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ABSTRACT

Human capital is a collection of attributes andIlskhat can be used to create future income
both for the company and the employee. It shouldthbationed that the owner of this capital
is always employee because his knowledge, experiand skills are the foundation. In this
context, the process of appropriate developmerbofpetences of employees and the use of
appropriate motivational techniques to enable ttivation of this potential gains minor
importance. In the wider context human capital ast pf the intellectual capital which also
covers structural capital and capital market corrgganThe article presents the results of
research concerning the relationship between fonicty of a competence management
system and the value of human and intellectualtaapi enterprise. At the same time an
attempt to characterize the most important elemehts competence management system
which have greatest impact on the increase in v@lugellectual capital was made to.
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INTRODUCTION

Intellectual capital is a relatively new conceptidéf work on this issue started only in the
nineties of the twentieth century.Intellectual ¢abis widely defined in literature. Some
authors said that it is the knowledge that allowstransform raw materials into more
valuable, capable of achieving a specific finaneale (Stewart T.A., 2001). Other authors
perceive intellectual capital as the relationshgpneen human capital, customer capital and
organizational capital, which maximizes the orgatian's potential for creating a value
(Bukowitz, Williams 2000). There is also approatétiag that intellectual capital is created
by knowledge and skills that individual employeemtcbute to the enterprise (Olsson
1998)Also there are no consensus on the elemeriteeahaintenance of intellectual capital.
In one view as intellectual capital components igentioned knowledge, experience,
organizational technology, good relations with oustrs and any skills that may be used to
build competitive advantage.There is also anotiewr distinguishing such components of the
capital as human capital (talents), structural tehpimethodology, intellectual property,
software, documentation, etc.) and customer cafuliaint relationships).

According to the common view, intellectual capibgicomes a priority productive factor and
an important determinant of technological progrdsss view is confirmed, for instance, by
the successes of the knowledge-based economy, wi@aebry 2001: 73):knowledge
constitutes the most valuable resource,the highestpetitive potential is possessed by
products whose main component is knowledge,fromrgral production factors, human
capital undergoes the largest changes. So it isfitapt to get properly deep knowledge of the
problemand the relationship between it and othenpmments and systems in the enterprise.
However, this causes many problems to researchiesdifficulties in examining intellectual
capital are associated with the features that cleniae it. As Rowiska-Fronczek states
(Rowinska — Fgczek 2003: 129)intellectual capital is charactetibgy an immaterial form,
non-measurability, uncountability, not allowing ells to be subjected to accounting
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appraisal,not undergoing wear, possible to be sanabusly used at many places and for
different purposes.

The recognition of intellectual capital and knowgedas a primary enterprise resources must
involve the introduction of a completely new apmiod@o business management. Traditional
organizational structures and the related divistdnduties and responsibilities does not
properly support the of pro-innovation activitids.these models, expertise, and particularly
the manner of its use, are reserved for manageremployee may participate in the decision
making process, but always the final sentence lgslda superior, which give instructions
through the prism of knowledge and experience. &islkole is thus largely passive, lack of
mechanisms for encouraging him to greater openrsessage in analyzing problems and
finding solutions. Leader (supervisor) should ast aa partner, advisor, to motivate the
employee to release the potential. The employeelghtherefore, not only take a ready-made
solutions, but rather actively participate in deyp#hg them. An interesting view on this
subject has Hedlund, who stated that the hieraatfaecm is inefficient due to the fact that its
construction of the branches. This design makesa#ty to carry of internal controls and
regulations, but does not provide an adequate lefvéhtegration between different units.
Top-down financial discipline can result in the alry between the branches, creating
additional levels of hierarchy, and ultimately dhsightedness and opportunism. Hedlund's
proposed structure of "N - form" assumed the suppr the parallel channels of
communication, and temporary and easily createpg,0sp as it lead to the effective combine
of knowledge, rather than its further division.tms structure the leadership has to play a
catalytic role for lower and middle level personnel

MATERIAL AND METHODS

The research was carried out on a sample of seder&n enterprises representing different
technological areas, conducting either productiosesvice activity. The analysis was made
in two stages. At the first stage, a questionnsumyey was done, which includes 24 questions
concerning the spheres of competency and inteéctapital management. The questions
were of a close or semi-open nature. At the secdade, after making the preliminary
analysis of the acquired data, interviews with celé managerial staff members were carried
out in order to qualify the obtained responsesdaaify any ambiguities arisen. This research
scheme allowed higher credibility of the resultsbt achieved and provided an adequately
large information set that enabled the problem ustely to be examined in detail.

RESULTSAND DISCUSSION

The first element subjected to analysis was thesdégnce of the degree of utilization of an
enterprise's competency management system on tieepese's size. The survey, whose
results are presented in Figure 1, has alloweckrgiffces in the system's utilization to be
observed between individual groups of enterprisBEse intensive use of the system,
manifesting itself in its influence on strategiccidgons, was declared most often by large
enterprises (8 out of 20), whereas in small- andiome-sized enterprises this did not occur
almost at all (3 responses for each group). Exammadone using the chi squared
independency test (at a significance level of Odldl)not show any significant relationships
between the enterprise size and the extent of fuf® @ompetency management system.
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Figure 1. Characteristics of relations betweersize of the company and the role playec
the competence management sy:

Depending on the type of conducted activity, thepsc of required competencies
significantly differ. Normally, production enteipes are characterized by a consider
larger number of technical competencies, which areeeitlirectly or indirectly connecte
with conducted work processes. Therefore, theyirequcompetency management apprc
that will be much stronger correlated with the nfanturing technique and tecology in use.
The survey showed that a vast majority of enteggrisonducting service activity report
either low or considerable use of the system (73.8%hile in the production enterpri:
group, a much greater fraction of extreme responses fouid, namely: an insignificant ro
(19%) and a very high role (24%). However, thetrefeships found were too weak to allc
one to identify a correlation between the type ohducted activity and the extent
utilization of the competency management sm.
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Figure 2. Characteristics of relations betweemidtere of the activities carried out by 1
company and the role played by the competence neamagt syste

Competency management plays a particularly importaa in highly diversified enterpris.

In order to properly fulfil the goals, the orgartina's efforts oriented towards expanding
sphere of activity by extending the product range, acquiring new sapplnd customer
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implementing production methods different from thassed so fi, etc., require that tF
organization has employees who are distinguisheiddy skills. An interesting aspect of t
research was, therefore, to determine the poterglationships between the degree of
enterprise's diversification and the extef its utilization of the competency managem
system. The data in Figure 3 shows some differetc@scur between individual groups
enterprises; however, it does not allow the occweeof any significant correlations to
found.
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Figure 3. Charderistics of relations between the scope of difieedion of the company ar
the role played by the competence management s

The process of building intellectual capital andaleping competencies usually requires ti
and considerable patienceoPessing of knowledge and experience acquired lngarprise
during the course of its activity is initially aosV process. Only developing appropri
mechanisms and implementing proper knowledge aitigquis processing and disseminati
methods and témiques will enable the intensification of the ll@etual capital growth. Th
survey results shown in Figure 4 indicate the eris¢ of some regularities. Enterprises
better development level, thanks to a more completerstanding of the specity of their
activity and a fuller identification of the marketquirements, would usually declare a wi
use of the competency management system. The kdge/lacquired from their previol
activity enabled them to understand the importafa@®ntinuois development and seeking
adjust themselves to the market needs. The competeanagement system was regarde
those enterprises as an essential element allothimgheeds of the customers to be be
fulfilled, thus increasing the level of theirtisfaction and loyalty to the enterprise. Howe\
the identified relationships proved to be too weaknable one to determine the existenc
a significant correlation between the enterpriags and the extent of use of the compete
management system.
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Figure 4. Characteristics of relations betweeratle of the company and the role playe(
the competence management sy:

An important aspect of the research was the attéongdtermine the relationship between
development level of theompetency management system and the role thaays pn ar
enterprise and the concept of intellectual capEaiamination made using the chi squs
independence test (at a significance level of Orétgaled a relationship (the Pearson inde
a lewel of 0.39) occurring between the extent of the get@nce management system's use
the enterprises' attitude to the intellectual @pbncept. The data represented in Figu
allows one to observe an increase in the awardaeskin respect otfhe intellectual capite
notion in those enterprises that are more strogghred towards developing their employ:
competencies. This is an expression of grater ogeoii these enterprises to the importanc
intangible assets and the methods of use for increasing the overall performal
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Figure 5. Characteristics of relations betweerrdhe played by intellectual capital in t
company and the role played by the competence neamaf systel

The way of approaching the competency managesystem in enterprises was also reflec
in the nature of the decision about the implemematf the intellectual capital managem
system. A relationship occurring in this contextswlaund, as expressed by the Pea
correlation index at a level 0.31. From the data in Figure 6, a clear differaencattitude car
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be observed between individual enterprise groupe percentage of intellectual capi
management system implementations in enterprisés tighly developed competen
management was deitely greater. Eleven of fourteen firms declgrithe strategi
importance of the competency management systemnmglemented an intellectual capi
management system (at the same time, they comstingarly 46% of the whole of firms wi
a positivedecision about the system's implementat
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Figure 6. Characteristics of relations betweemtiteire of the decision of the implementat
intellectual capital management system and theplalged by the competence managen
system

A confirmation of these findings are the resultgh# analysis of the relationships occurr
between the nature of the decision about the euelhl capital management syst
implementation and the declared magnitude of tliecefof the competency rnagement
system on the enterprise's performance. From tteestteown in Figure 7, a distinct tendet
to increasing the percentage of those firms thae henplemented the intellectual capi
management system as the declared effect of thg@etemcy margement system on tt
enterprise's effectiveness increa
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Figure 7. Characteristics of relations betweemtiteire of the decision of the implementat
intellectual capital management system and theddilee impact of a competen
managemersystem for business performance
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CONCLUSION

The proper utilization of employees' competenciak lwing about a series of potential
chances and opportunities - especially in the splo¢rintellectual capital. It allows fuller
identification and understanding market mechaniamg relations occurring in the market
(employees with a larger store of knowledge morascmusly and analytically perceive
phenomena in their working and social environmehtgnables better understanding and
fulfilling the customers' needs and, as a resulin@e personalized approach to strategic
customers. It ensures a better knowledge of predantl service, increasing thereby the
chance of improvements and innovations coming ib&ng. It also allows a more
professional approach to contractors, which cowldtribute to the increase in the level of
their confidence and loyalty to the enterprise.elch of the aforementioned areas, the
employees have the capability not only to use tready possesses competencies, but also to
extend them or acquire new ones. By properly mamgagind disseminating the acquired
information and knowledge, the enterprise can diive intensification of the positive
behaviours of its employed people and the contisuemhancement of their competencies.
The effect of this process can be the emergenaeewf strategic solutions not identified
previously or impossible to be used

At the same time, the enterprise's management globesirly identify the reasons behind the
implementation of the competency management systeras to obtain the complete certainty
about the justification for this action, and thosproceed with developing the system's bases
with full confidence. Obtaining answers to someibgsestions will be helpful here:

— why does the enterprise wish to execute this peitébe reasons for commencing the
work may be either internal or external in chargdtee first group can include, above
all, elements related to the market position, imdgegaining strength, the customer
service level, the effectiveness of acquiring newstemers, or the effectiveness of
activities in marketing in its broad sense; in $lkeeond group, the key role is played by
factors, such as the effective use of accumulatedam capital, increasing the degree
of employee integration with the enterprise's gomgroving the economic results,
and the increase in the number of innovations);

— will the system implementation contribute to gagieconomic or non-financial
benefits by the enterprise? (expected benefitsldimieasily identifiable, clear, and —
preferably — easily measurable, so as to allowstl®sequent verification of achieved
goals against the original assumptions);

— what specific effects, and in what areas of fumgtig and on what scale, are expected
by the management? (attaining a high level of tiéti of prepared forecasts is of
key importance, because of not only the propercation of resources, but also
employee morale - too low actual effects comparedihe planned ones might
discourage part of the people from further actigdipipation in initiatives of a similar
nature); and

— what is the level of enterprise preparedness formsencing the work (the realistic and
objective assessment of the enterprise's capabilis essential, as it influences, for
example, the date of starting the work, the woikpgg or the participation of external
entities, as necessary).
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