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Abstract
Object of research

The subject of this research is the issue of the determinants and needs of individual employees in
building the competitive advantage of modern companies in connection with the development of
human capital in the global environment of the organisation.

The authors of the publication analyse the methods of building competitive advantage of contemporary
enterprises on the basis of empirical research defining the role of human capital in this process. The article
addresses the issue of human capital management and its impact on the development of competitiveness
of organisations and the environment of contemporary enterprises. The objective was realised on the
basis of a search of domestic and foreign literature, remaining in direct relation to the topic of the study
and own research on the basis of a selected group of respondents.

Research objective

The main objective of the study is to present selected aspects of building and managing human
capital in the individual aspect and in the social and professional environment. An analysis of the
role in the development of creativity and building human capital as factors influencing professional
and social activity was conducted. On the basis of the conducted own research, what directions of
development and methods of building human capital to ensure competitiveness in the global market
were discussed.
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Streszczenie
Przedmiot badan

Przedmiotem badan jest zagadnienie uwarunkowan i potrzeb poszczegdlnych pracownikéw w budowaniu prze-
wagi konkurencyjnej wspdtczesnych przedsiebiorstw w powiqzaniu z rozwojem kapitatu ludzkiego w globalnym
otoczeniu organizacji.

Autorzy publikacji analizujq metody budowania przewagi konkurencyjnej wspdtczesnych przedsiebiorstw
na podstawie badan empirycznych okreslajgacych role kapitatu ludzkiego w tym procesie. Artykut podejmuje
problematyke zarzqdzania kapitatem ludzkim i jego wplywu na rozwoj konkurencyjnosci organizacji i otoczenia
wspotczesnych przedsigbiorstw. Cel zostat zrealizowany na podstawie kwerendy literatury krajowej i zagranicznej,
pozostajqcej w bezposrednim zwigzku z tematem opracowania oraz badan wlasnych na podstawie wybranej grupy
respondentow.

Cel badania

Gtownym celem opracowania jest przedstawienie wybranych aspektow budowania i zarzqdzania kapitatem ludz-
kim w aspekcie indywidualnym oraz w otoczeniu spoteczno-zawodowym. Przeprowadzono analize roli w rozwo-
ju kreatywnosci i budowaniu kapitatu ludzkiego jako czynnikow wptywajgcych na aktywnosé zawodowaq i spotec-
znq. Na podstawie przeprowadzonych badan wlasnych omowiono, jakie kierunki rozwoju i metody budowania
kapitatu ludzkiego zapewniajq konkurencyjnosé na rynku globalnym.

INTRODUCTION

Contemporary companies operate in a market environment that determines their actions in the area of
human capital management in order to be competitive. Both the microeconomic and macroeconomic
environment directly or indirectly shape the course of processes taking place in profit-oriented
organisations and building competitive advantage in the economic market.

Human capital is a very important factor in the development of modern companies, which is why
it is extremely important to invest in people who influence the market position through their abilities,
skills and work experience. The competitiveness of an organisation is shaped by the human resources
denoted as labour, which are created by people and their muscle power and mental abilities.

MARKET ENVIRONMENT AND COMPETITIVENESS AND HUMAN CAPITAL
MANAGEMENT

Human capital as defined

Human capital is an object of scientific research, but over the years no single definition has been created.
Thanks to many years of research, it has begun to be recognised that it is human capital that is the most
valuable capital of any contemporary enterprise, and that its most valuable feature is its ability to obtain
and use information and knowledge in the management of the organisation’s intangible resources, which
allows it to solve problems and to seek and chart new innovative directions of development [Francik,
Kot-Radojewska, 2020].

Table 1 presents selected definitions of human capital in the literature. The variety of terms created
by the creators of the theory boils down to a common factor, which is investment in the employee and
increasing, thanks to this, his or her efficiency in the tasks performed, and this, in turn, leads to economic
growth of enterprises and building competitiveness.
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Table 1. Definitions of human capital

Lp. Definition maker Definition of human capital Area of consideration
Human capital is made up of the knowledge and skills acquired as a Investing in human capital
1. T. W. Schultz result of learning by individuals. Capital represents the result of an and being able to return on
investment that has an adequate rate of return. them.
It defines human capital as a determinant of economic development.
3 E F Deni After a number of analyses carried out to test the causes of economic | The process of developmental
. . F. Denison
development in countries, it was considered that human capital growth of labour potential.
contributed to development.
Human capital defined by the motives an individual has for educating
themselves. What is important here is the return in the form of . L
. . . . . . Return on financial investment
6. M. Blaug financial and non-financial remuneration for the training expenses . X
. o . in human capital.
incurred. The individual wants the benefits in the future, often
throughout his or her working life.
They define human capital in terms of educational and training
G. Pascharopoulos investments for employees to increase their productivity at work, .
7. . i . . Employee productivity.
M. Woodhall as well as to rationalise the knowledge and skills, attitudes and
motivation through which a person strives for rational development.
Human capital is seen through the coupling between family and
self-investment. This relationship is explained by the fact that .
G. S. Becker . X K i . . Economic development and
a higher number of children in the family affects the financial )
9. K. M. Murphy . R Rk R K investment
capacity for investment. That is, a higher number of children means .
R. Tamura . . k in man.
less investment capital, a lower number of children means more
investment in personal development.
It defines human capital in terms of the set of qualities a person
. possesses, i.e. level of motivation and commitment, intelligence, Human capital
11. J. Fitz-enz

creativity in thinking, attitude, aptitude
and conscientiousness.

and performance

Source: G. kukasiewicz, Kapitat ludzki w organizacji, Pomiar i sprawozdawczos¢, Wydawnictwo Naukowe PWN, Warsaw

2009, pp. 18-19.

In modern companies, human capital is one of the most important capitals for building a competitive

advantage in the market.

The environment of today’s businesses

The reality in which modern enterprises operate in a turbulent market creates an environment that
determines the building of relations between participants in the economic system and dynamises
activities leading to the construction of a competitive advantage. That is to say, the environment is
defined as a set of processes, phenomena and institutions, thanks to which interdependencies in sales are
shaped, creating opportunities for various forms of business activity, as well as creating opportunities
for the development of both enterprises and employees. All components outside the organisation that
determine its functioning, either directly or indirectly, are considered to be the company’s environment
[Pujer, 2016].
The complexity of the environment, as well as the intensity of change in it, are becoming a cause for
action in companies, which include:
¢ complexity and dynamism in the structure of the environment,
* changing trends in quality products and customer and product service during sales and after-
sales,
* increased innovation processes and the growing importance of information,
* technological and organisational changes in production,
* changing the rank of intellectual capital in the company [Zygmunt, Zygmunt, 2016].
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The market environment can be divided into indirect and direct, external and internal, national and
international, closer and further afield. However, the classic division of the environment of modern
companies is:

* Macro-environment - this is a further environment, i.e. one that consists of factors influencing
the activities of enterprises, such as economic, political-legal, technical-technological, socio-
cultural, ecological,

* meso-environment - this is the environment whose factors affect companies regionally, where
the specific characteristics and nature of the region shape the organisation’s activities,

* Micro-environment - this is in other words the closer, competitive environment, whose sector
factors determine the organisation’s actions in the market [Kowalczuk, 2015].

Fig. 1 shows a model of the environment of modern companies, indicating the macro- and micro-
environmental factors and their extent of influence on organisations.

Figure 1. The environment of today’s businesses
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L. External environment
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Source: Adapting enterprises to changes in the external environment, ed. A. Zygmunt, J. Zygmunt, Politechnika Opolska
Oficyna Wydawnicza, Opole 2016, p. 15.

As illustrated in Figure 1, the macro-environment is the totality of conditions and factors influencing
the functioning of an organisation, i.e. the political-legal, economic, technological, socio-demographic,
natural and international environment. Economic conditions are considered to be extremely important,
as they affect the economic activities of entities through the economic phenomena of the country in which
they operate (these include inflation rates, interest rates, unemployment rates, exchange rate changes).
Politico-legal determinants play an equally important role, as they define the legal boundaries within
which enterprises operate and regulate the economic system (e.g. legal regulations of tax law, customs
law, labour code, etc.). The intensification of changes in the external environment of enterprises also
depends on socio-demographic conditions, as they determine consumer behaviour, their traditions,
environmental activities and changing trends, as well as migration, the age structure of people, cultural
norms and leisure activities. The drive to satisfy customers’ needs, in a way, forces businesses to adapt
to the above-mentioned social phenomena [Zygmunt, Zygmunt, 2016]. Contemporary companies
doing business should remember that they are not isolated to other market participants and that “the
environment sets the rules of the market game, determines the functional rules, and ultimately determines
what is of value” [Gospodarek, 2018, p. 68].



36 Stefan Dyrka, Joanna Rogozinska, Dariusz Sobon
Competitiveness of companies

The concept of competitiveness appeared in the literature at the turn of the 17th-18th century and has
evolved over the years. The term competitiveness is a multi-faceted view of an economic phenomenon,
hence the lack of a single-sounding definition. The OECD (Organisation for Economic Co-operation
and Development) has defined it as the ability of organisations, regions, countries or industries and
global groupings to overcome global, regional and local competition and to obtain the highest possible
rate of return on investment and factors of production with a relatively high level of employment
[Borowiecki, Siuta-Tokarska, 2015].

Table 2 shows competitiveness according to the direction of the evolution of the definition, from the
so-called invisible hand of the market to the 5 competitive forces model, and indicates the role of the
firm in competitiveness.

Table 2. Competitiveness (competition) - definitions

. L. The role of the company
Theory/creator Competitiveness - general characteristics . ..
in competitiveness
e The enterprise influences competitiveness and
e A force that regulates the actions of market organises the economy,
participants and influences the allocation of e [tsaim is to make a profit from specialisation
resources, in a client benefit relationship,
Classical theory . .Rivalry ar?on'g' market participants, ' e Organisations generate la.rge Proﬁts
- Adam Smith *  The notion of the invisible hand of the market - this dependent on economic crises,
. is a process where man'’s selfishness generates e The company and the owner are usually the
- David Ricardo . . . . .
widespread prosperity (man focused solely on his same person, a managerial function emerges,
- Thomas Malthus . . . .
. own profit and satisfaction of needs, so human subordinate to the company owner,
-John Stuart Mill . . . . . o
nature is the impetus for building the economy), ®  Marketing activities in sales and a scientific
*  Free competition - the best market mechanism, approach to work organisation,
the economy functions best when the means of *  The development of specialisation
production are privately owned. increases labour productivity and economic
development.
e The market and its structure condition
competition,
e  Competition is static, considered perfect and e There are different forms of market e.g.:
Neoclassical theory different to rr.lonopoly, therfe are no barriers t.o oligopf)ly, perfect compet.it.ion, monopoly,
- Antonin Augustin entry and.exllt ar.ld rTo state 1therfe.ren.ce, profit e  Companies become competitive when average
Cournot maximisation is the main objective, total costs are less than or equal to the market
- Alfred Marshall e A competitive economy shapes the market price of a particular product,
- Edward Chamberlin mechanism and the equilibrium price, e Companies can remain in business when their
John Maurice Clark * A manifestation of competitiveness in the market is average variable cost is lower than the price
substitute products, of a given product on the market. By offering
e Competition is seen as the rivalry of supplying different types of products, it is possible
goods in the market. to compensate for the difference between
costs with different prices depending on the
amount of demand for each good.
*  Businesses are involved in economic processes
e  Companies compete with each other, i.e. they play *  in designated networks, their competitive
a game, position depends on their ability and skilful
Game theory e Conflicts, interaction and collusion between market selection of business partners and respect for
- John von Neumann participants, the rules of the game,
- Oskar Morgenstern | e  Building competition between players in economic *  Competition and cooperation interpenetrate
life, each other,
®  Market structure is the substrate for justifying the *  The efficiencies of co-operation and network
real behaviour of companies. activities can yield greater returns than
competitiveness.
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L e  Competition creates the conditions for stable and .
Keynesianism . . ) *  Businesses should develop the economy by
L large organisations to consolidate and monopolise, . .
Post-Keynesianism . . . looking at the demand side,
e  States should condition competitive actions through, .
- John Maynard . . *  Large companies, thanks to the support of
for example: fiscal and monetary policy or state i . .
Keynes . state action, can build strong monopolistic
investment, .. . .
. organisations of a given industry.
e Competition has no regulatory power,
*  Competition is selection in the market according to
which companies compete through innovation, ¢  Companies contribute to the creation of
. *  The selection mechanism is a series of actions to new markets while creating and exploiting
Evolutionary theory L .
survive in the market, only those that adapt best to a market monopoly position through
- Joseph Schumpeter . . . )
the rules and changes of the market will survive, innovation,
*  Business competition is the diffusion of knowledge ¢  Competitiveness based on innovation to stay
and its impact on the economic development of ahead of competitors.
businesses and the country.
Competition is the action of deviating from balance, Companies are created and developed by skilled
Competitiveness of the industry defined by the 5 managers,
competitive forces model: Organisational growth occurs through mergers and
Managerial theory - “the bargaining power of suppliers, acquisitions,
- Michael Porter - bargaining power of buyers, Managers pursuing personal goals build the
- the possibility of the emergence of new competitors, dominant position of the company,
- threats from substitutes, The substrate of a company’s competitive
- intensity of competitive struggle advantage is the managers it attracts and their
in the sector . development,

Source: Own study based on A. Majzel, Competitiveness of small and medium-sized enterprises in the context of
internationalisation of the Polish economy, Jakub z Paradyza Academy, Gorzéw Wielkopolski 2020, pp. 67-83.

The competitiveness of modern companies is a struggle among themselves for customers (both to gain
and retain them) and to stay in the market. An organisation’s awareness of the existence of factors
determining competitiveness and the implementation of the company’s strategy and objectives, with an
effective management process, will contribute to achieving the desired competitive position, using its
resources and skills.

Impact of the environment on the management of human capital in companies

The corporate environment continually influences the human capital management process through the
complexity of its structure as well as the constantly changing economic environment. Three components
of this context are particularly important: the legal environment, the social environment and the strategic
dimension of human capital management. Human resources constitute the foundation of the company
and therefore have a significant impact on the effective and competitive functioning of the company.
Nowadays, it is very important to plan human resources properly in order to achieve high company
performance, then to recruit, reward, train and motivate them to work. Human capital management
takes place in the conditions created by the environment and it is the environment that generates the
organisation’s actions in shaping its own labour capital [Griffin, 2018].

In order to remain in the market, companies should implement a marketing strategy in an active
and effective manner, while optimising the costs of their own activities. Relative to human capital
management are the changes occurring in legal regulations, especially in the field of labour law and
social policy, according to which organisations should adapt in their activities. Circumstances related
to the demography of the country such as age structure, population, migration, professional activity
determine the supply in the labour market and at the same time influence human capital management
processes. Tracking the realities of the labour market contributes to drawing conclusions on the
availability of labour resources, forecasting changes, as well as allowing the organisation to undertake
appropriate personnel procedures [Chodynska, 2007].

Constant technical and technological progress determines the adaptation of staff to change, so
knowledge and skills need to be updated and sometimes the qualifications of employees need to be
changed. Depending on the personnel management strategy adopted by the organisation, opportunities
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are created for continuous development as well as professional development and acquiring new
employees with the necessary qualifications [Parzonko, 2023].

The impact of a company’s environment on human capital depends on factors that determine both
quality and quantity. The macro-environment, the micro-environment as well as the working environment
generate activities that shape human capital and depending on the changes in the environment, labour
capital changes.

HUMAN CAPITAL AS A FACTOR OF COMPETITIVE ADVANTAGE OF MODERN
COMPANIES - AN EMPIRICAL STUDY

Characteristics of the research sample and the research tool

The survey was conducted on a probability sample, using simple random sampling, which consisted
of 81 people (entrepreneurs and employees) of both sexes aged between 20 years and over 60 years,
living in rural areas as well as small and large cities.

A research tool in the form of a survey questionnaire was used, which is often used in quantitative
research as a direct tool to collect data and information, and is also common in terms of its use during
analysis in statistical packages.

The first part of the survey presents the characteristics of the respondents by means of demographic
data: age, gender, place of residence, education, Entrepreneur or employee and seniority. The data
collected is presented in Table 3.

Table 3. Characteristics of respondents

Variables | Number of respondents Percentage
Gender
Women 58 persons 72%
Men 23 persons 28%
Age
20-30 1. 8 persons 10%
31-40 1. 20 people 25%
41-50 1. 37 people 45%
51-60 1. 16 persons 20%
Over 60 1. 0 0%
Place of residence
Village 14 people 17%
Small town 9 persons 11%
Medium-sized city 13 people 16%
Large city 45 people 56%
Education
Higher 56 people 69%
Medium 21 people 26%
Professional/professional 4 persons 5%
Entrepreneur / employee
Person employed 32 persons 40%
Entrepreneur 49 people 60%
Length of service/entrepreneurship

By 1yr. 10 people 12%
Over 1yr.to51 15 people 19%
Over51.to101. 10 people 12%
Over101. to 20 L. 27 people 33%
Over 20 1. 19 people 24%

Source: own compilation based on surveys conducted.
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As can be seen from Table 3, the group of respondents consisted of 81 people, of whom 71% (58
people) were female and 28% (23 people) were male. The majority of respondents are aged 41-50
years 45% (37 people), followed by those aged 31-40 years accounting for 25% (20 people), followed
by those aged 51-60 years 20% (16 people) and those aged 20-30 years 10% (8 people). There are no
respondents aged over 60. Distribution of respondents by place of residence: most respondents live in
big cities (more than 100,000 inhabitants) 56% (45 people), then live in rural areas 17% (14 people), 16%
(13 people) live in medium cities (20,000-100,000 inhabitants), and 11% (9 people) come from small
towns (up to 20,000 inhabitants). The breakdown of respondents by education shows that the largest
group is made up of people with tertiary education 69% (56 people), followed by 26% (21 people) with
secondary education and 5% (4 people) with vocational/professional education. According to the data
received, the majority of the survey sample is made up of employed people 60% (49 people) and 40%
(32 people) are entrepreneurs. On the other hand, the breakdown of respondents by seniority shows:
the largest group are respondents who have been employed/entrepreneurs for more than 10 years
to 20 years — 33% (27 people), followed by those with more than 20 years of seniority —24% (19 people),
further 19% (15 people) are employed/entrepreneurs for more than 1 to 5 years, the smallest group are
both up to 1 year and over 5 years to 10 years — 12% (10 people each).

Analysis of the survey carried out

Chart 1. The most important company capital building competitive advantage

Productive
capital
1%

All answers
26%

Technology
10%
Monetary capital
5%
Intellectual Human capital
capital 44%

11%

Source: own compilation based on surveys conducted.

Respondents answered the question of which capital is the most important in building the competitive
advantage of enterprises in the market. Human capital was rated highest with 44% (36 people), followed
by all responses with 26% (21 people), then intellectual capital with 11% (9 people), technology with 10%
(8 people), monetary capital with 5% (4 people), and the lowest ranked was manufacturing capital with
4% (3 people). Thus, it can be concluded that a significant proportion of respondents considered human
capital to be the most important of all the company’s capitals for competitiveness in the market. A large
group of respondents answered that all capitals are important in building competitive advantage, which
may be due to the specificity of the business or the workplace. The analysed data are presented in Figure 1.

Table 4. Degree of influence of a company’s capital on its competitiveness

Capital 1 2 3 4 5
Productive capital 2 7 29 28 16
Technology 3 19 27 32
Human capital (people) - 1 16 24 40
Intellectual capital 3 18 27 33
Cash capital 4 18 36 23

Source: own compilation based on surveys conducted.
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When asked to what extent a company’s capital influences its competitiveness, respondents gave each
answer an appropriate weighting from 1 to 5 to determine which capital determines competitiveness the
most, with 1 being a low weighting and 5 being a high weighting. Table 4 presents the results obtained,
which indicate that the highest weight of 5 was given to human capital, which was rated highest by 40
respondents. Intellectual capital was equally highly rated by 33 people. 32 persons indicated technology
and 23 persons considered monetary capital as the most important for competitiveness. The fewest votes
were cast for productive capital - 16 people. As can be seen from the table, the lowest weight of 1 was just
given to productive capital - 2 people.

Chart 2: What influences a company’s competitiveness
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Innovation
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Source: own compilation based on surveys conducted.

When asked what most influences the competitiveness of modern companies, respondents answered
as follows: innovation 63% (51 people), technology 56% (45 people), human capital 47% (38 people),
investment in human capital 41% (33 people), situation on world markets 33% (27 people), free movement
of capital 21% (17 people), globalisation of the economy 20% (16 people), state fiscal policy 15% (12
people), liberalisation of markets 4% (3 people), other 0%. The results presented can be found in Figure
2. As can be seen, innovation and technology were rated highest, and human capital and investment in
human capital slightly lower. According to respondents, the least important factors for competitiveness
are the liberalisation of markets, state fiscal policy and the globalisation of the economy. There were no
responses under the item other with respondents” own suggestion, which may be due to an aversion to
open and semi-open questions among respondents.

Chart 3. Building competitive advantage depends on investment in human capital

Rather not
5% Definitely not

0%

| don't know
4%

definitely yes
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27%

Source: own compilation based on surveys conducted.

In the next question whether building a company’s competitive advantage depends on the company’s
investment in human capital, respondents indicated that definitely yes 64% (52 people), rather yes 27%
(22 people), don’t know 4% (3 people), rather no 5% (4 people). There was no answer of definitely no,
which may indicate that investing is important to respondents.
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Figure 3 shows the results obtained. Competitiveness in today’s market is a constant struggle to
achieve and maintain a position for as long as possible, which is why it is extremely important to invest
in human capital. People are the backbone of any organisation, as they are the ones with the ability
to create and implement innovations, to continuously develop and expand the knowledge necessary
to run a competitive business. They have the capacity to continuously improve their own skills and
enhance their qualifications or develop talents that influence competitiveness.

Table 5. Opportunities for investment in human capital - respondents’ proposals

. . . . Number of proposals in %

N. Opportunities for investment in human capital

and persons
1. Training 40%, 33 persons
2. Courses 11%, 9 people
3. Workshop 7%. 6 people
4. Motivation 7%, 6 people
5. Education (funding for studies) 6%, 5 people
6. Adequate remuneration 4%, 3 persons
7. Development of social competences 4%, 3 persons
8. Improving knowledge 4%, 3 persons
9. Continuous improvement of staff qualifications 4%, 3 persons
10. Industry events 3%, 2 persons
11. Personal development 3%, 2 persons
12. Exchange of experience 3%, 2 persons
13. Recruiting outstanding people 3%, 2 persons
14. Organising team-building events 3%, 2 persons
15. Benefits 3%, 2 persons
16. Performance bonus 3%, 2 persons
17. Specialised training 1%, 1 person
18. Appreciation of employees 1%, 1 person
19. Confidence in staff competence 1%, 1 person
20. Access to (professional) publications 1%, 1 person
21. Working conditions 1%, 1 person
22. Cash prizes 1%, 1 person
23. Additional leave 1%, 1 person
24. Funding for language learning 1%, 1 person
25. Funding for MBI studies 1%, 1 person
26. Building staff awareness of company objectives 1%, 1 person
27. Multisport cards 1%, 1 person
28. Social fund 1%, 1 person
29. Four-day working week 1%, 1 person
30. Further training of employees 1%, 1 person
31. Rewarding innovation 1%, 1 person
32. Support for small businesses 1%, 1 person
33. Developing employee talent 1%, 1 person
34. Menstrual leave 1%, 1 person
35. Health and safety measures 1%, 1 person

Source: own compilation based on surveys conducted.

The next question was an open-ended question and each respondent had the chance to state
what opportunities they knew for investing in human capital. Table 5 shows the respondents’
suggestions. Among the answers, most people indicated training — 40% (33 people), courses — 11%
(9 people) and workshops and motivation — 7% each (6 people). On the other hand, 6% (5 people)
cited education (funding for studies). 4% (3 people) each cited adequate remuneration, development
of social competences, broadening of knowledge, continuous improvement of staff qualifications.
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3% (2 people) each cited industry events, personal development, exchange of experience, hiring
outstanding people, organising team-building events, benefits and a performance bonus. A significant
number of respondents gave single answers of 1% (1 person), among which the following were
mentioned: specialised training, appreciation of employees, confidence in the competence of
employees, access to (professional) publications, working conditions, cash rewards and additional
leave, subsidising language learning, subsidising MBI studies, building staff awareness of the
company’s goals, Multisport cards, a social fund, a four-day working week, in-service training for
employees, rewards for innovation, support for small business, talent development for employees,
menstrual leave or health and safety measures. Analysing the data collected, it can be concluded
that a significant proportion of respondents particularly value training, workshops and courses
to improve qualifications and develop skills and talents.

Chart 4. What is the company’s environment
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Source: own compilation based on surveys conducted.

In the next question, respondents answered what they thought the business environment was. The
distribution of responses is shown in Figure 13. Respondents considered the business environment to be:
1. competitors, contractors, customers, suppliers, regulators, strategic allies, intermediaries - 32%
(26 people)
2. economig, social, natural, cultural, demographic, technological, political and legal environment
- 43% (35 people)
3. micro- and macro-environment, i.e. the near and far environment - 25% (20 people).

The largest number of respondents, 43% (35 people), described the environment as economic, social,
natural, cultural, demographic, technological and political-legal. As can be seen in the chart, the results
are similar in value, i.e. it can be concluded that the respondents” knowledge of the environment in
which companies operate is good.

Table 6. Ways of developing human capital

N. Human capital development - ways Number of responses in %
and persons
1. Enrichment of knowledge through training, workshops, education 84%, 68 people
2. Developing capacities and skills 36%, 29 people
3. Motivation development 37%, 30 people
4. Development of mental and physical fitness 24%, 19 people
5. Improving professional qualifications 40%, 32 persons
6. Personal development 30%, 24 people
7. Staff career development 20%, 16 people
8. Company culture 14%, 11 people
9. Maintaining a work-life balance 25%, 20 people
10. Extension of the tasks performed 5%, 4 persons
11. Enrichment of work 4%, 3 persons

Source: own compilation based on surveys conducted.
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In the next question on how the human capital of the enterprise should be developed, respondents
could mark 3 answers. Table 12 shows the results obtained from the survey, which shows that the largest
number of respondents 84% (68 people) considered enriching knowledge through training, workshops,
education and 40% (32 people) cited improving qualifications. On the other hand, 37% (30 people)
consider that shaping motivation and 36% (29 people) developing abilities and skills, allow to develop
human capital. 30% (24 people) of respondents cited personal development, 25% (20 people) prefer work-
life balance, while 24% (19 people) shape mental and physical fitness. 14% (11 people) believe that the
company’s organisational culture contributes to the development of human capital, while 5% (4 people)
expand the tasks performed and job enrichment was voted for by 4% (3 people).

As can be seen in the results obtained, the respondents indicated various forms of human capital
development in modern companies. The most important were found to be knowledge enrichment
through training, workshops and education, as well as the improvement of professional qualifications.

FINAL CONCLUSIONS

A study conducted by means of a questionnaire survey among Polish entrepreneurs and employees
was aimed at analysing human capital management and the environment that determines employee
development and talent acquisition in building competitive advantage of contemporary companies
on the market. Conclusions from the survey showed that a significant proportion of respondents
considered human capital to be the most important factor in the development and competitiveness of
an enterprise. The vast majority emphasised that investing in human capital contributes to building the
competitive advantage of contemporary enterprises on a global scale. The opportunities for investment
in staff development according to the respondents are vast, with a particular focus on training, courses,
workshops and motivation.

Today’s companies in a turbulent, turbulent environment are, as it were, determined to constantly
change and adapt their human capital management systems to ever new standards if they want to be
competitive. Attention to continuous professional and personal development should be a priority,
as trained people with qualifications, skills and capabilities are the backbone in any organisation. It
should be emphasised that in this era of digital transformation, there is a huge demand for human
capital in certain IT fields, where people teach computers — machine learning and artificial intelligence
will eliminate 50% of professions — especially white-collar jobs — within 15 years and will gradually
take over society.
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