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The article discusses the issue of personalistic human capital management. The argument is based on 

a new approach to the employee within an organisation, as well as the role of the subjective determinants 

of employee activity in the effective attainment of strategic goals. The essence of the personalistic 

approach to human capital within an organisation is presented through the prism of personalism, mainly 

the personalistic concept developed by K. Wojty a (later John Paul II), emphasising the autonomous 

value of human being as a person. Against such a backdrop, it is shown that the application of the 

personalistic approach to human capital requires resolving dilemmas associated with the recognition of 

both subjective and economic dimensions of actions. The outlined bi-directionality in the approach to 

a human being in the modern organisation greatly complicates the discussion about the personalistic 

perspective of the human being within an organisation. However, the author points to basic conditions of 

the personalistic human capital management in an organisation. Pro-social strengthening of organisational 

culture and the introduction of pro-social orientation into strategic activities, as well as axiological 

targeting of managers’ attitudes are necessary. These factors condition the presence of a personalistic 

norm in the long-term achievement of economic efficiency based on a fully subjective management of 

the organisation’s human capital.
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Personalistyczne zarz dzanie kapita em ludzkim
– podstawowe uwarunkowania

Nades any: 21.09.17 | Zaakceptowany do druku: 21.11.18

W artykule rozwa ana jest kwestia personalistycznego zarz dzania kapita em ludzkim. Tok wywodu oparty 

jest na nowym podej ciu do pracownika w organizacji oraz roli podmiotowych wyznaczników jego 

aktywno ci w efektywnym realizowaniu celów strategicznych. Istota prezentowanego ujmowania kapita u 

ludzkiego w organizacji przedstawiona zosta a przy uwzgl dnieniu filozofii typu personalistycznego, g ównie 

personalistycznej koncepcji K. Wojty y, pó niejszego papie a Jana Paw a II akcentuj cej autonomiczn  

warto  cz owieka jako osoby. Na tym tle wykazano, e aplikacja personalistycznego podej cia do 

kapita u ludzkiego wymaga rozwi zywania dylematów zwi zanych z równoczesnym ujmowaniem pod-
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miotowego i ekonomicznego wymiaru dzia ania. Zarysowana dwukierunkowo  w podej ciu do cz owieka 

we wspó czesnej organizacji znacznie komplikuje dyskusj  nad personalistyczn  perspektyw  cz owieka 

w organizacji. Autorka wskazuje jednak podstawowe warunki personalistycznego zarz dzania kapita em 

ludzkim w organizacji. Niezb dne jest prospo eczne wzmacnianie kultury organizacyjnej i wprowadzenie 

orientacji prospo ecznej w dzia alno  strategiczn  oraz aksjologiczne ukierunkowanie postaw mened e-

rów. Czynniki te warunkuj  obecno  normy personalistycznej w d ugotrwa ym osi ganiu efektywno ci 

ekonomicznej opartej na w pe ni podmiotowym zarz dzaniu potencja em kapita u ludzkiego organizacji.

S owa kluczowe: zarz dzanie, personalizm, kapita  ludzki, cz owiek w organizacji.

JEL: J24, J53, M14.

1. Introduction

In the course of economic and social changes, the professional capacity of 
those who make up the human capital of an organisation gains significance 
and takes on a new light. It is increasingly perceived in the context of 
limited availability, increased acquisition and maintenance costs and, above 
all, unique opportunities to use the financial and material resources of an 
organisation to create value and significance among other managing subjects. 
A new approach to humans in organisations involves no longer treating 
them as cost-generating factors, but rather as owners of specific potential 
that is a source of strategic opportunities for the organisation. This puts 
managers in a particular position: they need to shape such professional 
relationships with employees – as subjects deciding on the use of their 
abilities – as to induce them to make full use of their abilities in the course 
of actions performed within the organisation.

This issue is reflected in both theoretical considerations and in research 
aimed at finding effective solutions to new problems emerging in the area 
of human capital management in an organisation. They are based on the 
conceptual framework that provides a wide range of views on professional 
capabilities of a person and on conditions that affect them. Against the 
backdrop of significant achievements in the identification of human capital 
management issues and the formulation of accurate theses relevant to the 
efficient implementation of the personnel function, dilemmas are presented 
regarding the linking of specific economic determinants of action to their 
subjective determinants. The hard-to-quantify subjectivity of an employee 
eludes market measures and mechanisms, which hinders an efficient 
management of human capital of an organisation.

Difficulties in correlation perspective and analysis of the two dimensions 
of human capital – i.e. subjective and economic – reveal the need for 
philosophical concepts that place an individual at the centre of the world of 
values, accentuating human subjectivity and the capacity of self-determination. 
Therefore, successful human capital management in an organisation requires 
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action based on a personalistic approach to the employees who make up 
this capital. Respecting their subjectivity and reckoning with personality 
conditioning then become important factors responsible for the course of 
action and its outcome.

We shall argue in the article that personalistic philosophy enables one to 
appreciate the regulatory role of personality traits and prosocial conditions 
of their activation, which is reflected in the quality and level of human capital 
use. Assuming that the personality determinants influence the level of use 
of other components affecting human performance, it becomes important 
to recognise that an individual has the opportunity to assert him/herself 
as a person, and that his/her personality could become reality in action. 
The prosocial environment characterised by unconditional respect for the 
subjectivity of an individual and the manifestations of his/her personality 
is indispensable here.

Greater consideration of these issues in the process of valuation 
and efficient use of human capital in an organisation can reduce the 
‘inconsistency’ between the economic and subjective dimensions of an 
activity and intensify the involvement of human? capital in the process 
of gaining competitive advantage in the market. The essence of the 
personalistic approach to human capital have been presented, the problem 
of the application of the personalistic approach to human capital and the 
fundamental conditions of personalistic human capital management that 
determine the practical application of the presented concept. It has been 
pointed out that fully subjective human capital management requires 
the introduction of pro-social orientation and axiological orientation of 
managers’ attitudes in the organisation’s activity. It then becomes possible 
to shape the pro-social dimension of organisational culture, in which the 
affirmation of an employee and his/her personal development are important 
aspects of effective professional relationships.

2. The Essence of the Personalistic Approach to Human Capital

Personalistic philosophy places the human person at the heart of the 
world; the well-being and development of a human being are the supreme 
principle which governs everything that a person does as a result of his/her 
freedom (Chudy, 2005–2006, p. 233). A review of literature on personalism 
does not, however, indicated any unified vision of the philosophy of a person. 
The very concept itself poses problems, as it is difficult to classify it into 
traditional philosophical categories. Despite their great variety, certain basic 
aspects common to various trends in the personalistic philosophy can be 
identified. First of all, personalism postulates the affirmation of a human 
being as a person, emphasising his/her dignity, autonomy and the ability 
for self-determination. Pointing to the superior value of a human being in 
relation to all economic and social structures means opposing all forms of 
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‘reification’ of humans. This means that a human being has the opportunity 
to transcend and express him/herself through his/her own deeds and work; 
that is, to effectuate his/her personality into the results of his/her activities.

The second basic aspect is related to the self-consciousness of the human 
person and his/her ability to develop spiritually. In this development, all 
particular values, including economic values, are to be subordinated to 
personal values that build the subjectivity of the acting human being. 
Personalists assume that a person should never be treated as a means 
to an end, as by his/her very nature, he/she are always the target of an 
action. The space in which a person can develop most fully is the space of 
relationships with other people ( ardecka, 1997, p. 422).

Fundamental aspects of personalism outlined here are in line with 
the approach represented by E. Mounier, who claims that personalism 
is not a systematic trend, but rather a certain perspective of recognising 
a human being, the method of his/her development and, at the same time, 
an obligation towards him/her (Andrzejuk, 2018). In broader terms, the 
whole of reality is personal and the world of things as created by people 
is based on the understanding of reality by mind and human perception 
(Barth, 2009).

There is a large variety of detailed approaches in the personalistic 
literature, organised on the basis of specific criteria. The national criterion 
is used as the basis for distinguishing between American, German, French 
and Polish personalism. In turn, if we apply the criterion of the concept of 
a person and philosophical assumptions, several personalistic trends can be 
distinguished (including idealistic, metaphysical, phenomenological, ethical, 
pragmatic, relativistic, religious, theological etc.). This wide range has been 
divided by I. Dec (2007, p. 123) into three types: 1. horizontal personalism 
(atheistic), 2. vertical personalism (theistic) – non-Thomistic, and 3. classical 
personalism – Thomistic. The various forms of personalism presented in 
this classification are characterised by the primacy of the person, taking into 
account the accepted concept of society, culture, worldview and the tenets 
of a given philosophy. Considerations contained in this article – with some 
precaution – can be associated with Polish personalism of Lublin classical 
school; it refers, in particular, to the vision developed by K. Wojty a. His 
position, especially the approach to the phenomenon of human person and 

human act, seems to correspond most closely to the concept of practicism 
outlined in this article, which is an attempt to transfer certain elements of 
personalism to human capital management.

The personalistic concept of K. Wojty a (1996) emphasises the 
individuality of the human person, his/her irreducibility to the natural 
world, and his/her uniqueness. It refers to the complexity of the human 
person who is both the subject and the object of action. Thus, K. Wojty a 
opposes absolutisation, i.e. treating a human solely as a material being 
or a spiritual being. Human identity determines the unity of his/her soul 
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and body, and is possible through his/her transcendence. The essence of 
subjectivity of the human being lies in the fact that he/she cannot be reduced 
neither to material phenomena (the object of influence of others), nor to 
a set of emotional phenomena (devoid of self-consciousness). On the other 
hand, he/she is both an actor and a subject of his/her actions. A person 
makes him/herself present through conscious and voluntary acts. An act 
is a special moment of insight into a person. The analysis of K. Wojty a 
(1996, pp. 290–291) focuses on performing the act and finding fulfilment 
in action. A person realises him/herself through self-determined actions 
in which the structure of self-governance and self-possession is expressed. 
Through self-determination, each human being exercises a specific power 
in relation to him/herself, that he/she possesses him/herself and is possessed 
by him/herself, he/she rules over him/herself and that he/she is subordinate 
to him/herself; therefore, no one else can exercise this power (Wojty a, 
1996, pp. 132–133).

In the characterisation of self-determination – that is, the conscious 
and free performance of acts – the author of the presented concept points 
out to the self-agency and intentionality of the human person. Self-agency, 
originating from freedom, is expressed in the feeling of ownership of action 
fulfilled by an individual and his/her responsibility for it. Intentionality, as 
a simultaneous striving to reveal oneself as one’s causal agent points to 
the aspect of exploration of the experience of ‘a person in action’. The 
person is the agent of an action, at the same time being the agent of his/
her personal growth and improvement (or deformation). The action is the 
result of the person’s agency and it is ‘objectifies’ in the person (Chudy, 
2005–2006, pp. 235–236), as its shapes and changes him/her. A human 
understood through his/her action is referred to as ‘agential subjectivity’. 
Being a person, that is, an individual capable of planned and purposeful 
action, of self-determination and aiming to fulfil him/herself, means being 
the subject of one’s actions. Undertaken actions, regardless of their nature, 
are to serve the fulfilment of humanity, the fulfilment of a personal vocation, 
which is quintessential of humanity itself (Laborem exercens, Encyclical by 
John Paul II, pp. 8–10).

Consciousness is a property of the human being as a person, which means 
that he/she is a self-aware and, at the same time, a self-realising person, 
fulfilled in conscious action. The possibility of conscious self-fulfilment 
(having influence, self-determination, etc.) or lack thereof is reflected in 
the nature of acts and their results. The impossibility of self-realisation 
in action in the above sense transforms action into a form of coercion, 
dampens subjectivity and any effects of subjective action.

In his personalistic concept, K. Wojty a argues also that a person in action 
not only learns his/her capabilities, but also reveals his/her relational (social) 
dimension known as ‘participation’ among others. Personal participation 
means that a human being exists and works with others in such a way 



Problemy Zarz dzania – Management Issues vol. 16, no. 6(80) part 2, 2018 73

Personalistic Human Capital Management: Basic Conditions

that he/she preserves his/her identity, does not cease to be him/herself and 
his/her freedom remains intact (Pe ka, 2018). Through acting consciously 
among others, he/she discovers him/herself in the act of serving them. 
Responsibility for actions taken depends on the social environment in which 
he/she operates and experiences his/her own subjectivity (he/she has a sense 
of importance, competence, influence and agency). K. Wojty a therefore 
emphasises the subjectivity of the human being, which manifests itself 
through conscious action within the environment that strengthens the sense 
of subjectivity; in turn, this conditions the process of human development 
and discovery. Consequently, human beings can develop and realise socially 
important goals. What the individual is like and what he/she can accomplish 
is reflected in external manifestations of action, if it is possible for him/her 
to function in an environment respecting and strengthening his/her inner 
sense of subjectivity.

In the above context, the personalistic approach to the human being 
in an organisation consists in shifting away from treating the employee 
as a cost-generating factor of production in favour of recognising his/her 
subjective role as a manager of specific opportunities of strategic value. In 
this case, the subjective treatment of an employee is linked to the quality 
and effectiveness of his/her actions. Experiencing subjectivity in the work 
environment can significantly stimulate the quality and scope of genuine 
engagement of employees and their unique use of material and financial 
resources of an organisation. The response to such transformations of the 
human function in organisations is the concept of human capital and its 
evolution towards improving the approach to the employee and shaping the 
configuration of elements for the purpose of managing his/her resources 
(Pocztowski, 2008). Through linking human capital with the uniqueness 
of the employee’s experience, it is difficult to develop appropriate human 
management methods independently and to define the structure of human 
capital in this concept. It requires taking into account the subjectivity of the 
human being and, at the same time, valuing the capital of his/her abilities.

The outlined bi-directionality in the approach to a human being 
in modern organisation greatly complicates the discussion about the 
personalistic perspective on the human being organisations. The key issue 
is to distinguish the employee from other resources of an organisation and 
to recognise the personal value of human capital (Harasim, 2008, p. 10). As 
a result, the employee (human capital) will gain an exceptional position in 
relation to other resources of the organisation, both in material and financial 
terms. In the hierarchy of organisational resources, the human being should 
occupy the highest, privileged place. All other types of resources can be used 
as a means to achieve organisational goals; according to the personalistic 
concept of K. Wojty a, human beings (human capital) should not. This 
requires perceiving an employee as a value in itself, as a individual with 
certain qualities, capable of self-determination and using his/her strengths, 
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as reflected in the so-called ‘personalistic norm’ (Truskolaska, 2010, p. 183). 
This norm requires that subjectivity be taken into account and the value 
of the human being, in the diversity of his/her behaviour and activities, be 
recognised. It refers both to the acting subject and to all participants in 
his/her environment, which is expressed in the subjective nature of mutual 
relations. It conditions the duality of human activity in the organisation: 
self-realisation of the person in connection with acting responsibly for the 
sake of others (Chudy, 2005–2006, p. 244). Respecting the personalistic norm 
in an organisation is, therefore, a prerequisite for a proper exploration and 
development of employee’s values. The effects of his/her performance for 
the organisation are thus optimised.

3. Problems with Applying the Personalistic Norm
to Human Capital

The difficulty of applying the personalistic norm to forming attitudes 
toward an employee and relationships within an organisation is related 
to the employee evaluating his/her abilities in terms of capital (financial 
resources). The value of this capital depends on the suitability of the 
employee’s ability to implement the organisation’s strategy and the ability to 
multiply its resources. Developing the economic dimension of the employee’s 
behaviour requires knowledge of patterns governing the market while, at 
the same time, taking into account the fact that a person decides upon 
the extent and timing of making him/herself (his/her capital) available to 
an organisation. The subjective and market aspects combined here are not 
conducive to unambiguous decision-making.

H. Król (Król & Ludwiczy ski, 2010, p. 118) proposes that the concept of 
human capital be treated as a metaphor. It becomes possible to adopt new 
meanings of words which are different in terms of significance, but remain 
syntactically related. A metaphor is indispensable in this case, because it 
is necessary to imagine the specificity of the phenomenon of a human 
being-human capital. It enables ‘one piece of reality to be understood in 
terms of another’, which is the specific role of the subject in the course 
of economic processes. However, one should not forget the nature of the 
metaphor, neither treat it literally, as the author observes. Otherwise, it loses 
most of its cognitive value. One forgets then about the proper understanding 
of human subjectivity and any attempts to evaluate his/her strengths fail.

In the process of identifying the value of human capital within an 
organisation, it is necessary to adopt such metaphorical reference. When we 
focus on the value of human capital within an organisation, we should not 
overlook the subjective nature of the holder of the capital, but rather extract 
essential elements of his/her personality. This approach finds confirmation 
in a thesis of John Paul II, who argues that human work should not be 
limited to economics, but also and, above all, we need to recognise its 
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spiritual value. The economic system itself benefits from the fact that these 
personal values are fully respected (Encyclical of John Paul II Laborem 

exercens, 2017, pp. 12–15). Then, if we espouse the notion of ‘capital’ in its 
original meaning, as a financial resource of things and, at the same time, 
recognize the primacy of a person over things, we can create a dual vision 
of an employee – a person as ‘human capital’, who is a subject of work.

The opportunity to capture the subjective correlates of employee activity 
and their role in the multiplication of organisational values is the concept of 
human professional efficiency (Adamska-Chudzi ska, 2012). The essence of 
human professional efficiency includes a specific combination of subjective 
and economic approach to the activity of an entity that holds the capital of 
professional opportunities. The subjective origin of professional efficiency 
points to the essential role of personality conditions in shaping it. The 
economic aspect is related to an area in which efficiency is revealed and 
applicable. The complex and unique personality of a person exposes itself 
in a given job or in a specific role within an organisation.

Human professional efficiency is one’s internal disposition (ability and 
willingness) to perform competently. It represents the system of physical, 
mental and social predispositions of a person and the source of his/her 
knowledge, skills and motivation necessary for a particular action. The 
properties of the psyche involve all spheres of human personality1, including 
cognitive processes, intellectual and emotional development, temperament 
and character. By setting a unique dimension of the employee’s personality, 
these properties determine his/her ability to learn, evaluate and prioritise 
individual elements of an activity. They significantly model employee 
behaviour, each time giving it a personal dimension. Consequently, they play 
a regulatory role in relation to other parameters of professional efficiency, 
determining their use and the final dimension of human activity.

The importance of personal (psychological) predispositions in self-
realisation and the experience of subjectivity is, therefore, remarkable. This 
attitude refers to the role of the act of reflection and decision indicated 
by K. Wojty a as the basic element of human action (act). It cannot be 
reduced to an intentional act, but requires special cooperation of the 
[entire] system that a human person is. This factor is based on the specific 
organisation of the human personality. Although it has its own rational 
structure, it is not limited to it but, on the contrary, it originates from 
human personality (Pó tawski, 1981, pp. 135–136). To show this complex 
dependency, the aforementioned concept of human professional efficiency 
strongly emphasises personality aspects and the role of individual treatment 
of each employee.

Therefore, an analysis of human professional efficiency includes two types 
of behavioural characteristics of an employee: a behavioural description 
of actions in certain external dimensions of a situation, and a subjective 
explanation of the fact of a given action through reference to complex 
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personality structures. In behavioural terms, behaviour is relativized to 
external demands. They are met to a certain extent by the employee. To 
adopt only this approach is to ignore the impact of subjective dynamics 
on self-realisation in the course and outcome of action. The notion of 
professional efficiency requires that we delve deeper into personality; it is 
necessary to explain why an individual’s own sense of subjectivity, which 
determines self-fulfilment in action, is responsible for the quality of this 
action and, thus, for the optimal use of material and financial resources of 
an organisation. Only knowledge from this area gradually enables one to 
recognise the most important determinants of the personalistic perception 
of the human being in an organisation.

The personalistic perspective of the human being in an organisation 
entails taking into account his/her personality predispositions, strengthening 
these personal determinants of action. This conditions one’s ability to 
act according to what one is like – i.e. to realise one’s own personality 
(intelligence, temperament, character, etc.) – by revealing and developing it 
in specific action. Through self-fulfilment in a given activity, it is possible to 
feel subjectivity and a high level of professional efficiency. In personalistic 
terms, an employee cannot be treated as equivalent to other organisational 
resources. Hence, he/she cannot be reduced to results alone. Attention 
should be paid to the internal contradiction of development limited only 
to economic results, one that easily assigns the person and his/her rights to 
profit requirements, which prevents employees from regarding each other 
as human beings and the creation of an organisational community based 
on the principle of responsibility (Encyclical of John Paul II Sollicitudo rei 
socialis, 2017, pp. 33–39).

The personalistic approach reveals a personal relationship between an 
employee and the results of his/her actions, which leaves a human footprint, 
or traces of his/her personality, on the created product (Kapias & Polok, 
2014, p. 162). By creating the reality of an organisation, the employee leaves 
him/herself in what he/she creates, which leads to potentially outstanding 
results for the functioning of an organisation as a community. Therefore, 
human capital reaches its highest value only if its owner has an authentic 
experience of his/her subjectivity. Without recognizing the unique value of 
an employee, it is not possible to properly solve any economic problems. 
Thus, the employee as a subject of work comes to the fore in relation 
to the fundamental values of decent organisational reality (Encyclical of 
John Paul II Centesimus annus, 2017, p. 11). A conscious approach to 
experiencing oneself in the organisational reality is associated by D. Melé 
(2006, p. 8) with a specific understanding of the situation of acting as such, 
which cannot be changed without a change in the person. The position 
of the author, presented on the basis of the views of M.R. Follett, thus 
draws attention to the interdependence between the development of the 
organisation and the development of its employees acting as individuals.
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4. Conditions of Personalistic Human Capital Management

Personalistic human capital management depends on different aspects 
of functioning of an organisation and certain characteristics of the 
organisational culture. Focus on the impact of organisational culture on 
management remains linked to the dual approach to the human being 
within the organisation. It is necessary to cease the instrumental treatment 
of employees, typical of mainstream economics, in favour of recognising 
the personal and relational dimension of his/her value for the organisation. 
It is important to show that the ultimate goal of economic systems is not 
the advantage, but integrated human development in personal and social 
terms (O’Boyle, 2016, pp. 52–82).

The prosocial dimension of organisational culture shaped on the basis of 
a personalistic norm seems the most desirable. Introducing a personalistic 
norm into patterns of organisational culture means recognising the special 
role of an employee as a person, his/her affirmation for him/herself and the 
possibility of personal fulfilment in the process of attaining goals for others. 
Such organisational reality requires a deeper orientation towards the needs 
and expectations of individuals within the organisation and incorporating it 
into strategic thinking about economic results. Prosocial strengthening of 
the organisational culture based on the personalistic norm is determined 
by the following conditions:
– acknowledging the existence of social interdependence in the work 

environment,
– subjective interpretation of the situation of action within an organisation.

The first condition can be defined as a primary factor of social motivation 
in the organisational culture. It stems from the natural human pursuit to be 
with others and expect their approval. The perception of interdependence 
in satisfying the need for affiliation and self-determination shapes the 
personalistic attitude of people towards each other. The realisation of this 
condition consists in developing awareness of mutual interactions among 
members of an organisation and the ability to identify the internal states of 
individuals within their reach. Respect for other person’s dignity in the work 
environment defines the basis of subjective self-expression and, at the same 
time, forms the foundation of a personalistic approach to human capital.

The second condition is based on the premise that pro-social behaviour 
is a consequence of the activation of the so-called personalistic norm, i.e. 
a sense of duty to affirm a person and take into account his/her social needs 
and expectations (Reykowski, 1979, pp. 295–329). Its implementation lies in 
appropriate recognition and interpretation of the situation of action in an 
organisation. First of all, it is important to meet the needs of individuals who 
make up the human capital of an organisation and to accept information 
about the actual or possible failure to meet these needs. Then, it is necessary 
to recognise that these needs can be met in the work environment. In this 
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respect, the result depends on the presence of fundamental social values 
(e.g. reliability, honesty, truthfulness, justice) in managers’ attitudes.

According to O`Boyle, Solari & Marangoni (2011, pp. 64–76), the 
maximisation of these features (virtues) in managers and in mutual relations 
increases the profitability of the organisation, as righteous individuals work 
more efficiently. Assigning an axiological context to a strategic activity 
and adopting a subjective perspective of an employee means that the 
organisation’s managers are in a position to recognise their opportunities 
in the personalistic creation of the work situation, and also to take into 
account the needs of their employees. Employees’ expectations are not 
neglected, nor are their needs manipulated. Reaching for the axiological 
basis of human action makes it possible, at the same time, to assess which 
of these needs ought to be given priority and which are not justifiable.

Paramount in giving the human capital management a personalistic 
dimension is managers’ understanding of the relationship between taking 
into account the subjectivity of employees, pro-social activities promoting 
their self-determination in implemented actions and results of strategic 
activities performed by the organisation. Creating conditions in which the 
expectations and needs of employees are addressed activates personal 
determinants of effective action. As they are expressed at the level of 
activation and internal processes responsible for a sense of dignity and the 
effects of self-determination, one should notice their significant influence on 
the level of professional efficiency activation. Thus, respect for employee’s 
dignity and human rights, as well as sensitivity to social values contained in 
strategic activities as a manifestation of highest organised forms of human 
behaviour are, at the same time, important aspects of optimising his/her 
professional efficiency, making full use of human capital in the organisation. 
Coherence of leadership and personalism is a synergistic success of strategic 
human capital management in the form of organisation development and 
employee development (Szandurski, 2010, pp. 754–763).

The extent to which prosocial orientation of organisation’s activities can 
be implemented depends on introducing social aspects as follows (Adamska-
Chudzi ska, 2009):
– recognising the goals of an activity,
– using expert knowledge and skills,
– accepting responsibility for the consequences of an action.

The recognition of organisational goals specific to the developed social 
orientation involves two dimensions of these goals: striving for the economic 
maximisation of profits and, simultaneously, recognising the superior value 
of a human person and his/her development. The deeper social context of 
economic objectives must be, therefore, taken into account. This approach 
is determined by the perception of coherence between the economic and 
social areas of functioning of an organisation (Wo niak, 2007, pp. 19–21). 
Economic goals are treated in this case instrumentally in relation to 
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broader social requirements and the obligation to ensure a sustainable 
development of mankind. At the same time, it is assumed that sensitivity 
to and respect for social needs and expectations determine moral legitimacy 
of any business activity (Melé, 2016, pp. 33–55). Taking into account social 
needs and expectations in an organisation makes stakeholder engagement 
more closely related to its strategic tasks (Harasim, 2013, p. 11). Meanwhile, 
stakeholders’ motivation is higher, encouraging more intensive cooperation 
that serves the interests of the organisation, as well as their own needs.

The second analysed characteristic of the prosocial orientation of 
an organisation is expressed in the use of professional knowledge and 
professional skills deepened by axiological reflection. Integrating sensitivity 
to social values and honesty in perceiving them is an important aspect of the 
dual approach to human activity in the organisation and the recognition of 
the subjective conditioning of effective professional behaviour. When offering 
one’s actions to others, it is not enough to have and operate knowledge. 
Pro-social thinking means the inclusion into axiologically-neutral knowledge 
of the reflection on its proper application. The wisdom of human capital 
management translates into the acceptance of social values as principles 
guiding the use of substantive knowledge (Chmielecka, 2004, p. 59).

Management decisions should be integrated; that is, they should combine 
economic values and social values. The conflict between them should not 
be solved by restrictions in any of these dimensions, but by establishing 
their proper order and strengthening higher motives. The latter, understood 
as motives of ‘social service’ should be a key reference to the motives 
of ‘immediate usability’ reduced to making profit (Melé, 2006, pp. 5–7). 
Knowledge and expertise against social values determine the personalistic 
way of inducing employees to work effectively in the long run. This creates 
a situation where the axiological action profile of managers of an organisation 
can translate into success and competitive advantage (Bartkowiak, 2005, 
p. 408).

The last characteristic of the prosocial orientation of an organisation, which 
determines the personalistic approach to human capital, is the acceptance of 
social responsibility towards those affected by economic activities. Whether 
or not the managers of an organisation accept responsibility is a clear 
expression of the importance that attach to employees and social values 
in their business. This may involve bearing responsibility or knowingly 
taking it. The seemingly insignificant difference between these concepts 
is revealed in the extent to which the manager is capable of taking on all 
the consequences of his/her actions, not only economic but also social, 
including consequences that are clearly undesirable. One can be responsible 
for something (because of the activity itself) and not take responsibility 
for it. As explained by R. Ingarden (2006, p. 75), bearing responsibility 
means ‘… factual circumstances borne passively by the actor’. On the other 
hand, taking responsibility is guided by social values, i.e. meeting higher 
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(social) requirements and feeling one’s personal influence on the course 
of action. Therefore, taking social responsibility involves active, personal 
commitment to the task and taking into account all the consequences of 
one’s undertakings: economic and social, desirable and undesirable, final 
and those that emerge in the course of action (Pratley, 2000, p. 114).

Sensitivity to social values that leads to the deepening of responsibility 
means taking full account of the consequences for people who are 
experiencing the effects of a given activity. Consequently, this sensitivity 
must already be present in the course of the action taken, and not only in the 
economic consequences that inevitably result from it. Taking responsibility 
in this sense can be related to the ‘third-level action’ indicated by O’Boyle 
(2012, pp. 99–101), which has a subjective dimension and covers the 
social needs and expectations of those who remain within the sphere of 
influence. Taking them into account or failure to do so in the implemented 
activity shapes a specific range of acting personal capital, i.e. its internal 
development as a human person. Through experiences associated with taking 
the needs of others into account, changes in the acting person occur that 
increase their personal capital. Based on this analysis, the author shows that 
the maximisation of utility or profit is an intermediate norm of economic 
performance, while personalist capital is the ultimate norm of economic 
performance.

The organisation’s prosocial orientation expresses the readiness and 
willingness to introduce a personalistic norm in the strategies of action 
and to give it a specific form that responds to the specific needs and 
expectations of employees. Personalistic human capital management is 
based on categorically respected, subjective treatment of members of an 
organisation. Responsible and sensitive reaction to each other means not 
compromising human dignity, respect for personal determinants of activity 
and recognition for competence and professional experience (Adamska-
Chudzi ska, 2012, p. 127). In addition to respect for the dignity of the 
employee, the basic level of employee subjective treatment is expressed 
by respecting employees’ rights and work standards and promoting their 
work-life balance.

On the other hand, greater recognition of the subjectivity of employees 
is contingent on providing them with sufficient autonomy and responsibility 
in the workplace. Expanding the field of action or freedom of choice 
means strengthening subjectivity. An employee feels his/her subjectivity 
when he/she can influence his/her work situation (Penc, 2007, p. 88). 
A similar personalistic approach to the human being in the organisation 
is presented by J. Doma ski, W. Kotarba & T. Krupa (2014, pp. 43–45) in 
their new management paradigm. The human being, as the supreme value, 
has a central and fundamental role in relation to the other three elements 
of this paradigm, i.e. organisation, knowledge and security. Organisational 
culture built on the subjectivity of employees is conducive to a permanently 
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high level of professional efficiency. Respect, a sense personal involvement 
in work and experiencing it, as well as the feeling of agency and importance 
of one’s actions contribute to excellent results.

5. Conclusions

The possibility of accepting the personalistic perspective of the human 
being in an organisation and personalistic human capital management rest on 
the way in which managers solve dilemmas revealed between a transcendently 
perceived human being and a measurable employee. The above discussion 
proves that these issues are not easily solved with unambiguous decisions. 
The difficulty in correlatively analysing the personalistic and economic 
dimension of human behaviour is largely due to the complexity, dynamic 
nature and non-measurability of subjectivity structures; primarily, these 
are personality predispositions and pro-social conditions of action that 
determine its experience. In this respect, the perception of the subjectivity of 
the employee and the scale of his/her individual needs is important. Indeed, 
philosophical reflection reaches the immanent grounds of human subjectivity. 
On the one hand, it shows how the possibility of its manifestation unifies 
the inner harmony of the human being (Bartnik, 2001, p. 520) while, on the 
other hand, deciding about cognitive abilities, self-reflection, concentration 
and the range of creative action. Meanwhile, economic activity, based on 
market mechanisms, requires a more measurable approach. It reduces the 
subjectivity of the employee to the possible benefits of his/her actions for 
the organisation. The shortcomings or limitations of this approach are often 
reflected in undesirable effects or difficulties in maintaining good long-
term results.

According to Mounier (1960, p. 223), one should take into account the 
‘dynamic dialectic’ between internal resources of humans and their external 
manifestations; that is, ‘the inner person is sustained thanks to the outer 
person, who, in turn, relies on the strength of the inner person’. Therefore, 
the application of the personalistic dimension of human capital management 
should be embedded in the in-depth consideration of the subjectivity of the 
employee, i.e. taking into account the internal potential of the possibilities 
of action and the conditions of their externalisation in the form of achieved 
results. The activation and development of human potential are, therefore, 
closely linked to the influence of the social environment. Professional 
environment that expects great results from employees must build pro-
social working conditions and foster cooperation. Experiencing positive 
relationships, acceptance, recognition and, consequently, the possibility of 
manifesting the values of one’s own identity in a constant reference group, 
triggers personal determinants of efficient action, which are reflected in 
the level of activation and use of the potential of employee productivity. 
Thus, entrusting employees with tasks is tantamount to respecting their 
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subjectivity, the needs and expectations of work, while applying fundamental 
social values as organisational and job evaluation criteria.

The deepened perception of the subjectivity of those employed in the 
organisation will not be possible without an axiologically-oriented attitude 
of managers. Attitudes, as relatively persistent personality components, 
are activated in the evaluation processes and reveal themselves in the 
motivation to act in a certain manner. It is important that this internal 
instruction directing the managers of an organisation towards actions is not 
only measurable economically, but also socially desirable and respectful of 
the uniqueness of each employee. The axiological orientation of managers 
should be treated as the foundation of their professional activity. Knowledge 
and skills embedded in axiologically-oriented attitudes become tools for 
realising social values and observing ethical principles. They are expressed 
in the ways and means of managing the organisation’s human capital, 
implementing strategic goals and building relationships with stakeholders. 
They condition the presence of the personalistic norm in the long-term 
pursuit of economic efficiency and competitiveness based on a fully subjective 
valuation of employees’ potential.

Endnotes
1 According to psychological concepts, it was assumed that predispositions/psycholo-

gical traits determine a unique dimension of personality as an internal system of 
integration of thoughts, feelings and behaviours specifying individual characteristics 
of an employee.
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