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1 INTRODUCTION

For the organizations it's more and more diffidoltsurvive in the fast changing
world in their environment. They apply more and enonethods which would

enable them to control these changes. In the pretiemate of entrepreneurs’

uncertainty, the ability to react on changes it'fuadamental precondition for
survival of each organization. As well as the &pilo align managers with staff
quickly, this is crucial. Taking into consideratitme global busines enviroment,
the changes inside of organization are unavoidaitress. Although it's

difficult to execute them due to mutual dependerfcgtakeholders, organization
and used technology. There are in general two @rwaspects to achieve the
required business results — the change of the gmgdobehaviour and their
active involvement. The way how to lead the orgatiimn through innovation

process is in principle well known and seeminglyn@e — to adjust an

enviroment within the organization for cooperatioh people, processes and
technology alignment with active leadership fromnagement side and applying
efficient business strategy.

2 CHANGES IN ORGANIZATION

Changes are the result of dynamic character in mogerld. No organization is
immune against them, any change is the final ohe.rfew situation brings new
problems and these need a solution. These arelysusilibject for next change
and therefore the changes are permanent part ofbtissness environment
nowadays. Efficient managers need to recognizecliamge management as an
integral part of their duties, not just marginaeqMikus, 2010).

Change would be considered like any activity witlurganization related to
people, organizational structure or technology ade towards to improvement
of activities, position of organization in the busss competion with the aim to
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meet growing needs of the customers for their dhekfe (Droppa, Mikus and
Lysa, 2004).

If there are no changes in the organization, ileanges related to people,
structure or technology, the work of managers Wwél relatively simple. The
planning will be easy, as tomorrow won't be differdrom today. Decision

making will be straight forward, as the outputs ezch alternative will be
considerably predictable. To make the work of mamsgsimpler, the

competition won't come up with new products, custosn won't ask for

improved products and services and government wdménge legislation and
restrictions. But such world doesn't exist. Changea reality of organization
(Robbins and Coutler, 2004).

3 CHANGE HOLDERS

Top and middle management are the key players efotlerall organizational
change execution and should lead the organizatwough all phases. Top
managers are responsible for defining the stratiégyealization and managing
of transformation process. They are the initiatdrshange, determine its content
and direction, decide on procedures of its reabmatind authorize teams and
employees who are responsible for partial stepdingaeto change (Bedrnova and
Novy, 1998).

To execute a substantial system changes withimtganization there is usually
appointed a working group which consists from inéras well as external
experts. They all focusing on given problem andselp cooperate with
company, or person, who set this business case.

All involved parties could have a different view bow to solve the problem.

This status couldn’t be necessarily bad. In suctuoistances it's important to

find a compromise solution respecting all thesenigpis but at the same time the
results should bring the innovation.

Due to detachment of external consultant this hdi$ferent, uninfluenced view
about the change management in organization. Orotte hand the internal
manager who is more involved and understands theendomplexity is coming
with more tentative suggestions. He knows the tetabout the financial
possibilities of the company, employees and pdgsd#si to manage
technological procedures. He takes into considamatiternal environment of the
company, where and how could occur the consequenictse system change
(Droppa, Mikus and Lysa, 2004).

4 BASES OF THE VERTICAL DYAD LINKAGE (VDL) MODEL

Theory of VDL (Vertical Dyad Linkage) model — verdi pair of relationships is
applied in the area such as organizational behawianagement, leadership and
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managerial decision making. Regarding the VDL matacept its authors
Dansereau, Graen and Haga worked on the conceedl lmestheir opinion that
managers don’t cooperate with their employees idally because they have
limited time and resources. The theory has beeabkstied on assumption that
managers divide their employees into two diffeignoups, called “in-group” and
“out-group”. VDL is a traditional leadership appobathat is based on the
individual exchange relationship between leaderfatidwer. Under this model,
leaders develop different relationships with foleya. With some followers,
there is a relationship of leadership exchangesrevtthe influence over the
follower stems from the perception of the existenta partnership; with other
followers, there is a relationship of supervisorgleanges, where the influence
over the follower is primarily based on authoritafisereau, 1995). This
leadership approach fits within the individual-th$eadership category because
it refutes the assumption that leaders lead dbfiatrs uniformly.

The VDL model “describes the process by which déeand a member develop
various behavioural interdependencies between tésgrective roles” (Graen and
Schiemann, 1978). Empirically, this model is testaeding the variable
negotiating latitude, which illustrates the extemtwhich the follower perceives
the relationship with the leader as one chara@driz interpersonal exchange at
one extreme and by contractual obligations at theroextreme, or else falling
somewhere in the middle of the spectrum (Danserg@®5; Liden and Graen,
1980). The negotiating latitude variable taps irgpecific aspects of the
relationship, including the leader’s willingnessewolve change in the follower's
job, use his or her power to help the follower ctatgowork, and bail out” the
follower at the leader’s expense.

In-group is characterized by a high quality relasiip between superordinate
and subordinate. Employees in this group are “¢ldse manager or are
“manager’s favorite”, in terms of quality and pre$eonalism. These employees
are suitable for performing the required innovatioreet requested criteria. The
researches show, that in this group is betweenrsangesub ordinate the mutual
confidence, positive support, open communicatiogh ldegree of independence,
satisfaction and loyalty.

On the other hand the out-group is a social unig@up of people that an
individual neither belongs to nor identifies witithe construction and
maintenance of boundaries (physical or symbolie)tae primary ways by which
groups establish what it means to be “in” and, bgt@ast, what it means to be
“out.” The basis of in-group identity, then, is &y constructed through
symbolic markers (boundaries) such as narrativeseds, rituals, and social
practices. Moreover, sociologists view such bourdaalong a continuum of
permeability (open) and impermeability (closed), iahh influences group
member entrance and exit processes. In-group tgeimtiother words, is always
an ongoing achievement in which group boundariescatlectively generated,
affirmed.
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In the “out-group” there are employees with loweiality in terms of working
relationship with their superordinate, charactetizey limited confidence,
support and appreciation, evaluation and opporam(Majtan, 2012, p. 150).

Each employee of the organization is actually getght individuality who could
be characterized by a set of knowledge, abilisésd|s, habits but also attitudes,
opinions and values. As organizations associaferdiiit people a broad palette
of potential is created which is able to contriblge its variability to the
fulfillment of organizations targets (Holkova andriak, 2003).

5 ANALYSIS OF THE NEED OF INNOVATION

The aim is to analyze the need for innovation gompany and with the help of
VDL model select suitable employees who will papte in the process of
innovation. For target realization, a method oldaiional analysis, VDLand
analysis of performances/outputs were selected. dihe of the situational
analysis was to find out how the goods are prepardde company LC SA a.s.
and if the innovation is needed. For the implemi@maof potential innovation,
itis necessary to create ateam of people who peiticipate in it. To divide
people into groups, a VDL will be used. To be ablset up this model, we need
to get data on functional scope of employment diviidual employees and their
qualities. We will get information about qualitie each employee based on
evaluation of managers in accordance with individstages of management.
Managers will be evaluating employees based on ifsgabccriteria. Each
employee will be evaluated in the range of 1 twbile 5 will be the highest and
1 the lowest evaluation.

The research was done in a company LC SA a. ssiibject of the research was
to analyze the state of the employee’s potentsdigament of evaluation criteria
and through the VDL model select those, who wilhstthe necessary potential
for the implementation of the process of innovaiiothe company. The subject
of research is company LC SA a.s., establishedetoriary 2011 by transfer of
rights and obligations from wholesale store.

Company LC SA a.s. was founded in compliance witb48section 3 of the
Business Register by establishment agreement, ewrith a form of notary
memorandum, on 3.12.2010, as closed corporation.

Scope of business:

» Purchase of goods for the purpose of their salintd consumer (retail
trade) or to other trade conductor (wholesale yrade

» storage

e cargo transport by vehicles with total weight uBtb t incl. trailer

» packing and handling of goods

* mediation/agent activity in the field of services

* mediation/agent activity in the field of commerce.
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6 SITUATIONAL ANALYSIS OF THE NEED OF INNOVATION

The outcome of the situational analysis is statdjrtéat it is necessary to deal
with situation in warehouse no. 2 and warehouse3nand not only concerning
the warehouse capacity, but also the productivithe employees.

Among internal factors supporting the change aresufficient warehouse
capacity, insufficient space for handling, time fgoods preparation and cas
fortuits.

Among external factors influencing the given siioiatare: increased number of
items in the assortment group no. 2 and no. 3, im@wumber of claims from
customers due to incorrect goods hand over.

During the three years of observation, problenmhefdize of warehouse, in terms
of constant increased number of items, was notesblit's necessary to make
a change that would lead to improvement of givatest

By performing the situation analysis we came toomctusion, that due to
constant expansion of range of goods, organizatioasn't have sufficient
storage facilities. It is necessary to solve thésming situation by the change of
range of storage facilities, specifically by buildinew storage premises.

For the realization of innovative change, itis reseey to set up a group of
employees, who will participate in this innovati@valuate the financial state of
the organization and suggest innovation procesgydbr the preparation of
goods before their distribution.

7 VDL MODEL OF LC SAA.S.

Currently, there are 60 employees working for LC 8A. To set up a VDL

model, we have put together information on funaloscope of employment of

individual employees. All managers on differenigsts of management took part
in the evaluation. Before setting up the model,hage defined the criteria for

the evaluation of quality of relationship betweeperordinate and subordinates.
Employee, participating in innovation realizatioreeds to meet these criteria.
Managers have used the following criteria for eatibn:

» expertise,

* hard working,

* reliability,

* personality traits,

» ability to work in a group,

» skills for the need of change (ability, skillfulresacquired skills to
perform given activity correctly, as fast as pokesdnd effortlessly).

Individual criteria were evaluated in a range frbro 5, while value 5 represents
the highest rate of quality which meets our exfewia, value 4 represents rate
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that meets our expectations only by one degree Vadse 3 is a threshold limit
of criteria and values 2 and 1 represent insufficiate of quality.

The sum of values shows whether the employee wilinbegrated into in-group
or into out-group. Employees who will gain lessr2® points will be integrated
into out-group. Employees, who will gain more ti2hpoints will be integrated
into in-group. This evaluation shows a rate howrttenager and subordinate are
seen with regards to their work and personalitystra

For the implementation of innovation in the procesgoods preparation before
their distribution in the warehouse no. 2 and wausle no. 3, employees of
warehouse no. 1 and employees of warehouse nonglpgees of claims and
packages warehouses, employees of branch, drivetsemployees of other
activities were automatically eliminated from arsidy based on functional
scopes of their employment and functional classifi, as the given problem
does not concern them.

a) Analysis of evaluation criteria of the relationship director —
manager (Tab. 1)

The aim was to find out the level of cooperationdoector of LC SA a. s. and
managers on the middle stage of management thrqueghative criteria.

Table 1 — Evaluation of criteria of relationship director - manager LC SA a. s.

©
£ °
. 0 o) 2 | x @
Criterion @ g > 2 S5 4 o g
2 s = = g S| 2 8
£ g e 35|ed|ss 5 Result
8_ = Q Q - o —
Employee $ © o) g 8 > S © e
identification o g 5|3 0 ?
© 2
”
M1 5 5 5 5 5 5 30 IN
M2 5 4 4 2 2 4 21 IN
M3 5 5 4 3 2 5 24 IN
M4 5 5 5 5 3 4 27 IN
M5 5 5 5 5 4 5 29 IN

The table shows that all managers on the middleagement level gained
evaluation higher than 20 points. We can say teltionship between director
and his subordinates on the middle stage of manageims characterized as
highly superior. The director highly evaluated exige, hard working and
reliability of all managers on the middle stagem@nagement. One manager was
evaluated that his personality traits are insu#fiti one manager gained
threshold limit in evaluation of this criterion.

Two of the managers gained excellent evaluaticerzai of the ability to work in
group, two managers gained threshold limits and oramager didn't meet
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preconditions to work in group. In conclusion thieedtor has stated that all
employees had skills for change execution.

Total evaluation classified all managers of thedtedstage of management into
in-group.

b) Analysis of criteria evaluation of the relationship of Head of
economic department with subordinates through quatative
criteria. (Tab. 2)

Table 2 — Evaluation of criteria by Head of finaalodepartment

kS
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Ul 5 5 5 5 5 4 29 IN
U2 4 2 3 3 4 3 19 ouT
U3 5 5 4 4 5 4 27 IN
U4 5 5 5 5 5 5 30 IN

The table shows that all employees of financial agepent gained higher

evaluation than 20 points. There was just one dimepthe employee who was
evaluated by her superior as less hard working,relgable and mostly as having
lower skill potential for performance of plannedange. We can say that the
head of economic department considers her cooparatith subordinates as
high quality cooperation. Besides one employeeotiers were evaluated as
highly qualified and hard working. Employees aréedab work in group, thanks

to suitable personality traits. Almost all employebave skills which are

necessary for the implementation of change. Totahtpevaluation classified

three employees into in-group.

Table 3 — Evaluation of criteria by Head of salepdrtment
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c) Analysis of criteria evaluation of the relationshipof Head of sales
department with subordinates through qualitative citeria
(Tab. 3).

The table shows that two employees gained evaludiigher than 20 points and
two employees gained evaluation lower than 20 poiffthe head of sales
department highly evaluates expertise and hard imgréf her employees. Two
employees were highly evaluated due to their ratigbtwo employees gained
marginal limit. Only two employees met expectationterms of personality
performance. Only one employee gained the higheduation in the criterion of
the ability to work in a group. Two employees weaiaked in this category with
insufficient evaluation. One employee reached nmagiimit. From the above
mentioned it is clear that head of sales departnesaluates positively the
cooperation only with two employees.

The total evaluation classified two employees imaroup and two into out-
group.

d) Analysis of evaluation of criteria of the relation$ip of Head of
IT department with subordinates through qualitative criteria
Tab. 4).

Table 4 — Evaluation of criteria by Head of IT depaent
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The table shows that one employee gained evaluhigirer than 20 points and
on the contrary, one employee gained evaluatioretotian 20. Head of IT
department highly evaluates expertise, hard workamg reliability of both
employees. In the criterion of personality traijgst one employee gained
threshold limit, the other one doesn’t meet thiteda at all. Only one employee
was evaluated as able to work in agroup. Skilleded for the change
implementation had only one employee. Head of Ijatignent evaluates the rate
of cooperation as excellent just with one employee.

Total evaluation classified one employee into iotgr and one employee into
out-group.
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e) Analysis of criteria evaluation of the relationship of Head of
dispatch department with subordinates through qualiative
criteria (Tab. 5).

Table 5 — Evaluation of criteria by Head of disgatiepartment
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iteri £ ko]
Criterion " o 2|2 % g
o = > |82 |5 c o 3
g P ] QT = o ) 8
= <} S cs5 |3 3|e g o
o 2 S 25|e o | s = 5 Result
E < = 2 |g8|2"]8° E
mployee X = e Lo |£ o S
identification < 8 |5 0 7
© =
0
El 5 5 5 5 5 5 30 IN
E2 4 2 2 2 3 2 15 | ouT |
E3 5 5 5 5 5 5 30 IN
E4 4 5 4 4 4 4 25 IN

The table shows that one employee gained evalusdiwer than 20 points and
three employees gained evaluation higher than 2fe Head of dispatch
department highly evaluates expertise of all hemplegees. One employee
gained insufficient evaluation in terms of hard Wng, reliability, personality

traits and skills needed for change implementatitfith three employees, she
has evaluated her cooperation as very good. Heatisphtch department has
evaluated her cooperation with one employee adfioignt.

Total evaluation classified one employee into autdg and three employees into
in-group.

f) Analysis of criteria evaluation of the relationship of Head of
operation department with subordinates through quaitative
criteria (Tab. 6).

Table 6 — Evaluation of criteria by Head of opeoatidepartment
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P2 5 5 5 3 3 5 26 IN
P3 5 5 4 4 4 4 26 IN
P4 4 3 4 4 3 1 19 ouT
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The table shows that all but one employees gaivadliation higher than 20
points. Head of operation department highly evasiaxpertise, hard working
and reliability of his employees. One employee gdithreshold limit in criterion

of personality traits and ability to work in a gmuOne employee gained
insufficient evaluation in a criterion of skills e#ed for change implementation.
Head of operation department evaluatescooperatitnhis subordinates as very
good.

Total evaluation classified three employees intgrioup and one employee into
out-group.

g) Analysis of criteria evaluation of the relationship of Head of
warehouse no. 2 with subordinates through qualitatie criteria
(Tab. 7).

Table 7 — Evaluation of criteria by Head of warekeuno. 2

©
— c kel
Criterion " o 2 8 g
(%] 7 > n B c o =
[J] re = c o > @]
= o 5 o 2 S |o 2 Q
o 2 ] = g2 |« 5 Results
o o° 5 c > 2|55 =
Employee 5 = 2 o = Rl S
identification < 3 K%} 0
© =
2]
S1 5 5 5 4 4 5 28 IN
S2 5 4 3 3 2 5 22 IN
S3 5 5 5 4 4 5 28 IN
S4 5 3 3 3 3 5 22 IN

The table shows that all employees of warehous@ m@ained evaluation higher
than 20 points.

Head of warehouse no. 2 highly evaluates expeofisgl her employees. Three
employees were evaluated as hard working, one gm@@lgained threshold limit
in this criterion. Two employees of warehouse nowe&e evaluated as very
reliable, two of them gained insufficient evaluati®©nly two employees gained
excellent evaluation in the criterion of persomnatiaits and ability to work in a
group. All employees of warehouse no. 2 have skibleded for the change
implementation. We can say that the Head of waredono. 2 evaluates
cooperation with her employees as good.

Total evaluation classified employees of warehowse into in-group.
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h) Analysis of criteria evaluation of the relationship of Head of
warehouse no. 3 with subordinates through qualitatie criteria
(Tab. 8).

Table 8 — Evaluation of criteria by Head of warekeuno. 3

kS
c ©
Critetion @ = > 2| < 3 ‘g
0 = 2 |§2|8alSy S
£ 5 = |28 |25|2e? o
o = 2 SS|g2|Et¢8 ol Result
employee =3 ° 5 R £
ide ntification © &8 S5 |z g% ?
© =
(7]
S5 5 5 4 4 5 5 28 IN
S6 5 5 4 4 5 5 28 IN
S7 5 5 4 3 4 5 26 IN
S8 5 5 5 5 5 5 30 IN

The table shows that all employees of warehous&® m@ined higher evaluation
than 20 points.

Head of warehouse no. 3 highly evaluates expetise working and reliability
of all her employees. Three employees have veryl gmysonality “traits, one
employee reached threshold limit in this criteriShe has evaluated the ability to
work in a group, as well as skills needed for tmplementation of change as
very good. Head of warehouse no. 3 evaluates catiperwith her employees as
very good.

Total evaluation classified employees of warehause3 into in-group.

Based on evaluation, extend, up to which they meatitative criteria, divided
employees into two groups:

1: “in-groug’ — employees, who meet qualitative criteria fore tithange
implementation,

2: "out groug — employees who don’t meet qualitative criterta the change
implementation.

The result of examination is basis for the setuglL model of LC SA a.s.
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Director LC SA a.s.

9 00 0O o
Sooce e 0%
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Figure 1 — Model VDL LC SA a.s.

(=)

I top manager — director of LC SA a. s.
[ in-group
out-group

Q employees’ identification

M1, M2, M3, M4, M5 — managers on middle stage ohagement
U1, U2, U3, U4 — employees of financial department

11, 12 — employees of IT department

01, 02, 03, 04 — employees of sales department

E1l, E2, E3, E4 — employees of dispatch department

P1, P2, P3, P4 — employees of operation department

S1, S2, S3, S4 — employees of warehouse no. 2

S5, S6, S7, S8 — employees of warehouse no. 3

From the VDL model it is clear that all managers tbé middle stage of
management and line managers are in the in-groliemployees of financial
department are classified in the in-group. Two aygés of the sales department
are in the in-group and two of them are in the gnatap. One employee of IT
department is classified into in-group and one io-group. One employee of
dispatch department is classified into out-groupilevthree others are in the in-
group. Employees of operation department, warehnas2 and warehouse no. 3
are all classified into in-group.
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8 PREVIEW OF PERFORMANCES/OUTPUTS

Since 2011, LC SA a.s. has experienced the rewitks growth. In the below

mentioned overview there is an overview of outpetated to the period 2011 —
2013 on the basis of real data acquired from tleewtdings of LC SA a.s. For
the estimation of results for 2014 we have usetisits method of forecasting
(Tab. 9).

Table 9 — Overview of outputs of LC SAa.s.

Yeanuaner (inlé?JR) (inI IE(SR) (irlll IESR) (i,:\éSR) Total a year
2011 1 835 865 1835 865
2012 5272043 | 5517528 | 5723700 | 5922144 | 22435415
2013 5372554 | 5498852 | 6090972 | 5928552 | 22890930
2014 5473065 | 5480176 | 6458244 | 5934960 | 23346445

The details shows that wholesale turnover in tre, fihird and fourth quarter has
had growing tendency annually. There was reportecrahsing trend in the
second quarter in years 2012 — 2013. We have toiedenfy the reason. Based
on data from accountings and discussion with thectbr, we have recognized
that national holidays had a strong influence arumber of deliveries and thus
on profits.

25 000 000
$ 20000 000
g —/
=)
8 15 000 000 —2014
> 2013
S 10000 000 2012
=
2 __— —2011
£ 5000 000
<

- /
LQVEuUr ILQVvEur Qv IV.Qv
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Graph 1 — Preview of outputs of LC SA a.s.

The graph shows that outputs during years 2011-328dd upward trend.
Forecast for 2014 shows that outputs should gree & the following period.
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Company records the highest growth annually intlivel quarter, and the same
is assumed also for year 2014.

9 CONCLUSIONS FROM ANALYSES

Based on the results of the situational analysstsys VDL model and preview
of outputs, we have come to the following conclasio

The result of the situational analysis shows thmices the organization
establishment, it constantly expands its assortmesitime, what causes
problems with the capacity of goods storage. Atrtteenent, the total amount of
stored items in LC SA a.s. company is approxima#e®00 pieces. With given
amount of items and flow of goods, itis not possitid keep order, control and
overview about all stock items. There are mistales/s and problems in goods
location on stock. Organization solved the problanibuilding additional storage
facilities for warehouse no. 1, what has solvedditgation only for assortment
group no. 1 and it has helped to move a part arasgnt from warehouse no. 2.
At the moment, in warehouse no. 2 and warehous8 tteere are not a sufficient
shelf positions for the given assortment and g@vdlaced in warehouse aisles.
This causes problems with the goods preparatioaréeheir distribution. The
situation complicates the work of warehouse emmeyavhereas the space for
handling has been decreased. This prolongs theftngoods preparation, what
affects adversely the work of dispatch departmdime growing number of
claims is also an unfavorable aspect for the omgdinn, which is caused by
incorrectly prepared goods. The result of situatioanalysis is the fact, that
organization has insufficient amount of storage ac#es due to constant
expansion of assortment. Itis necessary to ded this alarming situation by
building additional new storage facilities.

VDL model has been used to set up the group of @epks who will participate
in implementation of innovation. In the first stepased on functional
classification and functional scope of employmevd, have eliminated from the
analysis employees, who will not participate in ttleange implementation.
Consequently, with the help of criteria, we haveleated the relationship of
superordinate and subordinates. The evaluatiorbéas performed by the Head
employees on all stages of management. For theuai@h, they have used
defined scaling. The sum of values decided whetheremployee would be
classified into in-group or out-group. Employeesowhiould participate in the
implementation of innovation were classified intogroup, while employees
evaluated by managers as those with whom they waeildooperate during the
implementation of innovation were classified intat-group. Based on VDL
model results, out of 31 evaluated employees, 2& whkssified into in-group
and 5 into out-group.
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10 INNOVATION OF THE SYSTEM OF STORAGE POSITION
AND LOCATIONS WITH THE USE OF IT

Based on the need for storage premises innovatiey proposal of innovation
processes for goods preparation before their digtan was made.

The aim of the proposal is the change in the systiestorage, what will improve
the overview of location of individual stock iterasd make the process of goods
preparation more efficient. The basis is the lajiarrangement of goods flows.

For the implementation of this proposal, it is resaey to select a supplier for the
purchase of the shelf system that would allow digdim of locations, so that the
warehouse employee makes the shortest route passibl

The Head of economic and IT departments will b@aasible for the collection
of offers for the purchase of the shelves. Thedigtuppliers will be presented to
board of directors by the director of LC Sabinovsa. who will approve the
selection of supplier for the purchase of shelvAfier the delivery and
installation of shelves, the goods from warehouse and 3 will be moved into
newly built storage facilities. It won't be possbto perform the process of
goods preparation during goods displacing. Thetiogaof individual types of
goods will be done by descending way. It does nibahwarehouse employee
starts the process of goods preparation with tlelgof highest weight and ends
the process of goods preparation with the most ligle. For the arrangement of
storage locations, it is necessary to collect mimtion about dimensions and
weights of individual goods. At the same time, st mecessary to define
preparatory positions and rules for their refillingead of IT department in
cooperation with Head of operation department W#l responsible for the
collection of these information.

Naturally, it will be necessary that employeesh# warehouse adopt logic and
new processes for goods preparation.

We have elaborated an alternative to internal warsé@ arrangement. The
solution is shelf system with sufficient area foampulation for the work of

warehouse employees. The maximum utilization of ft@or area and

preservation of comfort for warehouse employees elimdination of abundant
moves at work, as well as utilization of informatifvom the information system,
which will determine the order of goods preparatlmefore their distribution

should be taken into account. The Head of IT depemt will prepare, in

cooperation with software organization, implemdotatof this proposal, by

specifying preconditions for the optimalization gibods preparation, what will
represent another innovation in the examined omgdion. The contribution (of
this article) could be defined in a practical levemely in specification of
proposals that were accepted by a given companyaemdeing implemented
now. Experience from implementation of innovaticogess will be a subject of
other casually analyses for the future innovatioycpsses.
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11 CONCLUSION

In very competitive business enviroment the corstamovative change never
ends. In contrast to industrial era the innovatiianges do not happen only in
the field of technologies or economics but alsthi;m consciousness and attitudes
of people. One can not imagine innovation withoabge. In the process of
innovative changes the organization should focupasitive atmosphere inside
the organization. Here is very important the rdienanagement. VDL model is
not complicated. The whole employee selection medhrough VDL model is
simple and is performed in general but the selectinteria are not defined.
Procedure described in the article is an inspinafar managers to objectively
assess/evaluate abilities of their employees neéolethe implementation of
innovation.

The main benefit taken from storage procedure ingameent which we could

expect here is mainly time saving and better gquéparation efficiency. The

other benefits coming form stacking and betteriastiion of storage place will

help us to keep place clean and will result to dirig the things under control.
Another benefit coming from this proposal is desneg number of failures. Also

this should improve the goods searching proceshenwarehouse as well as
eliminate the damage risk of the goods caused bgppnopriate storage
conditions.
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