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Abstract

This article explores the flexibility and methodological depth of the case study approach
in analyzing organizational change within public institutions. It highlights the importance
of an adaptable research plan, which allows for modifications throughout the research
process, ensuring a thorough understanding of the subject matter. The study outlines
the key elements of a comprehensive case study, such as the specific characteristics of
the case, its historical and physical context, and various influencing factors, including
economic, political, legal, and aesthetic dimensions. Moreover, it emphasizes the role
of other cases as a comparative background, enriching the analysis. The final report
integrates information from informants, who contribute valuable insights into the case,
enhancing the reliability and depth of the findings. This approach efficiently investigates
the complexities of organizational changes in public institutions.

Key words: case study, organizational change, public institutions, qualitative research,
research flexibility



Justyna Dziedzic

Infroduction

Organizational changes represent one of the most significant challenges faced by con-
temporary public organizations. In a dynamically evolving social, economic, and political
environment, these organizations must continuously adapt their structures, processes,
and strategies to meet new demands in these areas. Public institutions face additional
difficulties from their specific missions, legal regulations, and societal expectations.

In this context, the case study method proves to be a handy research tool, enabling
an in-depth analysis of organizational change processes and the challenges faced by
individual entities. Case studies not only facilitate an understanding of the specific
characteristics of the studied organization but also allow for identifying patterns and
mechanisms that may be applied in other contexts. Due to its flexibility and the pos-
sibility of employing methodological triangulation—such as observation, interviews,
and document analysis—this method provides a multidimensional perspective on
the phenomena under study.

This article analyzes organizational changes in public institutions using the case
study as a research tool. Particular attention is paid to the application of various mod-
els of change, such as Lewin’s model (Lewin 1947), the Kanter, Stein, and Jick model
(Kanter et al. 1992), Kotter’s 8-Step Change Model (Kotter 1996), the ADKAR Model
(Hiatt 2006), and Bridges’ Transition Model (Bridges 1991). These models provide
theoretical frameworks for analyzing the dynamics of organizational processes and
offer strategies for implementing change effectively.

The discussion also addresses the significance of contexts—such as historical,
economic, and political—that influence the course and outcomes of changes. In-
corporating these models into the analysis enables a multidimensional approach to
understanding organizational transformation processes. This article aims to present
the methodological aspects of the case study and demonstrate how it can contribute
to a better understanding of the complexities of changes in public organizations.
This analysis is intended not only to provide tools for researchers but also to offer
guidance to management practitioners, who face the challenges of implementing
and sustaining changes in their daily work.

Types and characteristics of case studies

The case study methodology remains one of the most frequently applied approaches
in qualitative social research. Priya (2023) emphasizes that the effectiveness of case
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study research depends on various epistemological strands that shape its type and
application. By examining different dimensions of case study strategies, researchers
can enhance their methodological rigor and expand the broader applicability of their
findings. Additionally, the role of case studies in generating theoretical propositions
has been widely debated, highlighting the need for continuous refinement and adap-
tation of this methodology in contemporary research (Priya 2023). Feagin (2020) argues
that the case study method provides a crucial alternative to quantitative research by
enabling an in-depth investigation of single instances of social phenomena, offering
unique insights into complex societal structures and experiences.

Three main types of case studies can be distinguished: intrinsic, instrumental, and
collective. An intrinsic case study is conducted when the researcher aims to analyze
a specific case without considering a broader context. For example, this may involve
examining organizational changes within a particular public institution, where the
researcher focuses solely on the unique characteristics of that single case without
relating it to general trends in organizational change in publicinstitutions. The goal
is not to generate generalizations or broader insights into the phenomenon under
study.

In contrast, an instrumental case study analyzes a specific case as a tool to under-
stand a broader phenomenon better. Here, the researcher uses data from the specific
case to draw general conclusions or enhance knowledge about a more significant issue,
such as organizational changes in public institutions. This type of case study serves
more as a means to achieve a broader research goal rather than being an end in itself.
A collective case study is employed to understand better a specific phenomenon, such
as changes occurring in public organizations. This approach focuses on analyzing
multiple cases simultaneously, studied in parallel. The researcher does not concentrate
on the details of a single case but instead considers the broader context, examining
a collection of organizations to achieve a deeper understanding of the phenomenon,
population, or general processes. This method identifies standard features, patterns,
and differences, leading to more general conclusions and better comprehension of
the issue under study (Denzin & Lincoln 2009).

Triangulation refers to using multiple research methods to ensure that the collected
material reflects the studied reality as comprehensively as possible. Its primary ben-
efit lies in verifying diagnoses of phenomena that constitute the research problem,
thereby enhancing the credibility and reliability of conclusions. Regardless of the
type of case study, an essential aspect of analyzing organizational change in a public
organization is the collection of diverse data. To conduct a comprehensive analysis,
it is necessary to gather knowledge not only through observation but also through



10

Justyna Dziedzic

interviews with individuals responsible for or directly involved in the changes and
through the analysis of documents related to the change process.

Qualitative research data collection and analysis techniques—such as observations,
interviews, coding, data management, and interpretation—are closely linked to the
case study method. This approach is particularly valuable in studying the nature of
changes in a unique institution like a public organization. The process demands time
and meticulous planning, encompassing access to data, data collection, analysis, and
final report preparation. Through triangulation, the researcher can gain a multidimen-
sional view of the studied phenomena, allowing for a better understanding of their
essence and more accurate conclusions (Denzin & Lincoln 2009).

A research design must be flexible to accommodate changes as the research pro-
gresses. The outcome of using the case study method is a detailed illustration of the
studied reality, encompassing key elements such as the type of case with a particular
focus on its operations and functioning, the historical background of the case, and its
physical environment. Additionally, the analysis may incorporate other contexts—such
as economic, political, legal, or aesthetic—that influence the understanding of the
studied case. It is worth noting that other cases can serve as a significant backdrop for
the analyzed phenomenon, enabling a better placement of the case within a broader
context. The final report also includes information about informants, i.e., individuals
who provided data and insights regarding the studied case. This inclusion not only
documents the course of the research but also strengthens its credibility by offering
a more comprehensive understanding of the studied reality.

Case study as a research method
for public organizations

Public organizations are established to perform tasks related to providing public
services within a designated area. Their mission serves as the foundation for their
operations, encompassing a general objective, the justification for their existence,
and outlining the nature of their activities. The mission and goals of public broad-
casters reflect the nature of the institution’s interactions with its environment and
the legislative system of the area in which it operates. The political system, lobbyists,
and external experts significantly influence the organization’s activities. However, the
administrative apparatus ultimately determines the specifics of its operations. The
goals of public organizations are aligned with supporting primary coalitions (Kozuch
2003). The unique characteristics of public organizations are further evidenced by
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their internal and external stakeholders (Kozuch 2003). External stakeholders include
the broader community, while internal stakeholders are the organization’s employees.
Public organizations focus on ensuring the broadest possible access to public goods
for members of society. It is noted that fulfilling these conditions should align with
efficient functioning, which implies economic efficiency and operational effectiveness
from the perspective of praxeology (Kiezun 2002). The financial obligations of public
organizations to the state necessitate a continuous effort toward rationalization and
more effective use of taxpayer funds (Zubrycki 2003). Given that the nature of research
is determined by the characteristics of the researcher rather than the techniques
employed, public sector organizations are well-suited for examination through the
case study method. The researcher chooses which techniques to apply in order to
understand a given case, such as organizational changes in a public institution.

The concept of a case study refers to what is specific and unique that can be
learned about a particular research subject. Case study methodology is a qualitative
research strategy that examines real-world events in their natural context, offering
an in-depth insight into complex phenomena (Espin et al. 2019; Mohd Noor 2008).
This approach is widely used across various fields, such as education, social sciences,
and business (Espin et al. 2019). The methodology typically involves multiple data
collection methods, including secondary data analysis, qualitative techniques (e.g.,
interviews and observations), and quantitative methods (e.g., surveys) (Florenthal &
Ismailovski 2019). Although case studies are often criticized for lacking generalizability,
they are invaluable for exploring complex activities in real-life settings (Mohd Noor
2008). For instance, a comprehensive framework that supports case study evaluations
in the healthcare sector is the Diabetes Evaluation Framework for Innovative National
Evaluations (DEFINE) (Paquette-Warren et al. 2016).

Despite the strengths of case study evaluations, researchers must be mindful
of potential limitations and employ strategies such as triangulation to enhance the
reliability of their findings (Mohd Noor 2008). The main advantage of such studies is
the ability to optimize understanding of a phenomenon or specific case by address-
ing research questions and maintaining credibility through constant triangulation
of descriptions and interpretations throughout the study. A case can be simple or
complex. A case study focuses on what is specific rather than general, requiring the
researcher to select a distinct subject. Attention is centered on the case, considered
a phenomenon that can be clearly defined; in this analysis, the phenomenon is orga-
nizational change. Establishing boundaries and patterns of functioning for the case
will be highly beneficial during the conceptualization phase. Multiple cases can be
studied simultaneously, but each requires an independent exploration. The more
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specific and unique the research subject and the more defined its boundaries, the
greater the usefulness of epistemological premises, rationales, and arguments for
researchers (Denzin & Lincoln 2009).

The evolving democratization, social transformations, noticeable economic chang-
es, and growing legal awareness within society compel the public to enhance their
operational efficiency. This is essential to effectively respond to environmental changes
and meet increasing societal expectations regarding service quality, such as communi-
cation. Public organization inefficiency often manifests as resource wastage, low-quality
public services, disregard for clients, or a lack of information policies.

Actions are undertaken to improve the delivery of public service in all dimensions
to address these issues and reshape the current reality. These efforts aim to achieve
a more efficient use of financial resources, to improve public perceptions of institutional
effectiveness, and to increase employee satisfaction with their work. Identifying nec-
essary modifications to address these inefficiencies requires understanding changes
occurring in the surrounding environment. The case study method is valuable for
conducting such a diagnosis.

The case study method can thus significantly contribute to deepening the knowl-
edge about this situation, offering multidimensional analyses—for example, examining
organizational changes within a specific organization in response to environmental
shifts. This approach comprehensively explains the factors influencing such changes
and how organizations adapt to new realities.

Research interest may be directed toward a specific phenomenon or group of
cases; however, understanding an individual case is impossible without broader con-
textual knowledge. Comprehensive analysis is particularly crucial when examining
a specific case, such as organizational change in a public organization. It is important
to recognize that organizational changes can vary depending on the causes that drive
them. The analysis of organizational change will meet the complementarity criterion
when the researcher examines it from multiple perspectives, identifying a typology
of organizational changes. Changes can be categorized based on their causes, such
as spontaneous changes, which occur naturally, or imposed changes, driven by ex-
ternal factors. Regarding their goal, changes can be classified as conservative, aimed
at preserving stability, or developmental, focused on fostering growth. Regarding
the strategy for implementing changes, structural changes involve modifications to
workflows, technological changes pertain to equipment or tools, and people-oriented
changes address qualifications or roles within the workforce.

Regarding scope, changes may be comprehensive, affecting the entire organization,
or fragmentary, limited to specific parts. Based on the level of novelty, changes can be
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innovative and creative, introducing new solutions, or adaptive, replicating proven
practices. Changes can also be reactive, responding to external pressures, or proactive,
anticipating future developments. Changes can have positive, negative, or neutral
effects regarding their evaluated outcomes. Finally, based on their intensity, form, and
range, changes may be gradual and incremental or radical and transformative (Kozuch
2003). Studying a specific case should, therefore, take into account the various types
of changes that can occur in a public organization, allowing for a comprehensive and
multidimensional analysis.

The terms “case” and “study” cannot be unequivocally defined, as they refer to the
research process focused on a specific case and the outcome of that research. In this
context, change represents a principle within the adaptive process. The study aims to
examine this principle—namely, that effective change management can be a factor
ensuring the organization’s sustained position in its environment or even contribute
to its enhanced standing (Clarke 1997).

The final report of a case study should present the analysis of the change manage-
ment process. Implementing changes can reveal certain deficiencies or ineffective
actions at various stages. Organizations that use a multi-phase planned change model
should consider several factors (Majchrzak 2002). They need to address the vision,
which directs attention toward a broadly defined target. To achieve the envisioned
goals, the involvement of the right personnelis crucial, as building a committed team
can contribute significantly to the successful implementation of changes. A plan based
on an appropriate strategy enables effective execution of tasks within the organiza-
tional process, leading to the sustainable embedding of changes within the given
environment.

The process of change encompasses four key stages: assessment, which involves
determining the organization’s operating conditions, its position within the environ-
ment, and identifying the need for change; goal and action definition, which sets
the objectives and characteristics of the planned actions; planning, which includes
designing the course and scope of change and selecting individuals involved in the
process; and implementation, which focuses on building employee commitment to
changes, restructuring organizational frameworks, and conducting training sessions.
This structured progression allows an organization to implement changes efficiently,
adapting to a dynamic environment. Renewal, as the final stage, involves delegating
authority and responsibilities to employees, creating conditions for self-assessment of
the development of changes, and reinforcing cultural transformations (Carr et al. 1998).
Implementing change is not a process where one-off actions lead to an organization
operating under new principles. It is a process with varying degrees of complexity,

13
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depending on the plan’s intricacy. Therefore, employing multiple methods to analyze
this situation is advisable (Sapijaszka 1996).

The case study method enables the application of various research techniques,
allowing for an in-depth understanding of complex phenomena and their contexts.
Thanks to this research approach’s flexibility, combining different methods, such as in-
terviews, document analysis, observations, or quantitative studies, enhances the cred-
ibility and richness of the data obtained. The sequence of actions undertaken during
organizational change can vary and may have distinct elements. The implementation
of change often follows sequential factors, subject to comprehensive examination
through the case study method. The effectiveness of implementing changes in public
institutions is strongly linked to the quality of leadership provided by direct supervisors.
Their ability to communicate effectively and engage employees significantly influences
the level of acceptance and commitment to the transformation process (Bridges 2024).

Given the diversity of components involved in the process of implementing change,
it can unfold as follows: the development of both a general plan and detailed plans for
individual organizational units, accounting for the objectives of the change, a timeline
for task execution, responsible personnel, an acceptable cost level, and expected ben-
efits at each stage and for the project as a whole. The next step involves determining
how to engage people in the change process, including creating teams, implementing
motivational systems, establishing communication rules, and using tools to monitor
the progress of the process. Subsequently, criteria for assessing the effectiveness of the
change should be developed, encompassing both financial and non-financial aspects,
such as customer satisfaction and employee loyalty. Finally, it is crucial to establish
personnel policies and human resource strategies that support the implemented
changes (Mastyk-Musiat 2002). Managing change becomes possible when a clear
vision is created, along with specific actions to achieve it. It is essential to disseminate
this vision so that it is understood and shared by all organization members, as the
success of change depends on the collective effort of the entire team. Regardless
of the specifics of the change process, it is important to remember that it relies on
human actions and thinking, which often necessitates modifying established habits
and ways of working. This process requires time and appropriate tools and resources
to overcome challenges that may arise effectively.

An example of a dense description of organizational change in a public educational
institution might involve analyzing changes in curriculum structures, conflicts in ap-
pointing leadership positions, the influence of the director’s authority, the level of local
community engagement in management decisions, or the lack of teacher interest in
administrative matters. The unique features of a public educational institution and the
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changes resulting from these phenomena can be observed and analyzed through the
case study method. While each feature could be compared, research often focuses on
broader variables such as budget, educational outcomes, or infrastructure availability.
However, the nature of such comparisons risks overlooking the uniqueness and com-
plexity of organizational change in a public institution.

The work conducted during a case study also includes observation but takes on
a more reflective character. This reflexivity involves continuously analyzing the col-
lected materials, engaging in discussions, and reflecting on recorded statements and
prepared notes. Data gathered during the research process is interpreted in real-time,
allowing for in-depth analysis of the changes occurring throughout the research pro-
cess. To better understand the phenomena under investigation, examples of several
models of change can be used to provide additional context and analytical tools. This
approach enriches the study by offering theoretical frameworks that help explain the
dynamics and outcomes of the observed organizational changes.

The Lewin model, developed in the 1950s by social psychologist Kurt Lewin, pro-
vides a valuable framework for analyzing organizational changes, particularly in the
context of case studies. This model focuses on balancing forces that support change
with those that resist it. The change process consists of three key stages: unfreezing,
changing (transition), and refreezing. Changes occur due to disruptions in the field of
forces maintaining stability. When forces supporting change outweigh opposing forces,
the organization transitions from one state to another. The process can be initiated
for planned changes by unfreezing the current equilibrium, allowing for a transition
to a new state of balance achieved through refreezing.

Lewin’s model has practical applications in analyzing changes within public orga-
nizations, such as public educational or administrative institutions. In such cases, un-
freezing involves disrupting organizational stability, destabilizing established patterns
of actions and behaviors, and often encountering resistance to change. Tensions, such
as dissatisfaction with the current state of affairs can trigger the unfreezing stage. For
example, in a studied case, this might stem from criticism of management structures,
process inefficiencies, or external regulatory pressures. The unfreezing process is
critical as it prepares the organization for change, allowing for a transition to a new,
more sustainable functioning state. By creating a readiness for transformation, this
stage enables the subsequent phases of the process to be implemented effectively,
ensuring the organization achieves its intended outcomes and adjusts to its evolving
environment.

Another stage that can be analyzed during a case study is refreezing. At this stage
in a public organization, such as an institution, after implementing changes like
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reorganization, the new equilibrium of forces is stabilized. This process involves con-
solidating new patterns of actions, structures, or roles introduced due to the change. In
practice, this means reinforcing the new state through supportive actions such as training,
internal communication, and introducing appropriate control mechanisms. Refreezing
is crucial for the organization to stabilize its new framework, preventing a return to old,
inefficient patterns (Kanter et al. 1992). In a case study, one can observe whether employ-
ees have accepted the new practices and whether the intended objectives have been
achieved, which measures the effectiveness of the entire change process (Hatch 2002).

Another model used in case study analysis is the “Big Three” change model devel-
oped by Kanter, Stein, and Jick. This model emerged as a critique of Lewin’s concept,
which the authors considered too simplistic given contemporary organizations’ ubig-
uitous, multidirectional, and complex changes (Kanter et al. 1992). Kanter and her
colleagues proposed an approach that considers diverse aspects of change, drawing
inspiration from theories of relationships between the environment and the organi-
zation, social structure theories, organizational culture, and the physical structure of
organizations.

This model is based on an evolutionary approach, emphasizing that changes result
from the interaction of multiple factors that simultaneously influence the organization.
For example, in a public organization, external factors such as regulatory changes
and technological advancements may intersect with internal cultural and structural
dynamics, leading to complex, layered change processes. By applying this model in
a case study, researchers can explore how these factors interact and contribute to
organizational transformation, offering a comprehensive perspective on the mech-
anisms driving change.

In the context of case study research, the “Big Three” model allows for examining
how different levels of an organization interact and how changes occurring at one
level influence others. This is particularly relevant for public organizations, where
changes often arise from both external pressures and internal initiatives, such as re-
organizations, the introduction of new technologies, or personnel changes. Due to its
complexity, this model is a valuable tool for analyzing organizational changes in such
institutions. Data collected in a qualitative case study are continuously interpreted
throughout the research process and can also be pre-coded. As a result, this method
proves helpful in analyzing phased organizational changes, including those based
on the “Big Three” model.

At the environmental level, macroevolutionary forces supporting change emerge.
These forces are driven by the behaviors of other organizations and are described
using population ecology and dependency theories. Changes within a population of
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organizations competing for resources—when uncertainty increases, and pressures
to meet social expectations arise—can create an environment conducive to orga-
nizational change. At the organizational level, factors such as the organization’s life
cycle, the consequences of its size and age, and issues related to growth or decline
generate microevolutionary forces that support change (Hatch 2002). These forces
ofteninvolve internal dynamics, such as the need to address inefficiencies or adapt to
shifts in market demands. Finally, political forces supporting change come into play
at the group level. These arise from power struggles within the organization, turning
it into a battleground where stakeholders influence organizational actions. Studying
these processes requires significant effort from the researcher and carefully selecting
appropriate research techniques.

Table 1 presents selected models of organizational change and explains how they
can be effectively applied in case studies. These models provide theoretical frameworks
that enable researchers to analyze the dynamics of organizational transformation and

identify strategies to manage change effectively.

Table 1. Models of organizational change and their application in case studies

Model of
organizational
change

Model description

Application in case studies

Lewin’s Model

A three-step model: Unfreezing,
Changing, Refreezing.
Emphasizes the need to
destabilize the status quo before
implementing new solutions.

Case studies can analyze how an
organization carries out each stage:
identifying current barriers (Unfreezing),
implementing actions (Changing), and
solidifying the changes (Refreezing).

Kanter, Stein,
and Jick Model

A model based on six key strategies
for managing change: building
vision, engaging employees, and
managing emotions.

Case studies can examine how
organizations develop a vision for change,
engage stakeholders, and address
emotional resistance to change.

Kotter’s 8-Step

An eight-step process including

Case studies can document the

Reinforcement)

Change Model | creating a sense of urgency, implementation of each step, analyzing
building a guiding coalition, and successes and failures in creating a climate
embedding new practices into conducive to change and integrating it
organizational culture. into organizational structures.

ADKAR Model Focuses on five key elements Case studies can illustrate how

(Awareness, essential for effective individual organizations identify and support

Desire, and organizational change these elements among employees,

Knowledge, management. documenting changes in attitudes and

Ability, skills throughout the transformation

process.

ending, Neutral Zone, and New
Beginning.

Bridges’ It focuses on the emotional and Case studies can explore how
Transition psychological aspects of change, | organizations support employees
Model emphasizing three phases: during these phases, especially in

the challenging neutral zone where
uncertainty is highest.

Source: own elaboration.
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Combining organizational change models with the case study method provides
a robust framework (Table 1) for understanding and managing transformation pro-
cesses. The selected model defines the theoretical lens through which the case is
examined, offering insights into specific stages, strategies, or challenges. The case
study method'’s flexibility, which includes the use of triangulated research techniques
such as observation, interviews, and document analysis, enables a multidimensional
exploration of the chosen model in practice. This approach not only identifies univer-
sal patterns of change but also offers practical guidelines for leaders and managers
tasked with navigating complex organizational transformations.

Summary

The case study is a research method that allows for an in-depth analysis of organi-
zational changes in public institutions, offering flexibility and a multidimensional
approach. Three main types of case studies can be distinguished: intrinsic, instru-
mental, and collective. An intrinsic case study focuses on analyzing a specific case
without referencing a broader context. An example might be examining changes
within a public organization, providing a comprehensive understanding of its unique
characteristics, operations, and functioning. On the other hand, instrumental case
studies aim to deepen the understanding of a broader phenomenon by analyzing
a single case as a tool to draw general conclusions. Collective case studies involve
the simultaneous examination of multiple cases, allowing for the identification of
patterns and relationships in the broader context, such as analyzing changes across
various public institutions.

One of the key elements of a practical case study is triangulation, which involves
using different research methods, such as observations, interviews, and document
analysis. This approach enables a more comprehensive understanding of the studied
phenomenon, verification of collected data, and an increase in the reliability of the
conclusions drawn. This process requires careful planning, access to data sources,
and systematic collection, analysis, and interpretation of information. Case studies
also allow for the inclusion of various contexts of the studied phenomenon, such as
economic, political, legal, or aesthetic dimensions, making them particularly useful
for studying the complexity of organizational changes.

Organizational change is a multi-stage process that requires understanding both
the internal mechanisms of an organization and its relationships with the external
environment. Change models, such as Lewin’s model or the model by Kanter, Stein,
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and Jick, provide useful analytical frameworks. Lewin’s model is based on three stages:
unfreezing, changing (transition), and refreezing, which enables the analysis of pro-
cesses that destabilize and create new equilibrium within an organization. In contrast,
the “Big Three” model considers the complexity of changes by analyzing their impact
on three levels: the environment, the organization, and individuals. In the context of
case studies, both models can be instrumental in understanding the mechanisms of
change in public organizations.

The outcome of a case study analysis is a detailed report that documents the rese-
arch process, conclusions, and data collected from informants, i.e., individuals involved
in the studied case. This report also includes the historical and physical context of the
studied phenomenon and its impact on the broader functioning of the organization.
The case study approach, thanks to its flexibility and multidimensionality, enables
a deep understanding of the specifics of organizational changes, providing valuable
insights for both researchers and management practitioners. The conclusions derived
from this research method can be used to plan better, implement, and manage chan-
ges in public organizations, which is particularly important in a dynamically changing
social and economic environment.
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From Organizational Identity to Impact:
Employer Branding Strategies for Talent Attraction

Abstract

Employer branding has become a strategic tool for organizations seeking to strengthen
their reputation and organizational identity while addressing labor market challenges.
This article delves into the relationship between employer branding and organizational
identity, focusing on strategies that attract talent and foster long-term employee loyal-
ty. It explores key internal factors, such as the alignment of organizational culture with
brand values, and external drivers, including labor market dynamics and technological
advancements. The analysis highlights the importance of employer value propositions
(EVPs) in creating a distinct organizational identity that resonates with employees and
stakeholders. Drawing on established frameworks, such as the Vision-Culture-Image (VCI)
model, the study emphasizes the role of reputation, trust, and transparency in employer
branding initiatives. The findings provide actionable insights for organizations aiming
to establish themselves as employers of choice in an increasingly competitive market.

Key words: organizational identity, talent acquisition strategies, employer reputation,
psychological contract, workforce loyalty



24

Justyna Dziedzic

Infroduction

Organizational identity is one of the key concepts in humanistic management, defined
as the central, distinctive, and enduring characteristics of an organization (Albert
& Whetten 1985). It determines how an institution perceives itself and how it wishes
to be perceived by its environment. As a foundation for both strategic and operational
actions, organizational identity encompasses an organization’s philosophy, values,
mission, and culture. In the face of dynamic changes in the labor market and growing
competition for talent, more organizations are turning to the concept of employer
branding to not only enhance their attractiveness as employers but also strengthen
their identity and integrate it with their vision and organizational culture.

Employer branding, first introduced as a concept in the 1990s, is defined as a set
of actions undertaken by an organization to build its reputation in the labor market
(Backhaus & Tikoo 2004). This strategic tool goes beyond traditional marketing, focusing
on creating a workplace environment that attracts and retains talented employees.
According to Mosley (2014), employer branding is both a process and an outcome
that integrates organizational identity with internal operations and external image.

The interplay between employer branding and organizational identity is a key
element of their effectiveness. Organizational identity provides the values and beliefs
that employer branding uses to build an attractive employer brand. Conversely, em-
ployer branding reinforces organizational identity by ensuring consistency between
declared values and actual practices. For instance, the Vision-Culture-Image model
(Hatch & Schultz 2001) emphasizes the importance of aligning an organization’s vision,
internal culture, and external image in building a strong identity.

The role of employer branding in shaping organizational
identity and attracting talent

Interest in the concept of employer branding is linked to various organizational and
marketing trends, as well as social needs and challenges emerging in the labor mar-
ket. Internal organizational factors important to this concept include downsizing, the
flexibilization of structures, and the modernization of work methods. External factors,
on the other hand, concern the characteristics of the labor market and future trends,
such as employing fewer people due to advancements in technology or improved
productivity. Specialists in various fields are particularly sought after, especially those
in their prime working age, due to the phenomenon of ageing societies.
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Employer branding extends beyond the typical marketing approach to products
or services. It transcends image or reputational strategies, motivating organizations
to take full responsibility for personnel-related matters. It involves creating conditions
where employees become the best ambassadors of the organization and treating the
organization itself as a luxury brand, associated with recognition and exceptional value.
The term “employer brand” first appeared in the 1990s (Dgbrowska 2014). Since then,
the initiative to establish employer branding as a distinct category in management
has been tied to organizations’ growing awareness of the need for talent, which can
directly influence their success.

The competition among organizations for top talent is often referred to as the “War
for Talent,” a term introduced in 1997 when McKinsey & Company published a report of
the same name. In that study, McKinsey analyzed the operations of 77 large American
companies across various industries, collaborating with HR departments to better
understand talent management philosophies. The research included surveys of 400
corporate officials, 6,000 executives, and 200 companies considered “rich in talent”
(Chambers et al. 1998). The report’s findings indicate that successful organizations are
distinguished by the determination of their leaders to attract and retain talent, a key
factor in achieving a competitive advantage (Chambers et al. 1998).

Relationship marketing focuses on customers, the experience economy, and so-
cio-economic relationships. It can also be seen as a profitable strategy for employer
branding, as it draws on various categories of partnerships and relationships in busi-
ness. This directly impacts corporate practices, particularly for organizations that
prioritize sustainable policies. A positively perceived employer is transparent and
aligns with the interests of stakeholders, other employers, and the broader social and
ecological environment. The brand manifests itself precisely through such relationships
with its surroundings.

The concept of brand experience is exciting in this context, which involves eval-
uating how audiences perceive a brand. Stakeholders can assess various brand ex-
perience dimensions, often consumer experience (Dabrowska 2014, after Miles et al.
2011). This concept is especially significant in the context of building the reputation
of an employer brand.

The “employer of choice” concept is rooted in the psychological contract, popular-
ized by Denise Rousseau in the 1990s (Dgbrowska 2014, after Rousseau 1995). This idea
refers to the informal agreement between an employer and an employee, defining
mutual expectations regarding work performance and based on values such as loyalty
and high-quality output. The adaptation process is crucial—the longer the employ-
ee’s socialization process takes, the higher the associated costs for the organization.
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In practice, organizations recognize the importance of the “employer of choice”
concept by engaging in promotional activities and campaigns aimed at building the
company’s image as an attractive workplace. These initiatives are designed to attract
potential employees by positioning the company as the optimal choice for employ-
ment. Today, organizations that promote social and environmental responsibility gain
particular relevance in this context, attracting employees who value sustainability.
The corporate brand promise serves to project the organization’s internal values
outward, shaping its external representation. The strength of the brand can directly
influence the positive perception of the employer brand, though opinions about it are
often tied to long-term policies (Dabrowska 2014). Internally, organizational efforts
also address the needs of modern employees, such as opportunities to work with
thought leaders, flexible work arrangements, and recognition through rewards for
achievements (Babc¢anova et al. 2010).

The distinction between approaches to employer branding centers around two
strategies: outside-in and inside-out. While the inside-out strategy refers to consciously
building a brand in alignment with organizational principles, the outside-in approach
focuses on psychological engagement and strengthening organizational culture
(Dabrowska 2014). Internal aspects of an organization are connected to brand identity,
organizational culture, and empowerment. In the context of external factors, the em-
ployer brand shapes goals related to reputation, image, and public trust. Beyond strictly
marketing-related issues, employer branding strategies also require organizations to
understand factors associated with identity and organizational culture. Identity relates
to an organization’s philosophy and orientation, which represent a distinct value and
result from collective consensus (Wojtaszczyk 2022).

An organization’s identity can be represented through its externalimage and visual
identification. For instance, if an organization’s identity is pro-environmental, it may
leverage this as a marketing characteristic, consciously shaping its image based on eco-
logical concerns. This can be achieved through extensive actions on social media and
dedicated platforms such as blogs or communication tools, including career pages on
corporate websites (Bednarska-Olejniczak 2017, as cited in Stanowicka-Traczyk 2007).

The image of an organization represents its identity, which shapes its external actions
in the context of communicating its “self,” creating organizational symbols, and establish-
ing norms that define it. These elements influence the specific attitudes and behaviors
unique to the organization. Brand credibility is closely tied to reputation, beyond mere
public representation. Reputation reflects the trust granted to the organization by its
audience, signifying its value in public opinion, its societal legitimacy, and its public
image. Reputation contributes to communication benefits, brand loyalty, respect, and
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social value (Wojtaszczyk 2022). To differentiate themselves from other employers, orga-
nizations adopt long-term strategies that are strongly linked to reputation, as reputation
can only be built through sustained efforts (Babcanova et al. 2010).

The Employer Value Proposition (EVP) refers to a set of attributes a company of-
fers to its current and prospective employees (Dabrowska 2014). Employer branding
encompasses all activities that influence the organization’s efforts to consciously
and effectively build a strong brand in the eyes of its stakeholders. Thus, it is a value
proposition of employment.

Renowned management studies by E. Mayo highlighted the importance of em-
ployees’ needs, particularly the idea that work is inherently a group activity. Workers
are influenced by the need for recognition, a sense of belonging, and self-assurance.
Informal groups strongly impact workplace habits, and an individual’s social world is
often shaped by their professional life (Dabrowska 2014). Building a brand by leveraging
employee engagement constitutes Employee-Based Brand Equity (EBBE), emphasizing
employees as the foundation of the brand’s capital (Dabrowska 2014).

Modern motivation theories challenge the notion that financial factors are the prima-
ry drivers of employee engagement. Instead, greater attention is paid to strengthening
employees’ connection with the organization. An environmentally and socially conscious
employee is more likely to identify with organizations that express similar values. A brand
is represented through signs, symbols, and patterns designed to distinguish it from
others and provide it with a unique and desired character. It appeals to the emotions of
its audience, with an organization’s strategic actions aimed at creating the most posi-
tive feelings toward the brand. Emotional branding seeks to elicit responses that build
unconditional loyalty and promise emotional fulfillment (Matuszewska-Kubicz 2018).

Brand image is inherently linked to organizational identity and cultural manage-
ment processes. This means that image-related efforts grounded in sustainable policies
can reflect an organization’s identity and shape its culture. Organizational research
encompasses various aspects of institutional functioning, both internal structures and
external influence. Effective management of organizational identity and reputation
requires an in-depth analysis of values, strategies, and operational processes.

The table below summarizes key methods and frameworks used in analyzing orga-
nizations. These include studies on values and image and research on internal struc-
tures, such as stages of organizational development or ethical codes. The approaches
help organizations understand and strengthen their identity and relationships with
employees and stakeholders. Featured models, such as TRI*M High Performance Or-
ganization or the Employer Value Proposition (EVP) concept, provide practical tools
to enhance competitiveness and long-term trust.
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Table 1. Overview of research methods and applications in organizational branding

Area Methods/Models Applications
Research on - Key Success Factors (Tracking) « Enhancing
organizational | » Big Boss Index (Evaluation of the brand in four organizational
values, norms, dimensions: distinctiveness, demand, respect, reputation and
and image knowledge) employee engagement

- BAV (Brand Assets Valuator by Young & -+ Aligning internal values
Rubicam) with external image

« TRI*M High Performance Organization « Assessing sustainability
(Identification of key improvement areas) and corporate

- Employer Value Proposition (EVP): Attributes responsibility

offered to employees

« Unique Selling Proposition (USP): Marketing
strategy

- AIDA (Attention, Interest, Desire, Action):
Customer-product relations

+ Online Exposure: E-Exposition, E-Engagement,
Influence, Action

Research on + Organizational development stages (Greiner’s | « Increasing employee
organizational model) satisfaction and
interior - Management models (MBO, MBV) retention
- Ethical codes and organizational commitments | - Ensuring ethical and
« Behavior monitoring and employee benefits sustainable internal
- Employee volunteering and organizational policies
associations « Strengthening internal
cohesion and adaptive
capacity

Source: own elaboration, after: Dgbrowska 2014.

Research on organizations can encompass numerous aspects of their responsible
functioning, both in terms of their potential for internal development and their inter-
actions beyond the boundaries of their direct decision-making. Organizations do not
operate in isolation; the consequences of their actions can be subtle, far-reaching, and
long-lasting. The table above provides a holistic overview of approaches to examining
organizational capabilities, values, image, and potential.

Employer branding and organizational identity:
an overview of key management models

Organizational identity is not a fixed, immutable attribute—it is a dynamic process
of continual shaping and negotiation of meanings, where sensemaking has a piv-
otal role. Sensemaking, as defined by Weick (1995), involves assigning meaning to
everyday actions and interactions. From Weick’s perspective, organizational identity
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emerges from the interplay between what an organization communicates and what
it does.

Employer branding, as a practice of managing organizational identity, serves as
atool that enables an organization to articulate its “self” in a market and societal con-
text. Through employer branding, organizations can align their internal practices and
values with external perceptions, thereby reinforcing their identity and strengthening
their market positioning.

According to Hatch and Schultz (2002), organizational identity develops through
the interaction of three key elements: vision, culture, and image. Employer branding,
as part of this dynamic, functions as a bridge connecting an organization’s internal
values with its external perception. This alignment, as noted by Czarniawska (1997),
determines whether organizational identity is perceived as authentic and credible by
employees and candidates.

In the context of employer branding, sensemaking becomes a process in which
organizations strive to make sense of their values and practices amidst the complexities
of the modern labor market. Values such as social responsibility and inclusivity not
only define organizational identity but also serve as a foundation for building trust and
engagement. As Hatch and Schultz (2008) emphasize, this process requires harmony
between how an organization perceives itself (vision), how it operates (culture), and
how it is perceived by others (image).

Several management models have been developed within the framework of employ-
er branding that, according to their authors, apply to various organizations: 1) Kristian
Backhouse and Surinder Tikoo Model. This model emphasizes the importance of acquir-
ing and retaining talent to build competitive advantage. Talent management is seen as
a key driver for sustained organizational success. 2) Graeme Martin Model. Presented
at the Chartered Institute of Personnel Development conference for HR specialists, this
model focuses on creating a compelling employerimage. It emphasizes the importance
of the Employer Value Proposition (EVP), which allows potential candidates to understand
the unique attributes the organization offers. 3) Richard Mosley and Simon Barrow Model.
Introduced in The Employer Brand, this model highlights the importance of developing
and communicating a clear and consistent value proposition aligned with the organiza-
tion’s values. This approach targets proud employees and consumers, ensuring cohesion
between internal identity and external image (Dabrowska 2014). 4) Vision-Culture-Image
(VCl) Model by Mary Jo Hatch and Majken Schultz. Discussed in Taking Brand Initiative,
this model explores the interdependencies between vision, culture, and brand image.
It emphasizes the shared responsibility of marketing, HR, and communication functions
in creating a cohesive organizational identity (Dabrowska 2014).
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These models (Table 2) illustrate how employer branding is a strategic tool for

articulating and reinforcing organizational identity. By aligning internal values with

external messaging, organizations can create a strong, credible brand that attracts

talent and builds trust in an increasingly competitive labor market.

Table 2. Management models and organizational identity in employer branding

Model

Key assumptions

Connection to organizational
identity

Kristian Backhouse
and Surinder Tikoo
Model

The primary focus is acquiring and
retaining talent to build a competitive
advantage.

Talent acquisition strengthens
organizational identity as an
employer offering growth and
stability.

Graeme Martin
Model

Building an appropriate image
that allows potential candidates
to understand the Employer Value
Proposition (EVP).

EVP enhances brand recognition,
emphasizing the organization’s
values and mission to create

a unique identity.

Richard Mosley
and Simon Barrow
Model

Organizations should develop and
communicate a clear and consistent
value proposition aligned with their
values, aimed at both employees and
consumers.

A consistent value proposition
reflects internal values, enabling
their integration with the external
image.

VCI (Vision-Culture-
Image) Model -
Mary Jo Hatch and
Majken Schultz

Interdependencies between vision,
culture, and corporate brand image,
with shared responsibility across
marketing, HR, and communication.

Organizational identity is shaped
by aligning vision, culture,

and image, fostering trust and
coherence in actions.

Source: own elaboration.

Employer branding, both in marketing literature and management practice, encom-
passes a range of factors influencing current and potential employees. Values, as well
as pro-social and pro-environmental considerations, are significant in building trust
and strengthening the attractiveness of the employer brand.

Conclusion

This article highlights the importance of employer branding as a strategic tool that
reinforces organizational identity and attracts talent. The integration of these two con-
cepts enables organizations to build a cohesive external image and achieve internal
alignment of values and goals. Organizational identity, defined as a set of unique traits
and beliefs that characterize an institution, is the foundation for effective employer
branding. Conversely, employer branding—through strategies such as the Employer
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Value Proposition (EVP) and the Vision-Culture-Image (VCl) model—is pivotal in shap-
ing and strengthening this identity.

The analysis demonstrates that organizations that successfully integrate employer
branding with organizational identity can build lasting relationships with employees
and stakeholders. This synergy directly benefits talent attraction, loyalty enhancement,
and increased employee engagement. Simultaneously, these actions support the
organization’s reputation, fostering trust, and positioning it as an employer of choice.
These aspects form the basis of competitiveness in a rapidly changing labor market.
Future research should focus on several areas. First, it is essential to deepen the analysis
of how sustainable development influences employer branding and organizational
identity. Specifically, research could explore how organizations integrate sustainability
strategies with organizational culture and EVP to meet employee expectations better
and adapt to social and environmental changes.

Another intriguing area is the use of digital technologies in employer branding.
The growth of social media, artificial intelligence, and data analytics opens new oppor-
tunities for communication and personalized actions targeting potential and current
employees. Studies could investigate how organizations use these tools to build a co-
hesive image, monitor organizational identity in real time, and reinforce it effectively.

The role of cultural diversity in employer branding is also a promising field of
study. In the context of globalization and the increasing importance of inclusivity,
future research could examine how diversity affects employer brand perception and
what strategies effectively build a global organizational identity while maintaining
local roots. Employer branding and organizational identity remain critical areas for
organizations navigating an ever-changing business environment. Further research
will deepen the understanding of the mechanisms linking these concepts and con-
tribute to the development of practical solutions to create sustainable, competitive,
and attractive workplaces.
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STEAM and Robotics in Shaping Digital Competences
of Future Generations

Abstract

The changing social and economic environment is a certainty that everyone must get
used to and prepare for. This was best illustrated by aspects related to the coronavirus
pandemic or climate change. Therefore, we all have a responsibility to equip future
generations with the knowledge and skills required in the future. Digital competences
related to the use of new technologies, such as artificial intelligence, are necessary to
functionin society 5.0. The aim of the article is to indicate the benefits of using the STEAM
(Science - Technology - Engineering — Art - Maths) methodology and robotics in early
preschool education. The research used the desktop research method and a case study. It
also described the roboSTEAMKids project implemented by an international consortium,
financed under the KA220-SCH program — Cooperation partnerships in school Education.
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Introduction

Economic and social changes are inevitable. This is a certainty that everyone must
adapt to and get used to. To prepare for these changes, education is important
already at an early age. Until now, teaching methods have been determined by
current needs that were observed in society (White et al. 2020). However, due to
the extremely rapid pace of change, especially in technology, it is becoming im-
portant to anticipate the needs and analyze future market and social requirements.
The observed changes determine certain trends that will probably be developed
in the coming years. Due to the rapid technological progress, especially in the last
decade, it is not possible to draw conclusions based on past periods. Never before
have we, as societies, experienced such changes as we are currently experiencing.
Therefore, it is becoming important to set these trends and focus on the youngest
generations, so that they are the ones who will be able to function in the future
digital environment (Shatri et al. 2021).

The digitalization of society is a challenge for educators at all levels of education.
However, preschool and early childhood education have not been taken into account
widely so far. The focus was rather on developing basic skills, necessary in the further
stages of education (Sutkowski et al. 2021). However, due to the fact that technology
is increasingly appearing in subsequent stages of education, it is also important to
develop appropriate skills and competencies as early as possible (Guncaga et al.
2020). It is also important to equip teachers with appropriate competences that will
help them in working with children (Anisimova 2020). The coronavirus pandemic
has shown how big changes were necessary for this target group, especially when
it comes to the use of new digital tools in education (Duran 2021; Evans-Amalu
& Claravall 2021; Ryan 2023). Teachers were forced to switch to digital tools, which
in many cases was a huge barrier, also very much felt in pre-school and early school
education, where communication with students and direct contact are important
(Miulescu 2020). Another target group are parents, who are usually divided into two
groups: fans of new technologies and their opponents. Both groups need to be made
aware of how important technology is in the future life, but also how dangerous it
can be when used incorrectly.

In connection with the above, as part of the KA220-SCH program - Cooperation
partnerships in school Education, an international consortium of organizations was
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established that undertook the roboSTEAMKkids project, which aimed to introduce
STEAM methodology and robotics in early childhood and preschool education.

The aim of the article is to indicate the benefits of implementing the STEAM (Scien-
ce - Technology - Engineering — Arts — Maths) methodology and robotics in early
childhood and preschool education. The research used the desktop research method
and a case study.

Literature review

The digitalization of life is an inevitable effect of technological development (Ellul 2021).
The observed changes in social and economic life indicate the need to understand
and become familiar with new technologies that are increasingly entering general
circulation (Levin & Mamlok 2021). The term society 5.0 has become present. It pri-
marily means the use of various technologies, which are to facilitate the functioning,
in everyday life by society (Narvaez Rojas et al. 2021; Adel 2022). The use of robots is
becoming widespread in the industry (Bartos et al. 2021), science (Phan & Park 2020),
medicine (Soto et al. 2020), and services (Zhong et al. 2020). As a society, we can
increasingly encounter artificial intelligence. Research on this technology allows us
to predict that in the future, artificial intelligence will be ubiquitous, but we need to
prepare for its use (Farina et al. 2024).

To do this, we need to start with the youngest generations who will use these
new technologies in the future, but will also develop them. Hence, education in the
context of creating, using, and developing technological innovations is important.
In this spirit, many teaching methodologies have been created (Winebrenner 2020;
Kaynar et al. 2020; Siegle & Hook 2023).

One of these methodologies was the STEM (Science — Technology - Engineering -
Maths) methodology (Martin-Paez et al. 2019). This methodology consisted of sharing
mobile devices in the form of computer labs or using computers in a 1:1 model (one
device for one student). The methodology was reflected in creating additional classes
for students, building extracurricular programs, and developing BYOD (bring your own
device) initiatives. By sharing technology and using it during classes, it was possible to
familiarize students with the capabilities of devices and applications (Margot & Kettler
2019). Attention was drawn to the possibilities that technology education brings. At
the same time, the possibilities of introducing new content and developing future
competences, such as analytical thinking, problem solving, or the desire to expand
knowledge, have increased. But as noted, when creating and using new technologies,
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abstract thinking is also important. Therefore, it was decided to include art in this
methodology, which contributed to the development of creative thinking and the
application of art in real situations, e.g., during the creation of games, applications,
etc. (English 2017). Art was added to the existing STEM model, creating the STEAM
methodology (Science - Technology - Engineering — Art — Maths). This means trans-
ferring advanced knowledge about various content in science, describing objects in
a design way. At the same time, it is also an opportunity to discuss students’ progress
and offer them the opportunity to ask questions about the technological reality sur-
rounding them (Coxon & Cody 2023).

The benefits of STEAM education are noticeable in many aspects (Leavy et al.
2023). The main advantage is acquiring digital competences from an early age, which
will translate into skills in the future and allow understanding technology and the
possibilities of its application (Muxiddinovna 2022). Children will understand the legal
aspects of using various technologies, and above all, they will develop the ability to
think critically about the tools presented to them. Another important issue is to pay
attention to the science, which for many young people seems to be quite difficult and
unattainable. But at the same time, if in education from the youngest years, teachers
show children the possibilities offered by mathematics, engineering, or science in
general, then this will certainly result in greater abilities in the future. In addition,
an invaluable benefit is building the ability to think creatively, solve problems in an
unconventional way, and conduct experiments using a variety of digital tools (So-
roko 2024). Additionally, it is certainly a methodology that prepares young people
for future work on the development of new technologies, including programming
and digitization, as well as thinking using algorithms and communication skills (Chal-
di & Mantzanidou 2021).

However, in order to meet the requirements of the STEAM methodology, as well
as introduce elements of robotics into early childhood education, it is also necessary
to strengthen teachers who have not had the opportunity to learn in the spirit of
innovative technologies (Foti 2021). Therefore, it is important to educate teachers,
through additional courses and trainings, which will allow them to be aware of the
benefits of the STEAM methodology and robotics. In addition, it will also equip them
with the appropriate competences that they will be able to use in their work.

Following these guidelines, the RoboSteamKids project was carried out, which
precisely aimed to build appropriate tools for teachers, but also parents, so that they
could familiarize themselves with the possibilities offered by the STEAM methodology
and robotics. Additionally, the project also proposed solutions that are guidelines for
authorities and people managing preschool facilities.
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International experiences in using STEAM and robotics in
early childhood education

As part of the project, research was conducted in the countries of the partners par-
ticipating in the project (Poland, Cyprus, Greece, Croatia, Italy, Romania). Thanks to
such a large and diverse representation, it was possible to identify the best practices
in education in the spirit of the STEAM methodology and robotics.

An interesting solution is the program called “Little Bots Fun” implemented in
Cyprus in which preschool children are introduced to the world of algorithmic thin-
king and through play develop skills in orientation, distance measurement, and basic
mathematical skills (e.g., calculation, classification, logical thinking). During classes,
popular floor robots Bee-Bot, Blue-Bot, and Pro-Bot are used, which show children
the possibilities of their imagination, teach teamwork and critical thinking.

Similar experiences are shared by partners from Italy, who point to the use of
a platform called “mTiny”, which allows working on various cognitive areas and skills of
children. With this tool, children learn to create appropriate instructions for the robot,
using pictures, because these are children from 4 years of age who do not yet know
letters and numbers. However, the rest of the software introduces more advanced
elements that can also be used by older children.

In the case of Greece, STEAM and robotics are very popular, which has resulted in
the creation of many competitions for students on a national scale. The organization
that supports such initiatives is WRO Hellas, a member of the World Robot Olympiad
Association. As part of the competitions, children learn teamwork, they have to use
critical thinking while studying bibliography and experimenting, they have to perform
engineering activities and solve problems together.

Also in Poland, the STEAM methodology and robotics are being developed and
promoted, for example, through the program “Teach Children to Code”. Coding is an
element of other didactic activities, thanks to which children see how programming can
be used creatively in everyday activities. The classes refer to mathematical, linguistic,
or social education, using IT tools such as robots or 3D pens, or are conducted offline.

In Croatia, the program “Scientific (STEAM/STEM) education from the youngest
age - towards modern education for the needs of professions and citizens of the 21st
century” has been developed since 2018, and is currently present at the national level.
It focuses primarily on knowledge and skills related to physics, educating children and
parents about the professions of the future. In addition, the lack of appropriate staff
who could contribute to the wider use of the STEM/STEAM method has also been
noted, which is why various forms of additional training and non-formal education
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are promoted, which are supposed to contribute to the development of analytical
skills and critical thinking using science.

An important initiative is the summer schools “Code School Clubs” conducted in
Romania, which use “learning by doing” techniques to teach the basics of programming.
During the classes, digital competences are developed (including, among others, creating
digital content or online security), as well as computational skills (i.e., division, pattern
recognition, abstraction, creating algorithms), visual programming (creating games and
animations), first contact with robotics (sciences presented in a simple way). At the end
of the courses, there are more advanced elements using Micro:bit or Arduino courses.

These examples show that in many European countries, the STEAM and robotics
have been present in education for some time. However, they need to be further
promoted and the competences of educators need to be developed to fully benefit
from these experiences.

Discussion

Teaching and learning digital skills by children is an important topic that can raise
various doubts and questions. There are many aspects that are worth considering
to approach this topic responsibly and thoughtfully. Children live in an increasingly
digital world, where technology is present almost everywhere, from education to
play. It is worth emphasizing that digital competences are essential in everyday life,
and learning them can be an important element in preparing a child for the modern
world. It is also vital to prepare them for the insecurities coming from this digitalized
world. With the digital competences, they should be prepared to use technology in
a wise and responsible way to be safe and also think about the well-being of others.
Technologies such as educational applications, computer games, or multimedia can
support a child’s development, what was covered by the described project. However,
it isimportant to ensure that they are used responsibly, in accordance with the child’s
age, and that they are part of a balanced day that also includes offline activities. It is
important to develop manual, emotional, and interpersonal skills at the same time as
digital competences. Interactions with peers, outdoor play, and other forms of acti-
vity outside the screen are essential for the all-round development of a child. Due to
that, the project focuses on the STEAM methodology which covers different types of
activities and provides children with various types of experiences.

Learning digital competences from an early age can help children adapt more easily
to school education, develop creativity, logical thinking, and problem-solving skills.



STEAM and Robotics in Shaping Digital Competences of Future Generations

In turn, excessive exposure to technology can lead to problems with concentration,
social interactions, and addiction to games or social media. Therefore, it is crucial to
skillfully manage the time spent with technology. Due to that, parents, teachers and
caregivers are crucial here and should also be equipped in proper competences to
show children how to use the technological innovations.

Recommendations for changes — conclusions

The RoboSteamKids project has pointed out important aspects of education, because
in addition to the STEAM methodology and robotics, it also provides guidance on
which stakeholder groups should be involved in building educational programs. An
important aspect is the introduction of the STEAM methodology and robotics to formal
education, because, as research conducted in the project partner countries shows, most
initiatives are conducted in non-formal education. This means that teachers, parents,
and authorities should also consider the possibilities of using the STEAM methodology
and robotics in curricula in pre-school and early school education.

The STEAM methodology and robotics certainly prepare children for the challenges
of the future, related to the creation, application, and development of technology
in various aspects of life. Children acquire digital competences, but also learn about
the possibilities of sciences (engineering, mathematics, physics), and see the need
to have appropriate manual skills (use of art) in their activities. Interdisciplinarity is
embedded in this methodology, which is probably the most difficult, especially in the
context of building educational programs. One of the recommendations is teamwork
of educators from various fields, in order to complement each other and use skills
and knowledge from other subjects. This is certainly a great difficulty, especially in
the later school years of formal education, where subjects are taught separately.
Therefore, from the first years of education, it is necessary to work together to obtain
complementary curricula.

An additional impulse could be RoboSteam clubs, where using STEAM tools and
robots, children could work on developing new skills and competencies. Such clubs
could exist in both formal and non-formal education. However, they require involve-
ment from decision-makers, parents, and educators.

In summary, the research conducted as part of the project, as well as the practices
developed, indicate that the STEAM methodology and robotics will certainly help
prepare future generations for the challenges of the 21st century. This is important
because it is the children who will determine the future of all of us.
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Influence of the Environment on Strategic Management

Abstract

This work is a theoretical presentation of the influence of the environment on strategic
management. The definition of strategic management as well as its characteristics and
environment are explained. Strategic management is the planned use of a company’s
resources to reach its goals and objectives. It requires ongoing evaluation of internal
processes and external factors that may impact how a company functions. That is why
the environment plays a huge role in strategic management. In this paper, this relation
between strategic management and its environment is presented.
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Wprowadzenie

Zarzadzanie strategiczne obejmuje formutowanie i realizowanie gtéwnych celéw i ini-
cjatyw wskazywanych przez menedzeréw po dokonaniu oceny zasobéw i srodowiska
wewnetrznego i zewnetrznego, w ktérym podejmowane sg dziatania (Nag, Hambrick,
Chen 2007, ss. 935-955).

Strategia definiowana jest jako ,okreslenie podstawowych dtugoterminowych
celéw przedsiebiorstwa oraz przyjecie kierunkéw dziatania i alokacji zasobéw niezbed-
nych do realizacji tych celéw” (Mintzberg 1987, s. 30). Z kolei zarzadzanie strategiczne
jest czesto opisywane jako proces obejmujgcy formutowanie i wdrazanie strategii,
a wiec pozwalajacy na dalsze realizowanie planu dziatania.

Wedtug Chandlera ,zrzadzanie strategiczne” to okreslanie dtugookresowych celéw,
kierunkéw rozwoju i metod dziatania przedsiebiorstwa w kontekscie alokacji jego
zasobéw (Nasierowski 2018, s. 13). Natomiast zdaniem Sottysika (2016) jest to proces
Lnformacyjno-decyzyjny, ktéry jest wspierany przez takie funkcje przedsiebiorstwa,
jak planowanie, organizacja, motywacja i kontrola” (Sottysik 2016, s. 224).

Dzieki zarzadzaniu strategicznemu okre$lony zostaje gtéwny kierunek dziatania
przedsiebiorstwa, ktéry obejmuje wskazanie celéw organizacji, opracowanie zasad
stuzacych osiggnieciu tych celéw, a nastepnie przydzielenie zasobéw do realizacji
planéw. W ramach tego typu zarzagdzania opracowano modele i zasady, tak aby pomoc
w podejmowaniu decyzji strategicznych w kontekscie ztozonych srodowisk i dynamiki
konkurencji (Pfeffer 2009).

Dla prawidtowego rozwoju firmy niezbedne jest wtasciwe przewidywanie, roz-
poznanie i radzenie sobie ze zmianami w srodowisku wewnetrznym i zewnetrznym.
Zmiany sg nieodzownym elementem strategii zarzadzania w biznesie. W zwigzku z tym
menedzerowie biznesowi musza aktywnie angazowac sie w proces, ktory identyfikuje
zmiany i modyfikuje dziatalnos¢ biznesowa, tak aby wykorzystac je jak najlepiej. Tym
procesem jest planowanie strategiczne.

Zatem niezwykle istotne jest potgczenie zarzadzania strategicznego z otoczeniem.

Charakterystyka zarzqdzania strategicznego

W roku 1980 Porter zdefiniowat strategie jako ,szeroka formute okreslajaca, w jaki
sposéb firma bedzie konkurowac, jakie powinny by¢ jej cele i jaka polityka bedzie po-
trzebna do realizacji tych celéw” oraz jako potaczenie celéw i srodkéw, do ktérych dazy
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dana organizacja. Ponadto uwazat on, ze istota formutowania strategii konkurencyjnej
jest jej odniesienie do otoczenia (Porter 1980).

Z reguty przyjmuje sie, ze strategia jest stosowana wtedy, gdy planowane sg
kolejnos¢ i czas rozmieszczenia zasobdw i jednoczesnie nalezy wzig¢ pod uwage
prawdopodobne mozliwosci i zachowanie konkurencji (Henderson 1981).

W roku 1988 Mintzberg i Quinn przedstawili pie¢ nastepujacych rodzajow strategii:
strategia jako plan - charakteryzuje sie ukierunkowaniem dziatarh prowadza-
cym do osiaggniecia zamierzonego celu (podobna do koncepcji planowania
strategicznego);
strategia jako wzorzec — charakteryzuje sie spdjnoscig wzorca zachowania
w przesztosci ze strategia realizowana w czasie terazniejszym, a nie planowanga
lub zamierzong;
strategia jako pozycja - charakteryzuje sie lokowaniem marki, produktéw lub
firm na rynku w oparciu o ramy pojeciowe konsumentéw lub innych interesariu-
szy (jest zdeterminowana przede wszystkim przez czynniki zewnetrzne firmy);

- strategia jako sztuczka — charakteryzuje sie zastosowaniem specjalnego zada-
nia majacego na celu przechytrzenie konkurenta;

- strategiajako perspektywa - jest realizowana w oparciu o ,teorie biznesu” lub
stanowi naturalne przedtuzenie sposobu myslenia lub perspektywy ideolo-
gicznej organizacji.

Strategia jest takze definiowana jako rozwoj wewnetrznych i zewnetrznych aspek-

téw organizacji, ktéry skutkuje dziataniami w kontekscie spoteczno-ekonomicznym.

W roku 2007 Watkins stwierdzit, ze jesli cele odpowiadajg na pytanie ,co” lub jesli
wizja odpowiada na pytania ,dlaczego”, to strategia dostarcza odpowiedzi na pytanie
JJjak” w zarzagdzaniu biznesem (Watkins 2007).

Historia zarzadzania strategicznego siega nawet lat piec¢dziesiatych, kiedy to Peter
Drucker, Philip Selznick, Alfred Chandler, Igor Ansoff i Bruce Henderson spostrzegli, ze
powstaty pierwsze opracowania tego zagadnienia odnoszace sie przede wszystkim do
wojny i polityki, a nie biznesu (Ghemawat 2002, ss. 37-74). Wiele firm zainteresowato sie
planowaniem strategicznym w celu opracowania i realizacji proceséow formutowania
i wdrazania w latach szesc¢dziesigtych XX wieku (Mintzberg 1994).

Drucker (1954) charakteryzowat zarzadzanie strategiczne jako proces, w ktérym
najwazniejsze pytanie brzmi: ,jaka jest nasza dziatalnos¢?”, a ktére jest definiowane
przez klienta. Uwazat on, Ze istnieje osiem elementéw charakteryzujacych proces
strategiczny: pozycja rynkowa, innowacyjnos$¢, produktywnos¢, zasoby fizyczne i fi-
nansowe, wyniki i postawa pracownikéw, rentownos¢, wyniki i rozwéj menedzeréw
oraz odpowiedzialno$¢ publiczna (Drucker 1954).

47



48

Renata Runiewicz

Z kolei w roku 1957 Selznick scharakteryzowat strategie jako odpowiednig kompe-
tencje, a takze sformalizowat idee dopasowania wewnetrznych czynnikéw organizacji do
zewnetrznych okolicznosci sSrodowiskowych (Selznick 1957). Taka idea zostata rozwinieta
przez Andrewsa w 1963 roku w analize SWOT, w ktérej ocenia sie mocne i stabe strony
firmy w Swietle szans i zagrozen w srodowisku biznesowym (Ghemawat 2002, ss. 37-74).

W roku 1962 Chandler scharakteryzowat wszechstronng strategie jako dziatanie
zarzadcze. Ponadto wykazat, ze dtugoterminowa skoordynowana strategia jest ko-
nieczna, aby nadac firmie strukture, kierunek i ukierunkowanie (Chandler 1962).

Ansoff opart swoje zatozenia na strategii Chandlera, dodajgc koncepcje i opraco-
wujac zaleznos¢ poréwnujaca strategie penetracji rynku, rozwoju produktu i rynku
oraz poziomej i pionowej integracji i dywersyfikacji. Uwazat, ze kierownictwo mogtoby
wykorzystac sie¢ do systematycznego przygotowywania sie na przyszto$¢. Opracowat
ponadto analize luk, aby wyjasni¢ luke miedzy rzeczywistoscia a celami oraz opisac
to, co nazwat ,dziataniami zmniejszajacymi luke”. Ansoff zauwazyt, ze zarzadzanie
strategiczne sktada sie z trzech czesci: planowania strategicznego, zdolnosci firmy do
przeksztatcania swoich plandw w rzeczywistos¢ oraz umiejetnosci firmy do zarzadzania
wiasnym wewnetrznym oporem wobec zmian (Ansoff 1965).

W roku 1968 Bruce Henderson, zatozyciel Boston Consulting Group, stworzyt
koncepcje ,krzywej doswiadczenia”, ktéra opiera sie na hipotezie, ze jednostkowe
koszty produkcji spadajg o 20-30% za kazdym razem, gdy skumulowana produkcja
sie podwaja (Henderson 1970).

Natomiast w roku 1980 Porter zauwazyt, ze firmy muszg dokonywac wyboréw do-
tyczacych zakresu i rodzaju przewagi nad konkurencja. Moze to dotyczyc¢ albo nizszych
kosztéw, albo zréznicowania oferty. Zatem strategia ukierunkowana na okre$lone branze
i klientdw ze zréznicowang oferta jest odejsciem od paradygmatu strategii zaleznej od
krzywej doswiadczenia, ktéry koncentrowat sie na wiekszej skali i nizszych kosztach.
W roku 1985, w publikacji o doskonatosci wydajnosci proceséw i dziatart wykonywanych
przez organizacje w ramach ich taricucha wartosci, zostato dowiedzione, ze stanowi to
podstawe przewagi nad konkurencja (Porter 1985).

Wedtug Chandlera istnieje znaczace powigzanie miedzy strategia a strukturg firmy,
czego dowodzi w ksigzce Strategy and Structure (Chandler 1962). Zarzadzanie strategiczne
charakteryzuje sie dziataniem dtugookresowym, ktérego celem jest osiggniecie kierun-
kéw rozwoju i metod dziatania przedsiebiorstwa w kontekscie alokacji jego zasobdéw.

Zreguty struktura zarzadzania w przedsiebiorstwach jest liniowa. W strukturze stricte
liniowej gtéwnymi zaletami sg prosty i twardy sposéb zarzadzania, jasny podziat odpowie-
dzialnosci i kontroli, swoboda dziatania menedzera w pracy operacyjnej oraz mozliwos¢
szybkiego podejmowania decyzji. Wadg jest niski stopien odpowiedzialnosci centrali,
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w ktérej decyzje podejmuje kierownik. W strukturze liniowej pracujg doradcy, tj. prawnik,
ekspert, ekonomista, i struktura ta jest wykorzystywana w handlu, sprzedazy bezposred-
niej, transporcie, posrednictwie, edukacji i firmach audytorskich. W strukturze liniowo-
-sztabowej gtéwnymi zaletami sa: mozliwo$¢ podejmowania strategicznych decyzji przez
centralnego lidera, przy jednoczesnym czesciowym odciazeniu go przez podlegtych mu
ekspertéow, mogacych przedktadac propozycje gotowe do zaakceptowania, mozliwos¢
zawodowej specjalizacji w wybranym obszarze, zmniejszenie wysitku i zuzycia zasobow
materiatowych w obszarach funkcjonalnych. Do wad naleza narastajgce problemy miedzy
strukturami funkcjonalnymii liniowymi. Moze to wynikac z tego, ze poszczegdlne dziaty sa
np. bardziej zainteresowane realizacja celéw i zadan swoich dziatéw niz ogdlnymi celami
catej organizacji. Niekiedy prowadzi to do wystapienia konfliktéw pomiedzy obszarami
funkcjonalnymi.tancuch dowodzenia w strukturze liniowo-sztabowej skierowany jest od
lidera do bezposredniego wykonawcy. Ten typ struktury jest przede wszystkim stosowany
w produkgji, marketingu i finansach oraz w firmach handlowych.

W ramach zarzadzania strategicznego mozna wyréznic¢ trzy zasadnicze etapy,
takie jak:

1. Analizaiplanowanie strategiczne, w ktérym ustalane sa cele danej organizacji.
Analiza wykonywana jest na podstawie przesztych i terazniejszych dziatan
przedsiebiorstwa. W etapie tym wykorzystuje sie wiele technik i narzedzi w celu
wyboru najlepszej strategii dziatania przedsiebiorstwa.

2. Wdrazanie strategiczne - etap, w ktérym nastepuje wprowadzenie przyjetej
koncepdiji i realizacja jej rzeczywistych zatozen. Na tym etapie jest przepro-
wadzana operacjonalizacja celéw, jest tworzony sprawny system zarzadzania
oraz ustalany budzet potrzebny do realizacji strategii.

3. Nadzér strategiczny, w ktérym okresla sie stopien realizacji przyjetych zato-
zen oraz reagowania na btedy i odchylenia. W sprawowaniu kontroli pomaga
System Wczesnego Ostrzegania.

W ramach zarzadzania strategicznego decyduje sie o istotnych problemach prze-
trwania i rozwoju przedsiebiorstwa przy uwzglednieniu oddziatywan otoczenia oraz
jego sytuacji wewnetrznej. Dziatania o charakterze strategicznym stuzg udzieleniu
odpowiedzi na trzy zasadnicze pytania:

w jakiej sytuacji, gdzie aktualnie znajduje sie przedsiebiorstwo?
w jakim potozeniu, gdzie chciatoby ono by¢ za dwa, trzy, pie¢, dziesie¢ lat?

- jakie dziatania powinny by¢ podjete, aby znalazto sie ono w przysztosci w ocze-
kiwanym potozeniu/stanie? (Koszatka 2008).

Zarzadzanie strategiczne umozliwia przedsiebiorstwu osiggniecie przewagi kon-

kurencyjnej na rynku w dtuzszym (wieloletnim) okresie.
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Ponadto zarzadzanie strategiczne niejednokrotnie pokrywa sie z zarzagdzaniem
operacyjnym, co zostato przedstawione na rysunku 1.

ZARZADZANIE

Produkcja _ ]| _ Marketing

STRATEGICZNE

1.
Personef\ , Finanse

AY 4

~ -
- —_—-

Badania
i rozwoj

OPERACYJNE

Rysunek 1. Zarzadzanie strategiczne i operacyjne a obszary funkcjonalne firmy
Zrédto: Koszatka 2008.

Zarzadzanie strategiczne jest takze postrzegane jako proces informacyjno-decyzyjny,
ktory jest wspierany przez planowanie, organizowanie, motywowanie i kontrolowanie.
Ponadto jego cechg charakterystyczng jest zdolnos¢ do rozwigzywania probleméw
dotyczacych rozwoju i przetrwania, z uwzglednieniem przy tym wptywu otoczenia
(Sottysik 2016, s. 224).
Zatem najlepsza struktura zarzadzania strategicznego:

uwzglednia interakcje ze srodowiskiem zewnetrznym;

dostosowuje i kieruje wysitkami swoich pracownikéw;

wydajnie i efektywnie zaspokaja potrzeby klientow;

osigga cele z wysoka wydajnoscia.

Charakterystyka otoczenia procesow zarzgdzajgcych

Zarzadzanie strategiczne ma pomaéc firmie w znalezieniu sposobéw na zwiekszenie
konkurencyjnosci. Z tego wzgledu wdrazanie strategicznych planéw zarzadzania jest
najwazniejszym aspektem samego planowania. Plany w praktyce obejmuja okresle-
nie punktéw odniesienia, dostosowanie zasobéw - finansowych i ludzkich - oraz
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ustanowienie zasobdéw przywddczych w celu nadzorowania tworzenia, sprzedazy
i wdrazania produktéw i ustug (KamilTaylan 2021).

W biznesie zarzadzanie strategiczne jest wazne, poniewaz pozwala firmie anali-
zowac obszary wymagajace poprawy operacyjnej. W wielu przypadkach firmy moga
postepowac zgodnie z procesem analitycznym, w trakcie ktérego identyfikuje sie
potencjalne zagrozenia i szanse, lub po prostu postepowac zgodnie z ogdélnymi wy-
tycznymi. Biorgc pod uwage strukture organizacji, firma moze zdecydowac sie na
podejscie nakazowe lub opisowe do zarzadzania strategicznego. W ramach modelu
normatywnego nakresla sie strategie rozwoju i realizacji. Natomiast podejicie opisowe
przedstawia, w jaki sposdb firma moze opracowac te strategie.

Otoczeniem przedsiebiorstwa jest wszystko to, co znajduje sie na zewnatrz przed-
siebiorstwa i ma wptyw na jego funkcjonowanie, czyli np. osoby, inne firmy i organi-
zacje, zjawiska, procesy (Musiatkiewicz i Kwiatkowski 2021).

Czasami otoczenie jest definiowane jako Srodowisko tworzone przez otaczajace
spoteczenstwo, gospodarke, Srodowisko naturalne, kulture, Srodowisko technologiczne,
ustawodawstwa, sektor publiczny i administracje publiczna. ,Czescig otoczenia sg intere-
sariusze oraz konkurencyjne organizacje lub przedsiebiorstwa” (Westney i Zaheer 2023).

,Organizacje nie zyja w prézni, ale sa otoczone otoczeniem” (Westney i Zaheer
2023). Pomiedzy organizacjami i otoczeniem nastepuje ozywiona wymiana danych
wejsciowych, np. technologii, i wyjsciowych, np. informacji. Otoczenie naktada na
organizacje rézne ograniczenia, np. ograniczenia prawne, rézne standardy, normy,
uwarunkowania, zasady itp. Natomiast na kulture organizacyjna wptywa kultura oto-
czenia, np. kultura kraju.

Na rysunku 2 przedstawiono elementy otoczenia wptywajace na proces/jednostke.

Informacje f E Ograniczenia
Zrédto Zrédto
wchodzace wychodzace

Kultura ; ; Srodowisko
naturalne

Rysunek 2. Elementy otoczenia wplywajace na proces/jednostke
Zrédto: Westney i Zaheer 2023.
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Otoczeniem proceséw zarzadzajgcych sa wszystkie zjawiska, procesy i instytucje ksztat-
tujgce wymienne zasady, mozliwosci sprzedazy, zakresy dziatania i perspektywy roz-
wojowe. W ramach srodowiska przedsiebiorstwa mozna wyréznic:

1. Srodowisko zewnetrzne, czylito, co wptywa na dany proces zarzadzajacy z ze-
wnatrz; granica dzielaca organizacje od jej otoczenia zewnetrznego nie jest
jednoznaczna, akcjonariusze czesciowo tworzg Srodowisko zewnetrzne, ale
tezinne elementy jego otoczenia; sSrodowisko zewnetrzne mozna podzieli¢ na:

otoczenie ogdlne, czyli dalsze makrootoczenie, ktére obejmuje ogdlnie
okreslone wymiary i sity danej organizacji; s to wymiary: ekonomiczne,
techniczne, spoteczno-kulturowe, prawno-polityczne i miedzynarodowe;
otoczenie celowe, czyli blizsze mikrootoczenie, ktére skfada sie z konkret-
nych organizacji lub grup wptywajacych bezposrednio na procesy zarza-
dzajace i obejmuje: konkurentéw, klientéw, dostawcoédw, regulatoréw, site
robocza, wtascicieli, sojusznikéw strategicznych;
- otoczenie regionalne, czyli mezootoczenie.

2. Srodowisko wewnetrzne, ktére sktada sie z warunkéw i sit wewnatrz organi-
zacji; jego gtéwnymi sktadowymi sg zarzad, pracownicy i kultura organizacji
(Wach 2008).

Na rysunku 3 przedstawiono elementy otoczenia i ich podziat wg Podstaw przed-

siebiorczosci (Musiatkiewicz i Kwiatkowski 2021).

‘N\KROOTOCZENIE

czynniki
demograficzne

podmioty
aynniki swiadczaee ushugi
techniczno-

-technologiczne

czynniki
ekonomiczne

konkurenci

czynniki aynniki
przyrodnicze Kliendi polityczno-

(naturalne) 4' < -prawne
"KRooTocze™

czynniki
spofeczno-

-kulturowe

Rysunek 3. Elementy otoczenia i ich podziat

Zrédto: Musiatkiewicz i Kwiatkowski 2021.
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W ramach otoczenia ogdlnego przedsiebiorstwa wyréznia sie:
wymiar ekonomiczny, ktéry dotyczy ogdlnej kondycji i zywotnosci systemu
gospodarczego i obejmuje takie czynniki, jak: ogélna warto$¢ wzrostu gospo-
darczego, inflacja, stopy procentowe, bezrobocie;
wymiar techniczny, ktéry odnosi sie do metod pozwalajacych przeksztatcic
zasoby w produkty lub ustugi;
wymiar spoteczno-kulturowy, ktéry obejmuje obyczaje, nawyki, wartoscii ce-
chy demograficzne danego spoteczenstwa, w ktérym zachodzg procesy;
wymiar polityczno-prawny, ktéry odnosi sie do panstwowych regulacji dzia-
talnosci gospodarczej i stosunkéw, jakie panujg pomiedzy gospodarka a pan-
stwem;
wymiar miedzynarodowy, ktéry dotyczy zakreséw, w jakich funkcjonuja
procesy zarzadzajace w dziatalnosci gospodarczejinnych krajéw lub pozostaje
pod jej wptywem (Zakrzewska-Bielawska 2012).

W ramach otoczenia celowego mozna wyrézni¢:
konkurentéw, czyli inne organizacje konkurujace z danym procesem zarzad-
czym, z reguty o finanse, klientéw, site robocza, wysoka jakos¢ produktéw,
patenty i rzadkie surowce;
klientéw, czyli osoby fizyczne i prawne oraz jednostki administracji publicznej,
ktdre ptaca za nabycie débr lub ustug wytworzonych przez dany proces za-
rzadczy; sa to podmioty dokonujace zakupu na potrzeby wtasnej konsumpcji
lub dalszej dystrybucji;
regulatoréw, czyli jednostki, ktére moga kontrolowa¢ na drodze prawnej po-
lityke i sposéb dziatania danego procesu zarzadczego; istniejg dwa typy re-
gulatoréw, tj. agencje regulacyjne powotywane przez rzad danego kraju oraz
grupy interesu tworzone przez cztonkéw danej organizacji;
partnerdw strategicznych, czyli grupy organizacji, ktére wspotpracuja ze sobg
w ramach wspdélnego przedsiewziecia w celu pomocy strategicznej;
dostawcow, czyli organizacje, ktére dostarczaja podmiotom zasoby, tj. surowce,
materiaty, towary i inne dobra, kapitat, zasoby ludzkie, informacje stuzace do
realizacji celéw (Adamik i Matejun 2012, s. 24).

W ramach otoczenia zewnetrznego mozna wyréznic:
wiascicieli, czyli osoby dysponujace tytutem witasnosci danej organizacji lub
procesu zarzadczego;
zarzad, czyli osoby wybrane przez akcjonariuszy i odpowiadajace za nadzoro-
wanie menadzeréw firmy w celu zapewnienia wysokiej jakosci funkcjonowania
danej organizacji lub procesu zarzadczego;
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«  pracownikéw i zwiagzki zawodowe, czyli osoby stanowigce site robocza orga-
nizacji lub proceséw zarzadczych;
kulture organizacji, czyli zestaw wartosci, ktérym postuguje sie dana organi-
zacja i pracownicy, oraz procesy zarzadcze, ktére powstawaty w dtugim czasie
i dotycza zaréwno klientéw, jak i pracownikéw (Griffin 1997, s. 58).

Na rysunku 3 przedstawiono elementy otoczenia wg Griffina.

Konkurenci

Wiasciciele
Pracownicy
Otoczenie fizyczne
Zarzad
Kultura

Strategiczni
sojusznicy

R Wymiar
Poteczno-kultuoW

Rysunek 4. Elementy otoczenia organizacji
Zrodto: Griffin 1997, s. 58.

Oddziatywanie otoczenia na zarzgdzanie strategiczne

W celu oceny oddziatywania otoczenia na zarzadzanie nalezy wykona¢ analize oto-
czenia, w ktorej moga byc uzyte takie metody, jak:

1. Analiza SWOT, ktéra jest jedng z podstawowych metod analizy strategicz-
nej. Zostata opracowana w latach 60. XX wieku, a jej nazwa wywodzi sie od
angielskich stéw — strengths (mocne strony), weaknesses (stabe strony), op-
portunities (szanse) i threats (zagrozenia). W wyniku zastosowania tej metody
wszystkie obszary sg poddawane ocenie, na podstawie ktérej formutowana
jest strategia odgrywajaca istotna role w prawidtowym planowaniu rozwoju

organizacji.
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2. Metoda pozycjonowania strategicznego jest stosowana w celu dokonania
analizy oddziatywania otoczenia i wykorzystuje portfelowe metody strate-
gicznej oceny pozycji przedsiebiorstwa na rynku i wsréd konkurencji.

3. Metoda map grup strategicznych jest stosowana w celu oceny konkurencji
w jednym sektorze. W ramach tej metody analizowana jest pozycja organizagji
na tle innych organizacji w odniesieniu do dwdéch wybranych wspélnych dla
danego sektora kluczowych czynnikéw sukcesu.

4. Metoda oceny potencjatu globalizacyjnego jednego sektora jest stosowana
w celu analizy sektora na rynku globalnym.

5. Metoda punktowa oceny atrakcyjnosci jednego z sektora jest stosowana
w celu analizy metod ilosciowych i daje mozliwos¢ poréwnania kilku sektoréw.

6. Metoda ,pieciu sit Portera” jest stosowana w celu analizy konkurencji w danym
sektorze i polega na ocenie: konkurencji, dostawcéw, nabywcéw, substytu-
téw i potencjalnych wchodzacych. W ramach tej metody oceniane sg inten-
sywnos¢ i kierunek dziatania, ktére decyduja o atrakcyjnosci oddziatywania
otoczenia na zarzadzanie.

7. Metody scenariuszowe sg stosowane w celu okreslenia kierunkéw dziatania
strategicznego i polegaja na budowaniu wariantéw scenariuszy przysztosci,
konstruowaniu logicznego opisu zdarzen, jakie moga wystapic¢ w przysztosci.

8. Metoda analizy luki stosowana jest w celu dostosowania istniejacej strategii
i sposobéw dziatania organizacji do wymogoéw otoczenia i prognozowania
zmian w otoczeniu w przysztosci. Taka luka organizacyjna powstaje w przy-
padku nadmiaru lub niedoboru jakiego$ czynnika.

9. Metoda delficka jest stosowana do rozwigzywania problemoéw techniczno-or-
ganizacyjnych i wykorzystuje techniki analityczne o charakterze statecznym.
Zostata opracowana na poczatku lat 50. XX wieku i polega na kilkakrotnym
zadawaniu pytan ekspertom danej dziedziny. Nastepnie anonimowe opinie
ekspertéw sg przetwarzane przez moderatora, ktéry stopniowo dazy do
uzgodnienia i sumowania opinii uczestnikéw i przeprowadza ocene oddzia-
tywania otoczenia na zarzadzanie strategiczne.

10. Metoda analizy trendéw jest stosowana w celu prognozowania przysztych
zdarzen i polega na obserwacji i analizie zdarzen, statystyk, informacji z prze-
sztosci. W ramach tej metody zakfada sig, ze wystepowanie zmian ciggtych
w otoczeniu przedsiebiorstwa jest systematyczne i moze wystepowac w przy-
sztosci (Czerski 2016, ss. 25-27).

Wtasciwie wykonana analiza otoczenia i prognozowania przysztych wydarzen

pozwala na zmniejszenie ryzyka wywotfanego niepewnoscia, ktérag moga wywotac
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trzy gtéwne czynniki, takie jak: tworzenie rynku globalnego, skracanie cyklu zycia
produktéw i technologii oraz szybki i tani dostep do informacji i zasoboéw wiedzy
przy jednoczesnym wzroscie efektywnosci i wydajnosci (Kozminski 2004, s. 7).

Ponadto istnieje wyrazna zaleznos¢ pomiedzy wptywem srodowiska na model
przywddztwa w procesie zarzagdczym. Otoczenie stawia nowe wyzwania przed
menedzerami, ktérzy sa zmuszeni do szybkiej zmiany zalecen badz nawet rezygnacji
znich, tak aby zachodzace w otoczeniu zmiany byty dla danej organizacji korzystne
i trwate. ,Zmiany w modelu przywédztwa, jakie narzuca organizacji srodowisko
wynikaja z charakterystyki otoczenia i sytuacji” (Pujer 2016, ss. 17-28).

Miedzy innymi Budzik i Zachorowska uwazaja, ze jednym z podstawowych celéw
organizacji jest osiggniecie sukcesu na rynku. Jednakze czasami jest to trudne do
wykonania z powodu nieprzewidzianych trudnosci zwigzanych z otoczeniem. ,Plany
organizacji obejmujace decyzje i dziatania, jakie nalezy podja¢ w celu ich realizacji,
przy uwzglednieniu oddziatywania otoczenia, okre$lane s jako strategia organizacji”
(Budzik i Zachorowska 2016, ss. 90-98).

Otoczenie wptywa na procesy zarzadcze ze wzgledu na istniejgce w nim zmien-
nosci i zZtozono$¢ otoczenia, dziatanie konkurencyjnosci i inne zaktécenia otoczenia.
Zmienno$¢ otoczenia przejawia sie w szybkosci i ilosci zmian w otoczeniu — im zmiany
s czestsze i jest ich wiecej w danym otoczeniu, tym sa bardziej burzliwe. Natomiast
otoczenie stabilne to takie, w ktérym warunki ekonomiczne i polityczne sa stabilne,
a struktury sa sformalizowane i scentralizowane. Takie otoczenie rzadko wystepuje
w obecnych czasach. Pomiedzy otoczeniem burzliwym i stabilnym jest tak zwane
otoczenie zmienne, w ktérym zmiany wystepuja sporadycznie. Otoczenie zmienne
przewiduje stopniowe zmiany techniczne, organizacyjne, ekonomiczne, polityczne,
konkurencyjnosci itp., ktére wystepuja na rynku.

Kolejnym czynnikiem otoczenia wptywajacym na zarzadzanie jest stopien jedno-
rodnosci, czyli zakres, w jakim dane otoczenie jest stosunkowo proste lub ztozone.
Nastepnym czynnikiem sg sity konkurencyjne, wéréd ktorych mozna wyréznic:

site oddziatywania dostawcéw i mozliwosci wywierania przez nich presji;
site oddziatania nabywcoéw i mozliwosci wywierania przez nich presji;
natezenie walki konkurencyjnej wewnatrz sektora;

pojawienie sie nowych producentéw;

«  pojawienie sie nowych substytutéw (Adamik i Matejun 2012, ss. 41-84).

Z kolei najpopularniejsza forma zaktdcenia w otoczeniu, ktére bardzo wptywa na
dany proces zarzadczy, jest kryzys, czyli nagty i nieoczekiwany punkt zwrotny.
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Podsumowanie

Wptyw otoczenia na zarzadzanie jest znaczacy. Z reguty organizacje wykorzystuja stra-
tegie do integrowania swoich funkgji i dziatan z otoczeniem zewnetrznym. W zwigzku
z tym struktura firmy musi by¢ zgodna z warunkami zewnetrznymi, ktére podlegaja
ciagtym zmianom. Strategia i struktura muszg by¢ elastyczne, aby dostosowac sie do
zmian w otoczeniu.

Otoczenie dalsze moze generowac pozytywne i negatywne bodZce wptywajace
na funkcjonowanie przedsiebiorstwa, stanowigc zrodto jego rozwoju lub tez upadku.
Dlatego przedsiebiorstwo powinno zwraca¢ uwage na zmiany zachodzace w jego
otoczeniu i wykorzystywac nadarzajace sie mozliwosci rynkowe oraz pilnie obserwo-
wac poziom i kierunki nadchodzacych zagrozen. Trafne rozpoznanie i zdefiniowanie
natury zachodzacych w otoczeniu zmian pozwoli przedsiebiorstwom na opracowanie
odpowiedniej strategii dziatania.
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Abstract

The article analyzes the recruitment of police officers in Poland, focusing on human re-
source management (HRM) within this specific organization. HRM is crucial for planning
personnel, recruitment, performance evaluation, and employee development, aiming
to enhance organizational value through employee competence and motivation. The
study investigates whether current recruitment methods affect officer satisfaction and
the number of vacancies within the police force. As of September 1, 2024, there are
94,084 officers in service, with 14,839 vacancies across various commands. The article
highlights trends in recruitment from 2020 to 2023, noting a significant increase in
candidates in 2021 following the COVID-19 pandemic. However, by 2023, the number of
recruits dropped to 234, indicating challenges in attracting qualified candidates amidst
growing dissatisfaction with the police’s public perception. The recruitment process is
structured to ensure high-quality candidates through document verification, psycho-
logical testing, and interviews. Recent legislative changes aim to streamline this process
for graduates of military-oriented classes and former officers seeking re-employment.
Despite these efforts, the article emphasizes that simply promoting police work through



62

Marta Mysur

social media may not be sufficient to attract motivated individuals. The findings suggest
that addressing internal issues such as job satisfaction and workload is essential for im-
proving recruitment outcomes. The article concludes by stressing the need for ongoing
research into the effectiveness of recruitment strategies and theirimpact on overall police
efficiency and public safety.

Key words: recruitment, police officers, human resource management (HRM), job satis-
faction, vacancies, £6dz Voivodeship Police, candidate selection process

Wprowadzenie

Zarzadzanie zasobami ludzkimi (ZZL) to kluczowy obszar w kazdej organizacji, ktéry
obejmuje planowanie personelu, rekrutacje i selekcje pracownikéw, ich szkolenie
oraz rozwdj, ocene ich pracy, wynagradzanie oraz utrzymanie. Celem ZZL jest nie
tylko efektywne zarzadzanie personelem, ale takze tworzenie wartosci dla organizacji
poprzez rozwdj kompetencji i motywacji pracownikéw (Sobocka-Szczapa, Banasiak,
Kaminska 2019).

Powyzsze zatozenie sprawia, ze zjawisko ZZL moze mie¢ zasadnicze znaczenie
dla funkcjonowania tak specyficznej organizacji, jaka jest Policja. Celem opracowa-
nia jest w zwiagzku z tym zaprezentowanie pierwszego elementu funkgji personalnej
w dziataniach tej organizacji. Natomiast hipoteza badawcza przyjmuje posta¢ pytania
badawczego: ,Czy obecnie obowiagzujace sposoby naboru funkcjonariuszy w Policji
majg wptyw na ich zadowolenie, a tym samym mogg oddziatywac na obecng liczbe
wakatéw w tej organizacji?”.

Zarzadzanie zasobami ludzkimi (ZZL) w polskiej Policji jest kluczowym ele-
mentem, ktéry wptywa na efektywnosc¢ dziatania tej instytucji. Policja, jako stuzba
mundurowa, nie tylko odpowiada za bezpieczenstwo publiczne, ale takze musi
dostosowywac sie do zmieniajgcych sie potrzeb spoteczenstwa oraz rozwija¢ kom-
petencje swoich pracownikéw. W artykule przedstawiono gtéwne aspekty ZZL
w Policji, a takze na podstawie zebranych i ogélnodostepnych danych wskazano,
iz petni ono szczegdlng role, ktédra ma wptyw na liczbe wakatéw w tej instytucji.
Wspomniane aspekty zostaty przeanalizowane w oparciu o dane dotyczace Policji
Wojewodztwa tédzkiego.

Z danych przekazanych przez Komende Gtéwna Policji wynika, ze wedtug stanu na
1 wrze$nia 2024 r. w Policji stuzy 94 084 funkcjonariuszy, co przy stanie etatowym 108
909 daje 14 839 wakatéw. Lacznie w komendach wojewddzkich i Komendzie Stotecznej
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Policji jest 12 827 nieobsadzonych stanowisk'. W rozmowie z dziennikarzem ,Gazety
Wyborczej”, ktérej publikacja miata miejsce 1 pazdziernika 2024 r., insp. Arkadiusz
Sylwestrzak, Komendant Wojewdédzki Policji w Lodzi, stwierdza: ,Wszystkich etatéw
policyjnych mamy w catym garnizonie 6589. Ok. 13% pozostaje nieobsadzonych. Coraz
wiecej oséb jednak do Policji przyjmujemy i mam nadzieje, ze ten trend sie utrzyma.
Po dodatkowych przyjeciach liczymy na zmniejszenie liczby wakatéw do poziomu
12,5%". Zatem ze wspomnianych danych mozemy wyliczy¢, ze w garnizonie tédzkim
na dzien 1 pazdziernika 2024 r. brakuje 856 funkcjonariuszy.

Rekrutacja i selekcja

W ostatnich latach rekrutacja do stuzby policyjnej stata sie przedmiotem wzmozo-
nego zainteresowania, a liczba przyjetych kandydatéw stanowi istotny wskaznik
dynamiki tego procesu. Analizujac dane dotyczace przyje¢ w latach 2020-2023
w garnizonie t6dzkim, mozna zauwazy¢ ciekawe tendencje i zmiany w polityce rekru-
tacyjnej Policji, a przede wszystkim dynamiki oséb, ktére ztozyty do niej dokumenty
celem podjecia stuzby®.

W 2020 . liczba przyjetych kandydatéw wyniosta zaledwie 199 oséb. Pandemia
COVID-19 wptyneta na wiele dziedzin zycia, a stuzby policyjne réwniez musiaty do-
stosowac sie do nowej rzeczywistosci. Ograniczenia zwigzane z bezpieczenstwem
zdrowotnym mogty wptynac na proces rekrutacyjny, prowadzac do nizszej liczby
przyjec. W 2021 r. zaobserwowano znaczacy wzrost liczby nowych adeptéw sztuki
policyjnej, osiggajacy 572 osoby. To prawdopodobnie rezultat zmian, ktére niosta
za soba pandemia COVID-19. W grudniu 2020 r. stopa bezrobocia dla kraju ogétem
wyniosta 6,8% (wzrost 0 0,5 p.p. w stosunku do wartosci przed korektg), w czerwcu
2021 r. - 6,4%, w grudniu 2021 r. - 5,8% (odpowiednio wzrost o 0,4 p.p.),
w czerwcu 2022 r. - 5,2% (wzrost 0 0,3 p.p.)*. Zatem jak wskazuja badania GUS
z 2022 r., stopa bezrobocia w Polsce zaczeta sie obniza¢. Pandemia spowodowata

1 https://www.pap.pl/aktualnosci/nowe-dane-kgp-o-wakatach-w-policji-widac-wzrost, dostep:
27.10.2024.

2 https://lodz.wyborcza.pl/lodz/7,35136,31340119,komendant-o-zmianach-w-lodzkiej-poli-
¢ji-kto-dobrze-pracuje.html, dostep: 27.10.2024.

3 Zrédio whasne: dane uzyskane na podstawie wniosku o udostepnienie informacji publicznej z KWP
w todzi w dniu 21.09.2024 r.

4 https://stat.gov.pl/obszary-tematyczne/rynek-pracy/bezrobocie-rejestrowane/informacja-gus-
-nt-rewizji-stopy-bezrobocia-rejestrowanego-w-2022-r-,8,1.html, dostep: 25.10.2024.
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destabilizacje wielu miejsc pracy, zwolnienia pracownikéw i przymusowe zamykanie
niektérych przedsiebiorstw poprzez masowe ograniczenia w zakresie ich prowa-
dzenia w trakcie pandemii. W tym momencie wzrosta atrakcyjnos¢ pracy w strefie
budzetowej oferujacej stabilne zatrudnienie, a zwtaszcza stuzbach mundurowych,
w tym Policji.

Dodatkowym atutem byto zdecydowanie wprowadzenie dziatart promocyjnych
i rekrutacyjnych Policji, ktére rozwinety sie w Internecie — miedzy innymi w mediach
spotecznosciowych formaciji, tj. na Facebooku i Instagramie. Oczywiscie w dobie glo-
balizacjii dynamicznego rozwoju online marketingu promowanie sie w social mediach
Policji jako pracodawcy jest jak najbardziej wskazane. Jednak czy idzie to w dobrym
kierunku i trafia do zainteresowanych? Odwiedzanie portali spotecznosciowych jest
naszg codziennoscia. Wedtug badan przeprowadzonych przez Hootsuite, w 2022 r.
przecietny uzytkownik spedzat w social mediach okoto 2,5 godzin dziennie®. Natomiast
wedtug badan przeprowadzonych przez Common Sense Media, czas spedzany przez
nastolatkéw w Internecie w trakcie pandemii wzrést do prawie 9 godzin dziennie®.
Zatem wspomniane dziatanie jest dobre, ale powinno by¢ skonkretyzowane i trafia¢
do odpowiedniej grupy odbiorcéw. Na stronach doborowych Policji pojawia sie wiele
zdje¢, rolek czy filméw zachecajacych do podjecia stuzby. Promuja ja nawet stawni
finalisci programow telewizyjnych. Ich przekaz jest rézny, niekiedy potaczony zhumo-
rem. Jednak czy na tym powinien opierac sie wizerunek Policji? Czy formacja dbajaca
o bezpieczenstwo panstwa i obywateli musiata ,reklamowac” sie w social mediach? Ze
wspomnianych dziatan rekrutacyjnych powinien bi¢ w nas profesjonalizm. Odbiorca
danego artykutu musi chciec¢ go dalej czytac lub ogladac. Po przeanalizowaniu sytu-
acji na przestrzeni ostatnich lat, liczby odejs¢ ze stuzby, a takze liczby ztozonych do
niej podan, wyniki okazujg sie niezadowalajgce. Sama darmowa reklama w mediach
spotecznosciowych moze nie wystarczy¢, aby zrekrutowac zdeterminowanych, wy-
ksztatconych i sprawnych policjantéw. Przyczyng tak duzej liczby wakatéw jest nie tylko
nieskuteczna rekrutacja, ale takze perspektywa kilku kolejnych lat w stuzbie, a gtéwnie
okres poczatkowej trzyletniej stuzby przygotowawczej. Reklamom w mediach spotecz-
nosciowych nie pomagaja komentarze bytych lub obecnych funkcjonariuszy Policji. Sa
to czesto osoby wypalone zawodowo, ktére neguja wszelkie préby dziatan promuja-
cych te formacje. Frustracja nasila sie szczegdlnie wsrod oséb przecigzonych praca, bo
ze wzrostem liczby wakatéw przybywa obowiazkéw policjantom w codziennej stuzbie.

5 https://www.hootsuite.com/newsroom/press-releases/digital-2022-report, dostep: 10.10.2024.
6  https://www.commonsensemedia.org/press-releases/two-years-into-the-pandemic-media-use-
-has-increased-17-among-tweens-and-teens, dostep: 10.10.2024.
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Czesto jednak autorzy wspomnianych wpisdéw sg anonimowi, a swoje komentarze
pisza z fikcyjnych kont. Frustracja pracujacych funkcjonariuszy to takze niemoznos¢
otrzymania takich przywilejéw, jakie otrzymuje obecnie mtody cztowiek podejmujacy
stuzbe. Chodzi tu przede wszystkim o wyzsze zarobki, zwtaszcza dla grupy oséb do 26
roku zycia. Pomimo braku doswiadczenia zawodowego, mtodzi policyjni adepci maja
takze mozliwos¢ nabycia szliféw oficerskich w Akademii Policji w Szczytnie. Rozdzwiek
pomiedzy starszym i mtodszym pokoleniem funkcjonariuszy uwidacznia sie takze
w zmianie $wiatopogladu i podejscia do pracy: podczas gdy starsze pokolenie szuka
pracy na state, ,do emerytury”, mtodsze pokolenie cechuje sie pewng ambiwalencja
i nawet pracy w sektorze budzetowym nie traktuje jak statego zobowigzania.

W 2022 r. nastapita pewna stabilizacja, gdy liczba przyjetych kandydatéw w garni-
zonie todzkim wyniosta 424 osoby. To wskazuje na pewne uspokojenie sie sytuacji po
okresie pandemii i skokowego wzrostu w roku poprzednim. By¢ moze stuzby policyjne
dostosowaty swoje strategie rekrutacyjne, starajac sie utrzymac réwnowage miedzy
iloscig a jakoscia przyjmowanych kandydatow.

Obnizenie liczby przyje¢ odnotowano w 2023 r., kiedy liczba przyjetych kandyda-
téw spadta do 234 oséb. Moze to wynikac z réznych czynnikéw, natomiast jak wskazuja
statystykiz CBOS, w stosunku do poprzedniego pomiaru z wrzesnia 2022 r., pogorszyty
sie opinie o Policji. Obecnie jej prace dobrze ocenia niespetna dwie trzecie badanych
(63%, spadek o 5 p.p.), a Zle - jedna czwarta (25%, wzrost o 6 p.p.)’. Analiza przyczyn
tego spadku moze stanowic istotny punkt wyjscia do dalszych badar nad efektywnos-
Cig procesu rekrutacji w Policji. Natomiast czy cokolwiek ulegto zmianie? Rekrutacja
w polskiej Policji odbywa sie zgodnie z $cisle okreslonymi zasadami, ktére maja od
zawsze w zatozeniu zapewnienie wysoko wykwalifikowanych kandydatéw. Proces ten
obejmuje m.in. weryfikacje dokumentéw, testy psychologiczne oraz sprawnosciowe,
a takze rozmowy kwalifikacyjne i badania lekarskie. Policja stawia na réznorodnos¢,
starajac sie przyciagnac osoby z réznych srodowisk, co ma na celu lepsze zrozumienie
i reprezentacje spoteczenstwa, ktéremu stuzy. To kluczowy aspekt, ktéry wymaga
uwagi. Z danych przedstawionych przezinsp. Marka Boronia, Komendanta Gtéwnego
Policji, wynika, ze najwieksza liczba odejs¢ z stuzby dotyczy funkcjonariuszy ze stazem
od 4 do 15 lat. Na drugim miejscu znajduja sie ci z doswiadczeniem powyzej 30 lat.
Na rok 2025 planowane jest przyjecie 10 557 nowych policjantéw. Komendant omé-
wit rbwniez wyzwania, przed ktérymi stoi Policja, oraz plany dziatania, ktére zostaty

7 CBOS, Komunikat z badari: Oceny dziatalnosci instytucji publicznych w marcu, nr 39/2023,
https://www.cbos.pl/SPISKOM.POL/2023/K_039_23.PDF, dostep: 15.10.2024.
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uzgodnione z Ministerstwem Spraw Wewnetrznych i Administracji. Plan obejmuje
nastepujace dziatania:

1. Zmiany w procedurze kwalifikacyjnej, umozliwiajgce powrét do stuzby bytym

funkcjonariuszom;

2. Zapewnienie sprawnego funkcjonowania czterostopniowego modelu szko-

lenia;

3. Utworzenie Biura Doboru i Szkolenia w Komendzie Gtéwnej Policji, ktére bedzie

nadzorowac i koordynowac nabor;

4. Pogtebienie wspotpracy z klasami mundurowymi, w ktérych ksztatci sie ponad

36 tys. ucznidw;

5. Intensyfikacje promocji zawodu policjanta w r6znych kanatach informacyjnych.

8 lutego 2024 roku odbyto sie posiedzenie Komisji Administracji i Spraw Wewnetrz-
nych, na ktérym oméwiono kluczowe zmiany legislacyjne dotyczace powrotu bytych
funkcjonariuszy do stuzby, specustawy zwigzanej z bezpieczernstwem podczas prezy-
dencji Polski w Radzie UE w 2025 r., projektu ustawy o przeciwdziataniu rozpowszech-
nianiu tresci terrorystycznych w Internecie oraz ustawy o wymianie informacji miedzy
organami $cigania UE.

Whnioski z posiedzen lutowych koncentrowaty sie na dziataniach na rzecz poprawy
stabilnosci stuzby, atrakcyjnosci wynagrodzen oraz rozwigzywaniu problemoéw kadro-
wych. Zgodnie zdanymi Komendy Gtéwnej Policji, obecnie brakuje w Polsce prawie 17
tys. policjantéw, co stanowi blisko 15% etatéw i jest rekordowym wynikiem w historii
formacji. W 2023 roku przyjeto 5174 nowych funkcjonariuszy, jednak réwnoczesnie
z stuzby odeszto prawie dwukrotnie wiecej policjantéw, bo az 9458 (w poréwnaniu
24726 w 2022 1),

W odpowiedzi na ten kryzys Ministerstwo Spraw Wewnetrznych i Administracji
opracowato przepisy, ktére utatwia nabor do Policji zaréwno dla absolwentéw klas
mundurowych, jak i bytych policjantéw, ktérzy chcieliby ponownie wstapic do stuzby.
Zgodnie z nowa ustawa, wprowadzong 1 pazdziernika 2024 roku przez Sejm i pod-
pisang przez prezydenta, umozliwia sie tworzenie w szkotach ponadpodstawowych
oddziatéw o profilu mundurowym. Zmiany w ustawie o Policji dotycza usprawnienia
procedury kwalifikacyjnej dla dwéch grup kandydatéw: absolwentéw klas mundu-
rowych oraz bytych funkcjonariuszy Policji.

8 https://www.pap.pl/aktualnosci/nowe-dane-kgp-o-wakatach-w-policji-widac-wzrost, dostep:
27.10.2024.
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Nowe przepisy przewidujg prowadzenie odrebnej procedury kwalifikacyjnej dla
kandydatéw, ktérzy ukonczyli profil mundurowy i ubiegaja sie o przyjecie do stuzby
w Policji w ciggu trzech lat od ukoriczenia szkoty. Procedura ta nie bedzie obejmowac
testu wiedzy, a kandydaci beda zwolnieni z testu sprawnosci fizycznej, jesli uzyskaja
pozytywny wynik na tescie przeprowadzonym w szkole. Uproszczenia dotycza réw-
niez bytych funkcjonariuszy, ktérzy chcieliby ponownie wstapi¢ do stuzby w Policji.
Z uwagi na réznorodnos¢ doswiadczen, wprowadzono cztery $ciezki postepowania
kwalifikacyjnego dla tych kandydatéw. Ustawa przewiduje takze wydtuzenie okresu,
w ktérym mozna ubiegac sie o ponowne przyjecie do stuzby, z trzech do pieciu lat
po zwolnieniu z Policji. Nowe przepisy gwarantuja takze pierwszenstwo w przyjeciu
do stuzby dla kandydatoéw, ktérzy przez co najmniej 5 lat pracowali w jednostkach
organizacyjnych Policji. Zapis ten ma na celu szybsze uzupetnienie wakujacych sta-
nowisk i zapewnienie, ze osoby te, dzieki posiadanym kwalifikacjom, beda mogty
natychmiast rozpoczac stuzbe.

Nowa ustawa umozliwi réwniez zatrudnienie funkcjonariuszy na kontrakt w spe-
cjalistycznych jednostkach prewencji, a w wyjatkowych przypadkach takze w innych
czesciach Policji. Przewiduje sig, ze kontrakt bedzie mozliwy takze w przypadku kan-
dydatéw bez wyksztatcenia Sredniego, ale z odpowiednimi kwalifikacjami, umiejet-
nosciami lub uprawnieniami wymaganymi przez potrzeby kadrowe Policji.

Zmiany w systemie rekrutacyjnym niosa za soba wiele mozliwosci, ale pytaniem
otwartym pozostaje, czy beda one przektadaty sie takze na pozostate elementy za-
rzadzania zasobami ludzkimi, ktére w tej formacji rowniez wymagaja usprawnienia.

Badanie zadowolenia z pracy

Na potrzeby niniejszego artykutu, za posrednictwem wniosku o udostepnienie in-
formacji publicznej, uzyskano raport z badania satysfakcji z pracy funkcjonariuszy
i pracownikéw Policji. Wyniki dotyczag XVIII edycji badania zrealizowanego przez wy-
dziat ds. analiz i kontroli zarzadczej Gabinetu Komendanta Gtéwnego Policji w lutym
i marcu 2024 r. Badanie satysfakcji z pracy funkcjonariuszy i pracownikéw Policji jest
projektem badawczym realizowanym cyklicznie od 2004 r. — do tej pory zrealizowano
18 edycji. Poczatkowo badanie realizowano przy wykorzystaniu papierowej ankiety,
préba obejmowata tylko policjantéw i byta reprezentatywna dla Polski, natomiast
w 2008 r. proba zostata rozszerzona o wszystkich pracownikéw Policji, a wyniki s
reprezentatywne dla kazdego garnizonu. Od 2009 r. badanie realizowane jest przy po-
mocy ankiety internetowej (metoda CAWI). Wyniki badania satysfakcji z pracy stanowia
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bardzo istotne zrédto informacji na temat warunkéw pracy i otoczenia stuzbowego.
XVIII edycje badania satysfakcji z pracy przeprowadzono we wszystkich komendach
wojewddzkich, Komendzie Stotecznej Policji oraz w wylosowanych komendach miej-
skich, powiatowych i komisariatach. W badaniu tym wzieto udziat 13916 respondentéw.
Jak na samym poczatku wskazuje raport®:

1. Duze znaczenie w postrzeganiu poszczegdlnych kwestii poruszonych w ba-
daniu dotyczacym satysfakcji z pracy maja dwie rézne, a przy tym podstawo-
we grupy, na ktére dzielg sie osoby zatrudnione w Policji tj.: funkcjonariusze
i pracownicy Policji.

2. Grupy te nie sg rownoliczne - wieksza liczba policjantéw w stosunku do pra-
cownikéw powoduje wptyw tej wartosci na ogdlne wyniki (sa przez nig de-
terminowane).

3. Grupy te maja istotnie r6zna strukture wewnetrzng pod wzgledem pfci - poli-
cjantami sg zdecydowanie czesciej mezczyzni, natomiast wsréd pracownikéw
Policji przewazaja kobiety.

4. Oznacza to, ze wnioski uwzgledniajace pte¢ respondentéw powinny by¢ trak-
towane jako pomocnicze.

Zatem whnioski z badan satysfakgji sg tylko ogélnym pogladem, moga one jedynie
sugerowa, iz wiekszos¢ odpowiedzi wskazujacych konkretne zjawisko jest zblizona lub
jest odpowiedzig wybrang sposréd podanych jako najlepsza ze wszystkich mozliwych.

Duze zadowolenie z pracy deklaruje obecnie 43% badanych. Poziom ten nie od-
biega od wynikéw poprzedniej edycji badania. Nie zaobserwowano réwniez zmian
w wypowiedziach na temat gtéwnych przyczyn zadowolenia z pracy. Patrzac w skali
ogolnej i obiektywnie na zaprezentowane wnioski, niezadowolenie z pracy deklaru-
je wiekszos¢ badanych, czyli w fatwym przeliczeniu 47%, co zdecydowanie nie jest
pozytywnym zjawiskiem.

Najwieksze znaczenie w przypadku zadowolenia z pracy ma stabilnos¢ zatrudnie-
nia. Wazne sg rowniez dobre relacje ze wspotpracownikami i state warunki pracy. Pod
wzgledem finansowym Policja obecnie jawi sie jako mato konkurencyjny pracodawca,
na atrakcyjno$¢ zawodu policjanta nie moze zas$ sie sktadac tylko stabilnos$¢ zatrud-
nienia, ktérag wedtug raportu potwierdzito az 76% badanych z garnizonu tédzkiego.
Jedno z pytan zadanych respondentom dotyczyto mozliwosci rozwoju osobistego
w Policji — na taka szanse wskazato jedynie 8,7% respondentéw. To zdecydowanie

9 Raport z badania satysfakcji z pracy funkcjonariuszy i pracownikéw Policji. Wyniki XVIII edycji
badania zrealizowanego w lutym i marcu 2024 r.
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kulejacy element tej formacji. Mimo wskazywania podczas procesu promocyjnego
i rekrutacyjnego, iz Policja ma ogromne mozliwo$¢ w tym obszarze, to czynnik, ktéry
w trakcie petnienia stuzby zanika. Brak jasno okreslonej sciezki kariery i mozliwosci
awansu skutecznie zniecheca i obniza morale pracownikéw. Badani wykazali, ze na
satysfakcje zawodowa negatywnie wptywa przede wszystkim nadmiar formalnosci
oraz niezadowalajgca wysokos¢ wynagrodzenia. W skali krajowej 51,9% badanej
préby narzeka na nadmiar pracy. W garnizonie tédzkim obcigzenie nadmiarem pracy
deklarowato ponad 55% badanych. Jest to $cisle zwigzane z gtéwnym problemem
wskazanym w artykule, czyli duzg liczbg wakatéw. Policjanci czesciej maja dyzury,
w ich stuzbie realizacja zadan musi przypadac¢ na mniej oséb, a wyniki i mierniki
zgodnie z prowadzong statystyka muszga sie zgadzac. W dtuzszej perspektywie
czasowej prowadzi to do wypalenia zawodowego, zniechecenia i w konsekwencji
coraz nizszej jakosci wykonywanych obowigzkéw. Do najczesciej wskazywanych
czynnikéw nalezy takze stosunkowo stabe wynagrodzenie. Odsetek wskazan na
ten czynnik w grupie pracownikéw jest blisko dwukrotnie wyzszy niz wsréd poli-
cjantéw. Zaréwno w wojewddztwie tédzkim, jak i w skali badan krajowych ponad
50% badanych jest niezadowolonych ze swojej pensji. Kwestie finansowe w stuzbie
s nie do konca jasne. Podstawa wynagrodzenia jest jedng kwestia, a premie i na-
grody kolejna. W Policji wystepuja tzw. nagrody uznaniowe. Méwi o tym rozdziat
2 Rozporzadzenia Ministra Spraw Wewnetrznych i Administracji z dnia 20 czerwca
2002 r. w sprawie warunkéw przyznawania policjantom nagréd rocznych, nagréd
uznaniowych i zapomog:

1. Policjantowi mozna przyzna¢ nagrode uznaniowa za wzorowe wykonywanie
zadan stuzbowych, przejawiang inicjatywe w stuzbie oraz podnoszenie kwa-
lifikacji zawodowych.

2. Nagrode, o ktérej mowa w ust. 1, mozna przyznaé w szczegolnosci za doko-
nanie czynu $wiadczacego o odwadze policjanta oraz za stuzbe w trudnych
warunkach, wymagajacych znacznego naktadu pracy'.

Pojawia sie zatem pytanie, czy wszyscy funkcjonariusze Policji, jak wynika z po-
wyzszych danych, nie pracujg w trudnych warunkach, poprzez przede wszystkim
przeciazenie praca, biurokracja, iloscig zadan z uwagi na tak wysoki stan wakatowy?
Wsrdd czynnikéw, ktore respondenci okreslaja jako motywujace do pracy, najczesciej

10 Rozporzadzenie Ministra Spraw Wewnetrznych i Administracji z dnia 20 czerwca 2002 r. w sprawie
warunkéw przyznawania policjantom nagréd rocznych, nagréd uznaniowych i zapomog. https://
isap.sejm.gov.pl/isap.nsf/download.xsp/WDU20020860789/0/D20020789.pdf (Dz.U. 2002 Nr 86
poz. 789), dostep: 25.10.2024.
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wskazywane sg nagrody pieniezne za osiggniete wyniki. W wojewddztwie t6dzkim
finanse stanowig priorytet dla 53% respondentdw.

Ankietowani najczesciej Zle oceniaja mozliwosci rozwoju swojej kariery zawodowe;j.
W ten sposéb wypowiadajg sie przede wszystkim pracownicy Policji. Pte¢ wyraznie
réznicuje optymizm w kwestii rozwoju zawodowego - zdecydowanie lepiej swoje
mozliwosci w tym zakresie oceniajag mezczyzni. W przypadku ocen negatywnych takich
réznic nie odnotowano. Z rozktadu odpowiedzi badanych w podziale na kategorie sta-
zu widac, ze najlepiej mozliwosci rozwoju swojej kariery oceniajg osoby ze stazem do
3 lat. W pozostatych grupach z tej kategorii roznic nie stwierdzono. To ogélne wnioski
badania satysfakcji z zakresu kariery zawodowej policjantéw i pracownikéw Policji.
W garnizonie tédzkim 48,7% ocenia negatywnie swoje mozliwosci w zakresie kariery
zawodowej. Zatem ponownie nasuwa sie wniosek, ze kandydaci podejmujacy prace
w Policji powinni mie¢ przed soba jasna $ciezke kariery zawodowej, ktéra przyczyni
sie do zwiekszenia satysfakcji z wykonywanych obowigzkow stuzbowych.

Podsumowanie

Zarzadzanie zasobami ludzkimi w polskiej Policji stoi przed wieloma wyzwaniami.
Wzrost oczekiwan spotecznych, zmiany technologiczne oraz potrzeba elastycznosci
w dziataniu wymagaja ciagtego dostosowywania strategii ZZL. Policja musi inwesto-
wac w nowe technologie i metody pracy, aby skutecznie odpowiadac na wspotczesne
zapotrzebowanie. Na szczegdlne zwrdcenie uwagi w tym obszarze zastuguja przede
wszystkim:

1. Wazrost liczby wakatéw. Obecny stan zasobéw ludzkich w Policji, z liczny-
mi wakatami, wskazuje na pilng potrzebe skutecznego zarzadzania kadrami.
Odejscia funkcjonariuszy oraz problemy zwigzane z wypaleniem zawodowym
sg kluczowymi czynnikami wptywajacymi na ten stan.

2. Zwiekszenie rekrutacji. Intensyfikacja dziatan rekrutacyjnych, szczegélnie
po pandemii, jest niezbedna, jednak zauwazalny spadek przyje¢ w 2023 roku
podkresla koniecznos¢ przemyslenia strategii naboru.

3. Atrakcyjnosc zawodu. Aby przyciagna¢ nowych funkcjonariuszy, wazne jest
poprawienie warunkéw pracy, w tym wynagrodzen oraz mozliwosci rozwoju
kariery, co pomoze zredukowac rotacje i zwiekszy¢ zaangazowanie pracownikéw.

4. Przycigganie talentéw. Zmiany w przepisach dotyczacych rekrutacji, takie
jak utatwienia dla bytych funkcjonariuszy i absolwentéw klas mundurowych,
moga zwiekszy¢ liczbe kandydatéw i poprawic jakos¢ naboru.
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5. Strategiczne podejscie do ZZL. Skuteczne zarzadzanie zasobami ludzkimi
w Policji wymaga holistycznego podejscia, ktére uwzglednia zaréwno potrzeby
instytucji, jak i oczekiwania pracownikéw. Wdrozenie nowych strategii moze
przyczyni¢ sie do stabilizacji i poprawy efektywnosci stuzby.

Zmiany sg potrzebne, ale takie, ktére nie bedg tataty dziur, a zapewnig solidny
fundament do realizacji strategii zarzadzania zasobami ludzkimi na wysokim pozio-
mie. Niech za podsumowanie niniejszego wywodu postuzg stowa Petera Druckera:
»Najwiekszym zasobem kazdej organizacji sg ludzie. To ich wiedza, umiejetnosci
i zaangazowanie decyduja o sukcesie” oraz Henry’ego Forda: ,Jedyng prawdziwa
strategia na przysztosc jest zatrudnianie ludzi, ktdrzy potrafig myslec”.
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