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Abstract : The paper deals with the issue of environmental crisis management. Its aim is to point out that the capability of an enterprise to react adequately to crisis situations depends on how its employees are prepared to solve such kinds of situations.
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1 Strategic management of an organization 
It is a process by means of which the top management sets the aims of an organization and the ways of their reaching. It is a process consisting of the following sequence of activities:

- development of organization mission, enclosing,

- setting strategic targets,

- formulating strategies – ways of reaching the targets, implementing strategies,

- uniting the reached outcome with the possible corrections.

Subjects of strategic management of organizations are the top management and management of functional formations. Only small groups of top managers which usually do not have direct responsibility for its realization and which relay on the fact that the set targets will be reached by other workers take part in the creation of a strategic plan. It is important to be aware of the fact that each of the subjects provides a set of information and experiences. Synthesis of knowledge and experiences determinates the mission of an organization, its strategic targets and enables to propose strategies.

A strategy - however well formulated - would not be successful without proper human resources on the right work positions. This knowledge leads to the development of human resources management. To strategic tasks in this functional area belong:
1. harmonisation of human resources with the demands of a new strategy. This task is carried out by companies not only with original but also newly accepted human resources. 

2. activation of human resources for the sake of increasing work commitment, professional ability, technicality and work productivity.
The above mentioned tasks seem to be more important by carrying out tasks in the area of environmentally oriented crisis management (EOCM). 


The first task of strategic character is carried out by means of following activities:

· personnel planning – its purpose is to set the character of work positions, number of workers, their qualifications and experiences and the date of their deployment. This activity is of extreme importance in the periods of fast strategic changes also in the sphere of EOCM.

· Recruiment and promotion – gaining the set of suitable applicants is important especially in the times of the lack of certain professionals in the market of workforce also from the sphere of EOCM. 

· selection – evaluation and selection of applicants according to the fact if they meet the requirements for the performance of a certain work function also in the area of EOCM.

· training – many work positions require specific abilities and skills that may be obtained only through out-of-school education also in the sphere of EOCM even before starting a work position.

The second task of strategic character needs to be carried out by companies after accession of employees into certain work positions:

· integration – individuals orient in the work place and gradually find their non-formal place in the team of workmates. In the sphere of EOCM it is vital to prefer team cooperation. 

· schooling and training – apart from regular education it is important to educate in the sphere of EOCM, it is a transition to a new strategy with increased demands on abilities of human resources. 

· rewarding and motivation – besides traditional cash forms it is suitable to support human resources to higher performances with non-cash forms of rewarding , prospect of promotion, specialized  stays abroad, participating in specialized seminars, exhibitions etc. 

· assessment and checking – checking systems have to be oriented not only to accomplish tasks in the sphere of EOCM, but also assessment of work performance and in case of negative deviations to disciplinary measurement (financial losses, material losses, the most serious losses – in human resources)    

· improving communication – public meetings ,corporate newspaper, in-plant TV and radio  channel, intranet have to emphasize the importance and results of EOCM for all employees of a company.

The purpose of the above mentioned measurements and activities is to ensure behaviour of workers in harmony with the targets and strategy of a company.  Discrepancy is manifested in undesired professional, qualification or age patterns of workers and in growing fluctuation, what will unfavourably influence other functional areas as well as the company as a whole.  

Personnel strategy represents basic activities of planning of future needs in development of human resources in a company, recruiting, selection, distribution of workers, their motivation and evaluation of education and development. 

Personnel strategy needs to be based on corporate strategy and needs to consistently respect other functional strategies (production, economic and financial ones, development, personnel, trade, management of quality and ecology, organization of management and informatics).

2 Personnel plan 

It needs to be based on personnel strategy and needs to respect other partial plans (production, economic and financial, of strategy and development, of personnel, of trade, of quality management and ecology, of organization of management and informatics).

Personnel planning (planning of human resources, planning of workers) should serve to the realization of corporate targets – it should anticipate the development, set the aims and realize measurements leading to current and perspective accomplishing of corporate tasks using adequate workforce. 

A personnel planning seeks for a company to have at present but especially in the future work force:

· in desired amount (quantity),
· with necessary notions, skills and experiences (quality).

By looking for new employees – university graduates with the orientation to the safety of production technologies, health and safety issues, it is vital to draw attention to those who 

- can identify and quantify the risks, assess safety of technical and technological systems, analyse accidents and damages, have knowledge in management of dangerous activities, theoretical notions in technical and technological sciences with the focus on environment protection before unfavourable impacts of industrial production and technological procedures that are sources of negative environmental factors,

· have required personal characteristics – effective management of people requires the workers to have personal qualities like e.g. organizational skill, basic features of a nature identical with the interests and traits of personalities successful in the field and so on. 

· Are optimally motivated and with a desired attitude to work – people are oriented to a concrete target and we enable them certain satisfaction from the viewpoint of their habits, interests, ideals and value orientation in a way to create a positive attitude to work and to increase the level of sedulity. 

· are flexible and ready to changes – a need of workforce in a company is based on the prognoses of the development of the whole economy, development of the demand on the market, development of competition etc. Flexible and for changes prepared human  resources are one of the most important tasks that may contribute to the prosperity and competitiveness of a company and to the ability of a company to adjust to unstable and changing environment. 

· Are optimally distributed into work positions and into organizational units – it is a part of the process of formation of work potential of a company. It leads to optimal investment and at the same time to the development of the ability of employees in harmony with the company´s targets.

· in the right time – this represents a process of anticipation and setting of aims of a company and in this context also planning the need for human resources with regard to time horizon.

·  with appropriate costs – personnel planning anticipates the need for workforce in a company and sources for covering this need with the aim to reach balance between demand and offer in workforce.

A personnel plan should consist of following programmes:

- programme of workers recruitment,

- programme of education,

- programme of motivation, etc.

The programme of education will include also the methodology of human resources preparation for the area of environmentally oriented crisis management.

People are social components of each company. Modern companies connect their performance and competitiveness with the human potential. Its purposeful creating, developing and implementing suggests a system-based drafting of management of human resources on the basis of strategic purposes and targets of a company. 

The importance of human potential and its development has been growing. Losses that appear by non-using of human resources slow or even block further growth of a company. If the cultivation of human potential is managed in the name of company’s aims, it comes to the improvement of its competitive position and to the building of competitive advantage. This requires a high inner dynamics and flexibility in a comapny´s management and management of people. 

Probably the most topical need has currently been the harmonisation of own corporate strategy (and thus also personnel strategy) with the requirements set within corporate social responsibility. This means to harmonise own activities in a way to make CSR become a natural component of a long-term development of a firm and so to contribute to a permanently sustainable development of the whole society.
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