New economy and manager behaviour changes

Nova ekonomika a zmény v chovdni manaZerii.
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Abstract: Thearticlereflectsrecent developmentsin factors affecting business behaviour both externally and internally. Derived
form these changes, business managers' competences are assessed in accordance with changing requirements on managers’' behav-
iour. Competences are then described in terms of specific and technical competences.
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Abstrakt: Piispévek je zalozen na analyze vyvoje faktord ovliviiujicich chovani podnikd, a to jak z vné&jsiho, tak z vnitiniho

prostiedi. Na zakladé téchto zmén jsou zhodnoceny kompetence podnikovych manazerd s ohledem na pozadavky na cho-

vani manazert. Kompetence jsou dale popsany v ¢lenéni na specifické a technické kompetence.
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INTRODUCTION

The current management has been affected in two di-
rections, which are mutually intertwined and conditional
of each other, i.e. new economy and globalization.

The new economy has become an accepted notion
having overcome objections and non-transparency of the
fact itself. It is linked with such notions as leadership,
strategic management, thinning, abolition of the organi-
zation go-betweens, aggressive marketing, total quality,
but mainly it is a matter of change of social attitudes,
personal culture, value orientation, change in the discov-
ery, development and application of human resources. It
is the economy of knowledge or know-how. It is the third
type of economy.

After the economies based on
—natural production and change,

— capital and the market, it isthe economy where
—the key factors are knowledge, education and intellec-
tual work.

The new economy on the enterprise level is character-
ized by three groups of changes:

1. Transformation of organization activitiesinto creative
activities. Managers are characteristic of excessivecre-
ative energy.

2. Competitiveness is subject to innovation particularly
in new structures, process arrangements, lifting out-
dated methods, techniques, habits, and the transition
to new productive methods and processes including
e-commerce, e-business, etc.

3. Knowledge asabasic standard of new economy iscom-
plemented by attitudinal, intellectual and cultural po-
tential. It is a combination of personal qualities, such
asthe sense of new approach behaviour, sense of team-
work, sharing knowledge and information, solidarity
and cooperation, honesty, open-mindedness, word-
weight, etc.

Requirements of a 21* century manager are based on
the processes of globalization and internationalization.
Changes of the environment are calling for changes in
the behaviour of managers and their competences. The
managerial behaviour dimensions are also affected by
the managers” education and their threshold and perfor-
mance competences. The development trends of such
competences include the complementation of profession-
al and methodological competences by those of social,
cultural, action and creative character. The suitable envi-
ronment is then characterised as a learning organization.

The society between the two millennia is saturated with
information particularly in the economic — entrepreneur-
ial environment. The information has become a commod-
ity and without its proper processing, it is impossible to
achieve success, efficiency, competitiveness, both at the
individual and enterprise and national levels.

Each product or service comes to the consumer along
a trajectory of changes. They increase their value, which
becomes a measure of success, efficiency and competi-
tive advantage. The higher the information input in the
product or service, the higher the information value.

In the EU conditions, every manager has understood
that the production of values through a controlled pro-
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cess of changes along the value chains has been a basis
of entrepreneurship, and the volume of realised values,
measurable using the economic value added (EVA), has
been a measure of success.

OBJECTIVES AND METHODS

The objective of this presentation is a formulation of
changes of the external and internal environment of en-
terpreneuring subjects within the European scale, and
the characteristics of managers of such enterpreneuring
subjects. The character of the changes and the descrip-
tion of the requirements of the managers are the result of
the analysis of the managers” work in the Czech Repub-
lic but even in the EU as a part of the research pro-
grammes, doctoral and dissertation works and the
activities of the consultancy centre at the Faculty of Eco-
nomics and Management of the Czech University of Ag-
riculture in Prague.

RESULTS AND DISCUSSION

Enterpreneuring subjects environmental change
characteristics

The Czech Republic’s entry to the EU, the process of
globalization, marks the difference in thinking and behav-
iour of workers and managers coming from different cul-
tural environment. The fundamental pre-condition of
success is the tolerance of different cultures based, at
the beginning, upon the managers’ forbearance and tol-
erance leading towards the understanding and accep-
tance of the different cultures.

The change of a local manager into a global one requires:
—the knowledge of the international environment of the

enterpreneuring subjects,

—the success of the enterpreneuring subject and the
knowledge of trendsin the given industry,

—meeting the “global” (global culture) characteristics of
amanager who
— has |eadership and visionary qualities,
—isanexamplefor others,
— can implement changes,
— can communicate correctly,
—isable to motivate others,
—isemphatic and ethical.

— the change of the model 80 : 20 (knowledge and expe-
rien-ce) : (communication and coordination) to the mod-
el 20: 80 (experience) : (culture, habits, competence).

Phasing a modern manager’s behaviour under
the EU conditions
The value orientation and norms of behaviour can be

the starting point for the following managerial behaviour
dimensions:
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1. Universalism and particularism

a) Universalismischaracteristic particularly for European
changes and the USA, and it is characteristic of con-
sistent application of rules, laws and regulations re-
gardless of the participants and the changing
conditions.

b) Particularism, typical of Russia, Japan, Chinaand oth-
ers, emphasi zes unique character and exceptions.

2. Individualism and collectivism

a) Individualism, typical of the USA, Canadaand the West
European countries, emphasizes individual personal
identity and puts it above the shared group identity. It
points out freedom of the individual, equality and in-
dependence. Workers are recruited and promoted ac-
cording to their qualification and personal merit; their
motivation prefersindividual merit combined with del-
egated decision-making authority.

b) Collectivism, gpplied mainly inthe Asianand Latin Amer-
ican countries, emphasizes harmony and subordinates
individual intereststo those of thewhole, Personal iden-
tity is bound together with group identity; recruitment
is based on group membership and their age.

3. Emotional and neutral attitude to people

a) Emotional attitude, typical of the cultures of the Mid-
dle East, Latin American and South- and East-Europe-
an countries, is characteristic of lively gesticulation,
mutual touching, raising the voice, preferring arela
tionship required for business relations. Emotions are
not shown.

b) Neutral attitude to people, typical of the Nordic na-
tions, Americans, follows the given objective and ful-
filling the task. It does not emphasize permanent
relationships with positive emotions.

4. Specific and diffusion orientation

a) Specific orientation (USA, Australia, Canada, Northern
Europe) follows the task, objective, function, authori-
ty, appreciation. The authority islinked with afunction
job, and it does not prefer attributes except at the work-
place. Speedy fulfilment of tasksisa priority without
any long-term relationships.

b) Diffusion orientation (Asia, Latin America, Southern
Europe) respects formal qualification, prefers human
relationsto economic relations.

5. Status admittance

The status is much more respected in the Czech Repub-
lic, Austria and Germany than in the USA, Canada and
Australia.

6. Time management

a) Thelinear and sequential relationship, typical for West-
ern and Central Europe, North America, Australia, re-
spectsthe value of time, wasting timeisnot acceptable,
accuracy isimportant.

b) Synchronous concept, applied in Latin America, the
Arabworld, in Southern Europe, alowsfor doing sev-
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eral things at the same time both as a matter of fact or
time, the accurate timetable is not respected, time is
less valued than relationships.

The 21* century, the processes of globalization and the
knowledge society, formulate the requirements of new
managers, workers who are generally well educated and
having key competences. Special and technical require-
ments are quickly outdated by coherent thinking, willing-
ness and ability to learn, independence, communicative
and emotional intelligence, and particularly by personal
flexibility, that is creativity supported by strong self-
motivation.

A number of factors affect the change of the require-
ments of modern managers, and among these are partic-
ularly:

— internationalization and globalization of management
processes,

— growing worldwide competition,

—technological changes,

— diminishing resources,

— changing hierarchy of values,

—increasing requirements of theliving environment (ecol-

ogy),
— increasing requirements of product and food quality.

Equally important, besides the professional technical
and methodological qualification, analytical and systems
thinking, and mastering specific competences (e.g. work
with new media), are the following:

—social and personal competence, i.e. communication
skills, listening, empathy, teamwork, flexibility, mobility,
strong will, creativity,

—cultural competence, besides general education and
knowledge of social, economic and political context in-
cluding also knowledge of other cultures and ability of
adapting to international conditions,

— action competence, including ability to accept challenge
and responsibility, and ability to realizethe given tasks
in practice.

The structure and history of the mentioned require-
ments can be expressed in Figure 1.

The given context indicates the importance not only of
the specific education but also of the life-long education.
In this connection, the UNESCO has formulated 4 dimen-
sions of education in 21* century:

1. Tolearnto acquire knowledge, i.e. the ahility of think-

ing and concentration related to practical experience.

2. To learn to act, realize the knowledge in innovations

and support teamwork.

3. To learn to co-exist both in the national and within the

international context.

4. Tolearnfor life, creating the spiritual framework of un-

derstanding the world.

Besides the manager behaviour dimensions and those
of education, it is possible to distinguish, as developing
the work of R.E. Boyastiz, even the threshold and perfor-
mance competences.

a) Threshold competencesrepresenting fundamental qual-
ities of amanager with no causal nexusto management
efficiency:

1. Application of function position to subordinates
2. Adequate self-assessment (awareness of own
strengths and weaknesses)

cQ

Structure AQ
of
competence EQ
requirements

EQ

1Q
1Q
1Q

Time H-1, 20" H-2, 20" century 21% century
periods century

Figure 1. Structure of required competences

1Q = business-like, technical and methodological, analytical and systems specific abilities,

EQ = social and personal competences, cultural competence
AQ = action competence
CQ = creative intelligence = 1Q + EQ + AQ
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3. Positive mood (optimism, adding self-confidenceto
others)

4. Ability of communication, decision-making

5. Logical thinking

6. Specific knowledge and skills

7. Teamwork-style management.

b) Performance competences are inevitable in the fulfil-
ment of higher management performance, and among
these are;

1) Orientation at job (function) ranking
2) Identification of decision-making problems
3) Orientation at productivity
4) Pro-activity, i.e. orientation at achieving goalsand
practical orientation
5) Conceptualization, i.e. formulating characteristic
decision-making situation features
6) Self-confidence
7) Ability of successful verbal communication
8) Creating efficient power alliances
9) Group process management
10) Objective perception of objectivereality
11) Sdlf-control
11) Sufficient energy and adaptability.

CONCLUSION

Requirements of a 21 century manager have been
changing substantially. They are affected mainly by the

processes of globalization and internationalization. That
is why they must include the knowledge of the changing
environment, and they develop even within the manag-
er’s phase-space behaviour, and they are expressed in
the manager’s competences. Their fulfilment is a measure
of a manager’s success.

However, it still holds that successful management
means knowledge, will, ability and pace-keeping.
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