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Introduction

Permanent turbulence of the environment brings about the necessity to
conduct continuous research enabling to diagnose correctly the most important
present and future economic and management challenges for the states, individual
regions, enterprises and public organisations. Undertaking on that basis adequate
activities by individual governmental entities and organisations requires them to
possess appropriate knowledge and consider numerous determinants from the
area of economics, management, politics, law or social conditionings. Undoubted-
ly, this publication is a helpful source of information and knowledge. It addresses
a lot of problems from the level of the global economy, national economies, activ-
ities of sectors, the functioning of networks and managing economic and public
institutions. The presented issues include the subjects of trade, tourism, finance,
competitiveness, employee competences, work systems, organisational behaviours,
information systems, risk, restructuring and innovativeness. This considerable
portion of knowledge is included in the chapters presenting findings of empirical
and theoretical deliberations.

The content of the book is divided into three parts, namely:

1. Global, regional and sectoral challenges for the contemporary economy.
2. Challenges of the network economy.
3. Challenges for the theory and practice of organizational management.

The first part of the book opens with the subchapter devoted to the cur-
rent trade war between the U.S. and China. The authors present potential con-
sequences of that conflict. The second subchapter is dedicated to the problem
of financial exclusion on the example of Ukraine. It presents the analysis of the
availability of the basic financial services for people of Ukraine in comparison
with other countries, particularly with Poland. The next three subchapters focus
on personnel problems. They are devoted to the issue of the flexibility of the con-
ditions of work and workforce turnover in Central and Eastern Europe, as well as
contemporary requirements concerning workers skills in different countries. The
next subchapter tackles the issue of the level of use of management accounting in
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Introduction

medium-sized enterprises on the example of Russia. Next, the problem of the use
of human capital in the tourism sector is presented, as well as the role of trans-
formational leadership in the public administration sector, the role of small and
medium-sized enterprises in regional development and the analysis of benefits for
the owners of cooperatives in the dairy industry in Poland. Each of the subchap-
ters of this part discusses important economic and management problems.

A specific feature of knowledge based economy is its network character.
Examining networks in terms of various aspects of their activities gives valuable
knowledge for making decisions both on the level of economies and enterpris-
es. Therefore, the second part of the book is devoted to challenges that network
economy poses in respect of collaborative economy in retail, activities of social
networks in museums, systems for distributed information resources integration,
trust in relationships between retail entities, absorption of skills in virtual teams
and operations of eco-innovative energy management systems.

The third part of the monograph is devoted to selected contemporary chal-
lenges facing the theory and practice of organisational management. Individual
subchapters address the issues of the systemic approach to competitiveness, vari-
ous aspects of innovativeness, the role of customers’ age in the choice of advertis-
ing strategies, operating risk in the activities of start-ups, consulting and succes-
sion in family firms.

The subchapters are of both theoretical and practical character. The variety
of the problems should cause that every reader interested in the contemporary
economy and organisational management will find some interesting issues in this
monograph.

This monograph is a result of conducted scientific cooperation of the ac-
ademic environment of the Faculty of Management, Cracow University of Eco-
nomics with other scientists from Poland and abroad, in this case coming from
such countries as the US, Egypt, Ukraine, Slovakia, Slovenia, Serbia and Germa-
ny. The monograph is a part of the cycle of publications with the common title
“Knowledge — Economy - Society”, which is one of the effects of many years’ sci-
entific collaboration. As scientific editors we would like to thank all the Authors
for accepting our invitation to co-create this publication and their dedication and
contribution to its creation.

Jacek Kope¢, Bogusz Mikuta
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USA—China: Trade War or a Managable Conflict?

Jolanta Maron, Kinga Szmigiel

1. Introduction

The twenty- first century brought many political and economic changes,
however, currently one of the most significant ones should be considered a con-
flict between two major economic powers: United Sates of America and Chinese
People’s Republic. The first being an old hegemon trying to protect its superiority
and the second: a rising power, slowly, but so far unstoppable towards regaining
international significance.

The aim of this paper is to evaluate the potential outcomes of this conflict
and determine whether the global economy is dealing with a trade war that can
develop even further, or a managable conflict.

2. The American perspective

Often times it is pointed out that it was Donald Trump’s dissatisfaction with
the ongoing trade deficit (Fig. 1), China’s weakness in intellectual property pro-
tection, as well as their growing international position, that led to, what we now
refer to as a trade war. However it needs to be highlighted that all of mentioned
above problems are no news, as these phenomena have been growing for almost
two decades. Despite, surely being noticed by former US administration, these
were not treated as an immediate danger to American economy, which would
justify such serious tariff actions. The changes in the US political arena resulting
in modified foreign policy are to be blamed for current economic relations be-
tween the United States and China.

As Figure 1 shows the volume of trade between the US and China indicates
that the trade relationship between them is permanent and strong. Codependence
of US and Chinese economies, relating specifically to trade, has even led to the
term “Chimerica” In this relationship, China has held a subordinate position so
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far. Yes, Middle Kingdom exported more and more, probably trying to keep their
currency against the US dollar at the same time, but as long as they delivered
cheap products that fuel US consumption, side effects could have been ignored.
Yet those problematic issues have grown, together with the trade deficit, and late-
ly, have been accompanied with a Chinas shift towards knowledge based econo-
my. By fulling “Made in China” strategy, the cost of which is estimated at $ 300
billion, China wants to become self-sufficient by 2025 in terms of integrated cir-
cuits, electric cars and robotics. That strategic goal caused considerable irritation
among most developed countries, especially United States, that began to consider
China more in terms of systemic rival than a partner. The most concerning issue
with the “Made in China” strategy seems to be plans intent to gain know-how,
with expansive state support, both direct and indirect, which already hampers re-
lations with more innovative partners. For example China is absorbing innovation
by forcing foreign companies to engage in joint ventures with domestic compa-
nies which in turn gives Chinese companies illicit access to their technologies,
including those patented (McLaughlin & Strohm, 2018).

From an American perspective, China is using its growing market pow-
er to benefit itself at the expense of its trade partners, specially US, in a varie-
ty of ways (Liu & Woo, 2018). At the same time Chinese government seems to
manage to escape direct accusations, for example of manipulating exchange rate
in order to maintain export prices. Also, China’s foreign policy and their invest-
ments [among others in Africa] have become increasingly expansive, reflecting
their growing political and economic ambitions. For some politicians and econ-
omists those are clear signs that China might be aiming at global leadership, not
only as a major exporter but also as an industrial and technological superpower.
It is understandable that the United States considers this a worrying phenom-
enon, especially since in their opinion it is the US economy, investments and
imports that China owes its economic boom. At the same time, China is accused
of not complying with commitments it undertook to implement by joining the
World Trade Organization (WTO), such as: abandoning subsidies, price controls,
enabling fair competition and implementing transparency of Chinas trade related
polices (2018 Report to Congress..., 2019). It is also worth noting that US lobbied
in favor of Chinas WTO admission, for both economic and political reasons, but
hopes for mutual openness to trade, business and investment proved futile. Ac-
cording to the United States Trade Representative People’s Republic of China en-
joys full membership rights in the WTO while restricting access to its economy
for companies and foreign capital.

It is very likely that even the current situation would have been treated
differently by another administration, but President Trumps decisions are far
from moderate. Although a year earlier the US Congress was proposing to im-
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pose a duty on imports from China, but then the threat itself worked and the
yuan began to strengthen faster. In addition, the proposal to introduce a duty was
a pre-election move and did not enter the legislative phase at that point. However,
the new administration led by President Trump makes faster and bolder decisions.
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Figure 1. The US trade balance with China in 2008-2018
Source: own study based on: (What's the..., 2007; BEA, 2018).

As an effect since March 2018 two largest economies of the world have
been waging a trade war with each other, increasing customs tariffs on import-
ed products on both sides, in order to force the opposite side to submit to and
accept the required changes. The leading force of the conflict is definitely the US
that seems determined to continue and even escalate the trade war until its goals
are reached. What are the expectations of President Trump towards China to end
this trade war?

The US Foreign Ministry points out that the United States expects several
changes in Chinese policies. Those include:

— the cessation of subsidies for its technology sector, which will affect its in-
ternational competitiveness,

— facilitating business to foreign companies,

— China’s increase in funds for the protection of US intellectual property,

— enabling further strengthening of the yuan, which is allegedly slowed down
by Chinese exchange rate policy.

The tense situation has lasted for several months already, and subsequent
negotiation rounds between the countries have not brought the expected re-

15



Jolanta Maron, Kinga Szmigiel

sults for either party (Polish Press Agency, 2019). However, it is worth noting
that President Trump’s tough policy towards China is gradually losing its initial
strength. The planned increase of customs tariffs by the American party, which
was to take place on 1 March 2019, was stopped (Polish Press Agency, 2019). On
1March, the deadline for the temporary “ceasefire” negotiated during the third
round of meetings was to expire, after which the tariffs were set to increase once
again. As President Trump stated: “As the conversations were so productive, I put
aside the imposition of US tariffs and tariffs on 1March” (Forbes, February 2019).

It seems that what was supposed to quickly lead to a kind of “surrender”
of the Chinese side and establishing a reform plan in reality met with a different
reaction than expected by President Trump. Unable to count on a quick victo-
ry, the United States is trying to choose a different tactic, constantly raising the
stakes in the form of subsequent tariffs, which ultimately can affect all imports
from China. Although President Trump probably expected a different result, the
United States have economic grounds for prolonged conflict to soften the oppo-
nent over a longer period of time.

The United States imports from China mainly capital resources and
semi-finished products. In fact consumer goods were in the third place on the
list, and customs duties on these products were not raised in the early stages
of the conflict. The average American consumer will therefore feel the effects of
the trade war later than it would be in the case of imports narrowed only to
consumer goods. Combined with promises to increase the number of domestic
jobs and rhetoric speaking, it is China to fully pay for the increase in tariffs, it
creates a positive reception in American society. This fact allows for more severe
and unpredictable decisions on the part of President Trump, while the Chinese
side during the conflict only responds to the actions taken by the US, seemingly
being in a damage control mode. In fact, despite constantly changing decisions
whether to raise further tariffs President Trump minds for American consumers
by delaying further tariffs until the end of Christmas shopping spree.

3. Chinese perspective

It is highly probable that neither two countries involved nor the global
economy would benefit from ongoing trade war, but it is mostly agreed upon that
China is on the losing end. As the trade dispute is unfolding itself China is often
seen as a party that only responds to America’s actions, which is in line with this
country’s culture. Following Confucian values, Middle Kingdom does not seek
to escalate the conflict, the more so that according to the mentality there, open
disputes lead to a loss on both sides (Goéralczyk, 2019). However, even assuming
that the Chinese side does not find itself as well in an open conflict situation as
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Americans, Chinese government remains persistently unwilling to fulfill demands
of President Trump.

The Chinese Ministry of Commerce commented on this issue: “We do not
want to fight, but we are not afraid of a trade war. The Chinese side will fol-
low its [American] example and will not hesitate to pay every price, and we will
definitely fight. We must prepare a new comprehensive response and defend the
interests of the country and people” (Mallick, 2018). And those claims are, up
until this point, fulfilled, despite the fact that for every difficulty in negotiations
or delay in implementing the arrangements, Americans respond with threats of
subsequent tariffs. The Chinese government does not plan to change its external
policy, let alone intimidate foreign pressures.

On this basis, an application may be made that the trade war from Chinese
perspective poses a smaller threat to Chinese plans than the possible implementa-
tion of American demands. Some specialists claim that in the future China wants
to replace the US as an economic hegemon and to impose a new order based
on the idea of state capitalism, or on a smaller scale to dominate the Asia-Pacific
region. However, the dominant view is that Chinas main goal is to maintain the
country’s economic growth and pursue both internal and foreign policy in order
to “make China great” (M. Swaine and C. Freeman). According to this theory for
Chinese administration regional or global domination is not a main goal, how-
ever, should it occur as a side effect of economic development it will be an ad-
ditional political and economic advantage for China. Assuming that dynamic de-
velopment is an ultimate goal for the Middle Kingdom anyone trying to dissuade
China from developing might become an “enemy” who will have to deal with
a strong reaction. From this perspective, the actions of the US administration,
especially President Trump, can be seen in terms of a “trade war”. However, it
might be perceived by the Chinese side as insufficiently effective to cause con-
cern or harm Chinas long-term plans (Zha et al., 2019). If such a belief persisted
among Chinese politicians the escalation of the conflict should not be expect-
ed. It is also pointed out that toned China’s reaction stems less from the strate-
gic planning and more from the lack of tariff tools comparable to United States.
Therefore, China is looking for alternatives, partly in terms of how to adequately
respond to US actions, but above all how to achieve its most important goals
despite the ongoing conflict.

4. European and global perspectives

Economists’ opinions on the effects of war on the European Union are di-
vided. Some claim European countries stuck between two giant economies, which
are also their trade partners, might be left as collateral damage. This can hap-
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pen not only if EU countries would have to take sides in a trade war, but also
because of global trade disturbances, diminishing trust and growing uncertainty
that is harmful to both consumers and investors.

On the other hand, many point out at Europes potential gains on US-Chi-
na trade war. This is due to the fact that while President Trump has threatened
tariffs on EU goods over the trade surplus, which could lead to another trade
war, China is looking at EU for a replacement for trade with the United States.
The European Union has become the most important trade partner for China
(European Commission, 2019), and in the current tense and uncertain situation
this partnership has a chance to expand.

Since the start of the trade war on the US-China line, Chinese investments
have seen a drastic decline in the United States (Fryc, 2018). This may lead to
a shift in the flow of Chinese capital to Europe, which has already began, despite
some backlashes. Particularly developed European Union countries give China
hope for relations similar to those they had with the United States. However,
since China is considered to have unduly benefited from this relationship for its
technological development, this raises legitimate concerns for European govern-
ments. Still, scientific exchanges between EU countries and China are expanding
and research programs are moving towards European universities. An example of
this trend is the opening of the “Center for Advanced Research” at the University
of Oxford in cooperation with the University of Suzhou (Orr, 2019).

In addition, one should not forget about the One Belt One Road Initiative
that aims to increase Chinas trade with Europe. The associated investments and
increasing the volume of trade with all economies involved in OBOR are seen by
China as one of the potential ways of further development. And it might be so
if sensitive issues of intellectual property protection will be resolved to the satis-
faction of countries such as Germany and France. In addition, what might have
been strategically planned to accelerate the development of the Chinese economy
may not be equally profitable for its trading partners.

In other areas of the world, trade war also has negative effects, including
both the issues already mentioned in the case of the European Union and those
directly related to changes in supply chains.

So far, it is recognized that only producers of cheap products profit from
it, especially Vietnam. Many companies and even countries feel obliged to choose
parties to the conflict, and moods in the markets and among consumers are de-
teriorating. However, in the long run more problems might be caused by other
countries following the US example and threatening to raise tariffs for their trad-
ing partners, as it happens in the case of South Korea and Japan. Should selective
trade restrictions spread and WTO member countries take matters into their own
hands, the foundations of this organization could be breached. And this might
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cause far worse repercussions as many economies suffering negative effects of
current trade war or recession will feel grown to shift the burden of its effects on
others through tariffs and non-tarift barriers.

5. Conclusion

There is more into ongoing trade war than President Trumps swinging
moods hampering consensus and the passive resistance of the Chinese authori-
ties to even the field for economic relations with the US. It is pointed out that it
would be difficult to end this trade war because it has deeper meaning than trade
issues. As it has been presented in this paper politics and economy are extremely
intertwined in the US-China trade war. The dynamically changing situation be-
tween them affects the decisions taken by the world’s largest economies to mini-
mize their predicted losses in the current situation. The same will soon apply to
the majority of businesses and consumers around the world, if the conflict does
not end quickly, and much indicates that it will be long lasting. China might be
better at managing this conflict as it already prepares for different scenarios, while
President Trump seems to change his mind depending on the situation. Even if
US-China trade war itself may be a manageable conflict, its global repercussions
are beyond control, as it already caused a major disturbance in a global trade sys-
tem, previously going towards liberalization, under a supervision of World Trade
Organization. Trade war can be linked to the loss of confidence in WTO and
its ability to settle such disputes (Wagner, 2019). Threatens of trade tariffs began
to be used as a means to achieve political and economic goals. Prospect of a Ja-
pan-South Korea trade war already arose, which may signify an incoming shift in
the world trading system. It should also be considered that despite the fact that
Europe may benefit from US-China trade war, the same weapon that has been
used against China is also threatening European Union.
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Financial Inclusion and its Determinants: the Case of Ukraine

Oleksiy Druhov, Lidiia Dudynets

1. Introduction

In recent years, the problem of low involvement of the population in the
financial sector has become increasingly relevant throughout the world — not
everyone has access to high-quality financial services and has sufficient knowl-
edge and experience to use them. According to the World Bank, over 2.5 billion
people in the world do not have access to quality financial services. To borrow
and insure their assets they use informal methods.

At the same time, the availability of basic financial services for consumers
is an important indicator of the development of the financial sector. The avail-
ability of financial services is an important tool for the competitiveness of any
country, as the financial sector stimulates the growth of the welfare of the popu-
lation, promotes business development, and helps expand the markets for goods
and services.

The outlined problem has led to the concept of “financial inclusiveness/in-
clusion”, which in general means availability of financial services for retail cus-
tomers. A well-developed and inclusive financial system helps reduce information
and operational costs at the same time stimulating investment decisions, techno-
logical innovations and growth in the long run.

The problem of financial inclusiveness is gaining special significance for
Ukraine, as evidenced by the results of the survey ”Portrait of the Ukrainian con-
sumer of financial services” At the beginning of 2017 representatives of the USA
Agency Project for International Development USAID “International Partnerships
for Financial Stability” conducted a survey among the population in order to find
out how much Ukrainians are aware of the financial system and interact with
it. According to the results of the study, it was found out that ordinary Ukraini-
ans know little about finances, mainly use simple banking services, know almost
nothing about their rights as consumers of financial services and do not trust
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financial institutions. The population uses a very limited list of financial services,
among which the dominant position belongs to utility bills, bank accounts/plastic
cards and ATMs (Vitka, 2018).

Given this situation, increasing the availability of financial services in
Ukraine is one of the most topical economic problems, which is constantly under
the spotlight of both regulators, financial institutions and researchers.

The purpose of the study is to reveal the economic content of the concept
of "financial inclusiveness’, to analyse the availability of basic financial services for
the population in Ukraine in comparison with other countries, Poland in particu-
lar, and to outline areas for promoting financial inclusiveness.

2. The essence of financial inclusiveness and its components

Within the research it is necessary, first of all, to define the terminological
content of the basic notion of “financial inclusiveness”

The United Nations and the World Bank define financial inclusiveness as
“access to a wide range of financial products and services that are affordable or
provided at a reasonable price, useful and able to meet the needs of households
and enterprises, and which are provided responsibly and stably”. The National
Strategy of Financial Inclusion (NSFI) points to four components of financial in-
clusion, namely: 1) access, 2) quality, 3) use and 4) welfare (Fig. 1).

The integrated approach of the Center for Financial Inclusion (CFI) defines
financial inclusion as “a state in which anyone who can use financial services has
access to a full range of quality financial services provided at reasonable prices, in
a convenient way, with respect and dignity”. That is, here the social component of
the category under consideration is also taken into account.

According to Gatnar (2013, p. 225), financial inclusion is a condition in
which all people have access to a full range of quality financial services provided
at reasonable prices, in a convenient way and with dignity for clients.

In the study by Akimova (2015, p. 195), financial inclusion is seen as “char-
acterizing the population’s inclusion in the official financial turnover including
the access to services of officially registered financial institutions” According to
Naumenkova (2015, p. 336), the disclosure of the economic content of the con-
cept of “financial inclusion” is associated with such concepts as financial inclusion
and financial exclusion. Financial inclusion is consumers’ access to basic financial
services, which is based on the absence of any kind of obstacle (price and non-
price) for obtaining them. Contrary to it by its content is financial exclusion rate.
Financial exclusion is making it impossible for consumers — citizens of a country
— to access basic financial services that meet their needs, due to presence of vari-
ous kinds of obstacles and complications (price and non-price), which diverts the
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citizens from normal social life in the society which they belong to. Mazaraki and
Volosovych (2016, p. 17) note that financial inclusion involves the need of house-
holds and business entities in financial services, the ability to meet this need, the
availability of relevant financial services and their quality.

Possibility to use formal financial services, ie + Product altribules meel
minimum barriers to open an account raquiremeants of clisnts
* Physical proximity Access Quality * When developing a product
= Availability customer needs are taken
Fimancial mto account
inclusion
Influence on consumers’ way Actual use of
of lifa financial services / products
* Welfare / consumption Welfare ‘ Use * Repulanity
* Personal / business * Frequency
performance | = Duration of time usad

Figure 1. Components of financial inclusion
Source: own compilation based on (financial Inclusion, 2018).

The common elements of these definitions are “universal access” to a "wide
range of financial services” at a “reasonable price”.

Finally, the concept of financial inclusion also implies financial exclusion,
also known as being “unbanked”. Financial exclusion is defined as not using any
financial services or products of formal financial institutions, including MFIs.
However, it is important to distinguish between those who, for whatever reason,
do not wish or need to use such services and products, and those who wish to
use them but cannot do so due to insufficient funds, poor access, high costs,
ignorance or a lack of understanding, a lack of trust, or identity requirements
(Yoshino & Morgan, 2017).

3. Factors of financial inclusion

Let’s consider the factors of financial inclusion. According to research by
Camara, Pena & Tuesta (2014), Llanto & Rosellon (2017), Martinez, Hidalgo
& Tuesta (2013), the following factors have impact on access to financial services:

1) Place of residence. For example, most commercial banks operate only in
commercial premises, and these banks set up their branches in profitable
areas. Hence, rural population has complicated access to financial services.

2) Limited awareness about financial services and low level of financial literacy.

Incomplete basic education and low level of financial literacy are the main

obstacles for individuals to access different financial services. Some catego-
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ries of people do not understand financial products and have a poor under-
standing of the fundamental principles of the financial market functioning.
According to the studies, the effect of increasing financial literacy increases
the effect of greater financial depth (Grohmann, Kliths & Menkhoff, 2018).

3) The level of income of the population. People’s financial capability always
plays a key role in accessing reasonable financial services. Poor people can
not access financial services, even if these services are created for a low
income group.

4) Lack of legal identity. Economic and political migrants, refugees do not
have access to financial services due to lack of legal identity, that is, docu-
ments identifying the individual and providing the right to open accounts.
We believe that the list of factors of financial inclusion should be supple-

mented by such an important factor as the level of trust in financial institutions.
This factor is especially relevant for Ukraine, where now there is a crisis of con-
fidence, as a result of which the tendency of keeping the population’s savings
outside the banking system is spreading. According to a survey conducted by
the Ukrainian company InMind, only 11% of respondents keep a large share of
their savings in banks, 7% — half of their savings, 49% — only a small percentage.
Thus, a third (33%) of the surveyed respondents having some savings have no
confidence in commercial banks and keep their money outside banks (The Na-
tional Institute for Strategic Studies, 2015).

4. Results of the analysis of financial inclusion in Ukraine

The importance and complexity of the issue of financial inclusion led to the
emergence of many approaches to assessing its level. A number of internation-
al institutions and organizations (World Bank, IME, OECD, Basel Committee on
Banking Supervision, etc.) collect statistical data, calculate and analyze the indica-
tors of financial inclusion.

In addition, new international and regional organizations and structures
were formed whose activities are aimed at fostering financial inclusion - the Al-
liance for Financial Inclusion (AFI), the Center for Financial Inclusion (CFI), the
Global Partnership for Financial Inclusion - GPFI), Microfinance Information
Exchange (MIX), Finscope, etc.

The most comprehensive studies of financial inclusiveness and changes in
its level are regularly conducted by the World Bank (Global Findex database),
by the International Monetary Fund (Financial Access Survey (FAS) and by the
Alliance for Financial Inclusion (AFI).

Findex’s global database contains detailed data on how people save, borrow,
make payments and manage risks. It is the world’s most comprehensive database
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of financial inclusion, which constantly monitors the level of using financial ser-
vices by people in different countries and over time. Global Findex consists of
over 100 indicators, which are also displayed by gender, income, and age. Col-
lected in partnership with Gallups global survey funded by the Bill and Melin-
da Gates Foundation, Global Findex is based on interviews with approximate-
ly 150,000 nationally and randomly selected adults (aged 15) in more than 140
countries.

According to Global Findex 2017, Ukraine has a rather low level of finan-
cial inclusion of the population in the organized money market (Tab. 1). In par-
ticular, almost all indicators of financial inclusion in Ukraine are lower than in
the developed OECD countries, and sometimes lower than the average world val-
ues. We also provide the data of Poland to compare.

Table 1. Dynamics of separate indicators of financial inlucion (% population aged15 years)

World OECD Ukraine Poland
Indicator
2011 | 2014 | 2017 | 2011 | 2014 | 2017 | 2011 | 2014 | 2017 | 2011 | 2014 | 2017
Account 1o 6 612 | 671 | 899 | 940 | 947 | 413 | 527 | 629 | 702 | 779 | 867
(% age 15+)
Debit card

ownership 30.7 | 406 | 47.7 | 619 | 79.7 | 842 | 33.6 | 39.7 | 494 | 373 | 495 | 793
(% age 15+)
Credit card

ownership 149 | 17.8 | 184 | 50.8 52. 56.7 | 193 | 275 | 26.7 | 17.7 | 16.8 | 165
(% age 15+)
Saved at a
financial insti-
tution
(% age 15+)
Borrowed from
a finandial insti-
tution or used a | 149 | 223 | 225 | 50.8 | 53.5 | 56.8 | 193 | 21.7 | 21.7 - 26.8 | 30.5
credit card
(% age 15+)
Borrowed from
family or friends | 23.0 | 26.5 | 258 | 11.9 | 149 | 127 | 373 | 22.0 | 308 | 134 | 121 25.1
(% age 15+)
Paid utility bills:
using a financial

institution - 17.0 | 21.7 - 61.1 | 62.4 - 56 | 19.7 - 319 | 50.0

account
(% age 15+)
Paid utility bills:
using cash only - 415 | 29.6 - 116 | 89 - 65.8 | 52.6 - 393 | 149
(% age 15+)

224 | 273 | 26.7 | 452 | 515 | 565 | 54 78 | 129 | 180 | 20.8 | 326

Source: own compilation based on (Worldbank, 2018).
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5. Reasons for low level of financial inclusion in Ukraine
and ways to increase its level

Considering the economic and socio-political instability, households are
compelled to be in a state of total savings, so any intentions of the population to
put aside, invest, or simply spend their funds are passive in nature.

The low level of financial inclusiveness in Ukraine is related to the exist-
ing problems on protecting consumer rights and financial literacy of people. The
study by Dudynets and Vernei (2017) indicates that the existing consumer pro-
tection system in the financial services markets is not fully in line with the gen-
eral principles of the Organization for Economic Cooperation and Development
and leads to distrust of financial institutions by the public and, consequently, to
a low level of financial inclusion.

In 2017, less than 10% of the population of Ukraine had a deposit with
the bank (apart from the current account) and only a few respondents (0.3%)
invested in credit unions. Of all the respondents, 70% believe that “deposits are
a dangerous tool for saving, as many people put money into a deposit and lost
it”. It is not surprising that 59% of those residents of Ukraine who at the time of
receiving the next revenues happen to have spare finances, prefer saving in cash,
and not in the form of deposits.

As we see, it is the high risks that cause the formation of the populations
savings in national and foreign currency cash outside the financial and credit sys-
tem, which, according to potential consumers of financial services, is considered
to be the safest.

The resolution of consumer protection rights is directly linked to an
increase in the level of financial inclusiveness in Ukraine. Secondly, it is nec-
essa-ry to increase the level of financial education and financial literacy of the
population.

Akimova (2015) stresses the necessity of forming a model of inclusive fi-
nancial behavior in Ukraine, for both individuals and legal entities, which envis-
ages increasing requirements for the level of risk of financial and credit institu-
tions in all sectors of the financial market in order to increase their confidence
in them.

According to Naumenkova (2015), in order to increase the efficiency of ac-
cumulation of funds by the financial system and to ensure access of the popula-
tion to financial services, it is expedient to introduce the following measures:

+ to develop a list of tasks to organize the survey of financial inclusiveness
and assess the territorial and technological access of the population of

Ukraine to the basic financial services;

28



Financial Inclusion and its Determinants: the Case of Ukraine

« to identify the existence of price and non-price barriers to financial services
and the marginal cost of financial services, the average amount of payment
for financial services provided through bank and payment agents;

« to optimize the infrastructure of the financial services market, including the
structure of customer financial service points as well as electronic self-ser-
vice points (payment terminals);

+ to strengthen control over intermediaries that use mechanisms of remote
provision of financial services (mobile and Internet banking), especially in
the context of creating network structures for providing financial services
(network marketing);

+ to develop recommendations for optimizing the composition of financial
services providers in different segments of the financial market, who re-
quire increased attention to technological, operational and communication
integration, excluding the possibility of regulatory arbitrage.

It is worth noting that in Ukraine, despite the foreseen equality in access to
financial (banking) services, there is a practice of restricting the receipt of quali-
tative financial services by persons with disabilities. The problem is that most of
the premises in which bank branches are located are architecturally inaccessible
to wheelchair users, terminals (ATMs) are located without taking into account
the possibility of using them by persons with disabilities, they are located either
too high or separated from a disabled consumer with steps that they can not
overcome on their own. Information on the display of the ATM is not accessi-
ble to the visually impaired, and most of the bank’s sites, where by the Internet
it could be possible to do transactions with their own bank cards, are also not
accessible. For people with hearing impairments, there is a problem of commu-
nication with bank employees without the help of an interpreter, which leads to
the fact that those who do not hear are not always aware of the content of the
transactions they sign in the bank. For people with visual impairments, the most
pressing problem is the same reproduction of their own signature several times,
which leads to the situation when bank employees refuse to serve such clients.
In addition to the above mentioned, there is a practice of considering persons
with disabilities to be high-risk clients. For such clients, a polite refusal is applied,
which consists in the requirement of collateral security, or they are offered to
conclude transactions on some other, more unprofitable terms, than for ordinary
clients. To address this problem, it is necessary to foresee the responsibility of
banks and other financial institutions for not creating conditions for access to
banking services by persons with disabilities.

In our opinion, one of the promising directions of promoting financial in-
clusion in Ukraine is development of financial technologies. We should note that
the Internet as an information and transport technology has already ensured the
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access to financial services for more customers, eliminating geographical and time
barriers. However, measures to increase the information literacy of the population
and the development of online platforms is also the necessary step to increase the
level of financial inclusion in Ukraine, as the results of the analysis show that in
Ukraine the indicators of financial inclusion based on applying digital technolo-
gies are lower than in the developed countries of the OECD (Tab. 2).

Table 2. Indicators of financial inclusion based on the use of digital technologies in 2017 (% of population
aged 15 years)

Indicator World OECD Ukraine Poland
Used a m0b|le phone or the internet to access a financial institution 228 535 181 54
account in the past year (% age 15+)
Used the internet to pay bills in the past year (% age 15+) 222 53.7 229 51.1
Made or received digital payments in the past year (% age 15+) 52.3 92.1 60.7 81.8

Source: own compilation based on (Worldbank, 2018).

Financial inclusion on the basis of digital technologies has several advan-
tages. Digital financial integration enables banks to reduce costs by reducing
queues in bank halls, by reducing paperwork and reducing the costs of main-
taining branch offices.. With digital financial inclusion, a large number of depos-
itors can easily change banks within a few minutes, forcing banking institutions
to provide better-quality services so as not to risk losing depositors to competing
banks. For regulators of financial and currency systems, digital financial inclusion
also helps to reduce the amount of physical cash in circulation and contributes
to lowering high levels of inflation in developing countries. A digital financial
inclusion can improve the welfare of individuals and legal entities that have a re-
liable digital platform to access funds in their bank accounts in order to conduct
financial transactions. The expected benefits of digital financial inclusion can be
fully gained if the cost of obtaining a digital transaction platform for low-income
people is insignificant or low in case the digital platform refers to mobile phones,
personal computers and related devices.

Important role in increasing the level of financial inclusion on the basis of
digital technologies is played by FinTech-companies with a number of advantages:

1) Fintech-providers can provide operational financial services through a con-
tinuous process that facilitates managing by low-income people their finan-
cial obligations on a daily basis.

2) Fintech companies face less regulation than banks, enabling them to focus
on improving their financial technologies and the effectiveness of mediation

(in particular, by reducing the cost of services, where possible, for better

customer service.
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3) Fintech companies can collaborate with traditional lending institutions that
can help them reduce operating costs and improve the quality of their me-
diation. Collaboration with traditional financial institutions can help Fin-
tech vendors become stable over time, and financial technology of Fintech
vendors can benefit traditional lenders with which they collaborate, in par-
ticular, in improving their online lending.

4) Some Fintech providers have better opportunities to provide quick loans
or small loans to low-income individuals compared to banks and other
lending institutions. Any request for such funding in a traditional bank or
credit institution should undergo a credit risk assessment process that may
be too long for people in need of instant loans. This makes some Fintech
providers more affordable for providing short-term cash in small amounts
with higher interest rates for middle-income and low-income individuals.

5) There is potential for ensuring convenience of providing financial services
technology for Fintech providers working through Internet platforms. They
can by electronic means ensure greater convenience for their users by pro-
viding access to such services always and anywhere where the user or con-
sumer can access the Internet. This makes it possible for Fintech providers
to help their customers avoid visiting a bank premises to do financial trans-
actions.

In this aspect, in order to promote financial inclusion in Ukraine, the US-
AID Transformation of the Financial Sector Project, the National Bank of Ukraine
(NBU) and the Independent Association of Ukrainian Banks (NABU) have an-
nounced a contest “FinTech Challenge” (#GOFinTechUA). The goal of “FinTech
Challane” is to select up to five of the best proposals on the development of in-
novative finteh solutions that would deepen the knowledge of Ukrainian citizens
about financial services, as well as increase access to financial services, increase
the volume of use and improve the quality of financial services throughout the
country. The total prize fund of this contest is 1.5 million hryvnias.

6. Conclusion

In order to increase the level of financial inclusion in Ukraine and promote
the use of active strategies of financial behavior, it is necessary to increase the
level of the population’s awareness of a certain set of financial knowledge about
the main tendencies that are taking place in the financial market of Ukraine, to
increase the level of financial literacy, so that the population have the opportunity
to independently analyze processes taking place in the economic life of the state.

The strategy of promoting financial inclusion in Ukraine should be based
on improving the quality of financial services for consumers who already have
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access to them and on extending the provision of basic financial services to those
who do not have access to them at all. In this aspect, the use of financial tech-
nologies is an effective tool for raising the level of financial inclusion, so the re-

search of the issue of implementing financial technologies and prospect of their

use should be considered as a further direction of the research.
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Flexible Working Arrangements and Employee Turnover
in the Central and Eastern Europe

Nemanja Berber, Agne$ Slavic¢

1. Introduction

The labor market has significantly changed in the last decade due to the
processes of digitalization, globalization, competitiveness, dynamism, and the
presence of a new generations (Y and Z generation) in the companies. Many or-
ganizations are faced with insufficient number of employees, but also with insuf-
ficient competencies of their work force. In order to attract and retain talents,
increase their knowledge, skills, and abilities (KSA), employers all over the world
are becoming increasingly flexible and innovative in terms of the organization of
work, work-life balance, compensation systems, training and development pro-
grams, career management, etc.

As a response to the changing workplace, organizations developed flexible
working arrangements (FWA), as working patterns involving modifications to
the regular working hours such as work at nights and at weekends, home-based
working, teleworking, part-time jobs, flexitime, compressed work weeks, etc. (ILO,
2000; Stavrou, 2005; Coenen & Kok, 2014), and make available to employees the
choice regarding where and when to work and how much work to perform (Hill
et al, 2008; Azar et al., 2018). These FWAs are found to have significant influ-
ences on organizational performances (Baltes et al., 1999; Beauregard & Henry,
2009; Battisti & Vallanti, 2013; Berkery et al.,, 2017), and especially on employee
turnover (De Janasz et al., 2013; Caillier, 2018; Wadsworth et al., 2018).

The aim of this research is to investigate the relationship between flexible
working arrangements (FWA) and employee turnover in the sample of 9 Cen-
tral and Eastern European (CEE) countries (Croatia, Estonia, Latvia, Lithuania,
Hungary, Slovenia, Slovakia, Serbia, and Romania). The research is based on the
CRANET research methodology and research database from 2015/2016. The au-
thors explored the available literature on FWAs and turnover, and performed Fac-
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tor analysis, Spearman’s correlation, and Hierarchal regression analysis to investi-
gate the proposed relations.

2. Theoretical background

There is no universal definition of a FWA. However, the general definition
of a FWA is the work role offers some flexibility with where someone works,
when someone works, and how much they work. If at least one of these flexible
traits is present, then the role is a FWA (Chen & Fulmer, 2018). Spreitzer et al.
(2017) identify three dimensions of flexibility inherent in different types of alter-
native work arrangements and review the literature relevant to each dimension:
(a) flexibility in the employment relationship, (b) flexibility in the scheduling of
work, and (c) flexibility in the location where work is accomplished.

Zapf and Weber (2017) state that employers require working-time flexibility
to deal with and to respond quickly to fluctuations in demand and thus to save
costs, to realize shorter delivery times and to meet customer needs, to increase
performance and productivity and to foster innovation performance. Employees
require working-time flexibility to balance work and private life responsibilities,
but also changing lifestyle and work style preferences and the increasing need for
life-long learning require more flexible working hours.

The FWAs have significant benefits for the employees and for employers,
too. The main benefit of FWA for the workers is the better work-life balance
(Dougherty, 2017), as enhancing flexibility through a FWA can promote the in-
tegration of work, personal life, and family (Hayman, 2009). The other benefit
of FWA is to increase a worker’s positive attitude towards their job. There is evi-
dence stating workers who know a FWA is available may have an increased pos-
itive job attitude (Chen & Fulmer, 2018). The increased autonomy in a FWA can
enrich a worker’s life which ultimately increases job satisfaction. A FWA can be
a positive factor in reducing turnover and absenteeism FWAs give organizations
increased capacity in addressing diversity in the workforce (Davis, 2018).

FWAs reported in the literature include part-time work, job sharing, shift,
and weekend work, overtime, annual hours, flextime, temporary work, fixed-term
contracts, subcontracting, home-based work and tele-working (Stavrou et al.,
2015). According to different law regulations, the particular FWA practices may
have a different meaning in various states word-wide, but according to Cranet
international research methodology the measures of FWA are the following:
(a) weekend work: employees may extend work hours during weekends or work
two long shifts on Saturday and Sunday with time off during the rest of the
week; (b) shift work: employees replace one another at the workplace so that
the establishment can operate longer than the hours of work of the individu-
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al employees; (c) overtime: employees work extra hours per day, week or year
over and above those stipulated in their working contracts; (d) annual hour con-
tracts: employees complete a predetermined number of working hours during
a year, with the allocation of hours being based either on employee/ employer
agreement, or on the latter’s need to respond to market demands; (e) part-time
work: employees work less than full week on a regular basis; (f) job sharing: two
part-time employees together share one full-time position; (g) flextime: employ-
ees work full-time but choose their starting and finish times within limits set by
management; (h) temporary employment: employment is offered on a temporary
basis; (i) fixed term contracts: employees work on short or long-term employ-
ment contract with a specific duration; (j) home-based work: employees work
from home; (k) tele-working: employees work away from the office for some/all
of working week, maintaining an electronic pre-sence in the office. Employees
are usually required to participate in regular quarterly, monthly or weekly meet-
ings at the work location; and (1) subcontracting: a contract of employment dis-
placed by a commercial one, as a means of getting the job done (Stavrou et al.,
2015).

2.1. The organizational effects of the usage of FWA

Based on the results of a 4 year balanced panel data Cailler (2016) state that
satisfaction with family-friendly programs in general had a significant, negative
effect on turnover at the 10 level. The results also indicate that alternative work
schedules, child care programs, and employee assistance programs reduced turn-
over. Child care and employee assistance programs were significant. Tele-working,
elder care, and health and wellness programs, on the other hand, were not found
to have an impact on turnover.

Moen et al. (2017) have found that initiatives that give employees more
control over when and where they work and conveys managerial and co-worker
support for attending to personal life, reduces employees’ plans to leave the firm
over 12 months and also reduces voluntary turnover over a period of about three
years. Employees whose teams were randomly assigned to FWA practices were
40 percent less likely to choose to leave the company as their counterparts in the
usual practice groups.

Based on a representative large-scale German panel data Kroll and Niesch
(2017) have found that the three considered flexible working practices (FWPs)
— flextime, sabbaticals, and working from home - significantly increase job sat-
isfaction and that sabbaticals and working from home (but not flextime) signif-
icantly decrease turnover intention. In addition, sabbaticals but not flextime or
working from home significantly increase leisure satisfaction. The effects of FWPs
on health are mostly weak and statistically insignificant. These findings indicate
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that organizations in Germany can increase job satisfaction and decrease employ-
ee turnover intention by offering FWPs.

Chen et al. (2018) have found that work-to-family enrichment acts as a
mediating factor between flexible work arrangements and outcomes. In addition,
the relationship between work-to-family enrichment and turnover intention is
stronger for female employees.

Masuda et al. (2012) explored the availability of FWA and their relationship
with manager outcomes of job satisfaction, turnover intentions, and work-to-fam-
ily conflict across country clusters. They used individualism and collectivism to
explain differences in FWA availability across Latin American, Anglo, and Asian
clusters. The results showed that while there is a negative relationship between
flextime work and turnover intentions for the Anglo cluster with a negative slope
significantly different from zero, the relationship was not significant for the Latin
American cluster. Further, there was a negative relationship between part-time
work availability and turnover intentions for managers in the Latin American
cluster. However, the relationship was not significant for managers in the Anglo
cluster.

Stavrou and Kilaniotis (2010) explored the relationship between FWAs
and turnover between two GLOBE clusters — namely Anglo and Nordic - and
found significant differences in the FWA - turnover relationship between the two
clusters. They found that in the Anglo societal cluster unsocial hours and part-
time arrangements are positively related to turnover in a statistically significant
manner. In the Nordic societal cluster schedule flexibility is negatively related to
turnover in a statistically significant manner. The results raise issues about the
universal applicability of FWA policies and practices among nationally and inter-
nationally operating organizations.

The research results of Timms et al. (2015) prove that supportive aspects
of organizational culture are consistent with the increased employee utilization
of FWAs, high work engagement, low turnover and low levels of psychological
strain. Supportive organizational culture demonstrates an enduring effect over
time. However, the research also identified a negative relationship between use
of FWAs and work engagement over time. This suggests that take-up of FWAs is
highly dependent on workplace cultural norms.

Mass and Pallais (2017) note that, while flexible working arrangements may
facilitate work-life balance, they are not necessarily worker-friendly. Many jobs
have irregular schedules, whereby workers cannot anticipate their work schedule
from one week to the next; many workers are on-call or work during evenings,
nights, and weekends. They state that despite this active debate on how alternative
work arrangements should be promoted and regulated, very little is known about
how workers actually value different arrangements. The research data obtained
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from call center workers from the USA show that the most workers are not will-
ing to pay for scheduling flexibility, though a tail of workers with high valuations
allows for sizable compensating differentials. The average worker is willing to give
up 20 percent of wages to avoid a schedule set by an employer on short notice,
and 8 percent for the option to work from home.
Based on the abovementioned the authors proposed the following hypotheses:
H1: FWAs are related to employee turnover in organizations in the CEE.
Hla: FWAs which include flexibility of working time and place are negatively
related to employee turnover in organizations in the CEE.

3. Methodology

The research is based on the data from Cranet research (Cranfield Network
of International Human Resources Management) made in 2014/2016 period. The
Cranet was established in 1989, and is now a collaboration of more than 40 uni-
versities and business schools, representing different countries from all over the
world (Mayrhofer et al., 2012). It uses a standardized questionnaire that is filled
out by the HRM managers or general managers in organizations with more than
100 employees, consists of six sections: HRM activity in the organization, staffing
practices, employee development, compensation and benefits, employee relations
and communication, and organizational details (Morley et al., 2016). The sample
was created from 9 countries of the CEE region (Tab. 1).

Table 1. Sample

Country Frequency Valid Percent
Croatia 171 10.7
Estonia 83 5.2
Hungary 273 17.0
Latvia 67 4.2
Lithuania 145 9.0
Romania 225 14.0
Serbia 160 10.0
Slovakia 262 16.3
Slovenia 218 13.6
Total 1604 100.0

Source: Authors’ analysis based on Cranet data.

The main part of the sample belongs to SMEs (45.2%), to large organiza-
tions with 250-1000 employees (38.5%), while the organizations with more than
1000 employees make only 16.3% of the sample. Private sector organizations
make 70% of the sample, while the public sector makes 30%. About 30% of the
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sample belongs to organizations from the production sector, and services make
70% of the sample.

The authors used the following control variables: size of the organisations
- as a number of employees, we used log value of the number of employees;
sector of business (private and public); industry (production and service sector);
and trade union density (a proportion of employees that are members of trade
union).

Independent variables were flexible working arrangements: the level of the
usage of weekend work, shift work, overtime, flexi-time, home-based work, tele-
working, compressed working week, job share, part-time working, fixed-term
contracts, temporary/casual work, and annual hours contracts.

Dependent variable was annual staff turnover (expressed by the percentage
of employees who left the organization in a given year).

Since there were 12 working arrangements used in the research, the authors
performed a factor analysis in order to get groups or bundles of FWAs, and to
create critical factors for further analysis. The authors performed Spearman s cor-
relation and hierarchical multiple regression model to explore proposed relations
between FWAs and employee turnover.

4. Results

Factor analysis was used to summarize several flexible working arrange-
ments into a smaller number of underlying dimensions as critical factors.

Table 2. KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 723
Approx. Chi-Square 2186.869

Bartlett's Test of Sphericity df 66

Sig. .000

Source: Authors’ analysis based on Cranet data.

Table 2 shows two tests that indicate the suitability of the data for structure
detection. The Kaiser-Meyer-Olkin Measure of Sampling Adequacy indicates the
proportion of variance in variables that might be caused by underlying factors.
According to the data in Table 2, KMO is 0.723 which is acceptable and that
factor analysis can be done with potential success. Bartlett’s test of sphericity tests
the hypothesis that the correlation matrix is an identity matrix, which would in-
dicate that the variables are unrelated and therefore unsuitable for structure de-
tection. Small values (less than 0.05) of the significance level indicate that a factor
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analysis may be useful with the present data. In order to explore which dimen-
sion creates which factor, we perform the component matrix as factor loadings.
Since in this step there were detected cross-loadings, the varimax rotation was
performed. The final rotated component matrix showed 4 factors, based on the
following variables (Tab. 3).

Table 3. Rotated Component Matrix

Component

Weekend Work .823
Shift work 77
Overtime .679
Flexi-time 123
Home-based work .653
Teleworking .592
Compressed working week .788
Job share .596
Part-time working 494
Fixed-term contracts 142

Temporary/casual work .623

Annual hours contract .555

Eigen values 2.560 1.804 1.039 1.023
Percentage variance (%) 21.333 15.030 8.660 8.523
Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 5 iterations, and only variables with a factor loading than 0.45 were extracted

Source: Authors’ analysis based on Cranet data.

In order to test the relationship of each independent variable with the level
of productivity and annual staft turnover, the authors used Spearman’s correlation
and regression analysis. Correlation analysis (Tab. 4) showed that between the in-
dependents and the dependent variables there are statistically significant positive
weak correlation in the case of the number of employees, bundle 1, and bundle
3. Also, correlation analysis showed that between the independents and the de-
pendent variable there are statistically significant negative weak correlation in the
case of the sector of the business, and trade union density.

According to the regression model summary in Table 5, the value of 0.321
indicates a moderate level of prediction. The coefficient of the determination,
R square, of the final model for the annual staff turnover is 0,103 which mean
that the model explains only 10.3% of the variability of the dependent variable.
The Durbin-Watson statistic is 1.811 (between 1.5 and 2.5) which means that
the data is not auto-correlated. The variance inflation factors (VIF) and tolerance
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also pointed out that there was no multicollinearity in the model (Tab. 6). In this

case, the variance inflation factors were lower than the generally accepted thresh-
old of 10 (Hair et al., 1995).

Table 4. Means, standard deviations, and correlations between observed variables

Mean SD Size | Industry | Sector TU B1 B2 B3 B4 | Turnover
Size 5.75 1.27 1.00
Industry | 1.70 | 0.46 |-0.04 1.00
Sector 1.28 0.45 0.01 3327 | 1.00
U 2.89 1.70 2907 | -0.05 3547 | 1.00
B1 2.52 1.75 207 | -158" | -.116™ | .065 1.00
B2 0.87 1.08 |-0.03 077 | -1517 1-.209 | 0.03 1.00
B3 0.61 0.80 | 0.00 15171 0.03 =126 | 1247 | 332 | 1.00
B4 1.07 1.05 1207 -0.01 -0.02 0.05 208 | 207 | .250™ | 1.00
Tumover | 11.01 | 12.24 | .105* 0.05 - 189 | -171™ | .060* | -0.01 101 | 0.04 1.00
**, Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
Source: Authors’ analysis based on Cranet data.
Table 5. Regression model summary
Change Statistics .
Model R R Square | R Square Sig. F SIS
Change F Change df1 df2 Change Watson
1 264 .070 .070 17.351 4 929 .000
2 321 103 .033 8.633 4 925 .000 1.811

Source: Authors’ analysis based on Cranet data.

Based on the results of the F test, the model is statistically significant, in
case of both dependent variables. The F-ratio in the ANOVA table showed that
the overall regression model is a good fit for the data. The independent variables
in the final model statistically predict annual staff turnover F(8.925) = 13.277,
p<0.001).

Table 6. Hierarchical regression model and collinearity statistics

Model B t Sig. Tolerance VIF
(Constant) 8.034 3.093 0.002
Size 1.303 3.695 0.000 0.945 1.058
Industry 2.424 2.688 0.007 0.858 1.165
Sector -5.115 -5.030 0.000 0.732 1.366
TU density -0.781 -3.065 0.002 0.777 1.287
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Model B t Sig. Tolerance VIF

(Constant) 6.684 2.533 0.011

Size 1.215 3.456 0.001 0.920 1.087
Industry 2.695 2.987 0.003 0.830 1.205
Sector -5.264 -5.163 0.000 0.705 1.419
TU density -0.807 -3.169 0.002 0.752 1.329
Bundle 1 0.583 2.507 0.012 0.883 1.133
Bundle 2 -1.089 -2.821 0.005 0.815 1.228
Bundle 3 2452 4.656 0.000 0.824 1.214
Bundle 4 -0.379 -1.012 0.312 0.852 1.174

Source: Authors’ analysis based on Cranet data.

Table 6 presents the coefficients of the regression model for the annual
staff turnover, as dependent variables. In the first step of the analysis, it has been
detected positive relation between a number of employees in organizations and
staff turnover ($=1.303, p<0.05). Service industry is positively related to higher
staff turnover (B=2.424, p<0.01), while public sector is associated with lower staft
turnover (B=-5.115, p<0.01) According to the negative beta coefhicient ($=-0.781,
p<0.01), higher level of trade density is associated with lower level of turnover,
when the other variables in the model are controlled. In the second step of the
analysis, a positive relation has been detected between a number of employees
in organizations and staff turnover (f=1.215, p<0.05). Service industry is posi-
tively related to higher staff turnover (f=2.695, p<0.01), while public sector is
associated with lower staff turnover (p=-5.115, p<0.01). According to the negative
beta coeflicient ($=-0.807, p<0.01), higher level of trade density is associated with
lower level of turnover, when the other variables in the model are controlled.
Bundle 1 (weekend work, shift work, and overtime; $=0.583, p<0.05) and Bundle
3 (compressed working week, job share, and part-time working; f=2.452, p<0.01)
are positively related to higher staff turnover. According to the negative beta co-
efficient (p=-1.089, p<0.01), higher level of the usage of Bundle 2 (flexi-time,
home-based work, teleworking) is associated with lower level of turnover, when
the other variables in the model are controlled. In case found Bundle 4, there has
not been found statistically significant relation with the staff turnover (but it was
found to be negative). Based on the above-mentioned, the authors proved the
research hypotheses.

5. Conclusion

Globalization and innovations in technology allow different types of work
to be done anytime, anywhere. Besides, in contemporary management practice
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the satisfaction of employees and their work-life balance has become an impor-
tant requirement towards employers. This is why FWAs are getting more and
more importance, as a part of family friendly practices, originally designed to
reduce stress between work and family.

The results of this research showed that FWAs are related to employee
turnover in the CEE region, but these findings are not unambiguous. In the case
of the investigated bundles of FWAs, the authors found that bundle created of
flexible time, home-based working, and teleworking had a negative relation to
turnover, which means that the usage of these kind of FWAs reduce turnover
in companies. On the other hand, bundles of FWAs including weekend work,
shift work, and overtime, and compressed working week, job share, and part-
time working are positively related to higher staff turnover. The results are in the
line with previous results of the research in this area, regarding relations between
home based work and turnover (Kroll & Niiesch, 2017), flexible time and turn-
over (Stavrou & Kilaniotis, 2010), and flexibility of working time and place and
turnover (Masuda et al., 2012). Also, positive relations as a results are in the line
with Mass and Pallais (2017) results, which showed that FWAs can be a problem
for employees, since many jobs have irregular schedules, whereby workers cannot
anticipate their work schedule from one week to the next, and many workers are
on-call or work during evenings, nights, and weekends. Therefore, these kind of
FWAs sometimes may not be seen as factors that reduce turnover.

Companies from the CEE should explore possibilities of introducing FWAs
carefully, since results of the research showed different relations with the turnover.
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Exploring the Relevant Skills Needed
for the Digital Age Employees in Business

Hanan Gouda, Eiman M. Negm

1. Introduction

In contemporary markets worldwide, advancement in technology has pro-
gressed and dominated human life (Younes & Zoubi, 2015). Innovations in com-
puting and telecommunication technologies are significantly affecting most of the
areas of the economy, leading to the transformation acceleration in business (Fox,
2018). Accordingly, technological advancements have entirely reshaped the organ-
izations by making their business processes highly integrated, restructured, and
well run. Work (its content, its organization and design, its regulation and pro-
tection) is all undergoing great change in this digital age (Frey & Osborne, 2017).
The impact of digitalization has changed the labor market requests and skills as
well (Acemoglu & Restrepo, 2017).

Digital technologies have caused business operations to develop to a new
level of quality and distinction (Corless et al., 2018). It provided solutions and
enhancements towards the responsibility, accountability, efficiency, and delivery
time of tasks. Technology allows flexibility in communication, making employ-
ees connect with each other straightforward, simple, and effortlessly anywhere
at anytime, such as through electronic messages, teleconferencing, and co-work-
ing space (Terzioglu et al., 2017). Cloud technology lets data access, storage, and
usage to be instantly reachable wherever and whenever (Acemoglu & Restrepo,
2017). Technology helps in keeping the business fully organized. Numerous appli-
cations, programs, and software help in building, delegating, tracking, reviewing,
and assessing tasks (Fox, 2018). Moreover, these new innovations are cost-effec-
tive in operating various business activities (Corless et al., 2018). According to the
United Nation’s Sustainable Development Goals Report (2018), digital technology
has influenced employability. It allowed labor productivity to increase and the un-
employment rate to decrease.
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The influences of digital technologies have brought changes to the labor
market (Rahmil, 2014). Certain occupations have vanished due to the absence of
their necessity; others have become more demanded in the market. Moreover, ad-
ditional job positions have transpired and increased. To perform these new jobs,
the development of certain skills and know-hows are required (Walwei, 2016).
According to research and prior studies, technology-intensive usages in businesses
reduce the reliance on manual and routine tasks, shifting the skill composition
toward cognitive and non-routine tasks. Thus, sets of proficiencies and services
are required in the labor market (Terzioglu et al., 2017).

Digital technologies are one of the main drivers of the world economy to-
day and their impact on the business market is a topic of continuous discussion
(Fox, 2018; Acemoglu & Restrepo, 2017). Many studies investigated the labor
market consequences of technological change. Research debates support the em-
pirical relationship between the expansion of technology and the change of la-
bor force requirements, decreasing middle-skilled jobs and increasing high skilled
jobs (Acemoglu & Autor, 2011; Messina et al., 2016). This association is well es-
tablished for developed countries. However, the evidence is still scarce for emerg-
ing economies (Almeida et al., 2017). Hjort and Poulsen (2017) analyzed the
impact of fast Internet arrival on Africa’s labor market. They provided evidence
that technology has changed the requirements of employment. Digital technology
stimulated an effect on employment in a wide range of industries. For this reason,
exploring the role of digital technology on the skill needed at work in a developing
country is one of the essential contributions of this paper.

This study plans to investigate the impact of digitalization on the Egyp-
tian labor market. Egypt has an immense potential labor market (with nearly
100 million people) that can benefit both global and local companies. According
to the CIA world fact book (2018), over the next five years, around 3.5 million
young Egyptians are projected to join the labor force. The State Information Ser-
vice (2018) indicated that the government is seeking to develop programs to train
youth to be ready for the contemporary market and improve their employability
in order to reduce unemployment and improve living standards among workers.

1.1. Research objectives

The digitalization in business has a prevalent impact on the market and
labor force. Thus, current students (the future workforce) and potential employees
that lack digital knowledge and skills will have difficulty to compete with oth-
ers for employment since the skills in the workplace is continuously expanding
(Almeida et al., 2017). Potential work force needs to develop their digital age
literacy. Studies mentioned that technology literacy represent critical grounds
for success in work field. The needed knowledge related to technology literacy
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can include effective communication, information analysis and interpretation,
task management and priorities, problem solving, and other business related skills
(Bughin et al., 2018). Thus, the main aim of this study is to identify the relevant
skills needed by the digital age labor market relevant to the Egyptian business field.
In order to achieve this aim, this research contains twofold objectives: (1) critical-
ly review relevant literature in order to identify the impact of digital technology
antecedents supplementary on employment in the business industries; (2) explore
and develop a rich understanding of the vital skills needed in order to make in-
diviudals employable in the digital age in Egyptian context through the use of
qualitative approaches.

2. Literature review

Academics, practitioners, and economists have long been interested in the
effect of technological change on the labor market (Fox, 2018). This research has
focused on how digital technology influences the skill acquisition of young workers
in the business field.

2.1. The labor market

With the progression in technology, the process of business operations and
functions are not stable or predictable these days. This allows the labor force to
exist in a complex and uncertain market. Consequently, scholars recommend that:
“they need to develop their own capacity to innovate, adapt to change, and manage
instability” (Preda, 2002, p. 80). There are several market dynamics that impact
labor market, such as: “demographic development, the competitiveness of the nation
economy, globalization and last but not the least is technological change or digital-
ization” (Walwei, 2016, p. 2). Research showed that the technological revolution,
however, is of great significance. The technological transformation is a prevailing
factor out of the four listed (Messina et al., 2016). It is the key determinant of
economic growth and productivity (Walwei, 2016).

Technology advancement generated and increased business usage of: ar-
tificial intelligence, autonomous vehicles, big data analytics and clouds, custom
manufacturing (3D printing), Internet, digital devices, robots, social media and
platforms, and many more technological elements (Acemoglu & Restrepo, 2017).
These elements are: “drastically changing prospects for the type of jobs that will be
needed in the future and how, where and by whom they will be done” (The Or-
ganization of Eastern Caribbean States, 2016). The burst of technology constantly
evokes debates on whether it serves as an opportunity to create many new jobs
on the market or to diminish existing jobs (Hjort & Poulsen, 2017). Overall, the
digital transformation has both positive and negative impact on the labor market,
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affecting: “job creation and job loses, expectation for the demanded skills for the fu-
ture and the way labor market respond to these requirements and changing working
conditions” (European Parliament, 2016, p. 6).

Digitalization and Job Creation: The digitalization era brought changes to
the labor market (Hagel et al., 2017). It created demand for some jobs and de-
creased it for others (Kucera, 2017). There is a continuing tendency of technolog-
ical professions to be in strong demand (Acemoglu & Restrepo, 2017). Nowadays,
most in-demand and top paid jobs are related to the positions that use advanced
technology, such as: data scientists and engineers (people who design and build
programs to create large data sets), analytics leader (people who analyze data to
create long-term and short-term business strategies for the generation of revenue
and the efliciency in operations), social marketing executive (people who per-
forms market analysis, formulates and implements marketing plans, and engage
in customers relationship management through social media programs and on-
line functions) and many others jobs in technology related fields (Almeida et al.,
2017). These professions exist in various market fields, for example, in education,
healthcare, law, finance, customer services, etc. (Bureaus of Labor Statistics, 2015).

Digitalization and Low-Skilled Jobs: Digitalization not only created strong
demand for technological positions and jobs, but it reduced the demand for rou-
tine and low-skilled jobs (Frey & Osborne, 2017). For example, with technology,
retail cashiers are being replaced with digital self-checkout options; there is no
need for newspaper deliveryman if people can read news online; travel agent are
becoming defunct sense people can use Google and other online search engines
to book and plan their trip; there is declining demand towards postal-services
worker as automated sorting systems and online telecommunication services exist
and made communication instantaneous and rapid (Almeida et al., 2017). Be-
sides reducing routine and low-skilled jobs, digitalization also influenced certain
routine and low-skilled jobs' conditions and approaches (Fox, 2018). For example,
with technology (the internet, digital devices, and the ease of mobile payments,
creation of applications and online platforms), there is no need for dispatchers, as
orders can be taken online. With the usage of the Internet and its applications,
shared economy prevailed and transpired. It effectively connected people who
have underutilized assets with people who want to make use of these assets (as-
sets range from large goods, such as cars and houses, to products such as tools,
toys and clothing) (Hamari et al., 2016).

Digitalization and New Jobs: Smartphones was first launched in the mar-
ket in 2007. Nowadays, almost half of the world’s adult population has a smart-
phone. This phenomenon allowed digitalization to create new jobs in the market
(Association of Southeast Asian Nations, 2016). For example, there is a huge de-
mand for mobile applications, which leads to: ‘a blooming market for app devel-
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opers” (Hallett & Hutt, 2016). Social Media Executive is another profession that
emerged. Social media platforms have become very popular among individuals,
making it a prevalent tool to promote and popularize brands allowing them to
efficiently reach and communicate with customers (Kotler & Armstrong, 2017).
Cloud computing specialist is another job that emerged (Burke, 2017). Other
jobs that digitalization created are: Market Research Data Miner, App designer,
Blogger, Chief Listening officer, YouTube content creator, Driverless car engineer,
Drone operators, Uber driver etc. (Almeida et al., 2017). Accordingly, these new
occupations require certain set of skills to perform the jobs successfully (Fox,
2018; Frey & Osborne, 2017).

2.2. Employability skills: hard and soft skills

The importance of employability skills is increasingly emphasized in recent
times (Suarta et al, 2017). Employability skills refer to a collection of necessary
skills, capabilities, powers, and knowledge that is required for success in the
modern workplace (Rahmil, 2014; Walwei, 2016). Suarta et al. (2017) stated that
there are employability skills that are considered essential credentials for many
job positions. The American Management Association (2010) stated that critical
thinking and problem-solving, creativity and innovation, collaboration, and com-
munication skills are becoming increasingly important in today’s global economy.
Furthermore, in the digital age, many research proved that digital media literacy
is vital for employment (Grundke et al., 2018).

It is known that technology: “make certain forms of human labor unnecessary
of economically uncompetitive and create demand for new skills” (Manyika et al.,
2013, p. 15). Digitalization influenced employees’ hard and soft skills that are
in-demand and relevant for the current labor market (Hagel et al., 2017). Today,
most companies do not need some skills that were required in the past to get
a respectable job (Kucera, 2017). In this new era, many research show that the
digital age has formed newly emerged occupations that require a different set of
skills. There are certain combinations of hard and soft skills needed to successful-
ly perform tasks (Fox, 2018; Patacsil et al., 2017).

The Organization for Economic Co-operation and Development (2015)
claimed that the development of information and communications technology
(ICT) industry leads to the increased demand of some divisions of ICT skills,
such as: “ICT generic skills (ability to use information and communication tech-
nologies on the daily basis such as using software and applications, sending emails
etc.), ICT specialist skills (such as ability to program software, develop and design
applications, ability to manage networks etc.) and ICT complementary skills (so-
cial media marketing, communications on social networks, present brand products
on online platforms etc.)” These skills are a necessity in the work field in many
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businesses. Reports indicate that businesses in the digitalization era embrace tech-
nologies to catch up with the market and benefit from its productivity and inno-
vations (Grundke et al.,, 2018). Thus, companies need ‘digitally skilled employee for
increasing productivity, sales, offering better services for the clients and generating
revenue” (Information and Communications Technology Council, 2016, p. 7).

Brooks (2016) claimed that the needed hard skills these days needed by
future employees include: “programming and application development, business in-
telligence and analytics, web development, database administration, middleware and
integration software, social media management, cloud and distributing computing”.
Walwei (2016) explained that these mentioned hard skills are in demand. Brooks
(2016) argued that not having any of these mentioned skills reduces the chances
of finding a job almost to zero.

Kotler and Armstrong (2017) mentioned that social media has dominated
the business and consumer market. It is changing the way companies do busi-
ness (Fox, 2018). Thus, social media literacy is significant to grasp in the current
era. It is important to understand how these tools work, using them effectively
for business purposes (McDougall et al.,, 2018). Social media literacy is one of
the top five skills that companies look for when hiring (World Economic Fo-
rum, 2016). Research showed that employees with social media knowledge and
the comprehension of digital devices have a clear advantage over candidates that
have limited experience (Kishokumar, 2016). In the digital age, employees can
obtain better jobs and advance their careers by proving social media competency
(Durga, 2015; Jagero, 2014).

When it comes to soft skills, according to World Economic Forum (2016),
there are ten vital skills that companies are looking for in potential employees.
Based on this report, the potential employee is expected to be able to solve com-
plex problems; to conduct critical thinking; to be able to have wholesome Judg-
ment and fast decision making capabilities (cognitive flexibility); to have negoti-
ation skills; to be a good communicator in order to coordinate well with others;
people management skills are required (emotional intelligence); to remain an
active listener; to be creative in rational and behaviors; to pursue for quality in
productivity; and service orientation skills are one of the key skills needed. The
World Economic Forum (2016) indicated these skills are the highest demand in
2020 labor market.

Berger (2016) explained that soft skills are not so relevant and important
for information technology industry (industries concentrated on the technologies
and their development of mobile applications, data mining and analysis, cloud
computing, web development, etc.). These skills are given high values regarding
industries related to consumer services or retail the focus on personal relationship
management, such as: restaurants, consumer services and professional training
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and coach (Kotler & Armstrong, 2017). These industries require lots of commu-
nication, interaction and negotiation with customers, so the soft skills are a must
in these industries (Soloman, 2017).

Business skills are a necessity in order to have sustainable operations in
the market (Jibuti et al., 2017). Human resources and strategic officers will seek
employees holding certain skills necessary to run day-to-day business operations
(World Economic Forum, 2016). As more companies adopt flat organization
structures, there is demand for people who understand basic business principles
(Mazzarol & Reboud, 2006). Reports show that it is beneficial to hire individu-
als that understand how businesses operate (Jibuti et al., 2017). Prior empirical
evidences show that when potential job candidates show hiring managers that
they are acquainted with the basic functions of different departments (marketing,
sales, finance, etc.) within the company, they become a significantly more attrac-
tive job candidate (Feng, 2018). Another study indicated that employees capable
of strategic planning are valued in the workforce (Alencar et al,, 2017). Strategic
planning is an important business activity because it allows the recognition of
proper development of company’s future performance, strategy or direction re-
garding various industry decisions on allocations of resources of capital and people
(Gluck et al., 1980).

Based on this literature review, the researchers concluded that the digital
age changed the needed skills individuals should hold to become attractive job
candidates. What skills should an individual look to focus on and develop to suc-
ceed in the digital age can be categorized into two groupings: Business Know-
how (knowledge of business processes and operations in an industry) and Digital
Know-how (knowledge on the usage of technology and communication plat-
forms and devices). Thus, this two research questions emerged: (RQI) what are
the needed Business Know-hows for the digital age employees; (RQ2) what are the
needed Technology Know-hows for digital age employees.

3. Methodology

A qualitative approach was used to provide deeper insights into the studies
presented in the literature. The aim of the exploration was to validate the re-
search variables and develop the proposed conceptual framework, through an in-
terpretivism perspective. According to the literature, there are voluminous skills
that can be sought among potential candidates for employment. Knowledge work
tasks are usually dominated by intellectual demands, technical know-how, crea-
tivity, interaction, mobilization, networking, and innovation. Thus, the research
needed to downscale and identify the relevant skills needed in the Egyptian
content.
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The conduction of focus groups operated as a tool for the research varia-
bles validation. Prior studies stated that focus groups are useful in adapting and
developing models and surveys in different environment settings (Saunders &
Townsend, 2016; Bryman, 2016). The researcher used this method in order to
gain a clearer focus on the main focal skills needed among employees in the
workforce.

Three focus groups were steered in this study. Each focus group contained
seven participants who were managers in various companies in different business
sectors. The participants in each focus group were homogeneous. The managers
were into groups according to their company’s classification (local, multination-
al, and non-profit organization). In the focus groups, the managers discussed the
employability of graduates. In this research, employability refers to: ‘a set of skills,
knowledge and personal attributes that make an individual (graduates) more likely
to gain employment and be successful in their chosen occupations, which benefits
themselves, the workforce, the community and the economy” (Saunders & Zuzel,
2010). The questions directed to the managers were regarding the vital skills need-
ed in the workplace. The questions referred to the “Employability Skills Frame-
work”, by Yorke and Knight (2006). This framework consists of personal qualities,
core skills, and process skills. Each skill groups made up of a number of aspects
(Tab. 1). The researchers asked the respondents to explain which skills under the
employability aspects do they seek when hiring individuals’ in their company. The
discussions also reflected the impact of technology in the 21 century workplace.

The participants in the focus groups signed a consent form to participate in
the study. The focus groups that were conducted were recorded for forthcoming
analysis. The researcher analyzed the data using thematic analysis. According to
the identified themes, units derived from the patterns that occurred during the
conversations, the proposed conceptual framework was developed.

Table 1. List of Employability Aspects

Personal Qualitics Core Skills Process Skills

Self awareness Reading Effectivencss Computer Literacy
Self confidence Information Retrieval Commercial Awareness
Independence Language Skills Political Sensibility
Emotional [ntelligence Self Management Ability to work cross culturally
Adaptability Critical Thinking Applying media technology
Stress tolerance Creativity Coping with complexity
Initiative Listening Teamwork
Willingness to Leam Written Communication Pricritizing
Reflectiveness Oral Presentation

Explaining

Global Awareness

Source: (Yorke & Knight, 2006).
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4. Qualitative results

The studied population in this research is Egyptian employers of local, mul-
tinational, and/or nonprofit companies in Cairo and Alexandria, operating in var-
ious business fields. The organizations were chosen based on a purposive sample
and only organizations with a human resource department were invited to take
part. The following table (Tab. 2) illustrates the socio-demographic traits of the
participants’ involved each focus group.

Table 2. The Focus Group's Participants’ socio-demographic traits

Year af
Expericnce
o T, Company Classification Gender n e
Group | ™ Company
Finance | Governmental | Educational | Retail
Industry | Industry Industry | Indusery | Mle | Female | <3 | 3<
1 | 7 (local org.) 1 4 1 1 | 2 1 1] | 4 3 1 [ ]
1 T {multinational org. ) 2 ] 2 3 b 1 1 [
3 | Tinenprofitorg) | 0 6 1 | 0 I 6 | 3 2
Sub Total & 7 5 3 11 10 7 14
Percentage 29% 33% 4% 14% 51% 48% | 33% | 67%

Source: own work.

According to the mangers opinions in the Egyptian market, they want
to recruit graduates not only with technical skills, as represented by the degree
obtained or the subjects that they took, but also with their employability skills.
According to the employability element that they mentioned, the researchers clas-
sified two broad domains of skills, competencies, values and/or attributes: (1) per-
sonal skills in business practices (2) digital media and information literacy. Each
competency consists of a number of skill attributes. Table 3 and Table 4 illustrate
the frequency of the mentioned skills and the implication. With these insights,
the proposed framework (Fig. 1) was developed.

According to the managers in Egypt, the relevant personal skills in the
business practice are: self-efficacy (technical skills), self-monitoring, tolerance of
ambiguity, originality, coping strategy, achievement importance, teamwork, and
communication skills. Thus, the first research question was answered, (RQ1) what
are the needed Business Know-hows for the digital age employees? According to the
managers, when it comes to digital media and information literacy, the relevant
skills are: usage of digital tools, internet usage in business practice, internet infor-
mation search, ICT communication, and digital media content creation. Thus, the
second research question was answered, (RQ2) what are the needed Technology
Know-hows for digital age employees.
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Table 3. Relevant Skills Needed for the Digital Age Employees in Business (Business Know-hows for the digi-
tal age employees)

Personal skills in the Managers explanation of the needed skill in Business Frequency of skill
business practice mentioned by managers
Self-Efficacy “Employees should have the ability to successfully complere a 211
(Technical Skills) specified task”.
Self-Monitoring “Employees should observe and contrel kivher expressive 1021
behavior for the purpase of managing a detived appearance ™,
Tolerance of Ambiguity | "Emplovees should be able to adapt fo the dymamic work 1821

environmen!, having the openness toward stimuli thal are less
than clear, purzling, or indefinie ",

Originality “Employees should be characterired by behaviors that exhibis 1721
creativily, individuality, and spontaneity .
Achsevement Importance | "Employees meed to aftain competence and have work success 6/ 21
as @ priorily in gccordance with social standards™,
Tesmwork | “Employees hold positive affect toward working in teams. They 2021
showld be able to pet along with other and be in harmony when
in group work "
Communication Skills | "Employees communicate with the ure of reason and logle 18721
thinking fo be persuasive”.
Coping Strategy “Employees are able to deal with stressful siteation by taking 17421

direct action fo solve the problem in an obfective manner™,

Source: own work.

Table 4. Relevant Skills Needed for the Digital Age Employees in Business (Technology Know-hows for digi-
tal age employees)

Digital Media and Managers explanation of the needed skill in Business Frequency of skill
Information Literacy mentioned by managers
Digital Tooks Usage “Employees are able to use varioes media and ICT Devices ™, 2121
Internet Usage in "Employees are able to use the Internet with an emphasis on i 21121
Business Practice wigfislness in learning information refaled to the business
practices”.
Internet Information “Employees ' kave the knowledge and ability to find information 21121
Search on the web (Ability 1o Locate/Access Information) .
ICT Communication “Employees are able to wse digital media for commumication 21121
interactivity with the emphasis of two-way flow of infarmation™
Coatent Crestion “Employees are able to creale Media Comtent - blogs, emails, 100 21
posts, efc.”

Source: own work.
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RQ1: Personal 5kills in the Business Practice

* Self-Efficacy (Technical Skills)
* Self-Monitoring

* Tolerance of Ambiguity

*  Originality

* Coping Strabegy

*  Achievement Importance

*  Teamwork
Employability
In The Digital Age

= Communicatdon Skills

| Ri)2: Digital Media and Information Literacy

*  Usage of Digital iools

* Internet Usage in Business Practice
* Internet Information Search

*  ICT Communication

* Digital Media Content Creation

Figure 1. Proposed conceptual framework
Source: own work.

5. Research discussion and conclusion

The aim of this study is to explore the relevant skills needed for the digital
age employees in business. In order to achieve this aim, this research contains
twofold objectives: to critically review relevant literature in order to identify the
impact of digital technology antecedents supplementary on employment in the
business industries; and to explore and develop a rich understanding of the vital
skills needed in order to make indiviudals employable in the digital age in Egyp-
tian context through the use of qualitative approaches.

To achieve the first objective of this study, the researchers reviewed various
prior studies and literature. According to the secondary research, it was recog-
nized that technology changed the requirements of employment (Almeida et al.,
2017). Digital technology stimulated an effect on employment in a wide range
of business industries, changing the labor-force requirements (Brooks, 2016; Fox,
2018). To become employable in the digital age, potential employees need to
hold certain knowledge. Knowledge involves two strongly inter-linked but differ-
ent components: content and skills (Almeida et al., 2017). Content refers to the
technical skills needed in the job. It can include facts, ideas, principles, evidence,
and descriptions of processes or procedures (Fallow & Stevens, 2000). Intellectu-
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al skills include critical thinking and problem solving, creativity and innovation,
collaboration, and communication skills (Fallow & Stevens, 2000). Furthermore,
in the digital age, many research proved that digital media literacy is vital for
employment (Grundke et al.,, 2018). These knowledge and skills are a necessity in
the work field in many businesses to catch up with the market and benefit from
its productivity and innovations (Brooks, 2016). Based on the review of the litera-
ture, two main research questions emerged: what are the needed Business Know-
hows for the digital age employees; what are the needed Technology Know-hows
for digital age employees.

To achieve the second objective of this study, and answer the research ques-
tions, a qualitative approach was used. The aim of the exploration was to validate
the research variables and develop a proposed conceptual framework of the vital
skills relevant in the digital age labor-market. Three focus groups were steered in
this study. Each focus group contained seven participants who were managers in
various companies in different business sectors in Cairo or Alexandria. The par-
ticipants in each focus group were homogeneous. The managers were into groups
according to their company’s classification (local, multinational, and non-profit
organization). The organizations were chosen based on a purposive sample and
only organizations with a human resource department were invited to take part.

The data gathered from the focus groups were analyzed using the thematic
analysis. The results of the research analysis indicted that there are two categories
of knowledge and skills needed in the digital age: Personal Skills in the Business
Practice and Digital Media and Information Literacy. According to the manag-
ers in Egypt, the relevant personal skills in the business practice are: self-effi-
cacy (technical skills), self-monitoring, tolerance of ambiguity, originality, coping
strategy, achievement importance, teamwork, and communication skills. When it
comes to digital media and information literacy, the relevant skills are: usage of
digital tools, Internet usage in business practice, internet information search, ICT
communication, and digital media content creation. Based on these outcomes,
the research questions were answered.

5.1. Research contribution

This study contributed to the academic and practical field. Practically, this
study developed empirical evidence that showed digital technologies has changed
the composition of skills among workers. It has become one of the main drivers
in the work field. Consequently, future employees need to advance their skills, fo-
cusing on both obtaining the needed technical skills (whether soft or hard skills)
and developing their digital media and information literacy.

Many studies in the developed countries investigated the labor market con-
sequences of technological change. Research debates support the empirical re-
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lationship between the expansion of technology and the change of labor force
requirements, decreasing middle-skilled jobs and increasing high skilled jobs (Ac-
emoglu & Autor, 2011; Messina et al., 2016). However, the evidence is still scarce
for emerging economies. Thus, this study contributed academically by filling in
this academic gap, providing empirical evidence that technology has changed the
requirements of employment in developing nations, specifically Egypt. Further-
more, this study developed a proposed conceptual framework that recognizes the
main skills needed in the digital age workforce. Accordingly, future studies can
use this model as their base in other contexts.

5.2. Research limitation

This study had several limitations. The first was the small size of the sam-
ple and the fact that participants were in certain area of Cairo and Alexandria.
Hence, the results may not be generalized or accurate regarding other cities in
Egypt. The focus was on business field, neglecting the medical and engineering
field. The present study needs to be supported by quantitative research that as-
sesses the range of suggested antecedents as well as the overall model that was
suggested. Finally, this study only focused on the managers viewpoints not the
employees that exist and work in the market.
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The Premises and the Course of the Calendar Effect
in Selected Companies Listed on the Warsaw Stock Exchange’

Tomasz Rojek

1. Introduction

Market anomalies related to net share issues are omnipresent on stock ex-
changes and concern stock prices of micro-, small, medium-sized and large en-
terprises (Fama & French, 2008). The term of capital market anomalies includes
any deviation from the market efficiency (Slepaczuk, 2006, p. 3). According to the
Polish Language Dictionary, a deviation is defined as “a course of action which is
a departure from the prevailing standard” (SJP, 2018). The market-efficiency hy-
pothesis is one of the most often discussed topics in financial studies. The creator
of the bases of market efficiency is regarded to be Eugene Fama. He defines an
efficient market as “a market on which prices fully reflect available information”
(Marianowska, Szerszynska, & Szymanski, 2016, pp. 36-37). The aforementioned
hypothesis assumes that investors are not able to achieve above average rates of re-
turn on investment in the long run. When an investor obtains above average prof-
its permanently, we talk about non-observance of the rule, thus, about the devia-
tion from the rule which with regard to capital markets is called a market anomaly.

Therefore, the aim of the article is the presentation of the calendar effect as
a category of market anomalies and an attempt to identify it among the group of
selected companies listed on the Warsaw Stock Exchange.

2. The characteristics of market anomalies

Owing to the analysis of the market-efficiency hypothesis and key factors
influencing the efficiency, most frequently occurring deviations from this hypoth-
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esis, which in literature are called capital market anomalies, have been specified.

The most significant categories of anomalies are presented and shortly described
below (Slepaczuk, 2006):

Calendar effects

The rhythm of the calendar influences numerous fields, not only con-
cerning everyday life of man. It also affects aspects related to taking de-
cisions about investments. Calendar effects consist in the seasonal char-
acter of stock prices of listed companies (Marianowska, Szerszynska,
& Szymanski, 2016). They question the market-efficiency hypothesis to
a small extent, their changeability in time and seasonality decrease their
significance (Slepaczuk, 2006).

The momentum effect

The effect consists in a medium-term trend of rates of return to the con-
tinuation of decreases or increases. Based on the research carried out on
various capital markets, the occurrence of the momentum effect has been
confirmed. It usually lasts from a few to even more than a dozen months.
Basing on this effect investors have developed a strategy consisting in the
purchase of the shares which in the most recent n-periods had the highest
rates of return and the sales of the shares which in the analysed periods
had the lowest rate of return (Wojtowicz, 2011).

Contrarian strategies

These strategies are directly related to momentum strategies, however, the
investment concept they include is their opposite. Investors who on the ba-
sis of the historical record of listings think that the trend will reverse are
called contrarians. W. De Bondt proved that contrarian strategies are main-
ly used by professional investors, as opposed to the momentum strategy
preferred by individual investors (Kubinska & Markiewicz, 2013, p. 42).
Correlation of short-term rates of return

The phenomenon mainly occurring for share portfolios and stock market
indices.