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Abstract

The ageing population in the Czech Republic has increased the demand for the provision of health and social care for the elderly. Although
social care will rapidly grow in importance, there is not enough attention paid by researchers to this area in comparison to healthcare.
Since social care is a service, care staff are crucial for providing high-quality care, while staffing shortages could result in an inability to
provide social care. For this reason, the personnel issue should be solved first. Strategic human resource management must not only focus
on recruiting the right employees but also on retaining them. Therefore, this article aims to investigate the personal values of caregivers
in Czech residential social care and analyse their impact on job satisfaction and turnover intention. The study is based on the primary
data collected by our own questionnaire in nine Czech retirement homes and homes with a special regime (96 respondents). The data was
analysed using standard statistical methods. The results show that caregivers prefer values based on social focus and that include both
self-protection and growth needs. Currently, their job mostly satisfies their needs in these categories so they do not intend to leave in the
near future. Moreover, our findings imply that job satisfaction, as a mediator of caregivers’ personal values, has an impact on turnover

intention. Consequently, value analysis of job applicants in social care could prevent fluctuation.
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Introduction

The growing proportion of seniors in the Czech population
will have many consequences. One of these is the increas-
ing demand for health and social care. Although research on
healthcare and nursing is comprehensive (Kabene et al., 2006;
Majernikova and Obroénikovd, 2017; Norman, 2015), social
care is still neglected, despite being equally important. There-
fore, more attention should be paid to research in this specific
field to avoid or to mitigate the negative effects of the ageing
population.

The negative effects of the growing demand for aged care
could be various: insufficient capacities and poor availability,
underfinancing, poor quality and especially a human resources
shortage (Markova, 2016; Praisa, 2017). Employees are consid-
ered to be the most precious resource for each organisation,
particularly in a labour-intensive sector such as social care.
Thus, staff shortages or inefficient work with human resources
could represent the greatest threat to social care provision.

Unquestionably, caregivers play a crucial role in social care.
Inadequate human resources, both in quantity and quality,
could hinder performance achievement (Ghenta et al., 2015)
or negatively impact care quality (Eaton, 2000; Oppel et al,,
2017). On the other hand, improving working conditions lead-
ing to greater job satisfaction and commitment could contrib-

ute to better quality and more efficient work with human re-
sources (Cooke and Bartram, 2015). Consequently, developing
human resources management (HRM) in social care should be
a priority, and this study, which focuses on caregivers’ person-
al values, may help to address this issue.

For efficient HRM, its practice cannot favour personnel
administration; more consideration must be given to strategic
human resource activities (Townsend et al., 2013; Wagner et
al., 2000). Strategic thinking in this area must focus on recruit-
ing the right employees and how to retain them. With regards
to the severity of this problem, many studies attempt to identi-
fy the factors influencing turnover rates and propose measures
to reduce them. The development of knowledge in this area is
well documented in many review studies (e.g., Cotton and Tut-
tle, 1986; Hancock et al., 2013; Maertz and Campion, 1998;
Mobley et al., 1979; Ongori, 2007). These studies describe and
investigate many factors influencing turnover rates where job
satisfaction is among the most frequently mentioned.

Since the mid-1900s, job satisfaction has been a key topic
of organisational behaviour science. This interest has result-
ed in several influential theories and job satisfaction models
(Lawler and Porter, 1967; Locke and Latham, 1990; Hackman
and Oldham, 1976; Herzberg, 1964; Judge and Hulin, 1993;
Locke, 1976; Sabbagha et al., 2018). Although they differ in de-
fining the content and the setting out of its impact on perfor-
mance, they generally agree that job satisfaction is an effective
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state of mind reflecting an individual’s feelings about their job
and thus influencing their intention to stay or to leave. These
feelings are closely related to the degree of satisfaction of an
individual’s needs, which can cover a wide spectrum of factors
mirroring the individual’s internal and external context. It is
worth noting that some studies point out that, concerning
turnover intention, these personal factors do not act directly,
but only through job satisfaction as a mediator (Biswas, 2009;
Ferreira et al., 2017; Schreurs et al., 2014).

For the purpose of our study, we conceptualise job satisfac-
tion as the degree of satisfying an individual’s needs in their
work settings. Since the energy used to satisfy one’s needs is
regulated not only by external context but also by the individ-
ual’s value system, we decided to determine the degree of sat-
isfaction in relation to specific values. This decision was influ-
enced by the assumption that the value system of the people
working in social care is different from those in the business
sector and therefore, the sources of their job satisfaction in
this area will be different (Houston, 2000).

We proceed from the Schwartz (1992, 2012) theory of ba-
sic values, which currently represents the most influential ap-
proach to value research (Arieli et al., 2018; Knafo et al., 2011).
This theory suggests that an individual’s value system reflects
the basic needs of human existence, i.e. “The needs of individu-
als as biological organisms, requisites of coordinated social interac-
tion, and survival and welfare needs of groups” (Schwartz, 2012,
p- 4). On this basis, Schwartz derived ten values: Self-direction,
Stimulation, Hedonism, Achievement, Power, Security, Conform-
ity, Tradition, Benevolence, and Universalism. Given the needs
they are based on, Schwartz grouped these values into four
superior categories: Conservation, Self-enhancement, Self-tran-
scendence, and Openness to change.

Regulation of personal or group interests, combined with
self-protection associated with anxiety versus self-expansion
and growth without anxiety were the main sorting aspects
(four combinations). Personal focus and self-protection form
the Self-enhancement category - including Achievement and
Power values. Personal focus and self-expansion form the
Openness to change category, in which the values of Self-direc-
tion and Stimulation are included. The interface between these
two categories is Hedonism, which is partially reflected in each
of them. A combination of social focus and self-protection

represents the Conservation category that consists of Security,
Conformity, and Tradition. The category of Self-transcendence,
containing Benevolence and Universalism, is based on social fo-
cus and self-expansion.

Therefore, we will focus on the personal values of caregiv-
ers, their job satisfaction from the perspective of such values,
and the link to turnover. In particular, this paper aims to an-
swer the following three research questions:

+  RQ1: Which personal values do caregivers prefer?

«  RQ2: Which of these values are associated with job satis-
faction?

+  RQ3: For which values does job satisfaction act as a media-
tor in influencing turnover intention?

Materials and methods

The study is based on primary data that was collected by a
questionnaire survey in 2018. The survey focused on resi-
dential care for the elderly and was conducted in nine social
care organisations. Although this is not a large number, there
was an attempt to compensate for this by the maximum pos-
sible diversity. The organisations consist of five retirement
homes (RH), one home with a special regime (HwsR), and
three organisations providing both these social care services
(Unspecified). They are situated in four different Czech re-
gions (Prague - 4, Central Bohemia - 2, Vyso¢ina - 2, South
Bohemia - 1) and were of different sizes. In addition, six of
them were public (state-subsidised organisations, non-profit)
and three were private (limited companies, for-profit). The re-
search group were caregivers, excluding nurses, social workers,
managers and maintenance staff. The final sample comprised
96 respondents.

Table 1 summarises the characteristics of caregivers in
the sample and their differentiation by the type of social care
services. Most of the caregivers were women (89.6%); the av-
erage age was 41.3; the most frequent educational level was
secondary; the average length of praxis was 5.8 years. These
characteristics are very similar to those which were investigat-
ed in other countries as the typical characteristics of caregiv-
ers (Atkinson and Lucas, 2013; Smith and Baughman, 2007;
Wong, 2008).

Table 1. Characteristics of caregivers in the sample

Characteristics Sample RH HwsR Unspecified
Number 96 68 (70.8%) 12 (12.5%) 16 (16.7%)
Gender
Female 86 (89.6%) 60 (88.2%) 11 (91.7%) 15 (93.8%)
Male 5 (5.2%) 3(4.4%) 1 (8.3%) 1(6.2%)
N/A 5 (5.2%) 5(7.4%) 0 0
Age 41.3 41.4 38.9 42.8
Highest education level
Primary 5(5.2%) 5(7.4%) 0 0
Secondary 75 (78.1%) 50 (73.5%) 9 (75.0%) 16 (100%)
Tertiary technical 6 (6.3%) 5 (7.4%) 1(8.3%) 0
Tertiary (University) 4 (4.2%) 2 (2.9%) 2 (16.7%) 0
N/A 6 (6.3%) 6 (8.8%) 0 0
Average length of employment 5.8 6.0 5.8 5.4

»

Note: N/A means “not available
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The questionnaire consisted of three parts. The first part
comprised seven questions investigating the basic character-
istics of the caregiver in terms of gender, education and age
presented in Table 1. The second part was focused on personal
values and was derived from the Schwartz Value Survey — SVS
(Schwartz, 1992). We used the short version of the SVS ques-
tionnaire, where each of the ten values is represented by only
one item (Lindeman and Verkasalo, 2005). Instead of a nine-
point scale, a seven-point scale was used (1 - totally unimpor-
tant values, 7 - totally important values) for this evaluation.
According to Betz (1996), the use of five- to seven-point scales
in questionnaires is optimal for completion.

Finally, the third part consisted of eight statements ex-
pressing job satisfaction (JS), which can also be referred to as
needs satisfaction in a work setting, in relation to personal vs
social focus and self-protection vs self-enhancement dichoto-
my, as mentioned above. These concerned four combinations:
JS1 (personal focus and self-protection); JS2 (personal focus
and self-expansion); JS3 (social focus and self-protection);
and JS4 (social focus and self-expansion); each was assessed
by two items. Additionally, there were two more statements
investigating the caregivers’ intention to leave their job in the
future. The caregivers evaluated their agreement with these
statements on the seven-point scale (1 - totally disagree, 7 —
totally agree).

Table 2. Personal values - average evaluation

The data was analysed using standard statistical methods,
especially descriptive statistics, a paired t-test, and multiple
linear regression. All the results were interpreted at a 5% sig-
nificance level. To distinguish between the results concerning
value preferences and satisfaction in the associated areas, we
use the term ‘category’ for the first case and the term ‘dimen-
sion’ for the second.

Results and discussion

RQ1 investigated the personal values of caregivers in Czech
residential social care. The respondents identified Benevolence,
Conformity, and Security as the most important values (Ta-
ble 2). There was no statistically significant difference between
the two types of considered residential care RH and HwsR
(p-value 0.49). By observing the particular characteristics of
the highest rated values (in italics in Table 2), we can see that
they correspond with such forms of behaviour as helpfulness,
responsibility, politeness, honouring parents and elders, fam-
ily security and a sense of belonging, which are in accordance
with the nature of the respondents’ work.

Values Total RH HwsR
Power (social power, authority, wealth) 3.2 3.1 3.6
Achievement (successful, ambitious, influential) 4.7 4.6 4.9
Hedonism (pleasure, enjoy life) 4.8 4.5 5.2
Stimulation (an exciting and varied life) 4.6 4.5 4.3
Self-direction (freedom, creativity, independence) 5.5 5.4 5.6
Tradition (respect for tradition, devout, accepting life destiny, humble) 5.6 5.7 4.8
Conformity (obedient, self-discipline, politeness, honouring parents and elders) 6.1 6.0 5.8
Security (national security, family security, social order, sense of belonging) 6.0 6.1 53
Universalism (equality, unity with nature, wisdom, social justice, peaceful world) 5.6 5.7 4.8
Benevolence (helpful, responsible, honest, loyal, forgiving) 6.2 6.3 6.3

Moreover, the results correspond with Schwartz’s (2012)
findings that Conformity and Security maintain the existing
social arrangements that give life certainty, and that Benevo-
lence is one of the values generally preferred across national
cultures. Summarising these results, we can conclude that
caregivers prefer those categories of values that are based on
social focus and include both self-protection and growth needs
(Conservation and Self-transcendence, respectively). In terms of
using value preferences in personnel work, it is important to
point out a higher level of Benevolence and Universalism at a
lower Power level. According to Tartakovsky (2015), these re-
sults form a substantial part of a value pattern associated with
a lower likelihood of burnout. For better understanding, the
results are also depicted in Fig. 1.

First, the average scores for each of the job satisfaction
dimensions are shown in Table 3. Before interpreting these
results, it should be borne in mind that the job satisfaction
assessment was based on the nature of the superior value cat-

egories, thus using a more general measure than would corre-
spond to the attributes of ten basic values. The paired t-test
again did not prove any difference between RH and HwsR
(p-value 0.3). Thus, further parts will not distinguish them.

The highest score (5.6) was achieved by JS3 (Table 3).
Compared with Table 2, it is evident that the highest level of
caregivers’ job satisfaction (JS3) corresponds with their value
preferences (Benevolence, Conformity, Security). JS3 is based
on conditions associated with personal values, such as Securi-
ty, Conformity, and Tradition (Fig. 1). This set of values forms
the category of Conservation, which is an orientation on social
needs and self-protection. We can assume that in this respect,
the nature of caregiving can indeed provide an appropriate
environment for satisfying these needs. In addition, the pref-
erence of the Conservation category usually leads to non-con-
flicting behaviour and respect for supervisors’ authority in the
work environment (Anjum et al., 2014).



Markova et al. / KONTAKT

71

Self-direction

OPENNESS TO CHANGE
5.5
Stimulation
. - T
self-expansion e
ﬁ Hedonism
self-protection —
—

—
—
-

Achievement

SELF-ENHANCEMENT Power

personal focus <

Universalism  fcr & r ANSCENDENCE

5.6

Benevolence

6.2

36 Tradition

6.1
Conformity

6.0

CONSERVATION

Security

— > social focus

Fig. 1. Spider graph summarising personal value evaluation, values categories, job satisfaction dimensions

Table 3. Evaluation of job satisfaction statements

Total RH HwsR
JS1 (personal focus and self-protection) 1.6 1.7 1.5
JS2 (personal focus and self-expansion) 5.0 5.1 4.5
JS3 (social focus and self-protection) 5.6 5.7 5.0
JS4 (social focus and self-expansion) 5.2 5.2 4.8

In the next step, the relations between personal values and
job satisfaction dimensions were analysed. The results of mul-
tiple linear regression (Table 4) shows that there are several
statistically significant relations. Once again, it should be not-
ed that the dimensions of job satisfaction were measured only
in relation to the second-order categories as a whole, not to in-
dividual values. Therefore, the results of the individual values
constituting the relevant category may not appear to be signif-
icant. Based on our results, the previously mentioned JS3 is

associated with the preference of the value of Power (p-value
0.02). Since this superior category includes the values of Se-
curity, Tradition, and Conformity, it is obvious that it is closely
related to the need for order and rules. Thus, Power can serve
as an important tool to enforce and preserve this order.

Similar outcomes concerning the importance of this value
category for job satisfaction can be found in Tamayo (2001) or
Porto and Tamayo (2012), although their research was aimed
at specific features of job satisfaction. On the contrary, Cam-
field et al. (2018) did not confirm any significant relationship
between job satisfaction and Conservation values. However,
their research sample was not homogeneous in the type of the
respondents’ profession. Thus, we can assume that the relation
between Conservation and job satisfaction is sensitive to the
nature of the job. However, in the field of personnel work, it
should be noted that this category is associated with a reluc-
tance to change and the low proactivity of employees (Parker
et al., 2010).

Table 4. Relation between job satisfaction and personal values - Linear regression parameters estimation

JS1 JS2 JS3 Js4
Independent variables B p-value B p-value B p-value B p-value
Power -0.08 0.37 -0.04 0.70 0.24 0.02P 0.05 0.59
Achievement 0.10 0.34 -0.08 0.47 -0.11 0.36 -0.21 0.072
Hedonism -0.20 0.04P 0.05 0.63 -0.20 0.08% -0.15 0.16
Stimulation -0.08 0.39 -0.06 0.60 0.13 0.25 0.22 0.04P
Self-direction 0.09 0.38 0.12 0.30 -0.01 0.96 0.00 0.98
Tradition -0.05 0.70 0.42 <0.01¢ -0.06 0.67 -0.20 0.15
Conformity -0.03 0.83 =031 0.05P 0.09 0.58 0.07 0.66
Security -0.02 0.88 0.01 0.93 0.01 0.94 0.17 0.28
Universalism -0.07 0.47 -0.15 0.16 0.06 0.62 0.08 0.47
Benevolence =05 0.21 0.06 0.65 0.08 0.57 0.06 0.63

Note: 2P € indicate statistically significant results at 10%, 5% and 1% sig. level.
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In this context, it is worth noting that the dimension of
Self-enhancement (JS1), which differs from Conservation (JS3)
in its personal focus, has received the lowest rating (1.6). Thus,
in this case, itis necessary to mention dissatisfaction. Although
this outcome is also consistent with a low ranking in personal
value preferences (Table 2, Fig. 1), the significantly low score
in this dimension of job satisfaction should draw attention to
possible sources of problems that may be related to the nature
of this job or profession. This threat is also underlined by the
statistically significant negative impact of Hedonism on this di-
mension (see the sign of the Hedonism parameter estimate for
the JS1 response in Table 4). We can assume that the source of
dissatisfaction in JS1 (personal focus and self-protection) may
be caused by frustration in the area of basic personal existen-
tial needs and interests and by conditions that provide little
enjoyment and pleasure in life.

As to the degree of satisfaction with job conditions, those
allowing Self-transcendence (JS4: 5.2) closely follow the Con-
servation dimension (JS3: 5.6). This superior category is based
on social needs and needs for self-expansion and growth. It is
usually associated with the need to transcend one’s own in-
terests and be responsible to the wider social environment.
Again, we can assume that such values correspond to the na-
ture of caregiving. Satisfaction in this dimension is significant-
ly positively influenced by the Stimulation value (parameter es-
timate is 0.22).

Stimulation also reflects needs associated with expansion
and growth, but with a focus on personal interests. The ob-
served relationship may point to the need to link personal in-
terests and needs with those of the social in-group, and thus,
may be closely related to motivation for caregiving. For HRM,
employees should have this value orientation, which is in line
with their work conditions.

Satisfaction with job conditions that enables Openness to
change (JS2) occupied the third position - although its dis-
tance from previous dimensions (JS3 and JS4) is very small.
This means that respondents perceive adequate space in their
work to meet their personal growth needs. However, it is sur-
prising that satisfaction in this dimension is positively related
to the Tradition value (even at 1% significance level).

Tradition is generally considered to be the opposite of cre-
ativity and Openness to change. When compared with Conform-
ity, which belongs to the same superior category as Tradition,
we can find the negative relationship of the Conformity value
to satisfaction in this area. An explanation can be found in
Schwartz’s (1992) description of these values, where Tradi-
tion is explained as a more abstract concept related to cultural
practices, while Conformity leads individuals to behave in ac-
cordance with the group’s expectations and not to disrupt the
functioning of the group as a whole.

Therefore, we can assume that satisfaction with opportuni-
ties for change prevails and can be supported by the tradition-
al concept of the profession and the traditional expectations
of the wider social environment. However, in the context of a
narrower working group, the degree of Conformity can create
an atmosphere where social support in the pursuit of change
or growth is lowered.

Finally, RQ3 analysed a mediation role of job satisfaction
in relation to personal values and turnover intention. An aver-
age turnover intention score of 2.9 indicates that the caregiv-
ers do not seriously plan to leave their job in the near future.
While Table 4 summarises the relationship between values and
job satisfaction, the impact of values and job satisfaction on
turnover intention should be analysed to assess job satisfac-
tion as a mediator (Hendl, 2010; Heyes, 2013).

Asseenin Table 5, there is the only one value — Power — that
directly impacts the intention to leave the job. This means that
those people for whom the needs of personal interests and
self-protection associated with social power, authority, and
wealth are important, the turnover tendencies could be lower.
This is a finding that requires further attention. It is known
that some people with a high need for power seek employment
where they can satisfy that need. Jobs that provide a legiti-
mate source of power over others, which includes caregiving,
attract such people and give them the opportunity to abuse it.
Nevertheless, compared with the low ratings in Power prefer-
ences (Table 2) this danger does not appear to be high.

Table 5. How personal values and job satisfaction influence

turnover intention - Linear regression parameters
estimation

Independent variables B p-value
Power -0.27 0.05%
Achievement -0.02 0.92
Hedonism 0.08 0.60
Stimulation -0.16 0.27
Self-direction -0.16 0.33
Tradition -0.26 0.21
Conformity 0.23 0.31
Security -0.12 0.55
Universalism 0.12 0.42
Benevolence 0.01 0.97
JS1 -0.09 0.65
JS2 -0.74 <0.01¢
JS3 -0.26 0.12
JS4 0.34 0.072

Note: 2P € indicate statistically significant results at 10%, 5% and 1%
sig. level.

The impact of other values on turnover intention is indi-
rect, with job satisfaction behaving as a mediator. Namely,
the dimension of Openness to change (JS2) featuring the sat-
isfaction of needs for personal growth and expansion, where
the impact of the values Tradition and Conformity plays a key
role. This corresponds to the findings presented in Table 4,
where this relationship was also found. It should be noted at
this point that the research design does not allow for deeper
interpretation and we can only assume, with regards to the
character of the questionnaire items, that Tradition and Con-
formity reflect the nature of the social atmosphere in the work-
ing group. When this atmosphere leads to dissatisfaction with
opportunities for personal growth and change, it may be the
source of turnover intention.

A similar relationship, but only at the 10% significance
level, was found between the Self-transcendence dimension
(JS4) and the Stimulation value. Again, this corresponds to
the findings presented in Table 4. In practice, this means that
if respondents are frustrated in these aspects of their per-
sonal growth opportunities, it calls for dissatisfaction in the
Self-transcendence dimension, generally associated with life
meaningfulness and unity with the universe. Frustration in
these basic needs associated in their core with the survival and
welfare of social groups may then lead to turnover intention.
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In light of these findings, in accordance with the theory
of work adjustment (Dawis and Lofquist, 1984), we can con-
clude that value preferences and the degree of satisfaction of
the needs they are based on have an important role in turno-
ver intention. Thus, HRM practice needs to pay close attention
to the person-organization fit in this respect (De Clercq et al.,
2008).

Limitations

The study had some limitations. Despite the effort to maxim-
ise the number of respondents and ensure the diversity of the
social care organisations, the sample is limited in this respect
and should be extended in further research. Second, the study
is focused only on residential social care. Caregivers in both
field or outpatient social services also play an important role
in social care provision and their personal value profile has not
been investigated. Further, with respect to the sample size, the
gender or legal form (non-profit/for-profit) differences cannot
be analysed. Finally, the shortened Schwartz questionnaire
was used. Although its validity and reliability are good, com-
pared to the original version (Lindeman and Verkasalo, 2005),
the interpretation of results based on the full range of ques-
tionnaire items could be deeper. Similarly, in our study, job
satisfaction was related to value superior categories instead of
particular values. Therefore, further research could focus on a
deeper level of analysis.

Conclusions

Czech society is ageing, which influences health and social care
demand. While healthcare research is comprehensive (from
medical issues to financing, management, etc.), social care is
still a neglected research area. Since caring is a labour-inten-
sive occupation, human resources are a key aspect of social
care provision in the appropriate quality and quantity. Thus,
recruiting and retaining the right employees should be the pri-
ority of human resource management in this specific field.
Based on the findings of the previous research, our study
aimed to look into the value preferences of caregivers in Czech
social residential care for the elderly and investigate their im-
pact on job satisfaction and potentially on turnover intention.
Our findings show that caregivers prefer such values as Benev-
olence, Conformity, and Security. These values are based on so-
cial focus, and it could be assumed that they correspond with

s ve

the nature of care work. This assumption was supported by the
following results, which show that caring mostly satisfies car-
egivers’ needs related to social focus and self-protection (JS3).
Higher levels of satisfaction in dimensions that are assumed to
be linked to the characteristics of caregiving may also be asso-
ciated with low turnover intention. This relationship between
the variables under examination is also supported by the find-
ings that job satisfaction actually acts as a mediator between
individual value preferences and turnover intention.

The theoretical contribution of our study lies in analysing
the impact of the values on turnover through job satisfaction
as a mediator in the specific field of social care, which, as far as
we know, has not been explored in-depth. In contrast to the
other studies that examine work values or use other measuring
methods of value preferences than the Schwarz questionnaire,
our study shows that the use of the Schwartz value model can
be beneficial in social welfare practice, even with regard to sim-
ple data collection and evaluation. Our results imply that job
satisfaction is closely related to the conditions or the nature
of the work. Therefore, such an analysis should be included in
HRM, and its results could contribute to better work with hu-
man resources.

Although the current employment situation does not re-
ally allow social care providers to choose employees and order
their qualities, especially in the social care sector (which is not
highly prestigious), a value analysis of job applicants could
support finding the right employees and lower turnover in-
tention in the future. Value-based recruitment could prevent
the recruitment of people who are not only dissatisfied in
their job, but also provide poor care or even put clients at risk.
Personal values cannot be taught in education courses; nev-
ertheless, desirable personal values should be communicated
to attract such people in the field. In the next step, knowing
the employees’ value profile should contribute to better man-
agement, motivation and development. However, advanced
research on this topic is necessary for value-based recruitment
and management in social care.
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Osobni hodnoty pecovatelu v ¢eské socidlni péci o seniory

Souhrn

Starnuti populace md za nasledek zvysujici se poptavku po zdravotni a socidlni pé¢i o seniory. Ackoli vyznam socidlni péce stale
narustd, ve srovnani se zdravotni pé¢i neni vyzkumu v této oblasti vénovana dostate¢na pozornost. Jelikoz socidlni péce je sluzba,
pro poskytovani kvalitni péce je stézejni persondl, jehoz nedostatek by vedl k ohroZeni zajisténi péce. Z tohoto divodu by perso-
nalni otdzce méla byt vénovana prioritni pozornost. Strategicky HR management by se mél zamétit nejen na nibor spravnych
lidi, ale takeé na jejich udrzeni. Tento ¢lanek ma za cil zjistit osobni hodnoty pecovateli v ceské pobytové socidlni péci a analyzovat
jejich vliv na pracovni spokojenost a fluktuaci. Studie vychazi z primarnich dat sesbiranych prostfednictvim vlastniho dotazniku
v deviti ¢eskych domovech pro seniory a domovech se zvlatnim rezimem (96 respondent®). Data byla analyzovana standardnimi
statistickymi metodami. Vysledky ukazuji, Ze pecovatelé preferuji hodnoty zaloZené na socidlnim zaméteni zahrnujici jak potteby
sebeochrany, tak ristu. V soucasné dobé jejich prace uspokojuje jejich potteby v téchto kategoriich, a proto neuvazuji o odchodu
ze zaméstndni. Nase vysledky naznacuji, Ze pracovni spokojenost jako medidtor osobnich hodnot pecovatela ovliviiuje tendenci
k odchodu. Proto by analyza osobnich hodnot uchazect o praci v socidlni pé¢i mohla p¥ispét k prevenci jejich fluktuace.

Klic¢ova slova: fluktuace; hodnoty pecovatelt; HR management v socidlni péci; pracovni spokojenost
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