrudnionego przez firmę pracownika.
Słowa kluczowe: przedsiębiorstwo, kariera, ścieżka kariery, zarządzanie karierą,
pracownik, kierownik zespołu, nadzorca
职业生涯路径和园艺企业从中小企业 — — 职业生涯管理案例研究
摘要：职业生涯的概念是与大型企业，企业，最常用关联新通过的员工在有的最低
位置，获得相关的经验和当时'向上'，采取更高的位置，有时作为主席、董事或董事
会成员结束。但职业生涯也是存在于较小的企业。一个这样的例子是，员工住宿，
从琴，企业处理绿色领域的职业生涯路径。尽管路径很短，它表示字符串的职业生
涯，开始由新雇用的员工由公司。
关键词： 企业、 职业生涯、 职业生涯路径、 职业生涯管理、 员工、 团队领导、 督
导员。
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DEVELOPING MARKETING AND MANAGEMENT SKILLS
USING SIMULATED ENTERPRISES AND FACILITATING THE
TRANSITION FROM THEORY TO PRACTICE
Paştiu C.A.
Abstract: The need for practical training of future graduates in conditions that are identical
to those of their future jobs, with minimal costs, imposed the establishment of simulated
enterprises in which they conduct similar activities to those of real companies, using the
same procedures and the same equipment. A training simulated enterprise is an interactive
learning method for developing entrepreneurship, a modern concept of interdisciplinary
integration and application of knowledge, an approach to the process of teaching and
learning that provides circumstances for the proof and further practice of the skills acquired
by students in professional training. The power of SE resides in the relationship determined
by carrying out transactions on training firms and economic realities in the sense that it
seeks out the development, operation and earning of a place in the market.
Key words: educational project, simulated enterprise

Introduction
A simulated firm is a virtual company and a vocational learning center at
the same time, working as a real business, using business procedures, products and
services of real companies. Each simulated firm works with other simulated firms
[1]. A simulated firm is known as a simulated enterprise, a training firm, a virtual
enterprise, a virtual business. A simulated firm resembles a real company in form,
organization and operation [2].
A training firm / simulated enterprise is an interactive learning method for
developing entrepreneurship, a modern concept of interdisciplinary integration and
application of knowledge, an approach to the process of teaching and learning that
provides circumstances for the proof and further practice of the skills acquired by
pupils / students in professional training [3]. A simulated enterprise can be defined
as a practical training tool in the information process that uses procedures and
means identical to those of the actual companies, except products and money
which are simulated. The simulated enterprise, before being a well equipped
laboratory, is a state of mind, a living organism, a concept - learning by doing - that
changes the traditional system of training [4].
The school training company is a simulated copy, a virtual mock of a real
company, in which the participants (students, teachers, consultants) can achieve
and perform by themselves all the activities of a real company, except running the
money, making the actual products or performing the actual services [4].
EUROPEN - PEN INTERNATIONAL is the global network of simulated firms
with over 5500 practice firms in 42 countries. EUROPEN – PEN
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INTERNATIONAL was a European project which started in November 1993. It
used funding from the European Social Fund and the Land of North-Rhine
Westphalia.
The origin of practical companies (formerly called "fictitious companies") may be
dated back in the 17th century with the help of literature. In the year of 1660 Mr.
Lerici (a citizen of Danzig, Germany) described the transactions of the mock
businessman called Peter Winst in his book "Commission and Factory". There are
also other books that explain the philosophy of simulated firms, such as Mr. Karl F.
Barth who wrote the following in 1776: "The teacher lets them choose the sort of
action and the trading location ...., each one receives fictitious capital, goods or
securities ... "
The instructors or the trainers who are selected from among
specialists of real companies or of universities carry out both the
theoretical training of students and their supervision during simulated
processes and evaluation. Each simulated company focuses on real
situations or on the basis of an entrepreneurial setting, in a well-defined
area, that cannot be changed without the approval of the panel to which it
is affiliated.
The participants work in a real production environment and learn
to fulfill the given tasks. Following the end of the training in a simulated
firm, the participants will know the way various departments work, such
as: production, trade, finance and accounting, human resources, public
relations etc. They will have a comprehensive picture of the work carried
out in a real firm.
Table 1. The number of simulated firms in EUROPEN-PEN INTERNATIONAL,
JULY 2011
Name
No. SI
Name
No SI
Argentina
68
France
120
Finland
60
Austria
1170
Romania
970
Germany
572
Australia
160
Belgium
233
Slovak Rep.
760
Slovenia
194
Great Britain
20
Italy
152
Spain
309
Sweden
48
Brazil
210
Bulgaria
73
Lithuania
46
Luxembourg
22
Switzerland
47
U.S.A.
304
Czech Rep.
701
Netherlands
342
Canada
42
China
114
Denmark
27
Malaysia
26

In Romania simulated enterprises are integrated in the National
network of training firms / simulated enterprises network center
coordinated by ROCT - The central network of training firms / simulated
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enterprises in Romania (Romanian Coordination Centre of Training Firms), which
operates in accordance with the provisions of OMECT no. 5109 of 25.08.2008 [5].
ROCT ensures all activities that simulate the actual external environment of a real
company.
THE ADVANTAGES OF USING SIMULATED ENTERPRISES (SE)
It facilitates learning and development of economic and legal knowledge required
in a real company, creating skills and competences that can be applied in all
economic fields and in all the positions within a company by applying the concept
of ”LEARNING BY DOING”.
It contributes to a faster integration of employees into an actual business enterprise;
Regarding the benefits of SE, it is important to understand that not only the
students who participate in these activities but also the commercial agents
supporting them benefit of advantages. The most important aspect of SE is that it
allows students to implement the theoretical concepts they have learned, and also
getting used to taking responsibility for actions or decisions they take regarding
SE. They learn to solve problems arising during the activity in the company,
problems they have not encountered in textbooks.
Thus, students form their skills and abilities, acquire key competences such as the
ability to work in a team, interdisciplinary thinking, communication skills and
institutional relationships. Moreover, they gain professional skills, the flexibility
required in the labor market and they are able to discover an affinity to a certain
job. The acquired skills may reduce the period of adjustment to the work place,
they get acquainted to the tasks included in the job description, which is beneficial
for both employers and prospective employees.
While working in SE the students become familiar with the requirements of
employers and their labor market insertion becomes easier.
The implementation of an innovative tool in the higher educational institutions.
The overall objective of learning through simulated enterprises is to develop
entrepreneurship by:
– Familiarizing students with the specific activities of a real company;
– Simulating business processes specific to real business environment;
– Improving business language;
– Improving knowledge about the mechanisms of the economy market;
– Encouraging the competitive, quality and accountability spirit;
– Developing competences, skills, abilities necessary for a dynamic entrepreneur:
creativity, competitiveness, critical thinking, analytical thinking, problem
solving, decision making, accountability, teamwork, initiative, adaptability,
perseverance;
– Self-organization and self-assessment of individual resources; flexibility
In the field of marketing, the activities within SE are: market study, market
segmentation, behaviour knowledge, product design, pricing strategy definition,
product launch marketing, brand, definition of distribution arrangements, wider
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range of products, organization of advertising campaigns, organizing a stand in
a showroom.

Summary
The SE method is characterized by two defining aspects: a virtual one - the
fact that within a SE there is no money or property, and a real one - we comply
with the commercial usage, flow of information, documents and their circuit just as
within a company per se. The power of SE resides in the relationship determined
by carrying out transactions on training firms (national and international) and
economic realities in the sense that it seeks out the development, operation and
earning of a place in the market, and most importantly, the communication with the
external environment of the training firm, namely: the collaboration with the
"mother" / mentor company.
Conversely, the SE is complex as a method, motivating as an
effect, it is an attractive challenge for both students and teachers, but needs
support from the business environment. It is time for business people to
contribute to the early education of future employees, to actively
participate in training firms, to assist the school in the training of the young
people. Last but not least, the companies that want to support the SE
should take into consideration the fact that they will earn reputation and
image. It can become a method of promoting by the mere fact that the
people involved in these activities will begin to mention the name of the
company that helps and gets involved in SE. They will enjoy of a better
image among consumers and clients by providing assistance to young
people who are starting out. In this way, as guardians of the SE, the
companies investing in students, actually invest in their long-term business.
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ROZWIJANIE UMIEJĘTNOŚCI MARKETINGU I ZARZADZANIA Z
WYKORZYSTANIEM SYMULOWANYCH PRZEDSIEBIORSTW I
UŁATWIANIE PRZEJSCIA OD TEORII DO PRAKTYKI

Streszczenie: Potrzeba praktycznego szkolenia przyszłych absolwentów w warunkach,
które są identyczne do warunków panujących w ich przyszłych miejscach pracy, przy
minimalnych kosztach, nałożyła utworzenie symulowanych przedsiębiorstw, w których
wykonują oni działania podobne do tych w prawdziwych firmach, przy użyciu tych samych
procedur i tego samego sprzętu. Szkoleniowe symulowane przedsiębiorstwo jest
interaktywną metodą nauki dla rozwoju przedsiębiorczości, nowoczesną koncepcją
interdyscyplinarnej integracji i stosowania wiedzy, podejściem do procesu nauczania i
uczenia się, który stanowi okoliczności na dowód i dalszą praktykę umiejętności nabytych
przez studentów podczas szkoleń zawodowych. Siła SP znajduje się w relacji określonej
przez przeprowadzanie transakcji na firmach szkoleniowych i realiach gospodarczych w
tym sensie, że dąży się do rozwoju, działań i zapracowania na miejsce na rynku.
Słowa kluczowe: projekt edukacyjny, symulowane przedsiębiorstwo
发展中国家的市场营销和管理技能，使用模拟企业和促进从理论的过渡实践
摘要：需要的条件下，完全相同的他们未来的工作，以最低的费用，今后毕业生的
实际培训实行建立的它们进行类似的活动，对那些真正的公司，使用相同的程序和
相同的设备的模拟企业。模拟培训企业发展创业、多学科融合的现代概念和应用知
识的一种互动式的学习方法，方法的教学和学习的过程提供情况证明和进一步实践
的专业培训的学生所获得的技能。SE 的力量驻留在由开展培训公司的交易记录和经
济现实意义上讲，它寻求出来的开发、运作和在市场的一个地方的收入确定的关。
关键词: 教育项目、 模拟的企业。
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ON BUSINESS-UNIVERSITY COOPERATION IN EUROPE
Ptak A.
Abstract: For years, companies cooperate with universities in many ways. Both derive
benefits from it. Such cooperation gives higher education institutions the possibility of
increasing the scientific and didactic potential. The effects of the widely understood
cooperation give companies the opportunity to gain competitive advantage and increase the
share of knowledge in the creation of enterprise value. According to decisions of the
European Council in the near future cooperation between business and universities should
remain one of the high priority actions.
Keywords: business, universities, business-university cooperation

Introduction
Knowledge-based economy, work environment which rapidly changes, and
the increasing pace of technological development are the challenges of higher
education in Europe. At the same time these challenges give the universities new
opportunities, which should be efficiently used. Therefore, it is extremely
important to promote cooperation in the higher education and business sector [1]. If
universities want to educate students so that their competencies and knowledge
after the graduation correspond to the market needs, effective cooperation between

science and business will be necessary.
The Europe 2020 strategy and its flagship initiatives
Since March 2000 Lisbon Strategy has been realized. Its purpose was to
boost the economic development of the member states of the European Union, to
create knowledge-based economy, to care about sustainable development etc. Due
to the fact that the global crisis has revealed weaknesses in the European economy
and disrupted many years of economic and social progress, the European Council
adopted a new strategy, aiming to provide recovery from the crisis, creating the
foundations for sustainable growth conducive to the economy based on knowledge
and innovation [1].
At the European Council in June 2010, member states adopted a new
strategy called „Europe 2020 – A European strategy for smart, sustainable and
inclusive growth”. The European Council set a strategic goal for the European
Union member countries for the coming years. Once again there was the support
for the purpose of investment in education and training - the European Union
economy by 2020 has to become the most dynamic and competitive knowledge-
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based economy in the world. The European Commission in the strategy "Europe
2020" recommends [2]:
– better way of linking the university with the labor market,
– activities to improve the quality of education,
– developing students skills important in their professional work,
– supporting first work experiences or adopting programs to help young people
entering the labor market.
Among the seven projects under the strategy one should mention the
"Innovation Union" project. One of the main objectives of the project is to fight an
unsatisfactory level of cooperation between universities and business. The starting
point for the “Innovation Union” is to create a perfect, modern education system
for all UE member states [3]. Companies should be more concerned with the
elaboration of teaching and doctoral programs so qualifications suit better the
needs of industry. For this purpose, one can take advantage of University-Business
Forum - European platform for dialogue between communities of higher education
and business. This Forum was launched due to the Statement of the European
Commission "Delivering on the modernization agenda for universities: education,
research and innovation" of May 2006. One of the areas requiring action in the
statement was to develop by the higher education institutions structured
partnerships with the business community so that they could "become significant
players in the economy, able to respond better and faster to market needs and to
develop partnerships which scientific and technological knowledge" [1].
To stay ahead of appearing social challenges, propose solutions and
products that meet the expectations and needs of consumers the European Institute
of Innovation and Technology (EIT) has been established. Special task of the EIT
is to integrate higher education and entrepreneurship with the research and
innovation, as elements of a single innovation chain in the EU and beyond. It
should lead, among others, to intensify the marketing of innovative services,
products and processes. The purpose of knowledge and innovation communities is
to attract the world's best creative and innovative partners from business, science
and academia to work together on solving major social problems. EIT is designed
to support innovative research and the creation and development of enterprises
inter alia by entrepreneurship education, allowing universities cooperating in the
framework of knowledge and innovation communities granting multidisciplinary
diplomas bearing the " EIT mark of quality" [3].
In addition to the "Innovation Union" there were also announced other
flagship initiatives, among others, "An industrial policy for the globalization era",
"Digital agenda for Europe", "Mobile youth" and "An agenda for new skills and
jobs". All of these projects are to create better conditions for innovation inter alia
by [3]:
– accelerating the development of high-speed internet and its applications,
– providing a strong foundation in the form of the industry,
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– promoting outstanding education systems, modern labor markets and the proper
selection of skills for the future European professional staff.

The educational program for 2014-2020 - key actions providing
business cooperation with higher education institutions
The EU programs are used to build partnerships between the business
community and universities. These partnerships are focused mostly on specific
areas, such as research or students mobility. This cooperation has so far limited
impact on the culture of management and organization in both areas [1]. It should
be noted, however, that the level of cooperation between countries varies
considerably.
Until the end of 2013 the program "Lifelong Learning Programme" was
functioning. The objectives of the program were, among others, to facilitate
multilateral cooperation between higher education institutions, increase
transparency and compatibility of qualifications in higher education, improve the
quality and extend the cooperation between universities and enterprises. The
program continued activities conducted earlier in programs such as: SOCRATES,
Leonardo da Vinci, Jean Monnet, e-Learning i European Language Label.
In 2014 the program “Erasmus plus” entered into force. It replaced the
previously functioning programs. “Erasmus plus” offers, among other things,
financial support to organizations and institutions working in the field of education
and training in Europe. Responding to the challenges outlined mostly by the
Europe 2020 strategy, the new program is designed to contribute the development
of the skills of its participants, and to increase their opportunities for employment
and modernization of education systems. “Erasmus plus” gives the opportunity of
trips for educational purposes (eg, to study or work, undergo training or engage in
voluntary work) for pupils, students, educational staff and youth workers. The
program also supports building of partnerships between universities, enterprises
and non-profit organizations to strengthen innovation and knowledge-building. In
this program there is an emphasis on strengthening synergies between the sectors
of education and the work environment. One of the sectors of the program is
"Higher Education". Three key actions of the program are [4]:
– Educational Mobility. As part of the key action 1 it is possible for students to
study or practice abroad (in other countries that participate in the program).
Their minimal duration is two months in case of practices and three months in
case of studies abroad. The Erasmus + gives the opportunity to go on a foreign
practice or internship also for university graduates. The condition of the
program is that the trip must be held within one year of the graduation. The
recruitment is in the final year of the study. The Erasmus + also gives the
possibility of trips for university employees to foreign institutions, such as
businesses, organizations, universities, etc. in order to increase knowledge,
skills and qualifications needed for the job, or the exchange of experiences.
Staff mobility for training purposes can last from two days to two months.
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Cooperation for innovation and the exchange of good practices. The part of
this key action are strategic partnerships. The purpose of these projects is the
implementation and promotion of innovation in higher education. The result of
such projects should be the modernization of the educational offer and its better
adaptation to the needs of the economy and society. The project may involve
both organizations and institutions of the participating in Erasmus + countries as
well as organizations of partner countries. Other important projects for
cooperation, business-higher education institutions as part of key action 2 are
alliances for knowledge. Their aim is, among other things, to develop society
entrepreneurial skills, to encourage innovation in higher education and the
business community or stimulate and facilitate the flow of knowledge between
universities and enterprises. In these projects at least six organizations from the
three countries participating in the Erasmus + must be involved – at least two
universities and two companies. All higher education institutions participating
in the projects of the "Cooperation for innovation and the exchange of good
practices" must have an Erasmus for Higher Education.
– Support for reforms in education. It is a campaign run by the European
Commission which supports the achievement of the objectives of the Europe
2020 strategy, „Education and Training 2020” strategy [5] and EU Strategy on
Youth 2010-2018 [6].
–

Benefits arising from the collaboration between enterprises and higher
education institutions. Polish experience
Cooperation with business expands the scope of scientific research,
increases standards and expands the scale of research conducted at universities, as
well as develops research skills of university employees. It also gives more
opportunities to publish their research results. Improvement of the quality of the
results of scientific publications inter alia increases the credibility of the university,
raises its prestige, improves its position in the ranking of higher education
institutions, increases the possibility of obtaining a government grant [7]. Business
involvement in cooperation with universities not only gives profits for universities.
Collaboration with scientific institutions, in turn, helps businesses to generate
higher profits or increase competitiveness. The next advantages are, among others,
the creation of new jobs, lower costs and improving business and operating activity
of the company.
The most important benefits for academic centers which brings the
cooperation with the business community, defined on the basis of questionnaire
survey [8] are presented in figure 1.

136

POLISH JOURNAL OF MANAGEMENT STUDIES
Ptak A.

2014
vol.10

Figure 1. The most important benefits for research centers which creates the
cooperation with business
Source: personal elaboration on base of „Najlepsze praktyki w zakresie współpracy
ośrodków naukowych i biznesu przy wykorzystaniu środków z UE”, Warszawa 2008, s. 34

On the basis of survey results it is clear that for the vast majority of the
surveyed academic centers the main benefit of cooperation has a financial nature
(34%). Second was placed the response indicating the fact that the increase of the
center prestige is very important (18%). Third place was taken by the response
“access to practical knowledge in the application of research results” (14%). Other
positions went to "improving the flow of information between the scientific society
and business" (12%), „widening the scope of scientific research” (8%), „improving
the quality of the possessed and transferred knowledge” (7%). Less than 5% of
votes received the responses concerning the possibility of development of the
human resources and exchange of experiences (3%), and „verification of
usefulness of scientific research” (2%).
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The most important benefits for business which brings the cooperation with
the academic centers, defined on the basis of questionnaire survey [8] are presented
in figure 2.

Figure.2. The most important benefits for business which creates the cooperation with
research centers
Source: Author’s elaboration based on „Najlepsze praktyki w zakresie współpracy
ośrodków naukowych i biznesu przy wykorzystaniu środków z UE”, Warszawa 2008, s. 35

On the basis of survey results the greatest benefit associated with
entrepreneurs cooperation with representatives of the scientific community is the
ability to implement new technologies (36%). On the second place is the response
indicating access to the latest specialist knowledge (21% of the total amount of
votes). Third and fourth place was taken by the response "achievement of
sustainable competitive advantage" (11%) and „gaining new customers and
increase market share” (8%). Fifth place ex aequo with 5% of votes took
"improvement of the quality of offered products and services", „increase of the
company's prestige”, „improvement of the company profitability” and
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„opportunities to reduce costs”. Of secondary importance to the business is
"opportunity to develop their own human resources" (2%). The remaining 2% of
the respondents granted the other answers, among which, were the acquisition of
new valuable employees recruited mainly among scientific workers, cooperating
with the company.

Summary
The collaboration of the business community and higher education without
doubt makes it possible to achieve substantial benefits for both sides. It should
focus on shaping the direction of common knowledge and skills of students
through joint educational initiatives, as well as on mutual research and
development. It should be noted that there is still a small amount of companies that
work with the educational community, probably due to rather complicated rules of
cooperation. Among the barriers of collaboration between business and the
education sector one should mention: educational program not exactly
corresponding with the needs of the company, complicated rules of cooperation or
incompatible expectations with respect to establishing cooperation.
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WSPÓŁPRACA BIZNESU Z UCZELNIAMI WYŻSZYMI W EUROPIE

Streszczenie: Od lat przedsiębiorstwa współpracują z uczelniami wyższymi na wiele
sposobów czerpiąc z tej współpracy korzyści. Efekty szeroko rozumianej współpracy dają
przedsiębiorstwom możliwość zdobycia przewagi konkurencyjnej oraz zwiększenia udziału
wiedzy w tworzeniu wartości przedsiębiorstwa. Z kolei taka kooperacja daje uczelniom
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możliwości zwiększenia potencjału naukowego i dydaktycznego. Według Rady
Europejskiej w najbliższej przyszłości współpraca pomiędzy biznesem a uczelniami
powinny pozostać jednym z działań priorytetowych.
Słowa kluczowe: biznes, uczelnie wyższe, współpraca biznesu z uczelniami wyższymi
关于商业大学合作在欧洲
摘要： 多年来，公司与高校携手在很多方面。两者都从它派生的好处。这种合作使
高等教育机构增加的科学和教诲潜力的可能性。影响广泛了解合作的机会公司获得
的竞争优势并增加知识在创造企业价值中的份额。根据欧洲理事会的决定在不久的
将来企业和大学之间的合作应保持高优先行动之一。
关键字: 企业、 大学、 商业大学合作。。
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THE NEW DIMENSIONS OF HIGHER EDUCATION IN MINERAL
RESOURCES AREA
Radu S.M., Man M.
Abstract: During the history, the engineering profession was practiced by people selected
from the elite of young scholars, the qualification obtained during long years of high level
education. Nowadays , thousand of engineers, sociologists, teachers and others, are devoted
to find out the good practice to educate the new kind of engineers, able to face the new
problems emerging in the society.
Key words: education, university, management, mineral resources

Introduction
During the history, the engineering profession was practiced by people
selected from the elite of young scholars, the qualification obtained during long
years of high level education. Starting with the 18n century, the first academic level
schools of engineering appear, in Freiberg (1835) and Chemnitz (1837). A new
kind of University is born, being characterized not to educate people to be extra
vitam, but to manage the quotidian life oriented towards satisfaction of human and
social needs.
Many centuries, the engineers, proud of their elitism , educated to be
devoted to the deductive reasoning, reductionist and claustrated in the frame of
"subjects" .
Nowadays , thousand of engineers, sociologists, teachers and others, are
devoted to find out the good practice to educate the new kind of engineers, able to
face the new problems emerging in the society.

Strategical outlook of the university
The mission characterizes the outlook of what a university intend to do and
become, on a long term. Through mission are declared the specific of activities,
wich it will enterprise and the way wich management will take in the future.
A correct mission formulated has to answer to the following questions:
– who is that university?
– what is it doing?
– where is it going to?
The mission formulating has as purpose the personalization,
particularization of university. It reflects through what it will be differentiate by
other university, wich will has their own identitate, the character and the way that it
will traverse in its development. Without the clear precisation about what it wish on
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what it doesn’t wish, about the direction that next activity will has, a university
can’t become a lider in its activity domain. The mission can be establish both for
the whole university and for any component in part.
The definitation of university mission, as well as each faculty, partly has to
permite the understanding and definitation of educational activities domain and
types in wich is implicated a university. Because a university develops both
teaching activity and scientific research or a lot of specialized services, the
mission’s orientation to organized quality makes necessary taken in consideration
all the factors that influences the quality level of those process/services. Through
mission of university must precization the moment when it will give the strategic
direction another way. In the same time, the mission has to communicate in a clear,
interesting and concise content.

Figure 1. Strategic position of a university

The outline of mission, in a detail way, realises through strategic direction
of university in each of fundamental domain: teaching activity, scientific research,
other specific services. For example: the concept of teaching activity may be
conceived as a compromise resultant between the following elements: what do
managers want; what do the students want; what do the teaching staff want; what
the managers and teaching staff can do.
The strategic direction must be in concordance with what the managers
want to do. If what make do a university doesn’t coresponde with managers
aspiration, there are all chances that their interests and their implication in
managerial process to be reduced, process organization to be inadecvate and the
results are minim. In these circumstances, both number and teaching and
administrative staff loiality will be continue diminuated, will increase their
unthanksfull and some of them, probably the most capable, will leave the
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university or they will carry on adiacente activities, decreasing the quality of their
works. The most efficient students will orientate to another universities, the only
atraction element of new students being an easy obtaining of a university diploma
[M. Georgescu, e.a.].
What do the students want. If the wishes and aspirations of candidates at
the admission test or of students are not satisfied, they aren’t candidate at the
admission test or they will leave the faculty. Once with the candidates or students
loss, the university will be in imposibility to continue its activity.
The students wishes are very complex and different, sometimes even
contadictory, and that’s why a university wich is concern on quality, must give a
special importance studying of differents groups of students reasonings, and must
orientate about “target groups”. Through students reasonings should be teaching
process quality and corespondance of their activities with the most performances
standards of european universities, but also the easiness of admission acces, the
facility of exams promotion and obtaining a universitary diploma or the posibility
of benefit some social facilities (scholarship, hostel).
In some situations, both the managers and the teaching staff wish to
maintain or even extend of one particular kind of teaching activity, forget to take in
consideration the mutations that take places in request’s structure. In industrial
units, such a conception means “stock production”. If there is still a chance that
over a year, or two or ten years, somebody buy however that product, in higher
education such a thought has immediate effects. “The overproduction” of
university diplomas can lead quick to degradation of the university imagine and to
request decrease even under normal limits. These structural disfunctions are the
heaviest to overtake, esspecially in state university, in case in wich doesn’t exist a
fast feedback in what depend of activity cicle potentional, and the decision
organism at a national level are proved not capable to use a set of lever that are
very used in european system. Due this fact, according to World Education Report
(1993), elaborated by UNESCO, romanian higher education structure continue to
carry, in a pregnant way, the mark of organization conception of soviet education.
What do the teaching staff want. If university direction is contrary to teaching
staff values and aspirations, the managers decisions will meet the staff resistance
and they will lose from efficacitate, the teachers trying to realise only not to get in
trouble. The number of control atribution person and of those from administrate
activities will have to increase and the operators efficacitate will decrease fast.
Students will notice the interests absence of teaching staff and the activity quality
degradation, the best of them make their choice for another university.
What can do the managers and the teaching staff. The most frecvently, the
romanian universities are confrunted with the same situation. In their desire to
maintain or increase the number of teaching staff are orientated to development
some specialities and types, for wich the request is excedentary, but their
universitary preparation, and especially mentality and experiences from former
periods are limitated in a delicate way the efficience of activities. In a current way,
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The objectives, dimensioned depending on request, are overtaken the human
potential necessary the quality of teaching staff is decrease in continue way even if
organization objecives are directionated to excelence and quality. With a such of
situation are confrunted both universities and faculties at wich the number of
students increase by far over the level wich can assume both the quality standards
and those, wich in standards absence, invent new specializations with “commercial
names”.
The stategic outlook of a competitive universitary must be position in the
place in wich there are intersected all of four types of factors wich determined the
essence, the contant and proportion of higher educational activities. The strategic
orientation of university has two esential components: outside outlook and intern
outlook.
The outside outlook resulting from reporting at students necesities and requests,
consist in> the establishment the target students group, position in educational
system, detail definition of educational services concept, operational strategy,
integration ways of strategical system, offering system of educational services.
The internal outlook, resulting from reporting of teaching and administration staff
necessities and requests, consist in: establishment the personal segment; position of
human resources management; detail definition of educational services concept;
the specification of strategic orientation about difference between financial and
unfinancial rewards values got by teaching staff; the integration ways of strategic
system in human resources management; operational strategies on its own
personal.

On the new mineral resources engineering dimensions
Among the questions debated are : generalist or specialists, technocratic or
humanist, educated in universities or in engineering schools, etc.
Another question is the relation of the engineer with the other scientific fields, with
the social life, with the environment.
The main task of the engineer is to solve technical problems, for the use of
the society. It must to listen the needs of this society. The Technocratic engineer who uses its knowledge as a power lever is often arrogant. It is necessary to
educate the engineer to practicise a deductive reasoning, to apply a
pluridicsciplinary approach, to take decisions in the conditions of uncertainty , to
use imagination, to accept fuzzy thinking, the systemic approach to replace the
algorithmic thinking. The arrogance must be replaced with simplicity and
intellectual honesty, the good basis for the exercise of responsibility [O.
Romanovsky].
The new challenge for the engineers is to manage the complexity- the
technical, technologic-social -human problems. This implies the training of a
generalist engineer,
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training based on a solid scientific study, in contact with the fundamental research,
in which the doubt is accepted as the active principle of the progress, to find the
balance between the sclerosant certitudes and paralysant uncertainty.
The new skills required for the new engineer is the art to listen, to propose, to
persuade, the science to take care the other's opinion.
Part and parcel of social protection, labour and environmental protection
are today studied both by technical sciences and by humanities, which are interested
in finding the most adequate methods and ways of optimising human integration in
the system of professional demands, of planning, and ensuring the functioning of
jobs.
Work security and health cannot be separated from production problems.
Due to this fact, in the near future, managers will have to assimilate the new
philosophy of security, according to which the protection .of labour, of
environment, ,and the .quality of products should be a common objective, having
the same statute as the objectives regarding profit achievement.
Transition from centralised, state owned economy to the market economy is
a new and extremely complex process that requires multiple changes of moral, social,
economic and political type The determining factor in making it operational is the
content and quality of management, at a macro-economic level as well as at
company level.

Europe – face to face with the modern education
The globalization enhance the diversity of the world. The connections
between technique, technology, social, economic, spiritual, human, are more and
more embedded enhancing the complexity of the systems which are managed by
the engineer. The bound from savant ignorance towards participative knowledge is
necessary, in the contemporary world which is complex, divers, pluricultural,
polymorphic, making the univoque, reductive and intolerant attitudes useless.
The trend to globalization, which affects whole the planet, faces the
education systems with problems causing dramatic crises. Recently , an European
Space of Higher Education was considered, as a network of national educational
systems.
The space of Europe constituted during centuries the thesaurus and
generating focusing point of major cultural, scientific and technological
achievements. In past years, a certain decline was observed in these fields. The
Higher education, mainly in the field of engineering, became less attractive. In
order to limiting this process, the trends and causes must be detected. This is a task
not only for UE member states, but also for the candidates, in order to have the
time to reach the target.
The first trend is regarding the change of the role of the university related to
the society. The trend towards the entrepreneurial university is generally
manifested. Facing the risk that the university became a service provider and the
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student a client, the basic principles of the academic spirit- partnership between
students and teachers-must be reinforced.
Bound from savant ignorance towards participative knowledge is
necessary, in the contemporary world which is complex, divers, pluricultural,
polymorphic, making the univoque, reductive and intolerant attitudes useless.
The trend to globalization, which affects whole the planet, faces the
education systems with problems causing dramatic crises. Recently , an European
Space of Higher Education was considered, as a network of national educational
systems.
The space of Europe constituted during centuries the thesaurus and
generating focusing point of major cultural, scientific and technological
achievements. In past years, a certain decline was observed in these fields. The
Higher education, mainly in the field of engineering, became less attractive. In
order to limiting this process, the trends and causes must be detected. This is a task
not only for UE member states, but also for the candidates, in order to have the
time to reach the target.
The first trend is regarding the change of the role of the university related to
the society. The trend towards the entrepreneurial university is generally
manifested. Facing the risk that the university became a service provider and the
student a client, the basic principles of the academic spirit- partnership between
students and teachers-must be reinforced.
The existence in different countries of different educational systems and
structures imposes the compatibilization of legal framework, curricula , without
affecting the innovation and autonomy, insuring in the same time the premises of
the competency mobility demanded by the globalization.
In this field, the compatibilization and harmonization of the study duration
and the levels of expertise on two basic cycles is a common trend. The existence of
two stages -undergraduate and graduate- insures the opened character of the
education, and a more efficient management of candidates, which can choose ab
initio their career path.
Adopting a system of accumulation and transfer of credits, by the
improvement of ECTS, can ensure the increase of flexibility and a greater mobility
of graduates in a globalized labor market.
The mobility of human resources , by its positive effects is a generous goal,
which can lead to the development and consolidation of national educational
systems, but the differences between countries can make the flow of competences,
as it happened with material resources flows, unidirectional.
The accreditation and quality management represent another component of
the compatibilization. The accreditation is based on the assessment of conformity
to standards, and the quality is measured by the level of fulfillment of the demands
imposed by the standards. Other individual criteria must be added, such as the rate
of success, the rate of absorption of graduates by the labor market, results in
research, the efficiency of the academic management.
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The development of the continuing education and the adult education elements of life long learning - represents another priority in all debates on the higher
education. The social dynamics , the rapid changes in the structure of labor market,
imposes practices to recall , many time in their career path, the graduates inside the
university.
Promoting and developing the elements of attractiveness of the European
Space of Education is another task of the contemporary university. The main
element of attractiveness of the European university, which represents in the same
time the resource of its competitiveness, is the high level of training and research,
based on the many century tradition. We must notice that all the traditional
university systems the classic one, the Humboldtian and Napoleonian types were
born in Europe.
The above mentioned assertions about the profession of engineer and the
institutions hired to train them, are only a bit of the complex problems which need
solutions . They are actual for any country and any field of engineering, including,
with some specificity the mineral resources (mining, oil , gas, metallurgy )
engineering.

The Romanian higher education on mineral resources
The Romanian higher education of extracting mineral resources had both the
mission of forming a well-trained staff for all the domains specific to extractive
industry, and that of training a large number of engineers offering them the opportunity
of attending post-university lectures at getting doctor's and master's degrees.
The changes in the economic and social life of Romania, in the last 10
years, determined higher education system to analyze both the performances, the
potentialities and the shortcomings up to that time, and the future perspectives and
dangers.
This analysis correlated to European directions determined the elaboration of a
new strategy in the domain of training higher education staff and of scientific research.
As a consequence, it was necessary to modify the abilities and the contents of
specializations, by integrating certain specializations within a larger field and by
initiating new specializations[N. Ilias, e.a.].
Concerning the young people's training in the mining, oil and gas area, the
higher education strategy regarding extractive industry developed according to two
directions: the growth of managerial training in the above-mentioned fields and for
all specializations required by labor market and the creation of new specializations,
as environment in industry (and especially, in extractive and adjacent industries)
and the management of labor security and health.
In order to achieve a good university management, capable of training
specialists in the above mentioned areas, able to become, at their turn, good
managers, as well as specialists in extractive technologies, in exploiting and
building the extraction machines and equipment, universities have established
proper strategies, as follows:
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– the drawing up of educational plans, capable to respond to all these demands;
– the elaboration of analytic programmes, adequate to schooling disciplines and
in concordance to practical needs, improving continuously and adjusting to
the new;
– the setting up of a professorate having high proficiency, able to teach the
students the newest knowledge in the domain and to effectively participate in
the drawing up of speciality studies;
– the drawing up of teaching aids capable of determining a modern
teaching process, with up-to-date methods and methodology;
– the post-university improvement of a large number of engineers who are
new employed at the labour and environmental protection offices.

Summary
The Mineral resources engineering, is more than technology, more than
technics , more than science. Its object is the man fight with the nature. Its results
affect man, society, collectivity, environment, resources based economy a.s.o.
The curricular reform, operated in many universities, including the Romanian
Universities, being aware of these considerations, enhanced, among the basic
scientific, the professional and specialty subjects, the amount and content of social
human sciences, psychological-pedagogical , management and economical and
general information subjects
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NOWE WYMIARY SZKOLNICTWA WYŻSZEGO W OBSZARZE SUROWCÓW
MINERALNYCH
Streszczenie: Przez lata historii, zawód inżynieria był praktykowany przez ludzi
wybranych z elity młodych naukowców, kwalifikacje uzyskiwano podczas długich lat
edukacji na wysokim poziomie. Obecnie tysiące inżynierów, socjologów, nauczycieli i
innych osób, poświęca się, aby dowiedzieć się na temat dobrych praktyk, ażeby kształcić
nowy rodzaj inżynierów, być w stanie sprostać nowym problemom pojawiającym się w
społeczeństwie.
Słowa kluczowe: edukacja, szkolnictwo wyższe, zarządzanie, zasoby mineralne.
矿产资源地区高等教育的新维度
摘要：在历史上，期间工程界由选自精英的年轻学者，在多年来的高水平的教育中
获得的资格的人练习。如今，一千的工程师、社会学家、教师和其他人是专门用来
找出好的做法，教育新的工程师，能够面对社会中出现的新问题
关键词： 教育、 大学、 管理、 矿产资源。。
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LOGISTICIAN'S CAREER IN THE TWENTY-FIRST CENTURY
Sima E., Bălan G.
Abstract: Logistics today has a special importance in the success of any company.
Logistics has a major impact on any economy. It is of particular importance for the survival
of human beings having a major impact on the quality of life. Logistics affects our success
in all areas. Without logistics any process of adding value can not be conceived. Under
these conditions, the labour market demand for logisticians at all levels is excellent.
Permanent increase in the importance of specific logistics activities lead to considering
career in this area as very attractive.
Depending on the size of the company, logistician’s responsibility will bind to one or more
logistics functions. Nowadays, the logistician can be viewed as a facilitator of trade and
doing business.
Key words: modern logistics, logistician, career, customer value

Introduction
In the early post-war attempts to define the physical distribution, the
American Marketing Association perspective on this field is included in this
approach. The definition proposed in 1948 considered that physical distribution is
the movement and handling of goods from where they are produced to where they
are consumed or used [2].
Among the first attempts to define the physical distribution, Peter
Drucker’s is also included here, from 1962, stating that physical distribution is
another way of naming the entire business process.
Ever since the late 60s of the twentieth century, defining physical
distribution was marked by management and systematic approaches.
Used in parallel with physical distribution term, the term of logistics was
defined by many experts, including James L. Heskett in 1977, who considered that
the logistics process includes all the activities involved in the flow of products, the
coordination of resources and markets, achieving a given level of service at the
lowest cost.
Discovered as the practical activity ever since the ancient times and later
adopted by the modern economy, logistics can be seen as a set of elements that
provide the material and operational support for the proper evolution of any human
activity. Etymologically, the term logistics comes from the Greek word "logisteo"
which means "to manage". In ancient Rome "logiste" meant the intendent or
administrator who was responsible for ensuring military all material resources and
necessary elements for making a war. Military is the one who gave practical
significance of this term to describe those activities through which the two essential
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factors of the flow management needed for military maneuvers are combined,
namely space and time. For military, logistics represents all means and activities
that enable the implementation of tactical and strategic military planning. Military
strategy decides where and how the action takes place and logistics aims to ensure
the movement of combat equipment and troops in the set location.
General Colin Powell stated that he learned about logistics that it is the one
leading you on the battlefield and supporting you in battle.
The evolution of logistics concept is not just about simply replacing the
term physical distribution with logistics. Depending on the economic and business
environment in each country the role and significance of logistics are the result of a
series of steps that have alternated in the early 50s of the 20th century to the present
day.
A reference staging was suggested by Professor Donald J. Bowersox, as
follows:
– coordinating operations. Initially, there was concern for coordinating the
physical distribution operations, namely transport, storage and processing
orders. The purpose of these activities was to provide timely customer service.
– personnel regrouping. This step was prompted by the companies’ decision to
increase efficiency of physical distribution management activities and
materials’ management.
– integrated logistics. In the ninth decade of the twentieth century the new
concept of integrated logistics has shaped, integrated logistics system
respectively. The terms describe the movement of goods through a chain of
consecutive links of value added that are designed to ensure products reach at
the time and place, in the appropriate amount and form.
– strategic logistics. A significant step in the evolution of logistics is the
emergence of the concept of strategic logistics in the 90s. With this new
perspective, the use of logistic competence and logistics alliances from the
entire marketing channel is defined, in order to achieve the competitive
advantage. Strategic logistics is based on inter-organizational alliances that
allow the combination of a company's assets and performance with the services
provided by other logistics operators.
To describe the situation of companies that have managed to achieve a
higher level of logistics competence, the "leading-edge logistics" concept was used.
This category of organizations also uses logistics as a competitive weapon in order
to gain and maintain customer loyalty.
In 1991, the Council of Logistics Management replaced the term
management of physical distribution (defined in 1976) with the term logistics,
defining it as: the process of planning, implementing and controlling efficient and
effective flow and storage of goods, services and information related, from the
point of origin to the point of consumption, with the purpose of meeting customer
requirements.
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Today, logistics is considered a power that connects all enterprise with the
customers and its suppliers through two interrelated flows, the flow of goods and
the flow of information.
Modern logistics allows efficient transfer to consumers ensuring movement
of raw materials / materials / right products, in the right quantity at the required
quality, on your own terms, at the right time, in the right place, at the right cost for
the right customers, associates, suppliers and shareholders.
Large companies like Coca-Cola or Nike admit that much of their success
comes from their efficient logistics systems worldwide.

Logistician's career in the twenty-first century
Given the importance of logistics in any economy, the demand for
logisticians is growing. The requirements imposed have increased, creating the
need of well-educated, talented professionals with a wide range of skills. The
number of people, of which more and more women entering the field of logistics
directly from high school, college, and other areas is increasing rapidly.
Opportunities for women are better than ever when it comes to building a career in
logistics. Any educated person, possessing skills and enjoying working in a team
can manage to build a prosperous career in logistics management.
Wages obtained by logisticians are motivating. There are some key aspects
that contribute to the variation of these revenues including: personal factors,
organizational factors, factors specific to the workplace, the type of industry
performance, scope of experience, responsibilities, organization size, education
level, geographic location, etc.
Particular attention should be paid compensation packages through which
several benefits can be received, such as insurance premiums, installation
premiums and support of education.
The logistician can work both in state and private companies, small or
large organizations.
In logistics there is no single way to build your career. The possibilities are
numerous. The logistician’s career will be influenced largely by personal skills, the
interest shown and the decisions which he adopts.
One can start as a sourcing agent or sales agent, then as an analyst and later
as an expert or transportation dispatcher. As he demonstrates his managerial
capabilities, he can progress to reach positions of greater responsibility. It is also
possible to decide to transfer to gain experience in other parts of the organization.
The logistician must have sound knowledge in various fields. It works with people
in the logistics sector and production, marketing, accounting, finance, etc.
A key to success in this area is flexibility as logistics itself involves
assuming. To succeed in an uncertain environment, companies must respond to
changing customer needs and logistics flexibility is an important part of the
answer. Thus there are dependency relationships between flexible logistics
competence, flexible logistics capability and customer satisfaction.
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Figure 1. Logistics flexibility and its impact on customer satisfaction
Source: Prepared by the authors based on Qingyu Zhang, Mark A. Vonderembse, Jeen-Su
Lim, (2005) "Logistics flexibility and its impact on customer satisfaction", International
Journal of Logistics Management, The, Vol. 16 Iss: 1, pp.71 – 95C

Career in logistics can focus on a wide range of areas including: planning
and analysis; transport; storage operations management; planning and inventory
control; purchasing and management of resources; international logistics
management; production planning and operations; chain management supply;
information and control systems; logistics services in sales; engineering logistics,
etc. These areas can be combined in any shape under the responsibility of a single
logistics manager. There are many of the rising career paths in logistics in
production companies. Except planning production activities, similar opportunities
are available and merchandising companies. There is also an opportunity to build a
career in logistics, passing from one logistics function to another, or moving to
other departments of the organization, or by switching from one type of
organization to another.
It is important to realize that not all organizations, especially small ones,
have a logistics department. In these organizations logistics functions are spread
across multiple departments. Meeting such context, career can be formed by the
marketing department, production, operations, and / or specific product divisions.
In these unique circumstances, there will still be performed logistics functions and
one could become a production or marketing vice president.
There are several possible starting points for a successful career in
logistics. Therefore, one can start a career in many types of organizations, many
logistics activities, and virtually any location on the globe, depending on skills and
personal interests.
It should be remembered that there are many opportunities for making a
career in logistics. Manufacturers and merchandisers offer excellent employment
opportunities for logisticians and in this sense the opportunities, training and duties
are varied. Some manufacturers and retailers have formal training programs while
others use workplace training to prepare new logisticians. Initially they may be
prepared to work in logistics, planning and logistics analysis, or manufacturing
operations.
Transport generates most of the costs of logistics and has a great impact on
the overall success of a logistics system. If the challenge of providing quality
153

2014
vol.10

POLISH JOURNAL OF MANAGEMENT STUDIES
Sima E., Bălan G.

customer service is interesting, then a career in logistics is welcome and very
helpful.
A logistician works with people, processes and information.
In general, today’s logistician develops processes to identify customer issues and
resolves them quickly, having as essential necessary competencies the following:
– excellent persuasive, empathic skills;
– ability to manage interpersonal conflicts and pressures;
– ability to have knowledge about the product;
– problem-solving skills;
– creativity;
– ability to work under emergency conditions;
– resistance to stress;
– attention to detail;
– strong communication skills to deal with people.

Summary
Modern logistics is scientific and has an overwhelming importance in the
life of any company regardless of its size or its objectives.
In this difficult period in which it is hard to talk about forecasting, the
solution would be to make, in a high extent of fixed costs into variable costs that
are directly proportional to the volume of the activity. One solution for logistics
services would be outsourcing. Thus, the logistician and the customer will have a
common goal of engaging costs according to their needs, while maintaining control
and ensuring optimal organization.
By working with transport companies, private warehouses or other
specialists, company’s resources can be focused on its core production.
By logistics, each functional area of a business is linked and this is vital for the
success of the organization.
However, companies that invested in logistics and conduct specific
activities at the highest level consider logistics as an asset that can hardly be
imitated by competitors. Efficient modern logistics is similar to a tangible asset of
great value to the company. In this case logistics operations are the true ways to
create increasing value for customers.
The logistician in a modern economy is a factor bringer of profit.
Building a career in logistics is definitely a challenge. It is a true art to give
flexibility and at the same time hold your activity within efficiency parameters in
order to become a true long-term partner for the customer.
The demand for logisticians is a growing trend around the globe.
As logistics is present in each industry, these jobs are often stressful because
developments are in a rapid pace.
Employment with logistics staff is expected to grow by 22 % in the U.S. during the
period 2012 to 2022, much faster than the average for all occupations.
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Increasing employment in logistics is related to its importance in a global
economy. The prospects of these jobs will be beneficial for those with a bachelor's
degree and work experience related to logistics.
The average annual salary for logisticians in the U.S. was $ 72.780 in May
2012. According to Google Analytics over 49,000 online applications for jobs in
logistics were posted within three months (February 2012), the figure increasing by
24 % compared to the same period last year [5].
As shown above, being a logistician is a challenge of the years to come and
will bring enjoyment to those who choose such a career.
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KARIERA LOGISTYKA W DWUDZIESTYM PIERWSZYM WIEKU
Streszczenie: Logistyka w dzisiejszych czasach ma szczególne znaczenie dla sukcesu
każdej firmy. Logistyka ma duży wpływ na każdą gospodarkę. Ma ona szczególne
znaczenie dla przetrwania istot ludzkich mając zasadniczy wpływ na jakość życia.
Logistyka wpływa na nasze sukcesy we wszystkich dziedzinach. Bez logistyki żaden
proces dodawania wartości nie może być powzięty. Zgodnie z tymi warunkami
zapotrzebowanie rynku pracy na logistyków na wszystkich poziomach jest ogromne. Stały
wzrost znaczenia poszczególnych działań logistycznych prowadzi do postrzegania kariery
w tej dziedzinie jako bardzo atrakcyjną. W zależności od wielkości firmy odpowiedzialność
logistyka będzie wiązać się z jedną lub większą ilością funkcji logistycznych. Obecnie
logistyk może być postrzegany jako podmiot ułatwiający handel i prowadzenie działalności
gospodarczej.
Słowa kluczowe: nowoczesna logistyka, logistyk, kariera, wartość klienta.
在二十一世纪的物流师的职业生涯
摘要：物流今天有一个特别的重要性在任何公司的成功。物流对任何经济有重大的
影响。它是对人类生存的产生了重大影响，对生活质量的特别重要。物流影响我们
在所有领域的成功。没有物流不可以设想任何添加值的过程。在这些条件下劳动市
场的需求为所有各级后勤专家是优秀的。在具体的物流活动的重要性的永久增加导
致考虑在这一领域作为非常有吸引力的职业生涯。根据公司的大小，物流师的责任
将绑定到一个或多个物流功能。如今，物流师，可以被视为调解贸易和做生意的。
关键词： 现代物流、 物流师、 职业生涯、 客户价值。
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HIGHER EDUCATION AND CHANCES FOR EMPLOYMENT IN
POLAND
Kot S., Ślusarczyk B.
Abstract: Nowadays, there are more and more highly educated people, what in theory
should assure them fast placement. However also the number of unemployed with higher
education is rising. The aim of this article is to present level of education in Poland and
chances for employment. Authors’ also try to indicate effects and traps of higher education
in Poland. Statistic data comparing the number of higher educated people and
unemployment rate in this sector are also presented.
Key words: higher education, employment, unemployment, unemployment rate

Introduction
Unemployment is one of the most important problem of the Polish
economy in macro and micro scale. It causes economical and social problems as
well. The unemployment rate in Poland is higher then in most of EU countries [1,
2]. The problem of unemployment is very common and concern not only people
with sufficient skills and qualifications.
According to statistic data educational qualifications are still the best
insurance against unemployment, which clearly increases the lower the level of
education attained. This characteristic was noted in all Member States in 2012, as
the average unemployment rate in the EU-27 for those aged between 25 and 64
having attained at most a lower secondary education was 16.8 %, much higher than
the rate of unemployment for those that had obtained a tertiary education
qualification (5.6 %)[3].
However basis on young unemployed people protest in Spain, Greece or
Portugal in last years the question arises: is it really so good, or general statistics
lies and higher education is not any more so strong protection against
unemployment. The analysis of that situation in Poland is main aim of this paper.
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Figure 1 Unemployment rate by highest level of education attained (%)
Source:
http://epp.eurostat.ec.europa.eu/statistics_explained/index.php/Unemployment_statistics

Effects of higher education in Poland – the quantitative approach
The last general census conducted by the Central Statistical Office for the
period from April to June 2011 shows that number of people with higher education
increased by the half, in comparison to 2002 (Table 1), when the share of people
with higher education was 9.9 percent. In 2011 this share was 17,5%.
Table 1. Population aged 13 and above according to educational level in the years
2002 and 2011
Educational level
Population in thousands in
the years
2002
2011
Total
32435.4
33505.3
Higher education
3203.6
5693.7
of which:
Higher education with doctoral degree at least
107.7
153.7
Master’s or medicine doctor’s degree or 2277.4
3990.4
equivalent degree
Engineers, bachelors,
818.5
1549.6
Source: own study based on GUS
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Quantitatively analyzing, the development of the education’s level in
Poland can be assessed very positively in light of the above data. Unfortunately,
the results of analysis of economic activity of people with higher education disturb
this assessment. Admittedly, in the analyzed period 2003-2013, the number of
economically active people with higher education is growing steadily, while the
number of the unemployed with higher education since 2008 is also growing
steadily but with a significantly higher growth rate than the growth of the
economically active people (Figure 2).
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Figure 2. People with higher education on the labor market in Poland (in thousands)
Source: own study based on GUS

In the end of 2013 years more than 243 thousand people with higher
education were unemployed. Importantly, their number is growing the fastest –
over the year it increased by 12,4 percent. For example, the number of the
unemployed with vocational education increased by 7.6 percent and those with
secondary education - by 5.8 percent.
The argument for studies most often is a market's statistical measurement
of work and opportunities for employment.
Thus, these data are also
underestimated because, many people have to have a job to pay for studies. So after
graduation, they do not hit the job market because they already have had a job, so
there is not a direct relationship between a level of their education and finding an
employment.
It is also important to pay attention to a mass emigration which significant
part constitute young people with higher education, because if they stayed in
Poland, certainly they would cause increase of unemployed.
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Experts have no doubts that it is inter alia an effect of educational boom
which we are experiencing in recent years. The CSO data shows that in the end of
last year, about 5 million (28 percent) among economically active Poles (both
employed and unemployed), have an university degree. This means that they
constitute a twice bigger group than ten years ago.
Thus, when an unemployment is rising, there is more people after
graduation among people without job. Their number is growing fast because the
job market has been saturated with various specialists (inter alia: teachers,
sociologists, historians, graduate of philology, marketing, management or
economists) for many years. According to experts, problems of university
graduates are also associated with the quality of education - notes Viktor
Wojciechowski, the chief economist at Invest-Bank. In his opinion, there are many
universities where students can just buy a bachelor's degree – it means that if they
pay fees, the requirements are virtually none. Some people agree to it deliberately,
delude themselves that diploma gained in this way will help them in the labor
market.
The CEO of PZU, Andrzej Klesyk notes that „in the world, there is the
race which aim is to find talented people, who are able to use their knowledge. You
have to catch them, help them to improve their abilities and promote. Lack of this
ability is the Achilles heel of the Polish education at every level.”[4].
Therefore, not coincidentally among people with diploma, there is more
and more long-term unemployed ones - in the middle of this year, nearly 73
thousand of them were looking for a job over a year, another 34 thousand - more
than two years.
The increase in number of the educated unemployed is not only a Polish
problem. There are more and more of them in all Europe. According to data from
Eurostat, in Spain, an unemployment rate among people with higher education at
the age of 25-64 was 14 percent, in Greece - 17 percent and in Portugal - 10,5
percent. [5]

Traps of higher education in Poland
Analyzing the effects of education in Poland, and taking into account the
number of people with higher education, it can lead to very positive conclusions. It
is undeniable that there has been a huge increase in the number of people with
higher education. We should consider, if the success is a current educational order
which popularizes higher education, because maybe it is just a longer education but
not the higher. J. Zakowski describes this situation in a ripe way "Millions of
young people, in last two decades, have lost billions of hours of life gaining quasiknowledge, on quasi-universities. The culture of "pseudo-intellectuals" deprived of
habit of reading and an ability to understand the world was created.” [6]
He also suggests to consider whether the current model of knowledge
transfer is suitable for the present time and the challenges they bring. The
development of erudite programs which transmit the current state of knowledge is
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supported - though, currently knowledge resources are a couple of orders of
magnitude more extensive. Whereas, during the classes there is no time for
collective thinking, debate and teamwork, diversities are excluded and tests with
answer keys which limit independent thinking are promoted. What is more, in
education, there is lack of space to promote individuality and students' interests.
Instead of it, they promote an egoistic individualism, ignoring the methodology
supporting an ability to create bonds and a joint action.
This model of education met the needs of Ford's capitalism hundred years
ago, hierarchical systems of totalitarian and primitive phase of market's
modernization. Unfortunately, it limits a On the grounds of such a model, students
and then graduates can work and form the basis of their consumption, but they will
not risk by creating innovative, revolutionary ideas deviating from accepted
standards. Learned helplessness, loneliness and self-interest in this case close the
way for such action. Therefore, it is important to graduate leaving university to
have a habit of creative thinking, an ability to develop their interests and to use
them creatively, to built relationships which are necessary for interdisciplinary
teamwork. An empathy needed to communicate with others successfully is also
very important. [6]
Prof. E. Nawrocka searching for causes of problems of described state of
affairs points deeper systemic problems associated with reforms and management
of education in Poland. Its result in a lower level of knowledge of high school
graduates going into university. E. Nawrocka speaks of high school graduates
that: "These are people who have become harm, because they were packed with
absurd "knowledge", which was presented so as they can solve tests with monkeys'
ability. But they are not able to use it creatively, they do not associate facts and
understand circumstances.” [7]
Next, it is possible to notice that a large part of students are not interested
in studying, in the majority, they just want to have a diploma, "a document".
Unfortunately, teaching staff sometimes ignore it, tolerating even students with
insufficient knowledge, due to the definite standards according to which in a
classroom, during lectures, there have to be a certain group of students. In the case
when there will be less of them, one of teachers can lose his job. The result is
“students, who do not learn and cannot learn, do not read a literature, do not think,
they are not able to build a long, consistent oral expression and writing with
stylistic and spelling mistakes." [8]
Systemic problems of higher education in Poland do not only affect
students and the level of education. Unfortunately academic teachers, saving their
tenure, have to constantly wonder, how they can find additional hours. Almost all
scientists moonlight. They teach in several schools (about 80 percent of academic
teachers have two jobs), looking for a variety of additional classes, which in many
cases are far away from their scientific interests and they are willing to take any
extra work.[9] This state, more often makes them feel burned out and hemmed in
by absurdities. They just feel that their job is meaningless. In addition, sometimes
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as Prof. E. Nawrocka defines - universities are like feudal kingdoms, where
bureaucracy reigns.[10]
Apart from the bureaucratic problems created by university
administrations, which can be eliminated by proper management, it is necessary to
pay attention to the bureaucratic system associated with activities and requirements
at the central level. This is related to the implementation of tasks dictated in the socalled. "Bologna process", whose effect is to distract academic staff from their
substantive duties and forcing them to perform and continuously revising a variety
of forms.
An example is a duty to prepare and amend syllabus. It is an unnecessary
work which takes a lot of time, and which is used only by the institution and
ministerial administration whose carefully examining whether these documents are
prepared correctly, or their individual components are complementary whole, or
the number of hours devoted to lectures, tutorials, seminars, consultation and own
students' work are in line with previous, top-down arrangements. [11]
A good example of small utility of implementation requirements associated
with syllabus can be the fact that two universities, Oxford and Cambridge, which
have the leading position not only in Britain but throughout the world, totally
ignored requirements to create syllabus. Unfortunately, more and more often,
academic teachers are faced with choice: whether to work on it what they have
been called, that is the actual teaching, research, writing articles and books, or
creating documents and filling questionnaires of syllabus and other bureaucracy
formations which limit a scientific development and educational opportunities on a
good level.

Summary
In assumption, a higher level of education allows to find a job faster and to
keep it longer than in case of less educated. Unfortunately, in the light of the
detailed statistical analyzes and employers' opinions - this simple relation cannot be
fully confirmed in case of Poland. It is evidenced by rapidly growing number of
unemployed people with higher education and employers' opinions about low
usefulness of graduates to perform a job and risk of long-term unemployment of
significant part of people belonging to this group. An attempt, made to analyze the
reasons of this negative situation indicates a number of negative effects of systemic
reforms of higher education in Poland. The significant problems in the area of
scientific development which repeatedly deepen low efficiency of education
because of the need to adapt to grants received should also be indicated. The issue
of scientific advancement, excessive and inappropriate (for real achievements)
quantification of scientific achievements or funding of scientific development
should be noted here.
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EDUKACJA WYŻSZA A SZANSE NA ZATRUDNIENIE W POLSCE
Streszczenie: W dzisiejszych czasach coraz więcej ludzi posiada wyższe wykształcenie, co
w teorii powinno zapewnić im szybkie znalezienie pracy. Jednakże liczba bezrobotnych
posiadających wyższe wykształcenie ciągle rośnie. Celem tego artykułu jest przedstawienie
poziomu wykształcenia oraz szans na zatrudnienie w Polsce. Autorzy starają się także
wskazać skutki oraz pułapki związane z posiadaniem wyższego wykształcenia w Polsce.
Przedstawione zostały statystyczne dane porównujące liczbę osób posiadających wyższe
wykształcenie ze stopą bezrobocia.
Słowa kluczowe: wyższe wykształcenie, zatrudnienie, bezrobocie, stopa bezrobocia
高等教育和就业的机会在波兰
摘要：如今，有越来越多的高学历的人才，什么理论上应该向他们保证快速安置。
然而也与高等教育的失业人数在上升。这篇文章的目的是教育的提出在波兰和就业
机会水平。作者也尝试说明影响和波兰高等教育的陷阱。此外提出了比较受过教育
的人和失业率高这一部门的人数的统计数据。
关键词： 高等教育、 就业、 失业、 失业率。
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FUNCTIONING OF ACADEMIC CAREER CENTRES IN POLISH
SCHOOLS OF HIGHER EDUCATION
Sroka M.
Abstract: The article presents the range of career centres’ functioning in schools of higher
education in Poland. It describes main fields of their activity and compares them to foreign
career centres. In the research part the study includes the analysis of students’ expectations
as regards the form and range of career centres’ functioning as well as their activity in the
selected university. Finally, the author attempts to determine the main directions of career
centres’ functioning to meet students’ expectations and the situation on the labour market.
Key words: academic career centre, career counselling, academic advising, schools of
higher education, Polish Career Centres Network

Introduction
An academic career centre (ACC) is a unit working for the benefit of
professional activation of students and alumni of a school of higher education. It is
run by the university or any other student organisation. The principal aim of
academic career centre’s functioning is to provide students and alumni with
comprehensive and professional help as regards entering the labour market and
moving around it in order to find appropriate employment [5]. In Poland academic
career centres began to appear as a result of dynamic changes of the conditions on
the labour market which have been taking place since Poland joined the countries
with market economy. The additional factors enhancing the development of such
institutions in Poland are: the continuous disadvantageous situation of university
graduates who find it difficult to get employment after they finish their studies as
well as the need to adjust the education offer of universities to labour market’s
requirements in order to increase their attractiveness among the potential future
students. The legal basis for academic career centres’ activity is the Act on
Employment Promotion and Labour Market Institutions from 2008 with
subsequent changes. It defines the goals and methods of the realization of active
labour market policy as well as indicating the institutions which may participate in
its realization [5].
First academic career centre, based on the British example, was founded in
1993 at the Nicolaus Copernicus University in Toruń. In 1997 thanks to the
European Fund within the Tempus Phare programme and in co-operation with the
National Employment Office, Ministry of Education and universities in Hull
Amsterdam and Toruń, eight subsequent career centres were founded. In the years
2002 – 2005 the Ministry of Economy and the Ministry of Labour and Social
Policy announced grant competitions for subsidies enabling the organization and
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development of career centres at universities within the “First Job” programme. As
a result, the interest in the idea of career centre has increased and consequently
such institutions have become more widespread [5].
In the United States the development of academic career counselling began
much earlier. According to Sandra Cook, it was at the beginning of the 20th century
when the diversity and complexity of American universities’ educational offer
caused the creation of three main directions of counselling: personal
(psychological), vocational and academic. In the years 1916 – 1917 Oberlin
College was the first one to include in its educational offer a course providing
students with information on professional career. The crucial moment in the
development of career counselling at American schools of higher education was
founding the National Academic Advising Association (NACADA) in 1979. It was
at that time when first advisory centres which dealt with career counselling
appeared at universities [1].

The range of activity of Polish and foreign academic career centres
According to the Act, the basic tasks of academic career centres are:
– providing students and alumni with information about labour market and the
possibilities of improving professional qualifications,
– gathering, classifying and presenting job, internship and vocational training
offers,
– running a data base of students and alumni interested in finding employment,
– helping employers to find appropriate candidates for vacancies and internship,
– helping students to actively search for employment [5].
In reality academic career centres offer a wide variety of information and
advisory services such as:
– preparing students and alumni for future employment; providing them with
professional help as regards entering the labour market as well as moving
around it actively and consciously in a way that enables them to find an
appropriate job in the shortest period of time. Students and alumni can confront
their career plans with actual possibilities on the labour market, whereas
employers obtain the chance to find competent and valuable workers,
– facilitating contacts between the university and employers in order to gain
various job, internship and professional training offers; running the data base of
students and alumni looking for a job, gathering permanent and temporary job
offers, providing students with information about companies,
– maintaining contact between the alumni and the university; collecting
information on their careers (whether they work according to their
qualifications, how they evaluate the usefulness of knowledge gained during the
studies, how much they earn, whether they are successful etc.). Such
information help to motivate potential and present students to realize a similar
career path; collective surveys of alumni’s lots facilitate adjusting the curricula
to the employers’ needs,
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– individual and group counselling; professional help in preparing all kinds of
application documents according to present trends and legal requirements as
well as the know-how regarding applying for a position (e.g. forms of
interviews, Assessment Centre, reference letters, types of psychological
recruitment tests, on-line application),
– co-operating with academic science clubs, Academic Business Incubators,
Student Business Centre Club Forum, AISEC, student self-governments etc.,
– organizing companies’ presentations at the university (seminars, practice
panels, Job Fair); organizing vocational workshops, lectures, promoting the idea
of academic career centres – exchanging experiences among the institutions,
– helping to determine the career paths for students and alumni, diagnosing job
predispositions, preparing for job interviews, providing with all kinds of guide
books and other publications for people looking for job as well as with the
information on post-graduate studies, PhD studies, vocational and language
courses etc [4].
As for foreign universities, the variety of services offered by academic
career centres is the same. However, some schools (e.g. Harvard University)
propose more diversified contact forms, for instance individual counselling through
Skype or various diagnostic tools for individual use available on-line (this option is
charged a fee both for students and alumni) [3].
The crucial role in the development of academic career counselling is
played by integrated systems of career centres on-line. The Polish Career Centres
Network was founded in December 1998. Its main goal is to exchange experiences
and information as well as facilitating the creation of new career centres. Owing to
such co-operation, each centre provides students with efficient help which
enhances entering the active professional life. All centres associated in the network
have a common goal and function in accordance with a certain set of standards. But
at the same time each centre develops individual methods of work. The experiences
are exchanged at regular meetings of Polish Career Centres Network members held
every December in Cracow and summer training workshops in different parts of
Poland.
Academic Career Centres which belong to the network are obliged to fulfil
certain standards:
a) programme standards:
– organize individual and group career counselling,
– provide information on the labour market and the possibilities of improving
qualifications,
– collect, classify and provide job, internship and vocational training offers,
– create data bases of students claiming to search for employment,
– gain and maintain contact with employers,
– promote the idea of academic career centres and facilitate organizing such
institutions at other universities and colleges.
b) logistic and organizational standards:
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– employ full-time workers,
– possess their own location,
– function for at least 3 months.
What is more, they pledge themselves to:
– promote the idea of career centres both in the academic and business
environment,
– participate at least once a year in the Polish Career Centres Network meetings,
– exchange information and contacts and friendly co-operate with other
associated centres.
Academic career centres are a significant potential as regards both
experience and knowledge as well as in terms of organizational and logistic
aspects. They agree to co-operate with all kinds of partners whose goal is to
minimize unemployment among university graduates. Out of all the academic
centres functioning at Polish schools of higher education, 100 are associated in the
Polish Career Centres Network [5].
In the USA the organization which integrates the advisory system at
universities is the National Academic Advising Association (NACADA). It is an
association of professional advisors, counselors, faculty, administrators, and
students working to enhance the educational development of students. They
represent all states of the USA, Canada, Puerto Rico and others. At present
NACADA involves about 11000 members. The main tasks of the association are
to:
– expand and communicate the scholarship of academic advising,
– provide professional development opportunities that are responsive to the needs
of advisors and advising administrators,
– promote the role of effective academic advising in student success to college
and university decision makers,
– create an inclusive environment within the Association that promotes diversity,
– develop and sustain effective Association leadership,
– engage in ongoing assessment of all facets of the Association,
– pursue innovative technology tools and resources to support the Association,
– support universities in organizing and improving advisory centres,
– finance research programs devoted to the issue of academic advising [2].
NACADA’s activity results in good guidance for students and alumni and effective
co-operation with enterprises aiming at matching the best candidates to the offered
vacancies.

Research methodology
The questionnaire survey was run between 23rd February and 27th February
2014. The respondents were chosen among students of the Czestochowa University
of Technology, Faculty of Management. The groups involved in the survey were
selected at random. 125 questionnaires were filled, out of which 120 were
classified for use after they were evaluated in terms of correct fill-in, logic and
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cohesion of the given answers. The questionnaire included ten questions. Eight of
them were close and in four questions it was possible to indicate more than one
answer. Two questions were open.
The realized survey aimed at:
 determining the percentage of students who decided to apply for help in the
academic career centre,
 determining the forms of career centre’s aid which were applied for by students,
 identifying the fields of career centre’s activity in which students would like to
be helped in the future,
 determining whether career centre’s activity is promoted at the university
efficiently enough,
 identifying the fields of career centre’s functioning in which it should improve
its activity,
 diagnosing whether career centre’s activity meets the requirements of the labour
market,
 indicating in what way career centre’s functioning can be improved.
The research results were presented in tables or graphic diagrams. They are based
on the relation (1) which illustrates the frequency of the given answers of y type
(y = a, b, ...) for a certain question x (x = 1, 2, 3, ..., 7, 8).
k x, y 

 e x, y

 100 [%]

 Ex

(1)

where:
 e x , y - the number of answers of y type (y = a, b, ...) given for question x,

 E x - the total number of answers given for question x.

Research results
The first question’s aim was to find out whether students know that the
academic career centre functions at their university. Only 18% of them was aware
that the career centre exists at the university. 78% of respondents did not know that
such an institution exists, whereas 4% claimed that there was no such centre at
their university. The results for this part of the questionnaire are presented in figure
1.

167

2014

POLISH JOURNAL OF MANAGEMENT STUDIES
Sroka M.

vol.10

90
78

80
70

[%]

60
50
40
30
20

18

10

4

0
Yes

No

I don't know

Figure 1. Respondents’ knowledge about career centre’s functioning at the university
Source: Author’s elaboration based on research

The next question regarded the questioned students’ knowledge of the
career centre’s activity fields. Among the most frequently indicated answers there
were: helping to find a job offer (58%), organizing Job Fairs (57%) and organizing
training (50%). The least frequent answers were helping to find internship in
Poland (17%) or abroad (22%), gathering information on employers (22%) and on
current situation on the labour market (22%). The results regarding this part of the
questionnaire are presented in table 1 below.
Table 1. Students’ knowledge of career centre’s fields of activity
Form/field of activity
Help to find internship in Poland
Help to find internship abroad
Gathering information on employers
Gathering information on current situation on the labour market
Organizing meetings with employers
Help to find vocational training offers
Help in preparations to set up one’s own business
Career counselling
Organizing training
Organizing Job Fairs
Help to find job offers

Indication [%]
17
22
22
22
32
33
43
45
50
57
58

The subsequent question aimed at examining what percentage of the
respondents decided to apply for help at the career centre at their university. 100%
of the questioned students declared they had never applied for such help. The
results for this question are presented in figure 2.
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Figure 2. Applying for career centre’s help by students
Source: Author’s elaboration based on research

In the next question students were asked to indicate those fields of career
centre’s activity in which they would like to be helped. The largest percentage of
the respondents declared interest in help to find an appropriate job offer (67%) as
well as in organizing training (63%). The lowest rate was recorded for gathering
information on employers (18%) and on the current situation on the labour market
(20%). The results for this question are presented in table 2.
Table 2. Fields and forms of career centre’s activity respondents would like to apply
for
Form/field of activity
Indication [%]
Gathering information on employers
18
Gathering information on current situation on the labour market
20
Organizing meetings with employers
25
Help to find internship abroad
25
Help to find vocational training offers
30
Help to find internship in Poland
32
Career counselling
38
Help in preparations to set up one’s own business
43
Organizing Job Fairs
45
Organizing training
63
Help to find job offers
67

The subsequent question’s goal was to examine students’ opinion whether
the academic career centre is promoted at the university efficiently enough. 7% of
respondents claimed that promotion activity of the career centre was very good.
35% of the students considered the promotion to be poor, while 58% of them
claimed that the career centre was not promoted at the university at all. The results
for this question are presented in figure 3.
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Figure 3. The extent to which the career centre’s activity is promoted at the university
Source: Author’s elaboration based on research

In the next question the questioned students were asked to indicate those
fields of the career centre’s functioning in which it should increase its activity.
Among the most frequently given answers there were: organizing training (67%),
helping to find an appropriate job offer (60%) and helping to set up a business
(52%). The lowest percentage of students pointed at gathering information on
employers (18%) and career counselling (25%). The results for this part of the
questionnaire are presented in table 3.
Table 3. Indicating the forms and fields of functioning in which the career centre
should increase its activity
Forms/fields of activity
Indication [%]
Gathering information on employers
18
Career counselling
25
Help to find internship abroad
27
Gathering information on current situation on the labour market
28
Help to find internship in Poland
32
Help to find vocational training offers
33
Organizing meetings with employers
35
Organizing Job Fairs
40
Help in preparations to set up a business
52
Help to find job offers
60
Organizing training
67

The last close question of the questionnaire examined students’ opinion on
the compatibility of the career centre’s activity with the requirements of the labour
market. The vast majority of respondents (83% in total) declared that the range of
career centre’s actions met the requirements. The remaining 17% of the questioned
claimed it did not meet the requirements. The results for this question are presented
in figure 4.
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Figure 4. Compatibility of the career centre’s actions with the requirements of the
labour market
Source: Author’s elaboration based on research

The questionnaire also included two open questions. In the first one
students were asked to indicate other than mentioned in the previous questions
forms of career centre’s activity which should be introduced. None of the
respondents suggested any other actions. The second open question enabled the
examined students to present their own suggestions on how to facilitate the career
centre’s functioning. All of the respondents who answered this question suggested
that it was necessary to improve all kinds of promoting actions at the university.

Summary
The conducted survey allows to draw the following conclusions:
– Three-quarters of students does not know that an academic career centre exists
at their university. The reason for such a situation may be not sufficient number
of informative actions regarding the career centre’s functioning at the university
as well as students’ slight interest in such institutions.
– Almost two-thirds of the respondents claim that the main field of the career
centre’s activity should be helping to find appropriate job offers. Such an
approach illustrates students’ poor knowledge of the range and fields of activity
required from an academic career centre and determined in the Act. What is
more, the current unfavourable situation of university graduates on the labour
market causes that they expect support of many institutions in finding
employment.
– Despite the fact that one-fifth of the examined students declare to know about
the existence of the career centre at their university, none of the respondents
have ever applied for its help. Determining the reasons for this situation exceeds
the scope of research in this study.
– Despite the fact that none of the respondents have ever applied for career
centre’s help, they indicate forms and fields of help they would like to be
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provided. They include: help in finding an appropriate job offer, organizing
training and Job Fairs as well as helping in preparations to set up a business.
– Vast majority of the respondents (93%) consider promotion actions of the career
centre to be poor or claim the institution is not promoted at all. This situation
may be changed through the intensification of career centre’s informative
activity. It seems that one of the most effective methods would be organizing
meetings of full-time career centre’s workers with first year students. This
hypothesis is also supported by the fact that two-thirds of respondents
emphasize the need to increase the career centre’s activity in the field of
training organization.
– Most of the examined students positively evaluate the compatibility of career
centre’s activity with the requirements of the labour market (13% choose the
“Definitely yes” answer whereas 70% choose the “Rather yes” answer). Such
an approach entirely justifies the need of career centres’ functioning at
universities.
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FUNKCJONOWANIE AKADEMICKICH BIUR KARIER NA UCZELNIACH
WYŻSZYCH W POLSCE
Streszczenie: W artykule przedstawiono zakres funkcjonowania akademickich biur karier
na uczelniach wyższych w Polsce. Określono główne obszary ich działalności oraz
porównano je z biurami karier na uczelniach zagranicznych. W części badawczej
przeprowadzono analizę oczekiwań studentów, co do zakresu i formy działań oraz
aktywności akademickiego biura karier na wybranej uczelni wyższej. Podjęto również
próbę określenia głównych kierunków funkcjonowania akademickich biur karier
odpowiadających oczekiwaniom studentów oraz sytuacji na rynku pracy.
Słowa kluczowe: akademickie biuro karier, doradztwo zawodowe, doradztwo akademickie,
uczelnia wyższa, ogólnopolska sieć biur karier.
在波兰语学校的高等教育学术生涯各个中心的运作
摘要：本文介绍在波兰高等教育学校职业中心运作的范围。它描述了他们的活动的
主要领域，并将它们比喻为外国职业中心。在研究部分研究包括学生的期望的形式
和范围的职业中心的运作，以及它们在所选大学的活动的分析。最后，作者尝试确
定职业中心运作以满足学生的期望和对劳动力市场状况的主要方向。
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RECRUITING LOCAL PUBLIC SERVANTS IN ROMANIA AND
BELGIUM
Suciu L-E., Mortan M., Raţiu P., Vereş V.
Abstract: The paper presents how recruitment is done in the local public administration
from Romania and Belgium (The Brussels Region) since this is one of the first steps an
individual has to make in order to become a public servant and stat a career in local public
administration. The paper aims to show what the common points are when referring to the
recruitment in the local public service in both countries.
Key words: recruitment, public servant, career

Introduction
When starting the first job, every individual thinks on how this job could
help him to achieve a successful career. The literature [1], [4], [8], [10], [12],
shows that a typical career implies most often having different roles in multiple
organizations, in large part because of globalization and advances in technology
that have produced a turbulent environmental context [14].
In the followings we will present what are the main steps implied by
having a career in local public administration, focusing on recruitment. The authors
will present what are the common points of the Romanian and Belgium local
public servants when entering the public service.
Research methodology
The paper is based on a larger study made in 2010 and 2011 both in
Belgium (the Brussels Region) and in Romania, the North-Western Region. Based
on studying the legislation of both countries, consulting numerous articles and
books and having interviews along with distributing questionnaires to local public
servants on the matter we will present what starting a career in local public
administration means in both regions.

The career in the public function
Some authors say about career that is a sequence of positions, in ascending
order of prestige, through which employee pass in a certain order, after a
predictable rule [7]. It also means career development, advancement, progress [1].
According to law (no. 611/2008), career in the civil service includes all
legal situations and the effects that occur after the civil servants’ work report starts
until the termination of this report, as the law stipulates.
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The ‘career’ concept shows the development in time of the public servants,
from its recruitment to the public function until the end of its professional activity,
or the time when it is released the administrative legal document which puts an end
to the legal public function [3].
Regarding the steps of civil servants’ career, in the opinion of some authors [11],
civil servants career is divided into four essential stages:
– the moment when the person enters the civil servants body;
– the completion in the public function, after the probation period;
– the promotion in the public function;
– the exit from the civil servants body.
In this study we will focus our attention only on the recruitment stage, the moment
when a person enters the civil servants body.

The public function in Romania and Belgium (Brussels Region)
Within the European Union there are two public service management
systems namely the career system and the job system also called the system of
occupation public function.
The career system is applied in some countries such as France, Belgium,
Spain. It implies stability and continuity in career, either within the same body of
officials or by moving from one body to another. Once entered into the specific
body of civil servants, the civil servant is ensured with the opportunity to remain in
that body for lifetime and also with the right to develop a career inside the body.
The second type of system, the job system is based on an assembly of
different functions or occupations (jobs). Civil servant are named into one of these
functions and then have the possibility of being named into another function,
without being invested with rights in this matter [5]. The main feature of this type
of system is that recruitment and selection of civil servants are made in the exactly
same manner as in the private sector. The job system is applied in countries like
Great Britain, Denmark, Netherlands and Sweden.
In this study we will focus on Belgium, since it is among the countries that
practice the career system just like Romania does and also due to the fact that we
have had the opportunity to discuss and take interview to with civil servants from
the Brussels Region. These interviews took place in 2010 in six communes of the
region.
Belgium consists of three communities (Flemish, French and German),
three regions (Flemish, Walloon and the Brussels-Capital/ the Brussels) and four
linguistic regions (Dutch, French, German and bilingual). The Brussels Region is
considered to be the smallest region, consisting of 19 communes/municipalities
centered around Brussels: Anderlecht, Auderghem, Berchem / Sainte-Agathe,
Brussels, Etterbeek, Evere, Forest, Ganshoren, Ixelles, Jette, Koekelberg,
Molenbeek / Saint-Jean, Saint-Gilles, Saint-JN = Saint-Josse-ten-Noode,
Schaerbeek, Uccle, Watermael / Boitsfort, Woluwe / Saint-Lambert, Pierre
Woluwe/Saint.
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Unlike countries such as Spain, Portugal, France or Romania, Belgium has not
adopted a unique status aimed at both central public function and the local one. In
Belgium, the possibility of adopting a statute of staff employed in the public sector
is considered an attribute of the autonomy each local collectivity has.
Despite the existence of federal settlements outlining general principles,
each community and each region shall adopt its rules regarding the statute of its
staff, subject to certain limitations [13]. Thus, in addition to the Camu statute
(referring to the states’ civil servants –civil servants from central government),
there also is a statute for the civil servants from the Walloon region, Flemish
region, Brussels Region, French community, Flemish community, German
community, etc..
As a result, at the level of local public administration that we are talking
about, every commune has the power to adopt its own statute referring to its civil
servants.
The fact that each commune has the autonomy to determine its legislation
referring to its staff in administration does not mean that there is no control from
superior authorities. Communal settlements that provide the local public function
hide behind their disparity a uniformity, a ground arrangement that is revealed to
those who seek their inspiration in the statute of state agents [6].

The Social Charter
The best example to illustrate the effort to standardize the laws of
communes by the regional level, at the Brussels Capital region level, is given by
the existence of the ‘Social Charter; (in its full name of "Harmonization of the
administrative statute and general revision of scales related to local government
staff in the Brussels-Capital Region "), signed in 1994 between the government of
Brussels Region and big unions.
Introducing the Charter led to important changes in the statute of
communal agents and it was an additional factor of unifying communes’
regulations. It is the base for upgrading and adding value to the administrative,
pecuniary and social statute of the local public function. However, the Social
Charter has no legal binding it is more likely a recommendation, trying to integrate
it them into the communal law (La Nouvelle Loi Communale). As a result, each
commune sets its staff statute considering the provisions of the Charter, but which
can be customized as required by case.
In the following, based on the information that we have had access to, we
will present the main regulations on recruitment in the public function in Romania
and then we will highlight these issues at the level of the Brussels Region.
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Recruiting the local public servant in Romania
According to the Romanian Statute of Civil Servants public functions can
be occupied by promotion, transfer, redistribution, recruitment and other ways
stipulated by law.
Recruitment is defined according to law as all processes and procedures
applied by public authorities and institutions, based on their competencies as
stipulated by law in organizing and conducting competitions, processes meant for
identifying and attracting candidates to fill vacancies or, if necessary, temporarily
vacant public functions.
The recruitment in order to enter the Civil Service is done on contest
within the limits of the vacancies of public functions. Vacancies are provided by
the plan of occupying public functions. The contest is based in several principles,
such as: open-competition, transparency, professional merits, competence, and
equal access to public functions for each citizen who meets the necessary legal
requirements. Usually the contest for recruiting civil servants is organized
quarterly.
At the contest for occupying a public function may participate any person
who meets the general requirements and conditions established by law to fill that
public function. Based on the job description are established the specific conditions
for participation in recruitment for vacancies. The contest implies three steps: the
selection of candidates ‘files, a written test (writing a paper and / or solving
multiple-choice tests) and then an interview. The interview is organized in order to
test the abilities, skills and motivation of candidates.
One of the limits of selecting civil servants through competitive selection is
given by the possibility of appearing distortions in the organization of the contest,
only to provide the job to a specific candidate chosen in advance [9].
According to the data provided by the central and local authorities to the
National Agency of Civil Servants by, from the figure below it can be seen the
evolution of staff numbers during the years 2005-2011 in Romania. It could be
observed there was a reduction of the number, over the period. We could notice
that central government public functions are the ones that prevail. In our opinion a
cause for the fewer local public functions compared to the central ones, are the
differences due to the fact that at central level the political influence is more
pronounced than at the local level.
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Figure 1. Evolution of the number of public functions in the period 2005-2009
Source: data analyzed after the Reports of the National Agency of Civil Servants
2009, 2010, 2011

The candidate that passes the recruitment contest is named, according to
law, in the public function.
For Belgium, Brussels Region, the staff recruiting is generally done through
public appeal, but this is not a requirement. In Romania also when a public
function is available this is published in the Official Gazette and also in a
newspaper of general circulation at least 30 days before the date of the competition.
Of course, in both countries, the vacancies shall be determined according to the
plan of occupation of public functions.
Recruitment in the Belgium local public function can be done through an exam or
contest. Usually the exam or contest has more parts:
– a written part of testing the general knowledge and/or judgment;
– a written and/or practical part for testing the professional knowledge;
– an oral part to test the maturity (most times it is an interview).
In both cases, for the Romanian and Belgian candidates for the public functions are
established a few conditions that need to be met, as it follows:
– they enjoy all civil and political rights;
– they must show a flawless conduct, life and morality (as a proof they have to
bring the criminal record);
– minimum age limit is18 years;
– evidence of normal physical abilities necessary in order to perform the job they
candidate for (medical examination);
– they comply with the required studies for the public function for which they
apply.
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As regarding the citizenship condition, we believe the Belgian legislation is
more permissive that the Romanian one, since it allows the candidates to public
functions to have either Belgian citizenship or, if case, the citizenship of a country
member of the European Union. Also the condition of residency in the commune
where the available public function is vacant is established by each commune in
part. In our country on the other sight both citizenship and residence in Romania
are mandatory. A special condition in the case of Brussels Region is related to the
fact that it is mandatory for the candidates to have knowledge of two official
languages (proved by a linguistic competency certificate). This is due mainly to the
tensions that exist between the Belgian communes.
Table 1. General conditions of recruitment for candidates at public function in both
countries
Belgium (Brusells Region)
Romania
- Belgian or the citizenship of a EU member -Romanian
states
-residency-at the communes’ choice
-residency- in Romania
-knowledge of two official languages
Source: author’s own projection

Instead specific conditions of appointment are determined, in both cases,
depending on the specifics of each public function.
As in Romania’s case if the candidate has passed the exam/ the recruitment contest
he is named in the public function. If the number of the candidates that have passed
the recruitment exam exceeds the number of the available public functions, the
ones who have not be appointed are registered in a reserve list that is kept by the
institution that organizes the contest.
Passing the exam/contest with flying colors is the first step that future civil servants
take in order to achieve a career in public administration, still in order to finally
obtain the public function it is necessary to pass a probation period.

Summary
Entering a public function, by recruitment, is just one of the first steps that
need to be taken in order to achieve career in public administration. To reach the
end of the career in public administration, on the other hand, as this end is
stipulated by law there must be also taken the rest of the steps. In both countries
these steps are the next ones:
– the entrance in the Civil Servants’ Body and the appointment of the civil
servant;
– the probation period;
– the completion in the public function;
– evaluation, promotion and advancement;
– mobility;
– the exit from the Civil Servants’ Body.
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It can be observed a very high similarity of the issues presented, in terms of both
countries. This similarity is due mainly to the fact that both countries apply the
same management system of public function, even if at the level of territorial and
administrative organization and management, the two states differ substantially,
mainly due to the pronounced local autonomy public administration has in
Belgium.
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REKRUTOWANIE LOKALNYCH URZĘDNIKÓW PUBLICZNYCH W RUMUNII
I BELGII
Streszczenie : Niniejszy artykuł prezentuje jak przebiega rekrutacja w lokalnej
administracji publicznej w Rumunii i Belgii (Region Bruksela), jako, że jest to jeden z
pierwszych kroków, jakie osoba ma zrobić, aby stać się urzędnikiem publicznym i zacząć
karierę w lokalnej administracji publicznej. Artykuł ma na celu przedstawienie wspólnych
punktów odnoszących się do rekrutacji w lokalnej administracji publicznej w obu krajach.
Słowa kluczowe: rekrutacja, urzędnik publiczny, kariera.
招聘地方公务员在罗马尼亚和比利时
摘要： 本文提出招聘如何完成在地方公共管理来自罗马尼亚和比利时 （布鲁塞尔地
区）因为这是个人有进行，以成为一名公务员和地方公共行政中开始职业生涯的第
一个步骤。本文的目的是显示时指的在这两个国家的本地公共服务招募的共同点是
什么。
关键词： 招聘、 公务员、 职业生涯。。
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INCREASE OF POLES EDUCATION AS IMPROVEMENT THEIR
VALUE ON THE JOB MARKET - SHORT TERM FORECAST
Szajt M.
Abstract: Article takes up the issues of education, especially at a tertiary level - of upskilling of workers in Poland. The other countries in the European Union and countries
associated with it as a point of reference was adopted. The aim of this study is to assess the
accuracy of the changes in Poland in relation to educational policy, which translates
directly to the attractiveness of the Polish labor market. The study was based on
information from Eurostat and national publications. Spatial – historical analyses were used
as a basic research and forecasting tool.
Key words: spatial – historical analyses, tertiary education, forecasts

Introduction
In an environment of continuous economic growth and increasing growth
in the use of modern technology, knowledge possible to use in the creation and in
the absorption of these solutions is of great value. This knowledge is often defined
as the source for all kinds of innovations, news and any new solutions to facilitate
people's lives in terms of usability but also complicated due to the advancement of
processes creating these solutions. On the one hand, consumers of those products
or services do not try to understand the mechanisms of their formation - often limit
their benefit to only a fraction of the possibilities provided by the product. On the
other hand, the demand for people with a high level of expertise in the respective
field - professionals - who help resolve possible problems or create a new product
for the market in response to emerging needs increases. Thus, the role of
knowledge in the development of society grows. What is more, this knowledge is
widely used in the work, which is more often the "a scarce good". Not only is the
result of the work itself a technology that requires having the knowledge. In a
much greater extent, the knowledge is needed to produce this product. It not
necessarily have to be the knowledge itself, but rather a collection of highly
specialized information which, in conjunction with the general knowledge and
experience determine the success of an employee on the job market.
Status and development of science and education of the society, are factors
which determine the quality of human resources. The level of scientific culture can
be a decisive factor in the competitiveness of our economy. For years, the
resources devoted to educational development are limited. It is known that the
funds disbursed for this purpose do not give a rapid payback. Science and
education can give effects even after many years. Progress in science and education
is the beginning of progress in all other areas of the nation. The twentieth century,


Prof. Marek Szajt, Czestochowa University of Technology, Faculty of Management
 corresponding author: marszajt@zim.pcz.pl
181

2014
vol.10

POLISH JOURNAL OF MANAGEMENT STUDIES
Szajt M.

especially its second half, was a period of increasing importance of science and
techniques. Material goods, which formed fortunes and prestige of classes, have
passed into history. Science practiced to satisfy curiosity of previous centuries now
is forged into practical application for the development of social and economic
wellbeing.
The aim of this study is to assess the accuracy of the changes in Poland in
relation to educational policy, which translates directly to the attractiveness of the
Polish labor market. The study was based on information from Eurostat and
national publications. Spatial – historical analyses were used as a basic research
and forecasting tool.

Development of human resources in the Polish educational system
Human society is constantly developing and specialization of production
becomes more and more extensive. Along with this go the increasing requirements
for potential employees. The period of favorable industrial society passes and gives
way to the information technology society based on services sector, and sectors of
modern technology. This means that the transition to a different, higher quality of
life is based on the new challenges of the knowledge society. Currently the
information in conjunction with the modernity exacerbates human capabilities,
thanks to surpluses intended for development. These opportunities increase as
modern solutions to achieve unprecedented business results are provided. This is
possible through the continuous development of science and knowledge of what
policy makers should not forget even when the state is struggling with some
difficulties. Additionally, requirements for institutions training future employees,
especially universities grow and change in response to the rapidly transforming
labor market.
Observed increase in the number of higher education institutions in Poland,
particularly at the end of the twentieth century, translated into a prominent
expansion of the educational offer. Non-state universities have been established,
and almost all state universities launched part time, weekend and extramural
courses. This trend, together with some saturation of the market, the pauperization
of society and increasingly noticeable demographic decline and the aging of
population, has reversed. Today we see the continued reduction in the number of
higher education institutions, their liquidation or merger. Development of higher
education (public) was done at the expense of very low expenditures on education.
Expenditures per student in Poland are still several times lower than in the old EU
countries and tens of times smaller than in the best American universities.
Training of human resources is one of the methods of elimination of social
inequalities and therefore society must save maximum funds for this purpose.
European Union member states attach great attention to the quality of staff and
therefore both education and research are supported by far greater financial
resources, which brings the corresponding effects in the form of increased
prosperity and the level of civilization development.
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One of the key determinants of the development of education and science
is the way, as well as the size and structure of financing of science and education.
In the case of European countries, we meet with a great variety of approaches to
this topic.
Relatively the lowest funding for education in the analyzed European
countries was allocated by Greece, while the highest by Finland. The imbalance
increases even more if we take into account the number of inhabitants of a country
and the level of GDP.
Even the most similar to Greece concerning the level of affluence of the
state - Spain spends 30% more on education. It is worth noting that Poland, despite
of its low level of GDP in general, seems to finance education similarly to
Germany. However, it should be noted that in this respect, Germany is not a leader
in Europe - mainly due to catching up in the eastern states - resulting from past
conditions in the former GDR areas and the need to liquidate them. Of course,
taking into account the expenses also the age structure of a country, which plays
a major role in allocating funds for education, should be analyzed. To some extent
is depends on the number of "young people" - undertaking education in schools
from the lowest level to tertiary education.
For instance in the Latin countries humanities have greater importance
because of their cultural tradition. The exception is France, where mathematics was
awarded a special ranks and serves as a criterion for the selection of a school. In
contrast, pragmatism in education, which finds its expression in a particular rank
granted to sciences, is visible in the Northern European countries: Denmark, the
Netherlands and Germany.
Strengthening the current system of career guidance and counseling and
evaluation of existing solutions in this area requires the creation of linkages
between systems, guidance and counseling, and vocational education and training,
as well as greater involvement of the social partners. Due to the different levels of
development of services in this field in the member states of the Union, it is
necessary to examine existing structures in order to develop a reform of vocational
guidance. Advisory services should cover the whole Europe and provide
information about opportunities to study and work at the European level. Attention
should be drawn to the role of cooperation between private and public in the field
of career counseling.
Another concept is the introduction of new technologies NT into schools
aimed at preparing young people for independent, creative work and to lifelong
learning. An important element is the reform of orientation and pedagogical
counseling and training related to the preparation of young people for more
effective and accurate choice of profession, in accordance with their own
aspirations in life and society.
Between 2007 and 2011 a study on among other things, identifying barriers
to access to education was conducted. In 2007 IV and VII barriers (23 indications)
were the most frequently mentioned and those with the largest share (as measured
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by median) were VII, VI and IV - respectively 20.9%, 19.5 %, and 16.9 % of
respondents. In studies repeated after four years there have been new categories - I
and II, which took over large part of indications. The median for the category was
almost 38.3% and for the next VII 12.55. In total, these two barriers currently cover
more than half of the indications in the European countries. This means to a large
extent reaching certain - high - level of qualifications/education in the studied
countries, or lack of awareness, or discouragement in this regard. This confirms
that the old EU countries (15) indicate this barrier in 29.7 % of cases on average,
while EU members, which joined later in 51.8 % of cases. This may also be the
result of lack of adjustment of the education system, training, studies to the
requirements of the labor market, which translates into a lack of understanding of
the needs of education.
Higher education shall be treated as a starting point towards a career for
young people. Increasingly, attention is drawn to the need to use the knowledge
and experience of technical staff in research and implementation [3]. The analyzes
of the level of staff training, especially in the field of adult education, the rate of
people with tertiary education in the group 25-64 years (until recently treated
universally as economically active) is taken into account.

Human Resources for Science and Technology
It is assumed that human resources for science and technology (HRST)
represent quite a large percent of people employed in highly developed countries.
In the European Union is about 40.4% and the percentage is slowly but steadily
increasing. This results first of all from the increase in the level of education,
second from the development of R & D sector in all countries. Moreover, it should
be noted that as the service sector at some point began to displace the production
sector, so called high-technology industries slowly displace more traditional and
somewhat outdated production departments and services. In the European Union
average of HRST employment in the sectors of high technology is already 61.3 %
and in some countries - Sweden - 75.4 %, Finland - 71.8 %. In practice, all
countries observe an increase in this indicator [5]. The exception is Lithuania.
While Estonia and Bulgaria observe the slight decline of that share (treated as a
short-term correction), whereas in the case of Lithuania, the decline is 2.3% per
annum and also concerns - which is surprising - the share of employment in high
technology sectors , where it declines by 1.5 % per annum and is now one of the
lowest - hardly 48.0 %. Only in the knowledge-based services, this share is 69.6 %,
which is higher than the EU - 64.9 % [1]. However, it is a non-specific situation,
because this ratio is relatively diverse in EU countries and ranges from 60.1 % in
Austria to 73.0 % in Greece.
Regarding the place of work, among employees qualified for HRST up to
45% were employed in education, health care and social assistance. People
employed in education were counted for HRST in 74.0% (EU average). The
highest employment in this group is assigned to Luxembourg - 92.75, and the
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lowest in United Kingdom - 58.7%. In the group of countries that joined the EU in
recent years, only four - have rates higher than the EU average - Slovenia - 80.0%
as well as Cyprus, Malta and Romania [4]. In the health sector and social assistance
an average of 53.6% of people belonging to the HRST were employed. The highest
employment rate was observed in this case in Poland 70.6%, and the lowest in
Portugal - 33.6%.

Short-term forecast the level of education in Poland
Thanks to information regarding the formation of the level of education,
measured by the share of people with tertiary education, in a population of
European countries, it is possible to estimate the likely size of the variable for
Poland. 19 European countries where there has been most comparable course of
changes of the share of people with tertiary education in the 15-64 age group
served as analogous states. As for Poland, the period 2004-2013 was adopted as a
reference point. As a result, figures for the other countries for the period 2000-2009
were compared. Data from the years 2010 - 2013 will be used to create exposure
forecast for the years 2014-2017 for Poland.
The average age of initiation of study both general and industrial is highly
diversified in Europe. It varies from 19 years in Belgium for 25 years in Portugal,
when it comes to first degree studies - theoretical and nearly 20 years in Romania
to 34 in the UK in relation to professional studies. Interestingly, in some countries
(Greece, Cyprus, Malta and Romania) the average age of students beginning
vocational studies is lower than people taking up scientific studies.
Selected countries were analyzed because of the similarity with Poland in
the shaping of the tested variable in time. A careful analysis of the data reveals the
similarities of selected countries in terms of number of students. As a measure of
comparison were used Pearson's correlation coefficient and the Theil index
(coefficient of discrepancies) [6]. The latter was determined assuming that the
empirical values for the dependent variable for Poland yt are actual values of the
variable y in the period "t" while the empirical values of the particular states ytp are
accepted as forecasts for the period "t".
The most important component of this error in our analysis are indicators
I23 - which is responsible for the lack of shape similarity between the level of the
studied phenomenon in Poland and the proposed states in the studied periods of
time, and I22 - which is responsible for lack of adjustment of projections flexibility
to actual fluctuations in forecasted variable [2].
Table 1. Fit time series for individual countries and Poland
Measure
rxy
I2 1
I2 2
Country
Belgium
0,984
0,02587
0,00059
Czech Republic 0,974
0,01383
0,00119
Estonia
0,966
0,02491
0,00069

I2 3
0,00006
0,00006
0,00011
185

2014
vol.10

POLISH JOURNAL OF MANAGEMENT STUDIES
Szajt M.

Ireland
0,997
0,01968
0,00017
0,00002
Greece
0,979
0,00003
0,00034
0,00009
Spain
0,979
0,01524
0,00037
0,00009
France
0,991
0,00912
0,00054
0,00003
Italy
0,992
0,01627
0,00065
0,00003
Cyprus
0,954
0,02656
0,00005
0,00026
Latvia
0,942
0,00000
0,00026
0,00026
Hungary
0,984
0,00378
0,00058
0,00006
Malta
0,930
0,01904
0,00031
0,00030
Netherlands
0,953
0,01631
0,00005
0,00026
Portugal
0,972
0,01586
0,00046
0,00011
Romania
0,983
0,02278
0,00119
0,00004
Slovenia
0,964
0,00093
0,00005
0,00020
Slovakia
0,985
0,01503
0,00067
0,00005
Finland
0,974
0,03783
0,00100
0,00007
Switzerland
0,984
0,01451
0,00002
0,00009
Source: own calculations on the basis of EUROSTAT data

These coefficients (Table 1)for all countries are at a reasonably low level.
The following form of model was proposed:
19

SPTEt   [wk  ( X k , t  i   k )]

(1)

k 1

when:
SPTEt - share of people with tertiary education (aged 15-64) in Poland,
Xk,t-i - share of people with tertiary education (aged 15-64) in the country i in the
period t-i,
wk - the weight of the participation values of the individual countries in the global
forecast for Polish.
Table 2. Forecasts by analogy and with the use of a linear trend for the share (%) of
people with tertiary education (aged 15-64) in Poland in 2014-2017
Forecsts:
By trend
By analogy
year
2014
23,46
23,33
2015
24,52
24,22
2016
25,59
25,15
2017
26,66
26,18
average annual growth rate 4,22%
3,74%
Source: own calculations on the basis of EUROSTAT data
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Predictions marked with using linear trend give slightly more optimistic results.
However the forecast by analogy, use a lot more hypothetically more reliable,
information. Based on these forecasts (Table 2) can be assumed that in 2016 the
share of people with tertiary education (aged 15-64) in Poland will exceed 25%.
The forecast has been prepared on the assumption that education policy is shaped
like in similar (in this respect) economies of other European Union countries. This
result is more cautious than forecast resulting from the trend. Indicates that the next
few years the share of people with tertiary education in Poland will grow at a rate
of 3.7 % per year (instead of 4.2% as a result of the trend analysis).

Summary
Past trends in educational policy in Poland, especially in the first years of
transition, despite some chaos, went in the right direction. The emerging
competition in the market of educational services in conjunction with their
extension in general, influenced the development of the level of education in the
country. Access to higher education with increasing supply definitely improved.
Unfortunately, sometimes the quality of education began to decline. One reason
was a lack of adjustment of already existing courses to the realities of the market.
We are seeing a continuing adjustment of training and education offers to market
needs. However, due to legal impediments, some of the solutions are being
implemented too long, causing on the one hand, deficiency of education industry
while offering a high level of education of part of unemployed.
The results of forecasts - for the participation of people with tertiary
education in society - indicate its slow growth in the coming years. It can be
assumed that it will increase in the direction of education in the fields for which
demand from the labor market continues to grow. However, taking into account the
macroeconomic situation in Europe and in the world, and the system of education
in Poland, one should be skeptical about future. Barrier to the development of
human resources are constantly limited financial resources from the interested
parties, as well as from the state, which is a coordinator of the whole system.
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WZROST POZIOMU WYKSZTAŁCENIA POLAKÓW JAKO POPRAWA ICH
WARTOŚCI NA RYNKU PRACY – PROGNOZA KRÓTKOTERMINOWA
Streszczenie: Artykuł podejmuje kwestie kształcenia - zwłaszcza na poziomie wyższym jako formy podnoszenia kwalifikacji pracowników w Polsce. Jako punkt odniesienia
przyjęto pozostałe państwa Unii Europejskiej i z nią stowarzyszone. Celem opracowania
jest ocena prawidłowości zmian w Polsce w odniesieniu do prowadzonej polityki
edukacyjnej, która przekłada się bezpośrednio na atrakcyjność Polaków na rynku pracy. W
pracy wykorzystano informacje pochodzące z EUROSTATU i opracowań krajowych. Jako
podstawowe narzędzie badawcze – prognostyczne – wykorzystano analizy przestrzennohistoryczne.
Słowa kluczowe: analizy przestrzenno-historyczne, wykształcenie wyższe, prognozy.
增加的两极教育作为改善他们的价值在就业市场上-短期预测
摘要： 文章占用问题的教育，特别是在第三级-在波兰的工人提高技能。通过在欧洲
联盟的其他国家和作为一个参照点与它关联的国家。这项研究的目的是评估的准确
性波兰就转换为直接向波兰劳动力市场的吸引力的教育政策的变化。研究基于来自
欧盟统计局和国家出版物的信息。空间 — — 历史分析被用作一种基础研究和预测工
具。
关键词： 空间 — — 历史分析、 专上教育、 预测。。
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INTEGRATION OF ROMANI WOMEN ON THE LABOR MARKET
Talpaş P.
Abstract: This paper proposes a brief analysis of the problems Romani women are facing
when they want to access a job. It is a fact that, in Romania, Romani women who work are
so few that we can even say that they are invisible. In order to be able to intervene on this
status quo we believe it would be useful, beforehand, to know what exactly is causing this
to happen.
Key words: occupation, Romani women, job offers.

Introduction
The occupancy rate emerging from relatively recent studies shows that
women in our country are employed at a rate of over 42%, whereas Romani
women are employed at a rate of only up to 15%. [2,3]
Analysing the kind of work that Romani women do we can say that the
work performed by them falls with in the secondary segment of the labor market,
an area where social protection of workers is low and worker abuse happens with
high frequency. It is especially about temporary occupations, or even the so-called
illegal work. Possible explanations are related to the low level of education and
obtained qualifications, but also to the fact that the Romani mostly live in rural,
economically underdeveloped areas and due to low incomes can not afford getting
hired in a neighboring settlement-a town.[2,3]
An alarming percentage of 34.6% can be found among Romani women
who are stating that they do housework, living to a great extent in rural areas, and
this high percentage is an indicative of the crucial role that self-consumption
(eating what one breeds/produces) still holds in Romani households.[2,3]
Another source of data on the position of Romani women on the labor
market is the RPP study which underlines the fact that largely Romani women selfdeclare as housewives or perform illegal, casual work or they even work by the
day. (in agriculture, neighbors’ households, as domestic workers, etc.).[4]
These sketchy data, the mere analysis of the types of activities they
participate in, their low income, their difficult access to the labor market and, last,
but not least, the differential treatment Romani women are subjected to, all these
entitle us to say that gender and ethnic discrimination converge towards increasing
vulnerability of Romani women on the labor market.
Constantly fueled by national and international news the negative response
to the Romany ethny and the Romani woman is still heavily tributary to
stereotypes. Under these conditions, the presence of Romani women in the public
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space has always been a controversial topic, stressing the traditional elements of
their lives and their antisocial acts, which ultimately led to an image that does not
match the identity of the Romani woman. But this phenomenon is neither the result
of last years, nor of Romania's EU integration, but it rather originates in a much
more remote period, having historical implications.[6,7]
Romanian society’s perception on the Romani woman must be analyzed in
terms of how they built their image and precepts and the national context that lay
behind the construction of these images. Among the contributions of the national
literature of the 19th century which could have replicated or invented the reality we
name the works of Radu Rosetti, Gheorghe Sion, Dimitrie Dan, Adalbert Ghebora
etc.
The various situations the Romani women appeared in, starting with
witches, flower girls, beggars, servants etc, still appear today. Images of Romani
women can also be found in paintings, photographs, illustrations, jokes reflecting
personal views of the author in relation to the subject. All these images were
passed on over time the same pattern of the Romani woman. Inherited through
literature, newspapers of the time, images (paintings, pictures of famous authors,
stamps, etc.), these representations have created a series of stereotypies of the
Romani woman.
Relying on information only from the imaginary of those past times (a.n.
the 19th century) without having access to reccords on these women’s experiences,
the general perception has stayed the same as the one produces by the time’s
literati.
We pointed out at the beginning that Romani women’s invisibility in the
public life and especially on the labor market has its roots in a Romanian historical
time, namely the slavery, which left strong influences on the representation of the
Romani women in the collective consciousness. Whether they were slaves or not,
Romani women were assigned over time a number of essential features, that
became their social representations.
”There are some typologies of Romani women who are represented in most
of the works which influenced the way they are seen today. On the one hand, there
are the slave women od the landowners, humble, obedient, having no power of
decision over their own lives, and on the other hand, the witches, the free/easy
women who do not follow the social conventions. In all these works these images
appeared as two extreemes which are present today, too, in the collective
consciousness.
Romani women appear in various situations: future tellers, flower girls,
artists full of erotism (playing various instruments) but also women overwhelmed
with worries and responsibilities. An important role in the Romanian folklore is
played by the witch ”gipsy woman”. Witchcraft is, for that matter, the main
occupation that has been attributed to the Romani woman for centuries. The
literary works abound with some of the most picturesque and exotic descriptions to
uncover an image of the Romani women in bound with the natural, with the evil.” 8
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If we take into account the context of that era, which required women in
society moral conduct, chastity, virtue, obedience to permanently remind them
about both the sin of disobedience, and their condition of women without reason,
driven by feelings and who, therefore, must be controlled, these women who did
not comply with social norms must have been severely punished. Moral conduct,
considered a ”given” of women, was violated by the Romani women, who held the
pipes in the corner of their lips, who were half naked (nursing their children in
squares) and had occupations considered less moral or appropriate seen through the
lenses of those times.
In conclusion we can assert that the problems of Romani women do not
end with getting upper education and qualifications or by accessing a job, but
become a new source of marginalization and disadvantage, of differential treatment
from school and work mates, heads, beneficiaries, clients etc.
In order to change the perception of the majority as far as the Romani
ethny is concerned, and particularly the Romani woman, it is necessary on the one
hand to promote the values and household work performed by Romani women
within the ethny and, secondly, to promote Roma women in mass media professionlly successful models.
The image of Romani women in the Romanian society must change and
promoting models of Romani women as successful professional, will contribute to
building a positive image, leading ultimately to the creation of a dignifying
working environment for all employees. Carrying out the assumed role requires
involvement of trade unions structures, civil society and the media in promoting
equality between women and men on the labor market and supporting the
legitimate interests of many Romani women.[7]
Some of the steps taken to fight discrimination and also to support
Romanies, Romanian citizens, are the allocation in pre-university and university
level education of possitions for Romani students, or the allocation of special
grants to facilitate them schooling.
Among the projects and activities that the "1 Decembrie 1918" University - as
beneficiary or partner- has developedand and in which there have been promoted or
involved the Romani communities, we enlist a few, as presented to the community
by the local media:
1. Debate on integration of Roma women on the labor market. On April 18th,
2013 at Alba Iulia there was held a new debate initiated by the Association
Pakiv Romania on improving access of Romani women to the labor market.
Along with those from Pakiv there were involved Ionela Gavrila - University of
Alba Iulia, Ovidiu Negrea Oprean - AS 2001 Assoc., Stefan Rusu - SM
Speromax Association Alba Iulia, Zsolt Grigorut - CJ White, Valentin tuxedo DGASP Alba, Anca Camp - Pro Youth Association, Marcela Serban - Alba
Prefecture, Gabriela Muresan - Orthodox Archdiocese of Alba Iulia, Emil
Comsa - ANTREC Romania, representatives of companies and journalists. At
the end of the meeting, the President of Pakiv, Gruia Bumbu, said: "It is
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important to know what is the point of view of the authorities, of the civil
society and the business environment in order to improve this model that we
want to generate. We have talked about how we can strengthen, economically,
the Romani comunity. We have discussed the role and responsibility of the
Romani communities in bringing a contribution to the national economy. After
debate today, we could say that there is a desire to reach a strategy, a series of
proposals for legislative changes through which the social economy to become a
reality in Romania. We have also talked about how disadvantaged communities,
people with disabilities, people who leave detention, Romani women, young
people of any kind and other disadvantaged people may participate in the
national economy. Let me add the fact that in Alba Iulia final preparations are
being made to establish a cooperative. At Targu Jiu is already working the first
cooperative in the country".[8]
2. Within "The POSDRU project Development of specific training programs to
increase social inclusion in order to improve access to the labor market, there
took place the closing of the training program for 25 Romani women or women
who recently became unemployed due to the economic crisis - identified as
vulnerable and at risk of social exclusion. The training program consisted of
two courses: "Anti-discrimination strategies and human rights" and
"Fundamental concepts of information and communication technology". The
purpose of the training was to increase employment opportunities, retraining or
further training of Romani women or women who recently became unemployed
due to the economic crisis. Through the selection methodology there was
guaranteed access to training to women with acute social integration and
training needs, even to those with only a few school classes.Classes were held
in Alba Iulia between September 15th 2012- December 15th 2012 every
weekend, Fridays and Saturdays, and withnessed a high attendance throughout
the three months. The trainers of the two courses, specialized teachers of the
University "1 Decembrie 1918" managed by using interactive methodology to
motivate trainees to attend and perform, so that at the final evaluation over a
third of them attained maximum scores in both subjects.The evaluation was
conducted in compliance with legislation on equality of opportunity and
treatment between men and women in employment and labor law, equal
opportunities
and
non-discrimination
in
use.The
project
POSDRU/96/6.2/S/49743 "Development of specific training programs to
increase social inclusion in order to improve access to the labour market" will
be a new series of training for Romani women and women who recently became
unemployed - starting with January 2013".[9]
3. Job Fair. Over 150 people looking for a job participated between 7th to 9th of
September, to the Job Fair organized by the Association Pakiv Romania in
collaboration with the Ministry of Labour, Family and Social Protection and
County Employment Agency in Alba, at Alba Parc Hotel in Alba Iulia. The
event was attended by over 100 Romani women in Alba County who have
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successfully completed integrated professional training programs or benefitted
from the services of employment workshop and were looking forward to be
given the opportunity to show their desire to work, their efficiency and
competitiveness on the labor market.There were 11 employees in the following
areas that presented their job offers: tourism, construction, communications,
sales, banking, office equipment, in addition, five organizations gave Job Fair
participants the opportunity to attend qualifications course in areas such as
tourism, social services, construction, trade, light industry, for which the
arrangement of 16 booths being necessary.The objective of this event was both
to bring face to face supply and demand for jobs on the labor market in Alba
county, and to promote social inclusion and equal opportunities on the labor
market for Romani women. The event was attended by the great public and
people looking for a job in Alba county. The Job Fair was organized within the
FEMROM project.[10]
"Lobby and advocacy at the local level to promote the Romani woman in
the public life with active participation in the electoral process, prevention and
controll over gender discrimination and competition in terms of equality between
men and women, Europeanization of gender policies in the Roma movement will
have as major outcomes introducing the issue of Romanies women on the agendas
of local institutions and their empowerment to provide equal opportunities to
access public services and in the same time increase self-esteem and selfconfidence of the representatives of the Romani minority. On the medium and long
term it will result in having Romani women who will be referred to as positive
models. The Romani woman is an important factor in the mobilization of Romani
communities in order to implement public policies focused on Romanies. The
functional model of involvement of the Romani woman in public policies at the
local level multiplied regionally, centralized and adapted in national strategies for
the Romani can become the interested centralising factor for implementing and
monitoring policies focused on Romani communities.[11]

Summary
With the hope that in our University we can prepare young professionals
(sociologists, social workers, school and pre-school teachers, magistrates and
lawyers, economists, etc.) to promote the principles of non-discrimination and
social inclusion policies for all types of disadvantaged categories, we express our
confidence that a society in which the Romani woman to be appreciated at her true
value can be built in a reasonable time if you are willing to make an common
effort.
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GRACJA RUMUŃSKICH KOBIET NA RYNKU PRACY
Streszczenie: Niniejszy artykuł proponuje krótką analizę problemów, przed którymi stoją
rumuńskie kobiety, gdy chcą zdobyć pracę. Faktem jest, że w Rumunii, kobiet, które
pracują jest tak mało, że możemy nawet powiedzieć, że są one niewidoczne. Aby móc
interweniować w ten status quo wierzymy, że przydatne będzie wiedzieć z wyprzedzeniem,
co dokładnie jest przyczyną takiego stanu rzeczy.
Słowa kluczowe: zawód, kobiety rumuńskie, oferty pracy
罗姆妇女在劳动市场上的整合
摘要：本文提出罗姆妇女在当他们想要访问作业时所面对的问题的简要的分析。它
是一个事实，在罗马尼亚，罗姆妇女的工作是如此之少我们甚至可以说他们是不可
见。为了能够对此现状作出干预，我们相信它将是有用的事先要知道到底什么造成
这种情况发生。
关键词： 占领，罗姆妇女工作机会。
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MODELING AND SIMULATION OF COAL WINNING PROCESS
Teseleanu G., Radu S.M., Andras A.
Abstract: The optimization of the coal winning process using different mechanical and
alternative cutting techniques using appropriated mathematical models is an up to date
research methodology. In the paper, two kind of such models are presented, first using
deterministic analytical relations evaluated by numerical calculus, and the second using
Monte-Carlo simulation of the process using experimentally obtained test data to generate
random values of intrinsic rock parameters and logic diagram for the functional
connections between winning machine element. Both models are useful for the assessment
of the winning productivity, influence of bit wear on it, energy consumption and
effectiveness of the winning process in different mining conditions.
Keywords: model, simulation, winning process

Introduction
The rock cutting process by shearing using shearer-loaders is the main
process in the coal harvesting technology through longwall mining. It is
characterized by a special complexity, which results from variable structure and
strength properties of rocks and, on the other hand, due to the large number of
constructive and functional parameters of cutting tools and working parts of the
shearer loader. .
The main parameters which influence the performances of the shearers,
and globally the performances of coal mining process are the haulage speed and the
specific energy consumption.
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Figure 1. General construction of a shearer loader: 1- cutting drum; 2-ranging arm

Among the different kinds of shearers the double ended ones are the most
frequently used rock cutting machines because it provides as coal cutting as
loading of the harvested coal on the armored face conveyor at the same time. Its
general view is represented in Fig. 1.

Figure 2. The conceptual model of the shearer-rock interaction
The main part of any shearer is the drum(1). The drum is provided with
bits, arranged in a specific lacing scheme, and it is mounted on the ranging arm(2)
in order to insures the coverage of the full coal face.
From previous investigations it is known that the type of the bits mounted on the
drum, their number and their arrangement highly influence on the winning process.

Deterministic model
The shearer performances are determined mostly by the haulage speed.
And as it was found there is a correlation between cutting part haulage speed and
the shearer working parameters, namely the haulage force, F and the torque about
drum axis, M. So, in Fig. 2 the conceptual model of the shearer loader - rock
interaction is presented, showing the specific interdependencies between the
different parameters.
In this study of winning process, we used a simple method of cutting
curves [1], according which we determined the haulage force F and the torque M
on whole cutting tool as resultants of the normal and tangential forces acting on
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the bits [Radu S.M.]. Thus, imposing the forces and their respective torque on the
cutting lines, we obtained the following relations:
F = ( N A  Kn/2)   hmax
(1)
M = ( N A  D/4)   hmax
(2)
where:
N - total number of bits on the drum;
A -specific cutting force, kN/cm;
hmax - maximum depth of cut, cm;
D – diameter of drum, m;
, , Kn – shape coefficients depending on different geometrical parameters
regarding the drum, the bit arrangement, a.s.o (see figure 3).
A computer application for the simulation of the working regime of three
shearers under specified working conditions has been elaborated based on this
model. We determined the dependence of the haulage speed on the rock properties
and shearer’s parameters taking into account the restrictions of its value by
permissible haulage force and torque about drum axis.

Figure 3. Scheme of the for ces acting on the bit number i (normal, Ni and tangent Ti)
and on the drum ( haulage force F and torque M)

The calculations were accomplished for two sets of physical–mechanical
properties of coal, which represent the presence or absence of hard sphero-syderitis
veins in the seam structure. For each set we consider maximum and average values
of properties, which are specific for the coal seams of Jiul Valley, Romania. The
simulation was also performed for two cases: for new and worn bits. We observed
on that the reduction of haulage speed results from the restriction by the
permissible torque, the presence of hard veins in the coal and wear of bits. At the
same time it can be observed that the obtained performances of shearer are less that
they were expected and correspond to technical specifications for specified
conditions, they were been chosen for. So, on the basis of conclusions made by
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accomplished simulation we proposed a new the scheme of arrangement of the bits
on drum for the three shearers that we had studied [Teseleanu G.].
In Fig. 4, a and b the cutting curves haulage force F versus haulage speed va for
pure coal, for the worn and new bits respectively are represented.

Figure 4 – Cutting curvesof forces TF vs va for pure coal for new (a) and for worn
bits (b)

Figure 5. Cutting curves of torque M, vs. Va for coal vith hard veins

In Fig. 5 the cutting curves of torque M vs haulage speed va for coal with hard
veins are represented. The indexes 1, 2, 3 refers to the three different types of
shearer.
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Figure 6. The SIMULINK model of the cutting drum
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Stochastic model
In order to study the reciprocal interaction between cutting regime and the
wear of bits, a more sophisticated model was delivered, using a wear rate
(intensity) model.
Because the forces (cutting and haulage) and the torque are dependent on the wear
of bits, and reciprocally the wear of bits is dependent on the cutting regime and
duration of the process, and the whole process is characterized by a stochastic
variation of cutting resistance , in the model created in SIMULNK (fig. 6) we taken
into account these interdependencies.

Figure 7. The cutting force variation display window of the model

As a result of the simulation, the variation of forces, wear an power consumption
resulted. (fig.7)

Summary
The increase of possible haulage speed and the reduction of the influence
of the wear of the bits on the haulage speed has been achieved by this research.
Using the elaborated computer application it is possible to estimate the
performances of the shearers in specified working conditions much realistic then
through the classical calculation methods.
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MODELOWANIE I SYMULACJA PROCESU WYDOBYCIA WĘGLA
Streszczenie: Optymalizacja procesu wydobycia węgla przy użyciu różnych
mechanicznych i alternatywnych technik cięcia z wykorzystaniem właściwych modeli
matematycznych jest aktualną metodologią badań. W niniejszym artykule, przedstawione
zostały dwa rodzaje takich modeli, pierwszy wykorzystujący deterministyczne relacje
analityczne ocenione przez rachunek liczbowy, drugi wykorzystujący symulacje procesu
Monte Carlo z użyciem doświadczalnie pozyskanych danych testowych do generowania
losowych wartości istotnych parametrów skał i diagramie logicznym dla funkcjonalnych
połączeń pomiędzy wydobywającym elementem maszyny. Oba modele są przydatne do
oceny wydajności wydobycia, zużycia energii i efektywności procesu wydobycia w
różnych warunkach kopalnianych.
Słowa kluczowe: model, symulacja, proces wydobycia

煤获胜过程的建模与仿真
摘要：煤获奖过程使用不同的机械和替代切割技术使用拨出数学模型的优化是一种
最新的研究方法。在文件中，两种这种介绍了一些模型，第一次使用确定性分析关
系由数值微积分计算和第二个使用蒙特卡罗模拟的使用实验所取得的测试数据生成
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的内在岩石参数和功能之间的连接获奖机元素的逻辑图的随机值的过程。这两种模
型可用于获奖生产力，位磨损对它、能源消耗和效力的不同开采条件的获奖进程影
响的评估。
关键字： 模型、 模拟、 赢得过程。
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AGRICULTURAL EXPLOITATION FROM THE PERSPECTIVE
OF ROMANIA’S INTEGRATION INTO THE EUROPEAN UNION
Vasile E., Grabara I.
Abstract: Rural development and, implicitly, raising the standard of living of the village
inhabitants are not possible without modernizing the agricultural production which can be
achieved by putting into practice the results of scientific research as well as providing a
feedback to common agricultural policies. Enhanced crops of high quality and low costs are
the markers of the activity in agricultural exploitations showing the profitability and
competitiveness of those in the market economy. Under such circumstances, the
agricultural producer also needs, beside the material means, the financial ones; therefore,
combining the knowledge adequate to the technological and economic management is
necessary.
Key words: agriculture, agricultural policy, price liberalization, rural economy,
agriculture reform, agricultural sector, rural environment

Introduction
The agricultural products fulfil one of the primary human necessities –
food, at a global scale. The level of knowledge achieved by science and technique
has not discovered, yet, the alternative to agricultural products for human
consumption. From this perspective, agriculture cannot be considered as a
competitor neither can it be replaced by other industrial branch.
Agriculture and forestry, as major users of land, play the key-role in
determining the health of rural economies as well as the health of landscapes.
Agriculture brings a valuable contribution to economic growth and environment
sustainability.
The agriculture of the European Union is not unidimensional as the
growers can fulfills various functions starting from the production of food and
fibers, the management of rural areas, preservation of nature and tourism.
Therefore, we could say that agriculture has multiple functions, and Europe is both
one of the main exporters as well as the greatest world importer of food products
especially from the developing countries.
In market competition, the European agricultural sector produces by using
safe methods of production, which are clean and ecological thus satisfying the
requirements of the consumers.
Furthermore, the agricultural sector of the European Union is serving the
rural community; its role being not only that of producing food but also ensuring
the survival of the rural environment as a place to live in, work in and visit.
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Characteristics of the European agriculture and Common Agricultural
Policy
Europe’s agricultural policy is decided at the EU level by the governments
of the Member States and it is put into practice by those governments. It aims at
supporting the incomes of farmers at the same time encouraging them to produce
high quality merchandise required on the market and to find new ways of
improving their activity, like the exploitation of renewable ecological sources.
Since 1962, when it was founded, until today, the first policy drawn up by
the European Economic Community – the Common Agricultural Policy – in fact,
the “thruster” of the European unification, had as its main goal the viability of a
sector considered as vital for society in general, and for the community of those
who are the basis of it – the farmers.
During the almost 50 years of life, the Common Agricultural Policy has
been through a continuous process of adaptation, subject to important reforms and
practically thrust forward by the social economic changes.
After the initial goal was that of ensuring self-sufficiency and stability of
the markets for agro-alimentary products, having eliminated the danger of food
shortage and offering a proper living standard to the farmers and food processors in
the founding states of the CAP, the achievements in the agro-alimentary sector
became remarkable thus being created a myth around the CAP: “the miracle of
CAP”, considered by specialists “the promoter of modern agriculture”.
During 1970-1980, the community needs of cereals, beef, dairy products,
chicken meat and vegetables were 100% ensured from its own production. Due to
technological process, cereal outputs doubled (in France and Netherlands), and
those in milk and sugar have grown by 50%. In spite of these remarkable
performances, at the end of the ‘80s, CAP became “the victim of its own success”,
having stimulated intensive production over the market power of absorption,
having created considerable stocks of products and having strongly affected the
environment, well being of animals and even quality of food, all of those added on
the bill of the European tax payer.
The beneficiaries of the massive budgetary support were, in general, the
largest and most efficient agricultural farms, the small farms failing to benefit from
the new technologies or intensive methods of production or, consequently, from
support, their only solution remaining that of abandoning the land which no longer
provided their means of existence. Under these circumstances, the necessity of a
radical reform of CAP was more and more evident, first of all because of the
internal constraints (price policy was not sufficient to resolve the growth of stocks
and cut down of budgetary expenses), and, secondly, because of external
constraints – probably decisive – expressed at the negotiations of GATT – Uruguay
Round.
The first huge reform submitted by Marc Sharry in 1992, only targets the
cereals sector and, although it had important positive effects (it allowed the
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absorption of agricultural surpluses, improvement of farmers’ incomes – due to
direct payments – and diminishing the consumer prices – supported by the FEOGA
guarantee fund); shortly, it proved not to be sufficient. Putting into practice the
common agriculture policy in the Member States induced big differences at
regional level and among the producers, because of the disproportion of the support
granted. At the same time, the problem of some exceeding products (beef, cheeses,
and powder milk) had not been solved yet.
The start of the new negotiations of the World Trade Organization
highlighted again the fact that the common agricultural policy had to adjust itself to
the requirements of the grand “actors” on the world agricultural markets (USA).
Moreover, there was the new European political framework meaning the
perspective of the EU enlargement to the Central and Eastern Europe.
In 1997, the European Commission proposed within the Agenda 2000
(completed in 1998) that the reforms started in 1992 should be intensified and to
continue adapting the community prices to the world ones replacing the price
support by direct support of the farmers’ incomes. The Agenda 2000 substantially
reorganized the orientation of the instruments of development policies in order to
strengthen the agricultural and forestry sector, to improve competition in rural
areas and to preserve the environment and rural legacy.
As the enlargement of the EU to the East was already a certitude, and the
date of the first accessions closer and closer, in the summer of 2002 the
Commission decided to revise the CAP by a more radical reform; the aim: to
substantially support rural development, revise and modify the common
organization on the market (for cereals, durum wheat and beef); to detach the
production direct payments and gradually increase them as well as their simplified
implementation, to make possible the adjustment of national agricultural policies,
production quotas based on recent periods of reference, intensify the policy of rural
development in order to stimulate changes. Legislative materialization of the above
took place in 2003.
For the future Member States whose agro-alimentary sectors needed
massive restructuring, special regulations were provided, one of those referring to
the level of direct support (gradually applicable over a period of ten years) and the
option regarding its granting. The exercise of pre-accession and that of postaccession, especially, of the countries newly integrated in to the EU in 2004 and
2007 has highlighted, in a different manner for each country, the difficulty of
applying the CAP and “devolvement” of the mechanisms in a union made of 27
members. Under these circumstances, the matter of reform was once again stated,
in fact the matter of simplifying the CAP. In October 2006, the Direction for
Agriculture and Rural Development of the European Commission drew up a
working paper for a plan of action dedicated to the simplification of the CAP.
In March 2009, the Communication from the Commission for Agriculture
and Rural Development, titled “A Simplified CAP for Europe- a success for
everybody” shows that “simplifying the CAP is essential for enhancing the
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competitiveness of our agricultural economy in order to create and keep the places
of work and to contribute to a healthy development of our rural areas.” It is
foreseen that this simplification will make possible the fulfillment of the objective
to reduce the administrative burden by 25% by 2012, as proposed in the health
balance of the CAP in 2003. Therefore, within the process of preparing the CAP
reform in 2013, the simplification of the CAP should constitute the core of the
proposals for the reform of the CAP before and after 2013.
The norms of cross-compliance represent one of the key-concepts of direct
payments stipulated by the CAP and constitute a justification for the payment of
subsidies to the farmers. Also, these norms play an essential part in providing the
fact that the European agricultural products are at the highest possible standard. At
the same time, the Report of the Commission for Agriculture and Rural
Development recommends to simplify at a great extent the existent norms and
evenly apply the norms of cross-compliance on the entire territory of the Union.
However, there will be a certain variation in applying these norms in the 27
Member States where there are huge differences regarding climate conditions.
The actions undertaken as a consequence of infringing the crosscompliance norms have to be proportional with the crime committed. The Member
States should have the possibility to resort to specific sector controls, taken over
from a different sector of which the norms of cross-compliance result, in order to
eliminate the specific norms of the European Commission when a certain sector
already covers all the relevant requirements.
Regarding animal identification, for example, in principle that should take
place by using the number of the producer and the number of the farm as a certain
much easier method of traceability. The aim is to make the legislation on animal
identification more flexible and less bureaucratic. The present legislative
provisions in the domain are too rigid to allow the achievement of the aimed
objective, and, therefore, they not only generate useless costs for the agricultural
sector but can also be counter-productive if infectious disease outbreaks occur.
Regarding the existence of separate registrars for cattle, they propose to eliminate
its mandatory aspect. As reference material, an abstract from the central database
should be enough. Similarly, the annual sheep counting in December should be
eliminated.
“Simplification” of the CAP is not easy to achieve. The experience of
previous reform has fully proven it, any change within the policy having to follow
a quite long strenuous decisional process. Probably the new economic conditions
created by external pressure and the fact that the European Union has 27 Member
States will stir up the decisional process. However, it will be strongly influenced by
the parties implied and their interests, which, under the circumstances of
simplifying the CAP, will not be satisfied evenly.
Positions of the Member States regarding the Cap. While the institutional
rules, preferences of the Commission and the global context have changed, the
206

POLISH JOURNAL OF MANAGEMENT STUDIES
Vasile E., Grabara I.

2014
vol.10

positions of the States have proved more stable in time. For example, the Northern
countries prefer the radical reform of the CAP; France is for keeping the status quo.
The recent positions of Romania are plainly against radical reforms.
Certain empirical research [8] have measured the intensity of the Member States’
preferences on various dimensions of the CAP, in order to identify the possibility
to obtain qualified majorities for different objectives. For example, an analysis of
the positions of the EU-25 States’ positions on two key dimensions of the CAP, the
support for farms and multi-functionality show that, once the enlargement in 2004
took place, the qualified majority has been moving towards higher levels of the
support for farms, and towards a diminished stress on multi-functionality. Thus, the
United Kingdom, Hungary and Holland, for example, prefer to decrease subsidies
while France, Slovakia, Poland, Romania prefer to keep or increase subsidies.
These changes are due to the positions of the new member States: in the
case of subsidies, Poland and Slovenia want a level over the current on in the EU;
Hungary, Estonia, Slovakia and the Czech Republic prefer the productivity
approach of the CAP to the prejudice of multi-functionality. Therefore, the
continuation of reform is difficult to foresee out of the external shocks (the
negotiation of the Doha Round, for example) and can be only achieved by the
strong support of the Commission.
The future reforms of the CAP will therefore include the Parliament of
Europe as a co-decision maker, which didn’t happen with the previous reforms
when it was only consulted.
In “Political Orientations for the next Commission”, José Manuel Barroso
said: “Agriculture will continue to have an important place in the future
development of Europe, not only in ensuring alimentary security, environment
preservation and valuing of rural environment but also in confronting new
challenges like climate changes, offering at the same time an equitable standard of
living for farmers. Agriculture has to adapt itself. As the common agricultural
policy has proved to be transforming during the recent years, there is the need to
make decisions regarding the future needs and role of agriculture and rural
development within the EU 20202 vision and to impel public investment and
innovating efforts in order to offer a flourishing rural economy.”
The Commission Barroso II, although it is for keeping the level of
subsidies will highlight the objectives of environment, animal welfare, organic
agricultural system and other aspects regarding rural development. If there will be
a critical mass amongst the member States, the new Commission will probably
resume the ideas of limiting the payments for big companies, which are especially
criticized in Western Europe, as they appropriate the lion’s share from the
agricultural subsidies.
At the CAP debate from Romania’s perspective, it resulted that national
matters do not have to be transferred to European level [7]. First of all, it has to be
taken into account if there are other European countries having the same problems
as Romania (for example, with matters of real estate register or matters of chopped
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farms) in order to find, amongst the Member States, partners interested in
supporting such a measure together with Romania. Regarding the proposal of a
payment separate from the surface should be analysed depending on the aimed
objective. Some reformed elements of the CAP, such as the direct payments
separated from the production, adopted by Romania once having accessed to the
EU may occur and may be inadequate for a Romanian farmer who wants to touch
the competitiveness degree of an European farmer; on the one hand, due to the
level of subvention that is much less than that in other Member States, and on the
other hand due the separated way of support, given in accordance with a period of
reference. Amongst the reasons fro which the EU decided the separate payment
from production, was to offer the farmer the liberty to adjust himself to the
requirements of the market and avoid stocks accumulation. The measure has
proved beneficial to the EU whose farmers had reached a degree of development
that allowed them to adjust to the market requirements. Unfortunately for Romania,
which at the date of accession had a much lower degree of development and a
totally different managerial culture, these direct separate payments became
restrictive for a big part of the farmers, on the way of development, and for others
they proved to be “opportune” as the latter received a safe income by little work. In
Romania, (quoting from the same speaker, Daniela Giurca, director at the Ministry
of Agriculture and Rural Development) animal that no longer exist are still
subsidized and the farmers who have developed over the last four years only
receive the money for the animals they had in the period of reference. For example,
2% of the eligible farms for direct payments according to the period of reference
negotiated in 2008 no longer have any animals (over 35,000 cattle) but according
to the CAP they can receive support as national complementary payments, and
64% of the farms have extended the livestock activity (around 700,000 heads) but
they are not eligible for support. These rules are still difficult to understand for the
Romanian farmers. That is why it is necessary to analyse the consequences of
putting into practice the measure “separation from the surface” also through
previous expertise.
Supporting the development and putting into practice the agricultural
strategies and policies at regional level accelerates the integration and strengthens
the political dialogue with the regional organizations in the domain of agriculture,
food safety and nutrition.

Romanian agricultural farm
Following privatization (Law 18/1991), transformations have occurred
regarding the exploitation of the land and organization of production, and the
Romanian rural space is now characterized by a diversity of forms and types of
farms (exploitations) in the domain of agricultural production as well as in the
agro-industrial domain (services, trade and small industry).
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Types of exploitations (farms) (Table 1) are different, for example, by dimensions
(figure 1), degree of endowment (technical equipment) and competitiveness
(technological economic management).
Table 1. Number of farms (agricultural exploitations) by type
Type of exploitation (farm)
2005
4,237,889
Individual farms
Companies/Agricultural
1,630
associations
4,824
Companies
Units of public
4,818
administration
108
Cooperative units
6,883
Other types
20 - 30
0%
10 - 20
2%

30 - 50
0%

50 - 100
0%

1,475
5,147
4,177
71
6,829

peste 100
0%
sub 0,1
7%

5 - 10
8%

2007
3,913,651

0,1 - 0,3
14%

0,3 - 0,5
7%

2-5
25%

0,5 - 1
16%
1-2
21%

Figure 1 – Structure of exploitations which use agricultural surface (<0.1 → >100ha)

Most of the farms have less than 5 hectares (90%); 8% of the farms have surfaces
between 5 to 10 hectares, and 2% over 10 hectares.
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500.00
450.00
400.00
350.00
300.00
250.00
200.00
150.00
100.00
50.00
0.00

Exploataţii
agricole
individuale

Societăţi /
asociaţii
agricole

Societăţi
comerciale

Unităţi ale
administraţiei
publice

Unităţi
cooperatiste

Alte tipuri

2005

2.22

459.77

390.27

447.31

36.48

22.54

2007

2.34

421.56

394.40

452.77

215.54

49.11

Figure 2. Surface owned by an agricultural exploitation

In the almost 4 million households, over three quarters of the land in
private property is worked, and the medium size of an individual household is of
2.34 hectares (in 2007). The situation of the latter is at the limit of subsistence.
Improving the capacity of adaptation of the small farmers and the rural means of
subsistence can be achieved by focusing on the support granted to the small
farmers, especially to women, in order to intensify the agricultural practices which
are efficient from the ecological point of view by supporting certain policies,
strategies and national juridical effective sustainable frameworks, as well as to
achieve a fair sustainable access to resources, including land, water, (micro) credits
and other factors of agricultural production.
In the opposite of the individual farms, there are the commercial
companies, producers groups, associations and consortia. They function according
to the European legislation, on scientific bases and in accordance with market
policy. For example, production in wheat crops starting with 2010 [9] is supported
by: single area payment scheme; reducing the diesel excise; subsidizing the
payment of insurance premiums; subsidizing the interest rate for production loans;
specific aid in ecological agriculture. At the same time, in Romania’s agriculture
there are other strategic elements by activity sectors as well as incentives, such as:
streamlining of associative structures along the entire product chain).

Summary
The necessity of growing competitiveness within the agricultural sector is
justified by Romania’s membership to the EU, which enhances the exposure to
competition from the producers in Western Europe who have lower costs and are
better positioned on the market.
The individual peasants’ farms (of subsistence) are of low dimensions (1 –
5 hectares), without means of production and without money resources, thereof,
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under the market economy circumstances, their chances of survival are reduced if
they are not supported by the State.
If the support measures stipulated by the National Programme of Rural
Development were combined, it would prove efficient in supporting the small
agricultural communities.
The Romanian farmers of subsistence and semi-subsistence have to rely on
consulting services in order to produce traditional products, for example, which
they can put into the market.
Implementing agricultural policies means supporting the agricultural
producers of all categories so that the cultivated areas can be maintained by
supporting certain costs of production for the material resources necessary to
current production activities, lending the producers in order to bring into being and
maintain the grown species.
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EKSPLOATACJA ZIEMI ROLNEJ Z PERSPEKTYWY INTEGRACJI RUMUNII
Z UNIĄ EUROPEJSKĄ
Streszczenie: Rozwój obszarów wiejskich i, pośrednio, podniesienie poziomu życia
mieszkańców wsi nie są możliwe bez modernizacji produkcji rolnej, która może być
osiągnięta przez wprowadzenie do praktyki wyników badań naukowych, jak również
dostarczenie informacji zwrotnej do wspólnej polityki rolnej. Zwiększone wysokiej jakości
uprawy i niskie koszty są markerami aktywności w eksploatacji ziemi rolnej
wykazującymi na rentowność i konkurencyjność tych, którzy działają w gospodarce
rynkowej. W takich okolicznościach, producent rolny potrzebuje również, obok środków
materialnych, te finansowe, dlatego też, niezbędne jest łączenie odpowiedniej wiedzy
związanej z zarządzaniem technologicznym i gospodarczym.
Słowa kluczowe: rolnictwo, polityka rolna, liberalizacja cen, gospodarka rolna, reforma
rolnictwa, sektor rolnictwa, środowisko wiejskie
从罗马尼亚的融入欧洲联盟的角度看农业开发
摘要：农村发展和隐式地提高村庄居民的生活水平并不是可能没有现代化的农业生
产可以实现这一目标付诸实践的科学研究结果，以及提供一个共同的农业政策的反
馈。增强的作物的高质量和低成本是活动的的标记显示的盈利能力和竞争力，那些
在市场经济中的农业开发中。在这种情况下，农业生产者还需要，旁边的物质手段
，金融部分;因此，结合适当的技术和经济管理知识是必要的。
关键词： 农业、 农业政策、 价格自由化、 农村经济、 农业改革、 农业部门、 农
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