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Celozivotni vzdélavani zeméméric¢a ve Svédsku

Tentokrat zvefejiiujeme pieklad textu, ktery popisuje souasnou situaci ve Svédsku.
V podstaté se vSak jedna o diskusi o sou€asném stavu celozivotniho profesniho
vzdélavani (Continuing Professional Development, dale jen ,CPD*) ve Svédské statni
zemémeéfické sluzbé National Landsurvey of Sweden (dale jen ,NLS®). Autorem
tohoto pfisp&vku je Bo Nyberg, byvaly feditel této instituce (obdoba naseho CUZK).
Prispévek byl napsan v dobé, kdy se Svédska zemémeéficka sluzba potykala
s velkymi personalnimi a reorganizacnimi problémy (pfesun pracovisté z hlavniho
meésta Stockholmu na sever do Gavle, zavadéni modernich technologii atd).
Prispévek je vSak poucny nejen pro kolegy pusobici ve statnim ale i v soukromém
sektoru.

Predkladany dokument miize byt zajimavy zejména pro pracovniky resortu CUZK. Je
pozoruhodné, Ze Svédsky pfistup k CPD se velmi dobfe shoduje s programem CPD
aplikovanym v resortu CUZK, patrné i proto, Ze jeden z autord publikace FIG, Tom
Kennie, pusobil jako konzultant na CUZK. Doposud jsme nade &tenare informovali
o situaci v Dansku, Velké Britanii, USA a Australii.

Cely na$ serial by mél byt zakon&en navrhem pristupu k CPD v Cesku, ktery by pak
byl pfedloZen k diskusi &leniim CSGK, KGK a CAGI.

Ve v

Elektronicka priloha casopisu Zememeric 9+10/2008.

Sweden Svédsko

By Bo Nyberg, Director, National Autor: Bo Nyberg, feditel Statni
Land Survey, Sweden zemémeérické sluzby, Svédsko
Continuing Professional Celozivotni profesni
Development in The National yzdélavanive Svédské Statni
Land Survey of Sweden zeméméFické sluzbé -

— A Brief Overview Struény piehled

Basic assumptions Zakladni predpoklady

In the decentralized organization atthe  \/ decentralizovaném systému Statni
National Land Survey of Sweden, zem&méFické sluzby ve Svédsku je
responsibility for personnel and zodpovédnost za rozvoj a fizeni lidskych

management development is as follows: zdrojli organizovana nasledovné:
1. The nearest manager is responsible 1. Redenim kazdodennich problém(,

for daily support, including necessary véetné okamzitych opatfeni a vstficného
reactive tasks and local forward-planning  pjanovani je povéren nejblizsi vedouci
measures. pracovnik.

2. The central personnel department is 2. Za zajistovani programu a aktivit

responsible for providing programs and v souladu se zakladnimi organizaénimi
activities corresponding to basic



organizational demands.

3. The central personnel department is
also, at the request of top management,
responsible for planning the future needs
of leadership development.

Development

conversations/appraisals

In 1989 an agreement was established
between the NLS and the employee
organizations concerning personal
development in the Land Survey of
Sweden. One of the major issues was
development conversations.

The mutual intentions were:

— to give the employer possibilities for
discussing goals, business ideas, etc.
with everybody in the organization,

— to find out the consequent needs for
further training/development (a basis for
planning),

— to give each employee an opportunity
to discuss and influence the personal
work-situation, to encourage a
willingness to take on new work
assignments and to receive appropriate
training for this work and, finally, to

— discuss mutual goals.

In short, to do everything possible to
achieve both good production results and
high work satisfaction.

Since 1990 development conversations
have become compulsory in the Land
Survey of Sweden. On regional/local
courses the NLS trained all managers in
the process of conducting such
conversations. Every manager is
expected to fit the needs of the
individuals into a yearly local
development plan, to secure the funding
and to review the results.

In a attitude survey throughout the whole
Land Survey of Sweden we found out
that 60 - 70% of the managers have
regular appraisals. Unfortunately 50% of

pozadavky zodpovida centralni
personalni odbor.

3. Podle pozadavku vrcholového vedeni
je centralni personalni odbor také
zodpovédny za planovani budoucich
potfeb rozvoje dovednosti vedoucich
pracovnikd.

Pohovory o rozvoji

/hodnoceni

V roce 1989 byla uzaviena dohoda mezi
NLS a zaméstnaneckymi organizacemi o
personalnim rozvoji ve Svédské Statni
zememericke sluzbé. Jednim z hlavnich
bodu byly rozvojové pohovory.

Spole¢nym zamérem bylo:

- poskytnout zaméstnavateli moznost
prodiskutovat cile, podnikatelské zameéry,
atd. s kazdym zaméstnancem
organizace,

identifikovat potfeby dalSiho vycviku
a rozvoje (zaklad pro planovani),

dat kazdému zameéstnanci pfilezitost
k diskusi a k ovlivnéni pracovni situace,
povzbudit ho k pfijeti nového pracovni
zafazeni a ziskani potfebného vycviku
pro tuto praci, a také

- diskutovat o spole€nych cilech.
Strucné fe€eno, ucinit vSe co je mozné
pro dosazeni jak dobrych pracovnich
vysledku, tak maximalni spokojenosti v
praci.

Od roku 1990 jsou pohovory o rozvoji ve
Svédské Statni zeméméfické sluzbé ve
Svédsku povinné. Vsichni vedouci
pracovnici absolvovali regionalni a mistni
kurzy, ve kterych byli vyskoleni jak tyto
pohovory zabezpec€ovat. Od kazdého
vedouciho pracovnika se oCekava, ze
zacleni potreby jednotlivell do lokalnich
planu rozvoje, aby bylo mozno
zabezpedit jejich financovani a kontrolu
vysledku.

Na zakladé prizkumu v ramci celé NLS
jsme zjistili, ze 60 - 70% vedoucich

those answering the survey said that they pracovnik( organizuji pravidelna

were satisfied with the quality of their

hodnoceni. AvSak pouze 50% z téch,



development conversation, causing our
Director General to act in the top
management group, demanding progress
in both quantity and quality.

Leadership development

In 1989 a leadership support program
was worked out in order to provide the
necessary skills for the 1990's. The
program consisted of ideas about how to
recruit managers, mentoring of staff, how
to conduct yearly appraisal talks between
managers, etc. One further area was
leadership development.

Planned leadership development is
divided into three parts.

1. Searching for presumptive leaders in
our organization and placing them in a
preparatory program.

2. Introductory contributions during their
first year in the new position for those
who are newly appointed managers.

3. Leadership development programs for
those who have been managers over a
period exceeding one year.

Suitability for management work is a
result of a dialogue with and is approved
by the nearest manager. When
appointing somebody for a higher
management position assessment is
performed with support from the central
personnel department.

Preparatory programs for presumptive
leaders are carried out at regional/local
level with requested support from an
internal organizational consultant from
the central personnel department.

The introductory program for newly
appointed leaders is a central activity
organized by the personnel department
with support from top managers from
various fields of activity.

ktefi se prizkumu zucastnili, odpovédélo,
Ze jsou s urovni svych pohovord o rozvoji
spokojeni, coz pfimélo naseho
generalniho feditele, aby na urovni
vrcholového fizeni navrhl zvySeni
mnozstvi a kvality t&chto pohovor(.

Rozvoj dovednosti

vedouciho pracovnika

V roce 1989 byl vypracovan program pro
rozvoj dovednosti vedouciho pracovnika,
jehoz cilem bylo zabezpecit potfebné
dovednosti pro devadesata léta. Program
obsahoval myslenky jak vybirat vedouci
pracovniky, jak radit zaméstnancum, jak
provadét rocni pohovory s vedoucimi
pracovniky atd. Jednou z dalSich oblasti
byl rozvoj dovednosti vedouciho
pracovnika.

Planovany rozvoj je rozdélen do tfi ¢asti:
1. Vyhledavani pfedpokladanych
vedoucich pracovnikd v naSi organizaci a
jejich zafazeni do pripravného programu.
2. Vstupni skoleni v prabéhu prvniho
roku v nové funkci pro ty, ktefi byli do
vedoucich funkci nové jmenovani.

3. Programy pro rozvoj dovednosti
vedoucich pracovnikd pro ty, ktefi jsou ve
vedoucich funkcich déle nez jeden rok.
Posouzeni vhodnosti pro fidici funkci je
vysledkem pohovoru a

schvaleno nejblize nadfizenym
pracovnikem. Zafazeni do vysSi fidici
funkce je realizovano za ucasti
ustfedniho personalniho odboru.

PFipravné programy pro kandidaty na
vedouci pracovniky jsou organizovany na
regionalni/mistni urovni s podporou
interniho konzultanta z centralniho
personalniho odboru. Uvodni program
pro nové jmenované vedouci pracovniky
je ustfedni aktivitou personalniho odboru
za podpory vrcholovych manazert

z rznych oblasti plsobnosti.



Leadership development

programs

In 1992 the top management decided
upon a long-range, central leadership
development program, divided into four
parts:

Part 1: effective group leadership

Part 2: business economy

Part 3: leader in a changing organization
Part 4: personnel work for leaders.

Top management also decided upon an
immediate compulsory implementation of
Part 1. Since the Land Survey of Sweden
is subjected to a governmental
investigation concerning future work and
organization our top management
decided that Part 3 should be
implemented as well. Part 2 and Part 4
will be developed in due course.

Effective group leadership (Part
1)

This is a five day residential course with
evening sessions.

The target group is managers who are
committed to becoming more effective
group leaders, regardless of management
level.

The effective group leadership course is
designed to:

— increase your ability to lead and
motivate people working in groups

— increase your ability to develop creative,
effective solutions to task and relationship
problems within a group

— increase your ability to identify and
manage your personal strengths and
weakness as a manager and leader

— increase your ability to give and receive
performance feedback, including both
criticism and praise

— increase your ability to manage conflicts
within your management or work group,
even when you are personally involved in
that conflict

Programy dovednosti

vedouciho pracovnika

V roce 1992 rozhodlo vrcholoveé fizeni o
dlouhodobém centralnim programu
doskolovani vedoucich pracovniku, ktery
byl rozdélen do 4 ¢asti:

Cast 1: efektivni vedeni skupin

Cast 2: ekonomika podnikani

Cast 3: vedouci pracovnik v ménici se
organizaci

Cast 4: personalni prace pro vedouci
pracovniky.

Vrcholové fizeni rovnéz schvalilo
okamzité povinné zavedeni Casti 1.
Vzhledem k tomu, Ze NLS je
podrobovano vladnim provérkam,
zaméfenym na jeho budouci praci a
organizaci, nase vrcholoveé vedeni
rozhodlo , ze ¢ast 3 bude rovnéz
okamzité realizovana, zatimco ¢asti 2 a
4 budou odsunuty na vhodnéjSi dobu.

Efektivni vedeni skupin (Cdst 1)

Jde o pétidenni internatni kurz

s vecernim programem.

Kurz je ur€en fidicim pracovnikim, ktefi
jsou odhodlani se stat efektivnéjSimi
vedoucimi svych kolektivli na vé§ech
urovnich rizeni.

Kurz efektivniho Fizeni kolektivl je
navrzen s cilem:

- zvySit vaSi schopnost vést a motivovat
lidi pracujici v tymech

- zvySit vaSi schopnost rozvijet tvarci a
efektivni FeSeni ukoll a vztahd uvnitf
tymu

- zvySit vaSi schopnost identifikovat a
fidit vase osobni pfednosti a nedostatky
jako fidiciho a vedouciho pracovnika

- Zlepsit vasi schopnost poskytovat a
pfijimat vysledky hodnoceni svého
vlastniho vykonu, a to jak kriticke, tak
pochvalné

- zvysit vasi schopnost ridit konflikty
uvnitf vaseho fidiciho nebo pracovniho
tymu, i kdyz se tento konflikt dotyka vas



— increase your ability to strategically plan
for and manage change and its effects

— increase your self-confidence as a
manager and group leader.

"Effective leadership means
simultaneously managing both task-
content and group process".

There are always two things occurring
simultaneously in a group: WHAT the
group is doing and HOW they are doing it.
Many management and leadership
courses deal with either "what" or "how".
Our basic assumption is that what a group
does and how it does it are inseparable
and should, therefore, be taught at the
same time. In short we deal
simultaneously with content and process
SkKills.

No two effective group leadership courses
are ever identical. We constantly tailor
every course to the needs of course
participants and conscientiously avoid
wasting time teaching skills that
participants already possess. We have an
external partner in this course, as well as
in Part 3. Each course consists of 8 - 12
people plus two trainers, one from the
Land Survey. It is a thorough course that
demands the full participation and
commitment of all who attend.

Our experience from this course is
extremely positive. Many managers start
developing their own work-place after
having attended the course, often using
the internal consultants mentioned.

Leader in a changing
organization (Part 3)

Part 3 is not an actual course like Part 1. It
consists of a workshop-oriented
contribution in which two consultants - two
internal or one external and one internal -
work for three days together with an

actual management group in order to help
them find ways of "what" to do and "how"
to do it in trying to deal with the rapidly
changing environment.

samotného

- zvySit vasi schopnost strategického
planovani a fizeni zmén a jejich dopadu

- zvySit vaSe sebevédomi jako fidiciho
pracovnika a vedouciho skupiny.
,Efektivni vedeni znamena soucasné
zvladnuti jak zadaného ukolu tak fizeni
tymoveé prace”. V pracovnim tymu se
vyskytuji vzdy dva problémy soucasné:
CO skupina déla a JAK to déla. Mnohé
kurzy Fizeni a vadcovstvi se vSak jen
zabyvaji bud otazkou ,.co” nebo ,jak".
Podle nadeho pfesvédceni jsou problémy
co tym déla a jak to dela neoddélitelne a
mély by proto byt sou€asti jednoho kurzu.
Kratce feCeno, zabyvame se obsahovymi
a metodickymi dovednostmi souc¢asné.
Z&dné dva efektivni kurzy zamérené na
vedeni tymu nejsou nikdy identicke.
Prubézné upravujeme napln kazdého
kurzu podle potfeb u€astnikd, abychom
neplytvali Casem na vyucovani
dovednosti, které u€astnici jiz maji. Tento
kurz, jakoz i Cast 3 zajistujeme ve
spolupraci s externim partnerem. Kazdy
kurz ma 8 az 12 u€astniku a dva
vyucujici, z nichZ jeden je z NLS. Tento
dikladny kurz vyzaduje od vSech
Ucastnikd stoprocentni ucast a pIné
nasazeni.

Nase zkuSenosti s timto kurzem jsou
velmi dobré. Mnozi manazefi zacali po
navstéve kurzu rozvijet sva pracovisté,
Casto i s pomoci vySe zminénych
internich konzultantd.

Vedouci pracovnik v ménici se
organizaci (Cast 3)

Cast 3 neni skuteénym kurzem jako Cast
1. Sklada se z pracovné orientovanych
seminaru, ve kterych dva konzultanti -
oba interni nebo jeden externi a jeden
interni - pracuji po tfi dny spole¢né se
skupinou sou€asnych Fidicich pracovniku
s cilem nalézt feSeni ,co“ a ,jak" délat v
podminkach rychle se méniciho
prostredi.



The overall goal is to increase the ability
of the managers effectively to lead the
changes in their own work-place. We
support them in:

- creating a concrete plan (what, who,
how, when, etc.) for dealing with those
parts of the changes that are in the
organization’s range of power to influence,
- reducing negative effects of the
inevitable from outside by forming a
common - accepted by everybody -
strategy,

- teaching knowledge and giving
experience on how to create a common
strategy and make mutual plans for the
change process,

- increasing the understanding of the
phases and dynamics of change efforts
and, finally,

- improving their ability to handle people
subjected to situations of stress and crisis.

Competence development
strategy

Quite recently a competence development
strategy was adopted, stating that
competence development is clearly
organization-oriented. Activity needs as
well as the needs of the individual form
the basis for this planning. Long range
goals are formulated by top management.
Through a constant dialogue each
specialist branch is expected to take
responsibility for a good balance between
what it offers as "producer" and the
demands of the "consumers".

The different competence
development areas are:

— introduction

— continuation courses

— forwarding courses

— specialist development

— personal growth and

— leadership development.

Hlavnim cilem je zvysit schopnost
manazeru efektivné zavadét zmény na
vlastnim pracovisti. Poskytujeme jim
pomoc pfi:

- tvorbé konkrétnich planu (co, kdo, jak,
kdy, atd.) pro realizaci téch Casti zmén,
které spadaji do oblasti piisobnosti dané
organizace,

- minimalizaci negativnich vnéjsich vliv{
vytvofenim strategie pfijatelné pro
vSechny zucastnéné,

- vyuce znalosti a a predavani
zkuSenosti s vytvarenim spole¢né
strategie a spole€nych planu pro realizaci
zmeén,

- zlepSovani porozumeéni jednotlivym
fazim realizace a dynamiky zmén, a
konecdné,

ZlepSovani schopnosti zvladat lidi ve
stresovych a krizovych situacich.

Strategie rozvoje

kompetenci

Zcela nedavno byla pfijata strategie
rozvoje kompetenci, ktera tvrdi, ze
kompetence je zcela jasné orientovana
na urcitou organizaci. Pozadavky na
rizné aktivity, jakoz i pozadavky
jednotlivce tvofi zaklad pro toto
planovani. Dlouhodobé cile jsou
formulovany vrcholovym fizenim.

Od kazdého specializovaného odvétvi se
oCekava, ze na podkladé prubézného
dialogu pfevezme zodpovédnost za
dobrou vyvazenost mezi svou nabidkou
jako ,poskytovatel“ a pozadavky
,pfijemcu".

Rzné oblasti rozvoje kompetenci jsou:
- uvod

- pokraCovaci kurzy

- navazujici kurzy

- rozvoj specialist(

- osobni rozvoj a

- rozvoj vidcovstvi.

Prelozil: ing. Vaclav Slaboch, CSc.
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