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A Model for Job requirements and job resources Affecting
Employees' Job Engagement

Leila Gilani, Nader Bohlooli, Mojtaba Ramazani, Ahmad Vedadi

https://doi.org/10.33542/VS§S2022-2-1

Abstract

The purpose of this study was to provide a model of job requirements and job
resources affecting employees' job engagement. The research is of mixed exploratory
(qualitative and quantitative) type. To collect qualitative data, themes analysis method and
semi-structured interview (with 17 experts using purposive sampling method) and to collect
quantitative data, two researcher-made questionnaires, titled (the importance of items and
the current situation questionnaire) and the standard Utrecht questionnaire, were also used.
The statistical population includes all 200 employees of the Organization of Cinema and
Audiovisual Affairs in Iran. In the quantitative section, 127 people were randomly selected
as a sample using Morgan's sampling table. The validity of the questionnaires was measured
through face validity and confirmatory factor analysis, and the reliability of the questionnaires
through Cronbach's alpha was obtained at 0.768, 0.930, and 0.942, respectively. The
themes analysis method was used to analyze the qualitative data, confirmatory factor
analysis and Lisrel software were used to validate the qualitative model, and the structural
equation model was used to test the hypothesis using Smart PLS software. Based on the
qualitative results of the research, seven main components were identified, and a themes
network was drawn. The results of the quantitative analysis have also confirmed the
significance of the model's relationship between the indices, components, and dimensions.

Also, the findings showed that job requirements and job resources had a positive effect on

job engagement.

Keywords: job requirements, job resources, job engagement, themes analysis, structural

equations

Introduction

The development is the effect of an efficient human force, and an efficient human force
is a force that has a background of interests and spiritual connections with their job. Positive
feedback such as job engagement can strengthen employees' intellectual and emotional
connections to the organization and increase the organization's effectiveness. On the other
hand, job requirements and resources, as inseparable features of every job, affect job

engagement as one of the most important job feedbacks. Job resources and job requirements



are two antecedents and drivers of job engagement, whose presence or absence in the
workplace can affect people's engagement to work. But to better use this effect, the specific
resources and requirements of each job must first be correctly identified because the resources
and demands of each job can be different depending on the nature of the job, the type of
organization, and the preferences of the employees. Job requirements also include the
physical, psychological, social, or organizational aspects of the job, which require a certain
amount of physical or psychological effort that leads to psychological outcomes and costs
(Mohseni Taklo 2021: 53). Job requirements or demands have been classified into two
categories: quantitative demand and qualitative demand. Quantitative demands refer to the
amount of work that a person must do in a certain time, and qualitative demands refer to the
complexity of the work or the level of skills, abilities, and knowledge needed by people to do
the job (Rahnama, 2016: 89). On the other hand, job resources are the physical, psychological,
social or organizational characteristics of a job that help to achieve work goals and reduce job
demands. Also, physical or mental costs caused by job demands are modified through job
resources. In that way, they help the growth and development of the individual and at the same
time reduce the pressures caused by job demands (Barabadi et al., 2015). Job demands
cause the process of weakening health and job resources lead to a motivational process
(Ghahramani et al., 2014).Job resources allow employees to receive positive experiences from
work and improve their job performance and work attachment (Wingerden and Stoep, 2018:
235)

1. The importance and necessity of research
Currently, organizations have become an important part of the life of many people in
society. Businesses are organized, and people spend many hours of their lives in these places
by being employed and members of organizations. Suppose people in the organization work
with engagement and interest, have attachment and belonging to their job and organization,
and have enough engagement in their job field. In that case, the organization will be more
successful in achieving its set goals (Mirzadarani 2013: 62) and employees will be more

satisfied with their jobs.

Job engagement affects the level of attraction and strength towards work and shows
the level of favorable engagement and attachment with the job. In other words, job
engagement, according to Benders et al. (2017), is a state of job health that is satisfying and
motivating. Based on this, enthusiastic employees have a lot of energy, are more involved in
their jobs, and strongly identify with them. On the other hand, job success is a concept that is
the result of a person's evaluation of his current situation and his ideals in the field of

employment (Azimpour and Alilou, 2017: 7). Every organization wishes to have such



employees who do their work with engagement and thus bring profit to the
organization.(Oreni¢,2021;84)

Despite the research showing a direct and strong relationship between the increase in
the engagement of human resources and the organization's outputs, including productivity,
high performance, profitability, effectiveness, efficiency, manager satisfaction, and employee
satisfaction, the engagement statistics in the world are low. In Iran, the statistics of the job
engagement of human resources is lower than the world average (Aghaseyed Jafari 2018: 63)

and this shows the necessity of trying to improve this parameter.

Considering that the audiences of the Organization of Cinema and Audiovisual Affairs
are artists and members of society's culture and art, and artists play an effective role in
preserving and spreading the country's culture and art, the way the personnel of the mentioned
organization interacts with the artists is very important. Therefore, according to the
expectations of the managers and audience (artists) of the organization, relative to the high
level of factors such as job satisfaction, internal and external motivations of employees, and
improvement of the performance of the organization's employees, the factors of job
requirements and job resources that are effective in the employees’ job engagement will be
examined. In this study, it is intended to present a model of job requirements and job resources
that are effective in the employees’ job engagement to provide this opportunity to the managers
of the Organization of Cinema and Audiovisual Affairs of the Ministry of Culture and Islamic
Guidance to use the latest human resource management solutions and new management
methods in the mentioned organization. By applying the findings of this study, it can be
expected that not only will the employees have a better work-life and enjoy it, but at the same
time, they will have more productivity for themselves and their organizations and leading to the

improvement of the performance of employees and organizations together.

Research objectives
e Designing a model of job requirements and job resources for employees’ job
engagement in the Organization of Cinema and Audiovisual Affairs
o Identifying the elements of job requirements and job resources of employees' job
engagement in the Organization of Cinema and Audiovisual Affairs
e Validation of the job requirements and job resources model of employees' job
engagement

« Effect of job requirements and job resources on employees' job engagement



Research questions
e What are the job requirements and job resources model of the employees’ job
engagement at the Organization of Cinema and Audiovisual Affairs?
e Which elements of job requirements and resources affect the employees’ job
engagement in the Organization of Cinema and Audiovisual Affairs?
e What are the global, organizing, and basic themes in the job requirements-resources
model of job engagement?

e Do job requirements and job resources affect employees' job engagement?

2. Theoretical foundations
In this section, job requirements or demands, job resources, and job engagement are
examined as the main components of the research. Then a brief introduction of the theories
and models available in this field is examined.

Job requirements, job resources, and job engagement

Along with the existing conceptual and content definitions for the variables mentioned
for the research, the theoretical and research foundations of the relationship between these
variables will clarify the limits and scope of the research problem. One of the proposed theories
to explain the variables of this study is the theory of the Job Demands-Resources model (JD-
R). The first basic assumption is that when people's workplaces are different, the
characteristics of the workplace can be divided into two classes, job demands and job
resources. The second basic assumption in the JD-R model is the relationship between job
demands and resources with health and attitudinal outcomes. Based on the second
assumption, this model assumes that job demands (burdensomeness, role ambiguity, and role
conflict) are likely to lead to different reactions (psychological stress, decreased health). In
contrast, it leads to feelings of disappointment or failure. Such feelings cause isolation behavior
and negative attitudes towards work, such as a decrease in organizational commitment, job
attachment, job engagement, and an increase in the desire to leave the service (Damerouti et
al., 2001: 86).

Job requirements are stimuli imposed on a person by other people or from the physical
workplace and require attention and response. In general, job requirements refer to the
physical, psychological, social, or organizational characteristics of a job that requires physical
or mental effort from the employee and therefore are related to some physiological and mental
costs (Mohagheghi, 2014: 67). Job requirements are things that must be done. They are not
necessarily negative as long as they do not exceed the individual's ability to comply with them.

Some people may experience job stress when faced with tasks that require more effort.



Therefore, they face many costs that call these stresses and negative responses such as
depression, anxiety, or burnout. Work pressure, unfavorable physical conditions of the
workplace, emotional requirements due to interaction with customers, and issues related to job
security, organizational changes, and workload are part of job requirements (Schaufeli, 2017:
71).

Job resources can affect important outcomes in the workplace by affecting job
engagement. Also, these resources can affect two important outcomes in the workplace,
including job performance and intention to leave the job, through the creation of job attitudes
and positive moods such as job engagement (based on the job engagement model of Bakker
and Demerouti, 2005). Job resources affect organizational outcomes by influencing job
engagement. (Karimi and Mardani, 2020; 7). Job resources include individual resources and
organizational resources. Individual resources are characteristics generally related to flexibility
and refer to a person's feelings based on his ability to control and successfully influence the
environment (Hobfoll, 2002: Zargaran Moghadam, 2012).

Many definitions have been proposed regarding job engagement, but a definition
accepted and approved by everyone has not yet been presented in this field. McLeod and
Clarke (2009) state the reason for this lack of unity by saying that employees' job engagement
is one of the new paradigms in the field of human resources and has multiple definitions due
to the various ways of using it. Most definitions acknowledge that engagement originates from
personal and environmental resources (Macey and Schneider, 2009). He presented the first
official definition of the employees' engagement to the theme that employees identify
themselves with the performance of their roles and bring them under control. He states that in
engagement, people show and use their physical, cognitive, and emotional powers to fulfill

their role.

Employees are the key component of any organization and enthusiastic employees are
considered its most important asset (Padhi and Panda 2015;79).An enthusiastic employee
considers his thoughts and emotions as belonging to the organization, has a romantic feeling
for his goals, and as a result, is committed to his values. Organizations that benefit from
enthusiastic employees; They have more well-being, productivity and satisfaction, less stress

and burnout. (Damghanian et al. 2019 ;2)

Job engagement as feedback is an important variable that helps increase the
organization's effectiveness. The higher the level of employees’ job engagement in an
organization, the more effective they will be (Zargaran Moghadam, 2012). Job engagement
has been defined as a positive and satisfying state of mind in the field of work, which is
characterized by three components of professional energy, professional dedication

(commitment), and professional fascination (attraction). Professional energy is characterized



by a high level of energy, mental flexibility at work, and a willingness to try and resist problems.
Professional dedication is characterized by a sense of importance, engagement, desire, pride,
and challenge at work. The third dimension of job engagement is professional fascination,
characterized by full concentration and immersion in work so that time passes quickly while
working. It is difficult for a person to be separated from his work (Schaufeli, 2017: 71).
Professional energy and dedication are opposite poles of fatigue and negative attitude to work
and depersonalization in job burnout, respectively (Smith, 2018).

Job engagement theories
Various theories have been proposed about job engagement, among which the following
theories can be mentioned:

1. Social exchange theory: According to social exchange theory, relationships between
employees and employers are based on mutual norms. In cases where employees feel
that they are performing well and are being evaluated by the employer, it is likely that
they will show higher engagement levels.

2. Conservation of resources theory: This theory is a motivational theory that explains a
major part of human behavior based on the evolutionary need to obtain and preserve
resources for survival based on human nature. Hobfoll's conservation of resources
theory begins with the principle that people strive to acquire, maintain, nurture, and
protect the things which they mainly value. Conservation of resources theory follows
the understanding that cognitions are strongly biased toward increasing resources and
decreasing resource loss.

3. The broaden-and-build theory (theory of positive emotions): The mentioned theory,
which is in the field of positive emotions, was presented for the first time by Barbara
Frederickson. This theory says that positive emotions have evolved to increase
people's psychological adaptation and help human survival. The broaden-and-build
theory argues that engagement is more likely to occur when people experience positive
rather than negative emotions, creating a broad space for a set of intellectual

activities.The active,positive effect is important for stimulation(Mohagheghi,2014: 67).

Models of job requirements, job resources, and job engagement

There are various models about job requirements, job resources, and job engagement,
including Rich et al., Schaufeli et al. (2008), Arnik's Institute's job engagement model, Koock's
engagement stimulants model(2008),Miao's satisfaction,motivation and engagement model
(2012), psychology of appreciation of colleagues (Siteforce), Labor Studies Institute's

engagement model, Robinson et al.'s engagement model (2004), miao (2012), the psychology
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of appreciation of colleagues (Site Force), the engagement model of the Institute of Work
Studies, the motivational model of employees, Robinson et al.'s engagement stimulants of the
employees(2004).Mohagheghan Panah's hierarchy of engagement (2007), Costa et al.'s work
engagement network (2015), Rana et al.'s proposed theoretical model of employee
engagement (2014), Bakker and Demerotti's JD-R model (2007). Zanta Polo et al.'s job
resource demands model (2008), Bakker and Demerotti's job resource requirements model
(2008), Hackman et al.'s job characteristics model (2005) and so on.

Experimental background

Various categories of job requirements, job resources, and job engagement can be
seen in previous studies and research. Based on this, to explain the empirical background, a
summary of the studies related to the model of job requirements and job resources affecting

the employees’ job engagement has been classified and included in Table 1.

Table 1: Summary of the research done concerning the present study

Findings Goals Researchers
The research sample was 200 employees of  The effect of job demands  Ria Eidan
the Iragi Ministry of Water. The result of the  and job resources on  Mosybed al-

research was the positive and significant effect

of job resources on organizational

commitment and the negative and significant

individual performance with
the mediating role of job

burnout and organizational

Jasmas (2017)

effect of job resources on job burnout. commitment

The research sample was 125 employees of  The effect of job resources Sedigheh
Mobarakeh Steel Company in Isfahan. The and job demands on job  Zargaran
results of structural modeling confirmed the burnout and job Moghadam
effect of job resources on job engagementand  engagement of the  (2012)

the relationship between job resources and employees based on the

demands. JDR model

The research sample was 340 employees of ~ Formulation of the job Hassan

Razavi Khorasan Province industries. The engagement model Mohagheghi
obtained data fit the theoretical model of the  according to job resources, (2014)
research and confirm it, and the job resources, job  requirements, and

directly and indirectly, affect job engagement psychological capital

through psychological capital.

The research sample was 1698 employees in The relationship between Schaufeli and
four different work groups. This study showed  job demands, job resources  Bakker (2004)

that different interventions are needed to

1



reduce job burnout and increase job

engagement.

with job burnout, and job

engagement

The findings show that while organizational

Engagement of employees,

Prant and

interaction positively affects an individual's positive organizational Lowlice (2018)
ability to adapt to changes, job duties have a  culture, and individual

different effect and uncover potential adaptability:

obstacles to managing change in the

organization.

The findings show that all three types of  Organizational pessimism Arsalan (2018)
organizational pessimism (i.e., perceptual and employee

pessimism, emotional pessimism, and performance: The

behavioral pessimism) have a negative modifying role of employee

relationship with employee performance, while

employee  engagement  modifies  this

engagement

relationship.

Based on the review of theoretical foundations and research background, it can be said
that many organizations believe that their greatest capital is human power. But it must be
accepted that a force is a real capital that is enthusiastic and interested in its work with all its
heart and uses all its abilities to perform its duties correctly and fully, in line with the
organization's goals. Employees with high job engagement have a correct understanding of
the organization's vision and duties, and they accompany and help their managers with follow-
up and perseverance. It is possible to imagine that an organization with many enthusiastic and
motivated personnel has a happy and dynamic workplace and can achieve its operational
goals with greater speed and less cost. International research has proven that, under equal
conditions, doubling the level of engagement of the personnel is equivalent to doubling the
organization's profitability.

Increasing organizational engagement has significant effects on positive parameters of
human resources such as job satisfaction, increased work motivation, mental health in the
workplace, reduced stress, and more happiness. At the same time, it leads to the improvement

of the efficiency factors of an organization.

A careful examination of these researches and suggestions shows no unique and
specific plan to increase people's engagement. Many activities can lead to the improvement of
this vital parameter of the organization. Different organizations have prepared and
implemented different plans to improve the engagement of their employees. Meanwhile, job

requirements and resources can be the best definition and improvement plan for creating a
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culture of engagement in organizations. Therefore, this study examines the model of job

requirements and resources that are effective in the employees’ job engagement.

3. Methodology
The research method is a mixed exploratory (qualitative and quantitative) which is

explained as follows:

In this study, the main factors, components, and dimensions of job requirements and
job resources were extracted using the qualitative method of themes analysis as well as semi-
structured interviews with experts on the topic, and then using questionnaires whose items
were obtained from the analysis of the theme and approved by the panel of academic experts
and administrative system experts, the model of job requirements and job resources of
employees' job engagement was examined with the designed factorial model and the use of

various statistical techniques, Cronbach's alpha, Smart PLS, and SPSS.

The qualitative part of the research with Braun and Clark's themes analysis strategy
(Brown and Clark, 2006) and their six-stage guide (including getting to know the data,
producing primary codes, searching for themes, examining themes, defining themes, and final
writing and analyzing) has been done with the aim of understanding and extracting inherent
meanings from employees' experiences, around the issue of job requirements and job
resources that affect employees' job engagement. The statistical population was 200
employees of the Organization of Cinema and Audiovisual Affairs in Iran. In the first stage of
the research, to identify the components of job requirements and job resources that affect
engagement, 17 interviews were conducted with human resource experts (including experts
and managers of the Organization of Cinema and Audiovisual Affairs) who were selected by
purposive sampling. The interview texts were directly implemented, and themes analysis was

used to extract themes.

In the quantitative part of the research, three questionnaires were used as necessary.
The first researcher-made questionnaire is related to obtaining experts' opinions about the
importance of the items (the items were obtained from expert interviews, and the findings from
the interviews with experts were drawn in the themes network), and each of the factors was
scored from one to seven separately. The second researcher-made questionnaire examines
the current situation of the Organization of Cinema and Audiovisual Affairs regarding the items
(research findings) that were extracted as basic codes during the interview stage. Their effect
on job engagement (Utrecht model used) was discussed in the seven spectra from one to
seven, and in the third questionnaire, because in the research model, Schaufeli and Bakker
job engagement model was used and for coordination of Schaufeli components (professional

energy, professional dedication, and professional fascination) with the standard Utrecht
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engagement questionnaire, therefore, the Utrecht questionnaire was used. The items of the
model of job requirements and job resources of the researcher were examined and tested with

Utrecht's standard questionnaire of job engagement.

The questionnaire on the importance of the items was analyzed by the method of
confirmatory factor analysis and Lisrel software, and the questionnaire on the current situation
of job requirements and job resources and the questionnaire on job engagement were

analyzed by the variance-based structural equation model and Smart PLS software.

The content validity of the questionnaire was confirmed by several scientific and
administrative, and organizational experts. In order to ensure the validity of the items,
confirmatory factor analysis was first used. Cronbach's alpha method was used to measure
and evaluate the reliability of the research tools.

4. Findings
The findings are in two parts, qualitative and quantitative, which are presented as
follows:
The findings of the qualitative part: After interviewing the experts and ensuring the saturation
point, and analyzing the content of the results of the interviews, a global theme, seven
organizing components (themes), and 64 basic themes have been extracted, which are shown
in Table 2:

14



Table 2: The main and sub-components of the research

Global

themes

Organizing

themes

Basic themes

Job Requirements

Quantitative job challenges(QC)

Strictness at work(Q1)

Physical fatigue (Q2)

Ambiguity of role(Qs)

Role conflict(Qa4)

Congestion and time pressure to do the work(Qs)

The high volume of work in the organization(Qs)
Numerous and cumbersome rules and regulations(Qr)
Ambiguous and incomprehensible tasks(Qs)

The requirement for strict adherence to hierarchy(Qo)

Intense and complicated bureaucracy(Q1o)

Qualitative job challenges(QCH)

Work-life balance(Q11)

Client requirements and pressures(Q12)
Job excitement(Q13)

Fatigue due to work pressures(Q14)
Organizational changes(Q1s)

Job stress(Qi1e)

Job burnout(Q17)

Being threatened by supervisors(Q1s)
The sensitivity of work(Q1g)

Fear of managers and colleagues(Qz0)

Job Resources

Organizatio

nal support

(OS)

Job security(S1)
Management and administrative support(S2)

Organizational participation(S3)

Opportunities for growth and promotion

(0V)

Training and development of managers and employees(S4)
Job progress path(Ss)

Equal job opportunities(Se)

Being seen at work(S7)

The possibility of employee growth and excellence(Ss)
Performance evaluation(Ss)

Organizational learning(S1o)

Finding talent in appointments (S11)

Meritocracy an appointment(S12)

15




Social and interpersonal responsibilities of the employee(SIR)

Support of colleagues and supervisors(S13)

Respect each other(S14)
Appreciation(S1s)

Empathy with colleagues(S1s)
Fairness in decision making(S17)
Friendship(S1s)

The atmosphere of the group(S19)
Dedication to work(Sz0)
Workplace(S21)

Justice in decision making(S22)
Emotional support(S23)

Social support(S24)

Instrumental support (providing instruments needed for work)

(S25)

Information support (providing the information needed to do the

job) (S2s)
Education(Sz7)

To be understood(S2s)

Administrative and

financial incentives(AFI)

Workload-based rewards(S29)
Contingent incentives(S3o)
Salary(Sa1)

Amenities(Ss2)

Job Benefits(Saa)

Performance-based rewards(Saas)

Job characteristics and elements (JFE)

Diversity in tasks and skills(S3s)
Performance feedback(Sss)

Job enrichment(Ss7)

Significant work(Sas)

Job rotation(Ssg)

The importance of having a job(Sa40)
Autonomy at work(Sa1)
Independence at work(Sas2)

Role transparency(Sas)

Job development(Sas)
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The themes analysis method was used to identify job requirements factors and
resources affecting job requirements and draw a conceptual model in the themes network. In
the research background stage, the statistical population included the research in books,
articles, sources, and electronic data included in the information sources. In the interview
stage, the statistical population was the Organization of Cinema and Audiovisual Affairs
experts. In this stage, sampling continued until theoretical saturation was obtained (17
interviews). A saturation point is a point in research where all concepts are well-defined and
explained. The library studies tools were used to familiarize with the literature and background
of the research, and semi-structured interviews were used to survey the experts about the job
requirements and job resources affecting the employee's engagement in the Organization of
Cinema and Audiovisual Affairs. Table 3 shows the main themes of the model of job
requirements and job resources of Organization of Cinema and Audiovisual Affairs employees

in the form of a themes network.

Strictness at work- Physical fatigue- Ambiguity
of role- Role conflict- Congestion and  time
pressure to do the work- High volume of work
in the organization- Numerous and cumbersome

“rules and regulations- Ambiguous and”

incomprehensible tasks- The requirement of

strict adherence to hicrarchy - Intense and

complicated bureaucracy

Diversity in tasks and skills- Performance
feedback- Job enrichment- Meaningful
work- Job rotation- The importance of
having a job

Autonomy at work- Independence at work-
Role transparency- Job  development-
Technicalization- Job  development-  Job

Work-life balance- Client requirements
and pressures- Job excitement

Fatigee due to work pressures-
Organizational changes- Job stress- Job
bumout-  Being  threatened by
supervisors- The sensitivity of work-

Quantitative job

rotation
challenges

o Fear of managers and colleagues

characteristics.
and elements,

Qualitative
job
challenges

Job requirement-job
resources of job
engagement

Administrative'
and financial

Organizational
support

‘Workload-based reward-- Contingent
incentives- Salary- Amenities- Job benefits-
Performance-based rewards

Job security- Management and administrative

incentives

support- Organizational participation

Social and
interpersonal Organizational
responsibilities

support

of the employee

Support of colleagues and supervisors- Respect
each other- Appreciation- Empathy with
colleagues- Faimess in decision making-
Friendship- The atmosphere of the group-
Dedication to work- Workplace- Justice in
decision making- Emotional support- Social
support- Instrumental support- Infc

support- Education- To be understood-
Management and administrative supports

Training and development of managers and
employees-  Job  progress path-  Equal job
opportunities- Being seen at work- The possibility of
employee growth and excellence- Performance
evaluation- Organizational leaming- Finding talent in

i Meritocracy in appoi Training
and development of managers and employees-

Finding talent

Table 3: The themes network of job requirement-job resources of employees' job
engagement of Organization of Cinema and Audiovisual Affairs
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The findings of the quantitative part: To check the validity of the model obtained from
the qualitative part, the confirmatory factor analysis method and Lisrel software were used.
The statistical population was the Organization of Cinema and Audiovisual Affairs employees,
and 127 people were selected as a sample according to Morgan's table. Among the 127
participants, all questionnaires were included in the analysis. In order to collect data, a
researcher-made questionnaire was used. This questionnaire included 64 items with a seven-
point Likert scale in order to check the validity of the initial conceptual model. To ensure the
validity and reliability of the questionnaire, after searching and studying various specialized
books and articles, administrative and academic experts were consulted, and their opinions

were used.

The factor loading was estimated for each of the factors or components based on the
conceptual model to measure and evaluate the reliability of the questionnaire items. After
entering the data on the importance of items questionnaire (127 questionnaires) using
confirmatory factor analysis, the general structure of the research questionnaires was
validated. For the confirmatory factor analysis, the standard factor loading was calculated. The
confirmatory factor analysis of the questionnaire of job requirements and job resources is
presented in Charts 1and 2.The standard factor loading of confirmatory factor analysis to
measure the strength of the relationship between each factor (latent variable) and its visible
variables (questionnaire items) was obtained in all cases greater than 0.4. Therefore,the factor

structure of the questionnaire of job requirements and job resources can be confirmed.
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0.59
Chi-Square=469.96, df=169, P-value=0.06790, RMSEA=0.043

Chart 1: Standard factor loading ofconfirmatory factor analysis of job requirements

questionnaire
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Chi—Sguare=2216.21, df=852, P—value=0.05540, RMSEA=0.021

Chart 2: Standard factor loading of confirmatory factoranalysis of job resources

questionnaire
After calculating the standard factor loading, a significance test was performed. To
check the significance of the relationship between the variables, the t-value was used.

Based on the results observed in charts 3 and 4, the factor loading of the t-value of each of the
dimensions of the job requirements questionnaire at the 5% confidence level is greater than
1.96. Therefore, the significance of the relationship between the model's indices, components,

and dimensions has been confirmed.
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)

23.45

Chi-Square=469.96, df=169, P-value=0.06790, RMSEA=0.043

Chart 3: T-value of confirmatory factor analysis of job requirements questionnaire
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Chart 4: T-value of confirmatory factor analysis of job resources questionnaire

According to Tables 4 and 5, the fitting goodness indices of job requirements and job resources
questionnaire, the model has a good fit.
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Table 4: Goodness fitting indices of job requirements questionnaire

(NNFT) [ (NFI) | (AFI) | (GFI) | (RMSEA) | (X2/pdf) | Fitting indices

>0/0 | 09 | >0/ | 009 | <0105 1-3 Acceptable
values

092 | 097 | 094 | 096 | 278 | 0043 Calculated
values

Table 5: Goodness fitting indices of job resource questionnaire

(NNFI) | (NFI) | (AFI) | (GFI) | (RMSEA) | (X2/pdf) | Fitting indices
5000 | >0/0 | >0/9 | >0/9 | <0/05 1-3 Acceptable
values
094 | 092 | 098 | 099 | 248 0.021 Calculated
values

Based on the observed results and according to the appropriate fit of the model, we

can rely on the research findings, and the presented model is approved.

In order to test the research hypothesis (job requirements and job resources have a
significant effect on job engagement), the variance-based structural equation model was used.
The variance-based structural equation model is a comprehensive statistical approach for

testing hypotheses about the relationships between observed and latent variables.

In order to study the effect of job requirements and job resources on job engagement, the final
model was obtained by Smart_PLS-3-2-9 software, as shown in chart. 5.

Quantitativ

challenges —
0.91

0.89

Qualiative ~ ,_——

challenges
Job requirements 0.89 )
v professional energy
\ 0.97
0,05 professional
- * dedication
Opvpovru::nnes fo‘r growth 0.92 :
and promotion \ ~.  professional
093 0.89 Job Engagement fascination
Organizational
support —
PP 0.79
Social and interpersonal
responsibilities of the <€— (.89
employee
0.93
Administrative and / o

financial incentives 0.88

Job characteristics /

and elements
Chart 5: The final model for the effect of job requirements and job resources on job
engagement through regression coefficients
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/
Quatitative ~ ,__— %00
challenges Job requirements
0.03 __w professional energy
0.00
~ -
000 professional
- ™ dedication
Opportunities for growth ~—

0.00

e \ ~a  Professional
Job Engagement fascination
0.00 0.02
el \ /
s t —
suppor 000 —

Social and interpersonal
responsibilities of the  <————— 0.00

employee

0.00 7
Administrative and /

e 3 Job resources
financial incentives 0.00 "

Job characteristics /

and elements

Chart 6: Significance of the effect of job requirements and job resources on job

engagement through p-value

Table 6: Estimation of the regression coefficients of the main hypothesis model of the

research
T-  Significance Effect . .
Result R? N Main hypothesis
value level coefficient
. Job Job
Confirmed  3/221 0/031 0/301 0/271 +—
engagement Requirements
Confirmed ~ 4/645 0/021 0/301 0/309° Job «— Job
engagement Resources

The effect coefficients estimated in Table 6 show whether each component is effective
or not. As can be seen in the table, considering that the p-value of the effect of job requirements
and job resources on job engagement was less than 0.05, the effect coefficients of 0.271 and
0.309 are significant at the 95% confidence level, and the effect of job requirements and job
resources on job engagement was confirmed.

The basic question raised is whether this model is good. To answer this question,
average variance extracted statistics, composite reliability (CR), and Cronbach's alpha was

examined for the model fit's goodness. According to the output of PLS and the results of Tables
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6 to 7 obtained from the output of SmartPLS software, it can be concluded that the mentioned
model is good in terms of fit indices.

Table 7: The convergent validity index for the goodness of the research model

Indices value .
Results . Standard value Variable name
in the model
The model fitting is good. 0/896 0.5 or higher Job engagement
The model fitting is good. 0/812 0.5 or higher Job Requirements
The model fitting is good. 0/783 0.5 or higher Job Resources

Average VVariance Extracted (AVE)

Average Variance Extracted (AVE)

Job Engagement Job requirements job resources

Chart 7: Studying and comparing average variance extracted (AVE) index with 0.5

Another factor in evaluating the internal consistency reliability of the model is Cronbach's
alpha. The value of this coefficient varies from 0 to 1, values higher than 0.7 are accepted, and

values less than 0.6 are considered unfavorable .

Table 8: Cronbach's alpha index

Indices value in

Results Standard value Variable name
the model
The model fitting is good. 0/942 0.7 or higher Job engagement
The model fitting is good. 0/768 0.7 or higher Job Requirements
The model fitting is good. 0/930 0.7 or higher Job Resources
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Cronbach’s Alpha
0.9
0.8
0.7
0.6

0.5

Cronbach’s Alpha

0.4
0.3

0.2

Job Engagement Job requirements job resources
Chart. 8: Studying and comparing Cronbach'’s alpha index with 0.7

Here, the evaluation of the general part of the model, which includes the measurement
and the structural part, is discussed simultaneously. For this purpose, the Goodness of Fit
(GOF) standard, which is related to the general part of structural equation models, was used.
Wetzels et al. (2009) introduced three values of 0.01, 0.25, and 0.36 as weak, moderate, and
strong for GOF. This means that if the value of 0.01 and close to it is calculated as GOF in a
model, it can be concluded that the overall fit of that model is weak, and the relationships
between the model structures should be corrected. In the same way, this is maintained for the
other two values of GOF (0.25 moderate overall fit and 0.36 strong overall fit) (Davari and
Rezazadeh, 2019).

GOF = +/Communalities X R?

Average commonalities are obtained from the average communal values of the latent
variables of the first order of the model, i.e., job engagement, job requirements, and job

resources of employees. The communalities values and R2 are listed in Table 9.

Table 9: The commonalities and R2 values of research variables

R2 value Communalities (Q2) Latent variables of the
value model
0/301 0/678 Job engagement
0/349 Job Requirements
0/614 Job Resources

GOF = N0.547 X 0.301 =0.405
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According to the three values of 0.01, 0.25, and 0.36 as weak, moderate, and strong

values for GOF, the result of 0.405 for GOF shows the overall good fit of the model.

According to the steps carried out in this research, by reviewing the main questions of
the research; And also focusing on the objectives of the present research, it is clear that in this
research, after examining the theoretical foundations and literature of the subject in the field of
job requirements and job resources and engagement using the theme analysis method, 220
codes, 64 basic themes and 7 organizing themes And an overarching theme was identified,
and based on this, the theme network model was designed, then the validity of the model was
checked with confirmatory factor analysis, and in the next step, the hypothesis test was
checked based on the model. The results of the quantitative analysis have also confirmed the
significance of the relationship between the indicators, components and dimensions of the
model. Also, the findings showed that job requirements and job resources had a positive effect

on job engagement.

Conclusion

The present study aimed to provide a model of job requirements and job resources
affecting employees' job engagement. The results of the research showed that job
requirements and job resources have a significant effect on the job engagement of employees.
Also, by extracting the components and elements of the job requirements and job resources,
the job requirements-job resources theme model of job engagement was developed. The
findings of this study can provide managers with useful insight to reduce the elements of job
requirements (such as role ambiguity, strictness at work, numerous and cumbersome rules
and regulations, the requirement of strict adherence to hierarchy, intense and complicated
bureaucracy, etc.) and also, strengthening job resources (such as job security, management,
and administrative support, training and development of managers and employees, finding
talent in appointments, informational, instrumental and social support, etc.) which plays a very

important role in the employees' job engagement.

The findings of this study were consistent with the findings of Anita (2014), Smith and
Beatitci (2015), Prent and Lovelace (2018), Kerry Kanermol (2018), Ahuja and Chanoverdi
(2017), Miao (2016), Rao (2017), Rahnama (2014), Halo (2013), Zargaran Moghadam (2012),
Adibi (2011), Bakker and Demerouti (2008), Mohagheghi (2014), Vermuten et al. (2019),
Akgendoz et al. (2019), Wingerden and Steop (2018). Bakker and Demerouti's studies have
the most consistent with the present study. However, in that study, the statistical population
was selected in the industry sector, which has an obvious difference from the statistical
population of the present study, which is the employees of the cultural sector (artists), in terms

of the type of activity and the type of audience. In terms of dealing with the subject of the job
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requirements -the job resources model that is affecting the job engagement of employees in a
government complex, also from a cultural point of view (which is one of the strengths and
important innovations of this study), this subject has not been addressed in any of the previous

studies. It is the first time that research has been done concerning this issue.

The framework provided in this study is different from the components of the models
presented in the 2000s until now. With a deep theoretical study and testing of the collected
data, it has taken a complementary approach and tried to add more depth and richness to the
previous research by extracting the components from the interviews conducted with the
experts and matching them with the real environment of the studied organizations. The results
of related research until 2020 show that job requirements and job resources that affect job
engagement include variables such as work volume, job satisfaction, commitment, workload,
role ambiguity, job uncertainty, and physical workplace (Miao, 2016; 83), health issues and
energy wastage of employees, job control, supervisor support, access to information and good
organizational atmosphere, social support (Boland et al., 2017: 42), independence,
performance feedback and professional development opportunities, feedback, autonomy, time
pressure, shift work, conflict requirements, shift work pressure, excess workload (Allameh et
al., 2014), but in this study, the factors of social and interpersonal responsibilities, job
characteristics and elements, as well as administrative and financial incentives were also
prioritized. Another difference between this study and other related research is the type of
research method. Previous researches were generally qualitative or quantitative, but in

conducting this study, a mixed research method was used.

This study has tried to present the components of job requirements and job resources
in line with the job engagement of the Organization of Cinema and Audiovisual Affairs
employees. Job demands are among the factors that increase the level of stress of people in
the workplace. In addition to job demands, people have many resources such as skills, support
from colleagues and technology, etc., as many job resources in the workplace so that they can

meet the many demands that are made of them in their jobs.

When people's job demands are at a high level and job resources are at a low level,
they decrease job engagement in such a way that job resources indirectly decrease job
engagement by reducing the demands caused by psychological job pressure (Schaufeli and
Bakker, 2004: 293). Therefore, by creating solutions in the workplace, it is possible to reduce
the psychological pressure caused by high job demands.

This study shows that resources and requirements such as quantitative job challenges,
qualitative job challenges, administrative and financial incentives, job characteristics and
elements, social and interpersonal responsibilities, organizational support, and opportunities

for growth and promotion affect the job engagement of employees of the Organization of
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Cinema and Audiovisual Affairs Human resource managers in the Organization of Cinema and
Audiovisual Affairs can help their employees by designing job and administrative interventions
related to reducing the quantitative and qualitative job requirements and strengthening job
resources such as organizational support, opportunities for growth and promotion, clarifying
job characteristics, etc. until by overcoming job stress in a stressful workplace, increase their

job engagement and have better job performance.

The results of this study's qualitative research (first phase) have shown that the
effective factors in job engagement in terms of job requirements and job resources consist of
7 main components and 64 sub-components. The results of the quantitative part (second
phase) show that the items of each sub-factor had a significant number and an acceptable
standard coefficient, which indicates the high validity of these factors. The results of factor
analysis have shown that each component's factors have a high correlation with the main
component. Seven components also had a significant and positive relationship with each other.

Therefore, it can be concluded that the researcher has been successful in reaching the
research goal and answering the research questions and this research has been successfully

completed.

The results of this study from a theoretical aspect for experts and scholars of human
resources management and especially for executive managers, and from a practical point of
view, it is important to select, train, and maintain the human resources needed by all public

and private organizations, especially the Organization of Cinema and Audiovisual Affairs.

Based on the results of this study and considering that the complicated bureaucracy
and work-life balance in the confirmatory factor analysis have the strongest index for
measuring the variable of job requirements- quantitative and qualitative job challenges, as well
as job security, training and development of managers and employees, informational support
and performance-based rewards have the strongest indices for measuring job resource
variables- organizational support, opportunities for growth and promotion, social and
interpersonal responsibilities, and administrative and financial incentives; therefore, it is

suggested:

1. The administrative hierarchy should be reduced, facilitating the work processes.

2. Dealing with work and family are two important aspects of every person's life, so
managers should consider the following support programs: counseling services for
employees, time management training, stress management training, and flexible work
programs such as telecommuting.

3. Managers should consider cases such as appreciation, a happy workplace, effective
communication, an increase in work quality standards, honesty, recognition of
employees' interests, and clarifying the organization's goals to create security for employees.
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4. Training empowers existing human resources (Saidipour, Mohammadipour, 2020: 55)
and guarantees future success. Therefore, managers should pay attention to these
things in training programs, including focusing on the needs of employees, matching
educational content with organizational goals, focusing on educational feedback,
accompanying employees during the training course, focusing on practical training
instead of theoretical training, and analyzing and optimizing training programs.

5. The information needed to do the work should be provided to the employees completely
and transparently and away from bias.

6. Managers should keep the following things in mind when awarding rewards to
employees: fairness and justice in awarding rewards, not having a large gap between
the rewards of managers and employees, a sense of equality in receiving rewards,
objective and transparent rewards, frequency and repetition in awarding rewards,
flexibility, and the existence of contingent rewards.

7. Job duties should also be stated in such a way that for employees, the work is clear
from beginning to end, they have a complete and clear view of their job duties, and

employees can see the effect of their performance in the organization.

In addition to the lack of domestic research background on the research subject as one of
the present study's limitations, the research has only discussed the components due to time
and practical limitations. The statistical population of the research included the employees of
the Organization of Cinema and Audiovisual Affairs; therefore, considering the possible
differences between the cultural organizations and other organizations, these results should
be more carefully considered and generalized in other organizations. Other researchers can
examine factors that affect employees' job engagement, such as personal and environmental
factors. In addition, since the results of this study were obtained on a limited scale and only in
the public sector with a cultural approach, a more comprehensive study and comparison of job
requirements and job resources of employees' job engagement in different organizations may
bring different results, in this regard, researchers are advised to pay attention to these concepts

in future research.
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Pracovna spokojnost’ s vybranymi atribatmi personainych
aktivit v miestnej Statnej sprave na Slovensku

Job satisfaction with selected attributes of personnel activities
in local state government in Slovakia
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Abstract

Job satisfaction can generally be understood as a person's attitude towards his
work. It affects the relationship to work, work behaviour and, while respecting other
determining factors, affects the employee's performance. The impact of personnel
procedures on job satisfaction has been an area of research for a long time. The study
aims to determine the degree of job satisfaction of civil servants with selected attributes
of personnel activities (remuneration, education, qualification development and
evaluation) according to socio-demographic variables (gender, job position, location of
the district office). The goal was also to find out and analyse the existence of statistical
differences between socio-demographic variables and selected attributes of personnel
activities. An author's questionnaire on civil servants' satisfaction with the attributes of
personnel activities was used to obtain empirical data. The data were analysed using the
Statistical Package for Social Sciences (SPSS). The highest level of job satisfaction
among civil servants at district offices in the Slovak Republic was found with performance
appraisal and the lowest with financial remuneration and career growth opportunities.
The existence of statistically significant differences was identified with all socio-
demographic variables. The most differences were found according to the location of the
district office.

Keywords: job satisfaction, civil service, human resource management activities, local state
government

Uvod

Subsystém $tatnej spravy (dalej aj ,5S*) na Slovensku sa deli na Gstredn( a miestu.
Do organov miestnej SS patri 72 okresnych Gradov (dalej aj ,0U*). V&etky OU maju rovnaku
organizaénu Strukturu. Rozdiel je len v pocte odborov (vid. Smernica Ministerstva vnutra
Slovenskej republiky z 22. januara 2018, ktorou sa upravuju podrobnosti o vnutornej
organizacii OU). Na okresnych Uradoch vykonavaju $tatni zamestnanci $tatnu sluzbu
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v §tatnozmestnaneckom pomere k $tatu. Statnozamestnecké vztahy upravuje Zakon &.
55/2017 Z. z. o $tatnej sluzbe a o zmene a doplneni niektorych zakonov.

nimi takmer denne prichadzaju do kontaktu. Ob¢ania, aj podnikatelia a iné subjekty, na zaklade
sklsenosti so $tatnymi zamestnancami hodnotia samotny vykon SS. Ak maju organizacie SS
fungovat efektivne, rozhodujucim cCinitelom je riadenie [ludskych zdrojov (Statnych
zamestnancov), pretoZe fudia su tym najcennejSim zdrojom organizacie. Ludia uvadzaju do
pohybu vSetky ostatné zdroje a prispievaju tak k dosahovaniu cielov organizacie. Snahou

vedenia organizacie je, aby zamestnanci podavali kvalitny pracovny vykon.

1. Teoretické vychodiska

Cielom manazmentu ludskych zdrojov by malo byt formovanie oddanej, kvalifikovanej
a vykonnej pracovnej sily, ktorej zaujmy v maximalnej moznej miere koreSponduju so
zaujmami organizacie. Takyto zamestnanci umozfiuju organizacii dosahovat’ jej ciele v
prostredi silnej konkurencie, globalizacie a technologického pokroku. Vytvorenie takejto
pracovnej sily je dlhodoby proces vyzadujuci zapojenie vSetkych subjektov a nastrojov
manazmentu fudskych zdrojov. Okrem cielov organizacie je potrebné brat ohlad aj na osobné
ciele zamestnancov. Kazdy zamestnanec je jedine¢ny, ma svoje vlastné predstavy, hodnoty a
ciele. Miera, do akej su ciele zamestnanca splnené, suhrnne vyjadruje jeho pracovnu
spokojnost’ (Kleibl et al. 2002).

1.1 Pracovna spokojnost’

Podla Meiera a Spectora (2015) odraza pracovna spokojnost’ postoj zamestnanca k
praci. Pozostava z afektivnej, kognitivnej a behavioralnej zlozky (Burt 2015). ,Spokojnost’ s
réznymi pracovnymi aspektmi je odvodena od kognitivneho procesu porovnavania
existujuceho pracovného aspektu s referenénym ramcom jednotlivca“ (Smith et al. In: Spector
1985, s. 695). Vysledky metaanalyzy Dormanna a Zapfa poukazuju na to, Ze spokojnost s
pracou je v priebehu €asu stabilnejSia. Ti, ktori zotrvavaju v rovnakom zamestnani su
spokojnejsi, nez ti, ktori ho menia (2001).

Jeden z prvych autorov, ktory skimal zdroje pracovnej spokojnosti a nespokojnosti bol
Herzberg (1959). Pomenoval dva zakladné faktory, ktoré na zamestnanca posobia v réznej
miere motivacne. Na jednej strane pdsobia na zamestnanca hygienické faktory (frustratori).
Ich pritomnost nie je pri€inou spokojnosti, ale ich absencia vyvolava nespokojnost.
Nevyvolavaju potrebu pracovat efektivnejSie. Spravidla sa tieto faktory vztahuju k vonkaj$im
aspektom pracovnej ¢innosti. Patri sem plat, istota prace, pracovné podmienky alebo vztahy
s kolegami. Armstrong (2014) upozoriiuje, Ze peniaze, sice su nevyhnutné na uspokojenie

potrieb v8etkych jednotlivcov avSak kazdy zamastenec ma iné potreby a Zelania, preto su
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peniazmi motivovani v réznej miere. Druhym faktorom podla Herzberga (1959) su motivatori
(motivacné faktory). Ak nie su pritomné, vyvolavaju nulovi spokojnost. Ak su pritomné,
vyvolavaju pocit spokojnosti. Motivacné faktory skutoéne motivuju a ich ucinok je dlhodoby. Ak
sU pritomné, je mozné predpokladat, Ze zamestnanec bude podavat vysoky vykon. Vztahuju
sa k vnutornym (osobnym) aspektom vykonavanej prace. Patri k nim uznanie, osobny rast,
nové kompetencie alebo vacsia miera zodpovednosti. Podla Herzberga (1959) by organizacie
(manazment ludskych zdrojov) mali venovat pozornost uspokojeniu motivatorov a az potom
ma zmysel venovat pozornost hygienickym faktorom.

NeskorSie vysledky vyskumov poukazuji na to, Ze suvislost medzi pracovnou
spokojnostou a vykonom nie je priama a nie je tak jednoznacéna. Pracovny vykon ovplyviiuje
viac determinujlcich faktorov, ktoré je nutné reSpektovat (motivacia ku konkrétnej praci,
podpora organizacie a situacné faktory, individudlne dispozicie a predpoklady jedinca).
Nejednoznaénost vyskumnych vysledkov je v tom, Ze spokojny pracovnik nemusi podavat
vysoky vykon a pracovnik s vysokym vykonom nemusi byt automaticky spokojny. Stredna
miera spokojnosti mézZe poukazovat na lahostajnost. Demobilizujica pracovna spokojnost je
spravidla spojena s nizkymi pracovnymi narokmi, pri€om dochadza k znizeniu miery motivacie
pracovat.

Pracovna spokojnost méze byt chapana ako celkova (reflektujica vSeobecnu mieru
vztahu k vykonavanej praci) alebo iastkova (spokojnost’ s konkrétnym faktorom vztahujicim
sa na pracovnu situaciu). Ciastkova spokojnost méze byt napriklad spokojnost zamestnanca
s konkrétnym personalnym postupom (napr. programy kariérneho postupu a programy
vzdelavania, objektivne a spravodlivé hodnotenie vykonu a spravania pracovnikov, tvorba
pracovnych miest reSpektujica priority pracovnikov). Spokojnost zamestnancov s
personalnymi postupmi mdze pozitivne ovplyvnit spravne nastavena stratégia manazmentu
fudskych zdrojov.

Pracovna nespokojnost méze byt priinou kontraproduktivneho spravania
pracovnikov, absencii az odchodu zamestnanca z organizacie alebo slabého vykonu, resp.
Zlej kvality nim poskytovanych sluzieb (Kaya et al. 2010). To organizacii spoésobuje ¢asové a
finanéné straty, preto by sa mala zaoberat otdzkou, ako u zamestnancov zvysit pracovnu
spokojnost.

Vplyv personalnych postupov na postoje zamestnancov a pracovnu spokojnost’ je
oblastou vyskumu uz diht dobu (Clark and Oswald 1996; Berg 1999; Belfield and Harris 2002;
Kaya et al. 2010; Tortia 2008; Vermeeren et al. 2013). Napriklad Vermeeren et al. (2013) sa
zamerali na pracovnu spokojnost ako sprostredkujucu premennd medzi manazmentom
fudskych zdrojov a vykonnom organizacie. Bastida et al. (2017) skdamali vplyv personalnych

postupov na pracovnu spokojnost zamestnancov neziskovych organizacii. Pozitivny vztah
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medzi manazmentom [udskych zdrojov a pracovnou spokojnostou prezentovali vo vyskume
Guest (2002) alebo Steijn (2004).

Vysledky vyskumu Petrescua a Simmonsa ukazali Zze ,spokojnost s odmeriovanim je
vysSia tam, kde su zavedené systémy odmeriovania podla vykonu a odmenovania na zaklade
odpracovanych rokov. Struktura odmerfiovania, ktora je vnimana ako nerovnaka, je spojena s
podstatnym znizenim celkovej pracovnej spokojnosti a spokojnosti s odmenou*® (2008, s. 651).
Niektoré vyskumy (Clark 2005; Layard 2006) ukazuju, Ze rastiica mzda nema ziaden vplyv na
spokojnost’ s pracou. Naopak vo vyskume Zardasht et al. (2020) boli najvyznamnejSimi
ukazovatelmi pracovnej spokojnosti prave odmerovanie a motivacia.

Absar et al. (2010) zistili, Zze persondlne postupy vyrazne sulvisia s pracovnou
spokojnostou a pozitivny vplyv na spokojnost s pracou maju najma postupy v oblasti
vzdelavania a rozvoja.

Podla zisteni Pettijohna et al. ,ak hodnotenie poskytuje jasné kritéria, je vnimané ako
spravodlivé a vyuZiva sa pri urovani odmien, pracovna spokojnost sa zvySuje“ (2001, s. 127).
Je nutné poznamenat, Ze vplyv personalnych postupov na vykon nie je spdsobeny vyluéne ich
kvalitou, ale predovSetkym spdsobom, akym tieto postupy uplatfuju manazéri v prvej linii
(Purcell et al. 2008). Rovnako aj Edgar a Gaere dospeli ich vyskumom k zaveru, Ze ,efektivne
politiky a postupy v oblasti riadenia ludskych zdrojov by sa mali merat podla ich vnimanej
kvality, nielen podla po¢tu zavedenych postupov” (2005, s. 534).

Karamanis et al. (2019), pomocou Minesotského dotaznika spokojnosti, zistovali
spokojnost’ administrativnych zamestnancov verejnej spravy v Grécku (veduci aj radovi
zamestnanci). Viac spokojni boli s endogénnymi faktormi spokojnosti (napr. socialny status,
istota zamestnania, zodpovednost, kreativita) a vacSiu nespokojnost vykazovali pri
exogénnych faktoroch spokojnosti (napr. odmerovanie, kariérny rast, pracovné podmienky,
Styl vedenia nadriadeného). Najvacsi podiel nespokojnych bol pri odmeriovani a kariérnom

raste.

1.2  Vybrané personalne aktivity v Statnej sprave
Odmenovanie

Odmeriovanie predstavuje jeden z procesov manazmentu ludskych zdrojov. Hlavnym
ciefom odmenovania je ,podporovat dosahovanie strategickych cielov organizacie tym, ze
pomaha zabezpedit kvalifikovanu, schopnu, oddant a dobre motivovanu pracovnu silu*
(Armstrong 2002, s. 559). Vysledkom odmenovania je odmena. Organizacia fiou hodnoti
minuly vykon a su€asne sa fiou snazi ovplyvnit vykon buduci. Ako uvadza Koubek ,ak bude
zamestnanec verit, Ze jeho Usilie povedie k Ziaducej odmene, bude motivovany k budicemu
vykonu“ (2010, s. 288). Podla Armstronga by malo byt odmerovanie ,transparentné,

spravodlivé, malo by napliiiat ogakavania zamestnancov a zamestnanci by mali byt zapojeni
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do vytvarania politiky odmenovania, ktora sa ich tyka“ (2002, s. 559). Celkova odmena
zamestnanca sa sklada z odmien finanéného aj nefinanéného charakteru. Ma byt
prispdsobena tak, aby prilakala, zaujala a udrzala kvalitnych zamestnancov.

Odmefiovanie v SS by malo redpektovat zasadu transparentnosti, spravodlivosti a
predvidatelnosti. Tieto zadsady maju byt zohladnené pri tvorbe pravidiel odmefiovania. V
Statnej sluzbe na Slovensku je vyzivany tradiény model individualnej mzdy (kvalifikacna mzda),
ktory pozostava zo mzdovej tarify, vykonovej nadstavby k mzdovej tarife a priplatkov tarifnej a
netarifnej povahy.

V Statnej sluzbe sa namiesto mzdy pouziva pojem plat, pretoze ide o duSevnu pracu.
Funkény plat SZ sa skladé z tarifného platu (kazdy rok sa zvySuje 0 1 %) a réznych priplatkov
(Zakon €. 55/2017 Z. z.).

Existuju protichodné nazory o tom, aka by mala byt vyska platu $Z. Jedni tvrdia, Ze
platy by mali byt nad arovriou priemeru v narodnom hospodarstve, pretoze tak by mali
schopnost prilakat kompetentnych fudi a su¢asne by sa znizilo riziko korupéného spravania.
Ini zastavaju nazor, e vyska platu $SZ by mala odzrkadlovat prijem beznych ob&anov, aby si
uvedomovali ich kaZzdodennu realitu (Starofiova et al. 2014).

Podla Spravy o stave a vyvoji $tatnej sluzby za rok 2019 ,systém odmefiovania v SS,
zaloZeny na platovych triedach a odpracovanych rokoch, nie je dostatoéne flexibilny. Oceriuje
najméa formalne vzdelanie a prax, ale malo zohl'adriuje vykony, o este viac limituje flexibilitu
odmeriovania a motivaciu zamestnancov” (s. 43).

V $S na Slovensku je naroéné ziskat a udrzat si kvalifikovanych fudi aj kvéli nizkemu rozsahu
prijmom. Podla Revizie vydavkov zamestnanosti a odmenovania vo verejnej sprave (2020) je
rozpatie platov v SS nizke (v porovnani so stikromnym sektorom) a zaprigifiuje tak nezaujem
vysokokvalifikovanych fudi o pracu v SS. ,Priemerny rozptyl v §tatoch EU je na drovni 7,5;
zatial 8o skuto&ny pomer medzi priemernou mzdou najvy$sieho a najnizsieho decilu 3Z na
Slovensku je priblizne 2,9 (Ministerstvo financii SR 2020, s. 46).

Podra zisteni Cerfienka (2020) st medzisektorové rozdiely aj vo vnutri krajiny. Najvassie
rozdiely medzi platmi $Z a platmi zamestnancov v stkromnom sektore st predovietkym v
rozvinutych okresoch.

Funkény plat SZ je tvoreny aj priplatkami. NajéastejSie priznavanym je osobny
priplatok. Ten je mozné SZ priznat, ak si kvalitne pinil svoje tlohy, alebo ak mal priaznivy
vysledok sluzobného hodnotenia. Osobny priplatok SZ méze sluZobny trad zniZit, zvysit alebo
dokonca odrfat. Dévodom na tieto skuto€nosti méze byt vysledok sluzobného hodnotenia,
zmena Statnozamestnaneckého pomeru (napr. zmena funkcie alebo zmena najnaroénejsej
vykonavanej €innosti), alebo Uroven kvality plnenia uloh (Zakon €. 55/2017 Z. z.). Naviazanie

sluzobného hodnotenia na odmefiovanie sa javi ako dalsi z problémov v odmefiovani SZ.
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Podla Spravy o stave a vyvoji Statnej sluzby za rok 2020, maju ,hiektori hodnotitelia tendenciu
prisudzovat lepsie hodnotenie v snahe finanéne prilepsit 32 (s. 129).

Sluzobny Grad méze SZ odmenit, a to napriklad ak splnil nejaki mimoriadnu sluzobnu
ulohu, vykonal ulohy nad rozsah jeho €innosti, alebo ak dosiahol 50, resp. 60 rokov. Odmeny
vo verejnej sprave vSak nepdsobia velmi motivujuco, pretoZze su ,vyplacané rovnostarsky“.
,Kym v sukromnom sektore ich podiel rastie s celkovym prijmom zamestnanca, vo verejnom
sektore tvoria 7 az 10 % prijmu pre va¢sinu zamestnancov* (Ministerstvo financii SR 2020, s. 41).

Koncom roka 2022 ma byt schvalena Koncepcia odmefiovania SZ, na zaklade ktorej
bude predlozena zmena pravnej upravy. ,Vysledkom ma byt nastavenie nového systému
odmenovania, ktory by mal byt zamerany na zjednotenie platovych tried a vytvorenie platovych
pasiem tak, aby boli podporené principy rovnakého a spravodlivého odmenovania, ako aj

kariérneho rastu“ (Sprava o stave a vyvoji $tatnej sluzby za rok 2020, s. 31).

Vzdelavanie a kvalifikacny rozvoj

Budovat' profesionalnu Statnu sluzbu nie je mozné bez spravne nastaveného procesu
vzdelavania a rozvoja. Podla Sokovej sa ,objektivne zvySuje potreba skvalitfiovania vykonu
88, na ich organy sa prenasa stale viac pravomoci v sulade s pokradujlicou tendenciou k
decentralizécii, o vyzdvihuje potrebu zvy$ovat kvalifikaciu pracovnikov tradov 8S* (2017, s.
52-53).

Vzdeldvanie SZ na Slovensku je uskutodfiované kontinualnym vzdeldvanim a
zvySovanim kvalifikacie. Su€asna pravna Uprava uklada sluzobnym uUradom povinnost
planovat, organizovat, zabezpeCovat a umozZifovat svojim zamestnancom odborné
vzdelavanie a pripravu a tiez vytvarat podmienky na kontinualne vzdelavanie a zvy$ovanie
kvalifikacie. SZ ma pravo a zarovefi povinnost zvySovat si svoju kvalifikaciu tak, Ze ziska vy$si
stupen vzdelania kore$pondujuci s potrebami a poziadavkami sluzobného uradu (Zakon ¢&.
55/2017 Z. z.).

Cielom kontinualneho vzdelavania je ziskanie, udrzanie a zdokonalovanie vedomosti,
zruénosti a schopnosti potrebnych na vykon $tatnej sluzby. Realizuje sa ako adaptaéné
vzdelavanie (novoprijaty alebo prelozeny zamestnanec) a kompetenéné vzdelavanie
(priebezné udrziavanie, zdokonalovanie a doplfianie vedomosti, zruénosti a schopnosti).
Zakon o statnej sluzbe rozliSuje vzdelavanie zamerané na osobnostny rozvoj, vzdelavanie v
oblasti informaénych technolégii, odborné, jazykové a manazérske vzdelavanie (Zakon &.
55/2017 Z.z.). Vzdelavanie zamerané na osobnostny rozvoj musi podla Koncepcie
vzdelavania vo verejnej sprave z roku 2017 zvySovat, okrem iného, aj spokojnost SZ.

Vo vzdelavani SZ sa uplatiiuje systémovy pristup, o znamena, Ze vzdelavacie potreby su
analyzované a identifikované na urovni Sz, organizacného Uutvaru a sluzobného uUradu.

Vysledkom analyzy je plan vzdelavania. Pri zostavovani individualneho planu kompetenéného
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vzdelavania konkrétneho $Z vychadza veduci SZ z poZiadaviek na odborné kompetencie SZ
(vyplyvaju z opisu $tatnozamestnaneckého miesta) a z vysledku sluzobného hodnotenia $Z
za kalendarny rok (Zakon ¢&. 55/2017 Z. z.).

Zakon o Statnej sluzbe rozliSuje individualne (napr. kou€ing, mentoring) a skupinové
formy vzdelavania (napr. kurz, workshop). VyuZiva sa aj e-learning a webinar. Dal$ou formou
kontinualneho vzdelavania je staz alebo Studijny pobyt.

Po absolvovani vzdelavacich aktivit zamestnanci vyhodnocuju efektivitu a prinos

vzdelavania.
V suvislosti s prijatim nového zakona o $tatnej sluzbe, bolo Uradom viady SR zriadené
Centrum vzdelavania a hodnotenia SZ. V&etky $koliace aktivity sa tykaj oblasti vyplyvajtcich
zo zakona o $tatnej sluzbe a su poskytované bezplatne, ¢im Centrum finanéne odbremeriuje
jednotlivé sluzobné urady. Subjektom poskytujicim vzdelavanie pre SZ je aj Institat pre
verejnu spravu (prispevkova organizacia Ministerstva vnutra SR), ktory organizuje a realizuje
$kolenia pre SZ.

Neustéle sa meniace poziadavky na znalosti a schopnosti fudi vytvaraju nevyhnutnost’
ich neustale prehlbovat a rozSirovat. Vzdelavanie sa tak stava celozivotnym procesom
(Koubek 2010). Predpokladom uplatfiovania systémového pristupu k vzdelavaniu je aj
nepretrzity osobny kvalifikaény rozvoj. Rozvoj zamestnancov ma rovnako ako vzdelavanie za
ciel ziskanie novych znalosti, schopnosti a zru¢nosti, ale na rozdiel od vzdelavania sa
orientuje na ziskavanie takych schopnosti, znalosti a zru€nosti, ktoré zamastenec nevyhnutne
nepotrebuje na plnenie su€asnych uUloh. Orientuje sa viac do buducna a okrem ziskania
pracovnych schopnosti sa zameriava aj na osobnost ¢loveka a socialne zru¢nosti (Dvorakova
a kol. 2007).

Kariérny rozvoj patri medzi kluCové procesy, pretoze organizacii prinasa pridanu
hodnotu. Av§ak vnimanie kariéry zamestnancami je vo velkej miere subjektivne. Kariéra je
zvy€ajne chapana ako Zivotna cesta Cloveka v kontexte prace. Podla vysledkov kvalitativnej
$tadie Rady pre $tatnu sluzbu (2020) vnimaju SZ nemoznost, resp. len obmedzené moznosti
kariérneho rastu.

Pévodnym zamerom pri tvorbe aktualne platného zakona o Statnej sluzbe bolo
naviazat sluZobné hodnotenie na kariérny rast SZ. Systém platovych tried to ale neumozfiuje,
a preto je sluzobné hodnotenie naviazané na osobny priplatok. Povodny zamer by mohla
umoznit v sucasnosti pripravovana koncepcia odmerovania, ktora ma zaviest systém

platovych pasiem. Tym by sa podporil kariérny rast SZ (Rada pre $tatnu sluzbu 2020).
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Sluzobné hodnotenie

Hodnotenie vykonu zamestnancov v S je realizované prostrednictvom sluzobného
hodnotenia. ,Prostrednictvom sluzobného hodnotenia je mozZné presne identifikovat
vykonnych i nevykonnych dradnikov® (Pracharova 2019, s. 42). Jeho cielom ,je vytvarat
informacie, ktoré pomdzu veducim zamestnancom pri prijimani rozhodnuti v oblasti riadenia
fudskych zdrojov tak, aby viedli k zvy$eniu motivacie a k zlep$eniu individualneho vykonu SZ*
(Staroriova 2017, s. 13). Sluzobné hodnotenie je tiez jednym z dovodov, kedy je mozné
zamestnancovi siahnut na osobny priplatok (znizit, zvysit, odobrat). Ak by zamestnanec v
hodnoteni za kalendarny rok dosiahol neuspokojivé vysledky, sluzobny drad mu méze osobny
priplatok odobrat.

Priamy nadriadeny méa povinnost vykonat sluzobné hodnotenie SZ raz roéne. V
procese hodnotenia zamestnancov je dbélezité, aby mala organizacia vopred stanovené
kritéria, podla ktorych sa ma vykon a spravanie zamestnancov hodnotit. ,Pri absencii
stanovenych kritérii mézu byt motivacné prilezitosti, ktoré by sa dali realizovat v procese
hodnotenia, zna¢ne obmedzené“ (Pettijohn et al. 2001, s. 129). Kritéria sluzobného hodnotenia
87 jasne definuje Zakon &. 55/2017 Z. z. o §tatnej sluzbe a Vyhlaska Uradu viady SR &.
136/2017 Z. z., ktorou sa ustanovuju podrobnosti o sluzobnom hodnoteni.

SluZzobné hodnotenie sa realizuje formou hodnotiaceho rozhovoru. Hodnoteny
zamestnanec sa moZe vyjadrit k vysledkom hodnotenia. PoCas hodnotiaceho rozhovoru je
hodnotenému zamestnancovi poskytnuta spatna vazba. ,Spatna vézba umozriuje pracovat na
vlastnom rozvoji a eliminovat nedostatky, ktoré si samotny SZ ani nemusi uvedomovat” (Rada
pre Statnu sluzbu 2020, s. 37). Pozitivna spatna véazba, vo forme slovného ocenenia, resp.
pochvaly, ma zamestnanca motivovat k lep$im vykonom. Z vyskumu Pracharovej v§ak
vyplyva, Ze ,spatna vézba na motivaciu SZ nepostaduje a je potrebné ich aj patriéne finanéne
ohodnotit” (2018, s. 15).

Podla zisteni Pracharovej ,sa sluZzobné hodnotenie niekedy vyuZiva na prilepSenie k
nizkym platom, &im sa skresluju vysledky” (2019, s. 7). V suvislosti s vykonom sluZzobného
hodnotenia sa podla Rady pre $tatnu sluzbu ukazuje ako problém ,formalizmus, procesné
pochybenie, subjektivita hodnotenia a vyskyt tzv. odpord¢ani od nadriadenych sluzobnych
uradov, aké by mali byt vysledky sluZzobnych hodnoteni, nakolko tieto sa nasledne premietaju
do vzniku naroku na odmenu® (2019).

Personalne procesy (pravidla, metddy, Ciastkové postupy, ...) ma mat organizacia
zavedené, maju byt realne a transparentné a v kontexte s Edgarom a Gaereom (2005) maju
byt realizované efektivne profesionalnym lidrom. Lider ma moznost ovplyvriovat pracovnikov

a jeho vztah s nimi determinuje pracovnu spokojnost.
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2. Metodolégia

Hlavnym cielom vyskumu bolo zistit mieru pracovnej spokojnosti SZ s vybranymi
atributmi personalnych aktivit (odmenovanie, vzdelavanie, kvalifikacny rozvoj a hodnotenie)
podla socio-demografickych premennych (rod, pozicia, kraj Slovenska). Ciefom bolo tiez zistit
a analyzovat existenciu $tatistickych rozdielov medzi socio-demografickymi premennymi a

vybranymi atributmi personalnych aktivit (dalej aj ,VAPA®).

Metdéda a metodika

Na ziskanie empirickych Gdajov bol pouZity autorsky dotaznik o spokojnosti SZ s
VAPA. Polozky dotaznika boli vytvorené na zaklade S$tudia literatdry, legislativnych
dokumentov, prieskumov a analyz tykajlicich sa manaZmentu fudskych zdrojov v $S (napr.
dokumenty vydavané Radou pre $tatnu sluzbu a Uradom vlady SR) a vyskumov inych autorov,
ktori sa venovali predmetnej problematike (napr. Starofiova et al. 2014; Sokova 2017;
Pracharova 2018, 2019)

Dotaznik obsahoval 12 uzatvorenych poloZiek tykajucich sa pracovnej spokojnosti, na
ktoré respondenti odpovedali na Likertovej Skale, kde 6 znamena ,uplne suhlasim®, 5
(,suhlasim®), 4 (,skor suhlasim®), 3 (,skér nesuhlasim®), 2 (,nesuhlasim®), 1 (,vObec
nesuhlasim®). Cim vyssie celkové skére respondent dosiahol, tym je jeho spokojnost s VAPA
vysSia. Polozky boli rozdelené do Styroch kategérii - odmeriovanie (3 polozky), vzdelavanie (3
polozky), kariérny rozvoj (2 polozky) a pracovné hodnotenie (4 polozky). Respondenti
vyjadrovali svoj suhlas az nesuhlas s vyrokmi, napr. ,Som spokojny s vySkou platu, pretoze
zodpoveda naroc¢nosti mojej prace”; ,Som spokojny s podmienkami, ktoré su vytvorené pre
moj kariérny rozvoj“ (vSetky polozky su uvedené v tabulkach). Dotaznik obsahoval aj jednu
otvorenu otézku, kde respondenti mohli uviest svoje navrhy a pripomienky.
Druhu ¢ast dotaznika tvorili socio-demografické polozky (rod, pozicia, kraj Slovenska)
Dotaznik bol administrovany v elektronickej verzii. Vyuzita bola sluzba Microsoft Forms. Zber
udajov bol realizovany v obdobi od 10.02.2022 do 31.3.2022.

Data boli spracované metédami deskriptivnej Statistiky. Merané bolo priemerné skére
a zistované boli rozdiely podla socio-demografickych premennych. Na analyzu dat bol pouzity
Statisticky softwér IBM SPSS Statistics 25.

Vyskumna vzorka

Vyskumnu vzorku tvorili $Z pracujtci na OU na Slovensku. Oslovenych bolo véetkych
72 OU. Prednostovia a veduci organizaénych odborov dotaznik preposlali SZ v ich sluzobnom
Grade. Snahou bolo oslovit véetkych $Z na OU.
Vyskumnu vzorku tvorilo celkom 463 respondentov, z toho 142 muzov (30,7 %) a 321 zZien
(69,3 %). V&&siu &ast' tvorili radovi SZ (76 %). Podiel respondentov zamestnanych na OU v

42



jednotlivych €astiach Slovenska bol priblizne rovnaky (Vychodné Slovensko 31,5 %, Stredné
Slovensko 33,9 %, Zapadné Slovensko 34,6 %).

3. Vysledky a diskusia

Vysledky dotaznikového Setrenia prezentuji pracovnu spokojnost respondentov s
VAPA.
Prva ¢ast analyzy ziskanych Gdajov je zamerana na ich deskripciu. Celkové priemerné $kalové
skore je 2,64 (min = 0, max = 5). Spokojnost $Z na OU s VAPA osciluje okolo strednej irovne
Skaly.

Dalej boli analyzované jednotlivé polozky dotaznika zaradené do tyroch kategérii. V
kategorii odmerovanie sme zistili, Ze az 81,2 % respondentov skér nesuhlasi, nesuhlasi alebo
vbbec nesuhlasi s tym, Ze su spokojni s vySkou platu, pretoZze nezodpoveda naro¢nosti nimi

vykonavanej prace (graf 1).
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A: Som spokojny s vySkou platu, pretoze zodpoveda naro¢nosti mojej prace B: Som spokojny s

osobnym priplatkom a odmenami, pretoze su pridefované podla vopred stanovenych kritérii C: Som

spokojny s odmenami, pretoZe su rozdelované spravodlivo a podfa zasluh

Graf 1: Pracovna spokojnost’ s atributmi odmefovania

Aj pri otvorenej otazke respondenti vyjadrili svoju nespokojnost s vySkou ich platu.

Pre porovnanie, Klopotan et al. (2018) realizovali podobny vyskum, kde zistovali, ¢o

ovplyviiuje spokojnost zamestnancov vo verejnom sektore v Chorvatsku. Vysledky ich

vyskumu (okrem iného) naznacdili, Ze platy nie su zaloZzené na pracovnych vysledkoch.
Nespokojnost’ s vyskou platu pretrvava a podfa naSich zisteni narasta, pretoZe aj podla

zisteni z dotaznikového Setrenia Sekcie $tatnej sluzby a verejnej sluzby Uradu viady SR sa

viac ako 75 % SZ neciti za svoju pracu dostatogne finanéne ohodnoteni“ (2019, s. 10).

43



Podiel respondentov vyjadrujucich spokojnost a podiel respondentov vyjadrujdcich
nespokojnost so spravodlivostou pri pridelovani odmien, je v nami realizovanom vyskume
takmer rovnaky. Je dolezité, aby mali zamestnanci pocit, Ze ich celkova odmena je spravodliva.
Podla Adamsovej tedrie spravodlivosti sa zamastenec snazi najst rovnovahu medzi svojimi
vstupmi (prispevkom) a vystupmi (celkovej odmene) a suCasne chce za svoj prispevok
podobni odmenu, aku maju zamestnanci s rovnakou uroviou prispevku (1963). Ak
zamestnanec na zaklade subjektivneho hodnotenia identifikuje nepomer, vnima to ako
nespravodlivost, ktora vedie k pocitovanému distresu (Rovenska a Zupova 2018).

Viac ako polovica respondentov (57 %) su spokojni s tym, Ze osobny priplatok a
odmeny su pridefované podla vopred stanovenych kritérii. Vysledok naznacuje na
transparentnost pri ovplyviiovani variabilnej ¢asti platu. Nazdavame sa ale, Ze respondenti
uvazovali viac o kritériach tykajucich sa odmien, pretoZe kritérid na priznanie osobného
priplatku st stanovené pravidlami sluzobného hodnotenia. Osobny priplatok je mozné $Z
zvysit alebo zniZit na zaklade vysledku sluZobného hodnotenia. Podla zisteni Rady pre Statnu
sluzbu sa tato moznost v praxi nevyuziva — v roku 2020 bol osobny priplatok zvy$eny alebo
znizeny len v 1,3 % pripadov zo vSetkych vykonanych sluzobnych hodnoteni (2021).

Zakon o $tatnej sluzbe stanovuje vedicemu SZ povinnost vypracovat kazdému
podriadenému SZ individualny plan kompeten&ného vzdelavania. Pri jeho zostavovani ma
vychadzat z poZiadaviek na odborné kompetentnosti a z vysledku sluzobného hodnotenia SZ.
V Narodnom prieskume SZ na Slovensku (National Survey of Public Servants in Slovakia)
uviedla takmer polovica (47 %) SZ, Ze si $kolenie v minulom roku vyberali sami a 33 %
respondentov uviedlo, Ze im Skolenie vybral ich nadriadeny (ostatni respondenti nevedeli,
neuviedli alebo im $kolenia vybral personalny utvar) (Meyer-Sahling et al. 2020).

V nasom vyskume oznagilo 64,4 % respondentov spokojnost s tym, Ze im nadriadeny pomaha

zistovat, o sa maju naucit, aby dokazali lepSie pinit svoje pracovné ulohy (graf 2).
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pre vykon mojej prace

Graf 2: Pracovna spokojnost’ s atributmi vzdelavania

Takmer tri Stvrtiny (71,9 %) respondentov v dotazniku vyjadrili skor spokojnost,
spokojnost’ a uplnu spokojnost s ponukou vzdelavacich kurzov, ktoré suvisia s ich pracou a
81,4 % respondentov povazuje absolvovanie Skoleni za uzito€né.

Nase zistenie kore$ponduje so zistenim vo vyskume Meyer-Sahling et al. (2020), kde 83 %
respondentov suhlasilo s vyrokom, Ze v praci vyuZili niektoré zruénosti a znalosti ziskané na
Skoleni.

Niektori respondenti vyjadrili v otvorenej otazke nespokojnost s kvantitou ponuky
vzdelavacich kurzov.

Aj podla zisteni Rady pre Statnu sluzbu pretrvava problém s nedostatkom potrebnych
Skoleni pre 5z — Jkurzy su nekvalitné, tie, o ktoré je zaujem, su kapacitne obmedzené, ¢asto
su potrebné Skolenia finan¢ne nedostupné alebo organizované len v Bratislave, ¢o zvySuje
naklady* (2020, s. 50).

Spokojnost’ s ponukou vzdelavacich kurzov u naSich respondentov sa zvySila v
porovnani s vysledkami Pracharovej z roku 2018. PodTla ich zisteni sa ako nedostatok v oblasti
vzdelavania SZ javil obmedzeny pocet Skoleni a &asté nezrealizovanie $koleni v dosledku
chybajucich Skoliacich kapacit. Hlavnou pri¢inou neschopnosti zabezpecovat dalSie odborné
vzdelavanie SZ je nedostatok finanénych prostriedkov. SluZobné urady st preto &asto
odkazané na pomoc medzi sebou navzajom, zamestnanci sa musia vzdelavat samostadiom
alebo si sami zadovazit vzdelavacie materialy. Negativom je aj CastejSia realizacia Skoleni v
hlavhom meste, ¢o spdsobuje rozdiely v moznosti zamestnancov zucastnit sa ich (Pracharova
2018).
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Viac ako tri Stvrtiny respondentov (78,9 %) sa priklonili k nazoru, Ze napriek dobrému vykonu,

najlep$i zamestnanci nemaju velkda Sancu na povySenie (graf 3).
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Graf 3: Pracovna spokojnost’ s moznost'ami kvalifikaéného rastu

Viac nez polovica respondentov (57,9 %) vyjadrila nespokojnost s podmienkami, ktoré
su vytvorené pre ich kariérny rozvoj.

Tieto vysledky kore$ponduju so zistenim Rady pre §tatnu sluzbu, e SZ vnimaju
nemoznost, resp. obmedzené moznosti kariérneho rastu. V ich kvalitativnom vyskume SZ ako
obmedzenia kariérneho rastu ,uvadzali plochu organizaénu Struktdru alebo miniméinu
fluktuaciu na riadiacich poziciach” (2020, s. 78).

Podla zisteni Meyer-Sahlinga et al. (2020) je pre kariérny postup SZ délezity ich
pracovny vykon, prisom na OU je v porovnani s ostatnymi typmi spravnych orgéanov toto

kritérium dolezitejSie.

Pracovny vykon SZ je hodnoteny prostrednictvom sluzobného hodnotenia. Jednou z
funkcii sluzobného hodnotenia je rozvojova funkcia, kedy veduci Statni zamestnanec
identifikuje silné a slabé stranky SZ a nasmeruje jeho dal$i rozvoj.

Zlozkou sluzobného hodnotenia je aj spatna vazba. V kvalitativnom prieskume z roku 2020
uvadzali respondenti ako pozitivum sluZobného hodnotenia poskytovanie spétnej véazby
(Sprava o stave a vyvoji Statnej sluzby za rok 2020, s. 129).

Podla dotaznikového Setrenia z roku 2019 maji SZ ,silnt potrebu spétnej vézby, ale dostavaju
ju malo (53 % velmi spokojnych alebo skor spokojnych so spatnou vazbou)* (Sprava o stave
a vyvoji Statnej sluzby za rok 2020, s. 129).
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Podla nasich zisteni (graf 4) 65,1 % st SZ skér spokojni, spokojni a Uplne spokojni s
frekvenciou poskytovania spatnej vézby od nadriadeného, s objektivnostou hodnotenia (81 %)
a spatnu vazbu povazuju za uzitoénu (82,1 %). Az 27 % respondentov nie je spokojnych s
uznanim za vykonanu pracu, pretoZe nespiiia ich o¢akavania. Ide prevazne o respondentov z

vychodného Slovenska (51,3 % z nespokojnych).
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Graf 4: Pracovna spokojnost’ s pracovnym hodnotenim

Podla zisteni Rady pre $tatnu sluzbu ,u veducich SZ existuju rezervy v schopnosti
poskytovat’ spatnu vazbu a motivovat podriadenych® (2020, s. 10). V prieskume Rady pre
Statnu sluzbu skor suhlasili s vyrokom, Ze hodnotenie nadriadeného bolo objektivne (2020).
Pracharova na zéklade svojich zisteni (2018) uvadza, Ze prednostovia OU nevidia zasadné
problémy pri implementacii sluzobného hodnotenia. Aj zistenia Rady pre Statnu sluzbu
Jnaznaduju, 2e postoj SZ sa meni mierne v prospech pozitivneho vnimania sluzobného

hodnotenia ako potrebného manazérskeho nastroja“ (2020, s. 30).

Druha ¢ast analyzy bola zamerana na zistenie rozdielov z hladiska charakteru zavislej
premennej. Pouzity bol T-test pre dva nezavislé vybery a jednovchodova ANOVA.
Z hladiska rodovych rozdielov nebol zisteny signifikantny rozdiel (t = -0,88, p = 0,381) v
priemernom Skalovom skére celkovej spokojnosti s VAPA u muzov (M = 3,55, SD = 0,81) a
zien (M = 3,61, SD = 0,75), (tabulka 1).
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Taburka 1: Rodové rozdiely pri jednotlivych polozkach

Polozka Rod | N Mean | SD t p

Som spokojny/a:

s vySkou platu, pretoze zodpoveda naroc¢nosti mojej | M 142 2,30 1,14 | -1,54 0,125

prace Z 321 2,48 1,21

s osobnym priplatkom aodmenami, pretoze su | M 142 3,26 1,48 | -3,23 0,001

pridelované podla vopred stanovenych kritérii 5 321 374 129

s odmenami, pretoZe su rozdelované spravodlivo podla | M 142 3,42 1,44 | 1,39 0,165

zaslun Z  |a2 322 | 1,36

Ze nadriadeny pomaha zamestnancom zistovat, ¢o sa | M 142 3,87 1,20 | 1,012 0,312

maju naudit, aby dokazali lepSie plnit' svoje pracovné =

dlohy z 321 3,73 1,36

s ponukou vzdelavacich kurzov (Skoleni), pretoze | M 142 3,91 1,17 | 1,17 0,242

sGvisia s mojou pracou 5 321 204 109

s absolvovanymi vzdeldvacimi kurzami, pretoze boli | M 142 4,19 1,07 | -2,43 0,015

uzito¢né pre vykon mojej prace 5 321 745 705

s podmienkami, ktoré su vytvorené pre moj kariémy | M 142 3,25 1,33 | 0,050 0,960

rozvol 7z |32 324 [ 129

so Sancami na povySenie pre tych, ktori si vpraci | M 142 2,63 1,16 | 0,666 0,506

pocinaju dobre 5 321 255 118

s uznanim, ktoré dostavam po vykone mojej prace M 142 3,24 1,25 | -0,105 0,916
z 321 3,25 1,20

so sluzobnym hodnotenim nadriadeného, pretoze je | M 142 4,35 1,20 | 0,360 0,719

objektivne podla stanovenych kritérii 5 321 730 718

s frekvenciou spéatnej vazby od méjho nadriadeného M 142 3,90 1,32 | -0,399 0,690
3 321 3,95 [1,28

so spatnou vézbou od nadriadeného, pretoze je pre | M 142 4,33 1,25 | -1,152 0,250

mna uzitoéna 5 321 748 126

M —muz, Z - zena

Signifikantny rozdiel z hladiska rodovych rozdielov bol zisteny pri polozke ,Som
spokojny s osobnym priplatkom a odmenami, pretoze su pridelované podla vopred
stanovenych kritérii“ (t = -3,23, p = 0,001) a ,Som spokojny s absolvovanymi vzdelavacimi
kurzami, pretoze boli uzito¢né pre vykon mojej prace” (t = -2,43, p = 0,015). Pri ostatnych
polozkach sa nepreukazali Statisticky vyznamné rodové rozdiely.

Podla udajov Eurostatu (2020) je na Slovensku rozdiel medzi priemernym hrubym
hodinovym zarobkom zamestnanych muzov a Zien na urovni 15,8 % hrubého zarobku muzov,
¢o je viac ako priemer Europskej tnie (13 %).

Nespokojnost' s vyskou tarifného platu prejavili v naSom vyskume Zeny aj muzi. Tarifny
plat je stanoveny podla naro¢nosti Uloh pridelenych pracovnej pozicii, tzn. Ze rozdiely medzi
obsadenim pracovnej pozicie muzmi a Zenami sa nemaju vyskytovat. Nespokojnost na

hladine vyznamnosti respondenti prejavili s priznavanim osobnych priplatkov a odmien podla
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stanovenych kritérii (muzi: 50,7 % a zeny: 39,6 %). No Zeny vo vy$Sej miere ako muzi vnimaju
rozdelovanie odmien za nespravodlivé (muzi: 43 % a Zeny: 53 %). A prave toto mdze
sposobovat rozdiely v platoch u muZov a Zien a s tym suvisiacu nespokojnost.

Aj Antonakas et al. (2009) zistil existenciu rodovych rozdielov pri spokojnosti s platom. Autori
pripisuju rozdiely tomu, Ze obe pohlavia maju rozdielne priority v kariére, rodine a aj odlisné
ocakavania. Podla Yanga et al. (2013) muzi hodnotia vonkajsie odmeny (napr. plat) prisnejSie
nez zeny.

Podla Kollarika (2002) maju muzi vacésiu tazbu po uplatneni sa a oceneni, zatial ¢o

Zenam zalezi viac na socialnych aspektoch prace ako napr. dobré medziludské vztahy.
S tym, Ze muzi maju vacsie kariérne ambicie a vo vacsej miere preferuju presadenie sa a
postup (Kollarik 2002), moze suvisiet aj to, Ze maju vysSie naroky na vzdelavanie. Aby mohli
rychlejSie kariérne a s tym aj platovo rast, potrebuju sa vzdelavat. Z toho mézu vychadzat ich
vysSie naroky na kvalitu a uzito¢nost Skoleni. To by vysvetlovalo, pre€o v porovnani so Zenami
vyjadrili muzi nizSiu mieru spokojnosti s absolvovanymi vzdeldvacimi kurzami z dévodu
uzitocnosti pre vykon ich prace.

Dalej boli analyzované jednotlivé polozky a pracovna pozicia SZ (radovy alebo veduci
Statny zamestnanec).

Radovi SZ sa $tatisticky vyznamne neliia od veducich SZ v priemernom $kalovom skore
spokojnosti s VAPA (t = -1,58, p = 0,115) (tabulka 2).

Z hladiska pracovnej pozicie bol zisteny signifikantny rozdiel pri polozke ,Som
spokojny, Ze nadriadeny pomaha zamestnancom zistovat, ¢o sa maju naudit, aby dokazali
lepSie plnit’ svoje pracovné ulohy” (t = -2,09, p = 0,037), ,Som spokojny s podmienkami, ktoré
su vytvorené pre moj kariérny rozvoj* (t = 3,14, p = 0,004), ,Som spokojny so Sancami na
povysenie pre tych, ktori si v praci po¢inaju dobre* (t = 2,48, p = 0,003) a ,Som spokojny so
sluzobnym hodnotenim nadriadeného, pretoZe je objektivne podla stanovenych kritérii* (t = -
2,41, p = 0,017). Pri vSetkych Styroch polozkach vyjadrili v priemere vySSiu mieru spokojnosti
veduci $Z.

Miera pracovnej spokojnosti sUvisi s pracovnou poziciou jednotlivca v organizacii.
L,Funkéne vysSie postaveni pracovnici prejavuju vysSiu spokojnost” (Kollarik 2002, s. 153).
Podla Kollarika (2002) to slvisi s osobnostnymi charakteristkami a sucasne vacSou
moznostou podielat sa na plneni Uloh organizacie. Veduci zamestnanci (manazéri) sa na
rozdiel od ostatnych zamestnancov mézu vo vaéSej miere podielat na tvorbe a realizacii
personalnych postupov, tzn. aj pravidiel a postupov v oblasti vzdelavania. Veduci SZ
identifikuju vzdelavacie potreby svojich podriadenych pracovnikov, podielaju sa na vytvarani
podmienok pre kariérny rozvoj SZ a spolurozhoduiju o ich povyseni. Vychadzajic z Kollarika
(2002) je mozné predpokladat, Ze aj preto su s danymi VAPA spokojnejsi veduci, nez radovi
SZ.
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Tabulka 2: Rozdiely v jednotlivych polozkach z hladiska pracovnej pozicie

Polozka Pracovna N Mean SD t P

Som spokojny/a: pozicia

s vySkou platu, pretoze zodpovedad naro¢nosti | RSZ 352 | 2,41 1,17 | -0,275 | 0,783

molej prace V&Z 111 [ 245 | 1,26

s osobnym priplatkom a odmenami, pretoZe su | RSZ 352 | 3,65 1,47 1,46 0,144

pridelované podla vopred stanovenych kritérii vz 1 341 158

s odmenami, pretoZe su rozdelované spravodlivo | RSZ 352 | 3,22 1,37 -1,64 0,102

podta zésluh Y2 111|347 [ 143

Ze nadriadeny pomaha zamestnancom zistovat, | R5Z 352 | 3,70 1,35 | -2,09 0,037

€o sa maju naucit, aby dokazali lepSie plnit’ svoje =

pracovné tlohy VSz 111 | 4,00 1,19

s ponukou vzdelavacich kurzov (8koleni), pretoze | RSZ 352 | 4,03 1,09 1,07 0,285

sGvisia s mojou pracou vz 11 1390 121

s absolvovanymi vzdelavacimi kurzami, pretoZe | R$Z 352 | 4,41 1,02 1,65 0,101

boli uzito€né pre vykon mojej prace &z 11 (223 117

s podmienkami, ktoré su vytvorené pre moj | RSZ 352 | 3,14 1,29 -2,89 0,004

kariérny rozvoj vz 11 | 355 129

so $ancami na povysenie pre tych, ktori si v praci | RSz 352 | 2,48 1,15 | -2,96 0,003

pocinaj( dobre V&zZ 111 [ 286 | 1,18

s uznanim, ktoré dostavam po vykone mojej prace | RSZ 352 | 3,19 1,20 | -1,93 0,055
v&z 111 | 3,44 1,25

so sluzobnym hodnotenim nadriadeného, pretoze | R$Z 352 | 4,24 1,20 -2,41 0,017

je objektivne podla stanovenych kritérii &z 11 | 455 T

s frekvenciou  spatnej vazby od mojho | RSZ 352 | 3,90 1,27 | -1,01 0,313

nadriadeného V&Z 111 1405 136

so spatnou vézbou od nadriadeného, pretoZe je | RSZ 352 | 4,41 1,26 -0,53 0,600

pre mna uzitoéna vz 11 [ 249 125

RSZ - radovy $tatny zamestnanec, VSZ — veduci $tatny zamestnanec

Ako posledné boli analyze podrobené jednotlivé polozky a kraj Slovenska, v ktorom sa
nachadza OU na ktorom $tatny zamestnanec pdsobi (tabulka 3).
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Tabulka 3: Rozdiely v jednotlivych polozkach na zaklade kraja v ktorom sidli OU

Polozka Kraj N Mean | SD F P
Som spokojny/a: Slovenska
s vySkou platu, pretoZze zodpoveda narocnosti | VSK 146 2,45 1,17 3,50 | 0,031
mojej prace SSK 157 | 259 | 1.8

ZSK 160 2,24 1,20
s osobnym priplatkom a odmenami, pretoze su | VSK 146 3,64 1,50 5,70 | 0,004
pridelované podla vopred stanovenych kritérii SSK 157 3.86 739

ZSK 160 3,30 1,56
s odmenami, pretoZe su rozdelované spravodlivo | VSK 146 3,35 1,44 3,63 | 0,027
podra zésiuh SSK 157 | 345 | 127

ZSK 160 3,05 1,42
%e nadrngeny quéha zanr'nestlnanrv:f)m zilst’ovalt’, VSK 146 3,68 1,33 1,58 | 0,207
;Saizvmgjﬂlgs;mt, aby dokazali lepSie pinit' svoje SSK 157 392 122

ZSK 160 3,71 1,39
s ponukou vzdelavacich kurzov ($koleni), pretoze | VSK 146 4,11 1,07 1,27 | 0,283
sUvisia s mojou pracou SSK 157 3.99 116

ZSK 160 3,91 1,12
s absolvovanymi vzdelavacimi kurzami, pretoze | VSK 146 4,37 1,04 0,05 | 0,949
boli uzito¢né pre vykon mojej prace SSK 157 739 112

ZSK 160 4,35 1,03
s podmienkami, ktoré su vytvorené pre moj | VSK 146 3,23 1,35 0,67 | 0,511
kariérny rozvoj SSK 157 333 132

ZSK 160 3,16 1,23
so $ancami na povySenie pre tych, ktori si v praci | VSK 146 2,53 1,12 0,14 | 0,870
pocinajd dobre SSK 157 | 261 | 1.18

ZSK 160 2,58 1,21
s uznanim, ktoré dostadvam po vykone mojej prace | VSK 146 3,21 1,22 4,37 | 0,013

SSK 157 3,46 1,15

ZSK 160 3,07 1,25
so sluzobnym hodnotenim nadriadeného, pretoze | VSK 146 4,22 1,29 0,79 | 0,453
je objektivne podla stanovenych kritérii SSK 157 733 RE

ZSK 160 4,39 1,11
s frekvenciou  spatnej vazby od mojho | VSK 146 4,03 1,32 1,23 | 0,293
nadriadeného SSK 157 397 124

ZSK 160 3,81 1,30
so spatnou vazbou od nadriadeného, pretoze je | VSK 146 4,40 1,31 0,09 | 0,912
pre mia uzito¢na SSK 157 746 122

ZSK 160 4,44 1,24

VSK — vychodné Slovensko, SSK - stredné Slovensko, ZSK — zapadné Slovenska

Z hradiska kraja, v ktorom sidli OU nebol zisteny signifikantny rozdiel v priemernom $kalovom
skore celkovej spokojnosti s VAPA (H = -5,060, p = 0,080).
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Z hradiska kraja, v ktorom sa nachadza OU bol zisteny signifikantny rozdiel pri polozke
»Spokojny s uznanim, ktoré dostavam po vykone mojej prace* (F = 4,37, p = 0,013) a pri
polozkach suvisiacich s odmeriovanim: ,Som spokojny s vySkou platu, pretoze zodpoveda
naroénosti mojej prace” (F = 3,50, p = 0,031), ,Som spokojny s osobnym priplatkom a
odmenami, pretoZe su pridelované podlia vopred stanovenych kritérii* (F = 5,70, p = 0,004) a
»,S0m spokojny s odmenami, pretoZe su rozdelované spravodlivo podla zasluh® (F = 3,63, p =
0,027).

Pomocou Bonferroni post hoc testu bola zistena signifikancia rozdielov medzi strednym
a zapadnym Slovenskom (,Spokojny s vy$kou platu, pretoze zodpoveda narocnosti mojej
prace” MD = -0,348, p = 0,027; ,Som spokojny s osobnym priplatkom a odmenami, pretoze su
pridelované podla vopred stanovenych kritérii* MD = -0,560, p = 0,003; ,Som spokojny s
odmenami, pretoze su rozdelované spravodlivo podla zasluh“ MD = -0,402, p = 0,029; ,Som
spokojny s uznanim, ktoré dostdvam po vykone mojej prace” MD = -0,396, p = 0,011).
spokojnosti respondenti pracujici na OU so sidlom na zapade Slovenska. Najspokojnejsi s
uvedenymi atribtmi boli $Z OU na strednom Slovensku.

V jednotlivych ¢astiach Slovenska je odliSna Zivotna uroven. Najvyssia Zivotna uroven
je na zapadnom Slovensku (najma Bratislava). Vzhladom na tabulkové platy, resp. fixné
platové tarify na celom uzemi Slovenska a ,rovnostarske” pridelovanie odmien (Ministerstvo
financii SR 2020) je nespokojnost SZ na zapadnom Slovensku pochopitelna.

K podobnému zisteniu dospel Cerfienko (2020), ktory skimal medzisektorové mzdové
rozdiely naprie¢ Slovenskom, pri€om sa zameral na odmeriovanie zamestnancov oU. Zistoval
pomer tarifnych platov zamestnancov na OU pre rok 2020 k priemernej mzde v SR za rok
2019. Zistil rozdiely, pricom najvacsie su v rozvinutych okresoch. Na vychodnom Slovensku
st mzdy v miestnej S v porovnani so stikromnym sektorom vyssie. Naopak na zapadnom
Slovensku je to opacne. Vo vyspelych regiénoch (najmé hlavné mesto) je kvoli takémuto
nepomeru problém s obsadenim volnych pracovnych miest na OU kvalifikovanymi

zamestnancami.

Zaver

Jednym z hlavnych prinosov nového zakona o Statnej sluzbe bolo zavedenie
sluzobného hodnotenia SZ. V nagom vyskume bolo z jednotlivych atribltov personalnych
aktivit sluzobné hodnotenie vnimané najpozitivnejSie. Vacsina respondentov su spokojni a
priklonili sa k tvrdeniu, Ze ich nadriadeny hodnoti objektivne, podla stanovenych kritérii a jeho

spatna vazba je pre nich uzito¢na.
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kariérneho rastu. Zistenia naznaduju, ze SZ sa necitia za svoju pracu adekvatne finanéné
ohodnoteni a vnimaju obmedzené moznosti kariérneho rastu.

V oblasti vzdelavania SZ povazuji kolenia za uzito&né, ale kvantitu takychto koleni
povaZzuju za nedostato¢nu.

Signifikantné rozdiely z hladiska rodu boli zistené pri priznavani osobnych priplatkov a
odmien podfa kritérii a pri uzito€nosti absolvovania Skoleni, priom muzi si menej spokojni.
Z hladiska pracovnej pozicie boli zistené signifikantné rozdiely pri troch atributoch
personalnych aktivit tykajucich sa vzdelavania a kvalifikacného rastu, pricom spokojnejsi su
veduci SZ.

Signifikantné rozdiely boli zistené aj medzi OU na strednom a zapadnom Slovensku

(osobny priplatok, odmeny, uznanie za vykonanl pracu), pricom menej spokojni boli $Z
posobiaci na zapadnom Slovensku. Zistenia naznacuju, Ze to modze suvisiet s odliSnou
Zivotnou Uroviou.
Vysledky vyskumu moézu byt prinosom pre kompetentné osoby zaoberajuce sa tvorbou
legislativy a vykonom kontroly v predmetnych oblastiach manaZzmentu fudskych zdrojov.
Vysledky mézu byt uZito&né pre veducich SZ na OU na Slovensku, pretoZe su aktualne, zber
udajov bol anonymny a vysledky mézu pouzit na prijatie intervencii na zlepSenie su¢asného
stavu a zvySenie miery spokojnosti, ¢o sa v koneénom désledku méze prejavit na kvalitativne
lepSom vykone a spokojnosti klientov.

V kontexte stanoveného ciefa bol vyskum realizovany na Slovensku medzi
zamestnancami miestnej SS, s ktorymi je uzatvoreny $tatnozamestnanecky pomer. Limitom
vyskumu je skuto&nost, Ze nebolo mozné zistit potet zamestnancov miestnej SS, pretoze tieto
udaje nie s zname ani kompetentnym uUradnikom a mali by byt dostupné po dobudovani
registra SZ. Vysledky sa preto vztahuju len na respondentov vyskumu. Dal$im obmedzenim
je pouzitie autorského dotaznika a pocet poloziek, ktoré nezohladfuju vSetky VAPA. (Vyber
poloZiek reflektoval tie atributy, s ktorymi maji SZ pracovnl skisenost.) Pri interpretacii

vysledkov je potrebné brat do Uvahy uvedené limity.
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Abstract

The article deals with holding new elections to municipal councils in the Czech
Republic. This type of extraordinary municipal elections in every election period
threatens thousands of municipalities and hundreds of them will actually go through it.
Some of the municipalities in which the new elections take place subsequently fall into a
spiral of their repeated holding, and this often leads to their complete blockade. Although
such situations are common, they are not in the best interests of the professional
community, legislators or the media. The aim of this article is to present the key factors
that influence the holding of new elections to municipal councils in the Czech Republic.
| worked with an extensive database of new elections to municipal councils, as well as
with valid legal regulations and historical legal regulations. Important information was

also obtained on the basis of a semi-structured interview.

Keywords: Czech Republic, local democracy, municipal elections, new municipal elections,
repeated new municipal elections

Introduction

“...this would pave the way for an absurd and potentially endless chain of re-elections
and the immediate resignations of candidates who would not be satisfied with the election
result, thus completely losing the essence of the elections as such, including the distribution
of political power on the basis of the electorate, on limited primarily by the term of office of the
elected body. The performance of municipal self-government as such would be practically
impossible” (Regional Court in Ceské Bud&jovice of April 28, 2021). These words from the
Judgment of the Regional Court in Ceské Budé&jovice to the members of the municipal council,
who immediately resigned after the new elections because they did not win a majority, are not
just theoretical statements. The aforementioned impossibility of the exercise of municipal self-
government as a result of repeated holding of new elections in the Czech Republic actually
does occur.

There are a total of 6,258 territorial units in the Czech Republic (6,254 councils are
elected, the remaining 4 are military districts without a civilian population; Number of Territorial
Units, CZSO, 2021), thousands of them are immediately threatened by new elections and

approximately 120 of them are involved in the actual new elections in each election period.
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The average Czech municipality is almost 3.5 times smaller (Key data on Local and Regional
Governments in the European Union, 2022) than the average municipality in the European
Union, which has a population of 5,867 (Key data on Local and Regional Governments in the
European Union, 2022). Due to the fact that the size of the municipal council is linked to the
number of inhabitants in the municipality, the individual councils are also small. And this, in
combination with the legislative regulation of new elections to municipal councils, makes it
easier to call new elections, even repeatedly, which often causes significant problems for the
municipality concerned. Repeated new elections to the municipal council may cause the
municipality to fall into a provisional budget, the inability to manage municipal property, invest,
issue local ordinances and may also mean a reduction in the functions of the municipality as
such. Repeated holding of new elections may also affect the atmosphere in the municipality or
the willingness of candidates to run for office at all, let alone repeatedly.

Despite the fact that this is a very serious topic, not enough attention is paid to it in the
professional environment. Czech political science began to address the specific problems of
Czech municipalities only after it had abandoned the issues related to the analysis of Czech
municipal elections (Lebeda 2004), municipal coalitions (JUptner 2004, Package 2009, Cabada
2006), local models of democracy (Bubeni¢ek 2010) and direct election of mayors (Jiptner
2012). Regarding the examination of specific problems of Czech municipalities, the focus
concerned, for example, "collapsed municipalities" (Hornek 2015). The only publication that
directly dealt with the new municipal elections was an article by Bronislav Jaro$ and Stanislav
Balik (Jaro$, Balik 2018). The research sample of their work was all 467 municipalities where
new elections to the municipal council took place between 2002 and 2017. Contact with
political actors was made through a brief telephone interview (3 questions). In the theoretical
part, they focused on the conditions for announcing new municipal elections, their
manifestations and the specific reasons for the resignation of individual representatives with
regard to verifying the theory of the rationality of the behaviour of political actors. However,
analysing the causes of those cases in which municipal elections take place repeatedly during
one election period is, however, a "white spot" not only for their work, but for the entire political
science research as well.

The aim of this article is to answer the research question What are the key factors
influencing the re-election? Three basic data sources were used to answer this question - data
from the Czech Statistical Office, analysis of legislative regulations and semi-structured
interviews with representatives of the Ministry of the Interior of the Czech Republic, and
a request for data according to the law. The whole article is divided into three chapters, each
of which uses exactly one source of information mentioned above. The first chapter (How
many?) concerns the number of municipalities in which new elections to municipal councils

took place, with an emphasis on the municipalities in which this type of extraordinary election
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took place. It is based on the data provided by the Czech Statistical Office. The data of the
Czech Statistical Office were provided on the basis of a request and contain a list of
municipalities in which extraordinary elections to municipal councils took place between 1992-
2022. The author work with data expanded the file with additional information about
municipalities (geographical location, size of the council, categorization of the election period)
and created a comprehensive database of municipalities suitable for further data processing
and creation of graphic outputs. The second chapter (How?) contains an analysis of important
provisions of legislative regulations, which was carried out both on the currently valid legislation
concerning municipalities, including the Capital City of Prague, and elections to municipal
councils, thus, to illustrate the context and possible time comparison and comparison of
conditions, on the already invalid legislation relating to the same issue. These are the
documents that provide precise information on how the legislative conditions for holding new
elections in a given election period are set, including the size categories of local councils. The
third chapter (Why?) contains information on why new elections are being held in
municipalities. However, these are not the reasons for holding new elections in specific
municipalities, but rather the setting of a general categorization of the reasons for holding new
elections. The Ministry of the Interior of the Czech Republic was approached to obtain this
data, namely the Department of Elections (Respondent 1) and the Department of Public
Administration, Supervision and Control (Respondent 2). A request under the Act on Free
Access to Information (Act No. 106/1999 Coll) was used to obtain information from the
representatives of the Department of Public Administration, Supervision and Control. A semi-
structured interview was used to obtain information from the Department of Elections of the
Ministry of the Interior of the Czech Republic. The main essence of a semi-structured interview
is the fact that it contains prepared questions that aim to identify the problem. It consists of
topics and questions that the researcher must discuss. This core of questions is then often
supplemented by facts or expanding questions, which can be used for a comprehensive
understanding of the topic (MiSovic, 2019).

1. Question one — How many?

There has been around 1,500 new elections to municipal councils since 1992, since
when the Czech Statistical Office has available data. The largest number of new elections took
place between 1992 and 1994, which is largely due to the dismantling of the structure of local
governments from the previous regime (Vajdova, Cermak, lliner, 2006). Between 1992 and

1994, almost 500 new municipalities were established.
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Number of new elections in municipalities
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Graph 1: Number of new elections in municipalities
Source: author, based on CZSO data

If we focus on the size structure of municipalities in which new elections are held, we
come to the expected conclusion - the highest number of new elections is held in the
municipalities with a five- or seven-member council. There are significantly fewer municipalities
with larger councils, in which it is more difficult to meet the legal conditions for holding new

elections, and in recent years they have generally not been held.

Table 1: New elections in municipalities according to the number of members of the

municipal council

Election term Number of members of the municipal council
5 6 7 8-9 10-14 15+

1992 — 1994 - - 149 340 78 52
1994 — 1998 15 1 68 22 9 25
1998 — 2002 18 5 57 23 5 16
2002 — 2006 29 1 55 7 - -
2006 — 2010 34 1 60 3 2 1
2010 — 2014 52 3 87 7 3 3
2014 — 2018 41 3 95 5 - 1
2018 — 2022 34 - 80 1 - -

Source: author, based on CZSO data

As follows from the above data, in the Czech Republic, two groups of municipalities
defined by the size of the council are particularly at risk of holding new elections. Specifically,
these are the municipalities with five- and seven-member councils. In absolute numbers, of all
the municipal councils and city districts, there are almost two thousand municipalities, i.e.,
almost a third of all Czech local councils. Five-member councils have one more risk factor. It
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happens that exactly as many candidates stand as there are seats, and candidates often run
as independent candidates, or on one list of candidates without alternates.

In general, this means that in the municipalities with a five- or seven-member council,
the resignation (or other circumstances such as relocation or death) of a few council members,
sometimes even only individuals, is sufficient to hold new elections. Municipalities with the
mentioned risk factor are endangered by holding new elections during the regular election (or
previous new elections), because there are no substitutes who could take on any vacancies
and resignation, relocation or death of one member of the council would always mean holding
new elections. There was a total of 107 such municipalities during the regular elections to the
municipal councils in 2018 (in 2006 there were even 162 of them, since then their number has
been slowly decreasing; however, it is still about 2% of all municipalities in the Czech
Republic).

Another element that is important to observe in connection with the holding of new
elections is the frequency of holding such elections within one municipality. Although there
were absolutely the most new elections in the first term after 1989, the percentage of re-
elections was the lowest here, together with the 1998-2002 term (0.81%). In contrast, the
highest percentage of re-elections was in the 2014-2018 election period, at almost 14%. In the

last closed election period, the number of re-run elections was close to the limit of 6 %.

Percentage of repeatedly held new elections in municipalities

15,0
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Graph 2: Percentage of repeatedly held new elections in municipalities

Source: author, based on CZSO data

In connection with the repeated holding of new elections, it is also necessary to monitor
the frequency of repeated holding of new elections in one municipality. Repeated conduct does
not mean only a single repetition of new elections. It is not impossible to hold new elections
three times during one election period within one municipality.
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Frequency of repeatedly held new elections

18

16

14

12

10 u2x
P 3x
6 4x
4

2 — A
. 1 = 1 1

1992- 1994- 1998- 2002- 2006- 2010- 2014- 2018-
1994 1998 2002 2006 2010 2014 2018 2022

Graph 3: Frequency of repeatedly held new elections
Source: author, based on CZSO data

2. Question two — How?

The second question, which automatically arises after the number of new elections, is
the question How? This issue is directly related to the legislative anchoring of new elections in
the Act on Municipal Elections and the size of individual municipalities. New elections to
municipal councils have been regulated by the legislative framework since 1990. Since then,
however, the conditions of their holding have undergone relatively significant changes and
there has been a very long road to the current definition full of changes. However, it is
necessary to realize that the conditions for holding new elections to municipal councils to
a large extent affect the quality of local democracy in the Czech Republic. Electoral laws, like
the whole of the Czech Republic, have undergone significant changes in their 30 years of
existence. Although communal politics is the lowest level of politics, it does not lose its
significance, as "the basis of a free state is a free community” (Balik, 2009). One of them is
the electoral law, which has a uniform methodology and rules for all municipalities, but as
Professor Fiala states, “municipal policy has as many forms as there are municipalities” (Fiala,
1994).

The first law that regulated democratic and free elections to municipal councils was Act
No. 368/1990 Coll. on municipal elections, which was amended in 1992 by Act No. 298/1992
Coll. on municipal elections and the local referendum. However, the second elections to
municipal councils in 1994, as well as the elections in 1998, already took place in accordance
with Act No. 152/1994 Coll. A further change in the rules of the election competition took place
with Act No. 491/2001 Coll., which is, with minor modifications, still in force today. Along with
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the significant changes that have taken place over the years (change of electoral divisor,
change in the conditions of candidacy of independent candidates and their associations, etc.),
the conditions for holding new elections have often changed on an ongoing basis reflecting on
experience.

The holding of new elections was in Act No. 368/1990 Coll. determined by a reduction
in the number of council members by more than one third compared to the elected state or
a decrease in the number of council members to less than seven (only in the municipalities
with fewer than 3,000 inhabitants) and the creation of a new municipality or city district (§ 56
of Act No. 368/1990 Coll.). The new elections did not take place in the last three months of the
municipal council. From today's point of view of the number of new elections, the condition that
the costs of new elections were paid by the municipality itself could have been crucial.

Act No. 298/1992 Coll. defined the conditions for holding new elections (§ 8 of Act No.
298/1992 Coll.) by reducing the number of members of the council to one third or less than
seven (this time without size restrictions), the creation of a new municipality or city district. The
three-month deadline for holding no new elections was maintained. Reimbursement of costs
for new elections was not kept in the legislation and the costs were covered from the state
budget.

In Act No. 152/1994 Coll. the new elections were conceived relatively differently from
the previously valid legislation (§ 57 of Act No. 152/1994 Coll.). The lawmakers state in the
explanatory memorandum that this was due to the experience gained in organizing new
elections to municipal councils in the past four years, as well as to a number of comments from
municipal and district authorities (§ 57 of Act No. 152/1994 Coll.). Compared to the current
legislation, the condition of a decrease in the number of council members by at least one third
remained unchanged, but the absolute limit of the minimum number of council members was
set at five (§ 57 of Act No. 152/1994 Coll.). The method of announcing new elections was also
newly adjusted. It was newly entrusted to the competence of the Minister of the Interior, based
on bad experience with the long process of announcing new elections by the Chamber of
Deputies of the Parliament of the Czech Republic (Chamber of Deputies of the Czech
Republic, 2021).

Act No. 491/2001 Coll. is so far the last law that regulates the holding of new elections
to municipal councils (§ 58 of Act No. 491/2001 Coll.). And compared to the previous laws,
there have been relatively significant changes regarding the adjustment of the conditions for
holding new elections. In the light of practical findings, the reasons for holding new elections
were adjusted, as stated in the explanatory memorandum to the law (§ 58 of Act No. 491/2001
Coll.). The conditions were newly set so that new elections are held if the number of members
of the municipal council falls by more than half. The aim of this adjustment was to prevent new

elections from being held too often. This idea would probably be fulfilled; however, the
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condition of the number of members of the council falling below five is retained in the law,
which is, as it turns out (also on the basis of the above data), a critical limit. The condition for
holding new elections during the establishment of a new municipality or city district remained
unchanged. The obligation to announce new elections in the municipality has been newly
introduced if the council does not have a quorum for more than six months.

The size of the individual councils is also a fact that is directly related to the legislative
regulation of holding new elections and has been referred to many times above. Although the
number of elected members of the council determines the current council for its successors in
the next election period no later than 85 days before the election, it is limited by the size
categories given by law. Size categories are directly dependent on the number of inhabitants
in the municipality. This definition has also undergone some changes since it was set in 1990.

Specific limits have historically been set out in the Municipalities Act. The limits set by
§ 28 Act No. 367/1990 Coll. are listed in the table below. However, the original bill set limits in
two size categories differently (for municipalities with fewer than 3,000 inhabitants, the number
of representatives in the range of 5 to 15 was proposed; in the category from 3,000 to 20,000
inhabitants, 10 to 30 council members). Unfortunately, it is not possible to clearly determine
from the period materials what was the cause of the change in the originally proposed
procedure. However, later it would correspond more to the setting of rules for holding new

elections.

Table 2: Number of council members according to Act No. 367/1990 Coll.

Size category Number gf_members 9f the

municipal council

less than 3 000 inhabitants 7 — 15 members
3 000 — 20 000 inhabitants 15 — 30 members
20 001 — 50 000 inhabitants 25 — 40 members
more than 50 000 inhabitants 35 — 50 members
statutory city 50 — 70 members

city part or city district 7 — 70 members

Source: author, based on Act No. 367/1990 Coll.

Together with the amendments to the election rules, Act No. 152/1994 Coll. also to
create a new category of the smallest municipalities with fewer than 500 inhabitants and to
determine the range of members of the council. The same range of size categories of

municipalities was also confirmed by § 68 Act No. 128/2000 Coll.
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Table 3: Number of members of the council according to Act No. 152/1994
Coll. and No. 128/2000 Coll.

Size category Number c.Jflmembers 9f the
municipal council
less than 500 inhabitants 5 — 9 members

500 — 3 000 inhabitants 7 — 15 members

3 001 — 10 000 inhabitants 11 — 25 members
10 0001 — 50 000 inhabitants 15 — 35 members
50 001 — 150 000 inhabitants 25 — 45 members
more than 150 000 inhabitants 35 — 55 members

Source: author, based on Act No. 152/1994 Coll. and No. 128/2000 Coll.

From the above information, it is possible to observe that over the years, a new
category of the smallest municipalities was created, in which the lowest number of council
members that can be filled was determined. The number of council members was newly set at
the same level as the original (and subsequently modified) plan from 1990. The range within
which the municipality determines a specific number of council members is set broadly,
probably so that the municipality can set such a number of the members of the council, which
it considers to be the most optimal in local conditions.

A separate category in the definition of the number of council members is the capital
city of Prague (Act No. 131/2000 Coll.), or its districts, in which new elections are also held (all
with regard to the special position of Prague as a municipality and a higher territorial self-

governing unit).

Table 4: Number of council members according to Act No. 131/2000 Coll.

less than 500 inhabitants 5 — 9 members
500 — 3 000 inhabitants 7 — 15 members
3001 - 10 000 inhabitants 11 — 25 members
10 0001 — 30 000 inhabitants 15 — 25 members
30 001 - 70 000 inhabitants 25 — 35 members
more than 70 000 inhabitants 35 — 45 members
Prague 55 — 70 members

Source: author, based on Act No. 131/2000 Coll.

The presentation of the change in the size categories of municipalities must also be
compared with real data. Image 4 shows how the structure or size of municipal councils, city
districts has changed since 1990, divided by individual election periods. The output clearly
confirms the trend of small municipalities in the Czech Republic with a clear dominance of

municipalities with up to 15 council members.
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Number of representatives in municipalities by year of election
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Graph 4: Number of representatives in municipalities by year of election
Source: author, based on CZSO data

3. Question three — Why?

The answer to the question Why? there will be no list of specific reasons in the
municipalities where the new elections took place." Rather, it will be a general categorization
of the reasons for holding new elections, as allowed by the electoral law. As mentioned above,
under the current electoral law, new elections can be held for three reasons. It is a change in
the number of members of the council, the dissolution of the council according to a special
legal regulation or the creation of a new municipality or city district. However, these reasons
can be further generalized. It can be said that new elections take place either after the
establishment of a new municipality, city district, or on the basis of the steps taken by council
members (reduction in the number of council members or dissolution of the municipal council
according to a special legal regulation).

Due to the fact that no electoral body, not even the Ministry of the Interior of the Czech
Republic, accurately records the specific reasons for holding new elections, it is not possible
to refer to the data files containing the specific reasons for holding new elections. However, it
is possible to be helped with other data. Based on the above generalization into two categories
of reasons for holding new elections, it is possible to use data summarizing the number of
newly established municipalities in individual election periods. Based on these data, it is then

" The author of this article monitors the issue in specific municipalities of a fixed research sample within the practical
part of her dissertation.
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possible to deduce very precisely the individual reasons for holding new elections, even though
it still has its limits (new elections in the newly established municipality are not always held on

a special date), but these are listed in the text below.

Table 5: Number of newly established municipalities by election period and new election

Newly Number of new % new
Election term established New election due to newly election/newly
municipalitie election established established
s municipalities municipalities
1992 — 1994 477 619 477 771 %
1994 — 1998 19 140 19 13,6 %
1998 — 2002 19 124 18 15,3 %
2002 — 2006 0 92 0 -
2006 - 2010 4 101 2 3,9 %
2010 -2014 3 155 3 1,9 %
2014 - 2018 6 145 6 4,1 %
2018 — 2022 0 115 0 -

Source: author, based on CZSO data

As can be seen from the above data, in the period between 1992-19942 the percentage
of new elections held due to the newly created municipality or city district formed a significant
majority. These significantly higher numbers are largely related to the loosening of the structure
of local governments from the previous regime (Vajdova, Cermak, lliner, 2006). In the following
election periods, there was a significant decrease in the creation of new municipalities, and
new elections were held only in units due to the creation of a new municipality or city district,
in @ maximum of two dozen cases. In the 2002-2006 and 2018-2022 election periods, no new
municipality was even established and all new elections were held on the basis of the actions
of the council members; however, no decision was found to dissolve the council on the basis
of a special legal regulation or inaction of the council. It can therefore be assumed with certainty
that the reason for holding new elections in these municipalities was a decrease in the number
of members of the council below the statutory limit.

In the course of almost 30 years examined, in three cases the new elections in the
newly established municipalities did not take place on a specially announced date. New
elections in the village of Ostrata, which separated from Zlin on the basis of a referendum
(Ostrata Municipality, 2021), were announced for April 20, 2002 (Notice from the Ministry of
the Interior of 11 January 2002, 2002), but they were held together with the regular elections
in November 2002. In the election period 2006-2010, a similar step took place in the
municipalities of Ladna and DrzZovice, but with the difference that the municipalities were

2 The election period is abbreviated due to unavailable data on new elections between 1990-1992.
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established on 1 July 2006 (Ministry of the Interior of the Czech Republic: Information on the
establishment of new municipalities Ladn& and DrZovice and on the appointment of municipal
administrators, 2021), and so here too the elections were announced only together with the
regular elections to the municipal councils in October of the same year. The last increase in
the number of municipalities occurred in 2016 due to the optimization of the Boletice military
districts, Hradisté a Libava (§ 2, § 4 and § 5 of Act No. 15/2015 Coll.), when six new
municipalities were established - Polna na Sumavé, BraZec, Doupovské Hradisté, Mésto
Libava, Kozlov and LuboméF pod Straznou. Elections in these municipalities were announced
for January 16, 2016 (Notice of the Ministry of the Interior of September 3, 2015, 2015).

From all the above data and information, it can be easily concluded that in recent years,
basically with the exception of the 1990-1994 election period, new municipal elections have
been held mainly due to a decrease in the number of members of the council below the
statutory limit, or in the case of recent changes in the law due to the dissolution of the council
according to a special legal regulation.

The above categorization of the reasons for holding new elections created on the basis
of data is also confirmed by the respondent of the semi-structured interview and the provision
of data according to the law. Respondent 1 stated that the most common reason for holding
new elections is the resignation of seats in the municipalities with more than one list of
candidates, where the elections were 4:1, 3:2 or 4:3 for members of the council. This means
that although a majority is defined here, none of the candidate parties has so many members
of the council that it is not possible to call new elections to the municipal council. According to
Respondent 1, these may be so-called "purposeful resignations”, which, unlike the new
elections, are not regulated in any way. However, their purpose can be nothing more than an
attempt to change the result of the just-concluded election. However, it is still said that in the
context of more than 6,000 municipalities in the Czech Republic, this is a negligible percentage
of municipalities. At the same time, Respondent 1 states that a certain problem, which is not
systemically intensive, is the new elections, which are held repeatedly within the same
municipality. The number of such municipalites and new elections has been steadily
increasing in recent years. When asked if there was any draft legislation in the solution or
debates that would eliminate this eventuality, it was answered that there was not. At the same
time, it was stated that in professional and political circles this problem has never been solved
enough to create a specific bill (on the other hand, it was stated that the "evergreen” of each
election period is the requirement to adjust the electoral system to municipal councils).

During a more detailed debate on the issue of "purposeful resignations”, Respondent
1 stated that it is necessary to look at the problem of "purposeful resignations" especially with
regard to the need to maintain a certain standard of numerical composition of small municipal

councils. At the same time, it can be referred to as the last limit of representative
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representation). An effective solution to the above-mentioned issues (changing the result of
the just-elected election by calling new elections), i.e., a solution that would not give the
resigning minority the opportunity to reverse the election result, appears to be an amendment
to the law in the sense of limiting the scope of new elections. In such a case, new elections
would not be called in the full range of the number of members of the council, but they would
be a kind of "by-election”, in which only vacant seats would be filled. In such a case, it would
be clear that the minority would lose the opportunity to change the election result in such
elections, as it would reach the same number of seats as in the last elections. According to
Respondent 1, the possibility of restricting candidacy to the candidates who have resigned is
legally unacceptable. Respondent 1 sees the inadequacy of this solution in the fact that it would
be necessary to reveal the motivation for resignation, or that some authority would have to
state that resignation was purposeful and followed by a "punishment" in the form of a ban on
candidacy.

Respondent 2, who is most involved in methodological assistance, which is often
required by the "remaining" members of the municipal council, or responds to the complaints
from citizens, stated that there are situations where the resignations of deputies result in new
elections, occurs mainly in the municipalities with five- or seven-member councils. The solution
to such situations at the present time and state of the legislative regulation is only to increase
the number of elected members of the municipal council to at least nine, which Respondent 2
recommends within the framework of his methodological assistance to the interested
municipalities (§ 67 of Act No. 128/2000 Coll.).

In connection with the formulated recommendation of Respondent 2, | focused on how
often the number of council members actually changes towards the limit of nine council
members. The analysis was performed on the data from 2010 to 2018. The change between
the individual election years 2010, 2014 and 2018 in the municipalities with 5 to 15 members
of the council was examined. In this context, it is important to note that it was necessary to
distinguish whether the change in the number of members of the council could have occurred
depending on population growth or not, and consequently it was necessary to distinguish
whether this change occurred "only" based on the council's decision, or whether it could have
been caused by an increase in the number of inhabitants in the municipality and the
municipality thus advanced to another category pursuant to Act No. 128/2000 Coll.

The number of council members does not change very often (in relation to the number
of municipalities in the Czech Republic). To increase the number of council members and at
the same time to change the size category of the municipality (a different range of council
members according to the law; § 68 of Act No. 128/2000 Coll.), there was a total of 17 different

members of the council. In two municipalities, there was a decrease and subsequent return
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during the three election years (decrease from 9 to 7 and back), although the population grew
steadily.

Table 6: Change in the number of council members (when changing the size category
of a municipality)

Increase of the number of council members Decrease of the number of council members
Change in the number of Number of Change in the number of Number of
council members municiplities council members municiplities
57 2 97 6
7—-9 6 1311 1
7—15 1 11-9 5
7-11 1
911 4
11-13 1
11-15 2

Source: author, based on CZSO data

The number of members of the council changed without a significant change in the
number of inhabitants (moving the municipality to another size category) in a total of almost
700 cases. In order to provide a more detailed view of the matter, the change in the number of
members of the council between the election periods 2010-2014 and subsequently
2014-2018 was examined separately.

Table 7: Change in the number of members of the council 2010-2014-2018 (without
changing the size category)

Increase of the number of council members Decrease of the number of council members
Change in the Number of Number of Change in the Number of Number of
number of municiplities | municiplities | number of council | municiplities | municiplities
council members | 2010 - 2014 2014 - 2018 members 2010 - 2014 2014 - 2018
56 5 5 6—5 5 3
57 52 35 7—5 33 40
59 4 2 7—6 5 4
67 6 5 87 5 3
7—-8 1 - 9-5 3 2
7—9 43 51 97 71 75
7—-11 2 98 2
8—9 - 4 10—-9 - 1
9-10 - 1 11-7 1 -
9—-11 12 11 11-9 21 20
9-13 1 2 11-10 1 -
915 - 1 12-9 3 -
10-11 1 - 1311 8 3
11-13 5 - 13-9 1 2
11-15 4 8 157 1 1
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12-13 1 - 15-9 12 18
13—15 2 1 15—11 12 12
15-19 1 15-13 3 4
156—-17 - 2

Source: author, based on CZSO data

The largest increase between 2010 and 2014 was in the category of the smallest
municipalities with a change from 5 to 7 members of the council and then in the category of
change from 7 to 9 members of the council. In contrast, most municipalities recorded a decline
from 9 to 7 members of the council. Between 2014 and 2008, there was the largest increase
in the number of municipalities in the category with a change from 7 to 9 council members,
followed by a change category from 5 to 7 council members, but the decrease in the number
of council members in the decline categories from 9 to 7 and from 7 to 5 members of the
council.

If we focus only on the municipalities in which new elections to municipal councils have
taken place since 1994 (almost 1,500 municipalities), we find that the number of council
members has increased in only six of them. Only in half of these municipalities there was an
increase in the number of council members to at least 9 council members. In the remaining
municipalities, the number of council members increased from 5 to 6 and 7 council members,
respectively. The results of the analysis include only those municipalities in which the same

legislation was valid at the time.

Conclusion

Based on all the above information, it is clear that there are several factors influencing
the holding of new municipal elections. It is clear from the data obtained that the number of
new elections has stabilized in recent years at around 120 dates during one election term. In
contrast, since the 1998-2002 election period (up to the fluctuations of the last four years), the
number of municipalities where new elections have been held repeatedly has been steadily
increasing, raising their share in the total number of new elections during the election period.
Given these data, it is clear that the key factor is the size of the municipal council, which are
clearly the most endangered municipalities with five to seven members of the council. In this
context, it confirms that the second key factor is the setting of legislation on the issue of new
elections. Although the holding of new elections to municipal councils has been enshrined in
law since the 1990s and has undergone some changes aimed at reducing the number of new
elections, one of the conditions imposed by the law to some extent supports the holding of new
elections. Specifically, this is a condition for the number of council members to fall below five,
in combination with the minimum size of the Czech councils.
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The recommendation addressed to the municipalities of the Ministry of the Interior of
the Czech Republic, namely to increase the minimum number of members of the council to at
least nine, also seems not very functional. Although this recommendation is logical in terms of
the conditions of the electoral law, it remains largely unheard, even in the municipalities that
are affected by repeated new elections and could solve the problem (or at least take the first
step to a possible solution). The question is whether it would not be more appropriate, instead
of a recommendation, to take the issue into account directly in the legislation.

Given what is currently being discussed in this area, it is clear that the regulation of the
new elections is not yet "on the agenda". There is a lot of talk about the need to change the

electoral system due to its incomprehensibility to voters.
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Abstract

When one first hears it, the topic of smart cities evokes technical and technological
changes, associated mainly with the area of information technologies. These technologies help
citizens get easier access to information and find efficient solutions to various life situations,
and they enable us to save natural resources, protect the environment, improve the robustness
and resistance of cities in terms of social, economic and security aspects, and satisfy the
requirements for a healthy and high-quality life in all respects. The understanding of the
concept of the smart city begins somewhere among the demands placed on cities by
comprehensive global development with its associated trends and local possibilities. The aim
of the paper is to present the importance of smart solutions and their impact on the quality of
life of residents in selected cities of the Slovak Republic and the Czech Republic. The
contribution is part of the solution of the VEGA project no. 1/0055/22: The importance of smart
technologies in the process of mitigating the economic and socio-psychological impacts of the
COVID-19 pandemic on the quality of life of population.

Keywords: smart, solutions, quality of life, cities, residents

Introduction

The concept of sustainable development (or permanently sustainable development)
represents an alternative model of society development as contrasted with the dominant
industrial economy. It reflects the environmental limits of economic growth; policies based on
this concept try to align economic and social development with the capacities of ecosystems,
preserving natural values and biological diversity for current and future generations (Daly
2006). The traditional definition from a report by the UN Commission on Environment and
Development (so-called Brundtland Report) from 1987 goes as follows: “Sustainable
development is development that meets the needs of the present without compromising the
ability of future generations to meet their own needs, without this being at the expense of other
nations” (Mebratu 1998). Therefore, sustainable development originally only applied to
environmental protection, although now it has been expanded to cover sociology and economy
(ME CR 2018). Sustainable development is also legally defined in Paragraph 6 of Act no.
17/1992 Coll. On the environment, where it is stated that it is the type of development which
preserves the possibility for present and future generations to satisfy their vital needs without
reducing nature’s diversity, and preserves the natural functions of ecosystems.
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Member states of the European Union in their declarations emphasize and confirm the
importance of sustainable development, as well as in strategic documents such as Lisbon
agreement and also in the key document the Strategy Europe 2020. The Strategy due to its
focus on intelligent, sustainable and inclusive growth fully respects economic, environment and
social aspects of sustainable development. A permanent challenge for Slovakia is to transfer
all the principles of sustainable development to everyday life, review all the planned and
executed activities by criteria of sustainable development and evaluate the process of heading

to sustainability by the set of measurable indicators. (http://www.tur.vlada.gov.sk/, 2020)

The issue of sustainability in the conditions of the European Union and its member
states is based on three basic components. They are:
1. The environmental component is one of the most important components of sustainability,
both in the short term and in the long term. In this area, sustainability refers in particular to the
capacity of biological systems to maintain their functions and processes over time. It is a
perspective that focuses on natural capital and places great emphasis on the immutability of
natural resources within economic processes. In order to achieve this, the well-being of society
needs to be maintained (Arrow et al. 2004). Environmental sustainability refers to the natural
environment, its longevity, diversity and productivity. The state of the air, water and climate is
very important, because all natural resources come from the outside environment. It is
important for environmental sustainability that society designs activities that meet human
needs, while these activities must maintain systems that support the life of the planet (IPCC
2014). This dimension deals with the evaluation of natural resources and the potential of the
territory, i. j. their quantity and use, quality and also the action of negative factors (Merdely et.
al. 2003).

2. The economic component perceives sustainability in terms of maximum efficiency in the
use of natural and economic resources. This pillar is based on the idea that from the production
resources available to the economy, as many goods and services as possible should be
produced, thus achieving maximum satisfaction of needs, resp. maximum well-being of society
(Subrt et al. 2010). The main concepts describing the balance of sustainable economic activity
are efficiency and stability. This fact explains the close link between economic sustainability
and the environmental and social dimensions of every country's economy. The
interconnectedness of economics and ecology is reflected in the economical use of resources
and energy. In the area of job creation and job security, the connection between the economic
and social dimensions is shown. Economic sustainability contributes to regional development,
workplace protection, regional value creation, sustainable economic activity and regional
economic cycles (Goodworks Innovation Agency, 2020). The goal of the economic dimension
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is focused on economic assumptions of development and their evaluation, they include:
economic base, employment and job opportunities, economic potential, transport and technical
infrastructure (Merdely et. al. 2003).

3. The social component is the third, no less important, pillar of sustainability. The goal of
social sustainability is human life, which can be achieved in various ways, in particular by
sharing social pressure, tasks, work, combating unemployment and equal opportunities. Work
plays a crucial role in this dimension by facilitating material participation and ensuring existence
through income (Littig and GrieRler 2004). Evaluation of human resources and their quality
(population and demographic potential, educational structure, social status - real income of the
population, unemployment, social infrastructure) belongs to the social dimension (Merdely et.
al. 2003).

The above three basic components of sustainability are extended by many experts,
supplemented by two more pillars. They are:
1. Institutional component. National, transnational and local institutions play an essential role
in realizing the social, economic and environmental pillars of sustainability. The institutional
level is not a separate dimension because independent institutional objectives are lacking and
the specific characteristics of the institutional system are neglected (Hak, Moldan and Dahl
2007). This dimension deals mainly with the evaluation of the quality of local and regional self-
government and other institutions, the position of municipalities and regions within higher
territorial units and the participation of citizens in the administration and management of public
affairs (Merdely et. Al. 2003).

2. The component of culture is an important and decisive factor that influences aspects of
community life (Edmunds et al. 2013). Cultural sustainability is the transformation of dominant
monocultural globalization into diverse cultures of sustainability. Sustainable cultural diversity
is existential and protective for society as a whole, and it is therefore important to talk about

cultural sustainability (Kagan and Kirchberg 2008).

Research part

The definition of the studied sample is based on generally applicable legislation in the
Slovak Republic, namely Act 369/1990 Coll. on municipalities, which, among other things,
defines the concepts of municipality and municipal authority. The Act, together with its
definitions of original and transferred municipal areas of competence, became one of the bases
for defining the research sample. According to the Act, a municipality is a separate territorial

self-governing and administrative unit in the Slovak Republic; it groups together persons with
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permanent residence in its territory. A municipality is a legal entity which, under the conditions
specified by law, manages its own property and revenues. The basic role of a municipality in
performing its administration is to ensure comprehensive development of its territory and to
take care of the needs of its inhabitants.

The Act characterises municipal authorities as follows: “A municipality makes
independent decisions and performs all acts associated with the administration of the
municipality and its property, and arranges all matters assigned to it by a special law, unless

such acts are performed, according to law, by the state or other legal or natural person.”

Municipal administration is performed by its inhabitants:
e Through municipal authorities,
e Alocal referendum,

e or assemblies of the inhabitants of the municipality.

For the purposes of this contribution, based on the research topic, only those activities
of municipality authorities will be mentioned which directly and substantially affect the
achievement of the research objective and the formulation of research questions. The following
table presents the tasks of municipal authorities under Act No. 369/1990 Coll. and assigns
them to the individual characteristics of smart cities. It follows from this that the role of a
municipality is already specified in the legislation so as to enable optimisation of its

administration within the principles and procedures of smart cities.

Table 1: Smart City and local authority areas of competence in the Slovak Republic and
the Czech Republic

Characteristics  Areas of competence of a Areas of competence of a local
Smart City municipal authority in the Slovak  authority in the Czech Republic

Republic

o performs acts related to the proper | e performs acts associated with the
management of movable and management of the municipality’s
immovable municipality property investment and non-investment
and state-owned property used by property, and state property available
the municipality; for its use;

e prepares and approves e prepares and approves municipal
municipality budgets and the budgets and the municipality’s final
municipality’s final accounts; accounts;

¢ makes decisions in matters * makes decisions on local taxes and

Economy and related to local taxes and local local fees and administers them;
administration fees and administers them; « establishes and closes the

e guides economic activities in the municipality’s contributory
municipality; organisations and organisational

e issues approvals, binding units, and approves their establishing
statements or statements on documents;
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business and other activities of
legal persons and natural persons,
and on the establishment of
operations in the municipality;
issues binding statements on
investment activities in the
municipality;

implements an effective inspection
system;

establishes, closes and inspects,
according to special regulations,
its budgetary and contributory
organisations and other legal
persons and establishments;

makes decisions to establish or
terminate the business activities of
legal persons, approves their
establishing documents, social
contracts, establishing contracts and
statutes, and makes decisions to
participate in existing legal
organisations and appoint municipal
representatives for the general
meetings of companies in which the
municipality is a stakeholder,
appoints municipality representatives
for other bodies of companies in
which the municipality is a
stakeholder, and proposes their
removal from their posts,

issues generally binding municipal
decrees, makes decisions to call local
referenda;

establishes and closes municipal
police, etc.

Mobility and
services

ensures the construction,
maintenance and administration of
the local transport infrastructure,
public areas, the municipal
cemetery, cultural, sports and
other municipal facilities, and the
municipality’s cultural and
historical monuments;

implements municipal development
programmes, ensures the
construction and maintenance of the
local transport infrastructure, public
areas, the municipal cemetery,
cultural, sports and other municipality
facilities, cultural monuments, etc.

Environment

ensures the provision of public
services, especially municipal and
small construction waste
management, maintenance of
cleanliness in the municipality,
management and maintenance of
public greenery, water supply,
waste water disposal,
management of waste water from
cesspits, and local public
transport;

ensures the protection of cultural
monuments according to special
regulations and the protection of
natural sites;

ensures the provision of public
services (municipal waste
management, etc.), maintains
cleanliness in the municipality,
ensures the management and
maintenance of public areas, public
lighting, waste management, water
supply, etc.

ensures the provision of local public
transport services;

ensures the protection of the
municipality’s cultural monuments
and natural sites, etc.

People

creates and protects healthy
conditions for the municipality’s
inhabitants and their healthy
lifestyle and work life, protects the
environment, and creates
conditions for the provision of
healthcare, education, culture,
outreach activities, leisure art

creates conditions for the municipality
inhabitants’ healthy lifestyle and work
life, protects the environment, and
creates conditions for the provision of
medical care, education, culture,
outreach activities, leisure and arts
activities, and physical activities and
sport;
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activities, and physical activities o performs tasks through the social

and sport; assistance section;

o performs tasks through the social | ¢ makes decisions to call local
assistance section according to referenda, etc.
special regulations;

Quality of life * provides and approves territorial ¢ proposes changes to the cadastral
planning documentation for areas of the municipality’s residential
municipalities and zones, and areas, approves agreements to
development programmes for the change municipality borders and to
individual areas of life in the merge municipalities;
municipality; o establishes and closes municipal

« provides and approves housing police, ensures public order in the
development programmes, and municipality;
cooperates in creating suitable e makes decisions to engage the
housing conditions in the municipality in cooperation with other
municipality; municipalities, and takes decisions on

e carries out own investment and the form of such cooperation;
business activities to satisfy the e approves housing support
municipality’s development needs programmes;
and the needs of its inhabitants; e carries out own investment and

e ensures public order in the business activities to ensure
municipality. development of the municipality and

to satisfy the needs of its inhabitants;
ensures public order in the
municipality, etc.

Source: own work based on Act (Slovak Republic) 369/1990 Coll. and Act (Czech Republic)
128/2000 Coll.

Another reason why the research conducted in Slovakia is focused only on cities with
populations of over 50,000 is as follows: Local administration in Slovakia currently consists of
2,929 municipalities, of which 2,661 are municipalities with populations of 3,000 or lower, which
are inhabited by 38.7% of the population. 1.5% of inhabitants live in municipalities with 250 or
fewer inhabitants. 4.2% live in places with 251-500 inhabitants and there are 608
municipalities in this category. Even more municipalities, i.e. 766, are in the size category of
501-1,000 inhabitants, with 10% of the population. 22.4% inhabitants live in cities with over
50,000 inhabitants, and the total number of such cities is 11. 85% of municipalities in Slovakia
have a population of less than 2,000. 1.2 million inhabitants live in cities with populations of
over 50,000 inhabitants.

What is paradoxical about the division of tasks in Slovak municipalities is the
requirement for them to provide the same public services for their citizens. However, it is
apparent that a municipality with 100 inhabitants can hardly find sufficient resources and
suitably educated people to provide birth records registry services, construction office services,
municipal waste collection, or provide social services in an optimal and efficient way as

required by law. Some Slovak municipalities have a difficulty filing the post of mayor. The
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municipalities are aware of this problem, so they try to merge and transfer the agenda to
combined municipality offices. It is clear from this that every municipality’s having the same
original areas of competence regardless of its size cannot be optimal or efficient. At the same
time, the probability that municipalities with populations of under 50,000 would significantly
contribute to the implementation of the new technologies and procedures directly related to the
creation of smart cities is relatively low. On the other hand, there are exceptions, i.e.
municipalities which, despite the aforementioned fact, are capable and their representatives
actively participate in the implementation of smart solutions.

It follows from the above that the second reason for selecting the research sample, i.e.
cities with populations of over 50,000, was deliberate. The researchers suppose that especially
large towns in Slovakia will have both an interest and sufficient financial and human resources
to implement smart solutions. It can also be supposed that the procedures for implementing
smart solutions, and the technical, financial and administrative procedures that must be
implemented if a municipality wants to be a smart municipality can be adapted, over time and

with certain limitations, for smaller municipalities.

Table 2: Analysed cities in Slovakia

The name of the city The population of the Land area (in

city in 2019 sgKm)
Bratislava 437 725 367,66
Kosice 238 593 237,05
Presov 88 464 70,43
Zilina 80727 80,03
Banska Bystrica 78 084 103,38
Nitra 76 533 100,48
Trnava 65033 71,54
Trengin 55 383 82,00
Martin 54 168 67,74
Poprad 51235 63,11

Source: Statistical Office the Slovak Republic, 2019

For the sake of comparing the research results with the relevant research conducted in the
Moravian-Silesian region. Table 3 presents the analysed cities in the Czech Republic, in the

Moravian-Silesian Region.
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Table 3: Analysed cities in the Czech Republic

The name of the city The population of the Land area (in
city in 2019 sqKm)
Ostrava 289 128 214,22
Havifov 71903 32,08
Opava 56 638 90,61
Frydek — Mistek 55931 51,59
Karvina 52 824 57,52
Bruntal 16 408 29,34
Novy Ji¢in 23 496 44,71

Source: Statistical Office the Czech Republic, 2019

Another problem we encounter in the case of Slovak cities is a high number of municipal
councillors on municipal councils. Based not just on theory but also on practical examples in
the area of implementing smart solutions, it needs to be stated that every smart solution
requires approval by a majority of municipal councillors. A high number of municipal councillors
are not symptomatic of small municipalities only. Bratislava’s different boroughs have 317
municipal councillors, and KoSice has 22 municipalities, which is the highest number in
Slovakia, with 221 municipal councillors. For comparison, Copenhagen, which is similar in size
to Bratislava, only has 55 municipal councillors, and is among leading sustainable cities. In this
case, the team of researchers supposes that the speed and willingness to implement smart
solutions depends on the actions and attitudes of municipal councillors. It is supposed that the
more councillors a municipal council has, the more complex and longer the process of
implementing smart solutions is.

Sources of funding for implementing smart solutions also play an important role in the
process. The division of powers between the state and municipalities was introduced based
on Act No. 416/2001 Coll. on transferring certain powers from government authorities to higher
territorial units. This Act provides for the transfer of powers from ministries, regional offices and
district offices to municipalities and HTUs (higher territorial units — the elected regional
administrations). A transfer of powers is a transfer of the powers exercised by government
authorities to municipalities and self-governing regions and a transfer of powers, within the
scope specified by law, from government authorities to the self-governing authority of
municipalities and self-governing regions. Municipalities exercise their transferred areas of

competence using funds from the national budget.
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Generally, the powers transferred to municipalities are in the following sections:

Land transport infrastructure.

Birth records registry.

Social assistance.

Territorial planning and the construction code — under the authority of the construction
office.

Nature protection.

Education.

Sport.

Drama activities.

Healthcare and regional development.

Tourism.

Original areas of competence are funded by municipalities from their own budgets. If

the law does not specify that an area of competence is transferred from government

authorities, then the an area of competence is exercised by the municipality or HTU. Generally,

the original areas of competence of municipalities mainly include:

Management of own or state-owned property.

Decision-making on local taxes and fees.

Guiding the municipality’s economic activities.

Guidance and maintenance of local transport infrastructure and public areas.

Public services.

Ensuring public order.

Provision of care services.

Ensuring the operation of school establishments belonging under the authority of
municipalities and HTU (school canteens, children’s and youth clubs, kindergartens,

leisure centres, etc.).

Original areas of competence are funded from local authorities’ own revenues, a

substantial part of which consists of the share of natural persons’ income tax received by

municipalities and HTU.

As part of the implementation of smart technologies in local authorities, it is very

important to address the issue of its funding. The team of researchers supposes that cities with

populations of over 50,000 will able to address the issue of funding the introduction of smart

technologies more flexibly, not just from their own resources but also from government

sources, such as funds from the EU’s Cohesion Fund or by involving the private and public
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sectors. This supposition and examples of European cities implementing smart technologies
led the researchers to select the research sample, i.e. the examined cities with populations of
over 50,000. The research was focused on obtaining information regarding the use of smart
solutions in the examined cities. The respondents’ task was to indicate the smart technologies
stated in the questionnaire that they see as a priority for their city. As for the range and
possibilities of the graphical presentation of the respondents’ answers, two diagrams were
created. The results of the examined cities in Slovakia are shown in diagrams 1 and 2.
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Diagram 1: Priorities of the cities in terms of smart technologies
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Diagram 2: Priorities of the cities in terms of smart technologies
Source: Own processing
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The findings in the analysed cities in Slovakia based on the answers to the question
“Priorities for your city in the area of smart solutions include:” are as follows: The questionnaire
listed 16 most commonly used smart technologies in the European Union’s cities. According
to the answers, the following were the four most commonly used smart technologies that had
become a priority for all of the examined cities (stated by 100% of respondents): smart
municipal waste collection, smart public lighting, IT infrastructure, and smart tourist
applications. Second in the order of importance for the cities (90% of respondents) was smart
mobility, such as smart traffic control, smart parking, and the related smart monitoring of air
quality; the respondents attributed an equal level of priority to the use of camera systems to
improve the safety of its citizens when using public areas. What also needs to be seen
positively is the implementation of changes to improve decision-making by local authorities to
bring them closer to their citizens. Of equal importance for the respondents was the creation
of a web portal to improve the availability of information and speed up the processing of
requests from residents. On the other hand, the implementation of smart technologies for
building a smart energy network and urban greenery irrigation were seen as a priority by the
lowest percentage of respondents (40%). The following cities considered all of the smart

technologies stated in the questionnaire to be a priority: KoSice, Banska Bystrica and Trnava.

Data analysis of the answers about priority areas in the examined cities in the Czech

Republic is shown in Diagram 3.
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Diagram 3: Priority smart solutions in the selected cities in the Czech Republic
Source: Own processing
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The respondents in the selected cities stated that among the most important projects
focused on smart solutions were projects focused on solutions in transport, for improving the
quality of life for inhabitants, and for environmental protection. They marked all of the included
options as important for improving the quality of life for their citizens. Despite the fact that the
energy sector is key for sustainability and that energy saving affects cities’ finances, the
selected cities do not pay increased attention to the implementation of projects focused on
building smart energy networks, nor do they focus on creating jobs in energy management to
propose suitable and long-term measures aimed at energy saving. The Moravian-Silesian
Region has a strategic material presenting the regions’ territorial energy concept, which
defines plans for sustainable energy policy and climate protection. The region’s contributory
organisation, the Moravian-Silesian Energy Centre, provides professional consulting services
in the area of smart region development not just for the contributory organisations it
establishes, but also for municipalities, and prepares strategies in the area of mobility in the
region.

Diagram 4 presents the reasons considered to be important by the managers of the
analysed cities. In other words, it presents the reasons that motivate city representatives to
pay attention to the problems of smart cities and to make the concept a part of everyday reality.
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Diagram 4: Reasons for building smart cities
Source: Own processing

Based on the respondents’ answers, it can be stated that among the most significant
reasons why Slovak cities should be smart are improvement in the residents’ quality of life and
cost-saving (100% of the respondents). The least important reason why a city should be smart

was sustainability. Only the following three respondents considered sustainability to be
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important: Bratislava, Banska Bystrica and Trnava. From the perspective of the theory and
practice in other relevant smart cities in Europe, the answers given by these respondents
should be seen in positive light. The question that remains is whether the representatives of
the other examined cities are aware of the fact that smart technologies ultimately lead to city
sustainability. Table 4 presents a simple example that confirms this fact, stating the causes

and consequences leading to sustainability through smart solutions.

Table 4: Simplified model of an example of smart solutions and sustainability
]

Cause Consequence
I
city population growth increased amount of municipal waste
increased amount of municipal waste greater need to implement smart technologies

in waste separation and collection

greater need to implement smart technologies | optimisation of waste collection and separation
in waste separation and collection

optimisation of waste collection and separation | introduction of underground municipal waste

containers
introduction of underground municipal waste Improved cleanliness in the city, reduction in
containers municipal waste costs for households
Improved cleanliness in the city, reduction in Reduction in the production of solid and
municipal waste costs for households municipal waste in the city

reduction in the production of solid and

municipal waste in the city TUR agenda; Economy, Indicator 47 — Solid
— industrial and municipal waste

Source: Own processing
The data analysis of the answers to question, which focused on surveying the reasons
for implementing smart solutions in the examined cities in the Czech Republic, is shown

in Diagram 5.
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Diagram 5: Reasons for the implementation of smart cities
Source: Own processing

The analysis of the stated reasons why smart solutions are important clearly showed
that the most important reasons are the following: improvement in the quality of life, focus
on saving, ensuring competitiveness, and environmental improvement. The respondents are
aware that the implementation of smart solutions needs time and financial resources, which
affect the whole process, so it is important to prioritise. Despite the fact that cost-saving is
important for them, 80% of them are not aware that this can be addressed by means
of a suitable energy management strategy. What is also of interest is electronic services for
citizens in the selected cities, which certainly improve the quality of life for their inhabitants,
providing them with functions for better understanding of the given areas primarily related to
security, sport, culture and environmental protection, improving awareness among inhabitants
of activities planned by the municipal management, and giving them an opportunity to engage
in matters concerning their city, which provides municipal representatives with feedback on

what worries their citizens.

Conclusion
The question whether Slovak cities will be clever, bright, wise or smart is no longer a

relevant question. It is necessary to create solutions and procedures that will address a
problem when it happens, because this goal, i.e. to be a smart city, has been embraced by
many cities in Europe and in the world. The question that remains for Slovak cities are what
path and what method they will choose to ensure further growth. Examples of best practice
abroad can serve as inspiration for implementing the characteristics of smart cities in Slovakia,

but with respect for the uniqueness of each city. Smart city solutions have major positive
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effects, both internal and external. These are positive externalities (such as economic growth,
innovations in services, engagement/mobilisation of citizens), economic aspects (cost-saving
and more efficient profits gained across implemented projects), and individual benefits from
smart city solutions (effects of investment in ICT such as smart buildings, transport system,
digitization, etc.). For the implementation of technologies in city administration to deliver the
desired effect, it must be supported by a well-thought-out implementation concept, which
means efficient city administration management with an emphasis on economic efficiency and
effectiveness. Deployment of information technologies must address the causes rather than
the consequences of problems faced by cities and their inhabitants. The concept of smart cities
needs to be understood not only at the technological level, it must be understood in a broader

sense. It means smart city management aimed at improving quality of life for its inhabitants.
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Interpretacia a dotvaranie kompetenénych noriem
Vv spravnom prave

Interpretation and completion of competence norms
in administrative law
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Abstract

The study is devoted to the possibilities of shaping the competence norms of
administrative law on the background of a case study of an ongoing dispute between the
authorities of the prosecutor's office and the Ministry of Transport and Construction of
the Slovak Republic. Act No. 180/2013 Coll. in Section 4(3)(b) excludes the possibility
for the district office in the region's seat to review and subsequently amend or annul a
municipality's decision outside the appeal procedure, even if it was issued in the course
of the delegated exercise of state administration. The Ministry considers this situation
undesirable and seeks to correct it by a teleological interpretation of the norm or by the
derogation rule lex specialis derogat legi generali. The study concludes by noting the

inappropriateness of such a solution with regard to the principle of legal certainty.

Keywords: lex specialis, lex generalis, competence norms, administrative law, completion of
law

Uvod

Spravne pravo je ako jedno z odvetvi verejného prava nesporne vyznamnou sucastou
pravneho systému Slovenskej republiky. Predmetom regulacie spravneho prava je cela Siroka
Skala spolo€enskych vztahov realizovanych v suvislosti s vykonom verejnej spravy. Nemene;j
vyznamnou sucastou spravneho prava je aj pravna regulacia organizacnej Struktary verejnej
spravy. VSeobecne zavazné pravidla spravania sa obsahujice regulaciu spravnopravnych
vztahov oznacujeme aj ako normy spravneho prava. Odborna literatura tieto normy ¢éleni podia
viacerych réznorodych kritérii ako su napr. tzemna pésobnost normy, vecna pdsobnost
normy, ¢asova podsobnost normy, pravny obsah normy, pravna sila normativneho aktu, v
ktorom je norma obsiahnuta, pravny charakter normy ¢&i legislativno - technicka Upravy
hypotézy normy (Vrabko a kol. 2018). Z hladiska zamerania tohto prispevku je vyznamna
najma klasifikacia noriem podla ich pravneho obsahu na normy hmotnopravne, kompetenéné,
procesné a organizacnopravne (Vrabko a kol. 2018; Pracha 2007), s osobitnou pozornostou

venovanou normam kompetenénym.
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Podla Prichu (2007) kompeten¢né normy upravuju pdsobnost a pravomoc organov
verejnej spravy a ich prostrednictvom, sa vytvaraju zakladné pravne predpoklady pre
fungovanie celého organizacného systému verejnej spravy. Bez ich pdsobenia by nebolo
mozné realizovat normy hmotnopravne a normy procesnopravne. V sicasnej vede spravneho
prava je pojem kompetencie niekedy vnimany ako pojem zahrriujlci pdsobnost’ predstavujucu
suhrn verejnych veci zverenych danému organu a pravomoc suhrn verejnomocenskych
opravneni danych spravnemu organu za u¢elom plnenia jeho uloh v ramci zverenej pésobnosti
(napr. Jakab a Molitoris 2018). Kolektiv autorov z bratislavskej pravnickej fakulty stotoZfuje
pojem kompetencie s pojmom prislusnosti v procesnopravnom vyzname (Vrabko a kol. 2018).
Frumarova (2014) charakterizuje prislusnost (vecnu, funkénd, miestnu) v zadsade zhodne s
definiciou Prdchu (2012, s. 46 ) ako procesnopravny vyraz pravomoci a posobnosti resp. ako
vyraz pravomoci a pdsobnosti spravnych organov v rezime spravneho konania.

Z uvedeného vyplyva, Ze jasné, dostatoéne urcité a zrozumitelné stanovenie
pdsobnosti a pravomoci spravneho organu aj s presahom do jeho prislusnosti v konkrétnych
veciach konat a rozhodovat' predstavuje esencialnu zlozku principu legality, ako nosného
principu verejnej spravy v demokratickom pravnom State, a v tejto suvislosti tiez ako vyznamny
atribut pravnej istoty a s fou spojenej poziadavky predvidatelnosti prava. Uvedené ma svoj
pravny zéklad v Gstavnej norme &l. 2 ods. 2 Ustavy SR, v zmysle ktorého vykonavatelia
verejnej moci m6zu konat iba na zaklade Ustavy, v jej medziach a v rozsahu a spdsobom,
ktory ustanovi zakon. Aj ked pojem ,zakon“ je nepochybne potrebné interpretovat’ extenzivne,
zahrfiujuc aj dalSie pravne pramene, ktoré su vSeobecne zavazné, pripadne tiez interné
normativne spravne akty pri vykone $tatnej spravy (Kosiciarova 2015), zZiaden organ verejnej
moci v demokratickom pravnom $tate sa nesmie pohybovat mimo svoju pravomoc a
pbdsobnost, ktoré si mu vymedzené Ustavnym poriadkom resp. zakonmi a pravnymi predpismi
vydanymi na zaklade zékona (Frumarova 2014).

Napriek uvedenej poziadavke, z ktorej vyplyvaju osobitné naroky na zrozumitelnost a
konzistentnost legislativy v oblasti kompetenénych noriem je v aplikanej praxi mozné stretnat
sa so situaciami, kedy spravne organy zjavne tapaju ohladne vlastnej pravomoci konat v urcitej
oblasti spolo¢enskych vztahov, resp. o rozsahu, v akom moézu v danej oblasti konat.
Obdobnych situacii napriek hypertrofii nasej zakonnej normotvorby nastastie nenastava vela,
avSak ich dosledky su alebo m6zu byt pomerne zasadné z hladiska ich dopadu na prava
ucastnikov konania alebo tretich oséb. Je tiez potrebné uviest, Ze v niektorych pripadoch ide
v skutognosti iba o problém zdanlivy, spésobeny snahou o Uc€elovl interpretaciu pravnej
normy, ktorej zmysel a dbévod zakonodarca nedostatocne komunikoval jej adresatom v
procese jej prijatia. Mame namysli situacie, ked zasadna novela pravneho predpisu alebo
prijatie novej pravnej Upravy upravujucej aj doterajSie kompetenéné normy prinesie zmenu v

podobe odnatia urcitej pravomoci, ktorou spravny organ doposial disponoval, a to bez toho,
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aby takyto zasah zakonodarca dostatocne vysvetlil v ddvodovej sprave alebo v procese
pripravy, prerokovania a schvalenia normy. Vysledkom potom méze byt nejednotnost
spravnych organov pri vyklade kompetencnej pravnej normy, respektive snaha organov
verejnej spravy o teleologicky vyklad kompetenénej normy vychadzajuci z premisy, zZe
kompetenéné obmedzenie nebolo cielom zékonodarcu a je iba nechcenym vysledkom chybnej
legislativnej techniky alebo nepravou medzerou v zékone. Uvedené vychodiska potom vedu k
snahe prostrednictvom vykladovych metdd bud normu interpretovat’ v kontexte inych noriem
tak, aby vysledok procesu vykladu prava zodpovedal ocakavaniam verejnej spravy alebo k
snahe dotvorit' pravnu normu s poukazom na existenciu medzery v zakone. Cielom tohto
prispevku je, na pozadi pravnej kazuistiky konkrétneho pravneho sporu o vyklad kompetencnej
normy medzi Generalnou prokuratirou SR a Ministerstvom dopravy a vystavby Slovenskej
republiky skimat hranice, v ktorych je mozné prostriedkami vykladu a interpretacie prava
dotvarat' prostrednictvom rozhodovania sudov alebo prostrednictvom internych normativnych

aktov verejnej spravy obsah kompetenénej normy.

1. Pravne vychodiska a kazuistika

Zakonom ¢&. 125/2016 Z. z. o niektorych opatreniach suvisiacich s prijatim Civilného
sporového poriadku, Civilného mimosporového poriadku a Spravneho sudneho poriadku doslo
k novele zakona ¢. 180/2013 Z. z. o organizacii miestnej $tatnej spravy a o zmene a doplneni
niektorych zakonov (dalej ,zakon o miestnej Statnej sprave®). Zakonodarca do § 4 zakona o
miestnej Statnej sprave, upravujiceho postavenie okresnych dradov, vlozZil novy odsek 3,
podla ktorého pocénuc uginnostou novely ,okresny Urad v sidle kraja neméze a) zmenit' v
odvolacom konani rozhodnutie vy$Sieho uzemného celku alebo rozhodnutie obce, ak bolo
vydané vo veciach Gzemnej samospravy, b) preskimat rozhodnutie vy$Sieho tzemného celku
alebo rozhodnutie obce mimo odvolacieho konania.”

Pravna prava bola reakciou na to, Ze ucinnostou Spravneho sudneho poriadku (zakon
€. 162/2015 Z. z.) doSlo k zaniku ucinnosti dovtedy platného a tu¢inného Obgianskeho sudneho
poriadku, ktory vo svojej piatej €asti upravoval vykon spravneho sudnictva. V ramci pravnej
upravy Obcianskeho sudneho poriadku sudy okrem konania o spravnych Zalobach
smerujucich proti pravoplatnym rozhodnutiam organov verejnej spravy rozhodovali v
spravnom sudnictve aj o opravnych prostriedkoch proti rozhodnutiam nepravoplatnym. I$lo o
rozhodovanie v pripadoch, ak tak ustanovoval osobitny zakon. Do tejto kategdrie konani patrili
aj rozhodnutia vydané obcami, mestami, mestskymi ¢astami alebo samospravnymi krajmi (v
dalSom texte ilustrativne vacsinou pouzivame pre cell tato skupinu uz len pojem ,obec®) pri
vykone originarnych kompetencii, teda pri vykone samospravy. Novy Spravny sudny poriadok
tuto koncepciu opustil a platna pravna uprava uz sudny prieskum tohto druhu nepozna.

Zakonodarca preto rieSil otdazku subjektu, ktory by mohol rozhodovat o opravnych
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prostriedkoch proti rozhodnutiam — individualnym spravnym aktom obci vydanym v spravnom
konani (teda nie pri obecnej normotvorbe) pri vykone uUzemnej samospravy, kedze v
Standardnom usporiadani vzajomnych vztahov obec pri vykone samospravy nema nad sebou
Ziaden nadriadeny organ. Pokial obec vykonava preneseny vykon S$tatnej spravy, organom
nadriadenym resp. organom odvolacim je organ $tatnej spravy uréeny osobitnym predpisom
ako organ vysSieho stupna. Toto pravidlo vSak, z uz zmienenych dbévodov, nebolo
aplikovatelné pri vykone samospravy. Zakonodarca preto pristlpil k rieSeniu, ktoré je sice z
doktrinalneho hladiska kritizované ako ¢iasto¢ne prelamujuce princip subsidiarity a
minimalizacie zasahov Statu do kompetencii decentralizovanych na Uzemnu samospravu,
avSak zaroven je to rieSenie pragmatické a zabezpecujuce dvojin§tanénost rozhodovania aj
vo veciach rozhodovanych v originarnej pésobnosti. Toto rieSenie vyjadrené v citovanom
ustanoveni § 4 ods. 3 pism. a) zakona o miestnej Statnej sprave v zneni zakona ¢. 125/2016
Z. z. umoznuje okresnému uUradu v sidle kraja preskimat v odvolacom konani rozhodnutie
obce alebo vysSieho uzemného celku vo veci Uzemnej samospravy, aviak v pripade, ak nie
je dévod na potvrdenie tohto rozhodnutia ako zakonného a vecne spravneho, umoziiuje
okresnému Uradu v sidle kraja iba jeho kasaciu, nie jeho zmenu. Zakonodarca sa takto pokusil
zmiernit' intenzitu vstupu organov $tatnej spravy do rozhodovacej autonémie obci vo veciach
samospravy tym, Ze im neumoznil rozhodnutia subjektov Uzemnej samospravy vydanym pri
vykone samospravy zmenit a nahradit rozhodnutim vlastnym, kedze by takto organ Statnej
spravy rozhodoval v merite veci o otazkach uUzemnej samospravy. Uvedené rieSenie,
ponechavajluce okresnému Uradu v sidle kraja moznost' kasacie, teda zruSenia rozhodnutia a
jeho vratenia na dalSie konanie obci, tiez nie je z principialneho hfadiska Uplne ,kéSer”, kedze
odvolaci orgdn méze v zmysle § 59 ods. 3 spravneho poriadku vyslovit v zruSujucom
rozhodnuti pravny nazor, ktory je nasledne pre prvostupfiovy organ, teda napr. obec konajucu
VO veci samospravy, pravne zavazny. Organ Statnej spravy teda takto priamo zavazuje k
urCitému spbsobu konania a eventudlne aj rozhodovania vo veci originarnej kompetencie.
Uvedené disproporcie sice ilustruju polemickost prijatej pravnej Upravy, nie su vSak pre
potreby dalSej analyzy kluc¢ové.

Ako podstatne vacsim problémom sa ukazal odsek 2 citovaného § 4 ods. 3 zakona o
miestnej Statnej sprave. Z jeho obsahu totiz vyplyva, Ze okresny urad v sidle kraja nemdze vo
vztahu k rozhodnutiu obce alebo vyssieho Uzemného celku uplatnit postup podla § 65 az § 68
spravneho poriadku, a teda preskimat rozhodnutie vySSieho Uzemného celku alebo
rozhodnutie obce mimo odvolacieho konania. Preskimanie rozhodnutia mimo odvolacieho
konania patri medzi vyznamné prostriedky inStanéného dozoru, prostrednictvom ktorych méze
nadriadeny organ preskumat a nasledne zmenit alebo zrusit uz pravoplatné rozhodnutie
spravneho organu, ktoré je v rozpore so zakonom. Dévodom zruSenia teda nemdze byt jeho

nevhodnost, neucelnost alebo nespravnost, iba jeho nezakonnost. Tuto moznost ma organ
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najblizSie vysSieho stupria az do troch rokov od pravoplatnosti rozhodnutia a méze tak konat
na podnet kohokolvek, resp. z vlastného podnetu. V praxi je tento prostriedok nezriedka
vyuzivany v pripadoch, kedy bolo prvostuprfiovym spravnym orgdnom vydané v rozpore so
zakonom, avsak tato nezakonnost U€astnikom konania vyhovuje (je v ich zaujme), preto proti
tomuto rozhodnutiu neuplatnili riadne opravné prostriedky. Pokial organ vyssieho stupria v
ramci vykonu dozoru zisti takuto nezakonnost' v lehote podla § 68 ods. 1 spravneho poriadku,
¢i uz vlastnou &innostou alebo z podnetu inej osoby, vyuzije moznost zruSenia rozhodnutiu
napriek jeho pravoplatnosti za U¢elom odstranenia zistenej nezakonnosti. Musi pri tom v§ak
dbat’ o pripadné prava tretich oséb, ktoré by mohli byt rozhodnutim dotknuté. Z uvedeného je
zrejmé, Ze ide o prostriedok, ktorym organy verejnej spravy mézu participovat na objektivnej
zakonnosti v rozhodovacej ¢innosti a predchadzat’ tak vzniku excesov v rozhodovacej praxi
verejnej spravy. Na tomto mieste sme sa dostali k neuralgickému bodu sporu o vyklad zakona.
Ako je z citacie dotknutého ustanovenia zrejme, v €asti pod pism. b) citovaného ustanovenia
zakonodarca pouzitim uvadzacieho vyrazu ,okresny urad nemdze“ vylucil preskimatelnost
mimo odvolacieho rozhodnutia nie len vo vztahu k rozhodnutiam obci a vy$Sich uzemnych
celkov vydanych vo veciach Uzemnej samospravy, ako je to v pripade zmeny rozhodnutia na
zéklade odvolania pod pismenom a), ale en bloc. Z citovaného ustanovenia teda vyplyva, ze
akékolvek rozhodnutie vydané obcou alebo vy$§im uzemnym celkom, teda aj rozhodnutie
vydané pri prenesenom vykone $tatnej spravy, nemdze okresny urad v sidle kraja preskimat’
mimo odvolacieho konania.

V aplika¢nej praxi sa tento problém ukazal ako osobitne vypukly najma v stavebnych
konaniach, v ktorych je obec stavebnym Gradom a rozhoduje ako prvostuprovy spravny organ
o celom rade verejnych subjektivnych prav napr. o povoleni stavby, o povoleni odstranenia
stavby, o dodato€nej legalizacii stavby, o zmene stavby pred dokonéenim o povinnosti
odstranit’ stavbu postavenu bez povolenia a pod. Z praxe je zrejmé, a vyplyva to aj zo sprav o
¢innosti prokuratury predkladanych kaZzdoro€ne Generalnou prokuraturou SR, Ze v stavebnych
konaniach dochadzalo k nezakonnosti pomerne ¢asto a pocet podnetov na nezakonnost v
tejto oblasti robi z rozhodovania obci v postaveni stavebného uradu dlhodobo
najfrekventovanejSiu agendu (Sprava o ¢innosti prokuratury za rok 2020).

Vychadzajuc z uvedenych faktorov sa preto oklieStenie pravomoci okresného uradu v
sidle kraja, ktora mu umoznovala pri vykone dozoru vyuzit' aj moznost postupu podla § 65 a
nasl. spravneho poriadku javilo ako nelogicky a kontraproduktivny krok, nezodpovedajuci

ucelu zakona.
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2. Argumentacéné vychodiska kolidujucich pravnych nazorov

Na rozdielny postup okresnych uradov v sidle kraja, pri ktorom niektoré nadalej
uplatfiovali postup podla § 65 a nasl. spravneho poriadku a iné podnety na jeho uplatnenie
odkladali s poukazom na nedostatok pravomoci reagovala aj Generalna prokuratura SR, ktora
v sprave o ¢innosti za rok 2020 konstatovala narast podnetov v stavebnych veciach s ohfadom
na poru$enie ustanovenia § 4 ods. 3 pism. b) zdkona o miestnej $tatnej sprave. Generalna
prokuratura konstatovala, Ze podla § 4 ods. 3 zakona o miestnej Statnej sprave je naplnenim
ustanovenia § 1 ods. 1 posledna veta spravneho poriadku, t. j. ,vymedzenia negativnej
pdsobnosti spravneho poriadku, teda v zdzeni rozsahu pdsobnosti okresného uradu v sidle
kraja na konania o riadnych a mimoriadnych opravnych prostriedkoch vo vztahu k
rozhodnutiam vy$Sieho izemného celku alebo obce. Vychadzajuc zo zakonného vymedzenia
rozsahu pdsobnosti organov Uzemnej samospravy a jej aplikaciou na ustanovenie § 4 ods. 3
zakona o miestnej Statnej sprave nemozno dospiet k inému zaveru ako k tomu, Ze v
ustanoveni pod pism. a) zdkonodarca striktne zuzil rozsah pdésobnosti okresného tUradu v sidle
kraja v odvolacom konani iba vo vztahu k rozhodovaniu organov Gzemnej samospravy v
odvolacom konani vylu€ne na veci Gzemnej samospravy, pricom ale v ustanoveni pod pism.
b) nerozliuje oblast pdsobnosti subjektu Uzemnej samospravy, vo vztahu ku ktorej zakotvuje
zakonnu prekazku na konanie o preskimanie ich rozhodnuti v mimo odvolacom konani.
Vychadzajuc z vysSie uvedeného mozno konstatovat, Ze prvostupriové rozhodnutia okresnych
uradov, odborov vystavby a bytovej politiky v mimo odvolacom konani vo viacerych pripadoch
boli vydané napriek absencii zakonného zmocnenia na ich vydanie. V désledku toho boli
vydané v rozpore s ustanovenim § 4 ods. 3 pism. b) zakona o miestnej Statnej sprave v spojeni
s§1o0ds.1,§30ds. 1,§46 a § 65 ods. 1 anasl. spravneho poriadku. Nasledne aj rozhodnutia
odvolacieho organu, a to Ministerstva dopravy a vystavby Slovenskej republiky nezodpovedali
zakonu.” (Sprava o ¢innosti prokuratury za rok 2020, s. 91)

Tento pravny nazor viedol nasledne organy prokuratury, aby v zistenych pripadoch,
kedy okresné urady v sidle kraja preskumali rozhodnutie obce ako stavebného uradu mimo
odvolacieho konania postupom podla § 65 a nasl. spravneho poriadku podavali protest
prokuratora, v pripade nevyhovenia protestu tiez spravne Zaloby.

V reakcii na vzniknutd situaciu vydalo Ministerstvo dopravy a vystavby SR, sekcia
stavebnej spravy a verejnych prac metodicky pokyn pre stavebné Urady, okresné arady v sidle
kraja a Slovensku stavebnu in§pekciu k preskimavaniu rozhodnuti stavebnych tradov mimo
odvolacieho konania okresnymi tradmi v sidle kraja, odbormi vystavby a bytovej politiky z 25.
maja 2021. Ako uz vyplyva z nazvu metodického pokynu, tento bol vydany len pre postupy
sUvisiace so stavebnou ¢innostou, nepokryva teda iné oblasti verejnej spravy, v ktorych obec

vykonava preneseny vykon Statnej spravy.

97



V pomerne struénom metodickom pokyne ministerstvo argumentovalo poukazom na
vztah subsidiarity medzi zakonom o miestnej Statnej sprave a zakonom ¢. 608/2003 Z. z. o
Statnej sprave pre Uzemné planovanie, stavebny poriadok a byvanie a o zmene a doplneni
zéakona €. 50/1976 Zb. o tzemnom planovani a stavebnom poriadku (stavebny zakon) v zneni
neskorsich predpisov (dalej len ,zakon €. 608/2003 Z. z.“). Podla nazoru ministerstva zakon
€. 608/2003 Z. z ma povahu osobitného pravneho predpisu oproti vSeobecnému pravnemu
predpisu, ktorym je zakon miestnej Statnej sprave. Vo vSeobecnosti preto pésobnost a
nasledne aj prislusnost na spravne konanie pre okresné Urady v sidle kraja, o sa tyka
odvolacich konani, ale aj konani mimo odvolacieho konania, je dana zakonom ¢. 608/2003 Z.
z. a nie zakonom o miestnej $tatnej sprave.

Svoju argumentaciu ministerstvo podporilo aj poukazom na rozhodnutie Najvyssieho
sudu SR zo dna 30.06.2020, sp. zn. 10Szk/58/2018 bez odkazu na konkrétne zavery
najvyssieho sudu. V suvisiacich stdnych konaniach bol poukaz ministerstva na judikatiru
rozvinuty o argument, podla ktorého v konani vedenom pod sp. zn. 10SZk/58/2018 najvyssi
sud preskimaval rozhodnutie, ktorym do$lo k zru$eniu rozhodnutia obce ako stavebného
uradu, priom v rozsudku nepoukazal na tu skuto€nost, Ze by boli rozhodnutia vydané mimo
odvolacieho konania nezakonné z dévodu ich nulity, t. j. z dévodu, Ze by rozhodnutie vydal
organ, ktory na to nemal pravomoc. Poukazalo tiez na to, Ze podla § 191 ods. 1 pism. b)
Spravneho sudneho poriadku spravny sud rozsudkom zrusi napadnuté rozhodnutie organu
verejnej spravy alebo opatrenie organu verejnej spravy, ak ho vydal organ, ktory na to nebol
zo zakona opravneny. Nulita rozhodnutia spravneho organu je najtazSou vadou zakonnosti,
pricom ide o tak zavaznu vadu zakonnosti, Ze na fiu spravny sud hfadi z dradnej povinnosti,
bez ohladu na to, ¢i ju Zalobca namieta alebo nie. Pokial teda najvys$si sud prieskum mimo
odvolacieho konania neoznadil za nezakonny, hoci sa touto otazkou mal povinne zaoberat, je
mozné a cotrario odvodit zakonnost tohto postupu aprobovanu mi¢anim najvyssieho sudu.

Nad ramec metodického pokynu sa v argumentacii ministerstva prezentovanej v
suvisiacich sudnych konaniach iniciovanych prokuratirou objavil aj argument, podla ktorého
by akceptaciu vykladu prokuratury viedla k nemoznosti uplatnenia institutu prieskumu mimo
odvolacieho konania a tym (paradoxne) v kone¢nom désledku k ochrane tazkych vad v
zakonnosti rozhodnuti spravnych organov. Bola by tak chranena nezakonnost rozhodnuti, o

urcite nebolo cielom a umyslom zakonodarcu.

3. Analyza sumarizovanych argumentov a relevantna judikatara

Z argumenta¢ného hladiska je v prvom rade potrebné zaoberat sa taziskovym
argumentom ministerstva, poukazujucim na vztah subsidiarity medzi dvoma kompeten&nymi
pravnymi predpismi. Jemelka (2013, s. 10) subsidiaritu charakterizuje (v kontexte zamerania

tohto prispevku) ako vztah dvoch pravnych Uprav, vSeobecnej a osobitnej, kde jedna uprava
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ma vo vztahu k druhej povahu predpisu podporného, subsidiarneho. Konstatuje tiez, ze
subsidiarita nemusi spocivat iba vo vztahu dvoch pravnych predpisov, ale aj vo vztahu ich
jednotlivych ¢asti alebo jednotlivych ustanoveni (Jemelka 2013, s. 11).

Ministerstvo tvrdi, Ze kompetenény predpis ¢. 180/2013 Z. z. je predpisom
v8eobecnym, kedZe stanovuje pdsobnost okresnych Uradov v sidle kraja vo vS§eobecnosti, bez
vazby na konkrétnu oblast vykonu verejnej spravy, zatial o osobitnym predpisom upravujucim
pbsobnost a pravomoc okresného uradu v sidle kraja Specialne na Useku stavebného poriadku
je zakon €. 608/2003 Z. z. Tento zakon v § 4 ods. 1 pism. b), bod. 1. a 2. stanovuje, Ze okresny
urad v sidle kraja (1) vykonava $tatnu stavebnu spravu v druhom stupni vo veciach, v ktorych
v spravnom konani v prvom stupni kona obec ako stavebny urad, (2) riadi a kontroluje vykon
prenesenej $tatnej spravy vykonavanej obcami ako stavebnymi dradmi.

Pri hfadani odpovede na nastolené pravne argumenty, tak zo strany ministerstva, ako
aj zo strany prokuratlry, povazujeme za vyznamné to, Ze sporna pravna otazka sa tyka
moznosti uplatnenia (1) konkrétneho proceduralneho postupu (preskimania rozhodnutia
mimo odvolacieho konania podla § 65 a nasl. spravneho poriadku) (2) konkrétnym druhom
organu verejnej spravy (okresny urad v sidle kraja) (3) v konkrétnom type spravneho konania
(v konani vedenom na Useku stavebného poriadku).

Vychadzajuc z uz citovanych ustanoveni dotknutych pravnych predpisov je podia
nasho nazoru mozné konstatovat, Zze zakon ¢. 608/2003 Z. z. je z hladiska predmetu pravnej
regulacie nepochybne predpisom Specialnym vo vztahu k zdkonu o miestnej Statnej sprave,
kedZe zakotvuje pdsobnost a pravomoc organov verejnej spravy v Specifickej oblasti pravom
regulovanych spolo€enskych vztahov, konkrétne na Useku stavebného poriadku. Pésobnost
okresného Uradu v sidle kraja je v tomto pripade konkretizovana ustanovenim, Ze tento
vykonava v danej oblasti Statnu spravu v druhom stupni, ak v prvom stupni kona obec ako
stavebny urad.

Zakon €. 608/2003 Z. z. je teda z hladiska svojho obsahu primarne predpisom
kompetenénym, obsahujucim kompetenéné administrativnopravne normy vztahujuce sa na
oblast tzemného planovania, stavebného poriadku a byvania. Zakotvuje zakladny kataldg
pdsobnosti a pravomoci vymedzenej skupiny organov verejnej spravy, nestanovuje vsak,
akymi konkrétnymi proceduralnymi formami mézu predmetné organy verejnej spravy (aj
okresny Urad v sidle kraja) v ramci stavebného konania svoju pravomoc realizovat v ramci
aplikacnych rozhodovacich procesov.

Pravnym predpisom upravujicim rozhodovaci proces na Useku stavebného konania je
aktualne stale zakon ¢. 50/1976 Zb. o izemnom planovani a stavebnom poriadku (stavebny
zakon) v zneni neskorsich predpisov (dalej len ,stavebny zakon®). Tento pravny predpis resp.

jeho procesné ustanovenia upravuju osobitnym spdsobom niektoré institaty spravneho
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konania na danom useku, neobsahuje vS8ak osobitni pravnu Upravu riadnych ani
mimoriadnych opravnych prostriedkov.

Podla § 140 stavebného zakona sa na konanie podla tohto zakona, ak nie je vyslovne
ustanovené inak, vztahuju vSeobecné predpisy o spravhom konani. Stavebny zakon Ziadne
ustanovenie, ktoré by vylucovalo aplikaciu vSeobecného predpisu o sprdvnom konani vo
vztahu k uplatnitelnosti opravnych prostriedkov v konaniach na Useku stavebného poriadku
neobsahuje.

Na zaklade uvedeného je podla nasho nazoru mozné uzavriet, Zze pri urceni
konkrétnych procesnych institutov, ktoré ma okresny uUrad v sidle kraja k dispozicii pri realizacii
svojej pdsobnosti druhostupfiového organu vecne prislusného v konaniach, v ktorych v
spravnom konani v prvom stupni kona obec ako stavebny Urad, je potrebné vychadzat z
ustanoveni spravneho poriadku. Limity pouZitelnosti procesnych institutov upravenych v tomto
vSeobecnom predpise spravneho procesného prava su dané podsobnostou spravneho
poriadku vymedzenou v § 1 ods. 1, osobitne principom subsidiarity vyjadrenym formulaciou
»ak osobitny zakon neustanovuje inak".

Osobitny zakon teda mdze okrem uUplného vylu€enia spravneho poriadku stanovit
vztah k spravnemu poriadku aj negativnym vymedzenim tych ustanoveni spravneho poriadku,
ktoré sa pri uréitom osobithnom rozhodovacom postupe nepouziju.

KedZe aj podla citovaného nazoru pravnej vedy subsidiarita sa nemusi nutne tykat
vztahu predpisov, ale mbéze sa tykat iba niektorych noriem v predpisoch obsiahnutych, je
mozné za osobitni normu vo vztahu k procesnopravnej regulacii opravnych prostriedkov
obsiahnutej v spravnom poriadku povazovat aj § 4 ods. 3 zakona o miestnej Statnej sprave,
ktory stanovil osobitné pravidla uplatfiovania opravnych prostriedkov a prostriedkov
inStanéného dozoru.

Osobitost' v porovnani so spravnym poriadkom spociva v konkrétnosti tejto pravnej
upravy, ktora z celej skupiny spravnych organov rozhodujucich v oblasti verejnej spravy
vymedzenej v § 1 ods. 1 spravneho poriadku vy¢lenil konkrétny organ Statnej spravy (okresny
urad v sidle kraja) a konkrétny prostriedok inStanéného dozoru (prieskum rozhodnutia mimo
odvolacieho konania), ktory tento organ nema pravomoc vyuzit v presne stanovenom okruhu
pripadov (ak rozhodovala obec alebo samospravny kraj). To plati nie len vo vztahu k Uprave
podla § 4 ods. 3 pism. a) zakona o miestnej Statnej sprave, ale aj k § 4 ods. 3 pism. b), kde
zakonodarca osobitnym spdésobom (oproti v§eobecnej Uprave spravneho poriadku) obmedzil
pravomoc okresného Uradu v sidle kraja ako odvolacieho organu vo veciach, v ktorych v
spravnom konani v prvom stupni rozhoduje obec alebo vyssi tzemny celok, ktory sa nachadza
v jeho Uzemnom obvode, ak osobitny predpis neustanovuje inak. Aj toto obmedzenie je
nepochybne osobitnym ustanovenim k ustanoveniam o odvolani podla § 53 a nasl. spravneho

poriadku, kedZe na rozdiel od § 59 ods. 2 spravneho poriadku neumozriuje konkrétnemu
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organu zo skupiny spravnych organov (okresny urad v sidle kraja) uplatnit konkrétny procesny
postup v odvolacom konani (zmena rozhodnutia) vo vztahu ku konkrétnej skupine rozhodnuti
(rozhodnutia vydané obcou alebo vy$§im uzemnym celkom vo veciach Uzemnej samospravy).

Ustanovenie § 4 ods. 3 pism. b) zakona o miestnej Statnej sprave je preto mozné podla
nasho nazoru vnimat ako osobitnd kompeten¢nu pravnu normu, ktoré negativnym spésobom
vymedzuje rozsah pravomoci konkrétneho typu organov Statnej spravy uplatnitelnych voci
rozhodnutiam vydanym v prvom stupni obcou alebo vy$S§im uUzemnym celkom. Tato
kompetenéna pravna norma sa tyka procesnopravnych institatov, preto je mozné ju vnimat
ako osobitnu pravnu Upravu k spravnemu poriadku v intenciach subsidiarity vyplyvajucej z § 1
ods. 1 spravneho poriadku.

Vyklad ministerstva preto v tomto zmysle nemézeme povazovat za spravny.

Pokial ide o podporni argumentaciu ministerstva poukazom na rozsudok NajvysSieho
sudu SR zo diia 30.06.2020, sp. zn. 10Szk/58/2018 je potrebné uviest, Zze v odévodneni
predmetného rozsudku sa najvyssi sud ako sud kasacény otazkou pravomoci okresného tradu
preskimat rozhodnutie obce ako stavebného Uradu explicitne nezaoberal a vobec sa k tejto
otazke nevyjadril.

S ohladom na princip legality a princip pravnej istoty, ktory je vo vztahu ku
kompetenénym normam osobitne akcentovany aj s ohfadom na znenie €l. 2 ods. 2 Ustavy nie
je podla nasho nazoru mozné vyvodzovat vSeobecne platné a zavézné zavery o tom, Ci urcity
organ Statnej spravy disponuje konkrétnou pravomocou s priamym dopadom na prava a
povinnosti os6b v oblasti verejnej spravy z argumentu ex silentio, teda z ,mi¢ania sudu“ v
jednom individualnom rozhodovanom pripade a to aj napriek tomu, Ze ide o otazku na ktoru
sudy podla § 134 ods. 2 pism. b) v spojeni s § 453 ods. 2 Spravneho sudneho poriadku
prihliadaju bez ohladu na Zalobné body.

Pokial' ide o argumentéciu zaloZenu na ratio legis a Umysle zakonodarcu, pohybuje sa
ministerstvo podla nasho nazoru po este ,tenSom [lade”. Tato argumentacia implicitne
naznacuje existenciu medzery v zakone, ktoru je potrebné dotvorit vykladom ministerstva
alebo sudov. Z hladiska metodoldgie prava by mohlo ist o axiologicku (nepravi) medzeru v
zakone, ktoru tedria definuje ako taki medzeru, kedy pravny poriadok sice urcité rieSenie
poskytuje, ale rieSenie je axiologicky nedostatocné, kedZe zakonodarca nezohladnil taky
aspekt, ktory zohladnit mal. Melzer (2009) v tejto suvislosti hovori o medzere teleologicke;j.
Axiologickou medzerou podla Alchourréna a Bulygina (1994) nie je pripad, ak pravny poriadok
ponuka jednoznacné rieSenie, hoci je toto rieSenie nespravne alebo nespravodlivé. V takomto
pripade ide iba o axiologicku chybu (in Tryzna 2010, s. 251). Pre odpoved, ¢i v danom pripade
je mozné uvazovat o axiologickej medzere, v dosledku ktorej vysledna podoba pravneho
predpisu nezodpoveda voli samotného zakonodarcu je mozné poukazat aj na definiciu Vecefu

(2012), ktory tieto medzery oznacuje ako hodnotové a radi medzi ne aj situaciu, kedy pravna
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Uprava sice existuje, ale nestanovuje pravo alebo povinnost, ktoré by sme z hladiska
hodnotového systému prava oCakavali. Bez ohladu na to, ¢i by sme pravny stav kritizovany
ministerstvom a zaloZzeny aktualnym znenim § 4 ods. 3 pism. b) zdkona o miestnej Statnej
sprave oznadili ako medzeru v prave alebo nie, odpoved na otazku, ¢i zakonodarca pri tvorbe
sporného normativneho textu mal skutoéne v Umysle neumoznit prieskum akychkolvek
rozhodnuti obce a vyssieho celku (teda nie len vo veciach samospravy) nam dava uz dévodova
sprava k zakonu ¢. 125/2016 Z. z., z ktorej k obsahu analyzovaného ustanovenia vyplyva, ze
sa predkladanym textom ,vyluuje moznost okresného Uradu v sidle kraja preskimat
akékol'vek rozhodnutie samospravneho kraja alebo obce v mimoodvolacom konani podia §
65 a nasl. Spravneho poriadku“ (dévodova sprava k zakonu &. 125/2016 Z. z.). Zakonodarca
teda prijal aktualnu pravnu Upravu nie v dosledku technickej chyby, ale vedome a cielene, hoci
jeho umysel a dévod takéhoto obmedzenia nam ostal utajeny.

Bez ohladu na to, ¢i tato pravna Uprava predstavuje axiologickl medzeru alebo iba
axiologicku chybu, z dévodu Ze ide o normu kompetenénu nie je mozné tuto medzeru resp.
axiologicku chybu odstranit metédami vykladu prava.

Nevyhnutna zdrzanlivost pri interpretacii kompetenénych noriem je dana v prvom rade
reSpektovanim principu pravnej istoty. Doktrina v tejto suvislosti uvadza, Zze v pripade
kompetenénych pravidiel napr. pri procesnom prave v podobe ustanoveni upravujicich vecnu
a miestnu prisludnost, je prava istota dotknutd v extrémnej vySke, kedZe rozhodnutie
spravneho organu, ktory by nemal na jeho vydanie pravomoc resp. vecnu prislusnost by malo
za nasledok nie len nezakonnost, ale ni¢otnost tohto rozhodnutia. Z tohto dévodu sa nazory
prezentované odbornou literaturou v zasade zhoduju na nepripustnosti dotvarania prava vo
vztahu ku kompetenénym kataldgom (Melzer 2010, Frumarova 2014, Vecefa 2012, Mates
2018).

Obdobne v tejto stvislosti judikoval aj Ustavny std CR, ktory v rozhodnuti I. US 318/06
zo dna 13.12.2007 uviedol, Ze pokial ustanovenie smeruje k stanoveniu pdsobnosti organu
verejnej moci, je s ohfadom na princip pravnej istoty existencia teleologickych (nepravych)
medzier v zakone vylu¢ena. potom neexistuje opravnenie vyplhovat pripadné medzery. Pri
nachadzani pravidiel pre stanovenie pdsobnosti organov verejnej moci nemézu byt preto
teleologické argumenty dévodom pre aplikaciu prava, ktord nema oporu vo vyslovnej dikcii
pravneho predpisu.

Jednoznaéne sa v tejto suvislosti vyjadril aj Najvy$si spravny sud CR, ktory napr. v
uzneseni zo dria 17. 12. 2008, sp. zn. Komp 1/2008-107 konstatoval, Ze na zaloZenie
pravomoci rozhodovat o odvolani je potrebna vyslovna kompetenéna norma.

V suvislosti s potrebou jednoznaéne stanovenych a interpretovatelnych pravomoci
Najvy$si spravny sid CR v rozsudku &. k. 7 Afs 111/2009-64 z 25. novembra 2009 dévodil, ze
,Pfi vymezeni pravomoci spravnich organu je nutno striktné trvat na istavnim pozadavku, aby
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byly dostatedné uréité a jasné stanoveny zakonem (&l. 2 odst. 3 Ustavy, &l. 2 odst. 2 Listiny
zakladnich prav a svobod). Znamena to, ze takova pravomoc musi byt zasadné vyslovné v
zakoné zakotvena, a to s patficnou mirou konkrétnosti a uréitosti, aby bylo jiz ze samotné dikce
zakona ve vSech podstatnych rysech ziejmé, jakym zplsobem a za jakych podminek mlze
organ vefejné moci jednat a svym jednanim zasahovat do pravni sféry soukromych osob.
Vyjimky z uvedeného pravidla plati pouze pro tzv. ,implicitni pravomoci“, tedy pravomoci, které
sice vySe uvedenym zplGsobem nejsou zakotveny, avSak které jsou nezbytné treba k fadnému
uplatiiovani jinych, Ustavné pfedepsanym zplsobem zakotvenych pravomoci, bez jejichz
existence by jiné pravomoci nemohly byt fadné uplatiiovany, a které jsou obsahové vymezeny
tak, Ze se striktné drzi ustavné legitimniho ucelu, k jehoZz realizaci jsou uplatiovany a ktery je
shodny ¢i Uzce spojeny s U¢elem onéch jinych pravomoci, a pouze tim nejSetrnéj§im rozumné
dosazitelnym zpUsobem zasahuji do pravni sféry soukromych osob.*

Doévodom, pre ktory je potrebné odmietnut moznost preklenut teleologicky
nevyhovujicu pravnu Upravu rozsirujucim vykladom veducim k odvodeniu prieskumnej
pravomoci okresného Uradu v sidle kraja je teda v zmysle uvedenych nazorov najvyssich
sudnych instancii v neposlednom rade aj skuto¢nost, Ze dbésledkom takejto rozSirujucej
interpretacie opierajucej sa iba o vyklad hmotnopravnych kompetenénych noriem uvedenych
v zadkone ¢&. 608/2003 Z. z. budu aj rozhodnutia, ktoré moézu mat aj pri reSpektovani
dobromyselne nadobudnutych prav zasadny dopad na subjektivne prava tretich oséb. Z tohto
dévodu neprichadza v danom pripade do Uvahy ani uplatnenie doktriny tzv. implicitnych
pravomoci, ku ktorej sa vo svojej rozhodovacej praxi prihlasil aj Ustavny std SR (sp. zn. lll.
US 588/2016).

Zaver

V analyzovanom ,spore o vyklad kompetenénej normy“ medzi ministerstvom a organmi
prokuratury sa z doposial uvedenych dovodov priklafiame k nazoru, Ze jediny mozny vyklad
ustanovenia § 4 ods. 3 pism. b) zakona o miestnej Statnej sprave, ktory je v sulade s principom
pravnej istoty a s principom legality postupov spravnych orgénov je ten, podia ktorého okresny
urad v sidle kraja nema pravomoc zruSovat alebo menit’ rozhodnutia vydané obcou alebo
vySSim Gzemnym celkom, a to ani v pripade konania v stavebnych veciach. Uvedené
ustanovenie sice objektivne v praxi pdsobi kontraproduktivne vo vztahu k mozZnostiam
okresného Uradu v sidle kraja ako organu vyssieho stupfia odstranit’ svojim priamym zasahom
zistent nezakonnost' v postupe a rozhodnuti obce alebo vySSieho uzemného celku, avSak
kompetenény charakter tejto spravnopravnej normy neumozruje jej interpretaciu ako
axiologickej Ci teleologickej medzery dotvoritelnej sidom alebo vykonavatelom verejnej spravy
v prospech rozSirenia kompetenéného katalégu. Jedinym spdsobom, ako sa s takouto

neziaddcou pravnou Upravou vysporiadat je Uprava relevantnej legislativy.
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Pokial prax okresnych dradov v sidle kraja, potvrdena aj dozorovou cinnostou
prokuratury dospela k zaveru, Ze ustanovenie § 4 ods. 3 pism. b) zakona o miestnej Statnej
sprave v konfrontacii s ustanoveniami zakona &. 608/2003 Z. z. spdsobuje interpretacné
problémy veduce k rozdielnej aplikaénej praxi na urovni jednotlivych okresnych uradov v sidle
kraja, resp. k neZelanému obmedzeniu pravomoci pri odstrarfiovani nezakonnosti v
rozhodovani, ma ministerstvo nepochybne moznost v tomto smere vyvinut relevantnu aktivitu
v rdmci jeho pravomoci vyplyvajlcej z § 37 zakona €. 575/2001 Z. z. o organizacii ¢innosti
vlady a organizacii Ustrednej Statnej spravy v zneni neskorSich predpisov, podla ktorého
ministerstva a ostatné Ustredné organy Statnej spravy sa staraju o nalezitu pravnu Upravu veci
patriacich do ich pésobnosti. Pripravuju navrhy zakonov a inych vSeobecne zavaznych
pravnych predpisov, zverejiiuju ich a po prerokovani v pripomienkovom konani predkladaju
vlade; dbaju aj o dodrzZiavanie zakonnosti v oblasti svojej pdsobnosti.

S ohladom na to, Ze Narodna rada SR 27. aprila 2022 schvalila zakon ¢. 201/2022 Z.
z. o vystavbe, ktory nadobudne u¢innost diia 1.1.2024, a ktory uz s pdsobnostou obce ako
stavebného uradu nepodita, analyzovany problém zrejme bude v rovine stavebnych konani
vyrieSeny, avSak vo vztahu k inej rozhodovacej ¢innosti obci bude jeho vyrieSenie zrejme

Cakat na ustalenu judikaturu spravnych sudov, alebo na legislativnu iniciativu.
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Od tradi€nych k inovativhym formam participacie:
fenoménu slacktivizmu

From Traditional to Innovative Forms of Participation:
Phenomenon of Slacktivism
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Abstract

The long-term interest of the most modern democratic political systems is based
on finding ways to support the increase in citizen participation in public affairs. It is related
to the crisis of representative democracy which manifests itself besides others by apathy
toward various political activities. Innovative forms of participation represent one of the
tools to mitigate the crisis and support a part of the population's interest in public affairs.
The result of the research is the finding that online activism had an impact on the Slovak
parliamentary election 2020 in terms of political awareness and in addition to traditional
media, online campaigns had a significant mobilizing influence on voter turnout. The
negative aspect of online participation remains the slacktivism phenomenon which does

not influence the changes in society.

Keywords: slacktivism, participation, civil society, crisis of representative democracy

Uvod

Hradanie novych spdsobov zvySovania obcianskej i politickej participacie je vyzva pre
v8etky moderné demokracie 21. storo€ia. Do zadsadnej miery aktualny stav nizkeho aktivizmu
vyplyva z pretrvavajucej existencie krizy zastupitelskej demokracie, ktora sa prejavuje o.i. aj
v stale zvacsujucej sa miere neddvery a apatie k politike, politikom i politickym institaciam.
Konkrétne prejavy nezaujmu o veci verejné su navyse identifikované v stale znizujucom sa
pocte Gcasti vo volbach alebo Elenstve v politickych stranach (Watts, 2008).

Vyvoj poslednych rokov sprevadzany masivnym vplyvom informaéno-komunikaénych
technolégii zasahuje do v8etkych oblasti Zivota jednotlivca, oblast obCianskej a politickej
aktivity nevynimajuc. Z uvedeného dovodu je uplne logickym nasledkom udalosti
transformacia aktivizmu aj do oblasti online priestoru, v ramci ktorého aj ¢ast odbornej
verejnosti vklada déveru do inovativnych technoldgii a novych druhov participacie spojenych
s vyuzivanim internetu (Dahlgren, 2005; Jakubowicz, 2013; Davis, 2010).

Informaéno-komunikaéné technolégie ako jeden z nastrojov zvySovania miery
participacie predstavuju potencial na strane politikov i ob&anov.
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V prvom pripade, je mozné identifikovat snahu politickych reprezentantov o narast
svojich preferencii pomocou vyuzivania socidlnych sieti, zktorych sa stal jeden
z najrychlej$ich spdsobov oslovovania voli€ov a zvySovania voli¢skej zakladne. Za inSpirativny
zdroj povazujeme Spojené Staty americké, konkrétne kampari B. Obamu uz v roku 2008, kedy
dokazal prostrednictvom socidlnej siete Facebook mobilizovat volic¢ov vo svoj prospech
(Lilleker, Jackson, 2010). V podmienkach Slovenskej republiky identifikujeme parlamentné
volby do Narodnej rady Slovenskej republiky v roku 2020, ako volby s privlastkom schopnosti
zaktivizovania voli€skej zakladne ako rezultatu aktivit politickych stran realizovanych aj
prostrednictvom kampane v online priestore (Klingova a kol., 2020).

Na druhej strane, v pripade ob&anov, je mozné identifikovat socialne skupiny, pre ktoré
predstavuje vyuzivanie inovacii efektivnej$i, rychlejsi, jednoduch$i proces v prospech
zvySenej miery ich obCianskej U€asti na vplyvanie alebo ovplyviiovanie aktérov rozhodovania.
Napriek uvedenému prizvukujeme, Ze kone¢nym vysledkom efektivneho aktivizmu je
délezitost skuto€nej participacie vo forme aktivnej G€asti na rozhodovacom procese.

Je zrejmé a stale platné, Ze v demokratickych politickych systémoch maju politici
i politické strany ambiciu ziskat a nadobudnut moc prostrednictvom volieb a z uvedeného
ddvodu je pre nich najviac prioritna obcianska aktivita vo forme zi¢astnenia sa na volebnom
procese.

V online priestore mame moznost Goraz astejSie badat fenomén tzv. slacktivizmu t.j.
falo$nej participacie spocivajucej v elektronickej aktivite ob¢ana vo forme zdielania alebo
vyjadrenia suhlasu s obsahom prispevku politika, politickej strany, av§ak bez dalSej pridanej
hodnoty vo forme ucasti vo volbach alebo referende.

V nadvaznosti na uvedené je formulovany hlavny ciel prispevku, t.j. skimat potencial
transformacie tradi¢nych foriem participacie na inovativne formy participacie. V danom
kontexte je Ciastkovy ciel prispevku upriameny na fenomén slacktivizmu a analyzovanie jeho
vplyvu na dalSie angazovania sa ob€anov. V tejto suvislosti je formulovana hypotéza, ktora sa
opiera o tvrdenie, Ze stale rastica roznorodost foriem aktivizovania ob&ana v online priestore
sa v sucasnosti transformuje do narastu politickej participacie vo forme zvysenej voli¢skej

Ucasti vo volbach.

1. Tradiéné a inovativne ponimanie participacie

Participacia predstavuje v politologickej obci dlhodoby objekt zaujmu, pri€om mame na
mysli jej obciansku i politicki podobu, ktora sa o.i. vmarkantnej miere spaja najma
s moznostou vplyvat a ovplyviiovat aktérov rozhodovacieho procesu. V uvedenom pripade
plni funkciu spojiva medzi obéanom a $tatom. Moderné demokracie stoja pred vyzvou
priblizenia ob&ana k rozhodovaciemu procesu, ktora je znasobena tym, Ze sa na moznost

implikacie zaujmov a poZiadaviek zo strany obanov nazerame ako na jednu z hodnotovych
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sucasti demokratického zriadenia. NavySe je participacia definovand medzi primarnymi
hodnotami Eurépskej Unie, a to vo forme moznosti spolupodielania sa na demokratickom
Zivote spolocenstva.

Tradiény koncept nazerania sa na participaciu vychadza zjej definicie ako
nevyhnutného predpokladu fungovania moderného a demokratického politického systému.
Participacia predstavuje sucast efektivnej obcianskej spolo€nosti, ktora vykazuje znaky
aktivizmu jednotlivcov v réznych podobach. Tradi€nu politicku participaciu nasledne mézeme
hodnotit na zaklade faktorov spolupodielania sa na rozhodovacom procese t.j. U€asti vo
volbach, volebnej kampani, referende alebo aj osobného kontaktu s politkom ¢&i inou
stranickou aktivitou (Ekman, Amna, 2012). Na zéklade uvedeného sa priklafiame k SirSiemu
ponimaniu participacie, ktora predstavuje vacési pocet aktivit mimo jednej zaloZzenej na ucasti
vo volbach (Nie, Verba, 1972). Inymi slovami vyzdvihujeme komplexnejsiu formu participacie
prejavujucu sa v intenzivnom zapajani sa ob¢anov do verejného Zivota. Pod politickou
participaciou v danom kontexte rozumieme moznost na jednej strane aktivne vplyvat
a ovplyviiovat verejnu politiku prostrednictvom spolupodielania sa na rozhodovacom procese,
na druhej strane skrz vplyvania a ovplyviovania aktéra rozhodovacieho procesu t.j. konkrétne
v podobe volby politického zastupcu. Vyjadrujeme sthlas so slovami autorov N. Nie a S. Verba
(1972), podla ktorych predstavuje participacia jeden zo spdsobov informovania politického
reprezentanta o vlastnych nazorovych stanoviskach, potrebach ¢i pozZiadavkach s ciefom
ovplyvnenia prijatého rozhodnutia vo svoj prospech. Na uvedenu formu participacie nazera R.
Dahl (1995) ako na formu aktivnej dobrovolnosti, ktora je zalozena na maximalizacii
umoznenia spolupracovat na sprave veci verejnych a zamedzenia akychkolvek prekazok pri
jej realizacii. Nasledne je mozné tvrdit, Ze obcianska spolo¢nost predstavuje pomyslené
zrkadlo pre mieru politickej participacie v spolo¢nosti, pricom disponuje vypovednou hodnotou

tykajucou sa rozdelenia ob¢anov na politicky aktivnych a pasivnych.

Tradi¢né chapanie aktivnej u€asti obéanov na verejnom Zivote ma dlhu tradiciu, v ramci
ktorej identifikujeme objekt zaujmu v diferencovani spolo¢nosti na vladnucich a ovliadanych
u Platona, Aristotela alebo v podobe zdérazriovania ulohy jednotlivca v obcianskej spolonosti
u J. Locka ¢& T. Hobbesa (Stérig, 2007). V danom kontexte, napriek nezaoberaniu sa
detailnejSim uhlom pohladu jednotlivych teoretikov od staroveku po sucasnost, je potrebné
zdoraznit, Ze cely historicky vyvoj chapania obdcianskej spolo¢nosti as fou spojenej
participacie sprevadzali zmeny, ktoré boli zapri¢inené jednak politickymi premenami,
arovnako sa odvijali aj od aktualneho rozvoja demokracie. Nasledkom ¢oho dokazeme pri
historickom priereze identifikovat obdobia, v ramci ktorych boli badatelné prvky narastu
demokratickych principov a z toho rezultujuceho kreovania aktivnej a efektivnej obcCianske;j

spolo¢nosti a narastu participacie. Na druhej strane absencia zakladnych demokratickych
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znakov zapri€inena centralizovanym vladnutim s vyraznou kontrolou jednotlivych
spoloCensko-politickych ~ oblasti  vyustila k neexistencii  obCianskej  spolo¢nosti
a minimalizovaniu prejavov participacie.

Nazeranie na tradiénu participaciu od zaciatku 20. storocia, kedy hovorime
o znovuzrodeni obcianskej spolo¢nosti, charakterizuje snaha o jej regulaciu prostrednictvom
aktivneho zasahovania do politického systému, nasledkom €oho modifikuje jeho vnutorny
obsah a zasahuje do vyberu ciela i samotnej realizacie politického rozhodovania. Inymi
slovami vidime ob¢&iansku spolo¢nost ako ,...stubor neviadnych institacii, ktory je dost’ silny,
aby mohol fungovat ako protivaha $tatu a zatial co ponechava Statu funkcie garanta mieru
a arbitra zasadnych zaujmov, zabrariuje mu atomizovat zvy$ok spoloc¢nosti a oviadnut ho*
(Gellner, 1997, s. 10).

Opodstatnenost a vyznam obcianskej spolo¢nosti rezultuje do upriamenia pozornosti
na niekolko z najmarkantnejsich uloh, ktoré pini fungujica obdéianska spolo¢nost’ (Ghaus-
Pasha, 2004):

« politicka analyza a advokacia

» monitoring vystupeni verejnych €initelov

« budovanie socialneho kapitalu

« poskytovanie priestoru na vyjadrenie hodnét a postojov ob&anov
* rozvoj verejného blaha.

Nasledkom uvedeného sa priklaname k nazorovému stanovisku podporujucemu
paralelu medzi narastom participacie a mierou demokracie. Pozitivny pohlad na participaciu
zaroveri opierame o stanovisko M. Warrena (1992), ktory benefity aktivnej t€asti na verejnom
Zivote zddvodriuje v nasledujucich bodoch:

« politické kompetencie ob&anov su rezultatom pésobenia politickych institucii

« ndrast prileZitosti sebauvedomovania ob¢ana

« viac participacie vyustuje do narastu demokracie

* Ucast ob&ana na verejnom diani rezultuje do zniZenia konfliktnosti

« obCiansky aktivizmus so sebou prinasa vyssiu mieru akceptovatelnosti a spoluzodpovednosti
za prijaté rozhodnutia.

Posledné dekady vyvoja obcianskej spolo¢nosti zdérazmuju jej opodstatnenost aj
prostrednictvom dalSich markantnych uloh vo forme nastolovania agendy &i generovania
novych napadov, ktoré realizuje spolu s participovanim na rozhodovani a vykonavanim
kontroly. Ulohy obgianskej spolo¢nosti spolu s dodrZiavanim transparentnosti, otvorenosti,
zodpovednosti dopomahaju vytvarat efektivnu protivahu k $tatu. ,Obcianska verejna kontrola,
ktorej vyhoda spociva v nestrannosti, ma za ciel ovplyvnit transparentnost kontrolovaného

systému a zabranit neetickému konaniu. Kontrola zo strany verejnosti je podstatna pri
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vyvodeni politickej zodpovednosti za mnoho réz vyskytujiuce sa nemoralne politické
rozhodnutia“ (Ondrova, 2013, s. 10).

Pri skimani participacie je potrebné brat do Uvahy sU€asny rozvoj inovativnych
sposobov participacie. Ich aktualny vplyv je mozné povazovat za markantny, a to najma
z dévodu intenzivneho rozvoja modernizacie informac¢no-komunikaénych technolégii a v rdmci
posledného vyvoja udalosti aj existencie celosvetovych pandémii, ktoré zvysili vyuzivanie
online priestoru. Nasledne vplyv internetu a socidlnych médii na politickd ¢innost
identifikujeme na vSetkych jej Urovniach, t.j. od lokalnej po narodnu, ato najma z dévodu
moznosti ovplyviiovania Sirokej Skaly obyvatel'stva v spolo¢nosti. Je potrebné zdéraznit, Ze na
inovativne formy participacie sa nazerame ako na jeden z nastrojov zlep$enia vychodiskového
stavu t.j. nedostatocnej obc¢ianskej angazovanosti, a zaroven za prostriedok na prinavratenie
obcana k blizSie k politickym rozhodnutiam spdsobom, ktory bude jednotlivec povazovat za
najefektivnejSie a najjednoduchsie realizovatelny. Odvolavame sa pritom na tvrdenie R. Dahla
(1995), ktory vyzdvihoval existenciu moznosti pre kazdého obcana spolupracovat spésobom,
ktory mu najviac vyhovuje a Ziaden obcan, ktory by mal zaujem participovat by nenarazil na
nepripustnostou zo strany uradov, arovnako by nikomu nemala byt odopreta rovnost
prilezitosti pri snahe uplatnit sa v ramci participovania na verejnom Zivote.

Implementovanie inovativnych foriem participacie radime k nevyhnutnym sprievodnym
javom modernizanych procesov v jednotlivych oblastiach Zivota jednotlivca, verejnu politiku
nevynimajuc. Odolavajuc sa na stanovisko O. Mitala (2020), predstavuju inovativne formy
komunikacie jedine¢nu platformu zabezpecujucu obojstranni komunikaciu, pri€om hodnota
informacii predstavuje zaciatok procesu. Podpora modernych spdsobov participacie vyplyva
aj z prebiehajucich europeizaénych a globalizaénych procesov, ktoré apeluju na délezitost
podpory a posilfiovania poc¢tu aktérov rozhodovania pre zabezpe€enie zvySenia miery,
otvorenosti a transparentnosti rozhodovacich procesov.

Na zaklade vy$Sie uvedenych skuto€nosti povazujeme za nevyhnutné analyzovat
mieru transformovania politickych aktivit do online priestoru. Beric do Gvahu politologicky
vyskum participacie zaloZzeny na skumani politického spravania, Uc€asti na volbach ¢i
protestnych podujatiach alebo kontaktovani politika. VSetky z uvedenych foriem je mozné
realizovat' aj v spojitosti s prostredim internetu a socialnych sieti. Konkrétne mame na mysli
presun volebnej kampane na socialne siete vo forme zdielania statusov ¢i pridavania videi,
kontaktovania politika prostrednictvom jeho oficiélnej stranky alebo vyuzivania socialnych sieti

na mobilizovanie ob&anov k U&asti vo volbach.
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2, Vplyv online participacie na demokratickost’ politického systému a
socialne siete ako zdroj slacktivizmu

Moznosti online participacie su, odvolavajuc sa na dnesSné dostupné formy, do vyraznej
miery Sirokospektralne a vzhladom k miere ich rozvoja sa stali su¢astou denno-denného
Zivota znacnej Casti obCanov. Kich najvyraznejSim benefitom radime moznost rychleho
a efektivneho Sirenia a zdielania informacii vo forme, ktora je pre ob&ana najjednoduchsia.
Samozrejme, Ze k uvedenému javu je potrebné brat do uUvahy aj negativnu stranku
markantného Sirenia dezinformacii ¢i nenavistného obsahu, ¢o ale nie je primarnym cielom
analyzy predkladaného prispevku.

Pre oblast politologického hladiska zaoberania sa participaciou, je online platforma
stale novou a nepreskimanou oblastou. Z uvedeného vyvstava otédzka do akej miery a Ci
vbébec sa jedna o politickl participaciu. Jej zodpovedanie je do vyznamnej miery spaté
s normativnymi predstavami tykajacimi sa vyuzivania inovativnych foriem komunikacie za
ucelom realizacie politickej participacie. NavySe poskytuje moznost multidisciplinarneho
badania problematiky nielen za pomoci politickych a socialnych vied, ale aj komunikaénych ¢i
medialnych Studii. Politologicky uhol pohladu skima politické spravanie sa na socialnych
sietach najma v kontexte vyjadrovania suhlasu so zdielanym obsahom, komentovania
prispevku alebo vytvorenia vliastného obsahu. Nasledkom toho online aktivitu vo forme
slacktivizmu nemdzeme priradit k tradicnym formam participacie, kedze jej chyba tzv.
koncovka t.j. redlna aktivita obana v rozhodovacom procese. Je potrebné zdoéraznit, ze
vyjadrovanie sympatii vo forme zdielania obsahu prispevku politika i politickej strany, je
v sUiGasnosti rozSirené, avsak nepriklafiame sa k stanovisku, ze odzrkadluje reainu vzorku
v spoloénosti. Za najmarkantnejSiu  nevyhodu slacktivizmu je mozné povazovat jav
nereprezentujuci cell spolo¢nost, avSak na druhej strane ho nembze v Ziadnom pripade ani
ignorovat.

Pre zachovanie rigoréznosti uhlov pohladu je délezité vyzdvihnuat pozitivny vplyv
slacktivizmu, avs$ak to iba v pripade, ak predstavuje prvy krok k skuto¢nej offline participacii.
Zastavame stanovisko, Zze kazda forma participacie vyzaduje Cas a usilie, ¢o v pripade
slacktivzmu t,j. napr. vyjadrenim sthlasu prostrednictvom jedného kliku, nespifia uvedené
kritérium. Inymi slovami je mozné online participaciu v ramci socialnych sieti vnimat ako
prvotné Stadium offline participacie v pripade, ak pIni tzv. mobilizaéni schopnost, ktoru
identifikujeme popri existencii pristupu k online participacii ¢i skimaniu jej vplyvu na stdrznost
verejného diskurzu, ktora predstavuje jeden zo zakladnych premennych analyzovania
vzajomnej prepojenosti medzi vplyvom socialnych médii a demokratickostou politického

systému.
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Pre lepSie pochopenie problematiky je potrebné priblizit analyzu L. Dahlberga (2011)
odvolavajucu sa na vzajomné prepojenie medzi predstavami o formach demokracie
a vyuzivanim socialnych sieti, v ktorych badame participacny potencial. Autorovo rozdelenie
Styroch modelov digitalnej demokracie sa opiera o nasledovné: liberalno-individualisticky
model, vyzdvihujuci charakter socidlnych sieti na realizaciu online referend alebo online
prieskumov verejnej mienky. Deliberativno-digitalny model vnima online priestor ako arénu na
vyjadrovanie réznych myslienok a diskusiu o spolo¢enskych témach. Model digitalnej
demokracie kontraverejnosti, zdérazfiuje moznosti online priestoru, ktoré by v inych médiach
nebolo mozné realizovat. Autonomisticko-marxisticky model je zalozeny na o€akavani, ze
demokratické subjekty vytvoria alternativu S$truktur voéi Statu a korporaciam. Vzhladom
k uvedenému obsahu sa za najfrekventovanej$i model povazuje deliberativno-digitalny, avSak
v ramci poslednych dekad vyvoja sa dava do popredia aj model kontraverejnosti (Jungherr,
2012; Gerbaudo, 2012).

Zakladna analyza venovana participacii v online priestore sa zameriava na dva hlavné
objekty zaujmu, a to samotné vymedzenie pojmu a na druhej strane jeho realne dopady.

Pri prvom objekte zaujmu, hovorime o vymedzeni hrani¢nej linie medzi skuto€nou
participaciou a participaciou v online priestore. Slovami N. Carpentiera (2011) mame na mysli
rozdiel medzi interakciou, ktord vnimame ako jednoduchu online aktivitu za pomoci pouzitia
informacno-komunikaénych technolégii. Na druhej strane autor identifikuje pInu participaciu,
ktora predstavuje Cinnost zameranu na rozhodovaci proces vyzadujicu intenzivnejSie
zapojenie sa. V ramci daného prikladu interakcii dokazeme identifikovat’ formu slacktivizmu,
ktoru sucasné socialne siete ponukaju, pricom pojem stotozfiujeme s falo$nou participaciou.

Za UcCelom dalSieho vymedzenia miery dopadov vplyvu online participacie na
demokratickost politického systému je potrebné sustredit pozornost na tri zakladne premenné.

V prvom rade hovorime o existencii pristupu jednotlivcov k socidlnym sietam.
Odvolavajuc sa na slova J. Habermasa (2000) verejny priestor predstavuje sféru pre zdielanie
réznych nazorovych hladisk. AvSak heterogenita nazorov méze byt obmedzena moznostou
pristupu k informaéno-komunikaénym technolégiam, ktory je rezultatom medialnej gramotnosti
alebo socidlneho kapitalu. V danom kontexte sa socidlne siete stavaju priestorom
s exkluzivnym charakterom, v ramci ktorého identifikujme pristup iba urcitej ¢asti spolo¢nosti.
Nerovny pristup k informaciam prostrednictvom modernych informacno-komunikaénych
technoldgii sa stava zdrojom prehlbovania uz existujlucich socialno-ekonomickych nerovnosti
v spolo¢nosti (Davis, 2010; Norris, 2001; Zillien, Hargittai 2009).

Druhy analyzovany objekt zaujmu sustreduje pozornost na vplyv participacie
prostrednictvom socialnych médii na sudrznost' politickej komunikacie. Na jednej strane je
mozné badat benefity plynice uz zo zmienenej existencie verejnej sféry podporujucej
heterogenitu nazorov. AvSak na druhej strane identifikujeme izolaciu a separaciu ludi
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s podobnymi nazormi (Dahlberg, 2007). Inymi slovami ludia s podobnymi alebo priblizujacimi
sa nazormi vytvaraju uzavreté bubliny, v ramci ktorych nedochadza ku konfrontacii s inymi
nazorovymi hladiskami, ¢o v kone¢nom désledku stoji v protiklade s vy$Sie uvedenou tedriou
J. Habermasa.

Poslednym objektom zaujmu je mobilizacny charakter participacie v socidlnych
médiach. V pripade, ak online participacia tvori predstupen offline participacie, je mozné jej
pripisat mobilizacny charakter. AvSak odvolavajuc sa na F. A. Hirzalla (2010) badame opacny
nazor, ktory hovori otom, Ze online participuju fudia, ktori uz aj predtym boli aktivni.
S podobnym nazorom sa stretdvame aj u A. Davisa (2010), ktory hovori, Ze pre ludi aktivne
sa zaujimajucich o politiku sa inovativne formy komunikacie stavaju zdrojom intenzivnejsieho
angazovania sa. Na druhej strane neaktivna €ast spolo¢nosti je vystavena este vacsiemu
komunikaénému vyluceniu.

Otazkou zostava akym potencidlom disponuju online formy participacie. Odborna

verejnost nam ponuka niekolko uhlov pohladu na zvolend problematiku. V poradi prvym je
nazorové stanovisko priklanajuce sa k pozitivnemu vplyvu online participacie na offline
participaciu, najma v pripade socialnej skupiny mladych ludi. Dokonca identifikujme nazor, ze
socialne siete maju predpoklad ovplyvriovat politicky zaujem u obcanov porovnatelny
napriklad s televiziou (Holt a kol., 2013). S. Boulianne (2011) priznava socialnym médiam este
vacsi vyznam a hovori o ich silnejSom G¢inku na aktivizovanie politického zaujmu v porovnani
s televiziou. Na opacnej strane nazorového spektra stoji S. Vissers akol. (2011), ktory
poukazuje na potencial online médii iba vo forme doplinku politickej komunikacie. Spomedzi
uvedenych najskeptickejSim stanoviskom disponuje J. Vitak a kol. (2011), ktory povazuje
aktivitu v online priestore za mimoriadne povrchnu politick aktivitu a upozorfiuje na negativa
spojené s fenoménom slacktivizmu t.j. politicka aktivita v online priestore s minimalnym
dopadom na spolo¢enskud zmenu.
Nejednoznacnost preukazatelného ucinku online participacie v ramci socialnych sieti na
politickl participaciu vyplyva aj zo skuto¢nosti, Ze na aktivizmus posobi velké mnozstvo
premennych. S. Visseres a kol. (2011) prizvukuje, Ze akakolvek online aktivita ob¢ana je
rezultdtom uz predchadzajucej offline aktivity. Na opacnej strane, zastancovia pozitivnheho
vplyvu online participacie hovoria o sice malom, ale aj tak existujicom u¢inku socialnych sieti
a online participacie na politicki angazovanost jednotlivca (Bouliannne, 2011).

Na zaklade vy$Sie uvedenej réznorodosti nazorového spektra na transformaciu
a nasledny vzajomny vztah medzi tradi¢nou &iZe offline a inovativnou t.j. online participaciou
neexistuje Uplna nazorova zhoda, €o je o.i. rezultdtom miery pozornosti skimania zvolenej
problematiky. Ako sme uz uviedli zaoberanie sa participaciou je dlhodobym fenoménom pre
politolégov i socialnych vedcov a analyzovanie heterogenity participacie v dnesSnej dobe

apeluje na porozumenie novym inovativnym médiam, a to na oboch stranach, prijimatela

114



i poskytovatela. Napriek tomu dokazeme Ciastkové teoretické poznatky aplikovat do praktickej
roviny t.j. do podmienok Slovenskej republiky. Za priklad je mozné povaZovat parlamentné
volby v roku 2020, ktoré disponuju privlastkom mobiliza¢né, pri¢om aktivizovanie voli¢ov bolo
realizované v markantnej miere prostrednictvom online prostredia. Vzhladom k skuto¢nosti,
Ze posledné volby zaznamenali najvy$siu voli€sku G€ast od roku 2002, je mozné povazovat
za jeden z nastrojov zvySenia volicskej Uc€asti, prave rozhodnutie politickych kandidatov
realizovat kampaf za pomoci socidlnych sieti (Kevicky, 2020). Nasledkom celosvetovej
pandémie badame dalsi Specificky znak, a to vyraznu aktivitu politikov v online priestore aj po
skonceni volebnej kampane. Pandémiu neradime k jedinému dévodu vyrazného obsahu
realizacie politiky na socidlnych sietach, ale patri k faktorom, ktoré tomu dopomohli
a vybranym politickym reprezentantom uvedena forma komunikacie vyhovuje. Zaroven je
potrebné zddéraznit, Zze v danej oblasti je nutné, aby sa politici nenechali zmiast’ slackivizmom,
ale apelovali na skutoénu participaciu. Na zvolenom priklade badame paralelu, ale ako
uvadzame vySSie, skimana oblast si zasluzZi dlhodobé analyzovanie dat. AvSak je velmi
pravdepodobné, Ze vzhladom k modernizacnych procesom disponuje online participacia

potencialom dlhodobej existencie a stalej sucasti skimania politického Zivota spolo¢nosti.

Zaver

Procesy a moznosti aktivizovania ob&anov v snahe zvysit zaujem o veci verejné je
dlhotrvajucim fenoménov, av§ak v rdmci poslednych rokov badame ¢oraz silnejsi apel po jeho
naraste. Rezultatom uvedenych skuto€nosti st o.i. aj alternativy, ktoré nam dnes$na moderna
a neustale rozvijajuca sa spolo¢nost poskytuje. Masivny vplyv informa¢no-komunikaénych
technoldgii do vSetkych oblasti Zivota jednotlivca, teda aj participacie, povazujeme za jeden
z nastrojov zvy$enia ob&ianskeho povedomia o veciach verejnych a zaroven ich radime k
jedenému zo spdsobov zabezpecenia transparentnosti a otvorenosti verejnej spravy.

Na zaklade nadobudnutych poznatkov, si dovolujeme tvrdit, Ze stanoveny ciel
prispevku bol naplneny, a to konkrétne prostrednictvom analyzovania tradi€nej a inovativnej
podoby participacie, s upriamenim pozornosti na v su¢asnosti staly charakter vyuzivania
online priestoru za u¢elom podpory aktivizmu a prinavratenia ob&ana blizSie k rozhodovacim
procesom. Zaroverni bola venovana pozornost fenoménu slacktivizmu a naslednému
analyzovaniu dopadov jeho existencie, s bliz§im zhodnotenim jeho moznych pozitivnych
a negativnych sprievodnych javov. Rovnako konStatujeme, Ze doSlo k potvrdeniu hypotézy
a na priklade zvySenej voli¢skej Ucasti v parlamentnych volbach v roku 2020 v podmienkach
Slovenskej republiky sme si potvrdili mobilizacny potencial kampane realizovanej v online
priestore, predovSetkym za pomoci socialnych sieti.

Vzhladom k neustdle sa rozvijajucim modernizacnym procesom sa priklariame

k ndzoru prevazujucich perspektiv vyuZivania online participacie v budicnosti. V kontexte
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sledu poslednych udalosti vo svete je potrebné si pripominat krehkost demokracie, ¢o
potvrdzuju aj slova A. Norval (2016), ktora zdéraznuje skuto¢nost, Ze demokratmi sa stavame

opakovane, svojou kazdodennou ¢innostou.
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Abstract

The paper titled contribution of poverty to environmental degradation examines how
environmental quality has been decreasing in Cameroon, particularly in the North West
and South West Regions. Poverty is the primary attribute of most developing countries;
this study aims at investigating the extent to which poverty can contribute to the continual
uprising of climate change through specific causes like environmental degradation. The
study adopted a a mixed methods approach utilizing quantitative and qualitative methods
of data collection in the North West and South West regions of Cameroon through
interviews and questionnaires. Findings indicate that poverty is among the principal
sources of environmental damage in North West and South West regions of Cameroon.
The paper further found out that poverty has greatly contributed to environmental
degradation as a result of deforestation of existing forests with some statistics of 32.5%.
This is explained by that fact that, the massive rural exodus into urban areas creates
scarcity of suitable land for agriculture. As a result, the population tends to encroach into
the forest thereby destroying the existing ecosystem. Therefore, the efforts to reduce
environmental degradation must be comprehensive enough and the priority of

environmental policies should in the first place, target poverty reduction.

Keywords: Poverty, Environmental Degradation, Pollution

Introduction

Overcoming poverty and inequality is still one of the biggest development challenges
facing economists and politicians both in developing and developed countries. It is universally
acknowledged that success can only be guaranteed by a mix of national and multinational
contributions. It is for this reason that at the Millennium Summit held in September 2000 in
New York, USA, 191 countries with Cameroon present adopted the Millennium Declaration
(Kumase, 2009). The declaration which focussed on issues of peace, security, and
development and covered areas including environment, human rights, and the sound
management of public affairs were worked out into eight major goals and eighteen quantitative
targets to be achieved before 2015 and is now popularly known as the Millennium
Development Goals (MDGS), (UNDP, 2002). With the expiration of the Millennium

119



Development Goals in 2015, the MDGs were later replaced by a more ambitious project
dobbed ‘The Sustainable Development Goals’ (SDGs), also known as the Global Goals. The
Goals were adopted by the United Nations in 2015 as a universal call to action to end poverty,
protect the planet, and ensure that by 2030 all people enjoy peace and prosperity. Among the
eight MDGs, three of them (eradication of extreme poverty and hunger, achieving universal
primary education, and promoting gender equality and empowerment) occupy a central part in
this paper either as important factors determining Cameroon’s progress in meeting up the
MDGs or as the goals per se under analysis (Kumase, 2009). In the same light the 17 SDGs
equally target the same issues which are central to this paper such as in goals one (end
poverty), goal 2 (zero hunger), Goal 4 (quality education) Goal 5 (gender equality) and Gaol
13, 14 and 15 which targets the environment.

In the Encyclical of Pope Francis, the Laudato Sl “Praise be to you my Lord” the Pope
emphasizes the fact that the Planet in which we live is our common house and we all have to
come together to take care of this house. According to this encyclical, this planet which is our
common home now cries out to us because of the harm we have inflicted on her by our
irresponsible use and abuse of the goods with which God has endowed her. We have come
to see ourselves as her lords and masters, entitled to plunder her at will. The violence present
in our hearts, wounded by sin, is also reflected in the symptoms of sickness evident in the soil,
in the water, and in the air in all forms of life. This is why the earth herself, burdened and laid
waste, is among the most abandoned and maltreated of our poor; she “groans in travail” (Rom
8:22)

Traditionally, the poor have been held responsible for causing much of society's
problems, including, more recently, environmental degradation. There has been a conventional
belief that poverty is the primary cause of environmental degradation. The Bruntland
Commission Report, which is acknowledged as the blueprint of environmental conservation,
explicitly states that poverty is the root cause of any environmental problems, and poverty
alleviation should be considered the key determining factor and central condition for effective
implementation of environmental policies (Bijoy et al 1992). In this regard, Jalal (1993), the
chief of the environment department of the Asian Development Bank, says that " it is generally
accepted that environmental degradation, rapid population growth, and stagnant productions
are closely associated with the growing incidence of acute poverty in many countries of Asia"
(Bijoy et al 1992).

Over the years, the paradoxical connection between poverty and the environment has
gained increasing popularity in sustainability and environment literature. Masron and
Subramaniam (2019) believe that poverty alleviation and environmental sustainability are like
"killing two birds with one stone". The nexus between poverty alleviation and environmental

sustainability has emerged to be a debated issue in post events such as the "United Nations
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(UN) World Summit on Sustainable Development” in 1992 and the "UN Conference on
Environment and Development" in 2020 (Cheng et al., 2018). Putting an end to poverty in all
its forms and ensuring environmental sustainability are among the top priorities of the UN
Sustainable Development Goals (SDGs). Although several measures were initiated to achieve
the overly ambitious goal of eradicating all poverty forms, they remained unachieved as the
poverty rate continued to remain high in many underdeveloped countries. The complexity and
significance of the poverty-environment nexus are inextricably intertwined with other
institutional, macroeconomic, and demographic factors (Bijoy et al 1992).

While the world is facing some thriving environmental challenges amidst growing inequality
and poverty, least developed countries (LDC) are more vulnerable to environmental risk than
developed economies. Bijoy et al (1992) posit that LDCs are usually characterized by poor
institutional qualities, low adaptive capacity, and disproportionate reliance on the consumption
of natural resources. They are in need of financial assistance from developed economies to
support their efforts toward the future of sustainable development. In this context, foreign aid
granted by the developed nations to developing countries has played a remarkable role in
developing countries' progress and prosperity. However, in recent times, as environmental
degradation and poverty have emerged in alarming proportions, the aid's objective has
enlarged to fulfilling multiple objectives of the United Nations Sustainable Development Goals
(SDGs) such as eradicating poverty, mitigating environmental risk, ensuring women's rights,
etc. and Cameroon in particular is not left out.

Cameroon is a country that evokes mixed but mostly sad feelings in people. Although
the country is well endowed with natural resources, millions of Cameroonians are languishing
in poverty. The country is one of striking diversity, unfulfiled promise, and tantalizing
potential. Its regions abound in varied geography, climate, people, culture, language,
education, and economic structure (Sikod, 2007). Up to 1985 Cameroon’s economy had
been growing steadily, supported by the agricultural sector. In 1986 the economy suffered a
sharp reversal and GDP per capita declined by 6.3% per year between 1985 and 1993. The
country adopted an IMF-designed structural adjustment program (SAP), in 1988, which was
based on internal adjustments, emphasizing liberalization of economic activity, reliance on
markets, and increased competition and efficiency to reduce domestic costs and prices. As
part of the internal adjustment, civil servants’ salaries were cut by as much as 60%, and
thousands were laid off. Poverty rose sharply between 1986 and 1994. A World Bank study
(1995) showed that even in the capital city of Yaounde, which suffered the effects of the
economic crisis least, the level of per capita consumption was 10% lower than it had been
30 years previously (Sikod, 2007). The number of rural households below the poverty line
rose from 49% to over 70% from 1986 to 1994. In Cameroon, approximately 70 percent of

the population is rural and depends on farming and livestock for their livelihoods. The
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rural population depends on the natural resource base and adopts different resource
management strategies that can either improve or degrade the environment. The study
reported here examines the role of different rural wealth groups in contributing to
environmental degradation in four rural communities in Cameroon. The North West and

South West Regions are the case study for this paper.

1. The Cameroon Environment

The territory of Cameroon extends from Lake Chad south through Sahel and Sudan
savanna into a gallery and semi-deciduous forest, and then the dense, humid evergreen forest
zone. These bands of vegetation run roughly parallel to the southern edge of the Sahara.
Complicating this zonation is the orogenic structure: the uplifting of the basement complex into
crystalline mountains and a major feature of Cameroon is the overlaying of these by basalt and
the creation of volcanic mountains. The parallel zones are broken by these elevation changes
into altitudinally determined, distinct vegetational communities, submontane forests, and
subalpine grassland on the highest peaks (Tchoungui et al 1996).
The country has exceptionally high biological diversity and high levels of endemism. Plant and
mammal endemism is highest in the moist evergreen forest belt along the coast and decreases
as biomes become drier. The geographical distribution of many endemic forest species is very
narrow compared with that of the drier biomes. These conditions make it possible for the
principal economic activity of the human population, agriculture, which also serves subsistence
purposes (along with hunting and trapping). While some export crops are derived from
industrial plantations, the vast majority of cash crops are derived from smallholder farming.
Traditional smallholder farms are less than 2 hectares in area. These occupy 90% of cultivated
areas and supply 90% of agricultural production and 80% of marketed products (Tchoungui et
al). The farming systems are predominantly based on slash-and-burn and bush fire practices.
Traditional farming methods are hampered by limited access to agricultural inputs and
equipment. Some small-holder fishing is done in the inland waters and off the Atlantic Coast.

There is also commercial logging and some petroleum exploitation.

2. Concept Explication

Definitions of poverty really matter. They set the standards by which we determine
whether the incomes and living conditions of the poorest in society are acceptable or not.
Definitions of poverty are also important, as they influence the way interventions and policies
addressing poverty are shaped. Despite this, there is ambiguity as to how the term ‘poverty’ is
used and as a result, a range of definitions exists, influenced by different disciplinary

approaches, world views, and ideologies (Handley et al., 2009).
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Historically, poverty has been defined in monetary terms, using income or consumption levels.
In order to be able to compare poverty levels across countries and over time, those that live
below a given level of income — the poverty line (Ravallion & Bidani,1994) are classified as
poor. Over the last decades, this economic definition of poverty has been complemented by
other approaches to conceptualizing poverty: the basic needs approach, capabilities approach,
human development approach, and multidimensional poverty approach (Handley et al., 2009).
Chambers (2006), a leading scholar on poverty and development, clusters poverty definitions
into four groups:

> Income poverty (or its common proxy, consumption poverty).

> Material lack or want: besides income, this includes absent, limited, or low-quality assets
(such as shelter, clothing, furniture, personal means of transport, radio, etc.). It also includes
inadequate access to services.

» Capability deprivation, refers to what people can or cannot do, or can or cannot be. This goes
well beyond material lack to include human capabilities, such as skills and physical abilities,
and also self-respect in society.

» Multidimensional deprivation, with material lack or want, is only one of several mutually
reinforcing dimensions.

The environment generally means a natural resource base that provides sources (material,
energy, etc.) and performs sink functions (such as absorbing pollution). The term can include
resources that people have relied on and no longer do (either because the resources are
depleted or because they have been replaced by some other resource or technology).
Similarly, it can include things that people do not yet use but could with a change in knowledge
or technology (Leach and Mearns 1991 as cited Bucknall et al 2000). Environmental issues
are often concerned with public or semi-public goods, such as open-access air- and
watersheds or common property grazing land. Some aspects of the environment can also
involve private goods, such as the air inside a place of work or household drinking water. In
this paper, we use the term environment in a broad sense to include these various meanings
of the term (Bucknall et al 2000).

Environmental degradation is a subset of environmental change. The term degradation can be
interpreted in different ways indicating different forms of land use (Blakie & Brooklield 1987).
As a working definition, in this paper, we use the term environmental degradation to imply:
Depletion: damage to a natural resource system, which affects present or future human needs
negatively. This harms welfare indirectly by reducing productivity.

Pollution: leading to damage to human health or decline in the capacity of the environment to
sustain natural systems. This harms welfare directly (Bucknall et al 2000).

Environmental degradation is an umbrella concept that covers a variety of issues including

pollution, biodiversity loss and animal extinction, deforestation and desertification, global
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warming, and a lot more. Environmental degradation is the deterioration of the environment
through depletion of resources such as air, water, and soil; the destruction of ecosystems, and
the extinction of wildlife. It is defined as any change or disturbance to the environment
perceived to be deleterious or undesirable. Environmental degradation is one of the ten threats
officially cautioned by the High-level Panel on Threats, Challenges, and Change of the United
Nations. The United Nations International Strategy for Disaster Reduction defines
environmental degradation as "The reduction of the capacity of the environment to meet social
and ecological objectives, and needs". Environmental degradation is of many types. When
natural habitats are destroyed or natural resources are depleted, the environment is degraded.
Efforts to counteract this problem include environmental protection and environmental
resources management

This study, therefore, adopts the definition of poverty by Ravallion (1992) meaning
being unable to afford to meet the minimum needs that are deemed reasonable by the
standards of the society in question (Ravallion, 1992). Our definition of poverty implies there
are needs for basic goods and services alongside social participation. The cost of a minimum
standard of living within any society depends on:
(a) the extent to which goods and services are provided by the state or the market;
(b) social norms;
(c) the price of food and other goods.

These can each change over time, meaning poverty also changes with the wider
economic context. So, participation includes being able to conform to minimum norms such as

buying birthday presents for relatives or social activities for children

3. Methodology

This study adopted a mixed method approach using interviews and questionnaires. A
research design is an overall plan for conducting research (Creswell, 2014). The quantitative
research design was used to collect data from the field through the use of questionnaires while
the qualitative approach made use of interviews for data collection. The quantitative approach
provides numeric descriptions of some parts of the population and avenues for research
instruments such as questionnaires and observations to be used for data collection, which can
be generalized to the entire population.

In addition, the study made use of participant observation to understand how poverty
has caused environmental degradation. The study population for this study was therefore
made up of scholars, environmental experts, and climate change experts randomly drawn from
the North West and South West regions of Cameroon. A total of 50 questionaries were
administered to the remote areas of the North West and South West regions of Cameroon,

while six persons were interviewed with three drawn from the South West and North West
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regions respectively. Out of the 50 questionnaires sent out to be administered, 50 were
returned giving a response rate of 100%. Data obtained from questionnaires were analyzed
using the Statistical Package for Social Sciences (SPSS) Version 24. The data were inputted

into this software and analyzed in terms of percentages and charts

4. Findings and Discussion

According to Kumase, (2009), the incidence of poverty (Po), indicates that about 41%
of the population of Cameroon lived on an annual adult equivalent expenditure of fewer than
232 547 FCFA in 2001. A total of 18.5% of the urban, as well as 43% of the semi-urban
population, lived below the poverty line. As expected, the incidence of poverty was highest in
the rural areas with about 69.3% of the population living below the poverty line. With a
population share of 33.62%, the rural population contributed 57.12% to national poverty (PO)
(Kumase, 2009). Due to the high incidence of poverty and the depth of poverty existing among
the rural poor, rural areas accounted for about 64.05% of the total poverty gap though they
only had a population share of 33.62%.

The first interviewee from the North West region posits that due to rapid urbanization,
the big cities and their inhabitants come across several economic, social, and human losses
from environmental risks. Environmental degradation continues to rise as many vulnerable
populations and assets are exposed to climate extremes. The Sub-Saharan region is expected
to experience some of the worst consequences of urbanization on the climate risks, as the
area is characterized by inadequate adaptive capacity among the urban populations. He
further asserts that poverty has been behind environmental degradation in the North West
region and suggests that there exist bidirectional causal relationships between poverty and
environmental degradation. Poverty and environmental degradation can feed each other in
some kind of cumulative causation process, and this mutual relationship leads to a downward
spiral of poverty and environmental degradation. Exposure to extreme environmental risks can
force the poor to migrate, creating more poverty. Thus, poverty is the main starting cause of
this vicious circle, and therefore, he advocated that in order to reduce environmental
degradation, it is imperative to reduce poverty first.

The second interviewee posits that Air pollution is another way in which poverty
contributes to environmental degradation. Poor communities like the North West region of
Cameroon lack the proper knowledge when it comes to production techniques. Thus, the ways
in which they use resources to help them survive are harmful to the resources around them,
and ultimately the world at large. Air pollution is one of the major consequences of poor
production techniques while water pollution is a result of poor water management, once again
due to lack of knowledge. Water pollution affects so many things beyond the poor community

itself.
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Those interviewed in the South West posit that the increasing rate of urbanization and
population in the North West and South West regions of Cameroon has led to the rise of
poverty which is greatly contributing to environmental degradation. In recent years, many
fellows from the rural area have always developed the mentality that there is much money in
the urban areas and for that reason, there is a huge movement from the rural areas to the
urban areas. Once their needs or interest are not met in the areas that they have moved to,
they are forced to engage in activities that will not be suitable for the environment thereby
degrading the ecosystem and causing different global problems like climate change, and global

warming.
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Figure 1: The different activities caused by poverty which has contributed to global

warming

According to figure 1 field investigation carried out in the South West and North West of
Cameroon shows that poverty has greatly contributed to environmental degradation as a result
of deforestation of existing forests with some statistics of 32.5%. This is largely because when
rural people leave the rural areas and move to town, they cannot acquire suitable land for
agriculture, and as such tend to encroach into the forest thereby destroying existing
ecosystem.

The survey carried out in the two regions indicates that overpopulation, land disturbance,

deforestation, and landfills are represented above as a result of poverty.
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Result statics from the field as represented in figure 2 on the causes of the environmental
degradation indicate that overpopulation represents the highest percentage of 35% in the
figure. Population especially in urban areas comes as a result of poverty in the rural areas of
the North West and South West Regions. Deforestation which comes as a result of poverty
represents 30.1% as per the above figure. This representation is a result of rural migration to
urban areas because of poverty which resulted in deforestation. Landfills, land disturbance,
pollution represent 19% ,10% and 5.9% respectively.
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Source: Field Survey 2022
The results from the field revealed that there are certain solutions to reduce
environmental degradation caused by poverty. In figure 3, the inhabitants of the North West
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and South West propose that there should be reduced deforestation as represented by 30.9%,
ecological consciousness 21.3%, 20.8% as government regulation, Reuse, Reduce and
Recycle with 17% and 10% representing Education and sensitization solutions.

The inhabitants of the South West and North West, rich or poor, consume water, food,
and natural resources in order to stay alive. All these economic activities are directly, indirectly,
or remotely based on natural resources and any pressure on natural resources can cause
environmental stress. Environmental damage can prevent people, especially the poor, from
having good and hygienic living standards. As poor people rely more directly on the
environment than the rich for their survival, they are mostly on the receiving end of
environmental problems.

Poverty often causes people to put relatively more pressure on the environment which
results in larger families (due to high death rates and insecurity), improper human waste
disposal leading to unhealthy living conditions, and more pressure on fragile land to meet their
needs, overexploitation of natural resources and more deforestation. Insufficient knowledge
about agricultural practices can also lead to a decline in crop yield and productivity etc.

On the other hand, environmental problems add more to the miseries of poor people.
Environmental problems cause more suffering among them as environmental damage
increases the impact of floods and other environmental catastrophes. Soil erosion, land
degradation, and deforestation lead to a decline in food production along with a shortage of
wood for fuel contributing to inflation. In short, the worst consequences of environmental
deterioration, whether they be economic, social, or related to mental or physical wellbeing, are

experienced by poor people.

Conclusion

More rigorous efforts should be undertaken by the governments of all countries to
eradicate poverty and in turn, to save deprived people from the dreadful implications of
environmental damage. There should be more collaborative partnerships among all sections
of the society so that even the people living in poverty are linked to the world through their
participation in social, political, and economical spheres along with their active participation in
environmental regeneration. This paper strongly believes that there cannot be any

environmental solution without alleviating poverty in the society.
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Socialna ekonomika a socialne podnikanie

Lenka P¢olinska

Problematika socialnej ekonomiky a socialneho podnikania, ako jej realizacného
nastroja, je uz kone¢ne akceptovana a pozitivne prijimana aj na Slovensku. Prispeli k tomu
viaceré faktory, ako aktivity akademickej obce, neziskového sektora, ale predovSetkym
nasledné legislativne kroky od roku 2008-2010 a 2018 po prijati zakona ¢. 112/2018 Z.z.
o socialnej ekonomike a socialnom podnikani.

Vyborne hodnotim napisanie vysokoSkolskej uebnice od autorky, ktora tu vyuzila svoj
vedomostny potencial o socialnej ekonomike z viacerych pedagogickych, publika¢nych a
projektovych skusenosti. Je to prvy vystup v tejto forme publikacii.

Obsahova S$truktura a napli ucebnice zodpoveda miere poznania danej problematiky
doma a v zahraniéi. U¢ebnica je rozdelena do deviatich kapitol. V prvej kapitole sa autorka
podrobne venuje vyvoju socidlnej ekonomiky v zahrani¢i ana Slovensku a zakladnej
terminoldgii socialnej ekonomiky. V druhej kapitole autorka zdérazfuje vyznam socialnej
ekonomiky najma v situaciach zlyhania trhu, kedy sa najviac preukazuje potreba socialno-
ekonomickych rieSeni problémov ako socialna exklizia, nezamestnanost, ¢i chudoba. Tretia
kapitola sa venuje etickym principom, ktoré je potrebné uplatfiovat aj pri podnikani a realizacii
ekonomickych ¢innosti. Vo Stvrtej kapitole autorka vymedzuje pravne formy socialnych
podnikov na Slovensku i v zahrani¢i a popisuje ciel, objekt, zasady a principy socidlneho
podnikania. Piata kapitola obsahuje vymedzenie legislativnej Upravy sociélnej ekonomiky
a socialneho podnikania na Slovensku. V Siestej kapitole autorka popisuje financovanie
a formy podpory socialnych podnikov. V siedmej kapitole sa venuje vymedzeniu obecného
socialneho podnikania a jeho vyznamu na Slovensku. V 6smej kapitole autorka prezentuje
model zaloZenia socidlneho podniku, ktory méze byt praktickym nastrojom pri zakladani
socialnych podnikov. Tému socialnej ekonomiky zakonéuje autorka deviatou kapitolou, kde
poukazuje na prileZitosti a limity rozvoja socialnej ekonomiky na Slovensku. V publikacii
autorka vhodne vyuZila viacero vedeckych metéd, priom grafické metody adekvatne dopifiaju
teoreticku cast.

Prinosom autorky je spracovanie témy Stylom zrozumiteflnym Studentom a nielen
vedeckej a odbornej komunite. Vhodny sumar otazok a zoznam literatiry na konci kazdej
kapitoly uéebnice st nasledne aj dobrym materidlom na zamyslenie sa o ¢om vlastne socialna
ekonomika, socidlne podnikanie a socidlny podnik pojednavaju a aku filozofiu podnikania

akcentuju.
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