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Abstract: The presented study deals with the importance of immovation manager in company. It analyses
the actual state of definition of innovation manager in companies, it is dealing with their qualities and qualities

of 1deal imovation manager. The study solves the placement of position of mnovation manager into the
company organization structure. Tt recommends the ideal placement of innovation manager position in the
organization structure in company working in “Production, sale and operation of amusement and gaming
technology™. This study represents one of the outputs of project KEGA No. 003/DTI-4/2014 with the title of
diagnostics system for identifying of competencies of managers of national and international educational

projects.
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INTRODUCTION

Tnnovation: Ts the magic word in business and public
admimistration. However, huge potential for improvement
has only minimal use, even in companies where ideas and
suggestions are more or less systematically collected and
implemented and some authors rewarded.

While domestic companies often do not pay
sufficient attention to mmovation management, this area
has been gaining a key role in corporate strategy abroad.
Czech top managers should therefore master the
principles of innovation.

At the moment, the personality is no longer seen as
a labour force only to perform specific commands within
the given time span but it is treated in qualitatively higher
form of leadership and human potential 1s utilized in more
meaningful way. More space is devoted to professional as
well as personal development of personality. Greater
emphasis is placed on personal experience, skills, will and
discretion of employees.

Creative skills are becoming building stones to
implement and solve changes, so much needed in this
millenmum. The value of the human factor mcreases
significantly. Tf managers want to be successful, they
must understand the staff not only as an entity with 1its
intellectual capital but also the adaptation to the group
and sense of interpersonal relations. Human resource
management 1s subject to very lugh new claims which
should ensure the company’s competitiveness.

The innovation process: In the firm covers a wide range
of activities undertaken from the very initial idea to
putting them in life. Tt thus includes research and
development, industrial-legal protection, the
establishment of production and final application of
nnovations in practice. Innovation and mnovation
policy in the company is not something that would
be widely extended what would be a normal part of
the orgamization and functioning of the company.
The problem is already in the beginning when the
fact 15 concerned that not all entrepreneurs and
managers are interested in new theories, practices and
requirements.

Among them are many who have mmgrown their
managerial roots in the former industrial period,
regardless of age. An essential characteristic of such
people is the idea that for successful business a person
needs to work a lot and deliver an honest product. This 1s
now of cowse no longer true (Christensen, 1997). The
current innovation management system 1s shown in
Fig. 1.

Qualifications and personal skills of innovation
managers are one of the
further development of the company. Tt is clear
strategy 18 bult on the
so-called evolutionary management, the

mam conditions for
that successful business
managers
who are oriented to deal with situations and have the
ability to create and develop visions with appropriate
time horizon.
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Fig. 1: Innovation management system (Christensen, 1997)

MATERIALS AND METHODS

An innovation manager: Should be equipped with
comprehensive knowledge of the structure and dynamaics
of company systems, he should have an overview of the
key causes and factors creating an mnovative
enviromment, both to be an expert in the field of processes
for managing the entire life cycle of innovation and
determination of their priorities, particularly in terms of
value added and reusability.

The main task of innovation managers should
consist of managing and controlling changes in the
organization based on the responses to internal and
external stimuli of environment in which the organization
operates,
organization from the perspective of the processes. The
process view should enable to assure the flexibility and

effectiveness of organization responding to changes and

familiarization with a new look at the

thus, swrvive in this hyper-competitive information age
where success of both individuals and orgamzations
depends on important measures such as availability,
management and proper communication as well as
information sharing. In entreprenewship, where an
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amount of knowledge and information needed to ensure
business is increasing, the transition to a process-
managed organization is
millennium.

essential for the coming

Each company is interested in improving the way is
conducts its business wants to produce goods and
services more efficiently and thus mcrease its profits.
Each manager should be aware that meeting these goals
1s part of his work.

The primary aim: The aim of the study is to analyze the
characteristics of innovation manager in the market
section focused on “production, sale and operation of
amusement and gammg technology™ and to present the
innovation manager competency model.

Secondary aims: The aims are:

*  Analysis of the qualities of innovation manager from
the perspective of his own personality assessment

¢ Definition of ideal qualities of innovation manager

¢ Definition of the position of innovation manager in
company
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A questionnaire swvey was used to explore the
qualities of imnovation manager working in “production,
sale and operation of amusement and gaming
technology™ A scale questionnaire was chosen for this
purpose. The spectrum represents the degree of
agreement expressed by the evaluation scale. Its various
levels are coded and can be summarized and averaged in
the end. The sunplicity of filling scale questions and easy
workability of results were decisive factors for selecting
this form of data survey.

The selected questionnaire consists of evaluation
scale ranging from 1-6. One indicates the highest and six
the lowest (umimportance) importance of qualities. The
evaluation is processed in a graphical form. The
assessment of qualities of innovation manager takes place
i four steps:

Analysis of the qualities of present mnovation
managers

Defimtion of ideal qualities of inmovation manager
Summary and synthesis of results

Defimition of mnovation manager competency model

The values acquired are evaluated by the arthmetic
average rounding to two significant figures. The observed
data 13 compiled into a spider graph for qualities of
innovation manager and a bar graph for an ideal
Innovation manager.

The questionnaires were sent to 30 representatives of
companies operating in “production, sale and operation
of amusement and gaming technology” in the Czech

Republic. Total 3 compames are engaged in
production and sale of amusement and gaming
technology, 27 companies are only providers of

amusement and gaming technology.

The representatives were asked to distribute the
questionnaires to innovation managers and to send them
back in sealed envelopes (to protect anonymity and
evaluation views). There were 7 questionnaires
distributed to define 1deal qualities of innovation manager,
and 3 questionnaires to determine the qualities of present
mnovation managers 1in each company.

The presented competency model should assist in the
effectiveness of mnovation manager tasks throughout
performance management processes carried out.
Competences are going to be determined, together with
their basic level and their higher level which should be
reached at some pomt. By assessment of certain
competencies which are tied to the job, we can laid the
foundation for a competency model and later nclude also
specific competencies related to the specific institutions
which may be changeable once another institution 1s
interested in using the competency model.
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There are many techniques for identification of
competencies but all can be simply divided into five
stages according to Kubes. This division 1s a major
methodological procedure of processing the presented
imnovation manager of a competency model.

Preparatory phase: This phase foregoes
competencies identification and is conducted through
structured interviews with managers in strategic positions
and accompanied by material study.

OWIl

Phase retrieval: After obtaining the outputs of the
preparatory phase one could reach a decision on the
concept of collecting the underlying data
methodologies used on the basis that during the
preparatory phase were obtained answers the following
questions:

and

»  “Why” (why 1t is necessary to create a competency

model)

“How” (which approach we use in order to form the
model)

“Who” (who or what is the source of information for
the development of a competency model)

Phase analysis and classification of information: At this
stage, the data are processed using consecutive steps
defined by Kubes. These are:

To describe mdividual behaviours appropriate for the
position

To identify specific information that contribute to
successful or unsuccessful performance (the result
represents a relevant selection and selected should
be only those records that can be a source of the
creation and description of competencies)

To classify the individual statements into groups
called competency topics and to analyse further a
classification process
homogeneous units (competence anchors) which
have subsequently form the basis of competence and

in order to create a

their manifestations

To verify acquired data on a broader sample of
respondents in the last step. Individual statements
which have been classified in the third step are
revised by a questionnaire method. This helps to
obtam information about the need for mdividual
expression or a completed competence in a given
position. This information will be important later for
the final decision on competencies classification mto
the competency model
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Description and creation of competencies and competency
Within the analysis
mformation, we can speak of a competencies ‘sketch that
we get by clustering of related behaviour types.
Therefore, these were subsequently elaborated m a
more accurate characterization of competence so, as
accurately and comprehensively describe behaviour that
characterizes it. One needs to create a scale and describe
the various manifestations of competence according to
the level of its development. Description of each level
begins usually with negative behavioural features within
a given jurisdiction and continues through weakly
developed level to abnormal levels mdicating the high

model: and classification of

level of competence development. All grades must be
mutually distinguishable.

Preliminary competency model: The model presented
here will be validated and verified through the process
steps performed within the project KEGA 2014,

To define the position of innovation manager in
company, literature search was used in particular web
links. Tt was proposed to involve an innovation manager
into the organizational structure of companies operating
in “Production, sale and operation of amusement and
gaming technology”.

This study represents one of the outputs of
project KEGA No. 003/DTI-4/2014 with the tile of
diagnostics system for identifying of competencies of
managers of national and international educational
projects.

Overview of the current state of the topic

Issue of competencies: The term competence i1s known
and used 1n general but not always in the same mearning.
Competencies are perceived as an opportunity to
comment on some problem or the power to make a
decision for the general public (he is in the eyes of others
considered as competent). Experts n the field treat a term
competence more as a character, knowledge, skill,
experience and quality as “a set of certain conditions for
specific activity that supports the achievement of a
goal”.

Kubes mention that Boyatzis already stressed the
difference between a task that must be met and abilities
that an employee must have in order to fulfil the task well.
This division therefore distinguishes between what we do
(the result of our business) and how we behave to fulfil
the task perfectly.

According to Hronik distinguishing results and ways
leading to these results allow us much better to manage
the process and performance. If we know which
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competencies should be included in the functional
competency model of the employee, it can be useful for
him and the whole institution because it helps m their
development to improve performance.

Kubes state that one of the ways how accommodate
the term of competence 13 Woodruff’s concept. He sees
under this term the “umbrella” which covers everything
that may be directly or indirectly related to work
performance. He sees competencies as a set of worker
behaviowr which has to be used in the position to handle
the tasks competently.

If we say that a worker is competent (he performs
assigned tasks to good or excellent level) this implies the
following three assumptions:

He 1s internally equipped with features, capabilities,
knowledge, skills and experience which conduct such
essential needs

He 1s motivated to use such behaviour, he sees value
in the desired behaviour and is willing to spend the
necessary energy this way

He can use behaviour in the environment

In the above, it is possible to research well with the
first assumption because knowledge and skills can be
developed. The second assumption 1s regarding to the
motivation for position of man, his value and beliefs
(belong to the stable component of human personality)
which are mfluenced far more difficult. While the third
assumption 1s the external condition, it sigmficantly
affects the two mentioned above.

The views and conception of the term of competence
are many, experts still have different opimons on what 15
exactly hiding under this term but the essential fact
remains that the term of competence is and will continue
to be linked to the process and behaviour leading to the
desired performance.

The competency model: A competency model expresses
in varying degrees of details and factual summary
combination of knowledge, skills and other personality
characteristics which are needed for effective performance
of assigned tasks within the organization. These
combinations are subsequently structured into different
sized units which can be referred to as a system, map,
profiles and lists of competencies or a competency
anchor. Which model of these arrangements eventually
emerges, depends on the specific intentions of specific
institutions. “Competency model is not the way of the
standard creation but the way to diversity management
and performance” says Hronik which further indicates the
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general advantages of introducing a competency model.
The most important advantage of the competency model
1s 1n its capability to create a bridge between business
strategy and HR strategy. A competency model 1s also a
connection between the values of the mstitution and the
job description. Institutions usually have one set of
values whether written or unwrittern, govermng. There are
many job descriptions of specific positions by individual
and small companies sometimes as much as employees.
According to Hronik even in this case “a competency
model is a practical tool for connection”.

of competency models
typology and classification and it depends mainly on the

There are many ways

mtentions of the company which competency model
arises. One of the highhghts 135 broken down by
Kubes who divide competency models into:

Models of core competencies
The specific competency model
The generic (general) competency model

There are several approaches used by institutions
while creating competence models. One of them is
described by Bockova et al. (2014).

Each of these approaches has its pros and cons.
Managers of HR departments should be aware that the
most appropriate approach 1s the one that reflects their
expectations and intentions the best. From the practical
pont of view there are two considered possibilities. Either
the mstitution has an interest to sum up key competencies
which the extraordmarily
managers in the present state of institutional development
or mntends to take into account future expectations of the
mstitution m terms of managenal behaviour whle
identifying competencies.

characterize successful

Findings: In the study we use the above concept of
competence by Hromk. However, each of the competency
concepts has a relevance leading to the formation of the
present competency model.

We can talk about a competence when 1t 1s related to
a particular task, position or function. If we know the
requirements and demands for a given position, we can
derive a required competencies from them and group them
into the competency model of a given work position.

Division of competencies is according to Boyatzise in
very similar to a suchlike division of Prokopenko and
Kubr into the technical competence, behavior and
manners. Mostly subconsciously we automatically divide
competencies into the basic skills which a worker shall
“bring” in his position and the competencies related to
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performance, respectively behavior which leads to
performance.  Armstrong’s  concept of
competency division 1 Kovacs 1s then beneficial for the
job thanks to his typology division in which generic
competencies divisive figure in the universal and
competencies within the mstitution. This division 1s
reflected in the present intent to create a competency
model to use with slight modifications in multiple
organizations. In order to ensure this model will
subsequently operate, it is necessary to include such
competencies. The development of higher performance is
achieved by a worker at a given position.

The base for the creation of a competency model

effective

consists of competencies’ identification. Purposefully
identified and defined competencies which are needed for
effective implementation of the objectives and tasks of the
institution, result in several comprehensive compilation
units which can be described as a group or a type of
competencies and these subsequently merge mto a
comprehensive competency model.

Well established competency model should be
functional and can be in operation when it will have the
characteristics specified by Hronik.

RESULTS

A high-quality mnovation manager must have in his
team greater specialists than he 1s. He has to be a good
negotiator and leader which 1s basically more demanding
than being an expert. Several studies (Gido et af., 2003;
McAvoy, 2008), have shown that many recogmized
experts have failed in this function. Their weakness is the
excessive mdividualism, lack of interest in associates, lack
of tact in the argumentation or hesitation. In other words,
although they had the authority of an expert, they did not
gain the authority of a leader. The innovation manager
should have the following personal skills.

Technical skills: These are technical skills or the ability
to use methods, knowledge and techniques of theoretical
and practical disciplines to use specialized personnel; a
manager must have the specific skills of a techmical nature
the same as people he manages. Hence, he must be able
to ensure the implementation of the work.

Human skills: Ability to collaborate, understand and
effectively communicate and motivate other staff.

Conceptual skills: Ability to manage, integrate and
mutually reconcile interests and activities taking place
within the enterprise.
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Ability to empathize: To be able to feel with the position
of the other to know how to guess other person’s needs.
People are not machines. They have their opimons and
concems to be addressed. If we do not want to
understand the other, nor we can not wonder that he does
not understand us. Even, the busiest innovation manager
should make the time to speak to his people. A manager
who 13 able to lower from his boss position and follow his
personnel into the field shows his friendliness and is
much better perceived. Communication with employees at
such tour should not go without recogmtion. Praise if
justified 1s not only a recognition of the preceding but
motivates to meet the next challenge.

The qualities of ideal innovation manager are a very
generic concept because each company has different
requirements of their leader. Most of them are still
unaware which of many qualities are just the most
essential and which should be favoured in their
managers.

The survey of companies showed that of those
evaluated qualities is independence currently the most
necessary for an innovation manager (Fig. 2). The
independence was very closely followed by teamwork
which means that managers are both separate umts and
able to give good performance in teamwork as well.
Communication with people placed as next. Economic
knowledge 1s not felt as actual by managers at the
moment. Other qualities ranked i the middle of an
evaluation field in the following order: time independence,
technical knowledge, management skills, readiness and
flexability in the end.

It 13 now evident what qualittes are for future
innovation  managers of  addressed companies
indispensable and which on the contrary are currently
considered to be less important. Now we can order values
according to importance:

Organizational skills
Commumnicative
Punctual

Decisive

Flexible

Systematic
Thoughtful

Expert in a given topic
Optimistic
Self-critical

Graphic illustration of the ideal qualities of inmovation
manager (Fig. 3) shows the necessary qualities for
companies operating in “production, sale and operation
of amusement and gaming technology”. Qualities that
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should an 1deal immovation manager have at this moment
are primarily “higher education, flexibility, organizational
skills, orderliness, diligence and punctuality”. Qualities
such as “optimism, gender or marital status” are for
companies not so important.

DISCUSSION

Qualities of innovation manager: Whatever work a
manager does, he is always viewed as a leader. An
innovation manager has only a different job content and
skills from other managers but the basis is always the
same. Manager’s greatest weapon 1s his intelligence and
intellectual powers, through which he dominates and
controls his subordinates.

Each imnovation manager should have in lis set of
skills organizational and strategic thinking must be able to
plan several weeks m advance and must know what and
how to plan. Must alse be able to professionally and
properly lead and motivate people in their work, so that all
the objectives are met. He must properly orgamze his work
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as well as the work of others and not only work but also
his time. Among the essential skills are also a high degree
of communicability and negotiation skills.

Lately, it is proven as very convenient to also invite
customers to the innovation process. This step has
undoubtedly its logic inmovations are provided mainly for
customers. However, not m all cases 1s such mitiative
necessary and desirable while making changes to internal
communication in a company, the presence of our
customers will prove as useless.

An innovation manager i not just a person who
mvents something new, 1t’s the person who leads a team
of creative people, it is up to him to combine and lead his
team. The creative process is very complicated and it is
necessary that a person in a managerial position is able to
understand the long path to the desired innovation.

A successful innovation manager, whom his
subordinates respect and at the same tine are not
mtimidated by him should be an emotionally balanced
person with a certain degree of empathy. He should be
also responsible, persistent and consistent, able to lead
his team without any undue problems.

An innovation manager should have a creative
persenality. But not everyone is the right to mvent new
and new ways. There are people who do not have such
thinking at all.

The creative personality is characterized by qualities
such as activity, intuition, finding associations, the art of
working with metaphors and inspiration, logic, energy,
knowledge of the area in which the person operates and

Table 1: Scale of competencies

many others. Creative people can often exceed the rules
and limits and are willing to take risks. They tend to be
stubborn and persistent 1f they feel that what can not be
achieved 1s actually achievable.

Competency model of innovation manager: The firststep
identified clear patterns of behaviowr which shows a
successful mmnovation manager i his work. We
proceeded from a long own experience and also from the
job  descripion anchored within the corporate
documentation. These behavioural types were divided
into topics in which the individual behavioural features
were clustered into homogeneous units, from which all
individual competencies were subsequently profiled
(all published by Boekova et al., 2013).

Individual competencies which emerged from
obtained data were again compared with the description
of the job and verified if adequately correspond with
requirements of a innovation manager position. A follow-
up control confirmed them as satisfactory. Four-rating
scale (inadequate level, the basic level, advanced level,
high level) was used for a specific description of
competencies (Table 1). Insufficient level is no longer
listed for specific competencies for the reason that the
model is made for a suitable candidate of a innovation
manager who will meet at least the basic level and could
be accepted for this position.

Basic level of competence 1s given by the minimum
required knowledge and skills which should the worker
have if he ever wishes to hold the position. Another two

Competency Rating scale

Goal orientation

Basic: Tries to do his job well and fulfils the objectives of the project

Advanced: Tries to find actively a way to achieve his goals better, faster and more efficiently
High: Sets challenging objectives and deliberately works on achieving them, seeking opportunities to improve results, considers the

benefits and risks of the newly proposed solutions

Project knowledgeand Basic: The basic information from the knowledge of project management and ability to apply knowledge

skills
business

Advanced: He can find his way in project issue very well has considerable experience which can be used for maximum efficiency of his

High: Has in-depth knowledge of project issue, his experience is shared with colleagues and uses the knowledge and skills in order

to prevent any problems
Active and creative
approach to work

Basic: He can obtain the necessary information for his work and then use it in order to pursue its stated objectives met within the time
limit in an unexpected situation carefully thinks over other options on how to proceed

Advanced: Works with information efficientty and flexibly, can improvise when the planned procedures collapses, he proactively manages
his time in order to work on his tasks and tries to meet its targets well before stated time, can come with new ideas
High: Always tries to be one step ahead as with the use of information and new ideas and opportunities to improve his business, his

thoughts and ideas actively acquires his peers
Systernacy and
accuracy

standards.

Basic: Recognizes the importance of quality is rigorous is interested in the tasks completions.
Advanced: Check his work and the accuracy of the information, tries to avoid errors. Often compared to own work with the required

High: Thoroughly ensures the quality of his work and the work of others after each check or control. Performs, evaluate and discovers
weaknesses or missing information and identifies areas for improvement, he achieves high quality standards

Managerial skills

Basic: Handles routine management activities at a basic level if necessary, consult with other colleagues

Advanced: Decides and manages independently, maintains communication in the team and wortks on his further development
High: Has extensive experience in leading teams, can handle all situations has a natural authority and his team is working without

problerns
Cormmunication

Basic: Ts able to receive and actively share relevant information with colleagues, internal and external partners/clients

skills

Advanced: Takes the initiative in communication. Encourages others to communicate. Actively encourages cormmunication in meetings,
comimunication tends to maintain p ositive relationships
High: The maximum use of formal and informmal channels of communication. Actively taking steps to minimize the commminication
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Competency Rating scale
Commitment Basic: Is loyal to his business and corporate culture
Advanced: Shares corporate values with positive internal beliefs and shares his information with others. Ts willing and able to serve
performance beyond the standard
High: Ts an embattled initiator sharing corporate vahies, actively persuades others into fellowship with the company and its values
Personal Basic: Is independent within the assigned tasks and able to take responsibility for his decisions. Is friendly to the ideas of his skills
responsibility development.

Proactivity (thinking
of opp ortunities)

Advanced: Works independently, very well stress-resistant and manages challenging situations, empathetic, has commitment to his
personal development

High: Works independently and his good experience shares with others less experienced colleagues, uses all his personal property for
the benefit of business, locates opportunities and resources for his development and the development of others

Basic: Perception of a situation or a problem that needs to be urgently addressed. Tries to resolve the situation himself or informs others
about steps needed to be taken

Advanced: Detects any opportunity, uses them or turns the attention of others so that they can be used. He thinks about the certainty
that the problern is not repeated or look for how to utilise the opportunity

High: Seeks opportunities in advance or estimates thern, takes steps to make thern work. Anticipates and prepares for possible problems
that are not obvious to others and makes every effort to avoid them in advance

stages are then distinguished by the behaviour of
individuals in the context of the requirements for the
competence, respectively given competence that can be
developed from the basic level to advanced level and then
at a high level of competence.

We picked this type of scale because it 1s very clearly
stated what are the mmimum requirements for admission
to the position of innovation manager and how these
skills can be developed from the basic level to high.
Anything that did not reach even the basic level 1s
insufficient. The possible employee potential would be
then weighted by a recruiter in a particular company once
he considers for a job position anyone with an insufficient
level of competence (Table 1).

Position of innovation manager in company: It should be
noted that innovators are not only employees in research
and development department. Yes, the representation of
mnovation and creative personalities is quite certainly
greater than m other departments. Still, we may assume
that mmventions are not strictly defined to only a few
chosen ones, any staff member can get an origmal and
feasible idea which will contribute to achieving the
company goals (Chesbrough, 2006).

But, we can not say that each manager of each
department is an innovation manager. The innovation
manager should be at the forefront of research and
development department because this 1s exactly the place
where creativity is mostly concentrated. The innovation
manager should be right there to acquire inventions of his
team and be able to assert them at the top management.

The fundamental prerequisite for successful
mnovation management 1s his anchonng 1in the
organizational structure. From a mere glance at the
nature of innovation is clear that while most of the tasks
and roles mn the enterprise has its exact recipient,
mnovations are i this respect to some extent
cinderella who lacks her “assertor”. Therefore, it is
necessary to “artificially” create one. The question, we
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must ask in such a thought 1s not “Create?” but “How to
create it the most effectively?” An interesting insight
could be into the organizational structure of the ten
largest mmovative compames n global market. To
compare them we will use a chart compiled by American
magazine Fast Company, published in February 2010. The
sequence is as follows according to Fast company® in
2010

» Facebook a well known company providing a
world-famous social network project. Recently, it
has broken the limit of 400 million users worldwide.
Currently, the most widespread social network 1n the
world with great influence

*  Amazon a worldwide provider of mternet commerce in
the world

*  Apple a company operating in the field of computer
technology. Led by chamsmatic steve jobs,
considered to be one of the greatest innovators of
the turn of the 20th and 21st century and mnovation
guru

*  Google a provider of the world’s most successful
search engine google.com, beside search is involved
in streaming video Youtube.com server and many
other services

» Huawei the largest provider of
commurications services in Southeast Asia, slowly
comes in on to Burope awarded the contract to build
4G network in Norway. Was given precedence over
giants such as Nokia or Ericsson

»  First solar the company 1s a leader m reducing the
cost of generating electricity from solar energy. First
1t managed to reduce the price below $1 per watt and
anchored the price at $0.85

*  PG&E a big energy company in the TISA produces
electricity from all types of energy and is innovative
in the view at the new possibilities of obtaming
electricity. Has a contract for placement of panels into
orbit and supply of electricity on Earth

mobile
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Novartis a swiss manufacturer of medicines, the third
largest company engaged in the manufacturing of
drugs. Recently has come to market with several
drugs to treat rare diseases and diseases difficult to
cure

Walmart the largest retail chain mn the world. Started
mainly in the USA currently focusing on areas such
as environmentally friendly light bulbs, reusable
bags, better design of business places or improving
the supply chain

HP a company famous mainly for computer and
printing technicques

All these companies are highly recogmzed immovators
i their field. Their organizational structure is certainly
adapted to the inovation process. An interesting fact 1is
that all the above mentioned companies have a line
structure. Its advantage 1s indoubtedly a clear defimtion
of superiority and subordination. Mostly, it involves firms
founded by one or a few people who have undergone a
very dynamic growth within a few years. As the most
illustrious example we can mention Facebook, founded
only in 2004 or Amazon and Google, founded in 1995
(Amazon) or 1998 (Google).

Only one of the above leaders in innovation has at
the top a person in charge of mnovation or development.
We can therefore assume that the integration of an
mnovation manager to company top management 1s not
appropriate and desirable. On the other hand, he should
be equipped with a wide variety of competences and
opportunities to work with people on both higher and
lower positions in the company.

As the most suitable seems to be the separation from
the company structure to avoid pressure from both above
and beneath. He should have clear authority to require
and reward or punish the performance or non-performance
of innovations or tasks that individual workers undertook
(or which was imposed on them).

An mnovation menager on the lowest level of
management has a long way above to realize luis job
description. Suggestions for improvement will therefore
have a long way to persons who will assess them and
thus 1t will lead to their delay and lack of penetration in
the onset of innovation process which could competitors
due to bureaucratic process implement much faster.

As a good opportunity, we see the location of an
innovative team in “production, sale and operation of
amusement and gaming technology™ to the staff position.
There is a clear possibility of integration into the structure
and no need to worry about complex organizational
structures or lengthy process of his proposals for
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changes as well as separation from the reality of company
operation. Unfortunately, this type is not used by any
comparies mentioned above.

CONCLUSION

As current trends indicate, the world of productivity
will be gradually replaced by the world of creativity to
support newly emerging professions such as innovative
engineer, creativity and innovation manager, etc. Tt is also
necessary to realize that the problems of today are
completely different and for their solution is usually far
less time than in the past.

The field surveys during the last period among the
top managers of Czech companies have shown that the
position of innovation manager is offered by
approximately a quarter of firms only. While the vast
majority representatives of the companies in the survey
confirmed that their company has a processed innovation
strategy. Quite logically, the question is who are the
implementers while innovation managers held accountable
are in this direction a unique phenomenon indeed.
Targeted training for this function is still completely
lacking which can result in our slow pace of innovation.
In more than half of firms by contrast are in charge of
innovation management several departments at once.
Most often it is top management and engineering
department. Solutions must be realistically applicable as
short time for implementation as possible and multiplying
effect of the expected benefits. The journey from a
generated idea to innovation realization is not easy. Still,
time is a crucial factor of market success.
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