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1 Introduction

At present, the Human resources department is éritbeomost important elements of
every business. Many people consider this depattragran unexpendable part of any

business.

The aim of this work is to find out that Human Bexces managers and HR departments
are an integral part of all businesses, to showt W managers are supposed to do and
also highlight the position of HR manager. The posiof HR manager and recruiters is a
very responsible and important one because fothallachievements of companies the

responsibility lies squarely and professionallyhittie selected staff of a company.

The first part of this bachelor thesis (theoretiqart) defines important terms.
Furthermore, it defines the meaning and concephuwhan resources and its tasks
throughout the organization. There are also explams of specific HR activities such as
gaining, selection and recruitment of employeesotAer part of this bachelor thesis is

glossary of terms related to the human resourdersec

The practical part includes an interview with thewmager of the human resources
department of a German company, Mrs. Alexandra Bewnova. The practical part also
includes examples of main mistakes that applicalstsduring an interview with HR

manager. This is done especially to benefit fugradluates who would read this research

work.



2 Theoretical part

The theoretical part of bachelor thesis consistthefmain tasks and position of Human
resources department. Here theoretical terms ofahuresources field, together with the
personality of HR manager and competence are ewguaiThe theoretical part also

discusses types of recruitments and organizations.

2.1 Typesof organizations

In practice, it is possible to divide the organizatinto a for-profit and nonprofit types.
Among them, there are many differences, which arg important for the management of

the specific company, its organization and its fpmsiin the market.

2.1.1 Nonprofit organization

A nonprofit organization has nothing to do with imgvor not having a profit. Nonprofit

organizations, also called charitable organizatibiase its own vision of development and
goals. The main task of a nonprofit organizatioroissupport society and ensure public
support. Ownership and its purpose are very impottz. There are some characteristics

of a nonprofit organization:

* Purpose — A nonprofit organization can make a prdfe organization just must
make sure that the organization's revenues exdsegkpenses like in any other
business. But profit is not a main goal, most inwgnar task for nonprofit
organization is to ensure public benefit purposes.

Ownership — A nonprofit organization has a pubhenership with a control of
public and society. The assets are used for thetable, educational, literary,
scientific, or religious purposes of the organizatiThe cash and other property of
nonprofit organization cannot be used or givenldenefit of one person, it's not
about some private ownership or the right of omsqe

» Control — A nonprofit organization is controlled ggverning board of directors or
trustees- of which members act as a group, notdigiduals. Most of them are not
compensated, they are paid for traveling to anchfooard meetings.

» Accountability - Nonprofit organizations are acctabie to the public. This means
that every year must file annual returns. This sié¢pcontrol the current financial

status, property of organization, management camieation etc. The members of
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governing board of directors or trustees must rejpdormation about finances of

organizations, including the salaries.

2.1.2 For-profit (business) organization

The primary goal of the for-profit organization making a profit. The company is
controlled by owners and managers. The main diffezebetween for-profit and the
nonprofit organization is about maximizing profithat is used (in the for-profit

organization) for its own development and to thehfer growth of the company, not just
capital. For a for-profit organization is very intpant its position in the market and the
scale of competition. Increasing competitivenesansther important aim of this type of
organization. Because of it is very important toximmazing of making money to improve

technologies and development of the organizatitre. Money is the main feature of a for-

profit company.

,,» Supreme Success as achieving profitability galyefirm, businesses which has been
long focused more on other objectives: the quadityits product innovation, its good
relations with customers, employees with other rpad. Motivation of managers and

employees is mainly focused on how to professipraliry out their activities.’[1] Very
important is also a reputation with customers, iydecause of competitivenesa for-

profit organization usually operates in the privaeetor. The ownership is available per
shares. The purchasers of those shares then bébhernempany's shareholders. This type
of organization is not aided by the government bseaof operating in the private sector.

All these organizations are corporations and hapaste legal personality.

For the for-profit organization is necessary a pgbductivity of goods. Only this can help
the profit grow. There are several types of forfpprorganizations, which are nowadays

very popular [2]:

* Public Limited Company - It is a kind of corporatijovhose capital consist of the
shares, which are securities (or book-entry saes)it Holders of shares (also
called shareholders) have the right to participatenanaging the company, the
right to share in profits (dividends) and the rethtrights and obligations. Most



companies are private equity Business Corporatiith the free transferability of
shares.

* Limited liability Company - It is a separate legadtity, which performs under its
brand name. Among other identification of the comypthe identification number
(ID) and business address, which must have eaclpaayn Head office is always
only one. The Company may have from one to fiftgreholders. When founding
partners are obliged to repay at least part otcHmtal. Business management and

corporate governance belong exclusively to exeestiv

2.2 Human resour ces department

This chapter is devoted to the concept, importaaoé, challenges of human resources
department. The chapter also deals with HR andoles These terms are within human
resources very important. The human resources thegat is very important part of every

company. It helps to evolve company’s plans, fugo@s and capacity of employees.

221 The concept and importance of human resources department

“Management in business pursuits and organizatiam ®e defined as the process of
coordinating people and processes in order to aqd@i specific goals and objectives.
Business management specifically includes plannimganizing, staffing, directing
operations, and resourcing[3]

The term human resources, or the concept of pdrgani, as you can imagine, is one of
the areas of the organization, which is associattil the management and leadership of
the people. Both of these terms are often usedcimegeably with terms of personnel

administration, personnel management or human resgunanagement. Every term has its
own meaning, but the tasks are comparable andesiyeimportant for future development

of the company.

In practice, often called HR, it is a very impottgrart of people management and
leadership in the organization. In theory, therefat indicates the different stages of
development of human resources and different appesato management and leadership

in the organization. The main task is to get humegources for the organization, who are
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qualified and motivated enough and their means dfiexing strategic goals of the
organization. [4]

The HR can also be understood as interdepartmsstete, which has the task of not only
selecting suitable employees, who will be bendfiéta the organization but also to
incorporate them into the running of the organ@athnd create a suitable environment for
them to exploit their potential. The role of HRalso rewarding employees for good work,
for their training, education and compliance of A9H]

222 Tasksof HR

According to Seugensova et al. [6], the resporigitilff HR is to provide adequate service
to the enterprise. Every company wants to meegjags of being powerful, successful and
competitive in the market. Of course, it also watis make a profit, improve its

performance and market position. Therefore, thiathase priorities are met, personnel

must observe the following ways [7]:
« Striving for optimal exploitation of employees.

» Formation of work groups, striving for an effinoteway of keeping people healthy and

their interpersonal relationships on a high level.
* Providing personal and social development of wosk
» Ensure compliance with the labour laws.

e Finding a link between human and work tasks, amshstantly improving this

relationship.

It is necessary that the human resources departaiais ensures compliance with all

conditions. It is important for safety and for fiaséure development of the company.

1 Occupational safety and health (Koubek, 2007b)
11



2.2.3 Personnel activities

Among the most important personnel activities ideluhe search for new employees and
managing internal documents. For a thriving busingss very important to find suitable
employees who are ambitious, diligent and quicketrn. Finding the right staff is the
priority activity for the personnel department dodthe department, which the job seeker
looks for.

Specific personnel activities (also called HR atigg) are created by each company
individually. It is for this reason that each compahas its own objectives and needs.
However, as stated in Koubek’s book [8], the bamitivities of human resources

department can be summarized in the following [goint

* Create and analyze jobs

* Personnel Planning

» Recruitment, selection, and recruitment

» Guest workers

* Placement (marshalling) employees and terminaif@mployment
* Rewarding

» Educating Workers

* Labour relations

* Care of workers

* Personal information system

Additionally, we may share personal activities is&parate activities, which are decided
by every company itself. Each management of thepamy must know which activity is
important for maintaining competitiveness. It id about getting information that

strengthens the company's competitiveness.

12



There are some examples:

« A survey of the labour market

* Health care for workers

* Activities focused on research methodology, syswend information processing
» Compliance with laws on labour and employment

The role of the HR department is aptly defined bymétrong: "The role of the HR
department is to enable the organization to achithair goals by giving her presents
stimulus intervenes, providing advice and suppome\terything that somehow relates to its
employees. The basic objective it is to ensure that organization created the HR
strategy, policies and practices that effectively serve thimg that relates to the
employment and development of people and the sakttip between the management and
workers. The HR department can play a major rolecimating an environment and
conditions which enable people to make the bestotiskeir skills and realize their full

potential to benefit the organization and for thewn benefit.[9]

Personnel department of the organization perfohaddllowing functions [10]:

« Conceptual - prepares and updates the HR strategy

* Planning - planning and development needs of stafccordance with financing needs
« Information - provides information systems andotoyiee awareness

« Management and Coordination - sets out the maectibns, challenges, and priorities

while coordinating their implementation

» Expertise and research - seek the views, atstualed degree of employee satisfaction,

assesses and compares individual work
» Methodology - provides guides

» Consulting - provides consulting services for aging employees of the company

2 HR strategy is one of the key documents of themizgdion (which it has) and relates to the longrter
general and comprehensively conceived objectivéabiour needs and resources, meet this need amihals
the use of labour and management.réfpiiek , 2008, p. 18)
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2.3 Profile of the HR manager

The HR manager can be also called the personnehgeanbut in practice, the former is

the more frequently used expression. The HR marsdgrrid be the main bearer of human
resources in companies and is part of the top neamegt. For this reason, it is necessary
for it to have not only excellent theoretical knedfje but also practical experience in the
field. According to Sequensova et al. [11], it iscassary that the HR manager could
empathize with other people, since in practicerofitave to solve employee’s problems,
and should, therefore, be able to listen, undedstard encourage. HR professional must

also support the company's goals and policies tirout the company.

HR manager ensures optimal quantitative and qtigbtastatus of the workforce of the
organization and related paperwork. Working adgsitare the creation and assurance
personnel policy organization. A prerequisite foswccessful profession is a university,
college or full secondary technical education andrses in personnel management and
personnel work, the ability of systematic work, ti®lity to correct and rapid judgment -
especially in what concerns people, precision, sbigchted appearance and demeanor, the
ability to deal with people. [12]

The HR manager must be also able to motivate emplbynd to respond quickly to
innovation in the firm,, Innovations in work organization emerge primgiih response to
expanding markets, new technology, shifting pasteoh demand, population growth,

changes in transportation and communication, efd.3]

2.3.1 Thebasicrolesof the HR manager

With the development of human resources the roleH& professionals was also
developed. As indicated [14], recruiters were ontgsponsible for personnel
administration. Recruiting senior employees amrdfore regarded as a service, which
ensures the relevant requirements. Thus, the fdlRomanagers was inferior and did not
give any added value. But as developing human ressuimproving the status and the
HR managers. In the vast majority ceased to be i@ raéministrative personnel clerk
employee and he became a creative executive fomwdmammunication with workers and

company management become an everyday matter ifecqi5]

Armstrong [16] highlights the diversity of roles wdcruiters. It depends on the extent to

which they are: specialists (departmental head)emeralists (human resources manager).
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The decisive factor is, therefore, the levels aictvlthey work (administrative, executive),
the need for organization, the conditions in whit@y work or on their personal abilities.
There is, therefore, a proactive role (the rolenitiator), reactive (one who responds to

requests and suggestions) or the role of both pvesand reactive, that is a mixed role.
Roles that HR professional can keep playing, afelbsvs:

1. The role of a strategist - there was HR manémgrrses on the importance of long-term
organizational problems, a business plan for it theicomes a control element, though they

did not participate individually in formulating bugss goals.

2. The role of innovator and change agent - a pesdoclerk in the role of innovator
analyses the processes in the organization andvihge¢he changes that occur within the
organization when they hired new employees throaigalysis performed diagnosis that
occurs occasion or the cause of the problem, basdbese diagnoses suggests personnel

innovation.

3. The role of business partner - HR manager oresible for the success of the company
and its operation must be able to recognize oppiigs for the company and know how
through their work to achieve business objectives.

4. The role as guardian of values - HR protectsviileae of the organization, regarding

people, the main task is to draw attention to imappate.

5. The role of Internal Consultant - HR professlomarking with colleagues, respectively
with clients, helping to analyze and diagnose thablem and suggests its subsequent

solutions.

6. The Monitoring role - a role that is importaot the function of consistent personnel

policy and HR practices.

"HR managers need to think carefully about whatytde and what the context and
conditions their organization and under the reqdirget of skills, and they have to make
efficient performance in terms of providing advigeidance and services to help the

organization achieve its strategic objectivg4d.7]
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2.3.1.1 Typesof recruiters

Labour recruiters offer a wide range of positiohgew are defined below:

e General HR professional - this type is benefidat small businesses as an HR
professional manages all personnel work alone asdahwide range of knowledge and
skills, personnel, therefore, cares about compemsdtaining, employment and employee

safety.

» Personnel Director - HR directors may be refetedy various titles. HR manager, in
larger organizations, oversees personnel managenargy different departments that can
be supervised by an administrator who specialinethe functions of human resources,
such as employment, interviews, benefits or trgnidR managers spend much of their
time communicating with management and employeesyal as planning, management

and coordination tasks.

* Managers of employment and placement - these geasiapecialize in the recruitment
and placement of workers in the enterprise, empywmanagers, therefore, subject to the
application process, informing applicants about japportunities, job duties,

responsibilities, remuneration and manage recdrdpmicants who were not admitted.

* Recruitment Specialists - these specialists raaintontacts with a certain group of
people, often traveling as attending job fairs antleges in order to search for potential
employees, it may interview applicants testing smdffer job opportunities. This type of
HR recruiters encompasses so-called Head Hinters

« Training managers — they create and develop ¢idaueh programs for employees and
also seeking ways to effectively train employeeslavitaying within budget training

companies need, they have good communication aexparsonal skills.

., Whatever the organization’s view of strategy, $ficialists should be trying to ensure
that the HR policies align with, support — and plolys even shape — business

strategy.’[18]

% an informal name for an employmaetruiter sometimes referred to executive search (IWikipedia:
the free encyclopedi@nline]. San Francisco (CA): Wikimedia Foundati@f01- [cit. 2017-02-05].
Dostupné z: https://en.wikipedia.org/wiki/Recruitmtle
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2.3.2 Thenew roleof HR Professional

The question of what role, responsibility and cotapee must develop HR for the
effective exercise of their profession, solves Tuhieva and PeSkova [19]. Important
changes are by their personnel departments amgshéting changes in the responsibilities
of HR professionals. Furthermore, there are chanmgélse job description HR managers
and specialists. For this reason, the authorsndisish between three types of the roles of

recruiters:

« Administrative (HR) officer is mainly engaged the care of employees, personnel

administration, assisting the manager in its aidisiand creating a suitable background.

* Personnel Specialist, whose aim is to create odeflogies, implementation of HR

activities and providing service lihef management.

* Personnel manager is often referred to as aoseminager’, strategist and architect of

personnel work.

24 Competence of the HR manager

The most important objective of HR activities isnsmlered aligning human resources
development programmes with the strategic needheforganization so that all these

programmes are beneficial for the organization.tRis reason, recruiters must understand
the business and management of the organizatiorst master both theoretical and

practical aspects of human resource managementvand effectively with staff at all

levels of the organization. [20]

Personnel management thus requires deeper and ebrdasbwledge of personnel
management, payroll policy, planning and manageraeEhuman resources, employment
law and collective bargaining. In the last twentyags, there has been a number of
exploration competence of HR professionals. li$e aecessary to clarify the qualification
requirements for personnel officers, define theisib roles and competence to develop

models for employees in human resources. [21]

4 Basic level position managers are responsiblehfeatiministration and management activities thacty
contribute to the production of goods and serv{@eseckiova, PeSkova, 2003)
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HR competence thus affecting the specific meankiwgrwith people, not by location,

industry, culture, organization and status of tleespnnel department. We cannot find
common competence that are applicable to all tipers in HR. In 1998 conducted the
research, which was tasked to find out if thera mossibility how to define the basic core
skills of professionals in the field of human resms management and if there are
opportunities to define professional personnel wditke research was carried out by the
Association - WFPMA The tasks of the project included the determimatif the standard

of education and development necessary to achiederaintain standards in the work of

HR professionals.

HR competence model

ORGANIZATION TaenTmor/ i Cohane & STRATEGY
CAPABILITIES DRG DESIGNER STEWARD ARCHITECT
)
2
c)
2
2
SYSTEMS & OPERATIONAL
PROCESSES EXECUTOR

CREDIBLE
RELATIONSHIPS R

PROFESSIONALISM

(Source: corehr.wordpress.com) [22]

24.1 Typesof competence

HR competence are divided into four groups: peakaelational - managerial, business

and functional competence. [23]

> The World Federation of People Management Assaciat{WFPMA) is a worldwide association which
gathers experts in the field of personnel wakkiipedia: the free encyclopedianline]. San Francisco
(CA): Wikimedia Foundation, 2001- [cit. 2017-02-0Bjostupné z:
https://en.wikipedia.org/wiki/Chartered_Instituté_Bersonnel_and_Development)
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Personal competence

Every professional, even to stifle education mustelvaluated positively in the area of
personal characteristics. So important is the tgbilb deal with people, networking,
maintenance and development of cooperation andlsand psychological skills of HR
professionals. [24]

The personnel manager should, therefore, have lertelommunication, organizational
and negotiation skills. The manager should be |ay&ative, responsible, and should also
have team spirit. Nowadays, however, there are etenpe called personal credibility.
Under this concept, you can imagine reliabilityhieal quality, creating relationships of
trust and respect. [25]

The personnel managers should constantly work ein frofessional development, their
knowledge and skills should improve and develagtiermore, keep track of the news

and keeping abreast of research in the field afqgrerel management. [26]

The personnel managers should also be resistdoatis and internally balanced. Their
behaviour is thus seen as balanced, without majotulations on an emotional level and

performance. This may involvdéusiness sense of smel]27]

,,» Recruiters are expected to develop emotionatlligence, which is the ability to
effectively self-esteem, self-control and self-l&iun, the ability to motivate self-
confidence, the ability to empathy28]

Relational and managerial competence

,» HR manager contributes to analyses and diagnosgsoblems associated with people
proposing their practical solutions. When it usles process of consulting and coaching to

their clients cope with their problemg29]

These competence include the ability to managdioakhips within the company. The
personnel managers should thus provide supporthfgir development in others. Their
colleagues should also motivate. It should alsaletg the flow of information since
information is a very important element and evenpkyee for them to have access. [30]
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At present, it is very important to work with thaldnted and managing their careers,
because this allows them to effectively implemeptporate strategy and increase
competitiveness. Since talented employees congilmibre to achieving the economic

goals.

Using their different costs and recruit new empés/eThat's why talent management is
one of the most important competence. Working watknts is possible by comparing the
present with the future and laying the questioneretwe are headed. It is also necessary

to recognize the hard working employees and mditta¢m to work even better. [31]

,» As employees are increasingly recognised ay afganisational asset, the management
of the psychological contract becomes paramounmonitoring and shaping employee
attitudes and expectations, In particular, the #igance of the psychological contract is
as the mediating factor which translates HR Managmtipolicies and practices into
individual performance.’[32]

Entrepreneurial competence

The personnel manager should understand the sdopasmess in an organization in
which they work. Thus, the need is knowledge ofnecoics, marketing, and finance.
Therefore, he should also know personalist’s giyatd the company, its processes and

should be done to improve the performance. [33]

These skills include knowledge and ability to manapange. The command change is
supported by the strategic determination, into Wwheagages the entire organization. The
aim is, therefore, to change the thinking and astiof people manage processes and
achieve results. These changes primarily affectdhas of history, corporate culture, and
personality of leaders. It is necessary to minimigsistance to change and actively
encourage employees to the success of the prdfecompany’s directors want that
recruiters strategically plan business succesy, rinest know what they employees offer.

An important role is played by communication oward distances. [34]
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Functional competence

,» HR professionals must also handle administratiasks, need to be able to assess and

evaluate their work, must comply with increasingbmplex laws and regulations." [35]

The term functional competence imaginable knowledbest practices "in the field of
people management. HR professionals should bet@bige and develop all the critical HR
systems and processes. [36]

Beneath this competence, there may also be coadide Human Resources electronic,
which is defined as computerized personnel systeinich consists of a fully integrated,
organization-wide networks data, services, toasigrmation and databases in the field of
Human resources. Here they apply conventional va@ind network technologies to
administration processes and transactions. Thensalya of this type is to control the
recruitment process with the application of measurkits effectiveness. Thus, they can

evaluate the effectiveness of this in terms of dpgaality, and price.
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3 Glossary

The Glossary contains terms that are related toahuresources. These terms are very
often used in the human resources sector and drefghe theoretical part of this bachelor
thesis. Some of the terms are also used in pragiacg especially in an interview with the
manager of Human resources department, Mgr. AlegaBdumann. The Glossary used to

guide the terms which are in this thesis uses. Wilielp the readers to understand these

terms used in the bachelor thesis.

English

Czech

human resources department

dddf lidskych zdrdj

HR

lidské zdroje

management and leadership

fizeni a vedeni

development of the company

VYVOj spmiesti

interdepartmental service

vhitropodnikova sluzba

to provide adequate service

vyitgapimeérené sluzby

exploitation of employees

vyuZziti z&stnand

personnel activities

personalni aktivity

selection and recruitment

witba nabor

the company's competitiveness

konkurenceschoppoktgosti

survey of the labour market

takum pracovniho trhu

methodology

metodika

environment and conditions

rozvoj a postaveni

implementation

realizace, zavedeni

managing employees

fizeni zanistnand

bearer of human resources

nositel lidskych zdroj

the workforce

pracovni sila, z&stnanci

correct and rapid judgment

spravné a rychlé posduze

the relevant requirements

relevantni poZzadavky

long-term organizational problems

dlouhotrvajiadlgémy spolénosti

the success of the company

&dpspolénosti
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analysis and diagnose the problem

analyza a ditigageoblému

a wide range of knowledge and skills

Siroky rozsaalosti a dovednosti

coordination tasks

koorditai ukoly

the recruitment and placement of workers

nabor estim pracovnik

development of educational programs

VyVvoj vyukovgobgrani

strategist

stratég

management of the organization

management (vedegdhizace

collective bargaining

kolektivni vyjednavani

the determination of the standard

education

aftanoveni standardu vdédni

to maintain standards

zachovat standardy

knowledge of business

znalost obchoginnhosti

strategic contribution

startegické&gpeni

determination of the influence

stanoveni vlivu

development of cooperation

rozvoj spoluprace

psychological skills

psychologické dovednosti

creating relationships

vytidni mezilidskych vztah

professional development

profesionalni vyvoj

major fluctuations

zavazné kolisani

emotional intelligence

emocionalni inteligence

to motivate self-confidence

motivovat sebegtu

ability to empathy

schopnost empatie

diagnostic of problems

diagnostika probtém

consulting and coaching

konzultovani a vedeni

relationships within the company

vztahy uyipol€&nosti

regulate the flow of information

regulace toku imf@aci

managing of careers

vedeni kariér

economic goals

ekonomické cile

comparing the present with the future

porovnanéasmosti s budoucnosti

scope of business

ramec podnikani

personalist’s strategy

strategie personalisty

to improve the performance

zlepsSit vykon
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to achieve results dosahnout vyshkedk

to minimize resistance minimalizovat odpor
administrative tasks administrativni ukoly
conventional voice obecny hlas

to control the recruitment process kontrolovat matp proces
terms of speed podminky urychleni
terms of quality podminky kvality

24



4 Practical part

This thesis aims to describe main tasks of humsnourees department. The basic element
of the practical part of this bachelor thesis i ithterview with the manager of the human
resources department. This interview consists @ntw questions relating largely to the
process of recruiting new employees, working preceat and work in the human
resources department. Thanks for this interviewyas possible to analyse the main tasks
of this department and its cooperation with othepattments in the company. The HR
department is one of the most important componehé&ach company. It is necessary for
the company to find the most suitable employees wiib continuously increase the
effectiveness of their work and will strengthen tmmpany's competitiveness. Every HR
department should support corporate growth by setpsuitable employees, who will

carry out their duties on behalf of the entire camp

41 Specification of thefirm

This bachelor thesis focuses on the human resouiEesrtment of the company Kostal
Kontakt Systeme GmbHThis company is part of Kostal Group. The doreiaf the firm

is in Germany, concretely in Ludenscheid in the IN&her Kreis in North Rhine-
Westphalia. This company has more than 75-yeaoryisThe company specializes in the
automobile industry, especially in the developmengnufacture, and sale of electro-
mechanical components with particular emphasis @mectors. The Kostal Group has
offices throughout the world, among the largest smbsidiaries in Germany, Czech
Republic, Italy, France, the United States, Chind South Korea. The main task in this
company is the development and quality of produ@isen the fact that it is one of the
leading automotive suppliers, observe emphasis pgrading production lines and
accurate monitoring of individual products. The &bsGroup was founded in 1912 in
Ludenscheid in Germany. The founder, Mr. Leopoldtdbstarted to make sockets, plugs
and switches for industrial and domestic use. 1B718e company began to manufacture
components for the automotive industry. After a fgsars, the company expanded into

5Gesellschaft mit beschrankter Haftung = spodest s rdenim omezenymWikipedia: the free
encyclopedidonline]. San Francisco (CA): Wikimedia Foundati@01- [cit. 2017-04-10])
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foreign markets. Today the company is led by a dsan of the founder, Dipl.-Kffn
Helmut Kostal. The company has more spread arobedivorld. While it is one of the
international firms, it is led by descendants o fobunder, and it is one of the biggest
family companies in the Czech Republic. As mentibpeeviously, this bachelor thesis
deals with the human resources department at®kd(®sidiary in the Czech Republic,
concretely inCenkov, Jince in Central Bohemian Region.

4.1.1 TheHuman resources department of KKS GmbH

The Human resources Department of the company KKBKsis led by Mgr. Alexandra
Baumannova. Thanks to the interview that new irtsigtere gained into the process of
recruitment of new staff in cooperation with otltEpartments within the company and
also on international cooperation with company ngangent. HR manager might, as
professionals in their field (thanks to professigmactice as head of the human resources
department) experience and disprove myths abosetpesitions. This interview is carried
out because of the most important element of tlaetal part of this thesidnterview
consists of twenty questions that are directly teelato the personnel regarding their

activity of the company.

4.2 Thelnterview with HR manager

1. How and where do you find talented job applisant

Recruitment is now a very challenging area in HRabse of the situation on the labour
market and unemployment rate being below 5%. Ctlyrewe use several sources: social
network (Linkedin THP, managers); Facebook (indiradvertising in the context of

cooperation for example with the town Jince), lggatiodicals (Periskop), our websites,
cooperation with employment offige Pribram (Notification of job vacancies - up to send

out various job portals), staffing agencies, schoahd cooperation with them.

7 Diplom-Kaufmann = the prestigious German acadenaster's degree, which is similar to a Czech
engineer economy degre@ikipedia: the free encyclopedianline]. San Francisco (CA): Wikimedia
Foundation, 2001- [cit. 2017-04-10])

8 Kostal Kontakt SystemeHftp://www.kostal.cz/fonline]. [cit. 2017-04-03]. Dostupné z:
http://www.kostal.cz/k)
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2. What is the most important skill of a job appht - Education, Experience or Language

skills?

Definitely reliability. Today, candidates often kaworking habits, especially graduates or
long-term unemployed. Furthermore, we evaluate &titut - ideally technical direction
(depending on the field of the employer), practiegberience, and knowledge of English
language, at least basic. These are solid foundatad candidates with potential for
growth.

3. Is the "first impression”” of an applicant imgamrt for the job interview e.g. the looks of

the applicant?

First impressions are important and meaningful @sflg for candidates for lower

positions. At higher position (managers) it is impat to examine more deeply, for
example, the role playing (several cycling compmig). Social behavior is the image of
the candidate as a person, so for all positions the "calling card" and a picture for

recruiters and cannot be forgotten .

4. Can you describe the typical process of recmenih Does it look like an exam or is it
more like a friendly talk?

Regarding the interview (one is part of the reonemt process) and friendly part is the
beginning of a conversation with a personnel. Falhg performances and presentation.
Subsequently, the invited leaders of the positionbé filled up and coming part of
specialization candidate. Each candidate will bes@nted in terms of work experience,

language skills, IT skills, etc ... Depending oa gosition to be filled.
5. Is it necessary to consult your choice of jopligants with company's manager?

The selection of candidates is always consultedh Wit leader, respectively leadership
chooses the candidates presented by the HR depdrtifiee company’s management
consults only the leader of concrete departmentyeva selection is made.

6. The company has a German base. Is it neceswaayjdb applicant to speak the German

language?

The official language in the company is Englisht Bhere are some departments where
colleagues from the domicile company are still sefg to speak English. So it depends on

the department for which we are seeking the canelida
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7. Could you comment on the cooperation with ottegrartments in the firm during a job
interview? Do you work together during interviewshwjob applicants or do you work

alone?

Cooperation is needed and is the basis for suedessfruitment. In the preparation of

advertising and interviews is everything alwayscdssed with the head of the department
that will be filled by the vacant position. The atker of the department is then always
participating in selecting and basically regangsdecision who will be the new member
of his team. The HR department is also, in thigctse service and consultative "body" of

the company.

8. Is there any cooperation between the human ressudepartment of the Czech

subsidiary and its German headquarters? Can yauileshe cooperation?

Cooperation exists, but to a limited extent onlibsis of the monthly teleconference. Due
to the fact that in both countries are differemgjalerequirements, habits, and traditions, we
cannot be more interdependent. We welcome thelpbigsof autonomy.

9. Does the firm have any special programmes &stfigraduates?

In this case, we can prepare Trainee program, whictepts candidates within an
agreement out of employment (agreement on workoatracts for work) and prepares a
"tailored"” programme. For example, the last gragdiaf Zapadeeska univerzita v Plzni,

Faculty of Electrical Engineering. He started hiagtice in our company within the trainee
program in the construction, but he also passeduystmn (assembly and pressroom). He
currently docked in the department of planning aneparation of production, where he
completed training of Standardization of work. Wsée how it goes in this department,
but we are ready to offer him and other technicsués. Graduates with technical

education have for us in the future high potential.
10. Do you offer any practical courses or educatibhnigh school students?

Yes, it is the same as in the previous point. Werdénguage education if the practice is

carried out in the department, where languageasiee
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11. How do you motivate employees? Are there argigpbenefits for employees?

Primarily we motivate staff remuneration systenmri(mas bonuses, variable component of
wages, payment of overtime, annual bonus) and Isberefits (discount programs, events
for employees). Another motivating factor is opemenunication, a pleasant working

environment, flexible working hours ... and manless. We try to take care of employees

and addressing their concerns (via the Works Counci

12. Does the firm support further education of esgpes, e.g. language courses, studying

at a university etc.?

Yes, we evaluation process on an annual basis,hwkian integral part of development
planning, training, and evaluation of training urtdken in the previous year. We respond
well to current needs, such as when new technaogyes, when the law changes or when

a new colleague needs additional training befoeeatinual evaluation.

13. In your experience, what is the most effectinag to resolve employee and upper-level

management conflicts?

In any case communication. Without communicatioasdoot work for any company. But
it is always necessary to know the opinion of miérested parties. We cannot just blindly
accept a proposal to resolve and go after thatallysut is always a complex problem that

requires gathering information from multiple sowead a wider view on the matter.

14. How do you define company culture? What wouwd glo to help maintain it as the

company grows?

Corporate culture in our firm is informal (a setvallues, which the company professes and
a kind of behavior which is used both: internalhdaexternally). There is a way of open
communication with management and open accessatteidship at all levels. Part of the
corporate culture is the development of employees lwuilding so-called ““Learning
organization” . This is not possible without cotesis triad "to be able, to want, to can."” It
is important to have staff who have (knowledge skitls) want (personality) but are able.
And that is the task of the employer and leadershvimust create the conditions so that
employees "could". Give them education, to motivhtam to tackle the raised points etc.
The HR department is the centerpiece of this anehnaust constantly and tirelessly "to
measure the temperature in the organization" (thage from one of the books about
personnel management), because you can neverisiedatith the current state. If there
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are some people, then all are still changing - @ting to their moods, worry, joy, energy.
It all affects well to corporate culture and reteus’ task is to deal with it.

15. Do you think that human resources departmemtiss responsible for the possible

failure of the company?

Absolutely not. It's a question of leadership amdporate strategy. With that is then
connected to, respectively derived therefrom, parsbstrategy. So everything goes from
the head. Although the HR department should beobrtiee first to report, that something

IS wrong.
16. What is your "daily routine” as HR manager?

Employees and all the activity around them. Tragnoandidates for the vacant positions
(of internal and external), recruitment, solutimigroblematic situations with employees
and managers, development within the company, cognpeanding, IPK indicatofsand
solutions when is something "out of the plan”. Ti@in tool is communication, including
meetings, e-mails, searching on various websitésd of course, working with a team of
skilled HR staff.

17. The HR manager has many roles and responsbilibo you feel this position as
exhaustive, because of daily contact with a lop@dple? Do you consider yourself as the

"face" of the company because of it?

HR manager's job was my dream and | must acknowlédug although | enjoy it a lot, it's
very exhausting. This work gives you a lot and yam learn a lot about yourself, but is
also very exhausting, concretely | mean energyryre must find the source of energy,
where to complement it. Then it's okay. | am sina this question about "face" of the
company should answer top managers or colleagaes.ttying to be the ““face™. Positive

face.

9 1PK indicator = is a new macroeconomic indicationed at monitoring the development of the business
environment in the Czech Republic
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18. How do you stay current and ensure complianite mational labor laws like taxes,
industrial laws, social security and health insaegh

Compliance is defined by the system of rules amilegions that should be followed by
staff. All are familiar with it at the entrance anthe company and then are regularly
trained. Regarding taxes, then we have a contrébt avsupplier who provides us with
payroll, which includes the calculation of taxesnfarly, it is with finances, work safety,

and environmental protection.
19. Which HR technology tools do you prefer and why

If it is meant to personnel and payroll systemntfAarget from M-Pro Company. It is
intuitive and enables centralization of many ageniiat were previously held in various

instruments type Excel, Access...
20. Do you support any charity or humanitarian oiggtion?

We support on the basis of individual requestsexifip event or association when these
requests are reviewed according to establisheds.riBeipport for NGO8 and their
activities is very important. Our aim is to supp@gional, we specifically support schools

or kindergartens, civic associations and also thaeiaipal office in our area.

4.3 Analysisof interview

Interview with the Manager of Human Resources depamt was held in electronic form.
The interview consisted of twenty questions that laosely linked. The questions were
prepared in advance, and related particular towbek activities of Human Resources
Manager. The interview was conducted in Czech lagguand then subsequently

translated.

The interview started with questions which related recruitment and how and where
reach candidates. The responses show that a vertamt resource to capture eventual
employees' are social networks. This is particuldrécause of almost zero cost on
advertising, the rapid dissemination of informatiand the possibility of an immediate
response to complaints or inquiries of seekersiaba®etworks are now very popular

source of information. Users have the ability tarbenmediate contact the HR department

10 A non-governmental organizationmon-profit organization, voluntary citizens' groigpprganized on a
local, national or international level
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and also with the employees, who can share thgereence with the firm. Thanks to
social networks each company has the opportunityetammediately informed in detail
and can also see the current number of views dadraicplar post or number of sharing,
which can be called a survey of the labor markéis Type of research is particularly
important to strengthen the competitiveness ottimapany. It can determine what benefits
the other company in the region offers to their Eyges, and thereby improve own
employees benefits and company presentation. Antleagpecific benefits included the
manager of the HR department for example staffimgi corporate discounts at partners
or cash contributions that are an integral parthmaftivating employees to better job

performance.

Further questions related to cooperation with ottegartments in the company and the
German headquarter. It is clear that cooperatiomnie of the main reasons for the
company's success in the automotive industry. Astioreed in the interview, each head of
department is looking for good worker for its teaiihe HR department is, therefore,
confident as an intermediary between candidateseaadutives. For each manager of the
department is important not only the candidate'slifications but also manner and
personality. Each manager decides whether thecaoplis a suitable candidate who will
strengthen the team. Cooperation with German heatius, therefore, necessary only in
case of approval of a candidate for the top managepositions in the Czech subsidiary.
It's a logical progression if we consider that flle German company's management are
important senior managers who are responsible ler management of the Czech
subsidiary. In this case, it is possible to talkwba certain autonomy, which is a benefit

for the Czech subsidiary.

An important step for the development of the conyganaccording to Manager of Human

Resources, creating vacancies for graduates, sncise mainly graduates of the electro-
technical industry. The advantages of these prograre the fact that each candidate so-
called Trainee program is created an individuahpkn applicant can get acquainted with
almost all departments in the company, and he/ghetlven better decide what is most
attractive to him/her. Trainee programs are in $irmcreasingly popular. It is for this

reason that the company can provide graduatesparierce in the field and also can offer
them employment contract for an indefinite peridthe company thus offers trainee

programs for graduates of those fields that haveéh® company in the future the greatest
potential. Everything is in the competence of getds who can thanks to diligence and
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conscientiousness become an integral part of a aoynwith a rich history and high
potential. The company has the opportunity to ohtice its vision, and then to adapted the
graduate into the working process of the companys,| therefore, the possibility to

transform the graduate from student to full-fledgeaployee.

Manager of HR department further presented thagrg important means of motivating
the employee is communication and participatiosatving their problems, which can be
negatively reflected in their job performance. Tlisanother indicator that works in the
HR department is not monotonous and the staffiig wede. Work on the leading position
of Human Resources is mentally very exhaustinge@afly because of daily contact with
people. It is therefore very important to lay oudaaly schedule so as to meet the needs of
HR manager and the people who interact with theddRartment. Creating and work in
programs that are used by HR departments, is anatmgortant step to successfully
organize the daily work schedule. An important pErtHR work is also informing the
management of the company of any changes on (riptoonlabor) market. As mentioned
manager of HR department, HR department should @prmanagement about problems
that could threaten the company. Particular thostating to mentioned about

competitiveness or changes in legislation.

Changes in legislation are also controlled by agsnihat provide administering of health
and social insurance of employees and also payBolth agencies are becoming in the
Czech Republic more and more popular, especialtyfdoeign companies, which can

better orientate in the Czech legislation.

Corporate culture is the described as informal.tRercompany, it is important not only to
be in daily contact with employees but also with gublic outside the company. This is
precisely why the company Kostal GmbH sought agmaployer. For managers is very
important communication with subordinates. Emplayes| appreciate the atmosphere of
the workplace and open access to their superiocanibe said that this is a new concept of
company management, when the manager of each aepairis not only superior but also
a colleague. In practice, we are talking aboutratividual approach to each person. This
approach is considered key features for creatingerdectly functional team, which is
necessary to sustain the development of interpalsetationships in the workplace, thus
leading to employee’s motivation (improve, gain rlewwledge in the field,...) who are

then loyal to the firm in the future.
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The last question was about supporting non-prafianizations. The company is mainly
involved in supporting the organization in the mgithus helping it to develop. Support
for kindergartens and primary schools is also sease a benefit that a company can offer
its employees. Other institutions that company Klo&mbH supports are for example the
regional civic associations and municipal authesitat the place where is the subsidiary of
the company. This company SO0 opening up new oppitida to contribute to its
development in the region. Furthermore, it improaasimage of the company, which is

nowadays for customers more than important.

The overall impression of the interview is very ip@s. It is obvious that the company
takes to care of its employees, creates themasght environment that motivates them to
work. Benefits offered by the company are furtherop that the company is aware of the
competition. It is positive that the company alloiks employees to further education,
thanks to which they can then offer career advaeoenbefinitely, this is one of the firms
in which are needs and initiatives to improve empéovery important aspect that despite

the development of the company

4.4 Mistakes during recruitment

This chapter covers the biggest mistakes that g@lxers commit. These mistakes are then
the reasons why the applicant is not an invitatmnhe next narrower selection rounds.
There are mistakes that are completely unnecesmadlycould threaten the tenderer's
reputation. The following four mistakes was chossnthe manager of the personnel
department Mrs. Mgr. Alexandra Baumannova, andbaised on her experience in HR

department.

4.4.1 High self-confidence during the presentation

Job seekers need to realize that they, the HR theear are in a position of interviewing
the applicant. Too high self-esteem demonstratedabygandidate is therefore not
appropriate. Jobseeker at each must draw partiattiemtion to skills, not superiority over
others. During the interview, it is important taaliee that less is more. The need is to
establish credibility, sympathetic and above adpextful. Collegial behavior is nowadays

very important. Every company is looking for someowho will be an acquisition not
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only for a particular department but also for thtire company. The applicant, having
high self-esteem during the interview affect othenflicting and often hostile. In every
company need departments to unite and contribdiieradly team. During the interview,
applicants must prove humility, but also approgriaelf-expression. Confidence is very
important, but it is necessary to act with resgaa empathy, not only with a high ego.
High self-confidence threatens interview at theitw@gg, this is what candidates often do
not even realize. It is important to act during iterview pleasant and polite impression.
It is necessary always to show the better sideecfgnality. The self-presentation is very
important part of the interview especially for tfect that the selected tenderer will
continue to represent the company in public.

4.4.2 Use of non-literary (vulgar) words

This mistake relates to the mistake mentioned abibi&necessary to note that candidates
must be careful and easily can’t use inappropnededs. There are such claims on
applicants, which can be very stressful for thespeeially if the interview is guided in a
foreign language. Every job seekers (mainly cartdgl#o higher positions, for example,
managers, head officers etc.) must be great speakerst be capable of formulating
sentences correctly and to perceive members ohdh@ssions committee. It is necessary
to speak coherently, literary and understandalvigdage. It is necessary to respond to the
question without longer delays, use technical wairtt$ have a great intonation. Applicants
must demonstrate that they decide and know what Haying and phrase shall be

continuous.

4.4.3 Inability to describe the character of the work comprehensibly

The third flaw is related to preparing job seek@mestions concerning the character of the
position of HR managers are very popular. It isaose that it can be examined whether
the candidate is professionally qualified to dojtteand whether has the experience in the
sector. It is often a major problem, the job see&erot able to describe on which position
is currently working and what are the skills andlitdss. Candidates must have a clear
vision of what kind of position are applying, whas or her workload and foremost duties.
It is necessary to act judiciously and prove that¢andidate understands the contents of a
particular position, is able to describe the indinal working practices and its contribution
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to the department. Persuasiveness and knowledgekeareelements of a successful
interview. HR professionals accurately recognizeeeson who has no knowledge of what

they say. There is thus a necessary preparatstagad all the required things.

4.4.4 Inability to present what is mentioned in the CV

Curriculum Vitae is an essential element of therentequest. Applicants must not be
underestimated but should not do a CV and motiadgtter to state something that is not
provable and true. If there is a chance to dematestthe ability to help confirm, it is
welcome. These include documented copy of diplonsartificates, and other
confirmations. As mentioned above, the human ressudepartment managers will know
exactly whether the candidate is telling the trothnot. Likewise, it is also demonstrating
knowledge and skills. Most of the interview todags been running in two languages in
mother tongue and in a foreign language. It is @sflg due to test the language skills of
candidates. Very welcome are nowadays documenteplidaye proficiency certificate for
example of achieved language education. Thus, Xamele, successful completion of
foreign language courses, internationally acceptdbhguage exam or participation in
Erasmus stay during a study at university. Eachush@nted work experience brings job
seekers closer to the selected job. False faatandidate’s CV is for HR staff proves that
the candidate is incompetent and untrustworthy.hSaicandidate is then for interview
panel only loss of time, which could devote cantidavho mention truthful informations
based on documented facts.
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5 Conclusion

The aim of this bachelor thesis was to presentvibek of the manager of the human
resources department and the human resources miepaids a whole. The HR department
can be seen as the engine of the company mainlytale key selection of suitable

employees.

Human resources department has a tremendous rdspgnfor guiding the recruitment
process and subsequent documentation of emplogees. clear from the interview with
HR manager from the firm Kostal Kontakt Systeme Ginthis position is very ramified
and competence HR departments are touching ndhggations of business as the already
mentioned produce of the Unit else about certagblems, a survey of the labor market
etc. Thanks to the interview, which is part of fractical part of this thesis to evaluate the
human resources department as one of the key deg#d. The interview is probably that
cooperation with other departments of the companyery important for the development
of the most precious asset of the company-workidre.main tasks of the HR department
are still care for employees and motivating themn lhetter working results. Personal
access to employees is a key element in estaljishsuitable working environment. The
HR department is in most cases a particular coregomt between employees and

management of the company.

Thanks to an interview with the manager of the hummasources department Mrs.
Baumann was possible to obtain detailed informagibout individual work processes and
procedures. In the practical part are also the mmsimon and biggest mistakes committed
by job seekers. These mistakes are, accordingetbuiman resources department manager,
a frequent reason for non-acceptance of candidakestask was to describe in detail why
these mistakes are wrong and what not to underaigiciuring the interview. Thanks to
this work were possible to gain insight into therkvprocesses and individual activities of
Human resources department. This bachelor thegigests that this is an indispensable
part of every department of the company and otaspetence and responsibilities are
very flexible. The interview was a good means taser examination of HR activities in
particular because of personal experience of theagexr of HR department. This bachelor
thesis was written because of the possibility dfamiing examples and tips from a real
environment that its existence is very popularardy from customers but also employees.

Personal experience has become an essential iteprdoessing this thesis, which was
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aimed at closer look at the Human resources depattof the German company with a
long tradition. Cooperation with a person who hmathe sector of human resources with

long experience greatly benefits this thesis.
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6 Resumé

Cilem bakal&ské prace bylofjblizit personalni odéleni, jehoc¢innosti a pracovni pozici
manazerky tohoto odteni. K tomu bylo vyuZito jejich osobnich dlouhgiet zkuSenosti
ve vedeni personalniho adeni firmy Kostal Kontakt Systeme GmbH. Teoretickist
obsahuje vymezeni zéakladnich pdjmpopis kompetenci a konkrétnichinnosti
personalniho oddeni. DalSicasti bakalgské prace je glogaklicovych slov, které se
v praci vyskytuji. Praktickdast se sklada z rozhovoru s manazerkou personabdiini,
pani Mgr. Alexandrou Baumannovou, a dale rozbomr@moto rozhovoru. Ten je Kibvym
prvkem celé bakatéké prace. V praktické€asti je dale ¥movan prostor néastjSim
chybam, kterych se uchaze zanestnani dopousji. Podle pani Baumannové jsou tyto
chyby hlavnim dvodem pro nesplimi podminek fijeti, a je teba jim ¥novat zvySenou

pozornost.
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9 Appendix

Rozhovor s manaZerkou personalnihodeiu:

1. Jak a kde hledate talentované uchaze zanistnani? Recruitment je dnes velmi
problematickd oblast v HR vzhledem Kk situaci naitpgnace a vysi nezasstnanosti pod
5%. Aktualre vyuzivame #kolik zdroju: socialni & (LinkedIn-THP, mana#®; Facebook
(ne@ima inzerce v ramci spoluprace hap Meéstysem Jince), lokalni periodika (Periskop),
webové stranky, spoluprace s UP #bPami (hlaSenka volnych mist — UP rozposle na

razné job portaly), personalni agentury, Skoly agpidce s nimi.

e

2. Jaka je nejilezit¢jSi dovednost uchaze o zamistnani? Vzdani, zkuSenost, nebo
jazykové znalosti? Jednozimg spolehlivost. Dnesni uchadetasto postradaji pracovni
navyky, zejména absolventi nebo dlouhatlabzangstnani. Dale pak hodnotime &ahi

— idealrt technického siru (vzdy podle oboru zatstnavatele), prakticka zkuSenost,

anglictina (alespa zaklad). To jsou solidni zaklady ucha&ges potenciadlem naist.

3. Jak dlezity je pro Vas "prvni dojem" ip pohovoru? Je iezité, jak uchaze o
zanestnani vypada a jaké je jeho sp@eské chovani (ohieni, vzhled, gestikulace,...)?
Prvni dojem je dlezity a vypovidajici zejména u ucha@ena nizsi pozice. U vysSich
(manazé) je dalezité prowiit hloubgji, napr. hranim roli (gkolika kolova vykrova
fizeni). Spoleenské chovani je obrazkem uchszgkocloveéka, takze u vSech pozic je to

.vizitka“ a obrazek pro personalistu a nelze opomn

4. Jak vypada proces naboru? Jedna spiSe o jdkoomi zkouskygi ho Ize gipodobnit k
pratelskému rozhovoru? Pokud jde o pohovor (jednaoeasti procesu naboru), tak
piatelskacast je zaatek rozhovoru s personalistou. Nasledujedptaveni a prezentace
spole&nosti. Nasledé je pizvan vedouci dané obsazované pozice rehpzi c¢ast
specializace kandidata. Kazdy kandidat sedptavi, co se & pracovnich zkuSenosti,

znalosti jazyka, IT atd... VZdy podle obsazované p@zi

5. Je nutné konzultovat vibuchazei o zangstnani s vedenim firmy? Vybuchazeéi se
vzdy konzultuje svedoucim, respektive vedouci gbird z kandiddt predstavenych

personalnim odflenim. S nejvysSim vedenim se konzultujedrjiop managementu.

6. Spolénost ma Bmecké zaklady. Je pro uch&eeo zamistnani nezbytné ovladat

némecky jazyk? Oficialnim jazykem firmy je angiina. Jsou ale dktera oddleni, kde
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kolegové z matské firmy stéle angitinu odmitaji. TakZze zalezi na tom, do kterého
odctleni uchazeée vyhledavame.

7. Jak vypada spoluprace s dalSimi @edimi ve firmé? Spolupracuje odteni lidskych
zdroja pii pohovorech s dalSimi odigénimi ve firme? Spoluprace je nutna a je zakladem
aspsného naboru. iP pripraw inzerce a pohovér je vzdy diskutovano s vedoucim
odctleni, které obsazuje volnou pozici. Vedouci dang&qmje pak vZdy &€asten vybru a

v podstat jde o jeho rozhodnuti, kdo bude nodlgn jeho tymu. Personalni aéldni je i

v tomto @ipadt servisni a poradni ,organ” firmy.

8. Existuje spoluprace mezi adenim lidskych zdraj v ¢eské dc#iné spolénosti a
némeckou centralou? Jak konkrétspoluprace vypada? Spoluprace existuje, ale jen
v omezené nié na bazi rsicnich teleconferenci. Vzhledem k tomu, Ze v obouizkem

4

Vitdme moznost autonomie.

9. Ma firma rjaké specialni programy pro absolventy vysokych,Skieii zatim nenli

moznost ziskat praxi v oboru? V tomtégad jsme schopni fpravit Trainee program,
kdy pfijmeme uchaz& vramci ®které z dohod mimo pracovni pém(Dohoda o
pracovni ¢innosti nebo Dohoda o provedeni prace) fgpravime program ,na miru®.
Naposledy naifklad absolvent ZU, fakulty elektrotechnické. Zal svoji praxi v nasi
firm¢ v ramci trainee programu v konstrukci, ale proseVyrobou (montaZzemi a
vstiikolisovnou). Aktualg zakotvil v oddleni Planovani a fifprava vyroby, kde
absolvoval Skoleni Normovani prace. Uvidime, jak oand oblast {jde, ale jsme
piipraveni mu nabidnout i dalSi technickou oblastsélbenti s technickym vztAnim

maji pro nas do budoucna vysoky potencial.

10. Nabizite gakeé vzdlavaci kurzy nebo odbornou praxi studantstednich Skol? Ano,
viz predchozi bod. Nabidnout theme i jazykové vztlavani, pokud praxe probiha

v odctleni, kde je jazyk poeba.

11. Jak motivujete zafstnance? Nabizite za@stnandm rgjaké specialni benefity?
Zamestnance motivujeme jednak systémem &tlowani (izné bonusy, variabilni slozky
mzdy, Uhrada f@stasovych hodin, @i odntna) a déle socidlnimi benefity (slevové

programy, akce pro zafstnance). DalSim moti¢aim faktorem je otaena komunikace,
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piijemné pracovni proidi, flexibilni pracovni doba... a mnoho dalSich. Zme se
petovat 0 zamstnance desit jejich podaty (prostednictvim Rady zagstnand).

12. Podporujete dalSi v&dvani zamistnand@, jako jsou nafiklad jazykové kurzy,
vysokoskolské studium atd.? Ano, mame proces hariozanistnané na ra@ni bazi,
jehoz nedilnou sasdsti je i planovani rozvojovych Skoleni a hodnocd&hkbleni
realizovanych v fedchozim roce. Reagujeme ale i na aktualniepot pokud nap prijde
nova technologie, dojde k legislativni &m¢ nebo nastoupi kolega, ktery petiuje dalSi

vzklavani dive, nez je roni hodnoceni.

13. Co je podle Vasi zkuSenosti v oblasti HR ndjifacjSi zpisob, jak vyesSit konflikty
zanestnand? Kazdopad& komunikace. Bez komunikace nefunguje zadna firzaly je
ale nutné zjistit nazor vSech &strenych stran. Nelze jen bezhapiijmout podrét
k reSeni a jit za nim. &Sinou jde vZzdy o komplexysi problém vyzadujici s informaci
z vice zdraj a SirSi pohled na danosos

14. Jak byste definovala firemni kulturu? Jak sesq@®lni oddleni podili na firemnim
rastu? Firemni kultura v nasi fidrje neformalni (soubor hodnot, které firma vyznava
zpiasob chovani, jakym jedna &n navenek). Existuje zde ot@ny zpisob komunikace
s vedenim a otégny gistup k vedeni na vSech arovnich. &mti firemni kultury je
rozvoj zaméstnand a budovani tzv. dici se organizace. To se neobejde bez souladwy triad
,Umét, chtit, moci®. Je dlezité mit zamstnance, ki umi (znalosti a dovednosti), &fit
(osobnost), ale také mohou. A to uz je ukol nanstzn€stnavatele a vedoucich, kite
musi vytvdit takové podminky, aby zatstnanci ,mohli“. Dat jim vzdlani, motivovat je,
feSit vznesené podty atd. Personalni odkeni je stedobodem v této oblasti a musi
neustale a neuna¥nm¢rit teplotu v organizaci® (vyraz z jedné z knih org@nalnim
fizeni), protoze se nikdy ndéifete spokojit s aktualnim stavem. Pokud jsékde lidé, pak
se stale vSe #mi — podle jejich nalady, starosti, radosti, eriefigp vSe fisobi i na firemni

kulturu a ukolem personalisfe se tim zabyvat.

15. Myslite si, ze je odtkni lidskych zdraj zodpo¥dné za pipadné selhani spd@leosti
na mistnim trhu? To absoldtme. Je to otazka vedeni a firemni strategie. Segpak
propojena, respektive z ni vychazi, persondlnitesire. TakZze vSechno jde od hlavy. |

kdyz personalni oddkeni by jako jedno z prvnich ¢ hlasit, Ze 8co neni v ptadku.
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16. Co pati do Vasi "kazdodenni rutiny"? Za&stnanci a vSechny aktivity kolem nich.
Skoleni, uchaz& o volné pozice jak interni, tak externi, bva fizeni, reSeni
problematickych situaci se zastnanci a vedoucimi, rozvoj v ramci firmy, branding
spole&nosti, IPK ukazatele d&eSeni, kdyz &o ,nevychazi“. Hlavnim nastrojem je
komunikace vetns porad, e-maily, vyhledavani nd@iznych webovych strankach... A
samozejme spoluprace s tymem zdatnych personalistek.

17. HR manazer ma spoustu roli a kompetencizd#® definovat tuto pozici jako

AL

vycerpavajici? MZzete sebe samu ozfilaza "tva” spolenosti, zejména ztovodu denniho
kontaktu s uchaze o zangstnanici zamgstnanci? Prace HR manazera byla mym snem a
musim potvrdit, Ze ff@stoze M moc bavi, tak je velice ¥grpavajici. Tato prace Vam
hodre da a dozvite se hodlm o solg, ale zarove hodreé vycerpava, mysleno energeticky.
Clovék si musi najit zdroj energie, kde si ji bude dopiat. Pak je to v p@dku. Zda jsem

Lvari“ spoleinosti by n&l odpowdét naizeny nebo kolegové. Snazim se tourityt©.

Pozitivni tvai.

18. Jak firma zaji&je dodrzovani pracovnich zakoa dalSich fedpigi, nag. vybér dani,
dodrzovani pimyslovych prav, zajivani socialniho zabezfgni a zdravotniho
pojistni? Pro dodrZzovani zakona je definovan cely sysiémidel a pedpidi, ktery by

meli zamestnanci dodrzovat. VSichni jsou s nim seznaménigiupu do spoknosti a dale
pak pravideld Skoleni. Co se t§e dani, pak mame kontrakt s dodavatelem, ktery nam
zaji¥uje zpracovani mezd, kdy s@sti je | vypdet dani. Obdohkhje to s financemi,
bezpeénosti prace, ochranou zivotniho presi.

19. Jaké HR technologii davatéepgnost? Pokud je mySleno personalni a mzdovy systém
pak Target od spateosti M-Pro. Je intuitivni a umaaje centralizaci mnoha agend, které

diive byly vedeny virznych nastrojich typu excel, acces ...

20. Podporuje firma, ve které pracujet&akou charitativni nebo humanitarni organizaci?
Je to pro image firmyidezité? Podporujeme na zakéagdnotlivych Zadostitzné akce
nebo konkrétni sdruzeni, kdy tyto Z&dosti posuzejepodle stanovenych pravidel.
Podpora neziskovych organizaci a jeji¢imnosti je velice dlezita. NasSim cilem je
zejména podpora regionalni, kdy jsme dilgmodpdili napriklad Skoly nebo Skolky,

obc¢anska sdruzeni a ro¥h mestsky ad v naSem okoli.
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NejcastjSi chyby Ehem pohovoru:

o prilis sebe¥domi @i prezentaci
* pouZiti nespisovnych (vulgérnich) slov
* neschopnost popsat charakter prace / zogthmwst srozumitekn

* nemoznost prezentace toho, co uvedli v CV
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