Organizacija is an interdisciplinary peer reviewed journal that seeks both
theoretically and practically oriented research papers from the area of
organizational science, business information systems and human resourc-
es management. Topics will be drawn from, but are not limited to, the fol-
lowing areas:

W organizational theory, development and restructuring of organiza-
tions;

new and innovative organizational structures and approaches;
managerial aspects of quality management;

organizational behavior;

human resources management;

development, restructuring and management of information systems;,
interorganizational systems, electronic commerce;

decision making, decision support.

In particular, we seek papers which cover state-of-art developments in
organizational theory and practice, and present new insights that improve
our understanding in the subject area of the journal

Organizacija je interdisciplinarna znanstvena revija, ki objavija
prispevke s podrocja organizacije, informatike in kadrovskega
managementa. Primeri tematskih sklopov, ki jih pokriva revija, so:

W feoretiCne osnove organizacijskega razvoja ter spreminjanja
organizacijskih struktur in procesov

W novi organizacijski pristopi ter njihova uporaba

B organizacijski ukrepi za doseganje vecje produktivnosti,
ekonomicnosti in rentabilnosti poslovanja in proizvodnje

B management kakovosti

B kadrovanje in izobraZevanje kadrov pri prestrukturiranju
podjetij

B stimulativnost nagrajevanja v spremenjenih lastninskih
razmerah

W prestrukturiranje organizacijskih in informacijskih sistemov

B nacrtovanje, razvoj in uporaba informacijske tehnologije in
informacijskih sistemov

m medorganizacijski sistemi, elektronsko poslovanje

B odlocanje, podpora odlocanju, direktorski informacijski
sistemi

Vsebina ni omejena na navedene tematske sklope. Se posebej Zelimo
objavljati prispevke, ki obravnavajo nove in aktualne teme in dosezke
razvoja na predmetnem podrocju revije, ter njihovo uvajanje in
uporabo v organizacijski praksi.
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The idea of this paper is to review and summarize the complex interplay between information technology (IT) and organi-
zation in stages that impacted radically both the organizational structure and the evolution of effectiveness and economic
performance. We could identify five major stages where the underlying technology, the typical organizational structure, and
the criteria of performance or business success changed, increasing the complexity of evaluation models proposed. It see-
med that the effectiveness impacts of IT escalated from the individual to the team level, from the organizational to the virtual
ecosystem level, and from the corporate to the national or global level. Therefore, the IT productivity paradox could not be

refuted until 2003.

Keywords: organizational effectiveness, information technology, transformations, productivity paradox

1 Introduction: the question of IT and
economic performance in general

For a long time, the on-going debate was about whether the
IT investments were paying off in higher productivity or pro-
fitability at the company or country level. The first extensive
studies in the 1980s typically found no connection between
IT investment and productivity, whether it was a question of
companies, industries, or the economy as a whole (Dedrick et
al. 2003). The so-called productivity paradox stimulated many
researchers to conduct more rigorous scientific analyses in the
1990. Several studies using larger datasets and more refined
research methods revealed positive and significant impacts by
IT investments at the company and country level.

Dedrick et al. (2003) refuted the productivity paradox by
re-examining carefully more than 50 earlier economic studies
that appeared between 1985 and 2002. In their framework for
the literature study, they described the IT production system as
a process converting input (typically IT and non-IT capital) to
output (value-added). The production process included impro-
vements caused by the usage of IT (e.g. quality of labor and
output). Interestingly, they observed that there could be exter-
nal outcomes (e.g. labor productivity, profitability, and consu-
mer welfare). Importantly, their framework included modera-
tors of productivity, complementary factors that had indirect
effects on the outputs and outcomes. These were organization

and management principles, investment in human capital,
industry organization and regulation, and government policy.

The aim of this paper is to present a new explanation for
the durability of the productivity paradox, originally formula-
ted 1987 by Robert Solow. Our approach is not quantitative,
but qualitative, based on a longitudinal analysis of the radical
structural changes (transformations) of major economic orga-
nizations due to implementation of successive generations of
IT applications. These transformations destroyed stability of
the object of economic analyses, the organization itself, and
reformulated the criteria and models of organizational effec-
tiveness.

2 Objectives and methodology

The major objective of this paper is to find evidence for our
hypothesis that the radical architectural and organizational
changes caused by IT had complex, interacting and dela-
yed impacts on returns to IT investments, making firm and
industry centered productivity analyses difficult and vague.
Therefore, we concentrate on revealing structural (archi-
tectural) changes that happened in the mainstream business
applications, organizational structure of single firms, topology
and governance of firms building new economic structures
induced by IT. To be proposed as a radical transformation we
required that in the literature of that time period we could find
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serious proposals for renewing the major paradigm of organi-
zational effectiveness.

The methodology we apply is the micro-history approach,
proposed by Cinzburg (1976) and carefully refined by Pel-
tonen (1999). In fact, the micro-history approach is not any
formal research methodology, rather a systematic qualitative
approach for revealing an important phenomena by re-exa-
mining microscopic observations of single occurrences, star-
ting points of earlier research, strategic choices made, and
conclusions made. To our mind, for an experienced researcher
who has been empirically studying the same set of leading
corporations in different time periods and has been working
on the intersection of the organization and major IT applica-
tions, the micro-history approach can offer significant ex-post
understanding of even phenomena that could not be revealed
by short range empirical evaluations. Taking the long time
period in question the methodology required re-examination
of a large number of documents presenting their time, from
cornerstone research papers to articles in professional journals,
not to forget materials of major talks in CIO and senior mana-
gement conferences and seminars.

The methodology applied does not secure any validity or
generalization of the conclusions proposed. Our country level
observations, however, come from a country that was ranked
in the Top 10 category in most international evaluations of the
readiness of the national IT infrastructure between 2000 and
2010. Therefore, we hope that our results will increase under-
standing of the complexity of the economic and other impacts
of IT on individuals, organizations, and national economies in
the continuing progress of globalization.

3 Radical Transformations in 1980-2010

In the IT management literature one can easily find numerous
stage models describing the typical role of IT in major orga-
nizations. Well known and debated examples are the stage
models of Nolan (Nolan 1979), Somogyi and Galliers (1987),
Galliers et al. (2005), and the layered model of Tapscott
(1996). Mostly, these are interesting scenarios of the evolu-
tion of the role of IT in major organizations. As such they are
not sufficient for our analyses. Our focus will be on the inter-
play between IT architecture and organizational structure in
modifying the whole concept of organizational effectiveness,
caused by the fast change of the business organization itself
due to radically improved communication and information
processing.

By a “radical transformation” we mean a significant struc-
tural change of the business organization caused by a new
dominant mainstream IT technology implemented at a certain
time period. To be “radical” in our ex-post analysis, new tech-
nical and/or organizational skills must have been required by
the leading business organizations.

Based on the conditions described, in our ex-post analysis
we could identify as many as six major transformations during
the time period from 1980 to 2010. In these transformations,
the underlying technology, the organizational structure, and
the paradigm of organizational effectiveness seemed to chan-
ge radically.
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1) Personal computing (PC) revolution led into growth of
knowledge work and knowledge organizations (1980-90).
Centralized routine data systems started to be supported
and utilized by growing number of distributed personal
computers and knowledge work.

2) E-mail and corporate networks destroyed the old hierarc-
hies and led into fast growth of multinational corporations
(1985-90). International telecommunication changed the
major way of information creation and usage in business
organizations.

3) Structural change of the IT industry, from vertical to hori-
zontal, enabled the birth of global software market and
Venture Capitalism (1990-1995). That fueled the birth of
the global capital economy.

4) Corporate IT infrastructure transformed application
investments from radical to incremental, reduced the
cost of global coordination and enabled diffusion of vir-
tual work and organizations, outsourcing and off-shoring
(1995-2000). Growth and shareholder value dominated
strategies and productivity.

5) The web-based Internet virtualized the frictionless digital
global economy, changing the closed innovation strategy
to the open (source) innovation, based on networked
ecosystems on underlying technology platforms. The out-
come was the business model induced super-capitalism,
based on production of novelty, efficiency, complementa-
rities, and lock-in of customers (1995-2005).

The on-going direction seems to be towards mobile
Cloud Computing, that will intensify the digital economy
and increase the power of platform-based global ecosystems.
The CC-technologies integrate global services that are usable
by mobile phones, laptops, and digital screens. Value genera-
tion, hybrid business models, and ecosystem growth will very
probably dominate and concentrate industries. Small national
economies continue suffering.

The above transformations had their specific impact on
effectiveness norms and evaluation models. In the following,
we characterize the drivers of effectiveness and the types of
models proposed at each major stage.

4 Concept of organizational
effectiveness

4.1 Starting point: Competing values model

In the time of large monopolistic corporations many diverging
approaches were proposed for the organizational effectiveness.
By Quinn and Rohrbaugh (1983) an overview of these were
systematically arranged into the competing values model,
that represented an empirically founded logical synthesis of
the work done by a large number of organizational scientists.
The model consisted of four sub-models defined by the orga-
nizational focus (internal-external) and structure (flexibility-
control). The four models were the human relations, the open
system, the internal process, and the rational goal model.

At the time of the PC revolution in 1980s, the major effec-
tiveness measures were typically multidimensional standard
methods, e.g. the user information satisfaction (UIS), based
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mainly on the human relations model. Interestingly, in his
famous books Strassman (1985) argued that profitability of
any single PC user could not be evaluated at the individual
user’s level but only at the team level. He concluded in his later
book (1990) that there was no relation between spending for
computers and profits, or between spending and productivity
at the corporate level.

4.2 Infrastructure based layered effectiveness

In the 1990s large companies started building electronic
means of communication with their suppliers, partners and
customers. Evolution of the Internet enabled development of
the corporate IT infrastructure from a collection of various
IT technologies operating independently in large companies
into a centrally managed firm level platform that consists of
standard corporate applications. These were very different
from strategic applications, based on the IT infrastructure, and
aiming at a better competitive position of the business unit in
question.

Weill and Broadbent (1998) presented the hierarchy model
of impacts of IT investments, a four layer model that could be
seen as three stage conversion. The common IT infrastructu-
re business value was transformed into the business value of
the unit’s IT applications, then into operational business value
and, finally, into financial business value. In this three stage
conversion, each stage could suffer from dilutions destroying
the potential benefits. Based on the differences between the
types of potential benefits and life cycles of investments made,
Weill and Broadbent proposed a portfolio model for managing
corporate IT investments.

As a core of common IT-services, and as an engine or
platform for an easy incremental development of new business
applications, corporate IT infrastructure led to improved coor-
dination of corporate operations through new technologies and
also enabled global reach. This was increasingly supported by
outsourcing and off-shoring of application development, busi-
ness processes and manufacturing. However, because of the
typically long delays in accumulation of infrastructure bene-
fits, more sophisticated effectiveness models were required.
The synergetic relationship between an effective IT infrastruc-
ture and separate business systems of a large corporation had
to be taken into account. A significant theoretic model offered
for this purpose was the strategic alignment model of Hen-
derson and Venkatraman (1993), an important abstraction for
understanding the interplay of business and IT at both strategic
and operative (implemented) levels.

4.3 Strategic alignment as moderator
of organizational effectiveness

Henderson and Venkatraman (1993) proposed a strategic
alignment framework in order to model the problematic inter-
play of on-business and IT domains in large companies. Their
key argument was the inability of companies to earn any value
for their IT investments due to lack of alignment between
business and IT. The alignment model required that business
and IT domains were integrated (i.e. they had the capability

to cope with each other) and that both these domains had the
capability to implement their strategies correctly (fit). Only
under these conditions, fit and integration, could business and
IT domains be aligned with each other.

In several empirical studies this author (Saaksjirvi 2000-
2006) developed instruments for studying the role of strategic
alignment on IT effectiveness in large corporations based on
both senior managers’ and CIO’s perceptions of the alignment
and effectiveness measures. It turned out that the alignment,
especially the skill based functional integration (capability of
IT and business executives to understand each other’s fields)
was an excellent predictor of organizational effectiveness,
competing with the IT governance structure (distribution of
decision power) and strategic flexibility of business systems.
IT infrastructure turned out to be a significant moderator of
effectiveness, indicating that structural (architectural) gains
were really important for the evolving IT effectiveness in large
corporations.

4.4 Virtual Organizations: layered bottom-up
effectiveness

According to Mowshowitz (1999) a virtual organization is a
goal-oriented enterprise performing virtually organized tasks.
These are goal-oriented activities that are implemented by
an appropriate assignment or reassignment. The switching
principle lies at the heart of the conception of virtual organi-
zation. Tapscott (1996) described the virtual organization of
the inter-networked business as a layered knowledge struc-
ture, where new corporations were growing bottom-up, from
effective individuals (learning efficiency) to high-performance
teams (job redesign), and these into integrated enterprises
(organizational transformation and effectiveness). The final
outcome was the inter-networked business (wealth creation).
The Quinn and Rohrbaugh’s (1983) empirically founded com-
peting values model of organizational effectiveness can be
useful also for analyzing effectiveness of virtual organizations.
According to Sddksjarvi (1997) the levels of analysis could be
the IT infrastructure, the individual work, the virtual team, and
the virtual company. Each of these seemed to present a specific
set of stability and control, cohesion and morale, productivity
and efficiency, and growth and flexibility.

A flexible corporate IT infrastructure allowed radically
new ways for corporations or small enterprises to coopera-
te with their suppliers, customers and partners. Instead of
the typical top down strategy of old hierarchies, new virtual
organizations started to grow from the bottom, getting in a
reasonable time even a global reach. Outsourcing and off-sho-
ring of activities, even core business processes, started to be a
standard recipe for economic success.

This author (Sédksjdrvi 2006) observed empirically that
successful IT outsourcing in large companies was an important
single predictor of the organizational effectiveness, mainly
only at the operational level. Skill based capabilities of the
senior executives and integration of line and IT management
seemed to be the dominant predictors of the strategic effecti-
veness.
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4.5 Platform based super-effectiveness for
product and service innovations

Perhaps no other single factor had such a dramatic impact on
industrial effectiveness as the idea of technology and software
platforms, combined with the new open innovation strategy.
Technology and software platforms changed the radical pro-
duct innovation into incremental and micro-innovations, based
on global platforms. A flexible product platform offers a com-
mon framework on which families of products and services
can be easily created over time. A platform may be indicated
in the design of a core product or service process. The archi-
tecture (structure) of a platform is the most important element.
In fact, if it is well structured, the opportunities are multiplied,
as a good software platform permits reconfiguration and easy
substitution of, or increase in, important product complements.
(Myers and Rosenblom 1996, Siiksjdrvi 2002).

In fact, application of the product platform concept to
generate digital (non-material) products and services opened
the way for the super-effectiveness of the digital economy as
a whole. Software platforms are important “generative infra-
structures” of the virtual ecosystems where players who have
synergetic specialist skills jointly create and distribute ser-
vices, applying hybrid business models and open innovation
strategy where also customers may have the role of significant
innovators. As non-material products involve only negligible
marginal costs, the platform strategy may generate superstiti-
ous effects strengthening the Positive Feedback effect, a phe-
nomenon whereby the first competitor achieving the largest
customer base will be the only winner. In the digital market,
strong players will get from strength to strength (Shapiro and
Varian 1999).

4.6 Ecosystem effectiveness in networked
e-business

Amit and Zott’s value creation model (2001) was based on the
virtual markets “in which business transactions were conduc-
ted via open networks based on the fixed and wireless Internet
infrastructure”. Their findings suggested that no entrepre-
neurship or strategic management theory could fully explain
the value creation potential of e-business, and therefore, inte-
gration of several theoretical perspectives on value creation
was needed.

The underlying theoretical models were the value chain
framework, Schumpeterian innovation, the resource-based
view of the firm, strategic network theory and the transac-
tion cost economics. The model enabled an evaluation of the
value creation potential of different business models through
four value drivers: efficiency, complementarities, lock-in and
novelty. These were empirically founded critical value drivers
of the existing market places.

Amit and Zott emphasized the distinction between a
business model and a revenue model: The business model pri-
marily referred to value creation whereas the revenue model
was centered on value appropriation. By the term “value” they
referred to the total value created for all parties involved in
the network that a certain firm’s business model encompasses.
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Value creation opportunities in virtual markets may result from
new combinations of information, innovative configurations of
transactions, the reconfigurations and integration of resources,
capabilities, roles and relationships among suppliers, partners
and customers.

5 Conclusions

The row of radical organizational transformations presented
indicates that the outperforming progress of the capacity of
the IT technology as such was not the primary factor explai-
ning better organizational effectiveness and value generation
of large corporations. Rather, it was the interplay between the
organization and the new technology that impacted the way
in which the organizations improved their global progress.
The transformations seemed to lead to radically new skill
requirements, new organizational structures, new innovation
strategies, and new paradigm of effectiveness and economic
performance. There seemed to be no maturity, rather periodi-
cal and non-predictable birth of new forms of organizational
arrangements for information sharing and economic exchange.

On the basis of our observations, the impacts caused by
the new technology in organizations escalated fast from the
individual (PC users) level to the (virtual) team level, then to
the organizational, and finally to the global networked ecosy-
stem level. This phenomenon can be explained by the conti-
nuous change of the organization itself, apparently resulting
from the interplay between technology and organization. It
may be, that due to the escalation effect observed, and partly
because of the strong moderating effect of the infrastructure as
well as the platform investments on the economic success of
corporations, the IT productivity paradox of the 1980s could
not be refuted until 2003. By our ex-post observations on the
evolution of the concept of organizational effectiveness itself,
we characterized the radical transformations of the major
measures of organizational performance, from the individual
productivity to the complex value generation models in the
platform induced digital ecosystems.

The improved IT enabled coordination of large corpora-
tions seemed to be the major driver of the fast, even too fast,
expansion of national companies into global businesses, off-
shoring and virtualization. In this process, the over-emphasis
on the capital value instead of corporate success seemed to
lead into super-capitalism and started to ruin the earlier idea
of the national information society and economy. Neverthe-
less, according to the recent evaluations, the Scandinavian and
other European countries seem to have excellent readiness for
the global networked digital economy. This is important, at the
time of the booming Cloud Computing, very probably the next
ecosystem paradigm for new mobile services. To be a winner
is no easy mission. Coping in the open creative ecosystems
requires new socio-economic skills for value generation - once
again.
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Informacijska tehnologija in organizacijska uc¢inkovitost: ocena radikalnih sprememb 1980-2010

Cilj ¢lanka je, da predstavi in povzame zapleteno interakcijo med informacijsko tehnologijo in organizacijo, s poudarkom na
stopnjah, ki so mo¢no vplivale tako na organizacijsko strukturo kot na razvoj u€inkovitosti in ekonomi€nosti. Avtor opredeli 5
pomembnih stopenj, ko so se spremenili tehnologija, tipicna organizacijska struktura in kriteriji za u€inkovitost organizacije.
Kaze, da je se je uCinkovitost zaradi vpliva informacijske tehnologije stopnjevala od individualne do teamske ravni, od organi-
zacijske do ravni virtualnega ekosistema in od korporativne ravni do nacionalne in globalne. Tako znani paradoks produktiv-

nosti ni mogel biti ovrzen do leta 2003.

Kljuéne besede: organizacijska ucinkovitost, informacijska tehnologija, transformacija, paradoks produktivnosti
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Problems cannot be solved by the mentality that has caused them, such as neglecting the non-technological innovation.
Often, innovative renewal of companies’ operations is urgently needed. Overcoming the consequences of the global econo-
mic and financial crisis cannot be successful without innovation of the values, culture, business ethics and norms of all their
important stakeholders. We suggest a new synergy of methods aimed at renewal of business processes in an innovative way
by using the dialectical systems theory approach. We combine BSC, ISO 9000, the method ‘learning company’ and USOMID.
Literature so far has not made it clear that those approaches can complement each other and jointly contribute to renewal of
business operations according to the requirement of the requisite holism.

Key words: business process, innovative management, renewal, modern dialectics, innovation of VCEN

1 The chosen problems and
the discussion view point

In this article a new combination of BSC, ISO 9000, the met-
hod ‘learning company’ and USOMID is suggested. Literature
so far has not made it clear that those approaches can com-
plement each other and jointly contribute to renewal of busi-
ness operations according to the requirement of the requisite
holism. Handling e.g. the crisis of 2008, according to some
researchers, cannot be successful without innovation of values,
culture, (business) ethics and norms (VCEN) of all stakehol-
ders within and outside the companies. We focus primarily
on the operational management methods in companies that
will be forced by the crisis to change their routine approach
toward problem solving or reaching set targets with innovation
reaching beyond technology. Since about 99% of enterprises
are small and medium size, their technological innovation nor-
mally takes the form of buying new equipment. The open issue
is hence about innovative renewal of business processes, in
this case by using the Dialectic Systems Theory. The new syn-
ergy includes some already known methods and is upgraded
with the dialectical system of the necessary managerial skills.

2 The socio-economic framework of
the necessary renewal of business
and its measurement

The recent two centuries have brought both unseen socio-
economic development and destruction of mankind’s future
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(Bozicnik et al, 2008; Brown, 2008; Dyck, Mulej et al., 1998,

Ecimovic et al., 2002; Ecimovic et al., 2007; Hrast et al.,

ed., 2010; Kajfez-Bogataj, 2009; Korten, 2009; Mulej, 2010;

Mulej et al., 2009, with references; Stiglitz, 2009; Stern, 2006;

Targowski, 2009; Taylor, 2008; Wilby, ed., 2009; etc.).

m  The rate of economic growth before industrialization was
3 (three) % per millennium, after 1820 5500% (fifty-five
times) in less than two centuries. Since then the popula-
tion has grown by 6 times, every person uses on average 5
times more energy, is 17 times wealthier and 1,000 times
more mobile. We can no longer afford to emit four million
tons of COy every hour by burning fossil fuels, cut 1,500
hectares of wood and add 1.7 million tons of nitrogen by
dunging the soil with minerals as we do today.

s We are all on the same — sinking — boat, but on different
decks. The poor cannot change the current trend, while
the rich are not willing to change it. Climatologists warn:
we must reduce emissions in the air, water and soil by
80%. This can be achieved with existing technologies, but
only with a critical innovation of the current consumption
patterns and large structural changes in the production and
usage of energy. A renewal of natural preconditions for
our civilization to survive would in the best case scenario
and after decades of competition — based on destruction
of the natural preconditions for humankind survival —
cost more than both world wars combined, if the action
is undertaken immediately. Postponing the action may
increase costs to 20% of the world-wide GDP.

m The current affluence makes GDP an obsolete measure
of success: no well-being and happiness etc. is included.
Work on new measures has therefore started.
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This data pose some questions, e.g.:

m s the 2008 crisis really a financial and banking crisis, as
they used to say in its first phase and much less so later
on?

s Are the three main problems of the current humankind
(1) overpopulation, (2) natural resources, and (3) environ-
mental problems?

m Is there nothing more profound behind these superficial
statements?

Yes, there is: all these problems are induced by human
behaviour that is not holistic enough to perceive and acknow-
ledge the real problem — the cause of the above problems and
data reflecting them. Once we come to enterprises as business
systems, the missing link between human behaviour — thin-
king, first of all — and the visible consequences can be found
in superficial analytical methods. The consequences reflect the
need for renewal, but this need might differ between more and
less innovative — more routine-loving — management.

3 Differences between innovative and
routine management as the criterion
of business process renewal

The main attention in the business renewal process is devoted
to the business processes that can be divided into interde-
pendent three: the basic — key, supportive — administrative/
informative, and managerial. The key processes create value
from the viewpoint of external customers. Supportive proces-
ses usually do not directly contribute to the improved value
of results; however, they are necessary for pursuance of key
processes. The purpose of managerial processes is planning,

developing, running, and monitoring of processes. They also
play an important role in developing and enforcing the system
of measures for evaluation of success and efficiency of busi-
ness processes. At the same time they indirectly contribute to
the establishment and maintenance of suitable organisational
culture (Hunt, 1996) in order to achieve important improve-
ment or even a breakthrough through operational success and
efficiency; one must pay attention to all processes in the busi-
ness system. Insufficient key and support processes drive the
business system into danger of losing important customers of
its products and services, consequently endangering its exi-
stence. On the other hand it is difficult to establish which pro-
cesses are critical and thus opt for renewal without successful
managerial processes.

As opposed to routine-loving management, innovative
management recognises the necessity of success of manage-
rial processes, supported by the implementation of practice
of a learning company. A special group is formed by the pro-
cesses that obtain different knowledge, which would enable
the company to prepare a suitable environment and the basic
conditions for fulfilling diverse operational changes (Coulson-
Thomas, 1997: 280). The point of a learning company reads:
thinking about success and efficiency of business process
implementation is not only the task of the highest managerial
teams, but must be present at all organisational levels of the
company (Mozina, 2002). Learning and adjusting to chan-
ges in a stable environment can be done slowly; learning and
obtaining experience from mistakes is very often a suitable,
yet risky approach. Learning from mistakes of the others might
be a good way. However, it is dangerous to give way to lessons
from mistakes instead of adjusting them innovatively to one’s
peculiarities. One can also learn just as much from bad exam-
ples, but not passively (Tropenauer, 2010).

Table 1: 28 basic types of inventions, suggestions, potential innovations and innovations

Three networked criteria of inventions, sugge- (2) Consequences (3) On-job-duty to create inventions, suggestions,

stions, potential innovations, and innovations: of innovations potential innovations, and innovations

(1), 2), 3)

(1) Content of inventions, suggestions, potential | 1. Radical |2. Incre- 1. On-job duty to 2. No on-job duty to
innovations, and innovations mental innovate exists innovate

1. Business program items 1.1. 1.2. 1.3. 1.4.

2. Technology (products, procedures ...) 2.1. 2.2. 2.3. 2.4.

3. Organization of work processes 3.1. 3.2. 3.3. 34.

4. Managerial style 4.1. 4.2. 4.3. 4.4.

5. Methods of leading, working and co-working | 5.1. 5.2. 5.3. 5.4.

6. Business style 6.1 6.2 6.3 6.4

7. Management process 7.1 7.2 73 74

8. VCEN 8.1 8.2 8.3 8.4

Source: Mulej et al., in press
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We will at this point not discuss advantages and disad-
vantages of traditional organisational structures (functional,
divisional, project, matrix) in light of potential possibilities of
the influence of innovative management on eliminating weak-
nesses. We would merely like to emphasise that the organisa-
tional structure of most companies, set by the management,
is not set up in a way that would support and encourage the
non-technological innovation of business processes. Among
the types of innovations in Table 1 only the content of type 2 is
not non-technological; innovation type 8 (VCEN) is the most
influential in the background, while type 4 (management style)
is the most influential on the surface to introduce the innovated
VCEN into practice by using types 3 (organization), 4 (style),
5 (methods) and 6 (management process) inside the business
system, and type 6 (business style) in the market.

What this article is focusing on, belongs to type 5 (met-
hods), specifically methods of analysis supportive of innovati-
ve renewal of the business system.

The inherited operational method, which is the feature of
majority of companies, managed by routine-loving manage-
ment and based on emphasised division of work, is becoming
very rigid and non-efficient in the company’s environment
full of constant and unforeseeable changes. Individual func-
tions connect indirectly, through peremptory hierarchy. If the
hierarchical organisation structure is suitable in a relatively
stable environment, its rigid bureaucratic rules become a huge
obstacle in the environment of constant changes (Scheer,
1994: 24). Innovative management is very much aware of this;
the process-based organisation is therefore becoming impera-
tive in today’s time.

Business renewal also looks for a way of gradually chan-
ging the vertical functional pillars of the business system into a
more adjustable and efficient horizontal process organisation.
The responsibility for implementation of logically connected
parts or the whole process is thus transferred to the process
teams and is no longer in the hands of individuals. The subject
of analysis and organisation is no longer an individual functio-
nal area, but the whole process (Vila, 1999: 362). Because of
that one must approach the process with a dialectic system of
viewpoints, namely with the requisite holism from the Dialec-
tical Systems Theory (DST), as required by its law of requisite
holism (Mulej and Kajzer, 1998). See (Mulej, 1974; 2000;
2008; in press) for details.

The transition from a rigid organisational structure into
process organisation is not possible without problems and in
a short period of time. One can therefore realistically expect a
gradual transition with co-existence of both models. The result
is a rather flat organisational structure that would bring team
work forward, improve communication and decrease admi-
nistrative obstacles between individual areas of the business
process.

Business processes that form the operations are very
often fragmented and hidden behind organisational structures.
Companies therefore very often do not have a comprehensive
system of business process managers. Two approaches are
therefore used as help when defining business processes and
renewal candidates (Rao et al., 1996: 538):

m The first approach requires little time; participants in
business processes know very well which processes are
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not suitable. This is an efficient and quick approach that

is only suitable when one can clearly see the functionality

of business processes. It is also dangerous to innovate an
individual process as if it were independent, instead of
considering its inter-dependence with others.

s The second approach is a long-term one which recom-
mends identification of all major processes in the com-
pany. The recommended number of identified key proces-
ses in the company is ten to twenty.

Approaches and techniques for improvement, systemic
renewal of existing and planning of new business proces-
ses place different level of attention on different elements.
Constant implementation of small improvements of business
processes ensures that the business does not become rigid
and non-adjustable. Small improvements can also lead to a
considerable improvement of operations. Renewing existing
and planning new business processes means that the old pro-
cedures are omitted and a new working method is introduced
which can fulfil the customers’ expectations much better
(Husti¢, 2009).

It is therefore important to think about the business pro-
cesses and to renew them radically in order to achieve impor-
tant improvement of the basic efficiency indexes, such as
costs, product and service quality and the speed of satisfying
customers’ needs. If the business strategy expresses the need
for crucial changes of operations, then the systematic and
requisitely holistic renewal of existing and planning of new
business processes is more suitable than the gradual improve-
ment of existing business processes. That is very important for
achieving goals (Zenko, 1999).

Introducing innovative changes and constant improve-
ment of existing operations are not mutually exclusive. We
are talking about two complementary approaches i.e. they
mutually complement each other. One can achieve optimal
results with them. Recognising and understanding possibilities
for process improvement as well as challenges for introducing
radical innovative changes is therefore crucial for existence
and strengthening of the business system position in the mass
of competitors; and this exactly is the advantage of innovative
management over the routine-loving management. Defining
what needs to be renewed and then implementing the renewal
suits the requisite holism much better. The basis for successful
operations of innovative management is provided by suitable
climate and company culture that must be innovatively rene-
wed as well (Poto¢an and Mulej, 2007).

The renewal process depends on people; innovation of
the management style must therefore be performed first on the
basis of innovation of VCEN. VCEN defines for what purpose
people use their abilities — values, knowledge and resources.

4 Innovation of values, culture, ethics
and norms (VCEN)

For many managers, governors, government members and
officials as well as other professionals DST requires inno-
vation of their VCEN, replacing the ones of one-sidedness
(Potocan and Mulej, 2007) and their unrealistic hope that an
‘invisible hand’ might solve problems instead of them. But the
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invisible hand does not exist outside them. They must therefo-
re innovate their VCEN to be able to solve their crises.

This is crucial because the innovation of VCEN is a long-
term process and a far-away-into-the-future reaching objecti-
ve, which must in any case be clearly defined and expressed in
the interests of the enterprise’s key stakeholders (Belak, 2008;
Belak, Mulej, 2008). It can be quick under special pressure,
such as war, awareness of crucial and deep crisis to which an
alternative must be found quickly.

VCEN innovation tends toward social responsibility,
ethics of interdependence, sustainable future and requisite
holism/wholeness (Poto¢an and Mulej, 2007; Hrast et al.,
editors, 2006; 2007; 2008; 2009; 2010; etc.). Management
style and VCEN innovation are the most crucial: the switch
from bosses” VCEN ‘I think and decide and you just work’
to ‘We all think, we all work, we all listen to each other to
attain requisite holism’ enables the appearance of other types.
Management, governance and governing must become cru-
cially more holistic than the concept of the Chicago School of
neo-liberal economy opposing/disabling Adam Smith’s libe-
ralism and its invisible hand, i.e. market with no monopolies
and separation of rights from obligations, but full transparency
and personal responsibility of enterprise owners (Toth, 2008;
Goerner et al., 2008).

This situation requires a serious innovation of the global
economic practice, which reaches far beyond the technological
innovation into the innovation of business style and process,
including the society-wide global prevention of monopolies
and abuse through them. Interdependence of all market mem-
bers and other individuals and the resulting ethics of interde-
pendence is the factual basis. In ancient Greek interdependen-
ce is called dialectics (Mulej, 1979).

5 Difficulties of modern
entrepreneurial practice to be solved
by the principles of modern
dialectics

When commenting the principles of modern dialectics in con-
nection with practice, we cannot find the standstill situation
or independence behind it, but rather interdependence and
processes. Interdependence shows up as unity and the fight of
opposites on the surface. It is the relationship between partly
different parts of the same whole. It is about the mutual inf-
luence of these parts that need one another because of mutual
differences with which they complement each other. Such
mutual influences cause constant change processes, also inno-
vative, but the latter is not automatic. This fact is often over-
seen by specialists with poor capability of interdisciplinary
cooperation among interdependent specialists.

The language of dialectics calls the process based on
interdependence and related mutual influence of ‘opposites’
a transition of the old quality, which is the central attribute
of the discussed phenomenon, via the quantitative (i.e. small)
changes into a new quality. They occur gradually, but appear
only when we watch the process statically, in the form of com-
parison of the old and the new situation as a crucial change.

Cooperation of different specialists is such a case, including
the ones discussed here, including innovation of VCEN etc.

The goal of managing inventions, innovation and innova-
tion management is to set-up a kind of organisation that will be
able to manage the phenomenon of inventions, innovating and
innovation (as its outcome). This means conquering the mana-
gerial tools, such as organisational VCEN, communication
systems, decision making systems and reward policy, because
they have a large influence on invention-innovation-diffusion
processes (IIDP).

The analysis of measures discloses the IIDP potentials
and requirements as to how to plan a modern organisation. See
Rebernik et al., 2009; 2010 for several references.

In order to create a good organisational climate that would
encourage IIDP, the top management must break away from
the old relationship habits. They must realize a clear need for
VCEN and innovation from the commanding to the co-opera-
tional management style for organisations to become compe-
titive regarding costs, quality, flexibility, innovativeness, rela-
tionship towards the natural environment, social responsibility,
etc. This task can be combined with co-operational manage-
ment of executive managers because those enable managerial
and organisational innovations and spread them through trai-
ning, placement, promotion, etc. The renewal process should
therefore be treated as a dialectical process; one must consider
starting with interdependence between partial processes and
organisational units of the company and its partners (Hustic,
2009: 131).

6 Innovation of business score card
method with several complementary
methods in interdependence

One-sided usages of renewal tools for measuring efficiency of
operations — Business Score Card (BSC) and ISO 9000 — are
quite common in business practice. However, they are proven
to cause limitations rather than requisite holism. The purpose
of this article is not to describe individual tools in more detail,
but to encourage the way of thinking about their complemen-
tarity based on interdependence and the needed managerial
characteristics used for renewal of operations. Companies that
tried to renew operations innovatively with the help of the two
mentioned tools very often did not achieve the set goals. Rea-
sons can be found in the exaggerated simplification and lack
of creative thinking and cooperation. In order to surpass the
routine operations and the level of exaggerated solidarity, as is
so often seen in less innovative countries, one must implement
e.g. the USOMID method as the applied method of the Dialec-
tical Systems Thinking.

We would therefore like to recommend a new combina-
tion of BSC, ISO 9000, the method ‘learning company’ and
USOMID, possibly completed up with De Bono’s 6 thinking
hats method (Mule;j et al., 1982 and later; Mulej et at., in press;
Mulej, M. and N., 2006). Literature so far has not made it clear
that those approaches can complement each other and jointly
contribute to renewal of business operations according to the
requirement of the requisite holism. Our findings are suppor-
ted by different foreign authors that analytically approached
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the evaluation of success of BSC as a tool and methodology.

BSC started to develop as methodology in the 90s of the 20th

century; it has been used actively since 1995. After more

than a decade we can say that today’s BSC has 10 problems

(Brown, 2007: 9), namely:

Many rules are old-fashioned.

1. No rule measures ethics.

There are still problems at adjusting goals, strategies and

measures.

3. Measures, goals and strategies are not known to all (only
to the top management).

4. Rewards are not connected to achieving non-financial
measures.

5. Many goals are set on the basis of consensus.

6. Measures that measure the satisfaction of customers are
still not improved completely.

7. Measures that define the human potential are appraised
with low grades.

8. Power point and too complex slides are still used as a
survey tool.

9. Scorecard measures still do not include external factors
that can have a large influence on the success of opera-
tions.

The above confirms the connection with our way of thin-
king (Husti¢, 2009) and shows the necessary qualities and
characteristics of the management that should implement an
innovative renewal of operations of those companies that are
facing the consequences of the global financial and economic
crisis. We can also summarise our proposal as follows:

Somewhat simplified basic message of the Picture 1 says
that using the USOMID method in combination with other
stated methods of renewal and evaluation of business process
success is mandatory for a successful comprehensive busi-
ness renewal. In this way, we could innovatively respond to
disproportion between the increasing complexity of actual
reality and simplification which is implied by e.g. the use of
BSC method. Business process renewal in an innovative way
influences the possibility of forming innovative society and by
that business and social successfulness.

However, the application of the model in Figure 1 is not
a simple task. It requires very specific managers’ attributes.

7 Managers’ attributes to be learnt for
successful renewal of business
processes

People in influential positions — government, governance,
management, opinion leaders, teaching, informing through
public and inter-personal media, etc. — should innovate their
managerial/influence style (Mulej, 2007a, b) to save the man-
kind by leading people out of the 2008 crisis. In our expe-
rience, seven interdependent sets of attributes — listed below
— have proven more efficient in practice than bosses issuing
orders without listening and making synergetic syntheses:
Seven S cover consideration of the governance’s and
management’s duty to master the organizational strategy (rea-
lizing enterprise policy: mission, purpose, and basic goals, and

The use of the dialectically-systemic instead of the narrow
and one-sided specialist behaviour of managers and their
influential co-workers as a practical basis for the business
process renewal for which the company uses synergy, stated
as a dialectical system BSC and USOMID, in order to, in this
way that is in accordance with the law of requisite holism,
innovate its operations, including the management, operative
and engineering basis, so that it would fulfil the requirements
of the European award for business excellence model, or at
least of the ISO 9000 model.

The use of modern process-Baised organization, structure and
arrangement in order to use the USOMID, the BSC and the 1ISO 9000
(or the European award for excellence) easier and with proper holisi

with the purpose to achieve that innovative operations become a
permanent practice of all important companies and their business

1/ KN
M2
)/

L

partners in transition, for example, in Slovene society as a more and "
more innovative society that reaches globally comparable business
and social sugcessfulness.
e use of the BSC model to
The use of the USOMID as a

method for giving effect to
and the use of the BSC

Business and
social

successfulness

The continuous renewal and

innovative operations of all
important companies as
\ay otherwise they cannot supply

the public sector; therefore,
tl

Innovative ,/—N

X

Fulfiling requirements of the
European award for business
excellence model, or at least
of the ISO 9000 model.

N

fulfil the requirements in all
four areas more entirely.

model.

Figure 1: Model of interdependence and complementary application of several methods for a more holistic BSC. Source: Hustic (2009)
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results from vision, including learning phases, preparation,
search for strategic possibilities, and quantitative/qualitati-
ve and economic etc. evaluation and selection of strategies);
structure (depending on, and adapted to, processes, of course),
and synergies/tool systems — as the three hard variables — with
support from four soft variables including shared values,
skills, staff (i.e. co-workers as multi-dimensional people with
their own wisdom and interests), and managerial style in line
with the situation and co-workers’ attributes.

B.

B.AllL1.:
B.All.2.:

B.AllL3.:

B.All4.:

B.AILS.:

B.AlL6.:

B.AIL7.

B.MG.1.:

B.MG.2.:

B.MG.3.:

B.MGA4.:

B.MG.J5.:

B.MG.6:

B.MG.7:

Decades of experience have shown one-sidedness
of the rationalistic claim that only hard variables
matter. They are certainly easier to measure/eva-
luate. Now there are less and less people working
only as attachments to machines such as assembly
line without their own impact; attention is moving
to the soft variables as success factors — knowledge
and values, culture, ethics and norms (VCEN). We
summarize them as 7 + 7 F of all and of managers/
governors, resp.:

Focused (= on what we know how to accomplish);
Fast (=speed in implementation of sense-making
novelties as innovations to become useful routines);
Flexible (= creative adaptability to new conditions);
Friendly (= good relationships with business part-
ners, including all co-workers and other stakehol-
ders; all have their contracts);

Fit (= physical and psychical capability of standing
the efforts of the current rapid and radical change of
conditions of life and work);

Free (= freedom from pressure of work without
chances to use one’s creativity, like being a tool with
no own head);

Fun (= based on created results and requisitely plea-
sant and challenging way toward them, fun at and
outside work is a precondition for good work).
Founders (= establishment of advantageous circum-
stances; every start-up and other enterprise needs
first-rate leaders/businesspersons, motivating their
co-workers and oriented toward innovation).
Forever innovating (= all stakeholders need to be
tireless innovators).

Flat (= entrepreneurial organizations have as few
as possible managerial levels — this is the best way
to make reconciliation and creative cooperation as
easy as possible).

Frugal (= they decrease their costs with low admini-
stration costs and high productivity).

Faculty of changes (= open mind and capacity to
change your interests and adapt your own VCEN).
Faculty of modernization of awareness of indivi-
duals about the importance of requisite holism and
social (and other) responsibility and well-being.
Fully professional and requisitely holistic relations
with all co-workers and other stakeholders.

The above three sets of attributes of entrepreneurs/
leaders/managers and their policy, strategy, tactics
and operations are easier to realize if these persons
are innovative and have the following seven L attri-

C.1.

C.2.:

C3.:

C4.

CS5.:

C6.:

C.7.

butes (Linden, 1990 in Mulej et al., 2006) which
can be learned:

Strategic vision-oriented long-term developmental
thinking and action rather than short-term and nar-
row-minded ones;

Persistence about goals and making room for
co-workers to find their ways to realize their share
of goals and tasks;

Creating the feeling — of one-self and others — that
we need requisitely holistic innovation instead of
routine-loving and complacent behaviour to survi-
ve;

Starting with concrete steps — instead of ‘paralysis
by analysis’ — one should take action and analyze
it simultaneously, based on a framework plan of
learning, routine and innovative work, including all
types of innovation;

Use of structural change for organizational struc-
tures to provide the requisite room for creative,
innovative and constructive work, lateral and paral-
lel thinking, cooperation and innovation, based on
requisite holism/wholeness to achieve strategies,
policy, and vision of the enterprise;

Consideration and mastering of risk, rather than
avoiding the risk (the latter is very risky in an inno-
vative society requiring efficiency and sufficiency,
covered by social and other responsibility, allo-
wing for no abuse of co-workers, partners, broader
society, and natural preconditions for mankind’s
survival, hence based on requisite holism/whole-
ness);

Use of political skills — for persuasion, acquiring of
partners and co-workers in innovation, perception
and blocking enemies of innovation and requisite
holism/wholeness in time, etc.

Attributes of people’s personal VCEN to be attained
should also include personal and personality deve-
lopment of influential individuals toward personal
requisite holism, innovativeness, social responsi-
bility and well-being, emotional stability, and self-
realization.

The principles of stakeholder interests, enterprise,
developmental, economic and socially (SIEDES)
responsible (enterprise) policy. To achieve business
excellence, responsible enterprise policy should
be regularly innovated. Arising from VCEN inno-
vations, the general definitions of the company’s
policy depend on interests of its important stake-
holders. All of them should once again rethink their
long-term interests (benefits), their consequences
and willingness/ability to innovate them toward
their responsible and non-biased behaviour, concer-
ning all other people (families, co-workers, other
citizens and planet Earth residents — with predo-
mination of long-term interests concerning all of
them). Enterprise’s developmental orientation (e.g.
exploitation of opportunities of its environmental
development), economic orientation (with striving
for politics of economic responsibility toward all
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inhabitants of the world) and social orientation
(toward ecological and socially responsible goals
and consideration of social desire) should also be
innovated all the time (see Bleicher, 2004].

E. Application of the methods of cooperation, e.g.
USOMID in combination with the 6 Thinking Hats
method as a way toward requisite holism and resul-
ting requisite wholeness of outcomes with no seri-
ous trouble in the team work, such as unmanageable
disagreement and fight using arguments for arguing
on a one-sided basis rather than settlement (Mulej
M. and N., in Mulej et al., forthcoming).

These seven sets/systems of attributes are best used with
one more attribute that is easier to have if it is innate rather
than learned, but it can be strengthened, at least, by learning
and experience if we are aware of our weak attributes: con-
fidence in the agreed-upon objective, persistence and will to
realize it with neither giving in nor stubbornness if it is wrong.

For know-how to realize these principles see e.g. (Bulc,
2006; Likar et al., 2006; Mulej et al., forthcoming; Mulej and
Zenko, 2004; Mulej et al., 2000; 2006; 2008; Mulej, 2007b)

Troubles are unavoidable if VCEN are not innovated,
which they can be [Collins and Porras, 1997; Collins, 2001;
Florida, 2005; Potoc¢an, Mulej, 2007b; etc.].

For all these and related suggestions to become reality on
the personal level too, we suggest the principles of VCEN and
strategy to include social responsibility with ethics of interde-
pendence and creation of any content. They should become the
central attributes of human life in the role of VCEN directing
one’s application of knowledge and tools (Esposito, 2009;
Hrast et al., Ed., 2006; 2007; 2008; 2009; 2010).

8 Conclusions

Innovative renewal of company’s operations is necessary when
the company feels that it cannot respond to the circumstances
in the business environment properly, especially in the times
of the global social-economic crisis. The most important role
in innovative renewal of the company’s operations belongs to
the company’s management. There is an awareness that should
reach all stakeholders of the company, including the owners: in
order to achieve a successfully implemented innovative rene-
wal of the company’s operations one must innovate the values,
culture, ethics and managerial norms because the management
is responsible for the renewal of operations. The management
would in this way obtain suitable managerial characteristics
(while considering the findings of DST), which will enable it
to reach the goals, set in the business strategy of the company.
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Nekateri temeljni dejavniki inovativne prenove poslovanja podijetij

Problemi se ne dajo reSevati z miselnostjo, ki jih je povzrocila. Pogosto je nujna inovativna prenova poslovanja podjetij in je
v pretezni meri odvisna od notranjih dejavnikov v podjetju. V tem ¢lanku se ukvarjamo s premagovanjem posledic global-
ne socialno-ekonomske in finanéne krize, ki je po svojih lastnostih unikatna, v okviru posami¢nega podjetja. To ne more biti
uspesno brez inovacije vrednot, kulture, etike in norm vseh bistvenih deleznikov podjetja. Osredotoamo se predvsem na
inovacijo nacina delovanja menedzmenta v podjetjih, saj predlagamo sinergijo uporabe vecih metod merjenja uspesnosti
in prenove poslovnih procesov (BSC, ISO 9000, metodo »u€ece se organizacije« in USOMID) ob upostevanju holisticnega
pristopa dialekti¢ne teorije sistemov. V bistvu gre za prenovo poslovnih procesov na inovativen nacin z uporabo pristopa iz
dialekti¢ne teorije sistemov.

Kljuéne besede: poslovni procesi, inovativni menedzment, prenova, moderna dialektika, inovacija vrednot, kulture, etike,
norm (VCEN)
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Competitive pressures, globalization and economic growth have brought Slovenian enterprises to enhance the role of
entrepreneurial competences. The present paper aims to study conative component of entrepreneurial competences as a
crucial part of human capital in Slovenian enterprises. The focus of this paper is any eventual disparity of non-teachable
attributes of conative component of competences of Slovene enterpreneuer with learned ones rather than the concept of
entrepreneurship itself. Authors seperate entrepreneurial competences into three components: cognitive, affective and cona-
tive. The purpose of this study is to assess the entrepreneurial conative traits and to investigate the correlation between
different conative components of entrepreneurial competences and compare the results to their job-related self-expetations.
The conative component of entrepreneurial competences was measures with the Kolbe A™ Index. The study was conducted
with 43 Slovenian entrepreneuers from three different enterprises. Independet sample t-test and Pearson’s correlation were
used to test research aims. SPSS 16.0 was used to analyse the data. The results show conative components of Slovenian
entrepreneurial competences, difference between them and individual’s job-related self expectations and that the correlation
between conative components exist.

Key words: Entrepreneurship, conative entrepreneurial competences, Kolbe A™ Index, Kolbe B™ Index, Slovenia.

tion and unprecedented changes in cultural and social life
(Barrow, 1998; Drejer and Riis, 1999; Beaver and Jennings,
2000; Kaplan, 2003; Bolton and Thompson, 2003).

The purpose of this paper is to develop a better under-
standing of entrepreneurial traits in Slovenia. It is focused on
the individual factors of entrepreneurs, rather than the concept
of entrepreneurship itself. Non-teachable attributes of entre-
preneurs embedded in the conative component of competences
are investigated and the 3 component model of competences is
introduced (see Figure 1).

The paper is structured as follows: first the conceptual
basis that guides the study is established and then it is tested
empirically on a sample of companies. Finally, the results are
discussed, pointing out the main limitations of the study and
indicating possible future lines of research.

1 Introduction

Entrepreneurship has been associated with human beings since
ancient times. People are innovative, willing to take risks and
grasp opportunities in all areas of human activity (Schumpeter,
1971; Miller, 1983; Bird, 1989; Covin and Slevin, 1991;
Kanungo, 1999; Drucker 1994; Bontis and Fitz-enz, 2002;
Bertoncelj and Kovac¢, 2008). Entrepreneurial traits develop
through the process of socialization, first in the family, later on
in school, and then at work and through other forms of social
encounters. Some people develop entrepreneurial traits in
spite of unfavourable social conditions and others do not. It is
argued that these individuals have some special traits or inner
urge which, in combination with other extrinsic factors, result
in entrepreneurial activity. Besides exogenous factors, i.e. the
social, cultural and economic environment, and endogenous

factors, i.e. relationships within an organization, also indi-
vidual factors, have an influence on the organizational capac-
ity of learning, learning outcomes and corporate performance.
It is argued that this is even more important in post-transition
economies, because they face, after market liberalization,
many previously unknown challenges of increased competi-

1.1 Objectives of this study

The main objective of the study is to assess the entrepreneurial
traits which can be understood as inborn ones and are attrib-
uted to entrepreneurs. Therefore, the traits of entrepreneuers
in Slovenian small and medium sized enterprises are studied.

* In memoriam: We would like to dedicate this paper to Darko Kova¢ (1957-2009), who tragically passed away shortly after the completion of

this work.
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Moreover, a model of entrepreneurial competences based
on the tripartite dichotomy of the mind is built: the cogni-
tive component of entrepreneurial competences, the affective
component of entrepreneurial competences, and the conative
component of entrepreneurial competences.

The present study investigates the conative component of
competences of entrepreneuers in the sample, which is meas-
ured with the Kolbe A™ Index. The results are compared to
their job-related self-expectations as measured by the Kolbe
B™ Index.

To achieve the main objective, the study attempts to seek
answers to the following hypotheses:

HI: There is a difference between the conative component
of entrepreneurial competences and an individual’s job-
related self-expectations.

H2: There is the negative correlation between the conative
components of entrepreneurial competences.

2 Entrepreneurial competences

Moving from capital and natural resources to human capital is
an advantage in the globalization era. Thus, making effective
use of human capital in the form of entrepreneurial competenc-
es become crucial in a competitive environment (Deborah and
Ofori, 2005). Defining the very essence of entrepreneurship
is not clear-cut; relevant literature perceives entrepreneurship,
entrepreneurs, and business owners as aspects which can not
be polarized, and should be more broadly conceived (Carland
et al., 1984; Siropolis, 1990; Biloslavo and Trnavcevic, 2009).
According to Zhao (2001), entrepreneurs use innovation to
expand business scope and boost growth. Due to these reasons,
entrepreneurship and innovation are dynamic and holistic
processes that are not confined to the initial stage of a new
venture (Herbig et al., 1994). Innovative spirit is the quintes-
sence of entrepreneurship and the most basic quality require-
ment of modern enterprise (Drucker, 1985). Though risk toler-
ance is an expected trait of entrepreneurs, some scholars (Low
and MacMillan, 1988; Shaver and Scott, 1991) do not see it as
a characteristic of entrepreneurs.

Entrepreneuers, according to Sunbul and Yilmaz (2009)
tend to identify market opportunity and exploit it by organ-
izing their resources effectively to accomplish an outcome
that changes existing interactions within a given sector.
Enterpreneuer is the person who sizes the opportunities and
takes risks by bringing the production factors such as labor
technology, capital, and natural resources together to produce
goods and services.

The research of entrepreneurial traits has a long tradition;
however, the issue of whether entrepreneurship can be taught
or if an entrepreneur is simply born remains open. Many
scholars argue that at least some elements associated with the
subject can be developed and enhanced through education and
training (Kantor, 1988; Henry et al., 2005a; Kuratko, 2005;
Henionen and Akola, 2007) and some elements are inborn
(Henry et al. 2005b; Kuratko 2005; Jack and Anderson 1999;
Kova¢ and Bertoncelj, 2008). According to other scholars
(Shepherd and Douglas, 1996; Jack and Anderson, 1998;
Ruzzier et al., 2007) entrepreneurship education incorporates
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teachable elements (the science of entrepreneurship) and non-
teachable elements (the art of entrepreneurship). The art of
entrepreneurship is usually not taught in schools; it is rather
learned in the business environment through experience.

In entrepreneurial learning, the personal differences in
ability which produce different learning outcomes as well as
social and organisational differences (Corbett, 2005) have to
be considered. It is argued that there are also close connections
between the processes of entrepreneurial learning with those
of opportunity recognition (Dutta and Crossan, 2005), exploi-
tation, creativity, and innovation (Lumpkin and Lichtenstein,
2005).

2.1 Conative component of entrepreneurial
competences

On the individual level, the science and art of entrepreneurship
can be reflected in the concept of competences as an underly-
ing characteristic of an individual. The attitudes and values
necessary for ensuring an individual’s commitment and iden-
tification with work are becoming more important. Without
such a commitment, much of the learning, especially at the
group level, can not take place (Ashton, 1998).

The competence concept has been investigated by many
authors (Ellstrom, 1997; Ulrich, 1998; Mansfield, 1999; Miller
et al., 2001; Jacobs and Pons, 1993; Deakins and Freel, 1998).
Miller et al. (2001) divide competences into behavioural (soft)
competences - how people should behave to complete work
successfully - and technical or functional (hard) competences -
what people should know and are able to do to complete work
successfully. In other words, soft competences explore the
behavioural side of the mind and hard competences explore
the cognitive side of the mind. In hard competences, skills
and knowledge are combined. In soft competences, the behav-
ioural aspect is added. However, the level of consensus among
scholars (Jacobs and Pons, 1993; Deakins and Freel, 1998)
who define the competences of entrepreneurs and small busi-
ness owners, and specify the functional competences required
for success, remains low.

We argue that entrepreneurial competence has different
components; besides the soft component of competences (the
affection side of the mind) and the hard component of com-
petences (the cognitive side of the mind), the conative compo-
nent of competences (the conative side of the mind) should be
included into the concept. The conative side of entrepreneurial
competences was omitted in the early research because the
concept of behaviourism and cognition prevailed in the mid-
20th century. Several scholars (Snow, Corno and Jackson,
1996; Huit 1999; Kolbe, 1997) have renewed interest in the
concept of the tripartite theory of the mind. Moreover, extract-
ing the conative component of competences from cognitive
and behavioural ones can help to explain not only the “source
of actions in your deep inner nature, but also shows you how
to build on those strengths” (Kolbe, 1997, 4). Kolbe (1997)
claims that human beings have a conative style, or a preferred
method of putting thought into action or interacting with the
environment, which is separated from a person’s intelligence
or personality type.
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We argue further that the conative component of entre-
preneurial competences comprises the most stable human
competences, meaning that they are inborn, almost instinc-
tive. Compared with the hard (cognitive) component of
competences and soft (behavioural, affective) component of
competences, which can be learned, the conative component
of entrepreneurial competences can only be fostered. Some
authors seemingly talk about genetic inheritance (Hudson,
1993), talent (Bontis and Fitz-enz, 2002), valuable and unique
talents (Chen and Lin, 2004), and general employee sentiment
(Bontis and Fitz-enz, 2002).

Conation is closely connected with the concept of voli-
tion, defined as the use of will, or the freedom to make choices
about what to do (Kane, 1985). Some authors define conation
as a proactive aspect of behaviour (as opposed to reactive or
habitual), which is the personal, intentional, planful, delib-
erate, goal-oriented, or striving component of motivation
(Baumeister et al., 1998; Emmons, 1986), or as the tendency to
take purposive action toward goals (Snow, Corno and Jackson,
1996).

Based on Kolbe (2004), we can cluster the conative com-
ponent of entrepreneurial competences into four groups:

s Component of competence to analyse, to justify;

s Component of competence to plan, to follow procedures;

s Component of competence to spot opportunities, to risk,
to innovate;

s Component of competence to dexterity, to craftsmanship.

Kolbe (1997) suggests that human beings have a conative
style, or a preferred method of putting thought into action or
interacting with the environment. It is our knack of getting
things done, the achievement aspect of ability, and the process
through which we fulfil our goals.

3 Research methodology

In this section, the research methodology, data of analyses and
discussion are presented. For the purpose of this study, a sam-
ple of three Slovene companies is used. Slovenia was chosen
since it is a recent member of the EU which is still carrying out
the transition to a free market through liberalization, stabiliza-
tion, restructuring, and privatisation.

3.1 Participants of the study

For the purpose of this study, a sample of three randomly
selected Slovenian SME companies is used. Our sample con-
sisted of 43 top and middle managers, of whom 20.9% were
female and 79.1% were male respondents. At the time of our
study, 69.8% were over 30 years of age, 44.2% had more than
10 years of work experience and 30.2% had a university edu-
cation. The sample is presented in Table 1.

Affective component
of entrepreneurial
competences

Entrepreneurial competences

Conative component
of entrepreneurial
competences

Cognition

Cognitive component
of entrepreneurial
competences

Figure 1: Framework model of three components of entrepreneurial competences
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Table 1: Sample composition

Company 1 Company 2 Company 3 Total

No. No. No. No.
Sample size 28 100% 8 100% 7 100% 43 100%
Prior education level
Secondary/high school 22 78,6% 100% 0 0,0% 30 69,8%
College/university 6 21,4% 0 0,0% 100,0% 13 30,2%
Work experience
10 years or less 13 46,4% 5 62,5% 6 85,7% 24 55,8%
Over 10 years 15 53,6% 3 37,5% 1 14,3% 19 44,2%
Age
30 years or less 8 28,6% 50,0% 1 14,3% 13 30,2%
Over 30 years 20 71,4% 50,0% 6 85,7% 30 69,8%
Gender
Female 4 14,3% 2 25,0% 42,9% 9 20,9%
Male 24 85,7% 6 75,0% 4 57,1% 34 79,1%

The companies in the sample were chosen in a random

manner in different sectors of industry:

s Company 1: Engineering and related technical consul-
tancy.

»  Company 2: Cutting, shaping and finishing of ornamental
and building stone.

s Company 3: Legal, accounting and market research.

3.2 Instruments of the study

The Kolbe A™ Index, which is, according to Kolbe (2003),
a reliable and valid tool in terms of test-retest!2, was used.
Kolbe (2004) identifies four action or conative modes (Kolbe

Action Modes®) through which we act with different intensi-

ties and can be determined with the Kolbe A™ Index (conative

reality):

s FF - Fact Finder, which is based on the instinctive need to
probe and relates to the way we gather information.;

s FT - Follow Thru, which is based on the instinctive need
to form patterns and deals with the way we organize infor-
mation;

QS - Quick Start, which is based on the instinctive need to
innovate and how we deal with unknowns;

s IM - Implementer, which is based on the instinctive need
to demonstrate and relates to the way we seek tangible
solutions.

The degree of intensity each individual has in an action
mode (Kolbe Action Mode®) is defined on a scale from 1 to
10 with 10 being the most intense (Kolbe, 1997)3. Each mode
has three zones of operation on a scale of 1 to 10 (Kolbe
Corporation, 2004). In the Preventive zone (1 to 3), one pre-
vents problems; in the Responsive zone (4 to 6), one acts in
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an accommodating way; and in the Initiative zone (7 to 10),
one initiates solutions. The mentioned action modes are good
indicators of conative competences. The Quick Start action
mode is, according to the aforementioned personal traits of
entrepreneurs and according to our opinion, especially close
to conative component of entrepreneurial competences. The
Kolbe A™ Index has become popular for different business
applications, such as career development, interpersonal rela-
tionship management, personnel selection, team management,
consulting and training (Wongchai, 2003). It could be claimed
that inborn competences are measured with the Kolbe A™
Index.

Possible conflicts can be studied by comparing the Kolbe
A™ [ndex results of different individuals with those individu-
als with different instincts that cross each other’s progress by
insisting on their own paths to problem solving. Kolbe claims
that there will be stress between people working directly with
one another if they have a difference of 4 or more in any
mode (Kolbe, 1997). Comparing Kolbe A™ Index results
to Kolbe B™ Index results (an individual’s job-related self-
expectations) reveals strain on the job. Strain occurs when an
individual tries to live up to false self-expectations (Kolbe,
1997). According to the Kolbe Corporation, there is no bias
in gender, age, race, or national origin in Kolbe instrument
results (Kolbe Corporation, 2004).

3.2 Procedure

The data were collected during the spring and summer of
2008 at different locations in Slovenia. The participants in this
research completed Kolbe tests in a classroom, following the
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Table 2: Conative component of entrepreneurial competences measured by Kolbe A™ Index

Company FFa FTa QSa IMa
Mean 5.440 5.240 4.520 5.080
Company 1
Std. Deviation 1.609 1.362 1.686 1.730
Mean 5.857 4.714 4.142 5.285
Company 2 -
Std. Deviation 1.069 0.951 0.899 1.889
Mean 6.142 5.142 5.571 3.857
Company 3 o
Std. Deviation 1.069 1.573 1.718 0.899
Total Mean 5.641 5.128 4.641 4.897

instructions specified on the inventory. There was no time limit
determined to complete the inventory.

The data were processed using the following methods:

calculation of basic statistical parameters (descriptives);

t-test; and

Pearson’s correlation coefficients.

All hypotheses were verified at a 5% risk level (p =
0.05). The SPSS software package 16.0 was used for the data
analysis.

4 Data analyses

Conative entrepreneurial traits were measured. The results are
presented in Table 2.

The differences between the conative component of
entrepreneurial competences and an individual’s job-related
self-expectations were examined with a Paired Samples t-test
(see Table 3).

It could be confirmed that differences exist between the
conative component of entrepreneurial competences and an
individual’s job-related self-expectations in the FF and FT
conative mode, which was verified with a parametric and
nonparametric test (p<0.05) in Company 1. In Company 2,
the difference could be statistically confirmed only in the FF
conative mode (p<0.05) and for Company 3 in the FT conative
mode (p<0.05).

Table 3 shows that the differences between the conative
component of entrepreneurial competences and an individual’s

Table 3: Paired Samples t test

Paired Differences
95% Confidence Si
Company Std. Std. Interval of the t df 5. taﬁe d
Mean | o | Error Difference
" | Mean
Lower Upper

Pair 1 FFa - FFb 0.84 1.70 | 0.34 0.13 1.54 2.47 24 0.021

Pair 2 FTa - FTb -1.28 | 1.79 ] 0.35 -2.01 -0.54 -3.57 | 24 0.002
Company 1 -

Pair 3 QSa - QSb 0.24 1.66 | 0.33 -0.44 0.92 0.72 24 0.478

Pair4 | IMa-IMb 0.36 1.95 | 0.39 -0.44 1.16 0.92 24 0.366

Pair 1 FFa - FFb 2.14 1.46 | 0.55 0.78 3.49 3.87 6 0.008

Pair 2 FTa - FTb -0.71 | 1.49 | 0.56 -2.09 0.66 -1.26 | 6 0.253
Company 2 X

Pair 3 QSa - QSb -0.40 | 1.81 | 0.68 -2.10 1.24 -063 |6 0.555

Pair4 | IMa-IMb -1.00 | 1.41 | 0.53 -2.30 0.30 -1.87 | 6 0.111

Pair 1 FFa - FFb 1.14 1.57 | 0.59 -0.31 2.59 1.92 6 0.103

Pair 2 FTa - FTb -1.42 | 1.51 | 0.57 -2.82 -0.03 250 |6 0.047
Company 3 -

Pair 3 QSa - QSb -0.14 | 195 |0.73 -1.94 1.66 -0.19 | 6 0.853

Pair4 | IMa-IMb 0.57 1.71 | 0.64 -1.01 2.16 0.88 6 0.413
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job-related self-expectations are the largest in Companies 2
and 3.

It is characteristic of all three companies that the result for
the conative component of entrepreneurial competences for the
FF conative mode is higher than job-related self-expectations.
For the FT conative mode just the opposite could be claimed.
The result for the conative component of entrepreneurial
competences for the QS conative mode is almost identical
with that of job-related self-expectations. The same stands for
the IM conative mode, except for Company 2, in which the
result for the job-related self-expected one is higher than for
the conative component of entrepreneurial competence. For
Company 2 it could be claimed that the differences between
the conative component of entrepreneurial competences and
self-expected job competences are the highest (4.3 points,
with the most expressed in the FF conative mode). The dif-
ferences between the conative component of entrepreneurial
competences and self-expected job competences in Company
3 is 3.3 points, with the most expressed in the FT conative
mode. In Company 1, the harmonization between the conative
component of entrepreneurial competences and self-expected
job competences is the highest; the difference is 2.7 points.

The correlation of the conative component of entrepre-
neurial competences as measured with the Kolbe A™ Index in
the whole sample, regardless of the company, was analysed.
The results are shown in Table 4.

The FF conative mode is strongly negatively correlated
with the IM conative mode (r=-0.493, p<0.01), while a weak
negative correlation between the QS conative mode and the
FF conative mode can not be confirmed. It could be concluded
that the higher result in the FF conative mode is due to the
IM conative mode result. The FT conative mode is negatively
correlated with the QS conative mode (r=-0.323, p<0.05). The
IM conative mode is weakly correlated with the FT conative
mode, but the correlation can not be statistically confirmed

(p>0.05). It could be concluded that the higher FT conative
mode result correlates with the lower QS conative mode result.
The QS conative mode is the most strongly correlated with the
IM conative mode (r=-0.44, p<0.01) and, as previously men-
tioned, with the FT conative mode (r=-0.323, p<0.05). It could
be concluded that the higher QS conative mode result corre-
lates with the lower FT conative mode and IM conative mode
result. For the IM conative mode result it could be claimed that
the higher IM conative mode result correlates with the lower
FF conative mode result and also with some lower QS conative
mode results.

The correlation of individual job-related self-expected
competences as measured with the Kolbe B™ Index in the
whole sample, regardless of the company, is shown in Table 5.

The Kolbe B™ Index result for the job-related self-
expected FF conative mode is similar to the Kolbe A™ Index
result for the conative component of entrepreneurial compe-
tences for the FF conative mode, as it is negatively correlated
with IM (r=-0.351, p<0.05). The Kolbe B™ Index result for
the job-related self-expected FT conative mode is negatively
correlated with the Kolbe B™ Index result for the job-related
self-expected IM conative mode (r=-0.392, p<0.05). A strong
negative correlation exists between the Kolbe B™ Index result
for the job-related self-expected QS conative mode and the
Kolbe B™ Index result for the job-related self-expected IM
conative mode (r=-0.614, p<0.01), meaning a higher result
for the job-related self-expected QS conative mode, a lower
one for the job-related self-expected IM conative mode, and
vice versa.

5 Findings and discussion

The mentioned differences could be observed in all three sam-
ple companies. The mean result of the conative component

Table 4: Correlation between conative entrepreneurial competences measured by Kolbe A™ Index

FFa FTa QSa IMa

Pearson Corr. 1 -0.003 -0.272 -0.493(**)
FFa Sig. (2-tailed) 0.986 0.094 0.001

n 39 39 39 39

Pearson Corr. -0.003 1 -0.323(%) -0.302
FTa Sig. (2-tailed) 0.986 0.045 0.062

n 39 39 39 39

Pearson Corr. -0.272 -0.323(%) 1 -0.440(**)
QSa Sig. (2-tailed) 0.094 0.045 . 0.005

n 39 39 39 39

Pearson Corr. -0.493(**) -0.302 -0.440(*%*) 1
IMa Sig. (2-tailed) 0.001 0.062 0.005

n 39 39 39 39

*  Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).
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Table 5: Correlation of an individual’s job-related self-expectations measured by Kolbe B™ Index

FFb FTb QSb IMb

Pearson Corr. 1 0.218 -0.245 -0.351(%)
FFb Sig. (2-tailed) 0.183 0.132 0.028

n 39 39 39 39

Pearson Corr. 0.218 1 -0.287 -0.392(*)
FTb Sig. (2-tailed) 0.183 0.077 0.014

n 39 39 39 39

Pearson Corr. -0.245 -0.287 1 -0.614(**)
QSb Sig. (2-tailed) 0.132 0.077 0

n 39 39 39 39

Pearson Corr. -0.351(%) -0.392(*) -0.614(**) 1
IMb Sig. (2-tailed) 0.028 0.014 0

n 39 39 39 39

*  Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).

of entrepreneurial competences for all four action modes for
all three sample companies differs as well. The highest mean
result in the FF conative mode is in Company 3, which could
be attributed to the industry (legal, accounting, bookkeeping,
market research, consultancy; holdings). Company 1 has the
highest mean result in the FT conative mode. One of the rea-
sons is probably the procedures that the company’s employees
have to follow in engineering activities. The mean result for
the QS conative mode is the highest for Company 3. Again, we
argue that the sector of industry influences the way in which
employees with an inclination to invent, brainstorm, originate,
devise, challenge, contrive, risk, play, reform, improvise,
promote, and intuit are desired. At the same time, these
personal traits are the most commonly enumerated personal
traits that entrepreneurs should have. It comes as no surprise
that the mean result in the IM conative mode is the highest in
Company 2 due to its core business of cutting, shaping and
finishing of ornamental and building stone. However, it can
not be forgotten that the standard deviation is the highest in
that company when comparing the IM conative mode of all
three companies.

Hypothesis 1, which claims that a difference between the
conative component of entrepreneurial competences and an
individual’s job-related self-expectations exist, is confirmed.
Employees perceive job expectations somehow differently
from their conative component of entrepreneurial compe-
tences. The difference in the FF conative mode is the highest in
Company 2, meaning that employees can not foster their entre-
preneurial component of competence to probe, research, for-
malize, allocate, deliberate, prioritise, define, prove, specify,
calculate, inquire, and evaluate in such a way that would match
their inborn potential. This could be attributed to the competi-
tive situation in the industry and more demand for dexterity
and craftsmanship than for analysing. Keeping in mind that the
difference between the conative component of entrepreneurial

competences and an individual’s job-related self-expectations
in the QS conative mode and IM conative mode is the highest
also in Company 2, it could be concluded that more conative
stress exists in Company 2 than in the other two companies.
Quicker decisions, more risk, more invention and more crea-
tivity is expected from the employees in Company 2 than they
naturally possess. Also, more tangible solutions, dexterity, and
craftsmanship is expected from employees in Company 2 than
they have, which is somehow expected due to the industry. The
difference between the conative component of entrepreneurial
competences and an individual’s job-related self-expectations
in the FT conative mode is the highest in Company 3, mean-
ing that employees believe that they must follow procedures,
budgets and plans more than they would according to their nat-
ural inclination. There is no doubt that the difference between
the conative component of entrepreneurial competences and
an individual’s job-related self-expectations exist.

Hypothesis 2, which deals with the correlation between
the conative component of entrepreneurial competences,
meaning the more of one, the less of the other, is confirmed
as well. This could lead us to the conclusion that the most
commonly desired entrepreneurial personal traits, such as the
inclination to invent, brainstorm, originate, devise, challenge,
contrive, risk, play, reform, improvise, promote, and intuit,
would be higher if other conative modes were lower. This
could be an important observation for practitioners, and might
be worthwhile to build on. The results are similar for an indi-
vidual’s job-related self-expectations.

We believe that besides the cognitive (hard) and behav-
ioural (soft) components of entrepreneurial competences, the
conative component of entrepreneurial competences is worth
researching. Neglecting a preferred method of putting thought
into action or interacting with the environment or someone’s
conative style might result in strain and, consequently, lower
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efficiency. With the conative component of competences we
touch the innate, inborn side of competences.

The study suggests that the most emphasised specific
conative traits, i.e. to invent, brainstorm, originate, devise,
challenge, contrive, risk, play, reform, improvise, promote
and intuit, are differently correlated with other personal traits,
especially having in mind self-expected behaviour.

The different correlation in the conative component of
entrepreneurial competences and an individual’s job-related
self-expectations also means that employees are adapting on
behalf of their natural conative style. Sometimes they even
hide their natural, inborn way of doing things. Consequently,
they invest more energy to perform, with an important influ-
ence on their personal, and their company’s, results.

The correlation of entrepreneurial competences in differ-
ent companies would most probably be different. The question
arises as to how to intrinsically motivate employees to exhibit
their best natural talents in the way that they would achieve
their professional aspirations and satisfaction, and on the other
hand, that they would be effective and efficient in achieving
companies’ goals and objectives.

However, the results of the study suggest that the com-
bination of the conative component of competences can have
a different impact on individual companies. What matters in
contemporary management practice is how hidden potentials
are set free and how they intrinsically motivate employees
according to their personal differences in capabilities. Hence,
in day-to-day operations individual personal traits should be
carefully considered.

6 Conclusion and future research

The results of the study show how the conative side of the
mind, and thus the conative component of competences of
Slovene entrepreneuer.. Individual responses to changes differ
according to competences, especially conative ones. However,
increasing complex demand and tasks in a globalised world,
and the elevated need for entrepreneurship, require not only
knowledge and skills (the cognitive component of entrepre-
neurial competences) as well as appropriate emotions and atti-
tudes (the affective component of entrepreneurial competenc-
es) but also involves “preferred methods of putting thought
into action or interacting with the environment” (Kolbe, 1997)
or the conative component of entrepreneurial competences.
All those components should be effectively managed and none
should be neglected.

We argue that acquiring these competences is an on-
going, lifelong learning process. The cognitive component of
competences can be learned and the affective component of
competences can be acquired through the process of profes-
sional socialization. Contrary to that, the conative component
of competences is inborn and can be only fostered.

Further longitudinal research to measure the level of
adapting on the national level and to address the issue of cau-
sality, especially in transition economies, is needed. The dis-
cussed issue should be studied with increased care in Slovenia
and in other transition economies due to its potential and as
a possible way to catch up with more developed economies.
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Appendix

The validity of the Kolbe A™ Index was investigated.
According to the Kolbe Corporation, the analysis which sum-
marized eight studies on the relationship between participants’
Action Modes and participants’ performance measurements
in various fields including sales, aerospace, construction,
and insurance (Kolbe, 2003) was made. The Winer Z. was
14.35. Cohen’s equation for the effect size where d = effect
size index for t-tests of means in standard units, M and My
= population means in original measurement units, and r = the
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standard deviation of either population, was used. Assuming
the Kolbe A™ Index’s use as a selection instrument, the effect
size would be .67. That is greater than 0.5, which is consid-
ered significant (Kolbe Corporation, 2003). Therefore, this
instrument was considered valid in predicting performance.
However, the effect size of 0.67 means that only 45% (0.672)
of performance variations which can be accounted for by the
Kolbe A™ Index should be considered. The other 55% of the
performance variations can still be attributed to other factors.
The findings are summarized in Table . Table I: Validity of the
Kolbe A Index

and the measurements of the four Action Modes consistent
over time. The Pearson’s correlation coefficients between two
periods of time were summarized in Table II.

Table 11: Reliability of the Kolbe A Index

Mode Coefficient
Fact Finder p=0.69
Follow Thru p=0.71
Quick Start p=0.85
Implementer p=0.77

Study |n r t MI1-M2 | Significance
A 425 | .86 | 34.668 0.60 <0.01
B 30 |.90 |10.925 0.84 <0.01
C 45 .69  |6.216 0.71 <0.01
D 39 95 [18.502 0.64 <0.01
E 87 93 123325 0.67 <0.01
F 39 .81 | 8.402 0.75 <0.01
G 177 |.68 |12.269 0.68 <0.01
H 50 |.58 [4.934 0.68 <0.01

Winner Z,. = 41.35
Cohen ES = 0.97
Source: Kolbe Corporation, 2003.

Reliability has been assessed in terms of test-retest reli-
ability (Kolbe, 2003). Seventy employees from two major
corporations, a marketing management company and an
economic development firm participated. Data were col-
lected eight to fifteen months apart. According to the data, the
correlation coefficients are considered statistically significant

Source: Kolbe Corporation, 2003.

With the following statements Kolbe describes an indi-
vidual who scores highly in each action mode (7 to 10) as
follows (Kolbe Corporation, 1999):

m  Fact Finder (FF) will most likely succeed at tasks which
require an individual to: probe, research, formalize, allo-
cate, deliberate, prioritise, define, prove, specify, calcu-
late, inquire, and evaluate.

m  Follow Thru (FT) will most likely succeed at tasks which
require an individual to: structure, consolidate, translate,
prepare, discipline, coordinate, arrange, integrate, sched-
ule, plan, budget, and chart.

m  Quick Start (QS) will most likely succeed at tasks which
require an individual to: invent, brainstorm, originate,
devise, challenge, contrive, risk, play, reform, improvise,
promote, and intuit.

n Implementer (IM) will most likely succeed at tasks which
require an individual to: form, mould, demonstrate, craft,
shape, put together, build, render, construct, fix, repair,
and practice.

Konativna komponenta podjetniSkih kompetenc: primer Slovenije

Pritiski konkurence, globalizacija in gospodarska rast zahtevajo krepitev pomena podjetniSskih kompetenc v slovenskih
podjetijh. Namen priGujoCega prispevka je analizirati konativno komponento podjetniskih kompetenc, ki predstavlja klju¢ni
del ¢loveSkega kapitala v slovenskih podjetij. Poudarek Studije ni samo na konceptu podjetniStva, ampak na definiranju in
ugotovljanju razlik med pridobljeno in nauéeno konativno komponento podjetniSskih kompetenc. Avtorji namre¢ podjetniske
kompetence loCujemo po treh komponentah: kognitivni, afektivni in konativni.Cilj Studije je oceniti konitivno komponento
podjetniskih kompetenc, ugotoviti ali obstaja povezava med razli€nimi deli konativnih komponent podjetniskih kompetenc in
narediti primerjavo rezultatov s samopri¢akovaniji v zvezi z delom. Konativho komponento podjetniSkih komponent smo merili
s testom Kolbe ™ Index. V Studijo je bilo vkljuenih 43 podjetnikov iz treh slovenskih podjetij. Za analizo rezultatov smo upo-
rabili t-test neodvisnih vzorcev ter Pearsonov koeficient korelacije. Rezultate smo analizirali s pomoc¢jo SPSS 16.0 paketa.
Rezultati so pokazali znagilnosti konativhe komponente podjetniskih sposobnosti pri slovenskih podjetnikih, obstoj razlik med
posameznimi deli le-te, ter povezavo med samopri¢akovaniji v zvezi z delom in konativnho komponento podjetniskih kompetenc.

Kljuéne besede: podjetnistvo, podjetniske kompetence, konativha komponenta, Kolbe ™ Index, Kolbe B ™ Index, Slovenija.
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This paper investigates the higher education demand in Slovenia, which is investigated in general and in the field of tourism,
using regression analysis on selected time-series data. We find a positive and significant association between the higher
education demand in general and the demographic and socio-economic circumstances. Demographic trends in general slow
down or even decrease the demand for higher education, while socio-economic factors mostly encourage the demand for
higher education. However, unfavourable demographic factors are already prevailing over the favourable socio-economic fac-
tors, meaning that growth rates of absolute demand for higher education are starting to decline. We analyze the movements
of demand for higher education in the field of tourism in recent years and compare them to the movements of the demand
for higher education in general and to the movements of the demand for tourism in Slovenia. The demand for tourist services
is a factor that encourages demands for higher education in the field of tourism. Finally, we derive some conclusions about
higher education demand determinants in Slovenia in general and in the field of tourism, and propose some recommenda-

tions for national educational policy.

Keywords: Higher education demand model, demography, tourism, human capital, Slovenia

1 Introduction

This paper investigates the higher education demand in
Slovenia in general and specifically in the field of tourism edu-
cation. After the initial literature review of education demand
models, we develop a regression model of higher education
demand in Slovenia in general and review the demand for
higher education in the field of tourism. Explanatory variables
of the general model are divided into two different groups.
The first group of factors is the so-called “base group” and
represents the potential number of students. The bigger this
group each year, the bigger is the demand for higher educa-
tion, assuming that the relative rate at which these potential
students decide to study remains constant. This potential
number of students depends mostly on demographic factors.
The number of young strongly depends on the number of live
births nineteen years ago. On the other hand in recent years,
there is a growing demand for higher education by elderly
people. This demand is caused by the faster economic growth
and technological changes, which require constant updating
and upgrading of the existing knowledge besides the increas-
ing importance of lifelong learning and the increasing number
of elderly people. The second group of factors affects the par-
ticipation rate at which people from the “base group” actually
decide to pursue university studies. Therefore this is a group
of participation rate factors. These factors can be measured by
the variables which are related to the social, cultural, econom-

ic and other characteristics of a student’s family (Institute for
Employment Studies, 1996; Cepar and Bojnec, 2008). Some
of such family related variables are the real income of a family,
education of parents, number of children in a family, location
of the family, and similar. Further on, these “participation rate”
factors may be measured also by the variables that are related
to the rate of return on the studies or to the costs and benefits
of the studies. Such variables measure opportunity and direct
costs of a study course and the expected earnings differential
from the increased level of education. The third group of
the “participation rate” factors includes variables related to
the government social student policy, such as the number of
student scholarships, the number of student residences, and
the amount of subsidization of student transportation, health
and nutrition costs. Finally, there are some other relative rate
factors, which influence the demand for higher education in
Slovenia, such as the quality of the studies, the number of
foreign students and similar. The estimated regression model
identifies some of the most important factors of demand for
higher education in Slovenia among the potential factors
presented and analysed in chapter 3. The estimated regression
model also identifies the direction of influence of each par-
ticular factor and their significance for the dependant variable.
Additionally we analyze the movements of the demand for
higher education in the field of tourism and compare them to
the movements of the demand for higher education in general.
Finally, we derive main conclusions about the determinants of
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demand for higher education in Slovenia and propose some
recommendations for national educational policy.

2 Literature review on higher
education demand

When we refer to the field of tourism we are thinking of
numerous sub sectors of tourism, like accommodation and
lodging, food and beverage services, travel and transportation,
event management and similar. As the tourism industry is
growing, the need for labour employed in the field of tourism
and thus the demand for higher education (HE) in the field of
tourism is growing too (Baum and Teixeira, 2001; Horng and
Lee, 2006). There are some universal factors that impact the
demand for HE in general as well as in the field of tourism.
These are several economic factors, like perceived benefits
from HE and cost of study (Borowec, 2007), and other social
and family related factors, like education and the social posi-
tion of parents. Demographic factors, factors related to the
quality (in terms of accountability and transparency; Rodman
and Trunk Sirca 2008) and availability of supply of HE and the
social role of government are also important for the demand
for HE in the field of tourism as well as in any other field of
education (Needham, 2006). We look closer at some of the
factors of the demand for HE.

Most of the studies attempt to estimate the demand for
university education by employing economic variables, such
as tuition fees, graduate starting salaries and unemployment
rates. Cambell and Siegal (1967) used time-series data for
four-year duration education colleges in the United States to
estimate the demand for HE. The equation for the undergradu-
ate enrolment in four-year higher education institutions in a
given year t (Nr) is explained as: N; = ft (Yy, P, E;), where
Yy, is real household disposable income, P; is the average
cost of tuition and E; is the total pool of eligibles aged 18-24
years in year . According to this model, the demand for higher
education is positively associated with household income, and
negatively with tuition costs. In order to identify the drivers
of the HE participation rate and not the absolute enrolment,
the above equation can be transformed into: Rt = f; (Y, Py),
where Rt is equal to N#/Et and measures the HE participation
rate. Cambell and Siegal (1967) estimated this model in loga-
rithmic form: logR,; = A + a logYy,, + b log P,

Some other regression models explain university enrol-
ments by independent explanatory variables, like real income,
opportunity costs, rate of return on university education and an
eligible population for higher education. The authors of these
models found that cost variables were negatively correlated
with enrolment demand, while the effect of youth unemploy-
ment on university demand was weak and insignificant in
most cases. There is a strong relationship between additional
earnings from completing a degree and enrolment, where
enrolment rises by 20% due to the 10% increases in expected
earnings (Handa and Skolnik, 1975).

Nicholls (1984) estimated aggregate demand for tertiary
education in Victoria. The demand for tertiary education is
explained by four explanatory variables. The first one was a
dummy for government policy on tuition fees, where the value
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1 indicates a year in which university fees were charged, and
0 otherwise. The sign of this coefficient of the variable was
found negative. The second variable was the pool of eligible
people who may have a demand for tertiary education, and the
third one the real household disposable income. Regression
coefficients of both variables had a positive sign. The last
explanatory variable included in the regression was youth
unemployment lagged for one calendar year, an association
which was found to be negatively correlated with the aggre-
gate demand for tertiary education. The weak labour market
for youth was indicating declining employment prospects for
university graduates and thus reducing the perceived expected
return to a degree (Nicholls, 1984).

By contrast, according to some previous research, youth
unemployment rate also represents the opportunity costs of the
study course (Barceinas et al., 2000). If the youth unemploy-
ment rate is higher, then aggregate earnings foregone by those
young students - who chose to study instead of working - are
lower. As a result of lower opportunity costs, this causes the
demand for HE to increases (Aungles et al., 2002).

Another attempt to analyze the demand for university
education places is a study of the labour market for academ-
ics. Sloan et al. (1990) projected full-time student units for
all study fields with high and low growth scenarios regarding
three groups of students. The first group included school leav-
ers, who move between the secondary and tertiary schools, the
second group included overseas students, and the last group
comprised mature age students. In general, the growth of the
last and partially of the second group of students was expected,
but the declining numbers of the 15-19 year old youth popula-
tion of secondary school leavers was caused by demographic
effects.

The Institute for Employment Studies (1996) projected
demands for full-time HE in the United Kingdom (UK) from
young people. These projections were based on datasets about
the number of young people in the relevant age cohort, the
likely numbers of young people who will gain the third level
of qualification as the traditional threshold for entry to HE, and
the current propensity of those with such qualifications to enter
HE. As additional factors that were included in the projections
of demand for HE, there were also: return on student’s invest-
ment in HE, economic cycles, which affect graduate employ-
ment, funding and capacity constraints, demographic and
social changes, demand from older age groups, part-time
and postgraduate students, and requirements for continuing
professional development. The importance of demographic
and other socio-economic factors is found also by Cepar and
Bojnec (2008).

Some of the empirical studies of less developed countries
show the evidence of the negative correlation between family
size and relative participation of children from such families
in HE. Larger families imply lower average income per family
member, and therefore worse material conditions for the study
in less developed countries (Hartog and Diaz-Serrano, 2004).
On the other hand some studies show that larger family size
is not necessarily negatively correlated with a relative demand
for HE. Some empirical investigations reveal a negative impact
of family size on high school attendance, however, the regres-
sion coefficient in the results is found not to be significantly
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different from zero (Gonzales Rozada and Menendez, 2002).
Age difference between siblings is also an important determi-
nant of the sign of the coefficient (Pederzini Villarreal, 2001).

De Meulememeester and Rochat (1996) estimated a
relationship between the rate of participation in university
education and a set of explanatory variables, which are: the
unemployment rate, the proportion of intellectual workers
(white collar) in the working population, the average real fiscal
revenue per capita, and supply variables, such as the number of
universities by districts or the distance to the closest university
(De Meulememeester and Rochat, 1996).

Neugart and Tuinstra (2003) believe that important deter-
minants for HE demand are productivity shocks, beliefs about
future wage differentials and accession costs to information on
the returns on education. Their model is based on two different
pairs of destabilizing backward-looking prediction rules: on
rational expectations versus naive expectations in schooling
choices and on steady state forecasters, which are agents who
know the steady state wage differential between high-skill and
low-skill jobs versus adaptive beliefs (Neugart and Tuinstra,
2003).

OECD (2005) finds that important determinants of the HE
demand are the increasing proportion of people who meet the
entry education requirements, the increasing awareness that
a more educated population is an important asset for socie-
ties and economies, and education supply decisions made by
governments. A new education demand is arising from groups
of people close to and over 30 years old, who are already
employed and who may have already finished some post sec-
ondary education, and from women.

In the literature we could also find some less common
and more specific factors of demand for HE. One of them is
the abolition of compulsory military service, which was intro-
duced in France. A negative effect of abolition of compulsory
military service on demand for HE was confirmed in France
by Maurin and Xenogiani (2005). Before the abolition some
young men simply entered HE only in order to delay or to
avoid military service.

On the other hand there are some more specific factors
of demand for HE, which refer particularly to certain eco-
nomic sectors such as is the field of tourism. For instance
psychological factors, like particular motivation or the interest
of individuals in tourism (Borowec, 2007). The geographi-
cal condition of some countries, culture and tourism, the
importance of tourism as an industry in the total economy of
a specific country and the rate of growth of tourism and its
quality level also determine a need for the quantity and quality
of labour employed in the field of tourism (Christou, 1999).
The increasing demand for tourist services is an important
factor of demand for HE in the field of tourism. Even at the
level of management only around 50% of those employed in
the field of tourism in Slovenia possess the HE degree level
(Gomezelj, 2006). Human resource development of managers
is a key to the future healthy and economically sustainable
tourism development (Littlejohn and Watson, 2004). In order
to meet the increasing demand for tourist services in Slovenia,
the level of education of those employed in tourism should
also increase. Another specific HE demand factor might be the
specific background of families with a long tradition of own-

ing or working in a certain tourist service. Moreover, relative
changes in perceived benefits from HE in the field of tourism
compared to other fields of education may play an important
role (Ahimsa Putra, 2005). As different sub-sectors of tourism
are getting more specialized, tourism education should also
become more specialist in nature (Dale and Robinson, 2001).

3 Research question, data and
methodology

3.1 Research question and data

There are three main research questions that we want to
investigate in this paper. First, we want to find an answer to
the question of which are some of the main factors of demand
for HE in Slovenia. Second, to present the evolution of the
demand for HE in the field of tourism. Third, we want to inves-
tigate the evolution of demand for HE in the field of tourism
vis-a-vis the demand for HE in general, in order to identify
similarities and differences in the specific developments in
the demand for HE in the field of tourism and in general in
Slovenia in the last decades.

The “base group” factor proxies

The absolute size of the “base group” of the potential
students is determined by demographic and some other fac-
tors. Traditionally freshmen entering university education in
Slovenia are young people aged 19 years. The bigger this
group each year, the bigger the demand for HE, assuming that
the relative rate at which these young people decide to study
remains constant. We assume that the absolute size of this age
group in Slovenia mostly depends on the number of live births
nineteen years ago, which is the measure of the first explana-
tory variable. Therefore, we collected the data on live births
by years and lagged them by nineteen years (LB_1g). On the
other hand, during recent years, there is a growing demand
for HE by elderly people. This demand is caused by the faster
economic growth and technological changes, which require
constant updating and upgrading of the existing knowledge.
Moreover, this demand by elderly people is also caused by
the growing popularity of lifelong learning and education of
adults, as well as by the fact that the Slovenian population
is growing older, meaning that the number of adults has also
been increasing (Cepar and Bojnec, 2008). Therefore, we pre-
sume that the “base group” of people, who may require HE, is
significantly affected not only by the decreasing fertility, but
also by the growing number of adults, who are more than 30
years old, and who are increasingly demanding different HE
programs. We decided to measure the size of this effect by the
data on the absolute number of adults who are between 30 and
60 years old by calendar years (NA). In the rest of the paper,
the word “adults” will refer to those who are between 30 and
60 years old.

The “participation rate” factor proxies

This group of factors affects the participation rate at
which people from the “base group” actually decide for
university studies. The “participation rate” factors can be
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explained and thus measured by the variables that are related
to the social, cultural, economic and other characteristics of
the family in which potential students live. Some of such
family related variables include the real income of the fam-
ily, education of parents, number of children in the family,
location of living place of the family, and similar. From this
group of family related variables we include three explanatory
variables: real income of the family, education of parents and
number of children in the family. In order to measure the real
income of families over the observed period, we collected the
data on the fixed base index of real monthly average income
per individual by years (IRI). In order to measure the educa-
tion level of parents we collected the time-series data on the
share of those who graduated in the whole population by
calendar years lagged by 20 years (SG_y()). We presumed that
on average approximately 20 years after graduation, parents
have children who are old enough to go to university. In order
to measure the size of families, we collected the data on total
fertility rates by years as a proxy measure of the number of
children per family (NC).

Further on, these “participation rate” factors may be
measured also by the variables that are related to the rate of
return on the studies or to the costs and benefits of the stud-
ies. Such variables measure opportunity and direct cost of a
study course and the expected earnings differential from the
increased level of education. In order to measure opportunity
costs of the studies, we collected the time-series data on the
unemployment rate of youth under 26 years of age by calendar
years (RYU). We believe that a higher youth unemployment
rate (lower opportunity cost) will encourage demand for HE.
On the other hand, a higher youth unemployment rate also
represents a warning to young people that getting a job will
not be an easy task. So they are more encouraged to do their
best to be well prepared for the labour market. Consequently,
they are more motivated to improve their value on the labour
market by increasing their education level. In order to measure
the expected benefits differential due to the additional years of
study, we collected the data on the relative difference between
the earnings of those who have finished university studies and
those who have not done so (ED). In order to measure the
benefits of additional years of study from the perspective of
the decreased unemployment of those who obtain HE, we also
collected data on the relative unemployment differential (UD).

The third group of the “participation rate” factors includes
variables related to the government social student policy,
such as providing student scholarships, providing student
residences and subsidization of student transportation, health
and nutrition costs. In order to measure the social support of
the government, we collected the data on the number of schol-
arships granted to students by years (NSC) and data on the
number of student residences (SR).

Finally, there are some other factors which influence the
demand for HE in Slovenia, such as the quality of the study
course, the number of foreign students and similar. Initially
we included into our analysis the abolition of compulsory
military service, which happened in Slovenia on 16 October
2003. Some young people decided to continue their studies at
university also to avoid or delay compulsory military service.
Therefore we expect a negative effect of the abolition of com-
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pulsory military service on the demand for HE. The impact of
this variable we measure by a dummy variable (ACC) equal
to 1 in the years after the abolition of compulsory military
service, and 0 otherwise. We also collected the data on the
number of HE institutions by years (HEI) in order to measure
the impact of availability of the HE study supply with respect
to the number of study demands by those enrolled in HE.

As the dependant variable measuring HE demand in
Slovenia we have used the absolute number of those enrolled
in HE (NEH). The time series data for the dependent variable
and the explanatory variables described above were collected
for the period of 25 years from the year 1980 to 2004. The
source of the time-series data for the variables described above
is the database of the Statistical Office of the Republic of
Slovenia (SORS). The time series data on the youth unemploy-
ment rate and unemployment differential are collected from
the Employment Service of Slovenia. All the above presented
variables were initially included in the regression analysis,
however only a smaller number of them remained in the final
regression model. Which of them were selected, and why, is
presented in the results.

Tourism related variables

In order to analyze movement in the demand for HE in
the field of tourism and movement of demand for tourism
and tourist services, we collected the time series data on the
number of enrolled students in vocational colleges and HE
programs in the field of tourism, the number of scholars in the
field of tourism and the time series data on the domestic and
foreign tourist arrivals and overnight stays in Slovenia. The
time series data for these variables were collected from the
databases of SORS and the Slovenian Tourist Board (STB) for
the time period from 1995/96 to 2006/07.

The selection of the data is generally based on the syn-
thesis of theoretical findings of previous research, however
we have to emphasise that we were limited by the availability
of the necessary data. Some variables are better, some are less
suitable representatives of the related factors. Data for some
variables that might be very relevant for the regression analysis
were not available for a sufficiently long time period or were
not available at all. In some cases, there were enough data but
the variable was a bad proxy of the related factor that it was
supposed to measure. Regression analysis was not employed
in the case of tourism related variables, since it was even more
difficult to collect sufficiently long time series data, or in case
of some necessary variable even any data, compared to the
data related to the demand for HE in general. Because of that,
and because of the different methodology used, the observed
time periods for the data related to the regression analysis of
the demand for HE in general, and for the data related to the
tourism related variables, are not the same. The improvement
of the relevant database - and thus the quality of the entry vari-
ables for the analysis - represents a challenge for our further
investigation.

3.2 Methodology

Using the multiple regression function, we investigate the rela-
tionship between the absolute demand for HE as the depend-
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ent variable and the described explanatory variables. As the
dependent variable measuring the absolute demand for HE,
we chose the number of enrolled students at HE institutions
by individual years (NEH). The general form of the multiple
linear regression model is specified as follows:

NEH:BO + B]*Xl + BZ*XZ + 63* X3 +...+ Bp*Xp + €,

where X, X, up to X, are explanatory variables explained
above and € is a normally distributed error term with expected
value of 0 and variance G,. p takes the maximum value of
12 as this is the initial number of all explanatory variables.
In order to come to the best regression model describing the
demand for HE in Slovenia, we estimated multiple regression
models which differed by the type of the functional relations
describing the relation between the NEH and the explanatory
variables and by the number of explanatory variables included.
Finally, we chose the regression model with the highest
R-square, the lowest standard error of the regression model,
the highest F-test result and the most statistically significant
regression coefficients f3,.

In the empirical analysis of the evolution of the demand
for HE in tourism, limited data were available to conduct a
regression analysis. Instead of this, we have used simple analy-
sis of dynamics in the time series datasets, correlation analysis
between pairs of variables, and have graphically presented the
empirical results, which were also compared with the results
of the analysis of the demand for HE in general.

4 Empirical results

4.1 Demand for higher education

After running the regression models with different specifica-
tions of explanatory variables, we came to the form of the best
fitting HE regression model, which best explained variations

in the demand for HE measured by the dependant variable
NEH. Some of the variables, which initially entered regres-
sion analysis and which seemed to be very relevant at the
first sight, were excluded from the final model, because they
proved to be statistically insignificant, or else because they
were too strongly correlated to each other (multicollinearity).
The regression model includes seven out of eleven possible
independent explanatory variables and is specified as follows
(Table 1):

NEHZBO'F BI*LB-19+ Bz*NO'F B3* IRI + B4* NC + Bs* RYU
+ Bg* NSC + % ACC + ¢

T-tests and the corresponding two-tailed p-values con-
firm that our HE demand factors are statistically significant
even at the two-tailed p values, except for the number of
scholarships (NSC) and the fixed base index of real average
monthly income (IRI). However, since the positive signs of
beta coefficients are known in advance due to the context of
the correlation between the relevant variables, we may conduct
a one-tailed test instead of a two-tailed test. Technically, that
means that we may divide the two-tailed p-values by two and
thus obtain one-tailed p-values, which in the case of NSC and
IRI are almost low enough to reject the null hypothesis of the
t-test that beta coefficients in the case of NSC and IRI are zero.
The adjusted R? indicates that the variations in the values of
the explanatory variables included in the model explained
97.8% of variance of the demand for HE, meaning that the
explanatory power of the model is very high. The number of
observations for each variable is 25 and the F-test shows that
the model as a whole is statistically highly significant.

4.2 Demand for higher education in tourism

As we can see from Figure 1, the demand for undergradu-
ate HE, regardless of the field of education in Slovenia, had

Table 1: Regression results for HE demand in Slovenia, 1980-2004

Explanatory Regression coefficient t-test Two-tailed p-value One-tailed p-value
Variables

Intercept -796896.22 -6.44 0.00 0.000
LB_ig 5.61 4.43 0.00 0.000
NA 0.60 7.51 0.00 0.000
IRI 189.11 1.73 0.10 0.051
NC 64596.64 5.44 0.00 0.000
RYU 1094.83 2.95 0.01 0.004
NSC 1.37 1.73 0.10 0.051
ACC -12601.54 -2.60 0.02 0.009
Model quality R?=0.978 SE = 3542

ANOVA: F-test = 152 Number of observations = 25

Note: LB_jg - live births lagged by nineteen years, NA - absolute number of adults aged between 30 and 60 years, IRI - fixed base index
of real monthly average income per individual, NC - total fertility rate - number of children per family, RYU - unemployment rate of
youth under 26 years of age, NSC - number of scholarships granted to students, and ACC - a dummy variable for the abolition of com-

pulsory military service.
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Figure 1: Student enrolment in vocational colleges and undergraduate HE programs in the field of tourism and in all
undergraduate HE programs in Slovenia, 1995/96-2006/07. Source: Own calculations based on data obtained from SORS
(SORS 2007, SORS 2006d, SORS 2005b, SORS 2004a, SORS 2004b and SORS 2003).

Note: UP — University of Primorska, UL — University of Ljubljana, UM — University of Maribor and HE — higher education.

mostly been increasing until the year 2006/07. It accounted for
around 46,000 of enrolled students in 1995/96 and increased
up to around 92,000 in 2005/06. Howeyver, in the year 2006/07,
it had already dropped by slightly less than 1%. These HE
movements are basically consistent with factors that are
included in our HE demand model, which predicts that the
absolute demand for HE in Slovenia is expected to slow down
and even decline in the future. If we compare movements of
demand for HE in the field of tourism with the movements
of demand for HE in general we can observe some similar
development patterns.

At the University of Ljubljana, the number of students
enrolled at the Faculty of Economics, program tourism, had
been increasing since 1995/96, but decreased in the year
2006/07 by 17%. At the University of Maribor, the number of
students enrolled at the Faculty of Economics and Business,
program tourism, had been increasing until 2002/03, but
started to decline after that and decreased by around 20%. At
the University of Primorska, the steeply increasing number of
students enrolled at the Turistica-College of Tourism PortoroZ
stabilized in the year 2003/04 and has been fluctuating since
then. The number of students enrolled at the two-year voca-
tional colleges in the field of tourism had been increasing
quite steeply in the first eight to nine years. Since 1995/96,
the annual growth rate of student enrolment amounts to 24%
on average, taking into account the whole eleven-year period
observed. However the growth rate of student enrolment in
the last year 2006/07 amounts to only slightly more than 1%.

An important determinant of the dynamics of the demand
for HE in the field of tourism might well be the dynamics of
the demand for tourism. The demand for tourist offers and
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tourist services in Slovenia has been increasing over the last
eleven years. After some fluctuations at the end of the 1980s
and at the beginning of the 1990s, due to the Slovenian inde-
pendency process and associated political and economical
instabilities in the region, the overall number of tourist over-
night stays and tourist arrivals has been increasing steadily as
can be seen from Figure 2. The number of tourist overnight
stays has increased by 31% and the number of tourist arrivals
by 58%. This means that there are more tourists coming to
Slovenia, but they stay for a shorter period on average.

The increase in tourist overnight stays has exclusively
been due to the increase of foreign tourist overnight stays by
84%. The share of foreigners in all tourist overnight stays in
Slovenia has also been increasing from 40% to 60%. However,
the number of domestic tourist overnight stays has actually
decreased by 6% in the last eleven years. There has been a
similar pattern in the number of tourist arrivals in Slovenia. Its
increase has mostly been due to the increase in foreign tourist
arrivals by 120% over the last eleven years, while the number
of domestic tourist arrivals has increased by only 3 %. The
share of foreigners in all tourist arrivals has also been increas-
ing from 45% to 65%. We can see that the increase in demand
for tourist services in Slovenia has occurred mostly as a result
of the increased demand of foreign tourists, an increase which
is expected to continue also in the future.

Basically the reasons why the demand for tourism in
Slovenia has been increasing are related to: its opening to
the outside world and its entering European Union, potential
tourists better informed about Slovenia and its tourist attrac-
tions, to a certain extent an increasing disposable income and
disposable free time of potential tourists, lower prices of travel
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Figure 2:Number of tourist overnight stays and arrivals of domestic and foreign tourists in Slovenia, 1995-2006. Source:
Own calculations based on data obtained from the Slovenian Tourist Board (STO 2006)

and staying in Slovenia compared to most other European
countries, as well as an increase in general trends of fashion
and habits, which are universally favourable to the tourism
demand. (Gomezelj and Mihali¢ 2008).

Finally, we look closer at the development of the number
of scholars enrolled at the Turistica-College of Tourism
Portoroz, which has become one of the most important sup-

pliers of higher education in the field of tourism in Slovenia
(Bojnec and Kribel 2004). We wanted to confirm that factors
of demand for HE in general play a similar role also in the
case of demand for HE in the field of tourism. We chose as an
example a factor measuring social conditions, which is prox-
ied by the amount of financial aid in the form of scholarships
in the case of the Turistica-College of Tourism Portoroz. In
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Figure 3:Scatter diagram for the number of students enrolled at the Turistica-College of Tourism PortoroZ and for the number
of students receiving the scholarship at the Turistica-College of Tourism PortoroZ in Slovenia, 1995/96 — 2006/07

Spearman correlation coefficient (ry,x) = 0.91

Source: Own calculations based on data obtained from SORS (SORS 2007, SORS 2006d, SORS 2005a, SORS 2005b, SORS 2004a,
SORS 2004b and SORS 2003, SORS 1999, SORS 1998, and SORS 1997)
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the observed period 1995/96-2006/07, the number of students
enrolled at the Turistica-College of Tourism PortoroZ who
have been receiving a scholarship has increased by 4.5 times
and the number of students enrolled at the Turistica-College of
Tourism PortoroZ by 7.8 times. As is evident from the scatter
diagram in Figure 3, there is a strong association between the
number of enrolled and the number of scholars at the Turistica-
College of Tourism Portoroz. The association is close to being
linear. Therefore, we measured it with the Spearman correla-
tion coefficient. Its value (r=0.91) confirms that the correlation
is very strong and positive.

5 Conclusion and policy implications

In this paper we have investigated the demand for tourism and
demand for HE in the field of tourism. We have tried to iden-
tify some general factors of demand for HE as well as some
specific factors of the demand for HE in the field of tourism.

According to the first research question, we first devel-
oped and empirically tested the HE demand regression model
for Slovenia. The data used in the regression analysis refer
to the time period of Slovenian transition from a centrally-
planned self-managed system to the market economy and
to Slovenian independence, and further to Slovenia’s rapid
adjustments towards EU membership. Therefore some of
the analysed socio-economic circumstances embedded in a
regression model might well be affected by these economic
and political changes, which might be separately analysed by
factor analysis in our further investigation. However, there
are some factors, e.g. demographic changes, which have their
roots back in the 1950s, so they definitely cannot be a result of
the changes at the end of the 1980s and early 1990s.

We showed that the importance of demographic changes,
namely the importance of declining fertility and the increasing
absolute number of adults is not negligible in the case of the
demand for HE in Slovenia. Negative fertility trends in the
long run decrease absolute demand for HE from the young.
On the other hand, the increasing number of adults and their
increasing participation in HE, due to the increasing popularity
of the lifelong learning concept and also to the need for their
further education, slightly increased the demand for HE.

There are many other socio-economic factors which
mostly affect absolute demand for HE through the relative
demand for HE. We found a positive association between the
material or financial conditions of families and the relative
demand for HE in Slovenia. Further on we found a positive
association between the size of the family and demand for
HE, not only in the long run but also in the short run . On the
one hand, the literature on previous investigations indicates a
negative immediate impact of higher fertility or the number of
children in the family on relative participation in HE through
worsening financial conditions of the family. However, this
finding refers mostly to less developed countries. On the
other hand, our research reveals a positive immediate impact
of the number of children on the absolute demand for higher
education through the absolute number of potential students
and maybe through some other factors (like values or simi-
lar), which might be hidden in behind the bigger families in
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Slovenia and which might increase even their participation
rate in HE. Most probably the negative effect is not found in
the case of Slovenia, because Slovenia is not among the less
developed countries, where a higher number of children in the
family would deteriorate the financial conditions of the family
in such a way that they would be significantly less likely to
enter higher education. Slovenia also has a social system that
at least partly compensates for the potentially worse financial
conditions of the students from bigger families.

We have proved that the opportunity cost has a negative
impact on HE in Slovenia and that the social student policy has
a positive impact on HE in Slovenia, which is also consistent
with the results of the other previous investigations. Moreover,
like in France, the abolition of compulsory military service
in Slovenia partly decreased the speculative demand for HE
from those who wanted to avoid or delay military service by
entering HE.

Our second research question refers to the analysis of the
demand for HE particularly in the field of tourism. There are
several HE study programs in Slovenia, and we can conclude
that demand for HE in the field of tourism had been increasing
quite strongly until the beginning of this century. However in
recent years that demand has gradually started to slow down
or even to decrease in the case of many study programs in the
field of tourism.

The third research question is focused on differences and
specific features in the development of the demand for HE in
the field of tourism compared to the demand for HE in general.
It is evident that the pattern of the movements of demand for
HE in the field of tourism in the observed period had been
very similar to the pattern of the movements of demand for
HE in general. We may believe that there are many common
factors of demand for HE, which are general and which have
a very similar impact on the demand for HE particularly in
the field of tourism, just as they have in general, regardless
of the study field. Demand for HE in the field of tourism had
therefore been affected by the demographic factors, financial
factors of families, opportunity costs of HE which students
face, and the amount of available scholarships, as is evident
from the correlation analysis of the number of scholarships
and the number of enrolled students at the Turistica-College
of Tourism PortoroZz, and similar.

However, there must be some specific factors which have
an impact on the demand for HE particularly in the field of
tourism, as already indicated in the literature review. One
factor is definitely the dynamics of the demand for tourism in
Slovenia. The demand for tourist services in Slovenia has been
increasing and is expected to do so also in the future. That
increase in demands for tourist services naturally boosts the
demand for HE in the field of tourism. However the demand
for more educated labour employed in the field of tourism as
a factor of demand for HE in the field of tourism is not strong
enough to sufficiently increase the demand for HE in the field
of tourism. Consequently, there is a gap between the need for
properly educated labour employed in the field of tourism and
its supply. The need for more numerous and better educated
tourist labour is only partly matched by the demand for HE
education in the field of tourism.
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Our recommendation to the government would be to
influence demographic, social and economic circumstances of
HE through its population and socio-economic policies. Public
actions should be designed in such a way as to mitigate the
negative structural changes in demand for HE in the field of
tourism. The government might boost demand for HE in the
field of tourism through a particular increase in the amount
and the number of scholarships for students in the field of
tourism and through other actions which have an impact on the
living and study costs of students in the field of tourism. On
the other hand, to adapt to the very negative demographic cir-
cumstances, the government should take actions which would
encourage internationalisation of HE in the field of tour-
ism and so compensate for the lack of domestic students by
attracting foreign students. In this way the government might
also contribute to the development of an advanced knowledge
based society in Slovenia as well as to the economic growth
and social cohesion, which also are important goals of the
Bologna declaration and the EU.
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Dejavniki povprasevanja po visokoSolskem izobrazevanju in povprasevanje po izobrazevanju na podrocju turizma v
Sloveniji

Clanek raziskuje povprasevanje po visokosolskem izobrazevanju v Sloveniji in sicer v splosnem ter na podrogju turizma s
pomocjo uporabe regresijske analize ¢asovnih vrst. Ugotavljamo pozitivno in statisticno znacilno povezavo med visokoSolskim
izobrazevanjem na splosno ter med demografskimi in socio-ekonomskimi okoliS¢inami. Demografski trendi v glavnem
upocasnijujejo ali celo zmanjSujejo povpraSevanje po visokoSolskem izobrazevanju, medtem ko socio-ekonomski dejavniki
vecinoma vzpodbujajo povpraSevanje po visokoSolskem izobrazevanju. Vendar pa so ugodni demografski dejavniki ze prev-
ladali nad neugodnimi socio-ekonomskimi dejavniki, kar se kaze skozi upadanje stopenj rasti absolutnega povpraSevanja
po visokoSolskem izobrazevanju. Analizirali smo gibanje povpraSevanja po visokoSolskem izobrazevanju na podrocju tur-
izma v zadnjih letih ter ga primerjali z gibanjem povpraSevanje po visokoSolskem izobrazevanju na splosno ter z gibanjem
povpraSevanja po turizmu v Sloveniji. PovpraSevanje po turisticnih storitvah je dejavnik, ki vzpodbuja povpraSevanje po
visokoSolskem izobrazevanju na podro¢ju turizma. Na koncu so izpeljani nekateri zakljucki glede dejavnikov povprasevanja po
visokoSolskem izobrazevanju v Sloveniji na splosno ter na podro¢ju turizma ter predlagana nekatera priporo¢ila za nacionalno
politiko izobrazevanja.

Kljuéne besede: Model povprasevanja po visokoSolskem izobraZevanju, demografija, turizem, ¢loveski kapital, Slovenija

266



Organizacija, letnik 43

Razprave

Stevilka 6, november-december 2010

Prenos znanja znotraj organizacije:
vplivni dejavniki in viloga zaposlenih
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Prispevek obsega pregled literature s podro¢ja managementa znanja, ki specificno obravnava proces prenosa znanja, in
rezultate Studije primera majhnega slovenskega IT podjetja. Rezultati raziskave kaZejo na to, da zaposleni razlicno zazna-
vajo pomembnost posameznih vplivnih dejavnikov prenosa znanja, kar vodi do razli¢ne kriti¢nosti zaposlenih do teh dejavni-
kov in vpliva na njihovo odloCitev o posredovanju in prejemanju znanja. V okviru predstavljene Studije primera so zaposleni
veliko pozornost namenili managementu, nagrajevanju, komunikaciji in zaupanju. Navedenih dejavnikov pa nikakor ne gre
obravnavati lo¢eno od ostalih, saj je iz Studija vidna soodvisnost vseh vplivnih dejavnikov. Raziskava je pokazala, da se tudi
v majhnih organizacijah sreCamo z veliko kompleksnostjo prenosa znanja, kar je bilo do sedaj raziskano in potrjeno le na

primerih velikih organizacij.

Kljuéne besede: management znanja, prenos znanja, IKT, management, zaupanje, komunikacija

1 Uvod

Znanje v organizaciji predstavlja vir konkuren¢ne prednosti,
pri Cemer prednost izhaja iz integracije znanja v procese in
postopke in ne iz znanja samega, saj to domuje v glavah posa-
meznikov (Grant, 1996: 380). Kljucna pri tem je sposobnost
organizacije za ucenje in uporabo znanja (Prusak v Marti,
2001: 150). Organizacije zato razvijajo management znanja,
da bi znanje ucinkovito $irile med zaposlene in $irSe med ude-
leZence organizacije (Gupta et al., 2000: 19).

Prenos znanja predstavlja enega izmed procesov v okviru
managementa znanja in obsega prenos tihega in eksplicitnega
znanja med udeleZence procesa. Na pripravljenost ponudnika
znanja, da bo znanje posredoval, in na pripravljenost iskal-
ca znanja, da bo znanje poiskal in uporabil, vplivajo Stevilni
dejavniki. Preucevanja le teh sta se Smith in McKeen (2003)
lotila na nacin, da sta organizacijsko okolje razdelila na $tiri
segmente: socialno okolje, urejenost organizacije, manage-
ment in informacijsko-komunikacijsko tehnologijo ter znotraj
vsakega izmed njih raziskala vplivne dejavnike. Urejenost
organizacije obsega vizijo, poslanstvo, cilje in strategijo orga-
nizacije, strukturo in kulturo. Management ima klju¢no vlogo
pri nagrajevanju in motiviranju zaposlenih. Socialno okolje
opredeljujeta zaupanje in komunikacija med udeleZenci, infor-
macijsko-komunikacijska tehnologija pa predstavlja tehnicni
kontekst prenosa znanja.

Namen prispevka je empirino preveriti dejavnike, ki
po Smith McKeenovem modelu vplivajo na prenos znanja.

Raziskava temelji na predpostavki, da zaposleni pripisujejo
posameznim dejavnikom razlicen pomen in so skladno s tem
do nekaterih dejavnikov bolj kriti¢ni kot do drugih. V kolikor
management organizacije pozna pomen, ki ga zaposleni pri-
pisujejo posameznemu dejavniku, pa lahko z relativnho ome-
jenimi ukrepi in majhnimi spremembami pospesi ali bistveno
izboljSa prenos znanja znotraj organizacije, s tem pa posredno
izboljSa tudi uspesnost celotne organizacije.

Prispevek je razdeljen na pet delov. Uvodnemu delu sledi-
jo teoreti¢na izhodisCa. V tretje delu je opisana metodologija
raziskave in predstavljen potek raziskave. V Cetrtem delu so
predstavljeni rezultati raziskave. Temu sledi Se sklep in pripo-
rocila za nadaljnje delo.

2 Teoreticna izhodiSca

Na uspesnost prenosa znanja vplivajo iskalec znanja, ponudnik
znanja in medij prenosa (Awad in Ghaziri, 2004: 250). Kljuc-
no vlogo imajo pri tem udeleZenci v prenosu, saj veljajo tako
za kreatorje znanja kot tudi za glavne ovire razvoju in spreje-
manju novega znanja (Oltra, 2005: 71).

Pri prenosu znanja ni nacina, ki bi ga lahko opredelili kot
najprimernejSega. Awad in Ghaziri (2004: 256-261) menita, da
je najuspes$nejsi nacin prenosa znanja neposredno sodelovanje
z drugo osebo, pri cemer Argote (1993: 43) opozarja na obcut-
ljivost samega procesa, ki je zaradi posebnega razmerja med
ljudmi, tehnologijo in okoli§¢inami vedno edinstven. Cerneli¢
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Tabela 1: Kronoloski pregled Studij s podrocja prenosa znanja

1990-1999

2000-2005

2006-2010

Morris & Moberg (1994)
- vpliv zaupanja na prenos znanja

Szulanski (1996)

- znanjski delavec in prenos znanja

- dileme znanjskega delavca

S

Grant (1996)

- vpliv organizacijske strukture na pre-
nos znanja

Kim & Mauborgne (1997)
- posten proces v delovanju organizacije

Leidner, Kayworth & Mora-Tavarez
(1999)

- vpliv komunikacije na odnos in zaupa-
nje med Clani

Hansen, Nohria & Tierney (1999)

- strategija managementa znanja kot del
poslovne strategije

- zagotavljanje konkuren¢ne prednosti z
upravljanjem znanja

Bontis (1999)

- pretok znanja po organizaciji

- prednosti organizacij, ki skrbijo za
pretok znanja

De Long & Fahey (2000)

- vpliv organizacijske kulture na doje-
manje in upravljanje znanja v organi-
zaciji

Gupta, Iyer & Aronson (2000)
- pomen zaposlenih pri upravljanju zna-
nja

Bukowitz & Williams (2000)
- razli¢ne oblike zaupanja znotraj orga-
nizacije in njihov vpliv

Rolland & Chauvel (2000)
- zaupanje kot edini in najpomembnejsi
Pogoj za izmenjavo znanja

Nonaka, Toyama & Konno (2000)

- znanjska vizija organizacije

- vloga managementa pri upravljanju
znanja

Gupta & Govindarajan (2000)

- vpliv kulture organizacije na najSirSe
vedenje zaposlenih

- nagrajevanje timskega dela

Connelly (2000)
- prenos znanja v organizaciji

Alavi & Leidner (2001)
- vloga IKT pri upravljanju znanja v
organizaciji

Wenger, Snyder & McDermott (2002)
- vpliv motivacije na prenos znanja
- nagrajevanje prenosa znanja

Gottschalk (2002)
- management znanja v organizacijah

Abrams, Cross, Lesser & Levin
(2003)

- zaupanje, ki temelji na naklonjenosti,
in zaupanje, ki temelji na kompetent-
nosti, kot klju¢ni obliki zaupanja za
prenos tihega in eksplicitnega znanja

- vpliv skupnega jezika na prenos zna-
nja

Cerneli¢ (2006)
- medsebojna vplivnost zaupanja in
komunikacije

Tavcar (2006)
- vpliv poslanstva, ki temelji na znanju,
na delovanje organizacije v celoti

Kovac (2006)
- oblikovanje ucece organizacije

Hew & Hara (2006)

- dejavniki, ki spodbujajo in zavirajo
prenos znanja

-vloga IKT

Marks, Polak, McCoy & Galetta
(2008)

- vloga managementa pri upravljanju
znanja

Props (2008)
- prenos tihega znanja

Aleksi¢ (2008)
- motiviranje v prenosu znanja

Gerjevic (2008)
- nagrajevanje in motiviranje prenosa
znanja

Rant (2008)
- dileme znanjskih delavcev

Nohria, Groysberg & Lee (2008)
- motiviranje znanjskih delavcev

Dimovski, Penger & Peterlin (2009)

- avtenti¢no vodenje v uceci se organi-
zaciji

- vloga vodje

Foss, Husted & Michailova (2009)
- vpliv individualnega konstrukta na
prenos znanja

Cumberland & Githens (2010)

- vpliv zaupanja, komunikacije, kulture,
konkurence in zorenja na prenos tihe-
ga znanja
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1990-1999

2000-2005

2006-2010

Collier (2003)

rgeron (2003)

herwal (2004)

Buckman (2004)

Morgan (2004)

dar&i€ (2005)
ra (2005)

nizacijah

Cigon (2005)

Norris, Mason, Robson, Lefrere &
- vloga IKT pri prenosu znanja
- komunikacija med organizacijo in

znanjskim delavcem

Smith & McKeen (2003)
- vplivni dejavniki na prenos znanja

Cummings & Teng (2003)
- vplivni dejavniki prenosa znanja

Becerra-Fernandez, Gonzalez in Sab-
- upravljanje znanja v organizaciji

- upravljanje znanja v organizaciji
- temeljne organizacijske vrline

- oblike kulture v organizacijah
Dimovski, Penger, Skerlavaj & Zni-
- uceca se organizacija

- obravnava informacijskega manage-
menta in managementa znanja v orga-

- vodenje v uceci organizaciji

Inkpen & Tsang (2005)
- vpliv zaupanja pri prenosu znanja

Tubatti, Masciarelli & Simboli (2010)
- vloga IKT pri komuniciranju in preno-
Su znanja v organizaciji

Sabrautzki (2010)
- kultura, ki pospeSuje prenos znanja
- vplivni dejavniki

Yu, Lu &Liu (2010)
- dejavniki, ki vplivajo na prenos znanja
v virtualnih skupnostih

Sie & Yakhlef (2010)

- motivacija strokovnjakov za prenos
znanja zacetnikom

- vpliv strasti do strokovnega dela na
prenos znanja

Chatzoglou & Vraimaki (2010)
- kultura, ki pospeSuje prenos znanja
- vloga nagrajevanja

(2007: 85) tako posplosuje: »[...] oblika prenosa znanja je pra-
va, Ce je prilagojena konkretnim zahtevam.«

V nadaljevanju je podan kronoloski pregled $tudij, ki so
bile izvedene na podrocju prenosa znanja v obdobju 1990-2010
in so bile avtorjema prispevka dosegljive v Casu raziskave.

Na podlagi navedene literature in skladno s Smith McKee-
novim modelom so teoreti¢na izhodi$¢a razdeljena v posamez-
ne sklope: vizija, poslanstvo, cilji in strategija organizacije,
struktura organizacije, organizacijska kultura, management,
nagrajevanje in motiviranje, zaupanje, komunikacija ter infor-
macijsko-komunikacijska tehnologija in v nadaljevanju kratko
opisana.

2.1 Vizija, poslanstvo, cilji in strategija podjetja

Organizacija, ki si Zeli kontinuirano nastajanje znanja, potre-
buje vizijo, ki usklajuje in povezuje vse njene sestavne dele,

kar je klju¢na naloga vrhnjega managementa. Znanjska vizija
nudi usmeritev za znanjski proces in odgovarja na vprasanja,
katera znanja so za organizacijo pomembna. Ponuja vodila za
vrednotenje znanja, ki ga organizacija ustvarja, ter podpira
nastanek zavezanosti pri ustvarjalcih znanja (Nonaka et al.,
2000: 23-24). »Temeljna usmeritev v znanje pomembno vpli-
va na delovanje organizacije in sploh na vse sestavine politike
organizacije [...], na cilje in strategije za doseganje teh ciljev,«
pravi Tavcar (2006).

2.2 Struktura organizacije

V vsaki organizaciji sta prisotni dve strukturi: formalna in
neformalna. Za uvedbo managementa znanja je potrebna orga-
nizacijska struktura, ki omogoca in spodbuja nastajanje in pre-
nos znanja v obliki dodelitve nalog posameznemu nosilcu ter
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omogoca ucinkovito izvedbo nalog, povezanih s konceptom
managementa znanja (Kovac, 2006: 125).

Organizacijska struktura neposredno vpliva na prenos
znanja na ve¢ nacinov. Hierarhi¢nost doloca, s kom prihajajo
zaposleni v stik in vrsto odnosa. Skozi sodelovanje geografsko
ali organizacijsko razprSenih posameznikov, ki med seboj red-
no sodelujejo, podpira management znanja. Tako sestavljene
delovne skupine omogocajo dostop do znanja SirSemu krogu
ljudi, kot pa je to mozZno znotraj tradicionalnih oddelkov. Med
udeleZenci je ve¢ sodelovanja in omogocen jim je dostop do
znanja, ki se nahaja izven organizacije. Skozi specializira-
ne strukture in vloge podpira management znanja tako, da
vzpostavi delovno mesto managerja znanja ali celo oddelka,
ki skrbi za znanje. Tradicionalna oblika sta dva oddelka ali
oddelek, ki zdruzuje raziskave in razvoj (Becerra-Fernandez
et al., 2004: 42-44).

Struktura sama po sebi lahko predstavlja oviro pri prenosu
znanja. V moc¢ni formalni strukturi se zaposleni odzivajo gle-
de na mesto, ki ga zasedajo v hierarhiji, in se prenos znanja
dogaja predvsem med zaposlenimi na istem nivoju (Connelly,
2000: 18).

2.3 Organizacijska kultura

Kultura organizacije, ki je pozitivno naravnana do znanja,

visoko ceni ucenje na delu in izven dela ter zaposlene z izkus-

njami in sposobnostmi. Inoviranje je postavljeno nad hierarhi-

jo (Dimovski et al., 2009).

Organizacijska kultura vpliva na management znanja na
Stiri nacine (De Long in Fahey, 2000):

1. Organizacijska kultura in Se posebej subkulture mocno
vplivajo na dojemanje, katero znanje je pomembno, upo-
rabno v smislu zanimivosti in nekaj velja v organizaciji.

2. Kultura definira odnos med organizacijskim in indivi-
dualnim znanjem ter doloca, kdo upravlja z doloenim
znanjem kot tudi kdo mora svoje znanje deliti s sodelavci
in komu tega ni potrebno poceti.

3. Kultura definira percepcijo in obnaSanje ter na ta nacin
definira kontekst socialnih interakcij kot tudi uporabo
znanja v doloCenih situacijah.

4. Kultura oblikuje procese nastajanja, sprejemanja in razsir-
janja znanja znotraj organizacije.

Organizacijska kultura [...] predstavlja temelj za odziv
zaposlenih do prenosa znanja. Za kulturo, ki podpira prenos
znanja, je znacilna odprtost lanov do prenosa znanja, priprav-
ljenost do ucenja in mentorstva drugih, prosta izmenjava idej
in uporaba znanja iz drugih virov. Tovrstna kultura presega
vedenje vsakega posameznika, njen cilj je doseci zavezanost
zaposlenih ciljem organizacije (Smith in McKeen, 2003).

2.4 Management

Vloga managerjev in managementa je v sodobnih organizaci-
jah drugacna, kot so jo imeli v preteklosti (Leidner et al., 1999:
27). Dimovski et al. (2005: 43) pravijo, da se je izoblikovala
peta generacija managerjev, ki se ukvarja predvsem z ucinko-
vitim vodenjem, katerega bistvo je spodbujanje, usposablja-
nje in razvijanje znanja celotne organizacije. Danasnji vodje
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morajo ve€jo pozornost posvecati okolju kot pa pravilom,
svetovati raje kot povedati, vprasati raje kot podati odgovore.
Rezultat je razSirjen sistem sprejemanja odlocitev, v katerem
morajo sodelovati vsi ¢lani (Bukowitz in Williams, 2000: 353).

Management ima klju¢no vlogo pri oblikovanju odnosa
zaposlenih do znanja samega. Kova¢ (2006: 124) pravi, da
mora management spodbuditi zavedanje zaposlenih, da je
znanje pomemben generator njihovega razvoja. Ustvariti mora
okolje, v katerem negujejo in vzpodbujajo zavezanost ude-
leZencev k Siritvi in prenosu znanja ter jim hkrati zagotavlja
varnost (Nonaka et al., 2000: 28). Management bi moral stalno
spodbujati in sporocati zaposlenim, kaj od njih pri¢akuje, in na
ta naCin uravnavati obnaSanje zaposlenih v organizaciji (Marks
et al., 2008: 62).

2.5 Nagrajevanje in motiviranje

Z vidika managerja je osnovni namen nagrajevanja motivira-
nje. Nagrade so lahko denarne, stvarne ali psiholoSke narave
(Zupan, 2001: 116). Uspesni managerji se zavedajo, da je
placa le eden izmed nacinov motiviranja znanjskega delavca
(Bergeron, 2003: 73). Z denarnimi nagradami naj bi jasno loci-
li med zaposlenimi z odli¢nimi, srednjimi in slabimi rezultati
(Nohria et al., 2008: 81). Buckman (2004: 134) meni, da se
denarne nagrade hitro spremenijo v pravico in izgubijo moc
motivacije, zaradi Cesar je nujno, da management nagrajuje
tudi na druge nacine. Eden takih nacinov naj bi bil zagotavlja-
nje avtonomnosti in prenos moci na zaposlene.

Malhotra in Galletta (2003) motivacijo znanjskih delav-
cev, strokovnjakov in managerjev obravnavata skupaj z zave-
zanostjo, saj kot pravita, je za uspeh implementacije in
delovanje managementa znanja potrebno oboje. Zavezanost,
ki temelji na ponotranjanju organizacijskih vrednot in ciljev,
zagotavlja dolgotrajen pozitivni u¢inek. Posamezniku se tedaj
posredovanje znanja zdi popolnoma normalno dejanje, kar po
Wengerju et al. (2002: 182) prinasa dilemo, kako spodbuja-
ti tovrstno vedenje s stvarnimi nagradami, saj sta motivacija
za tak8no ravnanje predvsem ponos in identiteta. Zaposleni
cenijo zadovoljstvo, ki izhaja iz poslovnega sodelovanja in
zavezanosti velikim projektom. V skupnih praksah je primar-
ni motivator priznanje s strani sodelavcev, v organizacijah pa
ljudje, ki znanje posredujejo redno in velikokrat, Zelijo, da se
jim prizna njihov doprinos.

Dandanes je timsko delo pomembnejse od individualnega,
zaradi Cesar je nujno spodbujanje in promoviranje timskega
dela tudi skozi sistem nagrajevanja. Nagrajevanje tima name-
sto posameznika spodbuja dolgorocno ustvarjanje dodane
vrednosti, saj so ¢lani motivirani k stalnemu ucenju in izpo-
polnjevanju znanja za dosego skupinskih ciljev, ki so sestavni
del ciljev organizacije (Dimovski et al., 2005: 208). V kolikor
je posameznik nagrajen na osnovi rezultatov skupine, poteka
prenos znanja intenzivneje kot pa v primeru nagrajevanja na
osnovi individualnih rezultatov (Connelly, 2000: 45).

2.6 Zaupanje

Bukowitz in Williams (2000: 196) pravita, da so znotraj orga-
nizacije prisotne tri oblike zaupanja, ki razli¢no ucinkujejo
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na zaposlene. Zaupanje v organizacijo zagotavlja zavezanost
zaposlenih do organizacijskih ciljev. Zaupanje v sistem zago-
tavlja vracilo na osnovi vlozka, ki ga udeleZenec pusti v orga-
nizaciji. Zaupanje v ljudi zagotavlja eti¢no uporabo znanja,
ki ga je nekdo prispeval. Zaupanje v katerikoli obliki olajSa
proces sodelovanja med udeleZenci.

Za prenos znanja je nujno zaupanje obeh strani, tako
iskalca kot tudi ponudnika znanja. Oseba, ki sprasuje po infor-
macijah ali i$Ce nasvet, se izpostavlja, saj priznava, da necesa
ne ve. Zaupanje, ki temelji na naklonjenosti, osebi omogoca,
da vprasa kolega po informacijah ali nasvetu brez vseh zadrz-
kov in strahu, da bi na ta nacin ogrozila svoj ugled. Za prenos
znanja sta klju¢ni dve obliki zaupanja: zaupanje, ki temelji na
naklonjenosti, in zaupanje, ki temelji na kompetentnosti. Do
uspesnega prenosa znanja pride najlazje takrat, ko sta prisotni
obe obliki zaupanja, Ceprav velja opozoriti, da obliki zaupanja
nista soodvisni (Abrams et al., 2003: 65).

Poleg zaupanja v ¢lane organizacije je za prenos znanja
nujno tudi zaupanje v organizacijo. Zaposleni, ki organizaciji
in sodelavcem zaupajo, Cutijo odgovornost in obveznost do
organizacije (Ford, 2001: 3). Pomanjkanje zaupanja v organi-
zacijo spodbuja zaposlene na vseh nivojih, da skrivajo znanje
in postanejo sumnicavi do sodelavcev in organizacijskih pro-
cesov. Zaupanje pomeni popolno in dosledno komunikacijo
ter dokazano pripravljenost organizacije za vkljuevanje zapo-
slenih v procese odlocanja. Organizacija se mora truditi, da
postane zaupanje del organizacijske kulture (Awad in Ghaziri,
2004: 25).

2.7 Komunikacija

Znotraj organizacije se nahaja veliko Stevilo sticnih tock, ki
managementu omogocajo komunikacijo z znanjskim delav-
cem in izmenjavo vrednosti. Z vidika znanjskega delavca
predstavljajo tak$ne toCke organizacijsko okolje, bonitete, sku-
pinsko delo, moZnosti izobraZevanja, opremljenost laboratori-
jev, z vidika organizacije pa so nekatere od navedenih skupne
sticne tocke (npr. skupinsko delo), prevladujejo pa druge
oblike: elektronska posta, splet, telefon oz. oblike, kjer lahko
pride do prenosa znanja in kjer organizacija lahko dostopa do
dodane vrednosti, ki jo prinasa znanjski delavec. Organizacija
mora biti v komunikaciji z znanjskim delavcem jasna in kon-
sistentna ter mora jasno opredeliti odnos daj-dam (Bergeron,
2003: 65-66).

Za znanjske organizacije je pomembno, da je vsa komu-
nikacija, ki poteka v organizaciji odprta, saj na ta nacin mana-
gement gradi zaupanje med C¢lani samimi kot tudi v organi-
zacijo. Odprta komunikacija nastaja z vkljucevanjem clanov
organizacije v sprejemanje odlocitev in izmenjavo kriti¢nih
informacij, ob¢utkov ter zaznavanj med zaposlenimi in mana-
gementom (Mishra in Morrisey, 1990 v Ford, 2001: 23).

2.8 Informacijsko-komunikacijska tehnologija

Informacijsko-komunikacijska tehnologija (IKT) je korenito
spremenila delo in delovne postopke v organizacijah. Z njenim
razmahom so se naklju¢no vzpostavile tudi odlicne okolis¢ine
za delo znanjskih delavcev. Delo znanjskega delavca v veliki

meri sestavlja komunikacija, koordinacija in sodelovanje z
delovnimi skupinami v organizaciji in z zunanjimi partnerji,
kar IKT omogoca z elektronsko poSto in virtualnimi sestan-
ki (Davis, 2002: 69). Elektronska komunikacija omogoca
nastanek novih znanj skozi izmenjavo izkuSenj, prepri¢anj in
interpretacij ter moZnostjo izrazanja novih idej (Henderson in

Sussman, 1997 v Alavi in Leidner, 2001: 118).

IKT podpira management znanja na naslednje nacine
(Gottschalk, 2002: 127-130):

1. VIKT se dogaja interakcija med informacijo in znanjem,
saj se v sistemu shranjujejo podatki in informacije, ki pos-
pesijo nastanek novega znanja.

2. Pospesuje interakcijo med timi in eksplicitnim znanjem,
saj prisili udeleZence v izraZanje tihega znanja v razumlji-
vih formah oz. v obliki eksplicitnega znanja.

3. Predstavlja osnovo za nadaljnjo strategijo kot vir dragoce-
nih podatkov, informacij in zabeleZenih izkuSenj.

4. Pripomore k procesu kombinacije znotraj SECI procesa.

5. Pripomore k Sirjenju eksplicitnega znanja znotraj organi-
zacije ali v SirSem okolju.

6. Povezuje znanje z uporabo.

IKT pa je lahko navkljub vsemu tudi ovira pri prenosu
znanja, v kolikor udeleZenci v prenosu znanja ne morejo najti
pravih besed za opis resitve problema in se zaradi tveganja, ki
ga predstavlja napa¢no razumevanje izraZzenega, raje ne odlo-
¢ijo za Sirjenje svojih izkuSenj (Hew in Hara, 2006: 309).

3 Metodologija in opis izvedbe
raziskave

Osnovna ideja raziskave je bila odkriti pomen, ki ga zaposleni
v organizaciji pripisujejo posameznemu vplivnemu dejavniku
pri prenosu znanja. Narava raziskovalnega vpraSanja je vodila
do Studije primera kot najprimernejSe oblike raziskovanja. Pri
raziskovanju sta avtorja izhajala iz teze, da ima individualno
zaznavanje pomena znanja za lastno uspeSnost in uspesnost
organizacije klju¢no vlogo za uspeSnost prenosa znanja. Pri
tem moramo upostevati kontekst, v katerem posameznik delu-
je.

Veljavnost in zanesljivost raziskave sta bila zagotovljena
z razlinimi pristopi. Znotraj raziskave je bila izvedena trian-
gulacija metod z uporabo polstrukturiranega intervjuja, kog-
nitivnih zemljevidov in ankete. V okviru intervjuja pa je bila
uporabljena triangulacija virov z oblikovanjem treh skupin
udeleZencev. Poleg tega se je ustreznost oblikovanih kognitiv-
nih zemljevidov preverila pri vodstvu podjetja. Slika 1 prika-
zuje potek same raziskave.

V obravnavani organizaciji je zaposlenih 25 mladih stro-
kovnjakov. Trije so lastniki in ustanovitelji, ki v organizaciji
delujejo kot vrhnji management in v raziskavi niso sodelovali.
Za potrebe intervjujev so bile oblikovane tri skupine udele-
Zencev, ki so Stele od 4 do 5 ¢lanov iz istega oddelka (uvajalci,
programerji, sistemska podpora strankam). Clani skupin so
bili izbrani naklju¢no. Naklju¢no je potekalo tudi zaporedje
intervjujev, ki so se izvedli znotraj casovnega razpona desetih
dni. Na osnovi ugotovitev intervjujev, izdelanih kognitivnih
zemljevidov in Studija literature je bila nato oblikovana anke-
ta, ki je bila posredovana vsem zaposlenim. Od 22 zaposlenih

A 219



Organizacija, letnik 43

Razprave

Stevilka 6, november-december 2010

1. Analiza literature

2. Oblikovanje raziskovalnih vprasanj in izbira tehnik raziskave

3. Polstrukturirani skupinski intervju
Oblikovanje vpraSanj
Pilotsko testiranje vprasanj
Izvedba intervjujev
Analiza intervjujev

4. Izdelava kognitivnih zemljevidov

5. Anketni vprasalnik
Priprava anketnega vpraSalnika na osnovi ugotovitev intervjujev, kognitivnih zemljevidov in preucevanja literature
Pilotsko testiranje vpraSalnika
Izvedba ankete
Analiza prejetih anketnih vprasalnikov

6. Interpretacija pridobljenih rezultatov

Slika 1: Potek raziskave

je anketo vrnilo 21 zaposlenih. V anketi je bila uporabljena
Likertova lestvic, anketiranci so morali oznaciti stopnjo stri-
njanja s podanimi trditvami z ocenami od 1 do 5 (1- se sploh
ne strinjam, 5- se zelo strinjam).

Omejitev raziskave predstavlja majhen vzorec tako udele-
Zencev intervjujev kot tudi vseh zaposlenih, ki so sodelovali v
anketi. Avtorja se tudi zavedata, da ponovitev opisane Studije
v isti organizaciji ne bi nujno zagotovila enakih rezultatov,
saj so se skozi Cas, ki je pretekel od konca raziskave, razvijali
doloceni odnosi, pogledi idr., kar je Mesec (1998) pojasnil kot
neponovljivost Studije primera, saj je pri ponovitvi primer Ze
drugacen.

4 Rezultati raziskave

4.1 Vizija, poslanstvo, cilji in strategija
podjetja

Med samim intervjujem se udeleZenci vizije, poslanstva ciljev
in strategije niso neposredno dotaknili. Izpostavili so zado-
voljstvo strank, kot pomemben indikator znanja organizacije
in hkrati cilj zaposlenih. Veliko so omenjali pomen znanja za
njih osebno in za organizacijo.

V anketi so se z izjemo enega udeleZenca vsi strinjali,
da je znanje eden izmed klju¢nih dejavnikov za dosego ciljev
organizacije. 76% udelezencev (16) se je strinjalo ali zelo stri-
njalo, da vizija, poslanstvo, cilji in strategija podjetja podpira-
jo vlogo in pomen znanja. 64% udeleZencev (14) pa se je stri-
njalo ali zelo strinjalo s trditvijo, da zaposleni podpirajo vizijo,
poslanstvo in cilje organizacije ter se z njimi identificirajo.

4.2 Struktura organizacije

V intervjujih so udeleZenci vseh skupin povedali, da sta v
organizaciji prisotni formalna in neformalna organizacijska
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struktura. Najvi§ji nivo formalne in neformalne strukture
predstavlja management organizacije. V formalni strukturi mu
ostali zaposleni. V neformalni strukturi, ki jo podpira direk-
tor organizacije, se vodje in ostali zaposleni nahajajo znotraj
nivoja, ki sledi managementu, in opravljajo popolnoma enako
delo. Prevladujoca neformalna organizacijska struktura omo-
goca zaposlenim neposreden dostop do vsakogar in na ta nacin
zagotavlja hiter pretok informacij, kar prikazuje kognitivni
zemljevid za skupino uvajalcev.

Enaka delovna obremenitev vseh zaposlenih vpliva na
odnos vodja podrejeni. Vodje so obremenjeni z neposrednim
delom s strankami in jim zmanjkuje ¢asa za samo vodenje
njihovih podrejenih. Zaposleni priznavajo vodjem formalno
nadrejeni poloZaj le v primeru zapletov pri sodelovanju med
oddelki.

Majhno Stevilo vseh zaposlenih vpliva na samo organi-
zacijo dela. Znotraj oddelkov zaposleni pokrivajo razlicna
podrocja dela in stalno nadgrajujejo svoje znanje tako z izo-
braZevanjem kot tudi z reSevanjem problemov. Pozitiven uci-
nek delitve dela se kaze v visoki strokovnosti in usposobljeno-
sti zaposlenih ter v dejstvu, da udeleZenci vedno vedo, na koga
se obrniti z dolo¢enim problemom. Anketa pa je pokazala tudi
na nekatere pomanjkljivosti v delitvi dela. 62% udelezencev
(13) se strinja ali zelo strinja, da je v organizaciji jasno, kdo je
za kaj zadolZen in odgovoren. 52% vprasanih (11) se je stri-
njalo, da ima potrebno avtonomijo za sprejemanje odlocitev.

Kognitivni zemljevid skupine za sistemsko podporo nam
razkriva medsebojna povezanost organizacijske strukture in
komunikacije. Clani skupine si povelini izmenjajo znanje z
ozjimi sodelavci, s katerimi neposredno komunicirajo.

4.3 Organizacijska kultura

Management organizacije Zeli, da zaposleni opravijo svoje
naloge in zadolzitve kar najhitreje in u¢inkovito, zaradi ¢esar
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se udeleZenci tezko odlocijo, koliko Casa posvetiti posamez-
nemu problemu, nalogi, ucenju. Iz kognitivnega zemljevida
skupine uvajalcev je razvidno prepricanje, da kultura ni naklo-
njena prenosu znanja, saj kontinuirano ucenje ni zaZeleno.
Kognitivni zemljevid skupine za sistemsko podporo pa prika-
zuje organizacijsko kulturo kot pozitiven dejavnik na prenos
znanja, saj so v organizaciji prisotne Stevilne moZnosti za
izobraZevanje ¢lanov. Organizacijska kultura je pozitivno zaz-
nana tudi v skupini programerjev. Iz kognitivnega zemljevida
je razvidna prisotnost velikega Stevila znanj v organizaciji in
pomoc vseh zaposlenih novemu sodelavcu.

Pozitivno naravnanost zaposlenih do znanja potrjujejo
tudi rezultati ankete, saj se je 62% udeleZencev (13) strinjalo
ali zelo strinjalo, da zaposleni pripisujejo znanju in ucenju
visoko vrednost. Pomemben element prenosa znanja je pri-
pravljenost udelezencev deliti znanje s sodelavci. 67% ude-
leZencev (14) meni, da trditev za njihovo organizacijo drZi.
Medtem ko so v intervjujih udeleZenci skupine uvajalcev
povedali, da so napake pri njihovem delu nedopustne, se je v
anketi 57% udeleZencev (12) strinjalo, da so napake dovoljene
in sprejemljive.

4.4 Management

Management zaposlene nagovarja k ucenju na nacin spraseva-
nja kolegov. Kar nekaj udeleZencev iz skupine programerjev
dvomi v primernost in ucinkovitost tovrstnega nacina ucenja,
saj naj bi prejemnik gradil znanje na osnovi Stevilnih informa-
cij razli¢nih zahtevnostnih nivojev, ki mu morda niso v celoti
razumljive.

UdeleZenci iz skupine uvajalcev so povedali, da imajo z
iskanjem informacij v organizaciji kar nekaj tezav, saj nimajo
ustaljenih postopkov, kam in na kakSen nacin naj bi shranjeva-
li informacije in programske resitve. V preteklosti so problem
reSevali v okviru internih seminarjev in predavanj, na katerih
so zaposleni predstavljali svoje doseZke in inovativne reSitve
ostalim kolegom. Potrebo po obnovitvi slednjega je razbrati iz
kognitivnega zemljevida skupine uvajalcev.

Management spodbuja zaposlene k prenosu znanja z last-
nim zgledom. Tehni¢ni direktor je vselej pripravljen prenasati
znanja in priskoCiti na pomo¢ vsem zaposlenim. Z ugotovi-
tvijo intervjujev se je v anketi strinjalo ali zelo strinjalo 75%
udelezencev (16).

4.5 Nagrajevanje in motiviranje

UdeleZenci intervjujev so kot glavno obliko nagrajevanja in
motiviranja v organizaciji navedli izobraZevanje. Na zahtevo
zunanjega partnerja izvajajo izobraZevanja, ki sluZijo spozna-
vanju novosti in osvajanju novih znanj s podrocij programskih
reSitev in sistemske podpore. Nekateri izmed udeleZencev
intervjujev so nad moznostjo izobraZevanja in samim izo-
braZevanjem navduSeni, saj vidijo v izobraZevanju rast lastne
vrednosti. Drugi pravijo, da gre pridobivanje novih znanj na
racun njihovega prostega ¢asa, in menijo, da bi bilo primerneje
izvajati izobraZevanja v sluZzbenem Casu ali ob ustrezni denar-
ni nagradi. Tretji o moZnostih izobraZevanja ne razmisljajo
kot o obliki nagrade, saj pravijo, da je to nujen pogoj, ki ga je

potrebno izpolnjevati zaradi zunanjega partnerja. Kognitivni
zemljevidi vseh treh skupin prikazujejo moZnosti za izobra-
Zevanje kot obliko motivacije, ki pa je zaradi tako pozitivnega
kot negativnega dojemanje znotraj skupin, ne moremo uvrstiti
med dejavnike, ki spodbujajo in pozitivno vplivajo na prenos
znanja v organizaciji.

V intervjujih so bili udeleZenci zelo zadrZani pri izraZa-
nju mnenja o denarnem nagrajevanju v organizaciji, kar sva
v nadaljevanju preverila z anketo. Za znanjske organizacije
je pomembno, da so njeni ¢lani zadovoljni z nagrado, ki jo
prejmejo za svoje delo, saj si organizacije na ta nacin zago-
tovijo njihovo zvestobo in zavezanost. Po rezultatih ankete v
korektnost in poStenost sistema nagrajevanja verjame le 38%
udeleZencev (8). Istih 8 udelezencev meni, da so za svoje delo
primerno nagrajeni. Le 33% udelezencev (7) se je strinjalo ali
zelo strinjalo, da management posebej nagrajuje prenos znanja
v organizaciji. 68% udeleZencev (15) meni, da imajo zaposle-
ni v organizaciji moznost za osebno rast, kar so udeleZenci
intervjujev opredelili kot izredno pomembno moZnost, ki jim
jo nudi organizacija.

4.6 Zaupanje

Iz intervjujev vseh treh skupin udeleZencev lahko izlu$¢imo,
da se s proSnjo za pomo¢ najraje obrnejo na izkuSene osebe,
ki so v preteklosti Ze dokazale svojo kompetentnost. V koli-
kor udeleZenci za reSitev problema nimajo potrebnega znanja,
morajo zaupati ponudniku, da bo posredoval pravilno resitev.
Prejemnik znanja pri¢akuje, da bo kompetenten ponudnik zna-
nja izmed vec reSitev izpostavil najprimernejSo. V kolikor se
mora iskalec sam odlocati med vec reSitvami, pa udeleZenci
obicajno izberejo resitev, ki jo na osnovi lastnega znanja in
preteklih izkusenj ocenjujejo kot najbolj$o oz. najprimernejso.
Po rezultatih ankete v znanje sodelavcev zaupa 75% udelezZen-
cev (15 od 20), Cisto vsi udeleZenci pa so se strinjali, da jim ni
tezko priznati, ko necesa ne vedo.

Eden izmed udeleZencev je izrazil obCutek, da nekateri
izmed zaposlenih ne Zelijo svojega znanja deliti z ostalimi.
Na ta nacin naj bi si zagotovili prednost pred sodelavci v raz-
merju do managementa, s ¢imer so se v nadaljevanju strinjali
tudi ostali €lani. V splo$nem pa je med udeleZenci intervjujev
vladalo prepricanje, da se za pomoc¢ lahko obrne$ na kogar
koli v organizaciji in ta ti bo pomagal. O odnosih, ki vladajo v
organizaciji, so si bili udeleZenci enotni, da so ti dobri.

Kognitivni zemljevid za skupino programerjev izkazu-
je zaupanje na osnovi medsebojnih odnosov. Skupina deluje
homogeno, pri ¢emer se udelezenci pocutijo kot ¢lani ekipe, v
kateri vlada razumevanje. Zaupanje na osnovi kompetenc je pri-
sotno med zaposlenimi v oddelku za sistemsko podporo. 1zku-
Seni sodelavci nudijo nasvete, kako reSiti problem, in priskocijo
na pomoc, ko se sistemskemu inZenirju zatakne pri stranki.
Zaupanje kot dejavnik pozitivno vpliva na prenos znanja znotraj
skupine programerjev in skupine za sistemsko podporo.

4.7 Komunikacija

UdeleZenci intervjujev menijo, da imajo v organizaciji dobro
komunikacijo. S komunikacijo povezujejo tudi uspe$nost
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organizacije, saj pravijo, da so uspesni zato, ker se razumejo.
Obicajno najve¢ komunicirajo z osebami, ki so z njimi v isti
sobi. Z neposrednimi sodelavci si izmenjajo tudi najvec¢ infor-
macij. [zmenjava poteka tako neposredno kot tudi posredno,
npr. s posluSanjem kolega, ki telefonsko reSuje problem s
stranko. Manj uspe$no je komuniciranje po elektronski posti,
saj ne zagotavlja odgovora s strani prejemnika poste, kar vodi
udelezence k prepricanju, da se je najbolje posluZevati nepo-
sredne komunikacije, saj se tedaj ponudnik znanja ne more
izmakniti in mora ponuditi odgovor. Vsi udeleZenci interv-
jujev so prepricani, da sodelovanje znotraj oddelkov poteka
bolje kot med oddelki.

Kognitivni zemljevid za skupino uvajalcev razkriva raz-
Sirjenost neposredne komunikacije kot nacina, ki zagotavlja
takojSen odgovor in posledi¢no hiter pretok informacij. Tovrst-
ni nac¢in komunikacije omogoca prevladujoca neformalna
organizacijska struktura. Med c¢lani skupine za sistemsko
podporo tece neposredna komunikacija v okviru oddelka, saj
je delo skupine za sistemsko podporo precej razlino od dela
ostalih dveh skupin v organizaciji.

Med rezultati ankete velja izpostaviti, da se je le 62% ude-
leZencev (13) se je strinjalo ali zelo strinjalo, da so dovoljeni
razli¢ni pogledi povezani s strokovnimi temami. Taisti udele-
Zenci izraZajo prepricanje, da je komunikacija v organizaciji
jasna in odkrita.

4.8 Informacijsko-komunikacijska tehnologija

Vsak kupec ima v organizaciji svojega skrbnika in namestnika
skrbnika, ki naj bi vedela za njegove posebnosti tako z vidi-
ka potreb kot tudi prilagoditve programske opreme, kar pa ni
mogoce zaradi delitve dela, saj vsak zaposleni opravlja nekaj
dela kot edina oseba v organizaciji. Del prilagoditev strankine
programske opreme ostaja tako znan samo izvajalcu naloge,
zaradi Cesar udeleZenci intervjujev menijo, da bi bilo smiselno
in nujno ustvariti primerno dokumentacijo za vsako stranko,
kjer bi natanno navedli vse informacije o izvedenih prila-
goditvah. UdeleZenci se zavedajo, da pisanje dokumentacije
ni enostavno. Eden izmed udeleZencev je dejal, da njegovo
delo temelji na dobrem poznavanju zakonodaje. Bralec doku-
mentacije bi torej moral nujno poznati zakonodajo ter imeti
vsaj pribliZno podoben nivo znanja in izkuSenj, da bi razu-
mel napisano. Navkljub zavedanju pomena dokumentacije pa
udeleZenci v vseh treh skupinah priznavajo, da si ne vzamejo
¢asa za dokumentiranje spremembe. Iz kognitivnih zemljevi-
dov za skupini uvajalcev in programerjev je razvidno, da IKT
ne zaznavajo kot dejavnik, ki bi pospeSeval prenos znanja,
kar potrjuje tudi anketa. 57% udeleZencev (12) se strinja ali
zelo strinja, da zaposleni redno vnaSajo v informacijsko-ko-
munikacijski sistem informacije, ki se nanaSajo na reSitve,
uporabljene pri strankah. Le 38% udeleZencev (8) se strinja
ali zelo strinja, da bi znanje zaposlenih po njihovem odhodu
iz organizacije ostalo zapisano v informacijsko-komunikacij-
skem sistemu.

Na vprasanje o postavitvi skupne baze znanja so udele-
Zenci iz skupine za sistemsko podporo povedali, da razmisljajo
o postavitvi wikija, kar pa zaenkrat ostaja le na papirju, saj
imajo kar nekaj pomislekov okrog izvedbe. Trenutno zapo-
sleni oblikujejo lastne baze, katerih znacilnost po njihovih
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besedah je, da so razumljive le lastniku. Za prenos znanja se
veCinoma posluZujejo elektronske poste, kar potrjuje 81%
udelezencev (17).

5 Sklep in priporocila

Vizija preucevane organizacije je postati center za informatiko
in raunalni$tvo, kjer bodo stranke na enem mestu dobile vse
kar rabijo po principu 'samo najboljSe za sprejemljivo ceno'
ali 'za taks$no ceno dobi§ najvec'. Organizacija udejanja vizi-
jo skozi strategijo, pri Cemer je strategija upravljanja znanja
del celotne poslovne strategije. Hansen et al. (1999: 109-110)
pravijo, da se morata poslovna vizija in vizija managementa
znanja podpirati. Za preucevano organizacijo tezko trdimo,
koliko se navedeni viziji podpirata, vsekakor pa po mnenju
udelezencev v organizaciji vedo, kako se bo organizacija v
prihodnosti razvijala in katera znanja bodo potrebovali, kar je
po Nonaki et al. (2001: 23-24) odgovor, ki ga nudi znanjska
vizija. Iz razmisljanj vecine udeleZencev je bilo opaziti, da so
znanje kot vrednoto ponotranjili, kar je lahko tudi razlog temu,
da udeleZenci namenjajo viziji, poslanstvu, ciljem in strategiji
organizacije relativno malo pozornosti.

Organizacijska struktura vpliva na prenos znanja skozi
svojo formalno in neformalno obliko. V preucevani organiza-
ciji je uveljavljena neformalna struktura in odprava hierarhic-
nih ravni. Odsotnost hierarhije vzpostavlja enakost med zapo-
slenimi in omogoca hiter prenos znanja, saj ni potrebno veliko
komunikacije in upoStevanje formalnih komunikacijskih poti,
kar po Grantu (1996: 381) vodi do ekonomic¢nost in ucinko-
vitosti pri prenosu. ZmanjS$an pomen formalne organizacijske
strukture pa ima tudi svojo slabo plat. Formalna struktura in
delitev dela vplivata sprejemanje odgovornosti in posledi¢no
na sprejemanje odlocitev oz. avtonomijo zaposlenih. V prime-
ru prevladujoce neformalne strukture lahko pride do pojava
izmikanja odgovornostim. Avtorja ugotavljava, da v preuce-
vani organizaciji dobra polovica zaposlenih ve, kdo je za kaj
zadolZen in odgovoren, slaba polovica pa meni, da ima potreb-
no avtonomijo za sprejemanje odloCitev, kar naju vodi do
vprasanja, kako hitro se udejanjijo dogovorjene resitve oz. ali
v praksi res velja, da hitra komunikacija, kot prednost malo-
nivojske strukture, zagotavlja organizaciji prednost pred kon-
kurenti, kar trdi Zander (v Nickerson in Zenger 2004: 626).

Za preucevano organizacijo ugotavljava tudi, da je delitev
dela ena izmed kljucnih lastnosti organizacijske strukture, ki
pozitivno vpliva na prenos znanja in delovanje organizacije v
ve¢ pogledih. Pozitiven vpliv se kaze skozi jasno opredeljeno
delovno podrocje, kar zagotavlja visoko strokovnost in uspo-
sobljenost zaposlencev ter omogoca hiter pretok informacij,
saj vsakdo ve, koga vprasati za pomoc ob nastopu dolocenega
problema.

V preucevani organizaciji management ceni tako teore-
ticno znanje kot izkus$nje, kar se zrcali tudi v odnosu zapo-
slenih do znanja. Le ti znanju in ucenju pripisujejo visoko
vrednost, kar je ena izmed znacilnosti znanju naklonjenih
kultur (Dimovski et al., 2009: 81). Kljucen element znanjsko
naravnane kulture je odprtost ¢lanov do prenosa znanja in
ucenja v najsirSem pomenu (Smith in McKeen, 2003), za kar
pa so udelezenci intervjujev izrazili pomisleke. Le-ti po vsej
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verjetnosti izvirajo iz nezaupanja do posameznih ¢lanov in bi
jih veljalo v prihodnosti natan¢neje preuciti.

Po mnenju Stevilnih avtorjev (Nonaka et al., 2001: 28;
Connelly, 2000: 40) ima management klju¢no vlogo pri pre-
nosu znanja znotraj organizacije, kar velja tudi za preucevano
organizacijo. V samih intervjujih so udeleZenci velikokrat
izpostavili, da management ne stori dovolj za prenos znanja,
pa tudi v sami anketi je bil management nizko ocenjen. Mana-
gement v preucevani organizaciji spodbuja zaposlene k ucenju
na nacin spraSevanja sodelavcev, saj naj bi tako ucenje pote-
kalo hitreje. Po Ipe (2004: 402) navedeni nacin uenja spod-
buja udeleZence k pogostejSim stikom, na osnovi katerih se v
nadaljevanju razvije zaupanje in pristnejsi odnosi, kar vodi do
hitrih in uspe$nih prenosov znanj. IzraZeni pomisleki s strani
udelezencev o tovrstnem nacinu ucenja, naju vodijo do vprasa-
nja, ali je management svoje Zelje in zahteve primerno uteme-
ljil in argumentiral. Po vsej verjetnosti je problem v pomanj-
kljivi komunikaciji, ki je poleg zgleda, politike ravnanja z
znanjem in Sirjenja skupinske zavesti na¢in, kako management
vpliva na prenos znanja (Connelly, 2000: 40). Zgled pri preno-
su znanja daje zaposlenim predvsem tehnicni direktor. Politika
ravnanja z znanjem v sami organizaciji ni celostno dorecena,
saj je raziskava pokazala na odsotnost nekaterih najbolj osnov-
nih ukrepov, npr. redna srecanja zaposlenih z namenom prenos
znanja, predstavitev znanjskih dosezkov organizacije, urejeno
arhiviranje programskih resitev.

Eden izmed nacinov za grajenje zaupanja v organizaci-
jo je sistem nagrajevanja. Le ta mora poleg denarnih nagrad
vkljucevati tudi druge oblike nagrajevanja, saj ima samo
denarno nagrajevanje kar nekaj slabosti. Navedenega se zave-
da tudi management podjetja in zaposlene motivira z moZnost-
jo za osebno rast in izobraZevanje, pri cemer zaposlenci cenijo
predvsem moZznost za osebno rast. V organizaciji zagotavljajo
avtonomnost zaposlenih, ki po Buckmanu (2004: 134) pred-
stavlja obliko nagrade, katere motivacijski ucinek naj bi trajal
najdlje, z delitvijo podrocij dela. Vendar avtonomnost sama
po sebi ne zagotavlja prevzemanja odgovornosti in je hkrati
dopustna do meje, kjer se sreca delo udeleZencev na razli¢nih
segmentih programske opreme, ki jih je potrebno uskladiti za
celostno delovanje.

Pri preucevanju dojemanja nedenarnih nagradah zasledi-
mo $e en pomemben vidik. V kolikor nagrade niso jasno opre-
deljene (kaj, zakaj, komu), so podvrZene dojemanju posamez-
nika. TakSen primer je moZnost izobraZevanja v preucevani
organizaciji. Iz intervjujev in kognitivnih zemljevidov razbere-
mo, da nekateri posamezniki cenijo to moznost, drugim se zdi
nuja, kar se sklada z Buckmanom (2004: 133-135), ki pravi,
da morajo biti v primeru nedenarnega nagrajevanja nagrade in
pravila nagrajevanja jasno opredeljena in definirana.

Na primeru preucevane organizacije vidimo, da zaposleni
zaupajo v kompetentnost sodelavcev. Prav zaupanje v kom-
petentnost sodelavcev zagotavlja prenos znanja v preucevani
organizaciji vsaj v doloceni meri, za katero pa teZko ocenimo,
koliksna je v primerjavi s celotno koli¢ino znanja, ki je prisot-
no. Morda je prav zaupanje v kompetentnost sodelavcev tisto,
ki skozi sodelovanje gradi osebno zaupanje v tolik$ni meri,
da si zaposleni dovolijo priznati, ko necesa ne vedo. Tovrstno
priznanje pripomore k utrditvi in nadaljnjemu razvoju zaupa-
nja med udeleZenci, saj zaposleni cenijo sodelavce, ki jih, ko

necesa ne vedo, napotijo na nekoga drugega in jim ne kradejo
Casa s preverjanjem lastnih teorij (Abrams et al., 2003: 73).
Med Stevilnimi oblikami zaupanja, ki jih najdemo v organiza-
ciji, je pomembno tudi zaupanje v samo organizacijo, ki se po
Gilbertu in Tangu (1998 v Ford 2001: 31) kaZe skozi uskla-
jenost ciljev organizacije s cilji zaposlenih in je v preucevani
organizaciji mo¢no prisotno predvsem skozi zagotavljanje
osebne rasti. Hkrati se nama postavlja vpraSanje, do kolikSne
mere lahko moZnost za osebno rast nadomesti nezadovoljs-
tvo z denarno nagrado. Ob dejstvu, da je vecina zaposlenih
na zacetku svojih kariernih poti in brez druZine, bi veljajo v
nadaljevanju raziskati pomembnostno lestvico posameznika v
odnosu do demografskih spremenljivk in vpliv le te na njegovo
delovanje v organizaciji.

Huczynski (1989 v Syed-Ikhsan in Rowland, 2004: 101)
je mnenja, da odsotnost velike Stevila nivojev v strukturi orga-
nizacije omogoca hitro sprejemanje odlocitev, s ¢imer se stri-
nja vecina udeleZencev raziskave. Komunikacija v organiza-
cijah s plosko strukturo je v vecini primerov neposredna tako
med managementom in zaposlenimi kot tudi med zaposlenimi
samimi. Poglavitna prednost prevladujoce neposredne komu-
nikacije v organizaciji je intenziven pretok informacij, kar pa
ne pomeni, da je komunikacija tudi odprta, saj sva na preu-
¢evanem primeru opazila zadrZanost pri izmenjavi razli¢nih
pogledov na strokovne teme. Za podoben problem Ipe (2004:
402) v svoji raziskavi ugotavlja, da izobrazba z razli¢nih
podrocij (kar popolnoma velja tudi za zaposlene v preucevani
organizaciji) povzroca udeleZencem poleg teZav z vsebinskim
sporazumevanjem tudi teZave zaradi jezikovnih razli¢nosti ter
splosnim razumevanjem problema. UdeleZenca razli¢nih znanj
dojemata isti problem na drugacen nacin, kar ob odsotnosti
skupnega strokovnega jezika lahko predstavlja nepremostljivo
razliko med njima. Poleg tega Ipe ugotavlja, da se intenziv-
nejsi prenosi znanja dogajajo v okviru istih interesnih skupin
zaradi interesnih ali prijateljskih vezi, ki se vzpostavijo med
Clani skupine. Navedeno tezo podpira ugotovitev intervjujev,
da udelezenci najve¢ komunicirajo z osebami, s katerimi si
delijo pisarno in tudi skupna strokovna zanimanja. Intenziv-
nejSa komunikacija nudi temelje za razvoj tesnejSih odnosov
in zaupanja, s ¢imer lahko pojasnimo tudi drugo ugotovitev
intervjujev, da sodelovanje znotraj oddelkov poteka bolje kot
pa med oddelki.

IKT kot vplivni dejavnik v preucevani organizaciji tako
pospeSuje kot tudi zavira prenos znanja. Podobno kot Hew in
Hara (2006: 309), ki pravita, da glavno oviro predstavlja ube-
sedenje znanja, so povedali tudi udeleZenci. Drugi problem
jim predstavlja sam pristop k izrabi moZnosti, ki jih ponuja
IKT za prenos znanja, saj ima vsaka organizacija svojo specifi-
ko in nikjer ne najdemo univerzalne reSitve. Vse skupaj dodat-
no spremlja zavedanje, da znanje hitro zastareva, kar vodi do
vprasanja o smiselnosti postavitve baze znanja, Cetudi zgolj
v obliki foruma. V majhnih organizacijah osnovni problem
rabe forumov za izmenjavo znanja predstavlja majhno Stevilo
zaposlenih, ki po Becerra-Fernandez et al. (2004: 299-301) ne
zadosti kriti¢ni masi uporabnikov. UdeleZenci se raje posluzu-
jejo elektronske poste, za kar pa Connelly (2000: 44) v svoji
Studiji ugotavlja, da se vecina izmenjave znanja po elektronski
posti dogodi v krogu oseb, ki Ze imajo stike ali odnose. Slednja
ugotovitev naju vodi k osnovnemu vprasanju o obliki odnosa,
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ki §e zagotavlja izmenjavo znanja, in naju tako vraca k zau-
panju in komunikaciji kot izredno pomembnima, morda celo
temeljnima dejavnikoma.

Na osnovi predstavljene Studije primera lahko ugotoviva,
da zaposleni v preucevani organizaciji veliko pozornost name-
njajo managementu, nagrajevanju, komunikaciji in zaupanju.
Navedenih dejavnikov nikakor ne gre obravnavati loceno od
ostalih, saj smo pri posameznih dejavnikih videli, kaj vse
lahko vpliva na obstojee stanje. Managementu preucevane
organizacije zato svetujeva celostno in enovito obravnavo vseh
vplivnih dejavnikov v procesa prenosa znanja, pri cemer pa
je nujno zavedanje, da je prenos znanja le segment v okviru
celostnega upravljanja z znanjem. Raziskava je pokazala, da se
tudi v majhnih organizacijah sre¢amo z veliko kompleksnostjo
prenosa znanja, kar je bilo do sedaj raziskano in potrjeno le na
primerih velikih organizacij. V nadaljnjih raziskavah bi prav
gotovo veljajo natancneje preuciti vpliv dejavnikov, ki deluje-
jo v prenosu znanja, v odvisnosti od demografskih znacilno-
sti udeleZencev in natanneje preuciti medsebojno vplivnost
dejavnikov.
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Prenos lastniStva in vodenja podijetja je kompleksen proces, katerega neuspeh ima za posledico izgubo sicer za prezivetje
sposobnega podjetja in delovnih mest. Stevilna podietja tako ne propadejo zato, ker ne bi bila sposobna preziveti, ampak
zato, ker prenos podjetja ni bil ustrezno pripravljen in izpeljan. V ¢asu gospodarske krize, ko Stevilna podjetja propadajo zara-
di izgube trgov in strateSkih potencialov, so uspesni prenosi podijetij Se toliko bolj pomembni za ohranitev delovnih mest in
gospodarsko rast. Ceprav se kot zelo pogosta nasledstvena moznost $e vedno pojavlja prenos vodenja in lastnistva znotraj
druzine, kar velja tudi za Slovenijo, pa naras¢a Stevilo drugih nasledstvnih moznosti, tudi prenos tretjim osebam. Pri zago-
tavljanju uspesnih prenosov podijetij imajo pomembno vlogo lastniki-managerji podjetij, pa tudi drzava s svojimi podpornimi
institucijami. Podporno okolje in ukrepi bi morali biti usmerjeni v olajSanje prenosa podijetij, spodbuditi podjetnike k pravoca-
snemu prenosu podjetja in potencialne podjetnike k razmisljanju o0 moznosti prevzema Ze obstojeCega podjetja, zagotoviti pa
je potrebno tudi podporne storitve (mentoriranje, strokovno svetovanje, trgi in baze podatkov prenosljivih podjetij). V prispevku
podajamo predloge ukrepov za izboljSanje podpornega okolja v Sloveniji, saj je podpora lastnikom-managerjem, ki se soocajo

z vpraSanjem prenosa podjetja v primrejavi z nekaterimi drugimi EU drzavami Se zelo skromna.

Kljuéne besede: nasledstvo, prenos tretjim osebam, trgi za prenos podijetij, Evropska unija, Slovenija

1 Uvod

Ob vzpostavitvi, razvoju in rasti podjetja predstavlja prenos
lastniStva podjetja na drugo osebo ali podjetje, ki zagotovi
nadaljevanje poslovanja podjetja, kriticno obdobje v Zivljen;j-
skem ciklu podjetja. V vecini malih in srednje velikih podjetij
(dalje: MSP) je prenos! lastniStva tesno povezan s prenosom
vodstva. Zaradi staranja evropskega (in tudi slovenskega) pre-
bivalstva lahko v prihodnosti pricakujemo naraS¢anje Stevila
podjetij v katerih bo priSlo do menjave v lastniStvu in vods-
tvu podjetja. In Ce so v preteklosti prenosi podjetji pogosto
potekali znotraj druZine, rezultati Stevilnih raziskav kazejo, da
lahko v prihodnosti pricakujemo ve¢ prenosov tretjim osebam
(Comunication, 2006:4).

Nasledstvo pa ne predstavlja prevladujocega strateSkega
razvojnega problema zgolj v MSP, zaradi ustvene obarvano-
sti e zlasti v druZinskih podjetjih (npr.: Morris et al., 1997;
Sharma et al., 2003), ampak tudi strateSki razvojni problem
nacionalnih gospodarstev in gospodarstva Evropske unije (da-

lje: EU). Rezultati raziskav kazejo, da se Stevilna nasledstva
koncajo neuspesno (npr.: Dyck et al., 2002; Miller et al., 2003;
Morris et al., 1997; Sharma et al., 2003). Lastniki-managerji
se pogosto ne zavedajo problema zagotavljanja kontinuitete
svojega podjetja. Istovetijo se s podjetjem in ker so zaposleni z
reSevanjem vsakodnevnih problemov pogosto ne morejo — ali
nocejo — posvecati pozornosti planiranju sprememb v lastnis-
tvu in vodstvu podjetja. Pogosto tudi zato, ker se ne zavedajo,
kako usodnega pomena je to za podjetje.

Uspesni prenosi podjetij imajo takoj$nje ucinke na nacio-
nalna gospodarstva in s tem na evropsko gospodarstvo. Ce
je namre¢ prenos podjetja izpeljan uspe$no, predstavlja to
pomemben dejavnik uspeSnosti za prihodnji razvoj podjetja,
saj podjetje razpolaga z izku$njami, mrezami, ugledom, refe-
rencami in kupci, ki jih novo ustanovljena podjetja Se nimajo
(Mandl, 2008: 57). Uspesno preneseno podjetja pa je pomem-
bno tudi za nacionalno gospodarstvo, saj po nekaterih podat-
kih (Transfer of SMEs, 2002: 27) obstojeca podjetja ohranjajo
v povprecju pet delovnih mest, medtem ko podjetja v ustanav-
ljanju ustvarijo v povprecju le dve delovni mesti. V prispevku

1 V prispevku bomo pojma “prenos” in “nasledstvo” uporabljali kot sinonima.
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obravnavamo razlicne mozZnosti urejanja nasledstva v MSP
(kjer posebej opozarjamo na posebnosti druzinskih podjetij)
in s tem povezano nujnost pravocasnega planiranja nasledstva
ter podporo, ki jo podjetniki v procesu reSevanja nasledstvenih
vprasanj najbolj potrebujejo. Primerjalno analiziramo sloven-
sko podorno okolje s podpornim okoljem drugih drZav ¢lanic
EU, kjer se s problemom nasledstva srecujejo Ze dalj casa in
opozarjamo na reSitve, ki lahko imajo prakticno uporabno
vrednost tudi za slovensko okolje. Posebno pozornost bomo
v prispevku namenili trgom in bazam podatkov prenosljivih
podjetij, ki postajajo vedno bolj pomembni in potrebni zaradi
narascanja Stevila prenosov podjetij tretjim osebam.

2 Proces nasledstva in nasledstvene
moznosti v malih in srednje velikih
podietjih

Prenos podjetja, ki ga razumemo kot prenos lastniStva na
drugo osebo ali podjetje z namenom nadaljevanja poslovanja
podjetja, predstavlja kriticno obdobje v njegovem Zivljenj-
skem ciklu. Lahko se odvije znotraj druZine, s prodajo mana-
gerjem ali zaposlenim, ki niso ¢lani druZine, prodajo osebam
izven podjetja ali obstoje¢im podjetjem, vkljucno s prevzemi
in zdruzitvami (Transfer of SMEs, 2002: 10). V vecini MSP
je prenos lastniStva (nasledstvo v lastniStvu) tesno povezan s
prenosom vodstva (nasledstvo v vodstvu). Prenos lastni$tva in
vodstva podjetja je zelo Custveno obarvan, Se zlasti v druZin-
skih podjetjih (Kets de Vries, 1993; Morris et al., 1997). Ce
je pri nasledstvu v lastnistvu v ospredju krvno sorodstvo, ki
daje pravico do lastniStva, naj bi bile pri nasledstvu v vodstvu
v ospredju predvsem kompetence potencialnega naslednika
(Donckels in Lambrecht, 1999: 177).

VpraSanje nasledstva $e vedno pogosto sproZi podjetniko-
va upokojitev, ki pa je le eden od razlogov. Raziskave kazejo,
da narasca Stevilo drugih razlogov, kot so: osebne odloCitve
(pred¢asna upokojitev, sprememba poklica itd.), spreminjajo-
¢e konkuren¢no okolje (spreminjajoci trgi, novi proizvodi itd.)
ali nesrece (loCitev, bolezen, smrt itd.). Vedno manj nasledstev
se bo v prihodnosti izvrsilo v okviru druzine. Razlog je vedno
manjSa pripravljenost potomcev (sinov, héera), da prevzamejo
druZinsko podjetje (Transfer of SMEs, 2002: 10, 40). Rezultati
raziskav kaZejo, da obstaja veC razlogov, zakaj se potomci ne
Zelijo prikljuciti druZinskim podjetjem, eden od najpogostejsih
je ta, da Zelijo ustanoviti lastno podjetje (Bjuggren in Sund,
2001: 13). Rezultati »Eurobarometer survey« kazejo, da kar
65 % posameznikov iz evropskih drZzav daje prednost ustano-
vitvi podjetja pred prevzemom obstojecega podjetja in to kljub
ocitni prednosti prevzema obstojecega podjetja (npr. obstojeca
struktura proizvodnje, mreza kupcev in dobro ime) (Transfer
of Businesses, 2003). V okviru raziskave PRIMA (2002), ki
je zajela 8728 lastnikov-managerjev iz 26 drZav, so prisli do
zanimivih ugotovitev o nasledstvenih planih lastnikov-mana-
gerjev in vlogi druZine pri tem. 52 % vpraSanih je odgovorilo,
da je podjetje zaradi vkljucenih Clanov druZine mocnejse,
vendar jih le 26 % meni, da bi moral biti naslednik v vodstvu
izbran izmed ¢lanov druZine. Nasprotno je raziskava, ki jo je
leta 2007 izvedlo podjetje PricewaterhouseCoopers v 1454

malih in srednje velikih druzinskih podjetjih v 28 drzavah,
pokazala, da nekoliko ve¢ kot polovica vseh tistih podjetij,
ki predvideva spremembo lastniStva v naslednjih petih letih,
namerava to spremembo uresniiti v krogu druZine. Starej-
Se kot je podjetje vecja je Zelja po ohranitvi podjetja v lasti
druzine (PricewaterhouseCoopers, 2007). V Sloveniji se je 74
% vpraSanih lastnikov-managerjev strinjalo s trditvijo, da je
podjetje mocnejSe zaradi vkljuCenih ¢lanov druZine, le 38 %
pa jih meni, da bi naslednik v vodstvu moral biti eden od ¢la-
nov druZzine (Vadnjal, 2005: 124-125). Po drugi strani rezultati
raziskave (Duh et al., 2005) glede oblik prenosa vodenja kaZe-
jo, da med anketiranimi slovenskimi lastniki-managerji (med
tistimi, ki pripravljajo prenos vodenja) prevladuje odlocitev
0 »prenosu znotraj druZine« (63,5 %), oblike kot so »prenos
zaposlenim/managementu« (11,5 %), »prenos nekomu tretje-
mu« (7,7 %), »ni naslednika/zaprtje podjetja« (1,9 %) so manj
pogoste. Glede oblik prenosa lastniStva rezultati iste raziskave
kaZejo, da med anketiranimi lastniki-managerji (med tistimi,
ki pripravljajo prenos lastniStva) prevladuje odlocCitev o »pre-
nosu znotraj druzZine« (71,4 %), oblike kot so »prenos zapo-
slenim/managementu« (2,4 %), »prenos nekomu tretjemu«
(9,5 %) in »ni naslednika/zaprtje podjetja« (2,4 %) so manj
pogoste. Ugotavljamo, da slovenski lastniki-managerji niso
naklonjeni prodaji podjetja kot mozni razresitvi nasledstvene-
ga procesa (primerjaja tudi z: LovSin Kozina, 2006).

Rezultati proucevanih raziskav kaZejo, da v slovenskem
prostoru prevladuje Zelja podjetnikov, da podjetje prevzame
nekdo izmed ¢lanov druZine, vendar nasledstvena generacija
po drugi strani Zeli ve¢ svobode pri odlocanju o vstopu v dru-
Zinsko podjetje. Nasledniki se pocutijo negotove glede svojih
sposobnosti za vodenje podjetja zaradi pomanjkanja ustrezne-
ga Solanja in mentoriranja (Glas et al., 2005). Prisotno je tudi
pomanjkanje nasledstvenih izkusenj, ker je vecina druzinskih
podjetji Se vedno v lasti generacije ustanoviteljev (Glas in Vad-
njal, 2005; Duh in Tominc, 2005; Duh et al., 2007).

ManjSe moZnosti urejanja nasledstva v okviru druZine
izhajajo tudi iz dejstva, da imajo star$i manj otrok; prav tako
bolj konkuren¢no okolje zahteva ustrezne vodstvene in podjet-
niske sposobnosti. V prihodnosti bomo tako prica ve¢ preno-
som tretjim osebam, tudi v Sloveniji. Poiskati naslednika izven
kroga druZine pa ni lahko. Starostna skupina, ki je najaktiv-
nejSa v ustanavljanju podjetij, se bo v naslednjih desetletjih
zaradi padca natalitete skr¢ila (Communication, 2006: 4), Ze
omenjena preferenca ustanavljanja podjetja napram prevzemu
obstojecega pa Se dodatno zmanjS$uje moZnosti uspesnega pre-
nosa podjetij. Za uspe$nost prenosa vodstva in lastnstva je zato
nujno pravocasno planiranje tega prenosa.

3 Planiranje nasledstva kot dejavnik
uspesenost prenosa vodstva in
lastnistva podijetja

Nasledstvo ni zgolj trenutek prenosa vodstva in lastniStva

na naslednika, ampak proces, ki lahko traja vec let. Prenos

podjetja ne poteka vedno brez teZav in zato zahteva ustrezne

priprave. Zato planiranje nasledstva povecuje verjetnost uspe-
$nosti tega procesa (Morris et al., 1997; Sharma et al., 2001),
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vendar rezultati raziskav kaZejo, da nasledstvo pogosto ni pla-
nirano pravocasno (Bjuggren in Sund, 2001: 12). Po izkuSnjah
strokovnjakov na tem podrocju traja pripravljalno obdobje pet
do deset let. Ce pa priprave in planiranje vkljuujejo tudi izo-
braZevanje in usposabljanje naslednika, je lahko to obdobje Se
daljSe (Transfer of SMEs, 2002: 11-13, 21). Sharma in soav-
torji (2003: 3) ugotavljajo, da obstaja velika prekrivnost med
aktivnostmi, ki jih raziskovalci uvr§¢ajo v proces nasledstva in
med aktivnostmi, ki jih uvr§€ajo v planiranje nasledstva.

Pri prenosu lastniStva podjetja imajo pomembno vlogo
regulativni okvirji, kot npr. pravna dolocila in dav¢ni predpisi.
Planiranje nasledstva v lastniStvu naj bi tako obsegalo aktiv-
nosti kot so dolocitev naslednika, plan razdelitve premoZenja,
oporoka, darilna pogodba in drugo (Bjuggren in Sund, 2001).
Nasledstvo v vodstvu podjetja pa je proces, katerega namen
je pripraviti naslednika za prevzem nalog vodenja. V malem
in srednje velikem podjetju je v okviru obravnav nasledstva
v srediSCu lastnik-manager — predhodnik, ki se v Stevilnih
proucevanjih enaci z ustanoviteljem. Razlog je v tem, da se
predvsem proucevanja druzinskih malih in srednje velikih
podjetij pogosto ukvarjajo s podjetji prve generacije ter preno-
som vodstva in lastniStva na drugo generacijo. Dyck in soav-
torji (2002: 145) opozarjajo, da se vse prepogosto reSevanje
nasledstvenih vpraSanj v vodstvu podjetja obravnava kot kriza
s katero se mora podjetje soolati. Ceravno lahko problema-
tika nasledstva dejansko tudi pomeni krizo, to ni nujno. Se
zlasti ne, kadar je prenos podjetja planiran. V tem primeru
lahko zamenjava vodstva predstavlja tudi stratesko priloZnost
za podjetje, predvsem za tista v porajajocih se panogah in na
dinamic¢nih trgih, kakor tudi v hitro rastocih podjetjih, ki se
s0ocajo s spremenjenimi zahtevami do vodstva in vodenja.

Rezultati raziskave izvedene v Sloveniji (Duh in Tominc,
2005) kaZejo, da manj kot 60 % (v povprecju 57,5 %) lastni-
kov-managerjev druZinskih podjetij, ki so starih 51 let in vec,
dejansko planira nasledstvo v prihodnjih petih letih. Ce oceno
potrebe po prenosu temeljimo na starosti lastnika-managerja,
pomeni to, da bo ve¢ kot ena tretjina druZinskih podjetij v
Sloveniji v naslednjih petih do desetih letih na prenos podjet-
ja nepripravljenih. »Ne nameravam se upokojiti v naslednjih
petih letih« in »planiranje nasledstva ni potrebno« sta dva
najpogosteje navajana razloga za odsotnost priprav na prenos
vodenja in/ali lastni$tva. Podobno LovSin Kozina (2006) nava-
ja, da mnogo slovenskih lastnikov-managerjev druzinskih pod-
jetij meni, da planiranje nasledstva ni potrebno; ta ugotovitev
velja Se posebej za lastnike-managerije, ki so stari manj kot 50
let. Stanje je nekoliko ugodnejse v starostni skupini nad 50 let,
vendar tudi v tej skupini kar 20 % lastnikov-managerjev meni,
da tovrstno planiranje ni potrebno.

Taks$no stanje v slovenskem prostoru kaZe na potrebo
po bolj usmerjenem pristopu k reSevanju problemov prenosa
vodenja in lastniStva v MSP-jih. V nadaljevanju zato podajamo
spoznanja o prizadevanjih za oblikovanje podpore pri prenosu
podjetij v drZavah ¢lanicah EU, predvsem poudarjamo skup-
ne aktivnosti in priporocila, navajamo pa tudi primere dobre
prakse. Tovrstne ugotovitve primerjamo s stanjem v Sloveniji
in svoje proucevanje zakljucujemo s predlogom ukrepov za
Slovenijo.
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4 Podpora podjetjem v procesu
urejanja nasledstva

4.1 Podporni ukrepi in priporo€ila drzavam
¢lanicam EU pri urejanju nasledstvenih
vprasanj

Popolni in/ali primerljivi podatki o prenosu podjetij za vse
evropske drzave ne obstajajo, prav tako ne razpolagamo s
podatki ali ocenami, koliko slovenskih MSP se bo v prihodnjih
nekaj letih soocalo z vpraSanjem prenosa lastniStva in vodenja
podjetja. Na temelju informacij iz razli¢nih nacionalnih Studij
drzav Clanic EU in njihovih ekstrapolacij so podane ocene
(Communication, 2006), da se bo v prihodnjih desetih letih
umaknila tretjina podjetnikov v EU, zlasti tistih, ki vodijo dru-
Zinska podjetja. Po ocenah bi to letno prizadelo do 690.000
malih in srednje velikih podjetij ter 2,8 milijonov delovnih
mest.

Med drzavami ¢lanicami EU je prevladalo spoznanje, da
si Evropa ne more privosCiti, da bi izgubila podjetja zaradi
tezav pri prenosu vodenja in lastniStva; pri tem Se posebej
izpostavljajo druZinska podjetja. Drzave ¢lanice EU so izobli-
kovale enotno stalis¢e, da je potrebno podpirati prenos podjetij
v enaki meri kot ustanavljanje novih podjetij (Small Business
Act, 2008: 6). Podatki namre¢ kaZejo, da obstojeca podjetja
ohranjajo v povprecju pet delovnih mest, medtem ko podjet-
ja v ustanavljanju ustvarijo v povprecju le dve delovni mesti
(Transfer of SMEs, 2002: 27). Tudi stopnja uspesnosti je pri
prenosih podjetij vi§ja kot pri ustanavljanju podjetij (Transeo,
2009: 5). Z namenom izboljSanja konkurencnosti Evrope je
zato potrebno izboljSati gospodarsko okolje in podporne ukre-
pe za prenos podjetij. Raziskave so namre¢ pokazale, da lahko
opredelimo tri vrste problemov, ki so povezani s pripravami
na prenos podjetja (Transfer of SMEs, 2002: 11-13). Prva
vrsta so psiholoski in Gustveni problemi. Stevilni podjetniki,
ki so vzpostavili in razvili svoje podjetje, se upirajo odhodu
iz podjetja in pripravam na prenos podjetja. Tako se prenos
znanja in izkuSen;j izvrSita zelo pozno, ali pa sploh ne. Obsta-
jajo torej Stevilni nevidni in Custveni problemi, ki igrajo veliko
vlogo pri prenosih, zlasti v druZinskih podjetjih. Druga vrsta
problemov se nanasa na kompleksnost procesa nasledstva in
pa dejstvo, da podjetnik nima nobenih izkuSen;j ali znanja o
ravnanju v taksni situaciji. Ni nujno, da tudi ve, na koga naj se
obrne po pomoc, ali kje naj najde potrebne informacije. Tretja
vrsta problemov izjaha iz nacionalne zakonodaje, predvsem
podjetniskega prava, davénih predpisov in administrativnih
formalnosti (npr. visoki davki na dediscino in darila, ovire pri
spremembi pravne oblike podjetja v okviru priprav na prenos
ter problemi, ki onemogocajo kontinuiteto druZabniStva, ko
eden izmed partnerjev umre ali se upokoji).

Na temelju identifikacije problemov povezanih s pri-
pravami na prenos podjetja je med drZzavami Clanicami EU
prevladalo spoznanje, da je kljunega pomena dvig zavesti
podjetnikov o potrebi pravoCasnih priprav na prenos podjet-
ja, ki je izhodiS¢nega pomena za uspeh prenosa (Transfer of
SMEs, 2002: 21). Poleg dviga zavesti so za uspeh prenosa
podjetij pomembni $e ustrezen regulativni okvir ter ustrezne
podporne strukture in storitve. Na vsa ta podrocja se nanasajo
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opredelitve v Priporocilu glede prenosa malih in srednje veli-
kih podjetij drzavam ¢lanicam EU (Commision, 1994), ki ga
je izdala Evropska komisija Ze decembra leta 1994. Pozvala je
drzave Clanice EU, da izboljSajo svoje pravno in davéno okolje
za prenos podjetij, dvignejo zavest podjetnikov o tem proble-
mu in zagotovijo podporo za prenos podjetij. Predvsem naj
drzave Clanice sprejmejo ukrepe, ki bodo usmerjeni na njihove
pravne, davéne in podporne sisteme z namenom, da:

m se lastniki zavedo problemov prenosa podjetij in da jih
vzpodbudijo k izvedbi priprav na prenos Se za Casa njiho-
vega Zivljenja; s tem namenom je potrebno vzpodbujati
javne ali privatne iniciative, ki so usmerjene k dvigova-
nju zavesti, informiranosti in usposabljanju podjetnikov
z namenom, da zagotovijo ustrezno pripravo za uspesen
prenos malih in srednje velikih podjetij;

m zagotovijo financ¢no okolje, ki bo pripomoglo k uspehu
prenosov;

s omogoCijo podjetniku pravoCasno in uspe$no pripravo
prenosa podjetja tako, da mu nudijo ustrezne postopke
(od drzav ¢lanic se med drugim zahteva, da zagotovijo
pravico do transformacije podjetja, kar podjetjem omogo-
¢a spremembo iz ene pravne oblike v drugo, ne da bi bilo
potrebno prvotno podjetje zapreti in ustanoviti novo);

m zagotovijo kontinuiteto druzabniStev in enega lastnika v
primeru smrti partnerja ali lastnika podjetja;

m zagotovijo uspeSen prenos znotraj druZine tako, da poskr-
bijo, da davki na dedis¢ino ali davki na darilo ne ogrozijo
obstoja podjetja;

s vzpodbudijo lastnika z davénimi ukrepi, da razmisli o pre-
nosu lastniStva podjetja pred smrtjo, predvsem takrat, ko
ni naslednika iz kroga druzine (npr. vzpodbudijo prenos
podjetja na zaposlene z zmanjSanjem davkov pri prenosu
delnic oz. lastniStva na zaposlene).

PriporoCilu je v marcu leta 1998 sledilo Sporocilo o
napredku na tem podrocju v drZavah ¢lanicah EU v obdob-
ju do konca leta 1996 (Commision, 1998). Novembra 2000
je bila vzpostavljena skupina strokovnjakov za prenos malih
in srednjih podjetij. Glavni namen te skupine je bila pomo¢
Evropski komisiji pri spremljanju uresni¢evanja Priporocila
iz leta 1994. Njene naloge vkljucujejo tudi spremljanje novih
pravnih, davénih in podpornih ukrepov, sprejetih v drzavah
¢lanicah EU od leta 1998 dalje (ko je bil narejen prvi pregled),
presojo ukrepov in oblikovanje predlogov nadaljnih akcij.
Ekspertna skupina je tako ugotovila, da je na razpolago veliko
podpore za prenos podjetij s strani razli¢nih institucij, vendar
je le redko ustrezno strukturirana in pogosto ne doseZe ciljne
skupine. Zato je zasnovala naslednja priporocila (Transfer of
SMEs, 2002: 44-45):

s vzpostavitev »European Business Transfer Centre«, vir-
tualne evropske platforme za koordiniranje zbiranja infor-
macij in izmenjave izkuSenj ter najboljSe prakse glede
prenosov podjetij v drzavah Clanicah ter olajSanje dela
nacionalnih centrov;

m vzpostavitev Evropske baze podatkov/trga prodajalcev in
kupcev podjetij z namenom povezovanja aktivnosti obsto-
jecih nacionalnih baz podatkov in vzpodbujanje izgradnje
baz tam, kjer jih Se ni;

m organiziranje rednih evropskih seminarjev in srecanj;

m razvoj alternativnih ali dodatnih posebnih izobrazevalnih
in managerskih orodij tako za obstojeca kot za prihodnja
mala in druZinska podjetja;

m vzpodbujanje podpornih programov in raziskav o preno-
sih podjetij;

m enako pozornost je potrebno nameniti ustanavljanju kot
tudi prenosom podjetij.

Kot odziv na porocilo ekspertne skupine je bil septembra
leta 2002 na Dunaju izveden tudi evropski seminar na temo
prenosa podjetij (Transfer of Businesses, 2002). V oktobru
leta 2002 se je zacel Se en projekt na temo prenosa podjetja
(ti. »The MAP 2002 project«). Cilj projekta je bil sproZiti
aktivnosti v sodelujocih drZavah; projekt pa je vkljuceval dve
vrsti nalog: prvi¢, pomagati drzavam ¢lanicam pri uresniceva-
nju ukrepov na kljuénih podrocjih, opredeljenih v Priporocilu
iz leta 1994, in drugic, delo na predlogih ekspertne skupine.
Izbranih je bilo sedem podrocij iz Priporocila iz leta 1994
(ukrepi za olajSanje prenosa podjetij nekomu tretjemu, posebni
ukrepi za olajSanje prenosa zaposlenim, posebna dolocila za
davke na dediscino in darilo pri prenosu, ukrepi za pravocasne
priprave na prenos, davéne olajSave za denar, prejet iz prenosa
in reinvestiran v drugo podjetje, finan¢ni instrumenti za pre-
nos podjetij) ter vsa priporoCila ekspertne skupine. V Porocilu
(Transfer of Businesses, 2003), ki je nastalo kot rezultat tega
projekta, so podane ugotovitve o aktivnostih, ki so jih posa-
mezne drZave Ze podvzele ali jih Sele planirajo podvzeti, kakor
tudi aktivnosti Evropske komisije za uresnicevanje Priporocila
iz leta 1994 in priporocil ekspertne skupine.

V prihodnosti je ena od klju€nih aktivnosti (Communica-
tion, 2004: 10), ki si jih je zadala Evropska komisija, olaj$anje
in pospeSevanje prenosa podjetij. Zadnja priporocila, ki jih je
izdala Evropska komisija drZavam ¢lanicam (Communication,
2006: 9-10) temejijo na analizi dosedanjega napredka in jih je
mogoce strniti v naslednje tocke:

m politino pozornost je potrebno nameniti tako prenosom
podjetij kot novo ustanovljenim podjetjem;

m  zagotoviti je potrebno ustrezne finan¢ne pogoje;
dvig zavesti pdjetnikov, upoStevanje »mehkih« dejavni-
kov in podpiranje mentorstev;

m organizirati pregledne trge za prenos podjetij;
zagotoviti, da so dav¢ni sistemi prenosom prijazni;
vzpostaviti ustrezne strukture za Siroko izvajanje priporocil.
Tudi Akt za mala podjetja (Small Business Act, 2008),

ki so ga drzave Clanice EU sprejele leta 2008, poudarja med

ukrepi za spodbujanje razvoja malih in srednje velikih podje-
tij ter s tem celotnega gospodarstva EU, ukrepe za reSevanje
nasledstvenih problemov. DrZave ¢lanice so tako pozvane, da
zagotovijo, da obdavCenje (zlasti davek na dedisCine in dari-
la, obdavéenje dividend in davek od premozZenja) ne bo po
nepotrebnem oviralo prenosa podjetja. Prav tako naj drzave

Clanice vzpostavijo sheme za povezovanje prenosljivih pod-

jetij s potencialnimi novimi lastniki ter zagotovijo mentorstvo

in podporo za prenos podjetja. V nadaljevanju namenjamo
nekoliko ve¢ pozornosti preglednim trgom za prenos podjetij.

4.2 Pregledni trgi in prenos tretjim osebam

Trgi, ki zagotavljajo platformo za povezovanje moznih kup-
cev in prodajalcev podjetij, zlasti tisti, ki so dostopni preko
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Tabela 1: Specificne lastnosti pri prenosu podjetij tretjim osebam

Lastnost

Opis lastnosti

Preference pri
povezovanju kup-
cev in prodajalcev

» Zaradi razli¢nih preferenc prodajalcev in kupcev je teZko najti pravo povezavo mozZnega kupca in
moZnega prodajalca istoCasno na istem obmocju. Prav tako velika vecina bodocih podjetnikov daje
prednost ustanovitvi lastnega podjetja pred prevzemom obstojecega, saj so med drugim za ustanovitev
podjetja obiajno potrebna manjsa financna sredstva kot za prevzem (po nekaterih ocenah le 40% v
primerjavi s potrebnimi sredstvi za prevzem).

* Tako je v bazah podatkov o prenosih obicajno ve¢ ponudb podjetij (2/3 oglasov) kot oglasov oseb, ki
podjetje aktivno iS¢ejo (1/3 oglasov).

Tezave pri vzpo-
stavljanju zaupa-
nja (neenakost v
obvescenosti)

* Kupci in prodajalci nimajo enakih informacij glede podjetja. Lastnik-prodajalec lahko pretirano pou-
darja dobre lastnosti podjetja in zmanjSuje pomen njegovih teZav. Obicajno tudi ne Zeli javno razgla-
Sati, da je njegovo podjetje naprodaj. Zato so podatki v bazah razmeroma splosni in nedolocni, s tem
pa oglasi niso dovolj privlacni za moZne naslednike, ki Zelijo imeti jasno predstavo o podjetju.

e VpraSanje zaupanja se postavlja tudi v povezavi z organizacijo, ki upravlja bazo podatkov o podjetjih:
podjetniki se bojijo, da podatki o njihovih podjetjih ne bodo obravnavani dovolj diskretno.

Custvene in psi-
holoske tezave

» Za dosedanjega lastnika ima podjetje tudi Custveno vrednost, ki pa je kupec ni pripravljen placati.

* Izgubo Custvene vrednosti je mogoce ublaZiti samo, ¢e je med dosedanjim lastnikom in naslednikom
posebna vez, t.j. lastnik-prodajalec in naslednik-kupec se morata ujemati tudi na custveni in psiholos-
ki ravni in ne samo na poslovni.

¢ K ustvarjanju tak$ne vezi lahko pripomorejo daljSa obdobja mentorstva, tekom katerih se dotedan;ji
lastnik postopoma umakne iz podjetja.

TehniCne teZave

* Prenos podjetja je zelo kompleksen, ker zajema prenos razli¢nih vrst premoZenja (npr. strojev, nepre-
micnin idr.), za katera veljajo posebna pravila in dav¢ni predpisi.
* Prenos pogosto zadeva vecC strank, torej ne zgolj lastnika-prodajalca in kupca, ampak lahko tudi lastni-

kovo druZino, ban¢ne ustanove idr.

Vir: Marketplaces, 2006.

interenta, so pomemben inStrument za pospesevanje uspesnih
prenosov podjetij tretjim osebam. Tako so Ze vzpostavljeni
Stevilni trgi in baze podatkov za prenos podjetij v nekaterih
drzavah clanicah EU: Overnamemarkt in Sowaccess v Belgi-
ji, Nexxt-Change v Nemciji, Passer le relais v Franciji, Borsa
delle Imprese v Italiji, Bourse d'enterprises v Luksembur-
gu, Ondernemingsbeurs na Nizozemskem, Nachfolgeborse v
Avstriji in Yrittajat na Finskem (podrobneje v: Marketplaces,
2006). Vecina teh baz podatkov je novejSega datuma in vklju-
¢ujejo le okoli 10 % vseh podjetij, ki so na razapolago za pre-
nos (Transeo, 2009). Baze se med seboj se razlikujejo glede na
geografsko pokritost (imajo nacionalno, regionalno ali lokalno
razseznost), pokrivanje sektorjev (eden ali ve¢ gospodarskih
sektorjev ali celotno gospodarstvo), pravni status organizator-
ja (javni, pol-javni ali zasebni subjekti) in drugo. Z namenom
vzpostavitve uspesnih trgov in baz podatkov o prenosljivih
podjetjih so v okviru Evopske unije leta 2004 zasnovali pro-
jekt spodbujanja preglednih trgov za prenos podjetij v Evropi.
Strokovnjaki so v okviru projekta proucevali predvsem tiste
trge za prenose podjetij in tiste baze podatkov, ki jih upravljajo
javne ali pol-javne ustanove, zlasti zbornice. Glavne ugoto-
vitve proucevanja o specifi¢nih lastnostih prenosov podjetij
tretjim osebam (Marketplaces, 2006) povzemamo v tabeli 2.
Glede na opredeljeno specifi¢nost prenosov podjetij
tretjim osebam (tabela 1 in slika 1) ter na temelju izkuSen;j
obstojecih trgov in baz podatkov so strokovnjaki v okviru Ze
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omenjenega projekta spodbujanja preglednih trgov za prenos
podjetij opredelili potrebne lastnosti trgov in baz podatkov
prenosljivih podjetij, ki jih v nadaljevanju zgoS¢eno povzema-
mo (Marketplaces, 2006: 50-57).

Baze podatkov podjetij naj ne bi bile razdrobljene.
Smiselno je vzpostaviti nacionalno bazo podatkov, ¢e to ni
mogoce, pa vsaj nacionalni portal za vse take baze podat-
kov. Nacionalne baze podatkov in portali naj bi bili povezani
tudi z bazami podatkov v drugih drzavah. Bazo podatkov naj
upravlja nevtralna in zaupanja vredna organizacija, saj je to
kljuéni dejavnik uspeha. Gospodarske in obrtne zbornice (Se
posebej, Ce je Clanstvo obvezno) ter podporne inStitucije za
podjetnistvo so najprimernejSe organizacije za upravljanje
baz podatkov. Klju¢nega pomena je, da so potencialni upo-
rabniki seznanjeni s trgi in bazami podatkov. Ozasve$cenost
je mogoce povecati z uporabo ustreznega domenskega imena,
z oglaSevanjem, seminarji ipd. Potreben je tudi minimal-
ni standard glede podrobnosti predstavljenih informacij, da
se odpravi neenakost v obvescenosti kupca in prodajalca ter
privabi ¢im ve¢ moZnih ponudnikov podjetij in kupcev. Ker
ni mogoce predvideti, katera vrsta informacij je najpomem-
bnejsa za uporabnike baze podatkov, morajo biti informacije
o posameznih podjetjih in moZnih naslednikih strukturirane
tako, da omogocajo iskanje po razli¢nih kriterijih (npr.: glede
na gospodarski sektor in dejavnost, geografski poloZaj, veli-
kost). Ker je anonimnost osrednjega pomena za ve¢ino moZnih
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Slika 1: Medsebojna soodvisnost specificnih lastnosti pri prenosu podjetij tretjim osebam

prodajalcev podjetij, se lahko kontaktni podatki in opisi, ki
bi lahko razkrili identiteto druzbe, pojavijo le z dovoljenjem
osebe, ki oglas objavlja. Pro$nje za vzpostavitev stikov pa se
lahko posljejo v anonimni postni predal ali pa stike uredi orga-
nizacija, ki upravlja bazo podakov. Organizacija, ki upravlja
bazo podatkov, mora zagotoviti tudi kakovost vnosov v bazo
podatkov ter redno preverjati njihovo veljavnost; smiselno je,
da ponudi pomoc¢ pri sestavljanju oglasov in na ta nacini zago-
tovi minimalne standarde kakovosti objavljenih informacij.
Poleg storitev odkrivanja naj bi organizacije, ki upravljajo z
bazami podatkov, zagotovile tudi dodatne storitve (npr.: infor-
macije glede izvedbe procesa prenosa, pomo¢ pri pogajanjih
in mentorstvo). Na takSen nacin bodo trgi za prenose podjetij
uspesni. Za prilagoditev in izboljSanje trgov je priporocjivo
tudi sistemati¢no spremljanje njihove uspesnosti.

Vprasanju trgov in prenosov podjetij tretjim osebam je
bila namenjena tudi konferenca na temo prenosov (izvirno:
»Transeo-First European Conference on SME Transfer«) maja
2009 v Belgiji, ki je bila med drugim namenjena predstavitvi
inciative za vzpostavitev mreZe vseh tistih organizacij in insti-
tucij, ki so tako ali drugace vkljucene v proces prenosa podje-
tij (npr.: organizacije, ki upravljajo baze podatkov, podporne
institucije v procesih prenosa podjetja, zasebne in javne sveto-
valne institucije s pravnega, finan¢nega in davénega podrocja).
Eden izmed predlogov (Transeo, 2009), ki so ga izoblikovali
udeleZenci konference, je bila tudi povezava vseh organizacij,
ki upravljajo z bazami podatkov in oblikovanje evropske ali
¢ezmejne baze podatkov o podjetjih, ki so na razpolago za
prenos, saj tovrstna baza trenutno ne obstaja.

4.3 Podpora podjetjem v procesu urejanja
nasledstva v Sloveniji

Rezultati proucevanja institucionalne podpore in ukrepov eko-
nomske politike za razvojno podporo MSP v Sloveniji kazejo,

da so vzpostavljene inStitucije podpornega okolja za MSP, ki
delujejo na nacionalni ravni in jih je ustanovila drzava (vlada),
kot npr.: Javna agencija Republike Slovenije za podjetniStvo
in tuje investicije (krajSe: JAPTI) in Slovenski podjetniski
sklad. Podporni instituciji, ki prav tako delujeta na nacionalni
ravni, sta Gospodarska zbornica Slovenije in Obrtno-podjet-
niska zbornica, obstajajo pa tudi Stevilne manjSe regionalne
ali lokalne inStitucije/organizacije, ki nudijo podporne storitve
(npr. izobraZevalne, svetovalne in druge). Vendar pa analiza
podpornih storitev kaZe, da je le-ta zelo skromna, ko gre za
pomo¢ MSP pri reSevanju nasledstvenih vpraSanj, Se posebej
ko gre za druzinska podjetja. Tako dolocena podpora MSP
obstaja v obliki seminarjev, delavnic in svetovalnih stori-
tev (npr. Obrtno-podjetniSka zbornica Slovenije). V okviru
EU projekta »Overview of family business relevant issues«
(Mandl, 2008; Duh, 2008) je bila kot primer dobre prakse na
podrocju institucionalne podpore prenosu druZinskih podjetij
v Sloveniji izbrana prav Obrtno-podjetniska zbornica Slo-
venije s ponudbo seminarjev, delavnic in svetovanj na temo
prenosa podjetja.

Analiza podpornega okolja glede prenosa MSP je poka-
zala, da so bile dolocene aktivnosti podvzete na podroc¢ju razi-
skovanja. Ve€ino raziskav na to temo v Sloveniji so izvedli v
okviru dveh univerzitetnih institutov (Institut za podjetniStvo
in management malih podjetij na Ekonomsko-poslovni fakul-
teti Univerze v Mariboru ter Center za razvoj podjetniStva na
Ekonomski fakulteti Univerze v Ljubljani). Prav tako obstaja
dolocena izobraZzevalna podpora, predvsem v obliki predme-
tov dodiplomskih $tudijskih programov (Ekonomsko-poslovni
fakulteti Univerze v Mariboru, Ekonomska fakulteta Univer-
ze v Ljubljani in GEA College-Visoka $ola za podjetnistvo).
Nobene aktivnosti pa niso bile podvzete na podro¢ju shem za
povezovanje podjetij (trgov, baz podatkov), ki so na razpola-
go za prenos, s potencialnimi novimi lastnik (Marketplaces,
2006; glej tudi Duh, 2008) in jih predvideva tudi Akt za mala
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podjetja (Small Business Act, 2008) kot enega od ukrepov za
olajSanje prenosa podjetij. V nadaljevanju podajamo predloge
ukrepov za izboljSanje podpornega okolja za prenose podjetij
v Sloveniji.

5 Sklepne misli in predlog ukrepov

Prenosi podjetij so kompleksni procesi, katerih neuspeh ima
za posledico izgubo sicer za preZivetje sposobnega podjetja
in delovnih mest. Stevilna podjetja tako ne propadejo zato,
ker ne bi bila sposobna preziveti, ampak zato, ker nasledstvo
ni bilo planirano. Zlasti na podeZelju in oddaljenih obmocjih,
kjer je gospodarstvo manj dinami¢no kot v osrednjih regijah,
pa lahko propad podjetij zaradi neuspesSnih prenosov povzro-
¢i tudi visoke socialne stroSke, ker resursov, ki jih je podjetje
uporabljalo, druga podjetja ne prevzamejo, zaposleni pa ne
najdejo primerljivega novega dela. V Casu gospodarske krize,
ko Stevilna podjetja propadajo zaradi izgube trgov in strate$-
kih potencialov, pa so uspe$ni prenosi podjetij e toliko bolj
pomembni za ohranitev delovnih mest in gospodarsko rast.
Pri zagotavljanju uspeS$nih prenosov podjetij imajo pomem-
bno vlogo podjetniki, t.j. lastniki-managerji podjetij, pa tudi
drzava. Drzava oz. njene inStitucije bi morale z ukrepi olajsati
prenos podjetij, spodbuditi podjetnike k pravo¢asnemu preno-
su podjetja in potencialne podjetnike k razmisljanju o moz-
nosti prevzema Ze obstojecega podjetja, kakor tudi zagotoviti
podporne storitve (mentoriranje, strokovno svetovanje, trgi
in baze podatkov prenosljivih podjetij). V Stevilnih drzavah
¢lanicah EU, kakor tudi na ravni EU, so izoblikovani Stevilni
podporni ukrepi in institucije, nekatere tudi novejSega datuma
kot npr. baze in trgi prenosljivih podjetij; podatki za Slovenijo
kaZejo, da je tovrstna podpora Se nerazvita. Vendar se tudi v
Sloveniji ne bomo mogli izogniti staranju populacije podjet-
nikov (upokojitev je Se vedno najpogostejsi razlog za prenos
podjetja na naslednika), ki so veCinoma ustanovitelji in brez
nasledstvenih izkuSenj ali z omejenimi moZnostmi izmenjave
izkuSenj (primerjaj: Duh et al., 2005).

Ceprav se kot zelo pogosta nasledstvena moZnost e ved-
no pojavlja prenos vodenja in lastniStva znotraj druZine, kar
velja tudi za Slovenijo, pa narasca Stevilo drugih nasledstvnih
mozZnosti, tudi prenos tretjim osebam. Pravocasnost izbire
izmed nasledstvenih moZnosti (upostevaje obstoj potencial-
nega naslednika, finan¢ne, pravne in druge moZnosti, itd.),
priprava na prenos in iskanje morebitne strokovne in druge
pomoci v tem procesu pa je seveda odvisna tudi od ozavesce-
nosti tistih, ki Zelijo podjetje prenesti, kakor tudi od informi-
ranosti 0 moZnostih prevzema Ze obstojeega podjetja tistih,
ki bi se za tak§no moznost odlo¢ili. Zato menimo, da je nujen
korak, ki ga moramo v Sloveniji storiti, ozave$Canje podjet-
nikov o pomenu pravocasnih priprav na prenos podjetja, kar
je Priporocilu glede prenosa malih in srednje velikih podjetij
drzavam clanicam EU Ze leta 1994 izpostavila tudi Evropska
komisija (Commission, 1994; primerjaj tudi Duh et al., 2005).
Ceprav dologena instutucionalna podpora v tej smeri Ze obsta-
ja (npr. aktivnost Obrtno-podjetniske zbornice), pa bi morali
ukrepi dviga zavesti doseci $irsi krog podjetij (in npr. ne zgolj
tistih, ki so ¢lani Obrtno-podjetniske zbornice). Le e se pod-
jetnik zaveda, da je prenos podjetja proces, ki zahteva dolocen
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Cas in ga je potrebno predhodno planirati, bo tudi pravocasno
zacel iskati pomo¢ in informacije pri urejanju nasledstvenih
vprasanj. Ce bo tovrstno pomo¢ zael iskati pravotasno, bo
tudi mentoriranje, svetovanje in usposabljanje uspesno. Zato
menimo, da bi tudi v Sloveniji veljajo razmisliti o tem, kako
podjetnike pravocasno ozave$Cati o nasledstvenih vpraSanjih.
Zgled je lahko primer dobre prakse pri ozave$canju podjet-
nikov, ki ga navaja raziskava »Overview of Family Business
Relevant Issues« za Nizozemsko (Mandl, 2008), kjer je mini-
strstvo za gospodarstvo skupaj s tremi organizacijam deloda-
jalcev razvilo t.i. »Transfer package««, ki vsebuje informacije
o planiranju prenosa podjetja. Prav tako pa vsako leto (prvi¢
leta 2004) posljejo podjetnikom, ki so stari 55 let, posebno
pismo, ki jih obvesca o potrebnosti pravocasnega urejanja pre-
nosa podjetja ter o moZnosti dostopa do » Transfer package«-a.

Priporocila Evropske komisije glede prenosov podjetij ter
primeri dobre prakse iz drZav ¢lanic EU kaZejo, da bi morali
tudi v Sloveniji vzpostaviti skupno bazo podatkov o prenos-
ljivih podjetjih za podjetnike, ki i§¢ejo naslednike ter tiste, ki
zelijo kupiti obstojece podjetje. Pri oblikovanju trga in baze
podatkov podjetij pa je smiselno upostevati v predhodnih
poglavjih opisane posebnosti procesov prenosov podjetij na
tretje osebe, kakor tudi ugotovitve glede potrebnih lastno-
sti trgov. Sele vzpostavitev nacionalne baze podatkov pa bo
omogocila tudi dostop do drugih nacionalnih baz podatkov
in vkljucitev v evropsko bazo podatkov. Razvijati je potrebno
tudi ostale oblike podpore, kot npr. svetovanje (pravno, davc-
no, finan¢no), mentoriranje, ban¢no podporo pri kreditiranju
prevzemov prenosljivih podjetij, ter nadaljevati z raziskova-
njem in pristopiti k rednemu spremljanju dolocenih podatkov
(npr. starostne strukture lastnikov MSP po velikostnih razredih
podjetij, Stevilo prenosov podjetij po velikostnih razredih, Ste-
vilo ustanovitev in Stevilo prenehanj podjetij, starost podjetni-
ka pri prenosu, obliko prenosa (npr.: druZina, zaposleni), nacin
prenosa (dedovanje, darilo, prodaja, zdruZitev itd.), razlogi za
prenos (upokojitev, nesreca, drugi razlogi), ter obdobje last-
niStva).
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Mojca Duh je izredna profesorica za politiko podjetja in
strateSki management na Ekonomsko-poslovni fakulteti Uni-
verze v Mariboru. Je tudi predstojnica Katedre za strateski
management in politiko podjetja in predstojnica Studijske
usmeritve Strateski in projektni management na podiplom-
skem Bolonjskem Studijskem programu na tej fakulteti. V
magistrski in doktorski raziskavi je proucevala razvojne
posebnosti in posebnosti razvojnega managementa druzin-
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skega podjetja, o cemer je objavila ve¢ znanstvenih ¢lankov,
razprav in knjigo z naslovom »Druzinsko podjetje: Razvoj in
razvojni management«. S prispevki je sodelovala na Stevil-
nih domacih in tujih strokovnih in znanstvenih konferencah,
je avtorica oz. soavtorica poglavij v znanstvenih monogra-
fijah ter znanstvenih in strokovnih ¢lankov. Vklju¢ena je v
raziskovalno skupino Global Entrepreneurship Monitor Slo-
venija ter Slovenski podjetniSki observatorij.
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Pomen integriranih IS pri nacrtovaniu,
vodenju in nadzoru proizvodnje

Simon Oman, Anton Cizman?

Polycom d.o.0., Poljane nad Skofjo Loko 76 d.o.0., Polycom d.o.0., Poljane nad Skofjo Loko 76, Slovenija,
simon.oman @ polycom.si
2Fakulteta za organizacijske vede, Univerza v Mariboru, Kidriceva 55a, 4000 Kranj, Slovenija, anton.cizman @fov.uni-mb.si

Pomembno vlogo pri obvladovanju naroéniSke proizvodnje predstavlja informacijska tehnologija, ki s svojo vlogo zagotavlja
zanesljive in azurne informacije. V danem trenutku omogo¢amo ucinkovito odlo€anje in upravljanje procesov proizvodnega
toka. Poleg pomembnih informacij, ki so potrebne za nacrtovanje proizvodnje, v sistem vstopajo tudi funkcije upravljanja, kar
vodi moderna podijetja v raCunalniSko integrirane sisteme. V ¢lanku je predstavljen pomen in vloga integrirane racunalnisko
podprte proizvodnje, ki podjetjem prinasa sprotno spremljanje proizvodnje, pravo¢asno in pravilno odlo¢anje in s tem ucinko-

vitejSe upravljanje proizvodnega podijetja.

Kljuéne besede: informacija, integracija, na¢rtovanje, proizvodno okolje.

1 Uvod

Naloga nacrtovanja in vodenja proizvodnje predstavlja (Polaj-
nar et al., 2002) nacrtovanje nalog in izvajanje ukrepov, ki
privedejo do realizacije danih nalog. Informacije o nacrtovanju
predstavljajo izmenjavo podatkov med procesi znotraj pod-
jetja na eni strani in izmenjavo informacij nacrtovanja med
podjetji na drugi strani. Pri tem lahko izmenjavo informacij
opiSemo kot medsebojno integracijo razlicnih aplikacij oziro-
ma povezovanje tehnicnih in organizacijskih funkcij podjetja
(Gustavsson, 2007).

V ¢lanku z metodo analiziranja raziskujemo celostno
informacijsko resitev, ki zagotavlja integracijo med procesnim
in poslovnim nivojem ter hkrati omogoca analize in porocanja
za poslovne odlocitve. Pomembno pri tem je, da se zajem real-
nih meritev (Cas cikla, temperatura, tlak itd.), ki predstavljajo
procesne informacije, pridobiva v realnem Casu. Za razliko
od procesnih informacij, katere zajemamo iz razli¢nih proce-
snih naprav in so obi¢ajno prikljuene na krmilniSke sisteme,
nam poslovne informacije omogocajo informacijski pristop
k upravljanju virov (materialnih, finan¢nih in ¢loveskih). Pri
tem so povezane v celovit poslovni informacijski sistem, kar
zahteva popolno medsebojno integracijo. Iz opisanega lahko
ugotovimo, da med procesnim in poslovnim tokom infor-
macij nastaja dolocena komunikacijska vrzel, saj se ¢asovni
okvir realnih procesnih informacij spreminja vsako sekundo
ali minuto, za razliko od poslovnih, kjer se ¢asovna dimenzija
strateSkega nacrtovanja spreminja vsak teden ali mesec.

V nadaljevanju predstavljena metoda dela zajema analizo
nacrtovane proizvodnje, v katero so vkljucene razli¢ne oblike

informacij. Pri tem vsebinski del ¢lanka zajema proucevanje
strokovne in znanstvene literature, ki je predstavljena v dru-
gem poglavju. Nato mu sledi tretje poglavje z analizo relevant-
nih dejstev, kjer se osredoto¢imo na koncept komuniciranja
med razli¢nimi oblikami informacij. V Cetrtem poglavju je
predstavljen prakti¢ni primer uporabe integriranih informacij-
skih sistemov. Na koncu sledi oblikovanje sklepov in priporo-
¢ila za nadaljnje delo.

2 Razvoj poslovnih in proizvodnih
informacijskih sistemov

2.1 Razvoj informacijskih sistemov za
nacrtovanje in razvoj izdelkov

Naroc¢niska proizvodnja je praviloma namenjena znanemu
kupcu in kot taka za vsak izdelek zahteva posebej izdelano
dokumentacijo. Pri tem je pomembno, da so posamezni grad-
niki izdelka samostojno dokumentirani ter hkrati neodvisni od
mesta izdelave. Tukaj gre predvsem za tesno integracijo racu-
nalniSko podprtih orodij za nacrtovanje, s katerimi se ustvari
veliko tehni¢ne dokumentacije. V narocniski industriji ima
informacijska tehnologija velik pomen pri vodenju izdelka
skozi celotno dobo trajanja izdelka, in sicer od samega naro-
Cila do prevzema ter tesne povezave med razvojem izdelka in
njegovo izdelavo (Duhovnik et al., 2002). Pri tem ne gre poza-
biti, da je prednost narocniske proizvodnje predvsem v tem,
da lahko najbolj popolno zadovolji zahteve naro¢nikov. Zato je
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nujno potrebno zagotoviti informacijsko podporo, ki omogoca
povezavo med nacrtovanjem in vodenjem proizvodnje ter raz-
vojem izdelka (Polajnar et al., 2002).

Napredek na podro¢ju razvojne, proizvodne in infor-
macijske tehnologije je prispeval k zdruzitvi (Kovacic¢ et al.,
2005) raCunalniSko podprtega nacrtovanja (angl. Computer
Aided Design, CAD), racunalnis$ko podprtega programiranja
(angl. Computer Aided Programming, CAP), nacrtovanja in
razvr§¢anja proizvodnje (angl. Production Planning and Sche-
duling, PPS), racunalni§ko podprte proizvodnje (angl. Com-
puter Aided Manufacturing, CAM) in raCunalniSko podprte
kakovosti (angl. Computer Aided Quality, CAQ) v en sistem,
katerega imenujemo racunalni$ko integrirana proizvodnja
(Suhel et al., 2003) in se ga v razli¢nih literaturah navaja
kot CIM (angl. Computer Integrated Manufacturing). Z raz-
vojem informatike se nadzor nad tehni¢nimi podatki (CAD/
CAM) preseli iz tehni¢nih oddelkov k informatikom. Pri tem
pomembno vlogo igrajo tehni¢ni informacijski sistemi (angl.
Product Data Management, PDM), ki so zrasli v okviru CAD/
CAM orodij za potrebe preglednosti nad Stevilnimi datoteka-
mi. ReSitve so bile namenjene predvsem za tehni¢ne oddelke,
ki so uporabljali tehni¢ne informacije. S postopnim razvojem
se je PDM sistem razvil v tehni¢ni informacijski sistem, ki
omogoca na nivoju podjetja integracijo podatkov, procesov in
programske opreme (Duhovnik et al., 2002). Prednosti tovrst-
ne informatizacije so predvsem usmerjene v celovito procesno
informatizacijo (Kovacic el al., 2007), ki temelji na integraciji
podatkov in procesov celotne organizacije. Vse nasteto govori,
da so bile izhodi$¢ne zahteve pri PDM sistemih precej drugac-
ne kot pri poslovnih informacijskih sistemih (angl. Enterprise
Resource Planning, ERP). Moderni ERP sistemi so se razvili
iz tako imenovanih sistemov za nacrtovanje materialnih zah-
tev (angl. Material Requirement Planning, MRP). Kakor so
se zacele vecati sposobnosti racunalnikov, tako so se v sistem
dodajali novi moduli. S tem postane sistem, znan pod imenom
Sistem za nacrtovanje proizvodnih virov (angl. Manufacturing
Resources Planning, MRP II). Na ta nacin so ERP sistemi

postajali vse mocnejsi in danes skrbijo za nacrtovanje vseh
procesov v podjetju, kar vklju€uje finance, prodajo, distribuci-
jo, Cloveske vire, vodenje vzdrZevanja, naCrtovanje materialov
in Se mnogo vec. Sistemi ERP Se vedno temeljijo na tran-
sakcijskem modelu za obdelavo podatkov, katere je potrebno
vnasati ro¢no. To ne povzroca samo ¢asovnih zaostankov pri
vnosu, ampak so moZne tudi ¢loveSke napake, ki lahko Skodl;i-
vo vplivajo na obnaSanje ERP sistema (Ljubi¢, 2000, 2006).
Med proizvodnjo in razvojem izdelkov imamo podobnosti in
tudi temeljne razlike, ki jih je potrebno prepoznati, ¢e Zelimo
razumeti vlogo PDM in ERP sistemov. Pri tem veliko poti
kaZe na to, da PDM sistem postaja podrejen sistemu za uprav-
ljanje Zivljenjskega cikla izdelka (angl. Product Lifecycle
Management, PLM) (Saaksvuori et al., 2004). Funkcionalnost
PDM sistemov temelji na spremljanju in vodenju dokumentov
o izdelku. PLM sistemi pa omogocajo spremljanje celotne
dobe trajanja izdelka od samega nastanka do uni¢enja. Ceprav
PLM sistem predstavlja novo obliko integracije, je bil njegov
steber postavljen Ze s CIM sistemom (Schuh et al., 2008),
katerega ideja je bila predstavljena v zacetku 80-ih. Hitro je
moc¢ ugotoviti, da se podro¢ji PDM in ERP sistemov v mar-
sicem prekrivata. Pri tem je nujno, da znamo izkoristiti pred-
nosti vsakega od sistemov in ju povezati v u¢inkovito celoto.
Grafi¢no podprte metode toka dela (angl. workflow) so v PDM
sistemih mnogo bolj razvite, medtem ko se celovito upravlja-
nje s komponentami bolje izvaja v ERP sistemih. Dolgoro¢no
gledano se bosta podroc¢ji PDM in ERP sistemov zlili v enoten
podatkovni sistem ali pa bosta zelo integrirani. V prehodnem
obdobju je potrebno najti ustrezno povezavo med obema siste-
moma (Duhovnik et al., 2002).

2.2 Razvoj informacijskih sistemov za
podporo poslovnih procesov

Podjetja sprejemajo razli¢ne pristope integracij pri uvajanju
informacijskih sistemov. Hkrati si tudi prizadevajo vpeljati

Stopnja 4

Upravljanje poslovnih procesov

b 4

Stopnja 5

Integracija med podjetji

/

Stopnja 3

Osredotocenje na stranke

Stopnja 2 | Integracija podjetja

4

Integracija proizvodnje

Stopnja 1

Slika 1: Stopnje razvoja ERP sistema (Vir: Sammon in Adam, 2005)
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informacijsko tehnologijo skozi logisticne procese, kajti od
sredine do konca 90-tih so se podjetja predvsem osredotoci-
la na integracijo poslovnih procesov. Razvoj ERP sistemov
je Sel skozi razli¢ne stopnje razvoja (Slika 1) in ponuja vse
tesnejSo integracijo. Kot pravita avtorja Kalakota in Robinson
(2001), sta skozi razvoj ERP sistema razpoznala peto stopnjo,
imenovano ERP II oziroma podaljSani ERP. Hkrati nam nove
razvojne reSitve ERP sistemov omogocajo razsirjaje poslovnih
procesov in s tem odpirajo novo ERP III arhitekturo (Kovaci¢
et al., 2007).

Avtorja Kumar Garg in Venkitakrishnan (2004) navaja-
ta, da ima vecina proizvodnih podjetij implementiran modul
ERP sistema, vendar veliko od njih nima implementiranega
proizvodnega modula za spremljanje in nadzor proizvodnje.
Pogoj za spremljanje proizvodnje zahteva branje atributov
(energija, temperatura, tlak, teza itd.) iz razlicnih naprav in
instrumentov ter izmenjavo podatkov med krmilniki in siste-
mom za nadzor proizvodnih procesov (angl. Supervision,
Control and Data Acquisition, SCADA). Sistem ERP II vse-
buje Sest elementov, ki zajemajo poslovno, aplikativno in teh-
nolosko strategijo (Meller, 2005), in sicer:
njegovo vlogo;
njegovo poslovno domeno;
sistemske arhitekture, ki lahko podpirajo te procese;
zahtevane vrste procesov v okviru predvidenih nalog;
predvidene naloge znotraj teh domen;
nacin nadzora nad podatki znotraj teh arhitektur.

Na podlagi strategij lahko ugotovimo, da izjemoma
sistemskih arhitektur ERP II ne predstavlja ni¢ drugega kot
tradicionalni ERP. V glavnem lahko zaklju¢imo, da ERP
II predstavlja modularno zasnovo, v katero je vkljuceno
e-poslovanje in sodelovanje znotraj oskrbovalne verige.
Pravzaprav so danes skoraj vsa podjetja sprejela koncept
ERP II sistema — nekatera v celoti, spet druga le delno.
Poslovna inteligenca (angl. Business Inteligence, BI) pri
tem predstavlja enega od primerov ERP II, ki omogoca
poljubne poslovne analize zbranih podatkov v informacij-
skem sistemu in enostavno oblikovanje ter posredovanje
porocil. Poslovna inteligenca je orodje za sprotno anali-
ticno procesiranje (angl. On-Line Analytical Processing,
OLAP) in omogoca analitiCen pogled v podatke, hitro
iskanje informacij, njihovo medsebojno primerjavo ter pri-
pravo razli¢nih tabel, ki so lahko osnova za razna porocila.
Podatki so predstavljeni v obliki, ki omogocajo hiter in pri-
lagodljiv nacin analize. Drugi primer predstavlja standard
za razsirljiv oznacevalni jezik (angl. Extended Mark-up Lan-
guage, XML), ki s svojo strategijo temelji na elektronskem
poslovanju. Posledico vseh hitro rastoc¢ih tehnologij pred-
stavljajo vzorci generi¢nih aplikativnih arhitektur (Meller,
2005). Temeljni okvir ERP I, ki je prikazan na Sliki 2, zajema
§tiri nivoje (Meller, 2005):

osnovne komponente;

centralne komponente;

poslovne komponente;

sodelovalne komponente.

Slika 2: Temeljni okvir ERP Il sistema (Vir: Moller, 2005)

Osnovne komponente predstavljajo temeljni nivo siste-
ma ERP 1II in vsebujejo njegovo osnovno arhitekturo. Ena
od osnovnih komponent je integrirana baza podatkov, ki ni
potrebno, da je enotna, ampak naj bo porazdeljena (Mgller,
2005). Ko je baza porazdeljena, prihaja do porazdeljenih
sistemov, ki omogocajo modularnost in predstavljajo racu-
nalniSko integrirano podjetje. Druga komponenta temeljne-
ga nivoja je aplikativno ogrodje.

Centralne komponente, ki izrazajo poslovne dogodke
o preteklosti in predstavljajo transakcijski sistem, zajemajo
procesni nivo. Sistem ERP II, ki je odprt in modularen ter
hkrati primeren za porazdeljene spletne storitve, temelji
na spletnih arhitekturah. Tradicionalni ERP je pravza-
prav centralna komponenta ERP II ogrodja, kajti obicajni
moduli ERP-ja, kot so finance, prodaja, nabava, logistika,
proizvodnja in kadri, Se vedno predstavljajo hrbtenico ERP
sistema, vklju¢no z dodatnimi moduli za kakovost, vode-
nje projektov in vzdrZevanje (Megller, 2005). Sistem ERP II
temelji na (Meller, 2005) upravljanju poslovnih procesov
(angl. Business Process Management, BMP) in predstavlja
tehnologijo, s katero modeliramo, avtomatiziramo, upravljamo
in optimiziramo poslovne procese.

Poslovne komponente, ki povecajo funkcionalnost cen-
tralnega ERP sistema z namenom zagotavljanja podpore
pri odloCanju, temeljijo na analiti¢nem nivoju. Za poslovne
komponente, ki so predstavljene v nadaljevanju, ni nujno,
da so direktno usklajene z integrirano bazo (Mgller, 2005):
s Management oskrbovalne verige (angl. Supply Chain

Management, SCM) je sestavljen iz treh temeljnih pro-

cesov, in sicer nalrtovanja, izvajanja ter kontroliranja

oskrbovalne verige; pri tem mora biti dvosmerna infor-
macijska komunikacija med nacrtovanjem in izvajanjem

(Kovacic et al., 2005).

s Management odnosov s strankami (angl. Customer Rela-
tionship Management, CRM) je sestavljen iz dveh siste-
mov, in sicer transakcijskega, ki skrbi za ucinkovito
komuniciranje in zajem podatkov o stikih, strankah in
transakcijah, ter obdelave omenjenih podatkov, ki zaklju-
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¢ujejo komunikacijski krog med stranko in prodajalcem

(Kovacic et al., 2005).

m Managament odnosov z dobavitelji (angl. Supplier
Relationship Management, SRM) predstavlja analogno
poslovno strategijo, kot je CRM, vendar omogoca grad-
njo odnosov med organizacijo in dobavitelji, ki temelji na
zaupanju obojestranskih odnosov.

s Management celotne dobe trajanja proizvodov (angl.
Product Lifecycle Management, PLM) vklju¢no s PDM
sistemom predstavlja koncept upravljanja z dobo trajanja
izdelka, ki temelji na uporabi elektronskega poslovanja. V
okviru oskrbovalne verige omogoca sodelovanje pri krei-
ranju in uporabi informacij o proizvodih in procesih. Tak
pristop spodbuja sodelovanje med strankami, dobavitelji
in razvojnimi partnerji z namenom pridobivanja konku-
rencne prednosti, ki izhaja iz centraliziranih informacij
o proizvodih, njihovih sestavnih delih in procesih, ki so
nujno potrebni za ucinkovito delovanje oskrbovalne veri-
ge (Kovacic et al., 2005).

» Management Zivljenjskega cikla zaposlenih (angl. Emplo-
yee Lifecycle Management, ELM) predstavlja upravljanje
z zaposlenimi od same zaposlitve do upokojitve in pred-
stavlja strategijo upravljanja z zaposlenimi. Tipi¢ne nalo-
ge upravljanja z zaposlenimi predstavljajo:

— nacrtovanje kadrov;

— selekcija in uvajanje novih zaposlenih;

— razmeS$Canje in premeS$canje kadrov v delovnem pro-

cesu;

— vrednotenje zaposlenih v skladu z njihovo delovno

uspesnostjo;

— usposabljanje in izobraZevanje zaposlenih;

— razvoj sistema nagrajevanja in motiviranja;

— razvoj kadrov, naCrtovanje Karier, sistemi nasledstva;

— sistematizacija delovnih mest;

— razvoj sistema internega komuniciranja;

— merjenje in (pre)oblikovanje organizacijske kulture v

podjetju;

— urejanje sistema delovnih razmerij v podjetju.

Management uspe$nosti in u€inkovitosti (angl. Corporate
Performance Management, CPM) je krovni termin, ki opisu-
je vse procese, metodologije, matrice in sisteme, potrebne za
merjenje in upravljanje poslovanja (Meller, 2005).

Sodelovalne komponente predstavljajo portal ERP II,
namenjen elektronskemu poslovanju (Maeller, 2005). Elek-
tronsko poslovanje omogoca podjetjem, da bolj uinkovito
in fleksibilno poveZejo svoje notranje in zunanje procese.
Vpeljava elektronskega poslovanja v podjetje ne pomeni zgolj
nakupa informacijske in komunikacijske tehnologije, ampak
vrsto novih sprememb v poslovanju. Elektronsko poslovanje
vpliva na razvoj novih poslovnih modelov, prenovo poslovnih
procesov itd. Pravzaprav se oblikujejo sistemi za manage-
ment oskrbovalne verige in management odnosov s strankami
(Kovacic et al., 2005).

Spremembe v nacinu poslovanja kot odraz vpeljave
elektronskega poslovanja so povzrocile tudi nove poslovne
modele. Model elektronskega poslovanja je nacin poslovanja,
s katerimi organizacija dosega dodano vrednost na podlagi
interneta. Modele elektronskega poslovanja lahko razdelimo
na ve¢ nacinov. V strokovni literaturi zasledimo delitve glede
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na nacin, cilje in namen elektronskega poslovanja (Kovacic et

al., 2004). Povezovanje z dobavitelji in partnerji postaja tesnej-

Se, kar predstavlja komunikacijo in integracijo med ERP II

sistemom ter zunanjimi akterji (Mgller, 2005), kot so:

m clektronsko poslovanje podjetja s potro$nikom (angl.
Business-to-Consumer, B2C);

m clektronsko poslovanje med podjetji (angl. Business-to-
Business, B2B);

m elektronsko poslovanje med podjetjem in zaposlenim
(angl. Business-to-Employee, B2E);

m integracija aplikacij (angl. Enterprise Application Integra-
tion, EAI).

2.3 Razvoj informacijskih sistemov za podporo
proizvodnih procesov

V porazdeljenem proizvodnem okolju predstavlja sistem za
nadzor proizvodnje (angl. Manufacturing Executing System,
MES) zagotavljanje informacij in spremljanje povezovalnih
odlocitev med sistemom za nacrtovanje in procesno opremo
ter napravami (Barry et al., 1998; Hori et al., 1999; Zhou et
al., 2004). Za porazdeljene sisteme je znacilna prostorska
porazdeljenost, ki v osnovi predstavlja povezovanje med seboj
povezanih procesorjev, ki skupaj opravljajo posamezne naloge
v realnem ¢asu. Masovna proizvodnja predvideva materialni
tok in izdelke, kjer industrijski inZenirji dodajo delovni ope-
raciji Casovno dimenzijo (Frontini et al., 2003) in poveZejo
stroske s Casom izdelave. S pomocjo informacijske tehnologije
in omreZij lahko vse te elemente spremljamo v realnem casu.
Sistemom, ki omogocajo nadzor in vodenje procesne opreme
v realnem casu, pravimo SCADA. Sistemi SCADA (Patel et
al., 2008) lahko analizirajo in zajemajo podatke iz razli¢nih
procesnih naprav in robotov, jih ustrezno obdelajo (Cizman,
2002) ter izvajajo razli¢ne odlocitve na podlagi zbranih podat-
kov. Pri tem vsaka krmilna enota oziroma procesor, ki je hkrati
povezan s drugimi procesorji preko komunikacijskega vme-
snika, obdeluje podatke (Suhel et al., 2003). Vir informacij za
porazdeljene sisteme predstavlja skupna podatkovna baza, ki
ima vlogo elektronsko integriranega medija. Podatkovna baza
shranjuje vse podrobnosti, povezane s samimi procesi delo-
vanja in predstavlja za podjetje temelj celotnega poslovanja.
Poleg tega so v bazi popisani vsi procesi, povezani z aktivnosti
uporabnikov, kar na eni strani predstavlja potrebo po samem
delovanju sistema, po drugi strani ti podatki sluZijo za nadzor,
kontrolo, razna porocila in analize.

2.4 Pregled konceptov za zagotovitev celovite
informacijske podpore

Podjetja so v industrijski proizvodnji obdana s Stevilnimi
programskimi reSitvami, ki so kvalificirane glede na njihovo
funkcionalnost (Kletti, 2007). Pri tem zunanje izvajanje pro-
cesov predstavljajo dobavitelji in kupci, ki so na nek nacin
odvisni od notranjih procesov in zajemajo podrocja glede na
njihove naloge. V grobem lahko notranje procese razdelimo na
tehni¢ne in komercialne (Kletti, 2007) oziroma na organizacij-
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sko-planske in tehni¢ne (Cizman, 2002; Suhel et al., 2003), za
katere je pomembno medsebojno sodelovanje (Slika 3).

Komercialni procesi
ERP
FIN
= DIS | PPS -
= MES | 3,
=
. . | :
_g SCM Proizvodnja | CRM | \g
S CAM/NC
DMS | CADICAE
PDM
PLM
Tehniéni procesi

Slika 3: Sodelovanje aplikativnih podrocij v podjetju (Vir: Kletti,
2005, str. 67)

Legenda kratic:

CAD raCunalni§ko podprto nacrtovanje (angl. Computer
Aided Design)

CAE raCunalniSko podprto inZenirstvo (angl. Computer
Assisted Engineering)

CAM racunalnisko podprta proizvodnja (angl. Computer
Aided Manufacturing)

DIS  distribucija (angl. DIStribution)

DMS sistemi za upravljanje z dokumenti (angl. Document
Management System)

ERP poslovni informacijski sistem (angl. Enterprise Resour-
ce Planning)

FIN finance (angl. FINance)

MES sistem za nadzor proizvodnje (angl. Manufacturing
Execution System)

NC  numeri¢no krmiljenje (angl. Numerical Control)

PDM tehni¢ni informacijski sistem (Product Data Manage-
ment)

PLM upravljanje Zivljenjskega cikla izdelka (angl. Product
Lifecycle Management)

PPS nacrtovanje in razvr§Canje proizvodnje (angl. Pro-
duction Planning and Scheduling)

V literaturi lahko zasledimo, da se medsebojno sodelo-
vanje med posameznimi oddelki prikazuje kot integracija.
Besedo integracija najveckrat zasledimo v literaturi poslov-
nih sistemov (Gulledge, 2006) in jo posamezniki razli¢no
razlagajo. V sploSnem velja konsenz, ki pravi, da integracija
predstavlja skupno delovanje med seboj razlicnih aplikacij
(Gulledge, 2006). Glede na publikacijo podjetja Oracle Cor-
poration (2002) je bil podan jasen apel, da integracijo pred-
stavljata dva termina, in sicer »Big I« ter »Little I«. Integracija
»Big I« pomeni, da so vsi relevantni podatki poslovnih proce-
SOV na enem mestu oziroma se procesirajo v isti programski
aplikaciji. S tem aplikacijski moduli odrazajo posodabljanje
informacij brez kompleksih vmesnikov. Na ta nacin se infor-
macija shrani samo enkrat in je sprotno dostopna (Gulledge,
2006) vsem poslovnim procesom, kar pravzaprav predstavlja
modularnost ERP sistema. Glede na to, da iz razli¢ni razlo-
gov veliko podjetij ne Zeli vkljucevati vseh svojih podatkov
v enoten poslovni informacijski sistem, dobimo drugo mozno
integracijo — tako imenovano »Little I«. Integracija »Little I«
pravzaprav predstavlja bolj relevantno obliko povezovanja, ki
jo lahko poimenujemo sistemska integracija (Gulledge, 2006),
pri Cemer se bistveno osredotoCi na implementacijo poslovnih
procesov. Prepoznanih je bilo ve¢ oblik integracij, katere je v
svoji raziskavi bolj podrobno opisal Thomas Gulledge:

m integracija med dvema tockama;
integracija med dvema bazama;
integracija podatkovnega skladisca;
integracija med podjetji;
integracija aplikacij.

- Proizvodna narocila
- Proizvodne kosovnice
Proizvodne specifikacije

- Razporeditev virov
in njihov status

- Podroben

proizvodni plan

- Delovni nalogi
Navodila za delo

Narodila
strank

Dobava
izdelkov

Status narocila
- Status delovnega procesa
- Aktualna kosovnica

Podatki o kvaliteti

- Sledenje delovnega
procesa

- Podrobno
razvricanje operacij

- Status operacije
- Status stroja
- Procesni podatki

Slika 4: Tok informacij pri integriranem MES sistemu (Vir: Zhou Bing-hai et al., 2004)
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3 Referencni modeli in standardi za
integracijo ERP in MES sistemov

Funkcijo povezovanja med poslovnimi in proizvodnimi proce-
si predstavljajo aplikacijski vmesniki. Poslovni informacijski
sistem (ERP) zagotavlja celovite informacije o upravljanju
financ, prodaje, nabave, upravljanje skladis¢a in materialnih
tokov, upravljanje proizvodnje, upravljanje kadrov ter podpira
e-poslovanje. Moderni poslovni informacijski sistem (ERP) je
usmerjen predvsem na globalno nacrtovanje, poslovne procese
in izvajanje procesov skozi celotno oskrbovalno verigo (Barry
et al., 1998; Hori et al., 1999; Zhou et al., 2004). Hkrati isti
avtorji navajajo dve funkcijski podrocji, ki morata v proizvod-
nem okolju zagotavljati medsebojno integracijo.

Glede na vsebino informacij se v realnem proizvodnem
okolju zdruZujejo poslovne in procesne informacije, katere
morajo biti med seboj povezane preko sistema, ki ni samo
sproten (angl. on-line) informacijski sistem, ampak mora
zagotavljati povratno zvezo (angl. feedback) in omogocati
nadzor (angl. control) nad proizvodnjo. Sistem, ki se osredo-
to¢i na zbiranje informacij o nacrtovanju proizvodnih virov,
zagotavljanje kakovosti in zaposlenih, imenujemo sistem za
nadzor proizvodnje (angl. Manufacturing Execution System,
MES). V slovenskem prostoru je bolj znan pod imenom
proizvodni informacijski sistem. Kvalitetno integriran MES
sistem prinasa konkuren¢no prednost v proizvodnem okolju in
omogoca takticne odlocitve v realnem ¢asu. V publikacijah so
avtorji mnenja, da integriran MES sistem (Slika 4) zajema ve¢
funkcij in nalog (Barry et al., 1998; Hori et al., 1999; Zhou et
al., 2004):
razporeditev virov in njihov status;
fino razvrs€anje operacij;
razporeditev artiklov;
vzdrzevalne aktivnosti;
upravljanje procesa;
sledenje izdelkom ter njihove druZine.

3.1 Zahteve ERP in MES okolja

V ERP okolju, kot je SAP, so Ze v zacetku leta 1990 spoznali,
da naj se na trziSCe plasira preprost sistem, ki bo omogocal
povratne informacije in naj ne bo ni¢ drugega kot zbiratelj
podatkov (Kletti, 2007). Sistem so poimenovali zbiratelj proi-
zvodnih podatkov (angl. Production Data Acquition, PDA),
kasneje celo MES sistem. Najpogosteje so ti sistemi vsebovali
oziroma vsebujejo bolj ali manj kompleksne povratne enote,
katere so kombinirane z aplikativnim vmesnikom. Posledica
tega je podrejen sistem, ki je zasnovan z namenom, da se ¢im
bolj pribliZa proizvodnemu okolju in s tem izboljSa kvaliteto
in verodostojnost procesa.

Da se ¢im bolj pribliZamo proizvodnemu procesu, je
potrebno izpeljati pregled dejanskega stanja na podlagi infor-
macij iz ERP sistema (datum dobave, kon¢na koli¢ina, plani-
ran cikel, Cas izdelave, Cas nastavitve itd.) in rezultat porocati
nazaj v ERP. Ti rezultati sproZijo aktivnosti, s katerimi se
postavimo v poloZaj, da odgovorimo na verodostojnost infor-
macij. Tehni¢no to predstavlja informacijska tehnologija, ki
zagotavlja pretok informacij iz ERP v MES sistem in obratno.

A 240

Hkrati je pomembno, da sta ERP sistem in MES sistem med
seboj locena na tak nacin, da ne prihaja do redundance rezul-
tatov. Sistem MES mora biti dovolj fleksibilen, da omogoca
prilagodljivost razlicno vodenih organizacij in hkrati podpira
razli¢ne oblike proizvodenj. Se zmeraj pa mora biti dovol]
enoten, s ¢imer zagotavlja integracijo centralnega ERP siste-
ma. Pomembno je torej, da zagotovimo organiziranost proi-
zvodnje oziroma oddelkov na nacin, kjer lahko na eni lokaciji
spremljamo proizvodnjo v realnem casu, medtem ko na drugi
te funkcionalnosti ne potrebujemo oziroma je na voljo samo
funkcionalnost ERP sistema (Kletti, 2007).

3.2 Integracija ERP in MES sistema

V osnovi integracija med ERP in MES sistemom predstavlja
izmenjavo informacij med dvema aplikacijama. Npr. pri SAP-
ju gre za izmenjavo podatkov med nacrtovanjem proizvodnje
(angl. Production Planning, PP) in MES sistemom. Kot pravi
avtor (Kletti, 2007), npr. aplikacija SAP zagotavlja individua-
len modul oziroma ERP vmesnik, ki temelji na NetWeaver
tehnologiji, pri ¢emer MES sistem preko ERP vmesnika posi-
lja pridobljene podatke navzgor v ERP sistem in hkrati spre-
jema vse potrebne informacije za delovanje MES sistema. Isti
avtor dodaja, da so aplikacije v ERP sistemu (npr. mySAP in
MES sistemom Hydra) povezane preko aplikacijskih vmesni-
kov. S temi vmesniki si izmenjujemo informacije med dvema
sistemoma, kar prakticno predstavlja povezavo med dvema
procesoma (procesnim in poslovnim), ki v popolni neodvi-
snosti delujeta drug od drugega. Pri tem krovna organizacija
MESA (angl. Manufacturing Execution System Association,
http://www.mesa.org) usklajuje seznam smiselnih MES resi-
tev v enoten funkcijski sistem C-MES (collaborative MES).
MES tukaj ne sluzi samo kot posrednik med procesnim in
poslovnim nivojem, ampak tudi kot integrirano vozlisce
(Kletti, 2007) znotraj podjetja. Glede na to, da so podjetja
v zadjih letih veliko investirala v ERP sisteme ter procesno
tehnologijo, sedaj Zelijo Zeti sadove njihovih investicij. Pri
tem nastaja integracijska vrzel med poslovnimi in procesnimi
informacijami, saj za podjetja postaja podrocje informatiza-
cije poslovnih procesov vse bolj pomembno. Organizacija
ISA (angl. Instrumentation Systems Automation Society) se
je v letu 1990 odlodila razviti standard, ki bo pokrival most
med (Scholten, 2007) poslovnimi in procesnimi funkcijami.
V ta namen je bil razvit standard ISA S95, ki ne predstavlja
avtomatiziranega sistema med ERP in MES sistemom, ampak
zajema metode, naCin dela, razmiSljanje in komunikacijo.
Razvit je bil z namenom, da se zniZajo stroSki, tveganja in
napake pri razvoju in implementaciji vmesnika med ERP in
MES sistemom. Kot prikazuje Slika 5, standard ISA S95 zaje-
ma vecnivojsko strukturo, ki se pri¢ne pri nivoju 0 in dviga do
nivoja 4. Pri tem funkcijsko-hierarhi¢ni model predstavljata
(Scholten, 2007) dve domeni, in sicer poslovna domena, ki
se pri¢ne na Nivoju 4, in proizvodna domena, ki se pri¢ne na
Nivoju 3 in se spusca do Nivoja 0, ki hkrati predstavlja fizi¢ni
proces v realnem casu.
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—
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nadzor

Nivo 1 Nadzor in spr

£a procesa
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Slika 5: Vecnivojski funkcijski model povzet po ISA S95

3.3 MES kot povezovalni sistem

Raziskava (Skrinjar et al., 2008) je pokazala, da v Sloveni-
ji in Hrvaski predstavlja informacijska tehnologija najmanj
razvito dimenzijo pri procesni organiziranosti podjetja. Prob-
lematika, ki se pri tem pojavlja, predstavlja povezovanje med
seboj razli¢nih podatkovnih baz, ki niso med seboj integrira-
ne. Procesno usmerjena organizacija prinasa procesni pristop
razmiSljanja in se usmerja k SirSemu organiziranju informacij,
procesov in ljudi, ki temeljijo na medsebojnem povezovanju.
Pri tem informatizacija poslovnih procesov zahteva ustreznost
podatkovnih virov, za katere je minimalna zahteva enotna
podatkovna baza, do katere lahko dostopajo razli¢ne aplikacije
(Skrinjar et al., 2008). Po drugi strani nenehne spremembe na
trgu od proizvajalcev zahtevajo nizke cene in visoko stopnjo
prilagodljivosti, pri ¢emer pomembno vlogo opravljata racu-
nalni$ka in informacijska tehnologija, ki nenehno ponujata
nove moznosti. Zato se podjetja vse pogosteje odlocajo za
celovit MES sistem, ki omogoca spremljanje in izvajanje proi-
zvodnje v realnem Casu. V zadnjem Casu prihajamo do spoz-
nanja, da za ucinkovito in aZurno spremljanje proizvodnje ne
zadosc¢a zgolj hierarhi¢no obvesCanje zaposlenih, temve¢ tudi
zagotavljanje takti¢nih odlocitev v realnem casu, s katerimi
zapolnimo vrzel med poslovnim in procesnim nivojem. Na ta
nacin podjetja s MES sistemom zagotavljajo:

izvajanje delovnih nalogov;

razvr$¢anje delovnih operacij;

fino nacrtovanje;

obvladovanje strojev;

zajemanje procesnih podatkov;

kazalnike uéinkovitosti itd.

Namen integracije predstavlja izboljSanje proizvodnih
procesov in zagotovitev ve€je preglednosti nad samim delo-
vanjem strojev, kar posledi¢no predstavlja povec¢ano kakovost
proizvodnih linij. Informatika in avtomatizacija v proizvod-
nem procesu povezujeta strojno in programsko opremo, krmi-
ljenje obdelovalnih strojev, robotizacijo, testiranja, nadzorova-
nje in kontrolo kvalitete, ki v kon¢ni fazi omogoca podjetjem
integracijo racunalniSko avtomatiziranih enot. Samo celovit
MES sistem nudi modularnost sistema in kot tak zagotavlja
podporo za spremljanje in upravljanje kosovne in posamicne
proizvodnje (Suhel, 2003). Pri tem ne gre pozabiti na program-
ski vmesnik, ki omogoca tesno sodelovanje med proizvodnim
okoljem ter poslovnim informacijskim sistemom. Klju¢ do
uspeha prestavlja racunalnisko integrirana proizvodnja, ki je
usmerjena po zelo strogi in dobro strukturirani filozofiji. Med-
sebojne funkcije znotraj informacijsko integriranega modela
so medsebojno povezane informacije, ki predstavljajo poraz-
deljene sisteme. Do uporabe porazdeljenih sistemov (Suhel,
2003) prihaja zaradi vse vecje koliine podatkov v podjetju,
ki jih delimo na tehni¢ne in organizacijsko—nacrtne. Koncept
temelji na informacijskem povezovanju (integraciji) osrednjih
tehni¢nih in proizvodnih informacij z moZnostjo vkljucevanja
podatkov o trZenju, naroc€ilih, vzdrZevanju, raCunovodstvu in
financah ter distribuciji izdelkov (Ciiman, 1999).

Celoten smisel povezovanja informacij predstavlja simul-
tano nacrtovanje s pomocjo interaktivne nacrtne table, pri
¢emer vsi vpleteni v proizvodnji proces skupaj razvijajo nacrt.
To pomeni, da med seboj razlicni oddelki (npr. proizvodnja,
orodjarna, tehnologija, vzdrZevanje) uporabljajo skupno nacrt-
no tablo, kjer vsak oddelek neodvisno od drugega nacrtuje
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svoje vire in na ta na¢in omogoca organiziran pristop k uprav-
ljanju proizvodih procesov v podjetju. S tem se v podjetje
prinasa novo miselna dimenzija, ki temelji na dejstvu, da se
podjetje ne ukvarja s hierarhi¢nim odlo¢anjem, ampak se v
srediSCe pozornosti postavlja kupec kot stranka.

4  Primer uporabe integriranih IS:
Polycom Skofja Loka d.o.o.

Primer uporabe predstavlja koncept povezav med tehni¢nim
sistemom Pro/Engineer (http://www.ptc.com), poslovnim
informacijskim sistemom Microsoft Dynamics NAV (http://
www.microsoft.com/dynamics/en/us/default.aspx) ter proi-
zvodnim informacijskih sistemom HYDRA (http://www.
mpdv.de), ki podjetju Polycom Skofja Loka d.0.0. (v nadalje-
vanju Polycom Skofja loka) omogota izbolj§ano spremljanje
izdelka skozi njegovo celotno dobo trajanja in bistveno vpliva
na poslovno obve$€anje. Zaradi kompleksnosti globalnega
poslovanja podjetje Polycom Skofja Loka potrebuje koncept,
ki omogoca informacijsko podporo upravljanja izdelka skozi
njegovo celotno dobo trajanja. Kajti vloga razvojnega procesa
v malih in srednjih podjetjih zahteva razvoj zahtevnejSih in
visoko funkcionalnih izdelkov, ki so stroSkovno ucinkoviti.
Hkrati mora razvoj teh izdelkov temeljiti na tehnoloskem zna-
nju in sistemati¢nem pristopu. Pri tem sta pomembna pregled
nad vsemi gradniki tehni¢nega sistema Pro/ENGINEER (v
nadaljevanju Pro/E) ter njihova standardizacija in tipizacija.

4.1 Povezljivost tehnicnih informacij

Urejanje gradnikov tehni¢nega sistema Pro/E po posamez-
nih podroc¢jih predstavlja osnovno podlago za zagotavljanje
standardiziranega zapisa. Standardizacija zapisa predstavlja
Stevil¢no serijo posameznega tehni¢nega gradnika, ki mora
zagotavljati enoznacni zapis. To pomeni, da Steviléna serija
tehni¢nega gradnika predstavlja enoznacni zapis, ki bo omo-
gocal njegovo sledenje skozi poslovni in proizvodni informa-
cijski sistem. Pri tem je pomembno, da se zagotavlja sledenje

proizvodnih postopkov po delovnih nalogih. Ravno tako je
potrebno zagotoviti enoznacno Steviléno serijo za vecnivoj-
sko kosovnico. V okviru standardizirane Stevil¢ne serije je
potrebno zagotoviti Steviléni format, ki je primeren za celotno
podjetje in bo hkrati pokrival tako serijsko kot tudi posami¢no
proizvodnjo. Slika v nadaljevanju prikazuje tok informacij iz
tehni¢nega sistema Pro/E v proizvodno-informacijski sistem
HYDRA.

Kot je iz Slike 6 razvidno, je potrebno Ze v fazi razvoja
zagotoviti enoznacno Stevilko, ki bo zagotovila sledenje posa-
meznega gradnika od same zasnove do njegove izdelave. Kar
pomeni, da so ob izvozu razvojne kosovnice iz CAD sistema
postavljeni vsi osnovni pogoji za njeno nadgradnjo, saj ob
uvozu razvojne kosovnice v poslovno-informacijski sistem
vsak gradnik pridobi obliko vodenja skozi proizvodni proces.
To je vsekakor pomembno zaradi sledljivosti posameznega
artikla s tehnoloSkega in stroSkovnega vidika. Oblika vodenja
se doloci glede na tehnolosko funkcijo posameznega artikla. S
tem artikle razvrstimo glede na tehnoloski nacin spremljanja
(nabavni nalog oziroma delovni nalog).

4.2 Povezljivost poslovnih informacij

Za zagotavljanje ustrezne Casovne dimenzije potrebuje vsak
gradnik proizvodni postopek, ki je opremljen z nacrtovanim
Casom izdelave. Nacrtovana ¢asovna dimenzija se zavede v
ERP sistem in zajema nacrtovanje zaCetka in konca. Vsak
nacrtovani zacetek in konec vsebuje datum in uro nacrtova-
ne izdelave. Na tak nacin se vsak proizvodni nalog opremi
z nacrtovanim Casovnim atributom in predstavlja osnovo za
MES sistem. Stroskovna dimenzija je predvsem usmerjena na
stroske, ki nastanejo zaradi materialnih potreb ter virov, ki so
vpleteni v samo izdelavo. Iz opisanih ¢asovnih in stro§kovnih
dimenzij lahko ugotovimo, da vsak gradnik potrebuje ustrezno
enoznacno Stevilko, katera ponazarja svojo pozicioniranje v
celotnem projektu. V nadaljevanju bo prikazan koncept Ste-
viléenja, ki se je uporabil v podjetju Polycom Skofja Loka
za sledenje izdelka od njegove zasnove do spremljanja skozi
poslovni in proizvodni informacijski sistem.

CAD/CAM/CAE

Razvojna

losovnica

CEERINIEE
RURIIZIPIED UR}S

Slika 6: Informacijski tok tehnicne informacije
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Tabela 1: Koncept Steviléne serije Kocni rezultat Steviléne serije, ki se prenese v MES
— sistem:
St. | Ime polja Dolzt.na Stevilo mest RP10-00001-POZ007010
polja RP10-00001-E01007010
1 | Tip DN 2 1-2 DN10-00001-POZ001010
2 Leto 2 3-4 V nadaljevanju nam slika 7 prikazuje primer integracije
3 Rezerviran znak 1 5 med tehni¢nim sistemom za nacrtovanje in razvoj izdelkov
4 Stevilka DN 5 5-10 (CAD) ter poslovnim informacijskim sistemom (ERP). Hkrati
. je prikazan shematski nacin integracije tehni¢nega dokumen-
5 Rezerviran znak 1 11 . . oy . oy
— ta, ki je ustvarjen v tehni¢nem sistemu Pro/E. Delavniska ris-
6 9znaka pozicije 3 12-14 ba prikazuje posamezne parametre, ki izkazujejo enoznacno
7 Stevilka pozicije 3 15-17 Stevilko tehni¢nega dokumenta. Med seboj loceni parametri
8 Stevilka operacije 3 18-20 (naziv, Stevilka orodja, pozicija, Stevilo kosov itd.) zajema-
jo razlicne podatke o posameznem tehni¢nem gradniku, ki s
Primer standardizirane Stevilcne serije za prenos v MES svojo medsebojno soodvisnostjo predstavljajo sestav orodja,
sistem (tabela 2): namenjen brizganju tehni¢ne plastike. Na podlagi medsebojne

Tabela 2: Zapis standardizirane StevilCne serije

St.mest 1-2 3-4 5 5-10 11 12-14 15-17 18-20
Vrednost RP 10 - 00001 - POZ 007 010
Vrednost RP 10 - 00001 - EO1 007 010
Vrednost DN 10 - 00001 - POZ 001 010
D
E
e oot ot s T | B3O C 7 T
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Slika 7: Primer integracije tehnicnega in poslovnega IS

A 243



Organizacija, letnik 43

Predlogi za prakso

Stevilka 6, november-december 2010

soodvisnosti gradnikov se ustvari razvojna kosovnica. Pri tem
ustvarjena kosovnica predstavlja mnoZico gradnikov, ki so
pripravljeni za uvoz v ERP sistem. Pomen priprave podatkov
za informacijski sistem Microsoft Dynamics NAV je kljucne-
ga pomena, kajti zapis, ki ga je potrebno pripraviti na strani
CAD sistema, mora biti berljiv na enostaven nacin. Pri tem je
pomembno, da ne pride do popacenja podatkov pri sami trans-
formaciji. Uvoz kosovnice se izvede na podlagi ASCII zapisa,
ki se pripravi v samem CAD sistemu. Pri samem uvozu se
sproti preverja vsebina ASCII zapisa, kar pomeni, da se naj-
prej preveri prva vrstica zapisa, v kateri se nahaja zaporedna
Stevilka projekta. Ce ta Stevilka Ze obstaja v podatkovni bazi
ERP sistema, se preverijo tudi ostali pripadajoci artikli tega
projekta. V nasprotnem primeru se na novo ustvari zaporedna
Stevilka projekta s pripadajocCimi artikli. Ko zaporedna Stevilka
projekta Ze obstaja, se sproti preverijo vrednosti polja za opis,
standard in material. V primeru, da so vrednosti za polja opis,
standard in material identi¢ni z vrednostmi v bazi, se zapo-
redna Stevilka Steviléne serije in artikel prepiSeta iz baze. Na ta
nacin se izognemo podvajanju podatkov v bazi. Fleksibilnost
razvojne kosovnice se zagotavlja s poljem potrditev, kar za
posamezni projekt omogoca spreminjanje in dodajanje obsto-
jecih artiklov. S tem, ko Zelimo ponovno vnesti nove oziroma
spremenjene vrednosti obstojecega projekta, to omogocamo s
potrditvijo polja.

4.3 Povezljivost proizvodnih informacij

Tehnoloski pristop pri izdelavi vsakega gradnika predstavlja
nabor delovnih operacij, ki so potrebne za kon¢ni izdelek. Pri
tem pomembno vlogo izvaja tehnolog strojnih obdelav, ki z
natannim in preglednim vrstnim redom doloca sledljivost
delovnih operacij. Sledljivost operacij zagotavlja popis delov-
nih strojev, na katerih se izvaja doloCena operacija oziroma
sluZi kot informacija za potrebe dispecerske sluzbe. Na pod-
lagi tehnoloskih postopkov, ki so opremljeni z nacrtovanim
zacetkom in koncem, se izvede prenos podatkov v proizvodni
informacijski sistem HYDRA. Kot je bilo Ze omenjeno, pred-
stavljajo osnovo za MES sistem nac¢rtovani datumi, ki se dolo-
¢ijo v samem ERP sistemu (Slika 8). Vsi nacrtovani datumi so
zavedeni po posameznih operacijah, ki predstavljajo tehnolos-
ki postopek. S tem se popiSejo vsi ¢asovni okvirji posameznih
tehnoloskih postopkov in predstavljajo nacrtovani horizont za
posamezno aktivnost. Vrednosti zaCetnih in kon¢nih datumov
nakazujejo grobo nacrtovane datume, ki so bili podani na pod-
lagi tedenskih nacrtov.

Polycom d.o.o, - Microsaft Business Solutions Mavision - [Proizvodni postopek delovnega naloga]
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Slika 8: Nacrtovanje CAD gradnika v ERP sistemu
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Slika 8 prikazuje proizvodne postopke za gradnik, ki je
bil modeliran v CAD modelirniku in je opremljen z zacet-
nim in kon¢nim datumom. Hkrati je vsak proizvodni posto-
pek opremljen s proizvodnimi atributi, ki so potrebni za fino
razvrs€anje v MES sistemu (proizvodna celica, proizvodno
opravilo, koli¢ina, material itd.). Tako pripravljeni proizvodni
postopki so osnova za njihov prenos v MES sistem HYDRA.
Prenos podatkov med obema podatkovnima bazama se izvede
s pomocjo aplikativnega vmesnika, ki je bil razvit znotraj ERP
sistema.

Ob prenosu zahtevanih proizvodnih postopkov v MES
sistem se pricnemo ukvarjati z razvr$€anjem proizvodnih
postopkov. Aktivnosti razvr§¢anja se izvedejo v MES sistemu,
ki omogoca spremljanje proizvodnje v realnem casu (Slika 9).
Tako se lahko na podlagi realnih podatkov iz proizvodnega
okolja zagotavlja dejansko stanje delovnih nalogov (datum
dobave, kon¢na koli¢ina, cikel delovanja, Cas izdelave, Cas
nastavitve itd.).

Owdes AP 10-00004 - Foz03 Cijln
Mtcle cec-11838

] Dingplay Splt OPs
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: | —

Schaduled Start 40.03.2000) 10114 Schaduled End 10.03.2010, (14100,
Ewfest Stan 20.00.3010 (10138 Eatost End 30.03.3010) 1100
Latest Stast 10.00.0010, (10934 Lanwat Erd 20.09.3010,  |14100
Exier time €100 hry Redurible tere 0100 by
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Slika 9: Razvrsc¢anje proizvodnih postopkov v MES sistemu

5 Sklep

Na podlagi prikazane raziskave lahko ugotovimo, da za ucin-
kovito nacrtovanje proizvodnje potrebujemo integracijo proce-
snih in poslovnih informacij. Skozi analizo razli¢nih podatkov-
nih baz prihajamo do spoznanja, da se informacije med njimi
izmenjujejo preko aplikacijskih vmesnikov. Njihov namen je
povezovanje dveh ali ve¢ procesov, ki delujejo neodvisno drug
od drugega. Hkrati ugotavljamo, da je koncept komuniciranja
med procesnimi in poslovnimi informacijami omogocen preko
MES sistema, ki zagotavlja spreminjanje podatkov v ¢asov-
nem okviru posamezne delovne izmene oziroma delovnega
dne. Integracija med poslovnimi in procesnimi informacijami
predstavlja izboljSan pregled nad samim delovanjem strojnega
parka in omogoca takti¢ne odlocitve v realnem Casu. Pri tem
lahko med seboj razli¢ni oddelki simultano nacrtujejo svoje
vire in s tem zagotavljajo neodvisno delovanje drug od druge-
ga. Za uporabo integriranih IS je bil razvit koncept Stevilcne
serije, ki omogoca sledenje izdelka med tehni¢nim, poslovnim
in proizvodnim informacijskim sistemom. Hkrati sta bila zno-
traj poslovnega informacijskega sistema (ERP) razvita dva
aplikativna vmesnika, ki omogocata komunikacijo med teh-
ni¢nim sistemom Pro/E in MES sistemom HYDRA.

Ekonomski ucinki integracije predstavljajo prakti¢ne
ucinke v povecanju dodane vrednosti ter konkurencne pred-
nosti. Podjetjem omogoca doseganje naslednjih pomembnih
ciljev, kot so:
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Vv v

hiter odziv na zahteve trzisca;

vecja kakovost proizvoda;

niZja cena;

vecja funkcionalnost;

boljsa izkori§¢enost virov;

krajsi Cas razvoja;

vecja prepustnost proizvodnje;

fleksibilnost;

zmanj$anje zalog;

manjsi rezijski stroski.

Lahko reCemo, da med razliénimi procesi ne obstaja-
jo standardni aplikacijski vmesniki, ampak za medsebojno
komunikacijo obstajajo standardi, ki zagotavljajo medsebojno
integracijo. Razvoj aplikacijskih vmesnikov med ERP in MES
sistemom se usmerja v iskanje resitev v okviru standarda ISA
S95, ki podjetjem zagotavlja enostavnejSo in kvalitetnejSo
izmenjavo informacij med razli¢nimi podatkovni strukturami,
kar predstavlja osnovo za nadaljnje raziskave s podrocja inte-
gracij med ERP in MES sistemom.
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Prenova procesa obdelave podatkov -
studija primera

Ziva Rant

In&titut za varovanje zdravja Republike Slovenije, Trubarjeva 2, 1000 Ljubljana, Ziva.Rant@ivz-rs.si

Proces obdelave podatkov je na Institutu za varovanje zdravja Republike Slovenije eden od identifikacijskih procesov. Obi-
€ajno poteka skozi tri funkcijske enote, kar povzro¢a motnje in zastoje. Da bi nase uporabnike zadovoljili v ¢im vecji meri,
smo sklenili proces prenoviti. Z analizo problemskega stanja smo pridobili izhodi$¢a in najbolj potrebne poudarke pri prenovi
procesa z vidika udelezencev v procesu. Z uporabo metodologije prenove procesov in teorije sistemov smo definirali proces,
dejavnosti, izvajalce, potrebne vlozke in izlozke. Popisali smo vloge in jim dolocili opravila in naloge. Pripravili smo matriko
odgovornosti. Izvedli smo aktivnosti za uvajanje v prakso.

Kljuéne besede: poslovni proces, prenova poslovnega procesa, obdelava podatkov

1 Uvod nje zdravja Republike Slovenije smo poimenovali Prodor. Pro-
jekt je trajal 15 mesecev. Izdelek Definicija procesov obdelave
Intitut za varovanje zdravja Republike Slovenije (IVZ) je osebnih podatkpv je tudi.prefimet tega prispevka.
upravljavec precej$njega Stevila zbirk po Zakonu o zbirkah Prispevek je sestavljen iz Sestih delov. V prvem delu so
podatkov s podro¢ja zdravstvenega varstva. Proces obdelave podana izhodis¢a. V drugem delu opisujemo metodologije,
podatkov! je na IVZ zelo pomemben. Je eden od identifikacij- ki smo jih uporabili pri izdelavi izdelka. V tretjem delu pred-
skih procesov instituta, saj doloca organizacijo pri njej sami, stavljamo uporabljeno metodologijo in potek dela. Podajamo
pri strankah in investitorjih. Razlikuje organizacijo od njene rezultate, do katerih smo prisli in o njih razpravljamo. Na kon-
konkurence. cu podamo Se zakljucke.

Ugotovili smo, da proces obdelave podatkov pri posa-
mezni zbirki poteka obicajno skozi tri funkcijske oddelke. .
Zato prihaja do motenj in zastojev. To pa vpliva na to, da ne 2 MetOdOIOQUe
moremo opraviti storitve tako, kot bi jo lahko. Za to, da bi

zadovoljili zahteve in potrebe uporabnikov v najvecji meri, Pri izdelavi tega izdelka smo uporabljali naslednje metodo-
smo zaceli razmisljati o procesnem gledanju na ta proces in logije:

pri tem odmisliti funkcijsko organizacijo inStituta. V zbirkah, = Metodologija prenove procesov (Kern, 2006 in 2009),

ki jih IVZ upravlja, so tudi obCutljivi osebni podatki2, zato je m  Metodologija za reSevanje problema (Gricar, 1988),
potreba po varovanju podatkov Se posebej izraZena. Direkto- »s  Metodologija gradnje sistemov (Gricar, 1988),

rica je imenovala projektno skupino, ki je na novo zadrtala n Teorija sistemov (Kljaji¢, 2002 in 2003),

organizacijo dela in dostopanje do osebnih in anonimiziranih » Sistemski pristop pri reSevanju problemov (Gricar 1988,
podatkov na IVZ. Projekt za organizacijo dela in dostopanje Kljaji¢ 2002, 2003),

do osebnih in anonimiziranih podatkov na Institutu za varova- » Clenjenje sistema (Gricar 1988, Kljaji¢ 2002, 2003),

1 Obdelava osebnih podatkov — pomeni kakr$nokoli delovanje ali niz delovanj, ki se izvaja v zvezi z osebnimi podatki, ki so avtomatizirano
obdelani ali ki so pri ro¢ni obdelavi del zbirke osebnih podatkov ali so namenjeni vkljucitvi v zbirko osebnih podatkov, zlasti zbiranje, prido-
bivanje, vpis, urejanje, shranjevanje, prilagajanje ali spreminjanje, priklicanje, vpogled, uporaba, razkritje s prenosom, sporocanje, Sirjenje ali
drugo dajanje na razpolago, razvrstitev ali povezovanje, blokiranje, anonimiziranje, izbris ali unicenje; obdelava je lahko ro¢na ali avtomatizirana
(sredstva obdelave) - (ZVOP, 2007, 6.¢len)

2 Obcutljivi osebni podatki — so podatki o rasnem, narodnem ali narodnostnem poreklu, politicnem, verskem ali filozofskem prepri¢anju, ¢lanstvu
v sindikatu, zdravstvenem stanju, spolnem Zivljenju, vpisu ali izbrisu v ali iz kazenske evidence ali evidenc, ki se vodijo na podlagi zakona, ki
ureja prekrSke (v nadaljnjem besedilu: prekrskovne evidence); obcutljivi osebni podatki so tudi biometri¢ne znacilnosti, ¢e je z njihovo uporabo
mogoce dolociti posameznika v zvezi s kak$no od prej navedenih okolis¢in (ZVOP, 2007, 6. ¢len).
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s Vodenje projektov (metodologija Prince, Rant et al,
1995).

2.1 Metodologija prenove poslovnih procesov

Kot izhodi§¢e smo izbrali metodologijo prenove poslovnih

procesov po (Kern, 2006). Kern predlaga naslednje korake:

1. Izbira poslovnega sistema

2. Grob opis poslovnega sistema

3. Izbira procesa, ki ga bomo obravnavali

4. Posnetek procesa v tekstovni obliki, s katerega bodo
razvidna posamezna opravila, dokumenti, izvajalci in
potek dela z morebitnimi odloCitvami.

5. Posnetek procesa z uporabo eEPC (angl. Event-driven
Process Chain) diagrama

6. Terminski opis posamezne funkcije (Ce je te podatke moz-
no pridobiti)

7. Posnetek organizacijske strukture izvajalcev, ki sodelujejo
V procesu

8. Analiza stanja

9. Predlog prenove procesa
m prvi nivo — predlog sprememb procesa
m drugi nivo — predlog sprememb procesa
m tretji nivo — predlog sprememb procesa

10. Predlog prilagoditve organizacijske strukture, informacij-
skega sistema, kadrovskega sistema, kar bi omogocalo
implementacijo prenovljenega poslovnega procesa

11. Zakljucek in ugotovitve
Kern (2009) nadalje v Metodologiji prenove procesov

navaja naslednje faze:

Projekt prenove in faza priprave projekta

Faza posnetka stanja

Faza analize stanja

Faza preoblikovanja klju¢nih procesov

Vpliv preoblikovanih procesov na organizacijske struktu-

re, informacijski sistem in kadrovski sistem

6. Implementacija organizacijskih sprememb

A S

2.2 Metodologija za reSevanje problema in
metodologija gradnje sistemov

Metodologiji za reSevanje problema in gradnje sistemov smo
povzeli po Gricar (1988) definira naslednje korake:

1. Analiza problemskega stanja

Opredelitev stanja

Snovanje reSitev

Formalna analiza resitev

Vrednotenje reSitev

Posredovanje resitev

Kaj je problem? Problem je vsako stanje, v katerem je
mogoce zaznati nejasnost med tem, kar je in med tem, kar naj
bi bilo ali bi lahko bilo ali bi moralo biti. Problem je torej sub-
jektivno zaznana razlika med obstojecim in Zelenim stanjem
in je reSen tedaj, ko se obstojece stanje sklada s pri¢akovanji
tistih, ki so bolj ali manj jasno izrazili svoj problem. V reSeva-
nje moramo vkljuciti vse tisto in samo tisto, kar je povezano s
problemskim stanjem. To je tisto, kar so nam izrazili vkljuceni
v to stanje. Pomembno je razlikovati vlogo lastnikov prob-

SANAN e N

lema od vloge reSevalcev problema. Lastnik problema samo
slu¢ajno lahko pozna Zeleno bodoce stanje, obicajno pa ga ne
pozna. Ves Cas reSevanja reSujemo isti problem: kako priti iz
obstojeCega v Zeleno stanje. Obstojece stanje je stanje, kjer je
problem. Z upostevanjem sistemskega pristopa pri reSevanju
problemov in ¢lenjenja sistema in s tem nacel od grobega k
podrobnemu in od celote k sestavinam postaja vse jasnejse,
kaj je problem, kasneje pa tudi, kaksno je Zeleno stanje, naj-
prej grobo, potem vse bolj razlo¢no. Ob tem, ko reSujemo
celosten problem, dejansko reSujemo mnoge z njim povezane
delne probleme, ... dokler ne najdemo delnega problema, ki
ga lahko reSimo (Gricar, 1988). Pri tem pa se problem postop-
no spreminja.

V tej metodologiji si prizadevamo povezovati dognanja
t.i. trdih in mehkih sistemskih metodologij. Upostevati mora-
mo, da so sistemi ¢loveskih dejavnosti mehki.

Teorija sistemov, sistemski pristop pri reSevanju proble-
mov in ¢lenjenje sistema

Metodologijo teorije sistemov smo povzeli po Kljaji¢
(2002): Sistem je celovitost urejene in omejene mnozice ele-
mentov. Elementi predstavljajo najmanjSe enote sistema, ki jih
ne moremo in/ali no¢emo naprej deliti. Med elementi obstaja-
jo odnosi ali pa jih je mogoce vzpostaviti. Odnosi oznacujejo
zveze, odvisnosti in vplive med elementi sistema ali okolja.
Sistem S definiramo kot funkcijsko preslikavo vhodne mnoZi-
ce X na mnozico izhodov Y. S:X—Y. Sistem ¢lenimo naprej
na elemente, ki predstavljajo najmanjSe enote sistema, ki jih
ne moremo in/ali no¢emo napre;j deliti.

3 Uporabljena metodologija

Nobena od predstavljenih metodologij v celoti ne pokriva
potreb pri izdelavi nasega izdelka. Zato smo na osnovi ome-
njenih metodologij oblikovali svojo. Osnovno vodilo je meto-
dologija prenove poslovnih procesov (Kern, 2006 in 2009).
Vanjo smo pri analizi obstojecega stanja vkljucili Metodologi-
jo za reSevanje problema (GriCar, 1988). Pri definiciji novega
procesa smo uporabili tudi teorijo sistemov (Kljaji¢, 2002),
sistemski pristop pri reSevanju problemov (Gricar, 1988 in
Kljaji¢, 2002 in 2003) in clenjenje sistema (Gricar, 1988
in Kljaji¢, 2002). Ves cas izdelave izdelka smo uporabljali
projektni pristop. Pri izvajanju smo upostevali metodologijo
vodenja projektov, ki smo jo povzeli po prof. Rantu (Rant et
al,, 1995) in v javni upravi uveljavljeno metodologijo Prince.
1. Delo je potekalo na naslednji nacin:

m  Analiza obstojeCega stanja:

m  pridobitev problemov uporabnikov,

s analiza problemskega stanja.
2. Definicija novega procesa:

m opredelitev izdelkov in rezultatov procesa obdelave

podatkov,
m groba definicija procesa obdelave podatkov (l.
raven),

m 2. raven procesa obdelave podatkov,

» 3. raven procesa obdelave podatkov.
3. Definicija vlog

s opis vlog,

»  matrika vlog in odgovornosti.
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4. Dolocitev kriti¢nih kontrolnih to¢k v procesu.
5. Uvajanje novega procesa.

4 Rezultati

4.1 Institut za varovanje zdravja RS - opis
poslovnega sistema

InStitut za varovanje zdravja Republike Slovenije (IVZ) je
osrednja institucija, ki opravlja dejavnost javnega zdravja v
Republiki Sloveniji. Dejavnost obsega zagotavljanje podatkov
s podro¢ja zdravja in zdravstvenega varstva, spremljanje in
ocenjevanje zdravja prebivalstva; varovanje zdravja ter pri-
pravljenost na resne groznje zdravju; krepitev zdravja in obli-
kovanje strokovnih podlag za sprejemanje zdravju naklonjenih
politik; programe in ukrepe za preprecevanje bolezni; sprem-
ljanje in ocenjevanje zdravstvene dejavnosti; izobraZevanje
strokovnjakov javnega zdravja ter raziskave v javnem zdravju.
IVZ tako predstavlja ekspertni nivo za podporo odlocitvam, ki
jih sprejema drZava na nacionalnem in lokalnem nivoju, in ki
imajo posredni ali neposredni vpliv na zdravje. Podrocje dela
strokovnjakov javnega zdravja na IVZ je torej usmerjeno v
zdravje prebivalstva in dejavnike, ki vplivajo na njihovo zdrav-
je. Poslanstvo IVZ bi lahko opredelili kot krepitev in varovanje
zdravja prebivalstva (IVZ, 2009).

Dejavnost javnega zdravja obsega tudi vodenje in uprav-
ljanje nacionalnih podatkovnih zbirk o zdravju, dejavnikih, ki
vplivajo na zdravje in zdravstvenem varstvu . Tako je proces
obdelave podatkov eden od identifikacijskih procesov institu-
ta. Identifikacijski proces dolo¢a organizacijo pri njej sami,
pri strankah in investitorjih. Razlikuje organizacijo od njene
konkurence in je bistvo uspeha firme (Keen, 1997).

4.2 Izbira procesa, ki smo ga obravnavali

Izbrali smo proces obdelave podatkov, ki je eden od identifika-
cijskih procesov instituta.

Podatki se na IVZ obdelujejo Ze dolgo vrsto let. Proces
obdelave podatkov se je z leti spreminjal. Na IVZ je bila leta
2004 reorganizacija, vendar se spremembe niso izvedle do
konca.

IVZ je upravljavec precejSnjega Stevila zbirk (okrog 45)
nacionalnega pomena. Postopki obdelave podatkov se med
zbirkami bistveno razlikujejo. Ugotovili smo, da obdelava
podatkov obicajno poteka skozi tri funkcijske oddelke, npr.
Center za organizacijo, ekonomiko in informatiko v zdravs-
tvu, Enoto za zdravstveno statistiko in Center za prouevanje
zdravja in zdravstvenega varstva. V procesu obdelave podat-
kov je udeleZen tudi Center za nalezljive bolezni. Pri nekate-
rih zbirkah sprejmejo podatke v eni enoti, preverjajo v drugi
in podatke pripravljajo in analizirajo v tretji. Zato prihaja do
motenj in zastojev. To pa vpliva na to, da ne moremo opraviti
storitve tako, kot bi jo lahko. Zato, da bi zadovoljili zahteve in
potrebe uporabnikov v najvecji meri, smo zaceli razmiSljati o
procesnem gledanju na obdelavo podatkov. Za ¢as definicije
novega procesa smo poskusali odmisliti meje in omejitve, ki
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jih povzroca funkcijsko gledanje na organizacijo in na organi-
zacijo gledati s procesnega vidika.

Kaj je proces? Poslovni proces je organizacija (Rant,
2001)

s VvloZkov - kot na primer ljudi, opreme, energije, postop-
kov, materiala, informacij -

zaporedja dejavnosti dela,

koordinacije akcij med ljudmi (in vcasih stroji), vkljuce-
nimi v te dejavnosti, potrebne za izdelavo

dolocenega konc¢nega rezultata ali izlozka,

ki ima vrednost za stranko in investitorje.

Bistvena pomanjkljivost obstojecega procesa je, da
poteka skozi ve¢ funkcijskih enot in da potek dela in poob-
lastila, odgovornosti in izvajalci niso doloceni. Na mejah
med oddelki nastajajo zastoji ali celo prekinitve, ki mo¢no
ovirajo proces. Prav tako nekateri vodje oddelkov menijo, da
aktivnosti niso v njihovi pristojnosti, drugi pa Zelijo ve¢ nad-
zora in zadolZitev. Kot pojasnilo naj navedemo dva primera:

Delavec 1 v enoti 1 sprejme podatke. OdloZi jih na dolo-
¢eno mesto. Delavec 2 iz enote 2 preveri podatke. Ugotovi
neskladje in o tem obvesti poroCevalca. PoroCevalec zahteva
dodatno pojasnilo. Delavec 2 odgovora ne ve. Zato zaprosi za
odgovor delavca 3 iz enote 3. Ta oceni, da naloga ni prioritetna
in zato pri njem stoji. Delavec 2 nima avtoritete, da bi dose-
gel, da delavec 3 posreduje odgovor, zato porocevalec ne dobi
odgovora; zbirke ni mozno zakljuciti.

Na IVZ pride zahtevek za podatke. Ker prosilec oceni, da
ni dobil odgovora dovolj zgodaj, zahtevek poslje Se enemu
zaposlenemu iz druge enote. Oba neodvisno drug od drugega
pripravita podatke in prosilcu posredujeta odgovor. Delo se
podvaja, lahko se zgodi, da se podatki neusklajeno posiljajo
z indtituta.

Problemi nastajajo posebno takrat, ko je potrebno zaradi
priprave odgovora na zahtevek stranke ali za potrebe analiz in
smernic krizati podatke razli¢nih zbirk.

Odlocili smo se, da je potrebno z namenom, da stranke
dobijo ¢im prej ustrezen odgovor, ¢im bolj poenostaviti pro-
ces. Ne vidimo razloga, da bi se proces obdelave podatkov
med zbirkami razlikoval. Zato je potrebno definirati enoten
proces za vse zbirke. ZadolzZitve in odgovornosti je potrebno
bolje definirati. Dolo€iti je potrebno osnove za boljSo komu-
nikacijo med udeleZenci v procesu in dolo¢iti lastnike pro-
cesa oz. odgovorne osebe. Obstojeci proces je pri razlinih
zbirkah razlicen in ni usklajen z obstojecimi organizacijskimi
navodili.

Podatki, ki se v procesu obdelujejo, so velikokrat tudi
ob¢utljivi osebni podatki, zato so podvrzeni strogemu Zako-
nu o varstvu osebnih podatkov (ZVOP-1-UPBI1, 2007 - v
nadaljevanju: ZVOP, 2007). SreCujemo se s trikotnikom
varnost — uporabnost — stroski. Zelimo zagotoviti ¢im vecjo
varnost obcutljivih osebnih podatkov, po drugi strani pa Zeli-
mo, da bi bili podatki, ki jih imamo, ¢im bolj uporabni. Pri
tem Zelimo imeti ¢im manj stroSkov. Vsem trem kriterijem je
nemogoce zadostiti. Ce bi bili podatki popolnoma varni, so
neuporabni, ¢e so zelo uporabni, je tezko zagotoviti varnost;
omejeni pa smo tudi s finan¢nimi sredstvi, ki so potrebna za
njihovo zagotavljanje.

Zaradi navedenih razlogov v projektu prenove poslovnega
procesa nismo zaceli s popisom starega, obstojeCega procesa,
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kot je obicajno pri prenovi poslovnih procesov. Kot izhodisce
smo postavili analizo problemskega stanja, kar je obicajen pri-
stop pri izgradnji informacijskega sistema.

Zal nam v Casu priprave resitve in izdelka niso bila na
voljo ustrezna informacijska orodja, zato smo ga pripravili
brez njih.

4.3 Analiza problemskega stanja

Pri posnetku in analizi poslovnega procesa smo uporabili ana-
lizo problemskega stanja po Gricarju, ki je del Metodologije
za reSevanje problema (Gricar, 1988). V naSem primeru gre za
izrazit nestrukturiran problem, saj resitve ne poznamo ali celo
ne vemo, zakaj je nekaj treba narediti. Cilj ni jasno izraZen,
ampak se kaZe samo v nezadovoljstvu s stanjem, v katerem
smo.

Pri naSem projektu se trudimo na problem gledati
kot na izziv, kot priloznost za izboljSanje in ne kot nekaj
negativnega. Zeleli smo pridobiti &im ve¢ mnenj o problemih,
s katerimi se sreCujejo udelezenci v procesu obdelave podat-
kov. Temo smo predstavili na strokovnem kolegiju. Vsem
predstojnikom oddelkov smo posredovali poziv za zbiranje
problemov pri obravnavi podatkov, kasneje pa Se vsem zapo-
slenim. Odgovore smo prejeli iz vseh oddelkov in od nekaterih
posameznikov.

Pridobili smo precej izhodi$¢ in ta smo upoStevali pri
reSitvi. Prejeli pa smo tudi veliko problemov, ki jih zaposleni
cutijo, a nimajo neposredne povezave z obdelavo podatkov
in obravnavanim procesom. Ves ¢as projekta smo veliko ¢asa
namenjali upoStevanju nacrtno zastavljenim ciljem, usmeri-
tvam in omejitvam projekta. Neprestano so prihajale zahteve

za razSiritev projekta, vendar se je vodja projekta odlocila in
strogo zastopala mnenje, da izpeljemo projekt v zastavljenih
mejah. Za Siritve pa smo Ze predlagali nove projekte in naloge.

Po pridobitvi problemov uporabnikov smo pripravili ana-
lizo problemskega stanja. Pregledali smo probleme. Grupirali
smo jih glede na vsebino. Ve€ina problemov se je v podobnih
oblikah pojavljala pri ve¢ udeleZencih. Raziskali smo, kolik-
$na je pogostost omembe posameznih problemov in podobne
zdruzili. Poiskali smo povezave med njimi in ugotovili, kateri
problemi so vzrok in kateri posledica. Ko smo se lotili reSeva-
nja problemov, smo zaceli s tistimi, ki smo jih identificirali kot
vzroke in jim pri reSevanju dali tudi vecji poudarek. Izluscili
smo najpomembnejse probleme, ki so hkrati tudi vzrok drugim
problemom. Rezultate smo grafi¢no predstavili.

Rezultate smo predstavili na Kolegiju direktorice, kjer so
nas pozvali, da smo pripravili §¢ mnenje projektne skupine
o0 najbolj izpostavljenih problemih. Predstavili smo jim tudi
probleme, ki niso neposredno povezani s projektom in jih
posredovali tudi direktorici.

4.4 Predlog prenove procesa

Na osnovi pridobljenih in analiziranih problemov smo zace-
li nacrtovati nov proces. Pri definiciji procesa smo uporabili
teorijo sistemov in Clenjenje sistema (Kljaji¢, 2002 in 2003).
Na prvi ravni sistem definiramo kot funkcijo vhodov v izhode.
Sistem smo definirali kot ¢rno $katlo, kjer so izlozki funkcija
vloZkov.

Pri tem pomeni:

Vlozek (vloZek procesa) / input je katerakoli postavka,
notranja in zunanja (v podjetju ali zunaj njega), ki je z vidika

metodoloska Vzasﬁgsjg kontrolni
navodila " program
kontrolni progr.

OBDELAVA
PODATKOV
NA VZ

T

zahtevek

i

Sifrant

Slika 1: VloZki in izloZki procesa obdelave podatkov
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OBDELAVA PODATKOV NA IVZ

N sprejem | | kontrola priprava stmdauv_ladr_ma post eco ua. R
| podatiov | | podatiov | |  baz poroGiain |~ nje podatiov
analiz | |ininformadi|

Slika 2: Clenjenje procesa — 2. raven

procesa potrebna, da se le-ta nadaljuje; lahko je izloZek /out-
put predhodnih procesov (PMBOK Vodnik, 2008).

Izlozek (izlozek procesa) / output - izdelek, rezultat ali
storitev, ki nastane v procesu; je lahko vloZek v naslednji pro-
ces (PMBOK Vodnik, 2008).

Vzporedno z zbiranjem problemom smo ¢lani projektne
skupine na delovnem sestanku definirali, kaj iz procesa Zeli-
mo dobiti - dolocili smo kljucne izdelke in rezultate procesa
obravnave podatkov. Najbolj grobo jih lahko razdelimo na
zbirke oz. baze podatkov ter porocila in evidence. Nato smo
ugotovili, kaj potrebujemo za to, da se v procesu lahko zago-
tovijo predvideni izlozki. Torej smo definirali vlozke. Zelo
grobo so to podatki, rezultati drugih procesov na IVZ, Sifranti
in zahtevki. Podrobneje so prikazani na sliki 1.

Ko smo definirali vlozke in izlozke, smo zaceli s ¢lenje-
njem procesa. VpraSali smo se, iz katerih bistvenih aktivnosti

je sestavljen proces pri vseh zbirkah. Proces kot ¢rno $katlo
smo Clenili naprej. Na drugi ravni smo po usklajevanju defini-
rali pet aktivnosti, ki so prikazane na sliki 2. Proces podatkov
na IVZ tako sestavljajo: sprejem podatkov, kontrola podatkov,
priprava baze, standardna porocila in analize in posredovanje
podatkov in informacij.

Za vsako od aktivnosti na 2. ravni smo dolocili bistvene
izloZke in zanje potrebne vlozke. Primer za kontrolo podatkov
je podan na sliki 3.

Nadalje smo vsako aktivnost procesa na drugi ravni Cle-
nili naprej na tretji ravni. Pripravili smo besedni opis procesa
z vsemi opravili, potrebnimi vlozki, izlozki in izvajalci. Dolo-
¢ili smo potrebne vloZke, ki so rezultat drugih procesov. Za
bistvene smo predlagali tudi odgovorne osebe. Za proces smo
narisali tudi procesni diagram. Primer za kontrolo podatkov je
prikazan na sliki 4.
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Slika 3: Clenjenje procesa — 2. raven
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Kontrola podatkov

Slika 4: Procesni diagram — 3. raven

4.5 Vloge, zadolZitve in odgovornosti
v procesu obdelave podatkov

Pri definiranju procesa smo popisali vloge v procesu obdelave
podatkov. To bo omogocilo implementacijo prenovljenega
poslovnega procesa. Popisali smo vse vloge, ki smo jih nasli
pri vseh zbirkah. Obstajajo vloge, ki nastopajo samo pri eni
zbirki, ve¢inoma pa se vloge med zbirkami bistveno ne raz-
likujejo. Vcasih ista oseba opravlja delo ve¢ vlog. Za vsako
vlogo v procesu smo zapisali vse naloge, ki smo jih evidentira-
li. Prav tako smo dolocili odgovornosti za posamezne naloge.

Vzporedno z vlogami, ki smo jih definirali pri projektu,
smo aktivno sodelovali pri nastajanju Pravilnika o varstvu
osebnih podatkov, katerega pripravo je vodila pravna sluzba.

Tako smo definirali nekatere vloge, zadolzitve in postopke, ki
so povezani z ZVOP-om.

Pri definiranju vlog, zadolzZitev in odgovornosti v procesu
obdelave podatkov smo ugotovili in sklenili, da je potrebno,
da se vsaki aktivnosti, ki ima ve¢ sodelavcev, doloci, kdo je
nosilec. V ta namen smo izdelali matriko odgovornosti (angl.
Responsibility Assignment Matrix - RAM).

Za vsako aktivnost in izdelek oz. rezultat smo dolo¢ili,
kdo je odgovoren zanje, kdo jih izvaja, kdo pri tem sodeluje in
kdo je o tem obve$cen. Primer je predstavljen v tabeli 1.

Na osnovi opredelitev vlog, zadolZitev in odgovornosti v
procesu obdelave podatkov smo sprejeli sklep, da je potrebno
narediti poimenski seznam vlog po posameznih zbirkah. V ta
namen je bila za vse zbirke izdelana poimenska tabela vlog, ki
so jo izpolnili skrbniki zbirk.
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Tabela 1: Del matrike odgovornosti
aktivnost |h'zde.'kifrezm‘taﬁ odgovoren izvaja sodeluje je obveséen
statistik metodolog,
kontrola skrbnik zbirke skrbnik zbirke strokownjak za vsebino, !
sistemski analitik
evidenca stikov in skrbnik zbirke skrbnik zbirke ! !
videnca kontrol
krb, ljaj . . . . .
b, da se uporabljajo |\ o i hirke skrbnik zbirke odgovoma oseba za Sifrante !
veljavni Sifranti
zahtevek za popravek skibnik zbirke skrbnik zbirke / v skladu z navodili za
odatkov delo
zakljué evanje kontrole skibnik zbirke skrbnik zbirke statistik @etodolog, . /
odatkov strokownjak za vsebino
ramba preverjenih skibnik zbirke skrbnik zbirke ! /
odatkov
skrbnik zbirke,
kontrolni sistemski analitik programer strn_ko_unjalc za vsebino, !
program statistik metodolog,
sisternski analitik
skrbnik zbirke,
iprediog dopolnitev skibnik zbirke stro!(o_vnjak za vsebino, ; /
Ikontrolnega programa statistik metodolog,
sisternski analitik
definirajne zahtev za skrbnik zbirke,
idopolnitev kontrolnega sistemski analitik sistemski analitik strokownjak za vsebino, !
\programa statistik metodolog

4.6 Implementacija organizacijskih sprememb

Edosomwan (1996) trdi, da je za uspeh sprememb pri obliko-
vanju procesov potrebna ne samo strinjanje, temvec¢ podpora in
aktivno sodelovanje najvi§jega vodstva organizacije. Ta pa pri
tem potrebuje sodelovanje zaposlenih. Predlaga, da vse ¢lane
organizacije skusamo izobraziti o potrebnosti prenove proce-
sov in o koristih, ki jih lahko prinese vsem. Ljudem zagotovi-
mo moZznost, da v procesu sodelujejo in nagradimo izboljSano
izvajanje. Lahko dolo¢imo t.i. predstavnike sprememb (angl.
change agents). Ti morajo za izvajanje sprememb in ucinko-
vito uvajanje spremembe pridobiti kriticno maso delovne sile.
To je ponavadi ustrezno Stevilo vplivnih ljudi, ki predvidene
spremembe podpirajo. Pozitivna komunikacija na vseh nivojih
je bistvenega pomena. Zato je potrebno razpravljati o nujnosti
transformacije in sprememb, ciljev v procesu transformacije,
pomena doseganja ciljev, o koristi pri¢akovanih sprememb in
individualnih in timskih vlogah in o odgovornosti.

V prenovi procesa obdelave podatkov smo uspeli zagoto-
viti aktivno sodelovanje najviSjega vodstva, saj je bil Kolegij
direktorice tudi projektni svet. Predstavili smo mu rezultate
analize problemskega stanja in mu porocali o napredovanju
projekta. Na Kolegiju direktorice smo obravnavali predlog
kon¢nih izdelkov, ki smo ga pred tem objavili na intranetu.
Sprejeli smo manjSe dopolnitve. Kolegij direktorice je potrdil
izdelke, ki smo jih potem kot konc¢ne spet objavili na intranetu.

Sodelovanje zaposlenih smo vkljudili Ze na zacetku pro-
jekta z zbiranjem problemov udeleZencev procesa, za katerega
smo poziv poslali vsem zaposlenim. Predlog kon¢nih izdelkov
smo objavili na intranetu. Po zakljucku projekta smo organizi-
rali predstavitve procesa in izdelkov v vseh oddelkih. Nekateri
zaposleni, predvsem skrbniki zbirke in statistiki metodologi,
so dobili ve¢ nalog in vecje odgovornosti. S tem smo razbre-
menili druge kadre, ki se zdaj lahko posvetijo drugim nalo-
gam, za katere prej niso imeli dovolj Casa, saj za inStitut kot
del javnega sektorja Ze nekaj let velja omejevanje zaposlova-
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nja in teZnja po zmanjSevanju Stevila zaposlenih kljub povece-
vanju zahtevanih nalog, rezultatov in izdelkov.

Projektna skupina je bila sestavljena tako, da so bili v njej
predstavniki bistvenih vlog v procesu. OZjo projektno skupino
je sestavljalo osem stalnih ¢lanov. Pri sestavljanju projektne
skupine smo gledali tudi na to, da so v njej sodelovali zapo-
sleni iz vseh oddelkov, skozi katere tee proces, Ceprav smo
se kasneje v Casu projekta trudili odmisliti meje oddelkov in
proces obravnavali enotno. To so bili predstavniki sprememb.
Vsak izmed ¢lanov projektne skupine je imel namestnika, pri
posameznih delih procesa pa smo vkljucevali tudi druge sode-
lavce, ki se jih je obravnavana problematike Se posebej doti-
kala. Skupaj je pri definicijah sodelovalo sedemnajst sodelu-
jocih. Pri tem ne Stejemo ¢lanov projektnega sveta. S tem smo
poskusili zagotoviti kriticno maso delovne sile. Ti predstavniki
so kljucni uvajalci sprememb in nanje se v prvi vrsti obracajo
udelezenci procesa s svojimi vprasanji in novimi problemi.

Po zakljucku projekta smo se ¢lani projektne skupine
zbrali na zaklju¢nem srecanju. Zakljucno srecanje je potekalo
v spros¢enem okolju, izven prostorov instituta. Vodila ga je
direktorica. Na njem smo si presenetljivo odkrito izmenjali
poglede posameznih udeleZencev na potek projekta, delo v
njem, pa tudi o delu posameznih ¢lanov tima. Podanih je bilo
tudi nekaj predlogov za nadaljnje delo glede rezultatov projek-
ta in tudi glede samega dela na IVZ.

Poudarek Projekta za organizacijo dela in dostopanje do
osebnih in anonimiziranih podatkov na Institutu za varovanje
zdravja Republike Slovenije je bil na organizaciji dela. Pri tem
smo se srecali s precej omejitvami. Nekatere med njimi ome-
njamo v nadaljevanju.

Ker je letos na inStitutu predvidena $irSa reorganizacija,
smo pripravili nekaj izhodi$¢ zanjo, same spremembe orga-
nizacijske strukture zato v okviru obstojecega projekta nismo
izvedli.

Racunalniske podpore procesu nismo spreminjali. Tiste
zbirke, ki imajo kontrolni program, ga uporabljajo Se napre;j.
Vecjo spremembo pricakujemo po sprejemu Zakona o eviden-
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cah, ki bo nadomestil obstoje¢i Zakon o zbirkah podatkov s
podrocja zdravstvenega varstva (ZZPPZ) in je zdaj v procedu-
ri. Pri¢akujemo, da bo v zbirke same, njihovo vsebino, prinesel
bistvene spremembe in bo takrat potrebno na novo oblikovati
kontrolne programe in programe za pripravo baz. Predlagali
smo, da se za vse zbirke uporabi varna racunalniska resitev, ki
jo za sprejem podatkov uporabljajo pri dveh zbirkah in ju je
kot varnostno ustrezno prepoznala tudi revizija. Za to je potre-
ben nov, $irsi projekt. Prav tako smo nov projekt predlagali za
varnostno oceno tveganja in upravljanje z varnostjo, ki bo to
problematiko reSeval v povezavi in delno tudi v sklopu pod-
projekta Sistem upravljanja z informacijsko varnostjo (SUVI)
projekta E-zdravje, ki poteka na ravni cele Slovenije. Ugoto-
vili smo, da potrebujemo racunalnisko podporo za spremljanje
zahtevkov, kar Ze reSujemo na ravni celotnega IVZ.

4.7 Upravljanje procesa

Identificirali smo najpomembnejse tocke, v katerih je moZno
pricakovati motnje v procesu.

Poimenovali smo jih kriti€ne kontrolne tocke. Za vsako
kriticno kontrolno to¢ko smo dolocili ukrepe za prepreceva-
nje in odpravljanje. Izdelana je bila poimenska tabela vlog za
posamezne zbirke podatkov, ki so jo izpolnili skrbniki zbirk.
Poimenska tabela bistvenih vlog je del opisa vsake zbirke
podatkov in se bo posodabljala dvakrat letno. Objavljena je
na intranetu.

Projektni svet je dolocil skrbnika procesa, ki Ze prevzema
svoje zadolZitve.

Cez eno leto smo predvideli analizo procesa in implemen-
tacijo izboljSav.

5 Razprava

Procesni pogled je popolnoma nov v opisanem okolju. S pro-
cesnim gledanjem in z omejitvami, ki jih povzroca obstojeca
funkcijska organizacija, smo imeli ¢lani projektne skupine,
pa tudi ostali sodelujoci najvec teZav. Zato so Clani projektne
skupine Ze med projektom opravili kratko izobraZevanje o pro-
cesih in procesnem gledanju na obdelavo podatkov. Obdelava
podatkov je dejansko potekala skozi ve¢ oddelkov, kar je pov-
zrocalo nemalo prekinitev, zastojev in teZav.

Velik problem je predstavljala tudi nestrukturiranost prob-
lema. Ob zacetku projekta ni bilo jasno, kaj sploh je problem.
Ta »mehkost«, neoprijemljivost in tudi izdelek projekta, ki
v bistvu ni materialne narave, temve¢ neka abstraktna spre-
memba izvajanja, so predstavljali na zacetku projekta veliko
negotovost med ¢lani skupine. K sre¢i smo si lahko pomagali
z metodologijami, ki so opisane na zacetku prispevka. Nekaj
ovir so predstavljale tudi menjave ¢lanov projektne skupine
(odhod v pokoj, starSevski dopust).

Pri zbiranju problemov smo dobili celo vrsto problemov,
ki ne zadevajo neposredno obravnavanega procesa. Bile so
zelo mocne zahteve po Sirjenju projekta, vendar nam je uspelo
projekt obdrzati v zaCrtanih mejah. Za enega vecjih problemov
smo predlagali poseben projekt, ki ga bodo izvajali ¢lani z bolj
specifi¢nimi znanji.

Vzporedno z rezultati projekta so se odvijale tudi nekatere
druge naloge, kjer smo sodelovali. Aktivno smo sodelovali s
pravno sluzbo pri oblikovanju Pravilnika o varovanju osebnih
podatkov, kjer smo podrobneje dolocili povezavo z ZVOP-
om. Sodelovali smo pri Pravilniku o pisarniSkem poslovanju
in dokumentarnem gradivu, kjer smo reSevali hranjenje in
arhiviranje. Bistveni del poimenske tabele vlog je postal del
Centralne evidence zbirk podatkov, ki se bo v skladu z navodi-
lom, ki ga je podpisala direktorica, posodabljala dvakrat letno.
Ugotovili smo, da strokovnjaki razli¢nih strok iste izraze raz-
liéno razumemo. Zato smo naredili tudi Terminoloski slovar za
podrocje, ki smo ga obravnavali.

Zagotovo smo odprli cel kup izzivov. Veliko smo jih
uspeli razreSiti, nekaj pa jih je Se ostalo. Te smo zabeleZili
v projektni dokumentaciji. Nekatere reSitve bomo poskusili
adaptirati tudi v druge procese, nekatere pa bodo izhodisce za
urejanje novih procesov.

6 Zakljucek

Pri projektu smo pridobili celo vrsto pozitivnih izkuSenj. Za
obravnavani proces smo uspeli obiti funkcijske meje oddelkov.
Uspeli smo na obdelavo podatkov gledati kot na proces — od
vhodov, ki jih dobimo na inStitut, do izdelkov in rezultatov, ki
jih zagotavljamo nasim strankam.

V veliki meri smo uspeli preseCi »vrtickarstvo« centrov
in delati v dobro celotne organizacije in uporabnikov njenih
storitev.

Bistveni dosezki projekta so, da se proces pri razli¢nih
zbirkah izvaja enotno, da imamo samo eno vstopno in izhodno
toCko v proces in iz njega z vidika uporabnika zunaj inStituta,
da so enotno definirane vloge v procesu in vse naloge in opra-
vila, da je za vsako teh nalog dolocen, kdo je zanjo odgovoren
in kdo jo izvaja, da je definirana komunikacija med vlogami
in da so poimensko doloCene osebe za opravljanje vlog za vse
zbirke.

Po uspesni uvedbi vseh komponent bodo pozitivne izkus-
nje zagotovo obcutile tudi naSe stranke, uporabniki nasih sto-
ritev. Predvsem se bo skrajsal Cas izvedbe procesa in povecala
njegova kakovost. S tem bomo pridobili tudi pri kvaliteti infor-
macij, analiz, strokovnih podlag in priporocil.

Zavedamo se, da je odpravljen le del problemov in da smo
odprli cel kup novih. Tudi to, da smo jih vsaj identificirali in
analizirali, je zagotovo velik prispevek, hkrati pa tudi izziv in
obveza za nadaljnje delo.
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ECUREELTERY]

Information Technology and
Organizational Effectiveness:
Re-evaluation of the Radical
Transformations 1980-2010

The idea of this paper is to review and
summarize the complex interplay between
information technology (IT) and organi-
zation in stages that impacted radically
both the organizational structure and the
evolution of effectiveness and economic
performance. We could identify five major
stages where the underlying technology,
the typical organizational structure, and the
criteria of performance or business success
changed, increasing the complexity of eva-
luation models proposed. It seemed that
the effectiveness impacts of IT escalated
from the individual to the team level, from
the organizational to the virtual ecosystem
level, and from the corporate to the national
or global level. Therefore, the IT producti-
vity paradox could not be refuted until 2003.

Keywords: organizational effective-
ness, information technology, transforma-
tions, productivity paradox

Igor Husti¢, Matjaz Mulej

Some of the Main Factors
of Innovative Renewal
of Companies’ Operations

Problems cannot be solved by the men-
tality that has caused them, such as neglec-
ting the non-technological innovation.
Often, innovative renewal of companies’
operations is urgently needed. Overcoming
the consequences of the global economic
and financial crisis cannot be successful
without innovation of the values, culture,
business ethics and norms of all their impor-
tant stakeholders. We suggest a new synergy
of methods aimed at renewal of business
processes in an innovative way by using
the dialectical systems theory approach. We
combine BSC, ISO 9000, the method ‘lear-
ning company’ and USOMID. Literature so
far has not made it clear that those approac-

hes can complement each other and jointly
contribute to renewal of business operations
according to the requirement of the requi-
site holism.

Key words: business process, innova-
tive management, renewal, modern dialec-
tics, innovation of VCEN

Darko Kovac, Maja Mesko,

Andrej Bertoncelj

Entrepreneurial Conative
Component of Competences:
the Case of Slovenia

Competitive pressures, globaliza-
tion and economic growth have brought
Slovenian enterprises to enhance the role of
entrepreneurial competences. The present
paper aims to study conative component of
entrepreneurial competences as a crucial
part of human capital in Slovenian enter-
prises. The focus of this paper is any even-
tual disparity of non-teachable attributes
of conative component of competences of
Slovenian enterpreneuer with learned ones
rather than the concept of entrepreneurship
itself. Authors seperates entrepreneurial
competences into three components: cogni-
tive, affective and conative. The purpose of
this study is to assess the entrepreneurial
conative traits and to investigate the cor-
relation between different conative compo-
nents of entrepreneurial competences and
compare the results to their job-related
self-expetations. The conative component of
entrepreneurial competences was measures
with the Kolbe A™ Index. The study was
conducted with 43 Slovenian entrepreneuers
from three different enterprises. Independet
sample t-test and Pearson’s correlation were
used to test research aims. SPSS 16.0 was
used to analyse the data. The results show
conative components of Slovenian entre-
preneurial competences, difference between
them and individual’s job-related self expec-
tations and that the correlation between
conative components exist.

Key words: Entrepreneurship, cona-
tive entrepreneurial competences, Kolbe
A™ [ndex, Kolbe B™ Index, Slovenia.

Ziga Cepar, Stefan Bojnec

Higher Education Demand Factors
and the Demand for Tourism
Education in Slovenia

This paper investigates the higher edu-
cation demand in Slovenia, which is inves-
tigated in general and in the field of tour-
ism, using regression analysis on selected
time-series data. We find a positive and
significant association between the higher
education demand in general and the demo-
graphic and socio-economic circumstances.
Demographic trends in general slow down
or even decrease the demand for higher edu-
cation, while socio-economic factors mostly
encourage the demand for higher education.
However, unfavourable demographic fac-
tors are already prevailing over the favour-
able socio-economic factors, meaning that
growth rates of absolute demand for higher
education are starting to decline. We ana-
lyze the movements of demand for higher
education in the field of tourism in recent
years and compare them to the movements
of the demand for higher education in gen-
eral and to the movements of the demand for
tourism in Slovenia. The demand for tourist
services is a factor that encourages demands
for higher education in the field of tourism.
Finally, we derive some conclusions about
higher education demand determinants in
Slovenia in general and in the field of tour-
ism, and propose some recommendations
for national educational policy.

Keywords: Higher education demand
model, demography, tourism, human capi-
tal, Slovenia

Iris Podobnik,

Roberto Biloslavo

The Transfer of Knowledge within
the Organization: Impact Factors
and the Role of Employees

The article presents a review of the
knowledge management literature focusing
on knowledge transfer and the results of
a case study research carried out in a
small Slovenian IT company. The research’s
results indicate that employees based on
their own perception of the importance of
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individual impact factor decide to trans-
fer knowledge or not. The presented case
study revealed that employees pay a lot of
attention to management behaviour, reward
system, communication and trust, and that
these factors cannot be analysed indivi-
dually but as a system. Based on the per-
formed research we can conclude that even
in small organizations we encounter great
complexity of knowledge transfer, which so
far has been studied and confirmed only in
cases of large organizations.

Keywords: knowledge management,
knowledge transfer, ICT, management,
trust, communication

Tjasa Strukelj, Mojca Duh

Business Transfer as a Strategic
Developmental Problem of the
Owner-Manager, the Enterprise

and the Economy

Transfer of ownership and manage-
ment of an enterprise is a complex process;
unsuccessful transfers result in the loss of
otherwise viable businesses and the jobs
they provide. Many enterprise fail in the
transfer phase not because they are not viab-
le but because the transfer has not been suf-
ficiently prepared and realized. Successful
business transfers are even more important
for preserving jobs and economic growth
during the economic crisis when many
enterprises fail because of the lost of mar-
kets and strategic potentials. Even though
the transfer of an enterprise within a family
is still a frequent option and this is also true
for Slovenia, the number of other transfer
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options is increasing, also the number of
transfers to third parties. Owners-managers
as well as supportive institutions have an
important role in business transfers. Sup-
portive environment and measures should
enable easy and efficient business transfer,
stimulate entrepreneurs to start preparing the
transfer on time as well as stimulate poten-
tial entrepreneurs to think about the pos-
sibility to take over an existing enterprise;
supportive services such as mentoring, pro-
fessional consultancy, creation of data bases
and marketplaces that provide a platform
for bringing together potential buyers and
sellers are also needed. In the contribution
we present proposals for improving the sup-
portive environment for business transfers in
Slovenian which is in comparison to some
other EU countries still underdeveloped.

Key words: succession, transfer to
third parties, markets for business transfers,
European Union, Slovenia

Simon Oman, Anton Cizman

The Importance of Integrated
Information Systems in
Production Planning, Management
and Control

The Importance of Integrated Infor-
mation Systems in Production Planning,
Management and Control Information tech-
nology plays an important role in managing
made-to-order production where it ensures
reliable and up-to-date information. Such
information enables efficient decision-ma-
king and management of production proces-

ses. Beside essential information necessary
for production planning, management func-
tions also enter into the system thus leading
modern companies into computer integrated
systems. The present paper presents the
importance and role of integrated computer-
aided production which brings companies
real-time monitoring of production, timely
and accurate decision-making and conse-
quently, more efficient management of a
production company.

Key words: information, integration,
planning, production environment.

Data Processing Process
Reengineering

Data transformation process is one
of the identity processes on the National
Institute of Public Health. It goes through
three functional departments. This cause
disturbances and deadlocks. We’ve decided
to make reengineering of this process with
aim to satisfy our users.

We’ve got starting-points and stresses
needed from the participant view with the
problem analyze. With the business pro-
cess reengineering methodology and system
theory we’ve defined process, activities,
executers, inputs and outputs. We've des-
cribed roles and their tasks. We’ve prepa-
red responsibility assignment matrix. We've
made implementation activities.

Key words: business process, business
process reengineering, data processing
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Donatorji izgradnje stavbe
UM Fakultete za organizacijske vede

ADRIA AIRWAYS - Slovenski letalski prevoznik d.d.
Kuzmiceva 7, 1000 LIUBLJANA

ARBORETUM
Vol&ji potok 3, 1235 RADOMLIE

ALPETOUR REMONT d.d.
Ljubljanska 22, 4000 KRANJ

ATOTECH - Kemi¢na tovarna Podnart d.d.
Podnart 24, 4244 PODNART

AVTOTEHNA d.d.
Slovenska cesta 54, 1000 LIUBLJANA

BIGRAD
Kolodvorska 37d, 2310 SLOVENSKA BISTRICA

BRDO - PROTOKOLARNI SERVIS
Predoslje 39, 4000 KRANJ

DEDALUS d.o.o.
Dunajska 156, 1000 LIUBLJANA

DELO - Casopisno in zaloznisko podjetje d.d.
Dunajska 5, 1509 LJUBLJANA

DOMEL d.d. - Elektromotorji in gospodinjski aparati
Otoki 21, 4228 ZELEZNIKI

DOMPLAN d.d.
Bleiweisova cesta 14, 4000 KRANJ

ELEKTRO GORENJSKA Javno podijetje za
distribucijo elektri¢ne energije, d.d.
Bleiweisova cesta 6, 4000 KRANJ

ELEKTROTEHNISKO PODJETJE d.d.
Ulica Mirka Vadnova 11, 4000 KRANJ

EL - VER, Elektroinstalacije Zvonko Verli¢ s.p.
Strelika 150, 2000 MARIBOR

ETIKETA Tiskarna d.d.
Industrijska ulica 6, 4226 ZIRI

EXOTERM Kemicna tovarna, d.d.
Struzevo 66, 4000 KRANJ

FOTO TIVOLI d.o.0.
Cankarjeva 7, 1000 LIUBLJANA

GORENJSKA BANKA d.d.
Bleiweisova 1, 4000 KRANJ

GORENJSKA PREDILNICA d.d.
Kidriceva cesta 75, 4220 SKOFJA LOKA

GORENJSKITISK d.d.
UL Mirka Vadnova 6, 4000 KRANJ

GRADBINEC GIP d.o.o.
Nazorjeva 1, 4000 Kranj

GRATEX d.o.0.
Spodnja Retica 81, 3270 LASKO

HIT d.d. Nova Gorica - Hoteli igralnica turizem
Delpinova 7a, 5000 NOVA GORICA

HTG - Hoteli Turizem Gostinstvo d.d.
Partizanska cesta 1, 6210 SEZANA

IBM Slovenija d.o.0.
Trg Republike 3, 1000 LJUBLJANA

IBI Kranj - Proizvodnja Zakarskih tkanin d.d.
Jelenceva ulica 1, 4000 KRANJ

ISA Anton Mernik s.p. - Izvajanje sanacij v gradbenistvu
Kolodvorska ulica 35¢, 2310 SLOVENSKA BISTRICA

ISKRAEMECO, d.d.
Savska Loka 4, 4000 KRANJ

ISKRA - Iskra avtoelektrika d.d.
Polje 15, 5290 SEMPETER PRI GORICI

ISKRA - Industrija sestavnih delov d.d.
Savska loka 4, 4000 KRANJ

ISKRA INSTRUMENTI d.d.
Otoce Sa, 4244 PODNART

ISKRATEL - Telekomunikacijski sistemi d.o0.0., Kranj
Ljubljanska cesta 24/a, 4000 KRANJ

ISKRA TRANSMISSION d.d.
Stegne 11, 1000 LJUBLJANA

Izredni Studenti FOV

JELOVICA d.d.
Kidri¢eva 58, 4220 SKOFJA LOKA

JEROVSEK COMPUTERS, d.o.o.
Breznikova 17, 1230 DOMZALE

KOGRAD GRADNUJE d.o.o.
Preradoviceva ul. 20, 2000 MARIBOR

KOMUNALNO POD JETJE GORNJA RADGONA p.o.
Trate 7, 9250 GORNJA RADGONA

KOPIRNICA DEU s.p.
Kidri¢eva 55a, 4000 KRANJ

KOVINAR d.o.0. Vitanje
Kovaska cesta 12, 3205 VELENJE

KRKA, d.d., Novo mesto
Smarjeska cesta 6, 8501 NOVO MESTO

KRKA ZDRAVILISCA - Zdraviliske,
turisti€ne in gostinske storitve d.o.o.
Germova ulica 4, 8501 NOVO MESTO

LESNA Lesnoindustrijsko podietje d.d.
Pod gradom 2, 2380 SLOVENJ GRADEC
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LETNIK SAUBERMACHER d.o.0.
Sp. Poric 49, 2230 LENART V SLOVENSKIH GORICAH

LINIJA - Rajko Flerin, s.p., Slikopleskar
in érkoslikar
Britof 284, 4000 KRANJ

LJUBLJANSKE MLEKARNE d.d.
Tolstojeva 63, 1000 LJUBLJANA

LUKA KOPER d.d.
Vojkovo nabrezje 38, 6000 KOPER

MAGNETOMEDICINA d.o.o.
Trzaska cesta 468, 1351 BREZOVICA PRI LIUBLJANI

MARMOR HOTAVLJE d.d.
Hotavlje 40, 4224 GORENJA VAS

MAT d. o. o.
Orlova 12 a, 1000 LJUBLJANA

MEHANIZMI - Iskra Mehanizmi d.d. Lipnica
Lipnica 8, 4245 KROPA

MERCATOR - TRGOAVTO d.d. - Trgovina, servis
PristaniSka 43/a, 6000 KOPER

MERCATOR - PC GRADISCE d.d.
Golijev trg 11, 8210 TREBNIJE

MERCATOR-OPTIMA - InZeniring d.o0.0.
Breg 14, 1000 LIUBLJANA

MERKUR - Trgovina in storitve d.d. KRANJ
Koroska cesta 1, 4000 KRANJ

MESNA INDUSTRIJA PRIMORSKE d.d.
Panovska 1, 5000 NOVA GORICA

MICROSOFT d.o.0.
Smartinska cesta 140, 1000 LIUBLJANA

MOBITEL d.d.
Vilharjeva 23, 1537 LJUBLJANA

OBCINA RADOVLJICA
Gorenjska cesta 19, 4240 RADOVLIICA

Opravljanje del z gradbeno mehanizacijo
MARJAN RAZPOTNIK s.p.
Krace 8, 1411 IZLAKE

OPTIMA - Podijetje za inZeniring in trgovino d.o.o.
Ulica 15. maja 21, 6000 KOPER

PALOMA SLADKOGORSKA - Tovarna papirja d.d.
Sladki vrh 1, 2214 SLADKI VRH

PIVOVARNA UNION d.d.
Pivovarniska ulica 2, 1001 LIUBLJANA

POSLOVNI SISTEM MERCATOR d.d.
Dunajska cesta 107, 1000 LIUBLJANA

POSLOVNI SISTEM - ZITO LJUBLJANA d.d.
Smartinska cesta 154, 1000 LJUBLJANA

POSLOVNO PRIREDITVENI CENTER -
GORENJSKI SEJEM Kranj d.d.
Stara cesta 25, 4000 KRANJ
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POSTA SLOVENIJE d.o.0.
Slomskov trg 10, 2000 MARIBOR

PRIMORJE d.d.
Vipavska cesta 3, 5270 AIDOVSCINA

REGIONALNI CENTER ZA RAZVOJ d.o.0.
Cesta zmage 35, 1410 ZAGORIJE OB SAVI

SATURNUS - AVTOOPREMA d.d.
Letaliska c. 17, 1001 LIUBLJANA

SAVA - Gumarska in kemi¢na industrija d.d.
Skofjeloska 6, 4502 KRANJ

SIEMENS d.o.o.
Dunajska cesta 22, 1000 LJUBLJANA

SLOBODNIK JOZE

Generalni ¢astni konzul RS v Kanadi

SLOVENIJALES PRODAJNI CENTRI
Dunajska cesta 22, 1000 LJUBLJANA

SLOVENSKE ZELEZNICE d.d.
Kolodvorska ulica 11, 1000 LJUBLJANA

SVEA LESNA INDUSTRIJA d.d.
Cesta 20. julij 23, 1410 ZAGORIJE OB SAVI

SUROVINA d.d. MARIBOR
Pobreska cesta 20, 2000 MARIBOR

TELEKOM SLOVENIJE d.d.

Cigaletova 15, 1000 LJUBLJANA
TERME MARIBOR Zdravstvo, turizem,
rekreacija d.d.

UL heroja Slandra 10, 2000 MARIBOR

TERMO d.d. - Industrija termi€nih izolacij
Trata 32, 4220 SKOFJA LOKA

TERMOELEKTRARNA TOPLARNA Ljubljana d.o.o.
Toplarniska 19, 1000 LJUBLJANA

TOVARNA KLOBUKOV SESIR d.d.

Kidrigeva 57, 4220 SKOFJA LOKA
TRIMO Inzeniring in proizvodnja montaznih
objektov d.d.

Prijateljeva 12, 8210 TREBNJE
UNITAS - Tovarna armatur d.d.

Celovska cesta 224, 1107 LJUBLJANA
USTANOVA SLOVENSKA ZNANSTVENA
FUNDACIJA

Stefanova 15, 1000 LIUBLJANA

ZAVAROVALNICA TRIGLAV, d.d.
MikloSiceva cesta 19, 1000 LIUBLJANA

ZVEZA RACUNOVODIJ, FINANCNIKOV IN
REVIZORJEV SLOVENIJE
Dunajska cesta 106, 1000 LIUBLJANA

ZIVILA KRANJ - Trgovina in gostinstvo d.d.
Cesta na Okroglo 3, 4202 NAKLO

ZITO GORENJKA d.d.
Rozna dolina 8, 4248 LESCE
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Navodila

avtorjem
prispevkov

V Organizaciji objavljamo razprave (znanstvene
Clanke, rezultate raziskovalnega dela avtorjev, ali
pregledne ¢lanke), predloge za prakso (strokovne ¢lan-
ke, na primer prikaze in ocene pristopov in metod in
njihove uporabe v praksi), razmisljanja (krajsi prispev-
ki), informacije in knjizne ocene. Ob&asno vkljucuje-
mo tudi odmeve na objavljene prispevke, enciklope-
di¢ne razlage, intervjuje s strokovnjaki s predmetnega
podrocja revije in druga besedila. Priblizne omejitve
dolZine prispevkov so naslednje:

* razprave: najve¢ 45.000 znakov, vklju¢no s presled-
ki

e predlogi za prakso: do 30.000 znakov

* razmiSljanja, informacije: do 10.000 znakov

* knjiZne ocene, odmevi: do 5.000 znakov.

V reviji objavljamo prispevke v angle$cini in slo-
vensc¢ini. Razprave in predloge za prakso ocenita vsaj
dva recenzenta, druge prispevke pa uredniski odbor
ali urednik. Na osnovi mnenja recenzentov uredniski
odbor ali urednik sprejmejo prispevek, zahtevajo manj-
Se ali ve&je popravke ali ga zavrnejo. Ce urednik oziro-
ma recenzenti predlagajo vecje popravke, se prispevek
praviloma ponovno poslje v recenzijo. Urednik lahko
sprejeti prispevek poslje v lektoriranje. Lektorirana
besedila se lahko vrnejo avtorju v pregled.

Besedilo naj bo oblikovano za tiskanje na papirju
formata A4 s presledkom med vrsticami vsaj 1,5 levo
poravnano. Razpravam in predlogom za prakso naj bo
dodan povzetek (izvlecek) dolg 10-20 vrstic, kljucne
besede, v konc¢ni — sprejeti verziji ¢lanka pa na koncu
prispevka tudi kratek strokovni Zivljenjepis vsakega od
avtorjev (do 10 vrstic) in letnica rojstva (zaradi vnosa
podatkov v knjizni¢ni informacijski sistem COBISS, v
reviji letnica ne bo objavljena). Na prvi strani besedila
naj bodo napisani le naslov prispevka, imena in (postni
in elektronski) naslovi avtorjev ¢lanka, po moZnosti
tudi telefonska Stevilka enega od avtorjev. Da bi zago-
tovili anonimnost recenziranja, naj se imena avtorjev
ne pojavljajo v besedilu prispevka.

Clanek naj bo razélenjen v oftevilena poglavja.
Naslovi ¢lanka, poglavij in podpoglavij naj bodo napi-
sani z malimi ¢rkami, da so razvidne kratice. Povzetek
naj na kratko opredeli temo, ki jo obravnava prispevek,
predvsem pa naj na kratko, jasno in ¢imbolj preprosto
povzame poglavitne rezultate, zakljucke, ugotovitve...,
prispevka. Splo$ne ugotovitve in misli ne sodijo v
povzetek; uvrstite jih v uvod. Povzetek je namenjen
predvsem bralcem, ki listajo po reviji (ali pregledujejo
izbrane povzetke iz baza podatkov) z namenom, da
rezultate VaSega ¢lanka uporabijo pri svojem delu, na
primer v raziskavi, pri pisanju diplome, magisterija,

doktorata, ... Na osnovi povzetka naj bi bralec pre-

sodil, ali se mu splaca prebrati (ali kopirati, natisniti,

...) cel ¢lanek. Povzetek zato ne sme biti neke vrste

»preduvod«.

Povzetek, naslov ¢lanka in klju¢ne besede naj bodo
tudi prevedene v angle$¢ino.

Slike in tabele v elektronski obliki vkljucite kar
v besedilo. Besedilu so lahko priloZene slike in/ali
tabele na papirju v obliki pripravljeni za preslikavo.
V tem primeru naj bo vsaka slika na posebnem listu,
ostevil¢ene naj bodo z arabskimi Stevilkami, v besedilu
naj bo oznaceno, kam priblizno je treba uvrstiti sliko:
na tem mestu naj bo Stevilka slike/tabele in njen podna-
pis. Slike bomo praviloma pomanjsali in jih vstavili v
clanek. Upostevajte, da morajo biti oznake in besedila
na vseh slikah dovolj velika, da bodo ¢itljiva tudi pri
velikosti slike, kot bo objavljena v reviji. Vse slike
naj bodo ¢rno-bele z belim ozadjem; barvnih slik ne
moremo objaviti.

Pri sklicevanju na literaturo med besedilom nave-
dite le priimek prvega avtorja, oziroma prvega in
drugega (glej vzorec), letnico izdaje, lahko tudi stran.
Popolni bibliografski podatki naj bodo v seznamu lite-
rature in/ali virov na koncu prispevka, urejeni po abe-
cednem redu (prvih) avtorjev, literatura istega avtorja
pa po kronoloskem redu izida; ¢e navajate dve ali ve¢
del nekega avtorja oziroma avtorjev, ki so iz§la v istem
letu, uporabite ¢rkovno oznako pri letnici, na primer
2003a, 2003b, .... V seznamu literature in/ali virov ne
navajajte del, ki jih ne omenjate v besedilu ¢lanka. Ne
uporabljajte opomb za citiranje; eventualne opombe, ki
naj bodo kratke, navedite na dnu strani. Oznacite jih z
arabskimi Stevilkami.

V seznamu lahko lo¢ite literaturo (€lanki v revijah,
knjige, zborniki konferenc, doktorske disertacije, ...)
in vire (dokumenti, zakoni, standardi, interni viri,
...). Pri citiranju literature uporabite enega naslednjih
nacinov, ki so prikazani na naslednjih primerih:

e “..vnasprotju z (Novak in Vajda, 1996:123) raziska-
va (Wilkinson et al., 2001:234) nakazuje, da ...”

e “... kot poro¢ata Smith (2003) in Jankowski (2004)
metodo uporabljajo za ...”

* “.. kot ugotavljajo nekateri drugi avtorji (Zima
1999; Novak in Vajda, 1996; Wilkinson et al.,
1993), Stevilna podjetja ....”.

Bibliografske podatke v seznamu literature na-
vajajte na “harvardski nacin”, kot to kaZejo vzorci v
nadaljevanju:

Clanek v reviji:

e Novak, A. & Vajda, B.M. (1996). Effect of surface
runoff water on quality measurement, European
Journal of Information Systems, 31(4): 31 - 39.
Zraven letnika v oklepaju navedite Stevilko v let-
niku le, ¢e se vsaka Stevilka zaCne s stranjo 1. Ce
revija nima letnika, lahko navedete mesec ali drugo
ustrezno oznako, na primer Poletje 1999.

Clanek v elektronski reviji:

* Lynch T. & Szorenyi Z. (2005). Dilemmas surroun-
ding information technology education in develo-
ping countries, The Electronic Journual of Informa-
tion Systems in Developing Countries, 21(4): 1-16,
dosegljivo na: http://www.ejisdc.org (22.8.2005).

Khnjiga:
e Smith, S.I. (2003). Interpreting Information Systems
in Organizations, Elsevier Publishing, New York.

Poglavje v knjigi:

e Zupan, N. & Leskovar, R. (2002). Pri¢akovanja v
zvezi z elektronskim poslovanjem v malih organi-
zacijah. Organizacija in management — izbrana
poglavja. Uredila: Florjan¢ic¢ J.,& Paape, B. Kranj:
Zalozba Moderna organizacija.

Referat objavljen v zborniku konference:

« Wilkinson, K.J., Kumar, R. & Kumar, S. (2001). We
can do better: integrating theories of novel organiza-
tions, Proceedings of the Twelfth European Confe-
rence on Information Systems. Uredil: Johnson, M.
Bled 12-14 Jun. 2001. Berlin: Springer Verlag,

Diploma, magisterij ali doktorat:

* Zima, B. (1999). Analiza potrebnih znanj diplomi-
ranih informatikov v Sloveniji, magistrsko delo,
Univerza v Mariboru, Fakulteta za organizacijske
vede.

Porodila, interni dokumenti, zakoni:

« ACM (1994) ACM SIGCHI Curricula for Human-
Computer Interaction, The Association for Compu-
ting Machinery, New York.

e Zakon o elektronskem poslovanju in elektronskem
podpisu (ZEPEP), Ur.L. RS, §t. 57/2000, 30/2001
Pri internetnih virih / literaturi naj bo poleg (even-

tualnega avtorja in) naslova besedila naveden tudi

internetni naslov vira (URL) in datum dostopa do
dokumenta.

* Banka Slovenije, Basel II — Nov kapitalski spora-
zum, dosegljivo na: http://www.bsi.si/html/basel2/
default.htm (6.4.2005).

V literaturi ne navajajte internetnih naslovov (URL)
brez drugih podatkov. Lahko pa se nanje sklicujete v
besedilu ali v opombah na dnu strani. Podrobnejsa
navodila glede citiranja in navajanja literature so
na http://versita.com/science/business/organizacija/
authors/.

PredloZeni prispevki naj bodo lektorirani. Prispevke
v angles¢ini naj pregleda in jezikovno uredi lektor ali
lektorica, ki mu/ji je angles¢ina materin jezik. Urednis-
tvo s soglasjem avtorja lahko posreduje prispevek v
lektoriranje. StroSke lektoriranja krije avtor.

Avtor mora predloZiti pisno izjavo, da je besedilo
njegovo izvirno delo in ni bilo v dani obliki Se nikjer
objavljeno. Z objavo preidejo avtorske pravice na Orga-
nizacijo. Pri morebitnih kasnejsih objavah mora biti
Organizacija navedena kot vir.

Naslov urednistva je:

Univerza v Mariboru

Fakulteta za organizacijske vede
Urednistvo revije Organizacija
Kidri¢eva cesta 55a

4000 KRANJ

e-posta: Organizacija@ fov.uni-mb.si
tel: 04 2374-226

faks: 04 2374-299

URL: http://organizacija.fov.uni-mb.si/

Prva slovenska revija za organizacijska in kadrovska raziskovanja in prakso. Revijo sofinancira Javna agencija za knjigo Republike Slovenije.
Ponatis in razmnoZzevanje deloma ali v celoti brez pisnega dovoljenja nista dovoljena. |zdajatelj: Univerza v Mariboru, Fakulteta za organizacijske vede Kranj,
Zalozba MODERNA ORGANIZACIJA, Kidriceva cesta 55a, KRANJ, telefon: 04 23 74 374,
telefax: 04 23 74 299, E-posta: organizacija @fov.uni-mb.si. Urednistvo revije: Kidriceva cesta 55a, 4000 Kranj, naro¢niski oddelek: 04 23 74 295.
Letna naroénina: za pravne osebe za prvi naroceni izvod 51 EUR, drugi naro€eni izvod 41 EUR, vsak nadaljnji 36 EUR,

za posameznike 25 EUR. Cena posamezne $tevilke je 9 EUR.
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