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1. Introduction 

 The importance of the role of human resource 

management departments (less often referred to as personnel 

management) has been pushed into the background for several 

decades. This has been mainly determined by the economic 

deliberations that placed the best possible use of manpower to the 

foreground in order to achieve profit and were brought down to the 

search of new ways of its effective use. The human relations 

movement was born at the beginning of the 20th century and for a 

number of years was a popular approach to management, and 

Abraham Maslow and Douglas McGregor greatly contributed to its 

development [1]. The development of the organization in the 

continuously altering environment and the increase in the awareness 

and competence of the managerial staff caused that the person 

responsible for the human resources matters is currently directly 

subordinate to the managing director, and the strategic plans 

concerning the activities of the organization are closely related to 

the plans on the employment of employees.  

 

2.  The role of personnel departments in the light 

of the changing conditions of the functioning 

of contemporary organizations. 

The awareness of people responsible for the functioning of 

modern organizations means that at the moment the recognition of 

significant individual characteristics of each human being as unique 

and enhancing the value of each organization constitutes its most 

important part in the form of human capital, which consists of 

knowledge, qualifications, skills, competences and experiences. 

Having specialized employee personnel increases the competitive 

advantage in the modern economy. Acquiring, improving and 

keeping the necessary employees is the subject of human resource 

management. In the subject literature, two models of human 

resource management are cited most often: the Michigan model and 

the Harvard model [2]. The first of them was created in the eighties, 

when a strategic approach to the personnel function started to 

emerge. The Michigan model puts the overriding role of the 

company’s strategy in the foreground in relation to the 

organizational structure applicable to the use of the personnel 

potential of a given organization. The basic functions of human 

resource management resulting from this model include: selection 

of employees, assessment of their work, rewarding and 

development. Each of these functions is related to the others by 

creating a resource cycle. The one-way flow of data from the 

environment to the organization is the weakness of this kind of 

solution, as well as the flow of information from the mission and 

strategy to the organizational structure and human resource 

management. In addition, the focus of the organization’s 

management on the creation of such a kind of connection between 

the formal structure and the human resources system can be noticed 

to affect the implementation of strategic goals of the organizational 

unit. The Harvard model takes into account the pressure of various 

factors affecting the organization and appreciates the involvement 

in the management process of line managers and the perception of 

human resources affecting the strategic development of the 

company. The Harvard model takes into account the following 

areas: employee participation, employee mobility called the 

personnel fluctuation (moving, firing, hiring employees), reward 

systems (wages, shares, stimuli) and work organization. In this 

model, it was assumed that the above-mentioned areas are of 

interest not only to employees, but also to external participants of 

the organization (e.g. shareholders), as well as being under the 

influence of external factors, such as the broadly understood 

environment of the organization in the form of the labour market 

situation or applicable legal conditions. This concept of 

management also shows what effects the decisions made based on 

the arrangement of interrelations and relationships between people 

and situational factors in the organization cause. The presented 

management models affect the theory and practice of management, 

but mostly they constitute the beginning to conduct research in 

many other countries including the economic situation, traditions 

and experience, as well as cultural factors occurring in a given 

country. 

 In American organizations and in European Union 

member states, there were no problems with shaping the importance 

of the function of managing human resources with all the elements 

that make up this area in the awareness of the managerial staff. 

These include: human resources planning starting from the analysis 

of a single workplace by forecasting future employment, to 

obtaining employees from among the employees or from outside the 

organization based on the application of modern methods of 

candidate evaluation. Another key element is the continuous work 

inside each organization on the improvement of own resources by 

enabling employees to work in positions adapted to their skills and 

in the future to carry out tasks at other workplaces based on the 

improving training and continuous evaluation for the development 

of employees through promotions and raises. Determining the 

remuneration system in such a way as to provide adequate 

incentives to encourage better and more efficient work and to 

establish a good non-wage benefits program as a means to keep or 

attract employees is an extremely important element.   

The comparative research conducted in 2000 on a sample 

of managers from non-European Union countries (Poland, the 

Czech Republic, Norway) allowed to establish that also for them 

building a competitive advantage on the EU market is possible 

based on qualifications, employees’ experience and knowledge 

about the needs of customers, competitors and own position on the 

market [3]. It is worth noting that over the last two decades, there 

has been a significant development of departments responsible for 

personnel policy from administrative functions to a personal 

approach, the main essence of which is the recognition of an 

employee as an individual subject with specific skills, competence, 

personality traits that should be properly used, giving the right 

direction of development within the set program, catching the 

appropriate talents and predispositions to perform specific tasks or 

activities at specific positions. Adopting such an approach confirms 

the recognition of a man as the most valuable element-resource 

from among all owned by each organization. Currently, it is 

becoming more common to use the wording of human capital in 

place of the existing human resource, which constitutes the 

expression of respect for each employee.   
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3. Man – employee as a capital of modern  

organization 

Contemporary theories referring to people’s management make 

everyone aware that the most important intangible resources of any 

organization include knowledge, relations with clients or business 

partners, and the creation of a distinctive organizational culture. 

Therefore, the basic objectives of each organization include the 

creation of such an administrative functioning mechanism that 

would allow for proper recording of such elements in such a way so 

as not only to be able to store this kind of knowledge, but also to 

acquire it from the members of the organization and to pass it on to 

the employed personnel for its further use. Another key element of 

this concept is to create such an organizational structure that would 

encourage employees to share their knowledge with other members 

of the organization without fear that after its acquisition they will no 

longer have an important role in the organization, and the employer 

will recognize them as useless and will be able to get rid of them 

easily. This kind of thinking leads many employees to keeping their 

“secrets” only for themselves and thus extending their career in 

companies. Often, there are situations in which outstanding 

specialists or experts blackmail their current employers, not only 

with the mere fact of going to the competition, but also by sharing 

their knowledge. Developing a model of a high organizational 

culture in this situation is the only form of protection against this 

type of behaviour.  

 Human capital differs from other forms of capital 

(economic, social, structural, organizational, intellectual, client, 

etc.), and its basic elements include: messages, experience, skills, 

abilities/features, attitudes, intellectual attributes (team work, 

creativity, innovation, creative thinking), motivation, health, values 

and ethical norms, potential for development, etc. [4] From among 

many definitions of human capital, the one developed by M. 

Juchnowicz is noteworthy, which says that “the currently possessed 

and potential knowledge, embodied in the person of the employee, 

useful to the employer on the basis of specific employment 

relations” [5]. On the basis of this type of approach to the human 

factor, the treatment of contemporary organizations as knowledge 

organizations is revealed, so those whose main purpose is to use the 

fully owned knowledge, inspire their members to continuous 

learning and broadly understood improvement at the level of 

individual, team and whole organization’s activities. D. P. Lepak 

and S.A. Snell believe that effective personal policy should be 

based on two fundamental criteria: the value and uniqueness of 

human capital [6]. Whereas, the value of human capital concerns its 

suitability for the organization in the area of building a competitive 

advantage or reducing potential threats. Employees create an added 

value in the company if they cause the reduction of its costs or 

provide greater benefits to customers. The uniqueness of human 

capital refers to the degree of difficulty of duplicating employee 

skills by the organization’s competitors. It includes specific skills of 

particular people with the so-called personalized knowledge, which 

is the result of own experience, skills, value systems and intuition. 

 

4. Features of traditional and modern 

organizations  

Modern organizations operating in a dynamic 

environment, which consists of many factors of an economic, legal, 

social, demographic, economic and geopolitical nature, operate 

under constant pressure to achieve goals, such as: maximizing 

profits, market value and sales based on cost minimization. When 

comparing traditional and modern organizations – based on 

knowledge, the latter requires flexibility in the process of acting and 

constant responding to changes. The following criteria are to serve 

this purpose: flattening the organizational structure and limiting the 

role of hierarchy, focusing on personnel development by 

maximizing its potential, delegating the authority with a high degree 

of building mutual trust, tolerating risk in the organization’s activity 

and developing options for its occurrence instead of following 

procedures to its elimination, planning the career of employees, 

drawing conclusions from mistakes made, and not only searching 

for those guilty and drawing sanctions against employees, replacing 

the ill-conceived loyalty often brought down to professionalism, 

integrity and entrepreneurship. In terms of shaping development 

factors, focusing on knowledge that is of paramount importance to 

tangible factors, responding to individual customer needs and 

searching for new preferences, meeting market demands, building 

relationships between organizational units and between companies, 

dynamic development for the future, and finally, placing the 

adaptation of market processes over marasmus, a sense of stability 

and security, and searching for specialists with high competences 

and the need for lifelong development. Given the above conditions, 

it cannot be concluded that a modern organization is a new 

approach to the achievement of goals based on strong human 

resources. 

 

5. The use of the organization’s human potential 

as a factor strengthening defence. 

Human capital cannot be bought as is the case for any tangible 

good, but it can certainly be created and refined through the use of 

tangible goods and services of other people, and by sacrificing time. 

The role of human resources cells in the contemporary organization 

is not subject to discussion, and certainly is an integral part of any 

organization and not only performing functions related to the 

recruitment processes, employee development, employee 

assessment in the context of information exchange between them 

and their supervisors, but also plays a fundamental role in terms of 

creating missions and strategic goals of each organization by 

creating intangible resources. Together with tangible resources it 

creates assets, which in turn determine the value of the company. 

Because it is very difficult to estimate intangible values, it is 

nevertheless assumed that they amount to 85% of the average 

market value of a modern company. In the case of companies based 

on knowledge, this factor has an ever higher value. Such companies 

are market precursors in the field of implementing and introducing 

modern recruitment methods, new practices and solutions eagerly 

reproduced and absorber by the market, new development 

programs, modern methods of remunerating and motivating 

employees, building the company’s image and acquiring talents. 

Personnel departments in modern organizations have knowledge 

resources for employees in the form of information contained and 

recorded in IT programs. On the basis of the information available, 

it is possible to group all employees based on a uniformly accepted 

scheme, which should also take the form of a well-formulated 

uniform template. The list of data necessary to complete it would be 

developed at the central administration level and directed there after 

proper completion by the personnel department. This raises the 

basic question of what a template should contain. First of all, the 

education and knowledge of the employee in terms of education. In 

this way, a group of mechanical engineers, computer engineers, 

construction engineers, chemical engineers, transport engineers and 

many other scientific disciplines emerge. Another key information 

would concern the practical skills of the employee, e.g. the level of 

proficiency in the field of foreign language skills, and the central 

register of people with specific skills appears on this basis. It is 

similar in the case of determining the type of a driving licence 

owned. The next required information would refer to the skill of 

using weapons, knowledge of martial arts, first aid skills, 

membership in sports clubs, shooting clubs, hunting clubs, etc. At 

the same time, it should be stipulated that all persons providing this 

type of date would be confidential, intended for use only by relevant 

state administration authorities and only in the case of crises, 

conflicts and threats to the subject’s security (state, nation, 

organization) of a military and non-military nature. Additional 

important information obtained would be related to the 

psychophysical features mainly associated with cooperation and 

dealing with people (e.g. physical fitness, creativity, team work 

skills, reaction to stress situations, ability to comply with specific 

rigours, leadership skills, openness and cognitive curiosity, 

analytical skills, responsibility and reliability, communicativeness, 
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insight, inquisitiveness, etc.). The list of desirable psychophysical 

features, referred to as soft competences, would require than an 

appropriate team of psychologists and experts should be appointed 

for its development. On this basis, we would receive further 

important reports on the potential of predictable behaviour.  

The weakness of the currently used IT programs with a 

nationwide range is the single-track aspect of data collected by 

them. For example, the program for payers of contributions, 

PŁATNIK, which collects information related to the maintenance of 

a database on future pension benefits or the E–Deklaracja program 

collecting information closely related to paying taxes. As it can be 

seen, nobody tried to create a database that collects the necessary 

information raising the level of state defense. This is obviously a 

huge challenge for the whole defense system, but in the era of 

available organizational and technological capabilities of each 

country, it is certainly possible by completing one additional form 

by each employee, properly formulated, at the time of employment. 

Of course, at this point the question arises about the responsibility 

for maintaining the current base of employees because this is related 

to the need to expand the rights of personnel departments with this 

additional function. The evolution of human resources management, 

which takes place before our eyes, is accelerating and, as it can be 

seen, it must meet the increasing challenges of the 21st century. This 

can be especially noticed in the case of global corporations that are 

able to cope with the huge flow of information. 

 

6. Conclusion 

Modern organizations are aware of the importance of having 

valuable human capital, which is a tool for effective implementation 

of the strategy, as well as allows for taking full advantage of 

opportunities coming from the environment and enabling effective 

elimination of threats. Human capital is currently defined as the 

main success factor for an organization that contributes to achieving 

a competitive advantage. The basic task of modern organizations is 

to properly manage the category of human capital. The applied 

methods of managing employees constituting the element of 

organizational capital significantly affect the shaping of human 

capital. The style based on the participation of employees in 

decision-making processes is an additional element conducive to the 

development of human capital. Unfortunately, many managers have 

high concerns about delegating part of their tasks to employees. 

Managers play an important role in the effective shaping of human 

capital, or rather leaders who themselves strive for self-education, 

thus setting an example to subordinate employees. An effective 

manager knows that in a modern organization you need to share 

power and build it on the basis of mutual understanding and 

cooperation. The participation of tasks allows the management to 

open up to suggestions and ideas of employees. Thanks to this, it is 

possible to use and stimulate an important element of human 

capital, namely the ability to creativity, which is an invaluable 

source of innovation in the organization. As part of the participatory 

leadership style, hierarchical relations get flattened, which leads to a 

faster flow of knowledge and information among the members of 

the organization. The creation of an appropriate system of 

motivation and stimulation of job satisfaction is an important 

element of the process of shaping human capital. An important goal 

of motivating is to ensure that the most valuable employees remain 

in the organization, contributing largely to the organization’s 

success. Keeping the employees is directly related to the retention 

of knowledge they have. In addition, if an investment has been 

made into these employees earlier, through appropriate training, 

their leaving is directly related to the loss of profits that will be 

attributable to the next employer. The organization’s management 

bears the main responsibility for introducing effective ways to 

motivate employees. These activities should, above all, create 

appropriate working conditions and ensure adequate remuneration 

for employees’ work. Encouraging employees to develop the 

entrepreneurial spirit and commitment is also an indispensable 

element. Motivational policy should take into account both the 

development of employees and provide economic aspects (cash 

rewards, additional benefits, insurance and other) as well as non-

economic ones (intangible, promotions, atmosphere, building career 

paths of employees, distinctions and praise). Motivating constitutes 

activities related to the optimal use of professional qualifications of 

employees and has a great impact on building trust and creating 

positive attitudes of employees in the organization [7]. The 

identification of existing barriers and limitations that may arise 

during the implementation of this process is the key to effective 

management of human capital. The main barrier is the fact that 

human capital is not owned by the company, so it is difficult to 

shape it properly. On the other hand, the lack of relations between 

employees is connected with the lack of knowledge and information 

flow between them, which leads to a substantial limitation of the 

organization’s development. So the organization that will find a 

method of effective acquisition and maintenance of human capital 

in its ranks, according to the old, but still applicable, rule “whoever 

has the information has the power”, will win on the market.  
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