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Uvodni slovo | Introductory word

V 4zeni kolegove,

dostava se vam do rukou recenzovany sbornik z Mezinarodni Masarykovy konference pro doktorandy a mladé
védecké pracovniky 2016, jejiz sedmy ro¢nik se konal ve dnech 12.-16. prosince 2016. Konference se ucastnilo
vice neZ 200 ucastnikti z Ceské a Slovenské republiky, Polska, Mad’arska, Némecka, Litvy, Slovinska a dalsich
evropskych statl, mezi nimiz byli jak PhD studenti, tak i ostatni zastupci akademickych obci domacich i
zahrani¢nich univerzit. Zamérem Masarykovy konference bylo poskytnout prostor pro otevienou odbornou
doktorskych studijnich programt. Nase nékolikaleta snaha o dosazeni tohoto zaméru se naplnila v tomto
ro¢niku, kdy lze hrdé Mezindrodni Masarykovu konferenci zaradit na vrchol nejvétSich doktorandskych
konferenci ve stfedni a vychodni Evropé! Predkladany sbornik obsahuje n€kolik set vybranych védeckych texti
rozélenénych dle odbornych sekci, které kopiruji obsahovou strukturu mezinarodni konference. Nasim zamérem
je Masarykovu konferenci priblizit $picce mezi celoevropskymi doktorandskymi konferencemi a neomezovat se
jen na regiony stfedni a vychodni Evropy. Od dals§iho ro¢niku naSe Mezinarodni Masarykova konference bude
zcela nové napojena na platformu SCIEMCEE, ktera ucCastnikim poskytne novy konferencni komfort
odpovidajici potfebam informacni spole¢nosti 21. stoleti. Budeme radi, pokud ndm zachovate ptizein i v
nadchazejicich ro¢nicich.

S pranim osobnich, védeckych i profesnich tspéchti

¢lenové védeckého vyboru konference

Dear colleagues,

You are holding the reviewed proceedings from the seventh annual International Masaryk Conference for PhD
Students and Young Researchers 2016, which was held on 12th-16th December 2016. The conference was
attended by more than 200 people from the Czech Republic and Slovakia, Poland, Hungary, Germany,
Lithuania, Slovenia and other European countries, including PhD students as well as other representatives of the
academic community from universities in both the Czech Republic and abroad. The aim of the Masaryk
Conference was to provide a space for open professional discussion across 12 programme sections, designed to
enable as broad a range of PhD students as possible to participate. Our several years of effort towards achieving
this aim culminated this year, when the International Masaryk Conference can proudly claim to be the leader
amongst the biggest PhD conferences in Central and Eastern Europe! The proceedings you are holding contains
several hundred selected scientific texts divided up in specialised sections which replicate the way the content of
the international conference is structured. Our aim is to make the Masaryk Conference one of the top Europe-
wide PhD conferences and not to restrict it only to the regions of Central and Eastern Europe. What is
completely new is that from next year our Masaryk Conference will be linked to the SCIEMCEE platform,
which provides participants with a new level of conference comfort that meets the needs of the information
society of the 21st century. We will be delighted if you continue to support us in the coming years.

Wishing you great personal, scientific and professional success

Members of the Conference Scientific Committee
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Tomas$ Garrigue Masaryk (1850-1937)

scientist, philosopher, educator, politician and journalist, the founder of the modern Czechoslovak state,
President of Czechoslovakia

"Tomas Garrigue Masaryk is a leading personality in European history. He wrote himself into history, in fact,
as a man who fought for the truth, a humanist, a philosopher and primarly a democratic politican and the first
president of the Czechoslovak Republic.”

Museum T.G. Masaryk Lany

Teaching and scientific career

He was born in Hodonin. His parents sent him to a junior
secondary school after a word in his favour from the local
dean, who praised the boy’s exceptional aptitude and talent. It
was therefore decided that he would go into a teaching career
after finishing school in Hustopece. He went on to study at the
German grammar school in Brno, after being awarded a
scholarship due to his outstanding success as a student.
However, a conflict arose with the grammar school
management, due to Masaryk’s refusal to attend compulsory
school confessions, and so he was expelled. From November
1869 he studied at the Academic Grammar School. He
devoted all his time to studying hard, particularly languages
and philosophy. In 1872 he passed his school leaving
examination and enrolled at the Philosophical Faculty in
Vienna to study Philology. In 1876 he graduated from
university and set off travelling (Italy, Germany). In Germany
he spent one year at the university in Leipzig. His stay there
not only enabled Masaryk to extend his education, but was
especially where he first saw his future lifelong partner
Charlotte Garrigue, daughter of a rich American businessman
from New York, in June 1877. In August, before he left for
home, they got engaged. After returning to Vienna, Masaryk
hurried to secure them an independent existence. The most
viable way of doing this seemed to be obtaining an associate
professorship. In September 1878 he submitted his advanced
doctoral thesis, on the topic of suicide. It met with
considerable response when it was issued in book form
(1881). Their first daughter, Alice, was born in May 1879,
followed a year later by a son, Herbert, and another son, Jan,
in 1886. It was mostly the desire to provide for his family
financially that led Masaryk to take a post at Prague
University. He arrived in Prague with his family in 1882, the
year the university was split into two parts, Czech and
German. His opinions and his relationship towards his
students made him stand out and appear different; he amazed
the conservative institute with his lectures on various topics
that had previously been taboo (social problems, prostitution,
etc.). The same was true of his wife, a fully emancipated
American woman. Despite these differences and some clashes
of opinion, however, he was accepted and respected by Czech
society right from the very start. In 1883 began to edit
"Athenacum", an academic journal in which he published his
own interpretation of Gebauer’s essay proposing a new and
precise form of authentication, entitled "Rukopisy
zelenohorského  a kralovédvorského"  (Zelenorske — and
Kralovedvorske Manuscripts). This led to a conflict that
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gradually grew to become a nationwide affair, with patriotic
sentiment and national politics facing off against scientific
truth. This event turned Masaryk’s interest to political life. In
1897 he was appointed Professor at Charles University. By the
time the First World War broke out, Masaryk already had a
respectable scientific, educational, cultural and political
career. Before the end of 1914 he left for Italy and, heeding
his friends’ warnings, never returned to his homeland. He
worked in Switzerland (1915) and later in the year moved to
France. For the whole of the war he bore on his shoulders the
greatest burden and responsibility for the future of the entire
Czech and Slovak nation during the talks in England (1916),
Russia (1918) and then in America. On December 21st 1918
Masaryk returned triumphant to Prague and a day later gave
Quoted with the consent of The Office his first address to the National Assembly at the Castle. He
of the President of the Czech Republic began with the famous quote from Comenius’s Ksaft
(Bequest), which reads "the government of your affairs once
more turns to you, oh Czech people".

Mgr. Petr Fucik
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) National Museum in Prague

The National museum is a research institution, which is engaged in basic research, applied research and
experimental development, whose results are made public by way of expositions, exhibitions, lecturing and
pedagogical work, publication work in all the spheres of its concern including museology and collection
protection.

Research institution

NAR O DNI The National Museum is one of the oldest scientific
MUZEUM institutions in the Czech Republic, whose tradition reaches
back to such personalities of Czech science as Josef Palacky,
Jan Krejci or Karel B. Presl. It is also a publisher of the oldest
Czech scientific journal (The National Museum Journal),
which is issued to this day. This tradition is not at all an empty
legacy.

Tens of scientists and experts of the National Museum
successfully work on two extensive research programmes and
a great many projects backed by the Ministry of Culture of the
Czech Republic, which annually result in numerous results.
They also work on scientific tasks financed by the Czech
Science Foundation as well as projects on a European footing.
According to established criteria the National Museum awards
internal grants aimed especially at junior programmes.

Apart from the above mentioned National Museum Journal,
which - with regard to the multidisciplinary profile of the
institute — is published in two specialised forms focused on the
humanities and natural science, the National museum issues
10 more specialised scientific periodicals as well as the
monographic series Editio Monographica Musei Nationalis
Pragae as a basic resourse edition and the mostly material
Megr. Magdaléna Kroupové archeological edition Fontes Archeologici Pragenses.

Quoted with the consent of
The National Museum in Prague

Prispévky obsazené ve sborniku byly recenzovany.
Texty vyjadiuji nazory a stanoviska nezavislych autord.
All papers have been reviewed.

Papers published in this conference proceedings express the viewpoints of their independent authors.
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Tomas Jerabek, Dana Martinovicovd, Viadimir Sefc'z'k

POKUTY A UROKY Z OMESKANIA V OBLASTI VYBRANYCH DAN{
Radka Sumanovad, Zuzana Juhdszova

CREATING AN EVALUATION MODEL OF ACCOUNTING DOCUMENTATION WITH A FOCUS ON SIZE CRITERIA
Anton Marci, Zuzana Juhdszova

ZDANENI SPORTOVCU DANT{ Z PRIIMU
Adam Blazek

PSYCHOLOGIE, SOCIOLOGIE A PEDAGOGIKA | PSYCHOLOGY, SOCIOLOGY AND PEDAGOGY

ZVYSENI POZORNOSTI PRI PRACI V APLIKACI NA IPADU V ZAKLADNI SKOLE SPECIALNI — AKCNI VYZKUM
Vojtech Gybas, Libor Klubal, Katerina Kostolanyova

PROKRASTINACE NA STREDN{ SKOLE A PODPORA KREATIVITY
Petra Venclikova

UCITELE A AKTUALIZACE UCIVA NA PRIKLADU TEMATIKY SOUDOBYCH DEJIN
Vanda Vanickova

THE DEVELOPMENT OF CORPUS LINGUISTICS IN THE 20TH CENTURY
Vera Sladkova

ROLE OF GRAMMAR IN TEACHING ESP
Libuse Turinska, Dana Gdlova

NABOZENSKA PEDAGOGIKA V POJETI DAVIDA HAYE
Karim Sidibe, Dana Galova

VYVOJOVE TRENDY ZAJIMOVYCH PREFERENCI CESKE POPULACE Z HLEDISKA NEJVYHLEDAVANEJSICH
CESKYCH LEXEMU
Dana Galova, Karim Sidibe

THE LANGUAGES WITHOUT BARRIERS PROGRAME COMBINED WITH THE TRANSPORTATION AND LOGISTICS
BASICS TEXTBOOK
Daniel RauSer

SIRSI KONTEXT UCENIA A ROZVOJ AUTOREGULACIE
Nina Kozarova, Denisa GuniSovad

VYBRANE ASPEKTY ZDRAVEHO ZIVOTNIHO STYLU ZAKU 2. STUPNE ZS§ V USTECKEM KRAJI V SOUVISLOSTI
S RODINNYM PROSTREDIM, VE KTEREM ZIJ{
David Cihlar, Hana KabesSovd, Pavlina Cisarovd, Pavel Novdk, Viclav Sonka

SOCIALNY KAPITAL V DISKURZE EDUKACNYCH KONCEPCII 21. STOROCIA
Eva Lorinczova

VISUAL FEATURES AND ILLUSTRATIONS IN LIPKA'S ABC BOOK
Dominika Dodekova

HODNOTOVY SYSTEM A MORALNE POSTOJE STREDOSKOLSKEJ MLADEZE V SLOVENSKEJ REPUBLIKE A
NEMECKEJ SPOLKOVEJ REPUBLIKE V SUCASNOSTI
Lujza Koldeovd

MORALNE USUDZOVANIE CHLAPCOV A DIEVCAT PRI RIESENI KONFLIKTNYCH SITUACII
Stefania Ferkova
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PROFESSIONAL ADAPTATION A NOVICE TEACHER OF PRIMARY EDUCATION
Miriama Hruba

USING MIND MAPS TO ELIMINATE BARRIERS TO CREATIVITY — AN EXAMPLE OF CASE STUDY RELATED TO
THE TOPIC SOCIAL WORK IN PSYCHIATRY
Martina Cernd, Markéta Dubnova

SOCIAL POSITIONS OF STUDENTS AND CYBERBULLYING
Jana Hanuliakova, Katarina Holla

SYNTAKTICKA CHARAKTERISTIKA PISEMNYCH PRACI U ZAKU 6. ROCNIKU
Eliska Dolezalova

MODELS OF CONSCIOUSNESS THAT HAVE BEEN PROPOSED IN COGNITIVE SCIENCE
Miroslav Sedlacek

APPLE TV V ZAKLADNI{ SKOLE SPECIALNI — ANO CI NE?
Vojtéch Gybas

POROVNAVACIA ANALYZA ROMSKEJ PROBLEMATIKY NA SLOVENSKU A V SUSEDNOM MADARSKU
Anna Haniczkova

VYUZITIE VOENEHO CASU Z POHCADU ZIAKOV PRIMARNEHO VZDELAVANIA
Ivan Cavojsky

STUDENT’S ATTITUDES AND OPINIONS OF SPECIAL EDUCATION FOR THE INCLUSION OF INDIVIDUALS WITH
DISABILITIES
Jana Lopuchova

CESKY UNDERGROUND A VZNIK DISIDENTSKEHO HNUTI
Ondrej Jurdsek

THE MOTIVATION OF YOUNG PEOPLE FROM EU COUNTRIES TO VOLUNTEER IN TURKEY
Katarina Ozger

THE CURRENT USE OF EMPATHY AND ASSERTIVITY IN WOMEN AND MEN
Barbora Holikova

DEVELOPING SPECIFIC TEACHER COMPETENCES IN UNIVERSITY COURSES FOR FUTURE TEACHERS OF
ENGLISH
Blanka Babicka

ODBORNE KOMPETENCE BUDOUCICH ZACINAJICICH UCITELU ANGLICTINY
Zuzana Sassikova, Martina Mikova

THE 2D:4D RATIO AS AN ALTERNATIVE MEASURE FOR THE PSYCHOLOGICAL FEATURES OF SEXUAL
DIMORPHISM AND VERBAL ABILITIES: A PILOT STUDY
Slavka Démuthovd, Lenka Selecka

VYUZITI SOCIALN] SITE FACEBOOK V INFORMALNIM VZDELAVAN{
Martin Drlik

TEHOTENTSVI, POROD A OBDOBI PO PORODU U VIETNAMSKYCH ZEN
Thu Thuy Higel

PERSONAL CHARACTERISTICS AND BRAIN DIMORPHISM OF WOMEN IN RELATION TO MASCULINE/FEMININE
MEN FACE PREFERENCE
Lenka Selecka, Slavka Démuthovad

PROBLEMATIC AREAS OF PEDAGOGICAL COMMUNICATION OF PRIMARY EDUCATION TEACHERS IN REGARD
TO THE THEORY OF C. ROGERS
Barbora Jaslovska

TESTOVA ANXIETA VO VZTAHU SO SEBAUCINNOSTOU, VERBALNOU INTELIGENCIOU A ANXIETOU
Henrieta Hubindkova, Jana Hubinska

ANTROPOLOGICKY VYSKUM S DETMI A INFORMOVANY SUHLAS: METODOLOGICKE A ETICKE VYZVY
Zuzana Budzelova, Henrieta Gergelova

TVORIVOST A SEBAHODNOTENIE ZIAKOV V ZAVISLOSTI OD ICH HODNOTENIA UCITELOM
Andrea Baranovskd, Dominika Doktorova, Jana Hubinska

(ANTI)VACCINATION ATTITUDES: CREDIBILITY OF THE INFORMATION AND IT’S CHANGE DEPENDING ON
EXPERT SOURCE PRESENCE AND PERSONALITY TRAITS
Ivana Vaclavikova, Lenka Selecka, Rudolf Fabry

APPROXIMATE NUMBER SYSTEM TASK DIAGNOSTIC POTENTIAL AMONG PRESCHOOLERS
Michala Plassovad, Michal Vavrecka, Tomas Mrhalek, Michael Tesar, Katerina Valuchova

SIGNIFICANCE OF PARTIAL STUDIES ABROAD WHEN DEVELOPING ONE’S COMPETENCES
Ausra Stepanoviené

SPECIFIKA PRACE SOCIALNEHO PRACOVNIKA V DETSKEJ PALIATIVNEJ STAROSTLIVOSTI NA SLOVENSKU
Jana Kusnierikova, Martina Mojtova
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COLLISION OF CULTURAL AND LINGUISTIC IDENTITY FROM THE ASPECT OF LITHUANIAN TARTARS SOCIAL
IDENTIFICATION
Jonas Jonusas

MULTIKULTURNA VYCHOVA VO VZTAHU K ROMSKEMU NARODU
Erika Gureckova, Daniela Posypankova

USE OF REMINISCENCE THERAPY IN SOCIAL WORK WITH SENIORS
Veronika Schmidtova, Katarina Levicka, Jaroslav Slany

SOCIALNA ZACLENENOST A MOTIVACIA VYSOKOSKOLSKYCH STUDENTOV
Aneta Vancovad

VYUZITI TABLETU PRI PROCVICOVANI V MATEMATICE NA ZAKLADNI SKOLE — PRIPADOVA STUDIE
Libor Klubal

DIETA AKO OBET TYRANIA A SEXUALNEHO ZNEUZIVANIA
Zuzana Bahurinska

THE SEXUAL EDUCATION IN EDUCATIONAL PROCESS OF ELEMENTARY AND SPECIAL ELEMENTARY
SCHOOLS IN SLOVAKIA
Maria Fuchsova, Romana Palesova, Jana Lopiichova

PSYCHICKA ZATEZ U PRACOVNIKU INTEGROVANEHO ZACHRANNEHO SYSTEMU
Denisa Charlotte Ralbovskd, Robin Sin, Dana Rebeka Ralbovskd

CECHY AUTYSTYCZNE, NASTAWIENIE DO ZYCIA 1 ZASOBY NADZIEI U OSOB DOROSEYCH, POCHODZACYCH Z

TYPOWEJ POPULACII
Renata Stefanska-Klar

DOSAH SEBAKONTROLY NA ZVLADANIE ONKOLOGICKEJ CHOROBY
Lucia Téthovd, Anténia Sabolovd Fabianova, Eva Ziakova

DYSLEXIA AS LINGUISTIC PROBLEM?
Justyna Sala-Suszynska

DEMEDICALIZATION AS ONE OF PRINCIPLES OF DEINSTITUTIONALIZATION IN THE SOCIAL SERVICES
ESTABLISHMENTS IN THE SLOVAK REPUBLIC
Viadimira Gardianova

0OSVOJOVANI DOVEDNOSTI SEBEHODNOCENI ZAKA A JEHO PARALELY K SOCIALNE-KOGNITIVNI TEORII
OSVOJOVANI JAZYKA
Jana Velickova

SUPERVIZIA AKO NASTROJ PROFESIONALNEHO RASTU SOCIALNYCH PRACOVNIKOV
Lenka Lukdacova, Alena Basistova

STRATEGIE ZVLADANIA KYBERSIKANOVANIA STUDENTMI STREDNYCH SKOL
Jana Plavnickd, Magdaléna Halachova

RESOCIALIZACIA A LIECBA OSOB S PORUCHAMI PRIIMU POTRAVY
Zuzana Soltésova, Dusan Slosar

SKOLSKA SOCIALNA PRACA V KONTEXTE EKOLOGICKEJ PERSPEKTIVY
Veronika Simonovd, Miroslav Tvrdor

KVALITA SOCIALNYCH SLUZIEB
Barbora Odraskovad, Michal Kozubik

MODERNIZACIA VYUCOVANIA PROSTREDNICTVOM INFORMACNYCH A KOMUNIKACNYCH TECHNOLOGII
Jana Nemcova

GYC V MEDIALNOM PROSTREDI
Eva BarniSinova

PROSOCIAL MOTIVATION OF BLOOD DONATION
Katarina Hennelova, Jana Lukacovska

SYNDROM VYHORENIA A STAROSTLIVOST O SEBA U VYSOKOSKOLAKOV
Sorna Lovasova, Martina Konkolova

STRES A SYNDROM VYHORENIA U UCITECOV ZAKLADNYCH SKOL
Sorna LovaSova, Dominika Malucka

THE ANALYSIS OF APPROACHES TOWARD DISCOURSE ROOTED IN TRADITION OF A CULTURE AREA
Elzbieta Pienigzek-Niemczuk

DIDAKTICKY POTENCIAL HUDEBNICH FILMU A JEHO VYUZITI V HUDEBNIM VZDELAVANI
Ondrej Musil

POTREBA EKOLOGIZACIE MYSLE VO VZDELAVANI

Sandra Popadakova

SOCIALNO — EMOCIONALNE ZDRAVIE VYSOKOSKOLSKYCH STUDENTOV
Maria Mehesova
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STAROSTLIVOST O SEBA U POMAHAJUCICH PROFESIONALOV
Magdaléna Halachovd, Romana Michalova

SEX EDUCATION BY STUDENTS EYES — AWARENESS AS THE ASPECT OF AUTONOMY IN SEXUAL LIFE
Monika Bosa, Katarina Minarovic¢ovd, David Bosy

PSYCHOMETRICKE VLASTNOSTI SLOVENSKEJ VERZIE DOTAZNIKA PASS-20 (THE PAIN ANXIETY SYMPTOMS
SCALE 20)

Maria Siskovd, Tomds Sollar

PERSPEKTIVY ETIKY A ETICKYCH KODEXOV VO VYCHOVE A VZDELAVANI DOSPELYCH

Michaela Skupa

STRATEGIE RIESENIA NEZAMESTNANOSTI U ABSOLVENTOV STREDNYCH SKOL V ZILINSKOM
SAMOSPRAVNOM KRAII
Marie Borovad

INKLUZIVNI VZDELAVANI - NAZORY PEDAGOGU ZAKLADNICH SKOL PRAKTICKYCH
Martina Hubistova, Jana Kasackova

YOUTUBERI AKO TVORCOVIA VZDELAVACIEHO OBSAHU
Magdaléna Svecovi

CHARAKTERISTIKA OSOBNOSTI A TVORBY PAVLA JOZEFA DOBSINSKEHO
Jan Vido
STUDENTS" IMPLICIT THEORIES ABOUT QUALITY AT THE ART EDUCATION

Katerina Stépankovd, Martina PiSovd, Veronika Slavikovd

KOMUNIKACE OSOB SE SLUCHOVYM POSTIZENIM V ADMINISTRATIVNI OBLASTI
Barbora Hrdova Kolibalova

ROLE KULTU MATEK VE VIETNAMSKE SPOLECNOSTI
Veronika Pospisilova

FILOSOFIE, POLITOLOGIE A DEJINY | PHILOSOPHY, POLITICS AND HISTORY

ANALYTICKY POHIAD NA MOBBING V ZDRAVOTNICKOM PROSTRED]
Iveta Ondriova, Terézia Fertalova, Livia HadaSovd, Jana Cuperova, Alena Longauerova, Ludmila Majernikova, Janka Cinovd,
Janka Slaninkova

OTAZKA NASTUPNICTVI VE STREDOASIJISKYCH REPUBLIKACH
Anfisa Klokava

VOLTAIROV ROMAN CANDIDE - POKUS O VYKLAD SYMBOLOV (Z KAPITOL XIV. — XXX.)
Jan Jakubej

SUCASNE PROBLEMY VYSOKEHO SKOLSTVA V PODMIENKACH SR
Natalia Kovacova

THE INTERNET COMMUNICATION VOCABULARY AS A MIRROR OF POSTMAYDAN CONFRONTATION
Elena Tomaskova

PROMENY FILOSOFICKYCH A ESTETICKYCH IDEALU WAGNEROVA HUDEBNIHO DRAMATU DIE WALKURE
Martin Kajzar

INTERPRETACNA ANALYZA ROMANU KNIHA O CINTORINE
Hana Guzmicka

PECULIARITIES OF RELIGIOUS IDENTITY IN KAZAKHSTAN
Zhuldyz Kabidenova

ZANIKNUTE OPEVNENE SIDLISKA V TOPONYMII REGIONU GEMER-MALOHONT
Daniel Besina

POHLED NA POLSKE HUDEBNI DENf OD PRELOMU 19. A 20. STOLETI
Adéla Ziegelbauerova

BERNARD WILLIAMS A KONCEPT MORALNEJ NAHODY ("MORAL LUCK*)
Julia Drbulova

TEORETICKE ASPEKTY EUROPEIZACIE V OBLASTI VYVOJA NARODNEJ IDENTITY
Denisa Karabova

KOMUNIZMUS AKO UTOPICKY CIEL ZUDSKEHO SPOLOCENSTVA. VYVOJ A ETABLOVANIE VO SVETE
Viadimir Saloky

OBRAZ ZENY VE DVORSKE EPICE 2.POLOVINY 14. STOLETI A 15. STOLET{ V CESKEM A FRANCOUZSKEM
KULTURNIM PROSTREDI — YSEUT A IZALDA
Michal Hlavaty
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DUSZNIKI-ZDROJ W OKRESIE WOJNY PRUSKO-AUSTRIACKIEJ (1866) ZE SZCZEGOLNYM UWZGLEDNIENIEM
ASPEKTU POMOCY HUMANITARNEJ
Patrycja Ziomek

OD VOLEBNEHO PRAVA K SPORAKU: SPOLOK SLOVENSKYCH ZIEN ZIVENA V ROKOCH 1918 AZ 1938
Michaela Smidova

WIZJA WROGIEGO PANSTWA NA PRZYKEADZIE CZECHOSEOWACJI W SWIETLE NIEMIECKOJEZY CZNEJ PRASY
TURYSTYCZNEJ Z LAT 1933-1939
Jacek Wojcik

SPS STANDARDS IN INTERNATIONAL TRADE: THE CASE OF THE EUROPEAN UNION, SWITZERLAND AND
UKRAINE
Taras Kepych

PRUMYSLOVE INZENYRSTVI | INDUSTRIAL ENGINEERING

DEHYDRATACE ENERGOSADROVCE V POLOPROVOZU
Igor Huddk, Denisa Beranova, Pavel Skryja, Petr Bélohradsky

OPTIMALIZACIA PRIKONU PALIVA DO HORAKOVYCH ZON TUNELOVEJ PECE
Diana Raskayova, Marek Laciak

ANALYZA A ZLEPSENI SYSTEMU JIDOKA V PRUMYSLOVE VYROBE
René Pelanek

ADSORPCN{ JEDNOTKA PSA PRO VYUKU A VYZKUM
Vojtech Zejda, Igor Huddk

ZEFEKTIVNENI VYSTUPU MONTAZNICH LINEK BRZDOVYCH MODULU
René Pelanek

INOVACE, TECHNOLOGIE | INNOVATION, TECHNOLOGY

PRO-INNOVATION ATTITUDES OF EMPLOYESS OF SELECTED LOCAL GOVERNMENT UNITS, AS WELL AS THE
BARRIERS AND THE STIMULI OF INNOVATION PROCESSES IN THE LIGHT OF THE AUTHOR’S RESEARCH
FINDINGS

Adam Oleksiuk

METHOD OF CREATION AND EVALUATION OF REPLICAS OF POLYPROPYLENE SURFACE MACHINED BY LASER
BEAM
Kubisova Milena, Pata Vladimir, Sykorova Libuse, Malachova Martina, Jana Knedlova

DESIGNING INDUSTRIAL PRODUCTS FROM NON-TRADITIONAL MATERIALS
Richard Sovjak

DESIGN OF CHILDREN PROSTHETICS FROM NON-TRADITIONAL MATERIALS
Hana Malatkova, Richard Sovjdk

THE IMPACT OF INNOVATION MANAGEMENT ON SHORT-TERM PROFITS OF COMPANIES
Zuzana Skutchanovad,Katarina Piickovd, Martin Revék, Lucia Pancikovd, S’tefan Hittmar

INOVACIE V SLOVENSKYCH REGIONALNYCH A LOKALNYCH MEDIACH
Erika Obertova

OKRAJOVE PODMINKY PRI IDENTIFIKACI A SLEDOVANI OBJEKTU V OBRAZE
Martin Sindeldr
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INFORMATIKA A INFORMACNI TECHNOLOGIE | INFORMATICS AND INFORMATION TECHNOLOGY

HLAVNI ROZDILY V POJETI HISTORICKEHO RIZENI LIDSKYCH ZDROJU ZA TOMASE BATI (1930) A V
MODERNICH INFORMACNICH SYSTEMECH
Jakub Chvatal

THE METHOD OF LAGRANGE MULTIPLIERS IN MODELLING OF INFORMATION SYSTEMS
Andrey Semakhin

THE DETECTION OF ATHEROSCLEROTIC PLAQUES IN B-IMAGES IN COMPARISON WITH HISTOLOGICAL
PATTERNS
Jakub Skacel, Jiri Blahuta

VYUZIVANI SOCIALNICH SiTI PRO MONITORING AKTIVIT NEZISKOVYCH ORGANIZACI — VIZUALIZACE DAT
Magdalena Hornova
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VLIV VELIKOSTI POPULACE NA KVALITU RESENi ULOHY OBCHODNIHO CESTUJICIHO GENETICKYM 1520
ALGORITMEM
Ondrej Mica
THE NATURE (CHARACTER) OF THE INFORMATION — TECHNOLOGY MEANS IN CRIMINAL PROCEEDINGS 1528
Marcela Tittlova
VYUZITIE NASTROJOV GIS PRI MAPOVANI VIZUALNEHO SMOGU V MESTE MEDZILABORCE 1538
Viera Hurcikova
DETERMINING HYSTERESIS THRESHOLDS OF CANNY EDGE DETECTOR FOR LINES DETECTION 1546
Lubos Jurdanek
BASIC PRINCIPLES OF SECURITY DESIGN IN SMART GRIDS NETWORK SOLUTIONS ON IPV6 1551
Lukas Petr, Josef Hordlek, Oldrich Hordak
DISTRIBUCE TELEVIZNIHO SIGNALU MEZI VYSILACEM A ANTENOU POMOCI EVENT-B 1558
Said Krayem, Emad Awwama, Ivo Lazar, Alena Kolcavovad, Zuazna Patikova
DIFFERENT KINDS OF PLAGIARISM AND HOW TO SOLVE THEM 1567
Martina Skantdrova, Martin Hordk, Jakub Langer
KM - DOLEZITY FAKTOR USPESNOSTI PODNIKU 1575
Magdaléna Carachova
PRIRODNI VEDY | NATURAL SCIENCES
THE ISSUE OF HAND HYGIENE FROM THE MEDIC POINT OF VIEW 1583
Jana Horova, Zuzana Svafra'nkovd, Lukds Stich
BIOCHEMICAL CHARACTERIZATION OF ENDO-$-1,4-XYLANASES FROM TRICHODERMA LONGIBRACHIATUM 1590
Daniela Debnarovd, Daniela Chmelovad, Zdenka Hromadkovad, Miroslav Ondrejovi¢
THE REMOVAL OF SYNTHETIC DYES FROM WASTEWATER, TRADITIONAL METHODS AND NEW TRENDS 1599
Barbora Legerskd, Daniela Chmelova, Miroslav Ondrejovi¢
IMPROVING THE TECHNOLOGICAL QUALITY OF MILK BY INHIBITION OF PSYCHROTROPHIC 1609
MICROORGANISMS
Lucia Pukancikovad, Miroslav Ondrejovic¢, Daniela Chmelova
ANTIOXIDANT ACTIVITY OF NATURAL PHENOLIC COMPOUNDS FROM THE BARK OF PICEA SPECIES 1617
Dominika Skulcova, Erik Krosldk, Daniela Chmelovd, Miroslav Ondrejovic
INPUT OF HEAVY METALS INTO SEEDS OF FABA BEAN (FABA VULGARIS MOENCH.) CULTIVATED IN TARGETED 1624
CONTAMINATED SOIL
Maria Timoracka, Dalaram S. Ismael, Alena Vollmannova, Daniel Bajcan
AGE STRUCTURE OF GALANTHUS NIVALIS L. COENOPOPULATIONS IN TWO TEMPERATE DECIDUOUS 1632
FORESTS IN SW SLOVAKIA
Patricia Marinicova, Pavol Elias
PHYTOTOXICITY OF AIRBORNE BRAKE WEAR PARTICLES TO SINAPIS ALBA L. 1639
Hana Rajhelova, Pavlina Peikertova, Katerina Mamulova Kutlakova, Miroslav Vaculik, Jana Kukutschova
PROMENLIVOST PARAMETRU KVALITY VODY V ZAVISLOSTI NA SILNICNi DOPRAVE 1645
Kristyna Soukupovd, Renata Dvordkova
GROWTH CHARACTERISTICS AND ACTIVITY OF AMINOPEPTIDASES OF LACTOBACILLUS FERMENTUM CCM 1654
7192 AND LACTOBACILLUS ZYMAE CCM 7241
Kvetoslava Kacmarova, Dana Urminskad
DETECTION OF GLIADINS AND SECALINE BLOCK IN WHEAT GENOTYPES BY A-PAGE 1662
Dana Mihalikova, Zdenka Galova, Milan Chiiapek
VLIV SPECIFICKE SPORTOVNI ZATEZE NA POHYBOVY APARAT DETi A MLADEZE 1669
Monika Kimlickova, Jakub Prosek, Pavel Bohm
FYZIOTERAPIE SYNDROMU BOLESTIVEHO RAMENE U HAZENKARU S DURAZEM NA PREVENCI 1674
Pavel Bohm, S‘tépa’n Uherek, Simona Hdajkovd, Monika Kimlickova
REHABILITACE PACIENTU PO CEVNi MOZKOVE PRIHODE S VYUZITIM WALKAIDE SYSTEMU 1681
Monika Kimli¢kovad, Tomas Modlinger, Pavel Bohm, Petra Reckziegelova, Irena Novotnd
OVLIVNEN{ ZIVOTNIHO STYLU SENIORU PROSTREDNICTVIM POHYBOVE AKTIVITY 1686
Monika Kimlickova, Anna Balcarkova, Pavel Béhm
ISOLATION AND CHARACTERIZATION OF BIFIDOBACTERIUM CRUDILACTIS FROM CAMEL MILK ORIGINATED 1693
FROM THE KAZAKHSTAN AREA
Akkenzhe Omarova, Chahrazed Mekadim, Vera Bunesova, Jiri Killer, Vojtech Rada, Zhanara Tulemisova
STRATEGIE POCITACEM PODPOROVANE VYUKY PRIRODOVEDNYCH PREDMETU 1701
Miroslav Zamarsky
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MOLEKULARNO-GENETICKA PODSTATA DILATACNEJ KARDIOMYOPATIE
Ema Surmankova, Iveta Boronova, Silvia Durankova

MICROBIOLOGICAL STUDY OF APIS MELLIFERA DRONES’ SPERM RESISTANCE
Aleksnadra Los, Grzegorz Borsuk

STAVEBNICTVI, STROJIRENSTVI | ENGINEERING, BUILDING INDUSTRY

NAVRH SPOJENI NABOJE S HRIDELEM POMOCI PRESAHU
Petr Hruby, Miroslav Gombar, Jan Kmec, Pavla Zidkovd

STAVEBNO-TECHNOLOGICKA PR{PRAVA LETECKYCH PRAC S VYUZITIM SIMULACNEHO MODELOVANIA
Andrej Bistik, Zdenka Hulinova

SWAY BUCKLING INFLUENCE FOR PORTAL FRAMES WITH LACED BUILT-UP MEMBERS. THE PARAMETRIC
STUDY
Michal Kovac, Zsuzsanna Vanik

PROGRAMOVY MODUL PRO VYPOCET UTAHOVACIHO MOMENTU SROUBU
Jan Kmec, Jakub Gause, Marcel Gause, Ondrej Podzimek

STUDYING KNOWLEDGE ABOUT ECO-DESIGN TOOLS AT DEPARTMENT OF INDUSTRIAL DESIGN, BRNO
UNIVERSITY OF TECHNOLOGY
Richard Sovjdak

APPLICATION OF NON-TRADITIONAL MATERIALS IN DESIGN OF MACHINE TOOLS CONTROL PANEL
Richard Sovjdk, Eva Fridrichova

POROVNANI MODELU SMYKOVEHO TRENI V NUMERICKYCH VYPOCTECH
Vojtéch Kloucek

ANALYZA KAPACITY MISTA PRIPOJENI SPOJOVACI VETVE NA VYJEZD Z OKRUZNI KRIZOVATKY
Ivan Sedlacik, Petr Slaby

UZITI APLIKACE EXCEL PRI TVORBE PROGRAMOVEHO MODULU PODPORUJICIHO NAVRH NALISOVANEHO
SPOJE NABOJE S HRIDELEM
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MODEL RIZENI DOPRAVNIHO PODNIKU POMOCI
MANAZERSKEHO UCETNICTVI

MODEL OF THE TRANSPORT COMPANY MANAGEMENT
THROUGH MANAGERIAL ACCOUNTING

Anna Jackova

Abstrakt

Riadenie podniku predstavuje osobitné aktivity na stanovovanie a dosahovanie cielov.
Uspesnost’ riadenia spoéiva vo vyuzivani vietkych moznych prostriedkov, smerujicich
k naplneniu cielov. Tieto poznatky sa tykaju aj informacii z manazérskeho uctovnictva,
potrebnych pre manazérov na rozhodovanie.

Kli¢ova slova: riadenie podniku, financné uctovnictvo, manazérske uctovnictvo, model
riadenia dopravného podniku

Abstract

Management of a company is an activity specific to setting and achieving goals. The success
of management is to use all possible resources towards meeting the objectives. These findings
also concern the information from managerial accounting, necessary for managers to decide.

Key words: company management, financial accounting, managerial accounting, model of
the transport company management

1 UVOD

Vykonny manazment kazdého podniku, nielen dopravného, vyuZziva vo svojej riadiacej praci
komplexné informdacie o ¢innosti podniku, ktoré¢ mu poskytuje oficidlne uctovnictvo
(finan¢né). Tieto informéacie su sice relativne najpodrobnejSie, ale nie postacujuce.
,,UCtovnictvo podniku sa zameriava na hodnotovu stranku hospodarskej ¢innosti podniku a
zaznamenava jej kvantitativny priebeh. V Uctovnictve sa ekonomické skutocnosti meraju
a vyjadruju vzdy vo vzt'ahu k urcitému podniku. Preto je Gctovnictvo primarne podnikovou
kategoriou, vzniklo a vyvijalo sa v zasade ako nastroj riadenia podniku. Jeho informécie st
sice relativne najpodrobnejsie, ale nie postaCujuce. Preto sa v praxi podnikov vyvinulo
oznacenie manazérske uctovnictvo, ako ndzov pre komplex informdcii potrebnych pre
uspesnu pracu manazérov. Manazérske tctovnictvo predstavuje ti Cast’ uctovnictva, ktord sa
zaobera zhromazd'ovanim udajov o hospodarskych javoch, ich analyzou a spracovanim do
podoby informacii vyuzivanych manazmentom v ekonomickom riadeni podniku.* (Tumpach,
2008, s. 5).

O uspesnosti podnikov rozhoduje nielen odbor, v ktorom podnikajt, ale tiez informacie
pouzivané manazérmi.

2 FINANCNE UCTOVNICTVO

Finan¢né ucétovnictvo vymedzuje podnik vo vztahu kokoliu. Je upravené platnou
legislativou, v podmienkach SR predovsetkym zdkonom o uctovnictve a s tym suvisiacimi
predpismi, Obchodnym zakonnikom, Zakonom o dani z prijmov, dani z pridanej hodnoty a
d’alsimi danovymi a ostatnymi zakonmi, vyhlaskami, smernicami a pod.

-19 -



Na zaklade legislativnych tuprav podnik zostavuje finanéné vykazy, ktorych informacie su
relevantné pre externé okolie. Z finan¢ného ctovnictva vycisleny vysledok hospodarenia je
vychodiskom pre vycislenie a nasledny odvod dane z prijmu (prip. inych dani na zaklade
inych parametrov ziskanych z finanéného tctovnictva).

Finan¢né uctovnictvo zachytava minuly stav, minulé uctovné obdobie, najcastejSie uplynuly
kalendarny rok a preto informacie, ktoré¢ podava st ¢asto neaktualne a pre tilohy controllingu
nedostatocné. Tieto nedostatky eliminuje vnutroorganizaéné ucCtovnictvo, ktoré sa
podrobnejsie zaobera vybranymi ukazovateI'mi, nakladmi a vynosmi na niz§ich arovniach,
nez za podnik celkom. Vnutroorganiza¢né uctovnictvo je mozné realizovat’ ako analytické
uctovnictvo k finanénému uctovnictvu, alebo ako samostatny okruh uctovnictva. Na rozdiel
od finanéného uctovnictva poskytuje prehlady za nizSie organizacné utvary ako podnik
celkom a tiez aj za kratSie ¢asové obdobia.

Finan¢né uctovnictvo teda vyplyva zo =zakona, uspokojuje poziadavky externych
pouzivatel'ov, najmé $tatnych institucii, Standardizuje proces Uctovania, avSak v plnej miere
neuspokojuje interné potreby podniku, ktory vzhladom na Specifickost svojej €Einnosti
potrebuje aj osobitné, Specifické informacie, t. j. nielen tie, ktoré mu prindSa finan¢né
uctovnictvo. Hospodarske operacie evidované vo finanénom tctovnictve su nielen externého,
ale aj interného pdvodu, napr. zmena v stave vyroby, aktivacia nédkladov a pod. D4 sa teda
povedat, ze Cast’ informadcii prebera finanéné uctovnictvo, hoci latentne, z manazérskeho
Gétovnictva. Cim v horSej hospodarskej situacii sa podnik nachadza, tym doleZitejsie su
informacie ziskané prave z manazérskeho uctovnictva.

3 MANAZERSKE UCTOVNICTVO
Manazérske uctovnictvo je tctovnictvo vytvorené pre riadenie a malo by sluzit’ predovsetkym
vedeniu podniku k spravnemu rozhodovaniu o jeho chode a jeho d’alsom rozvoji. Na rozdiel
od finanéného a danového uctovnictva, kde si uzivatelia vyzaduji jednotny vyklad
a porovnatelnost’ predkladanych uctovnych informacii, st G¢tovné informdacie urcené
manazérom charakteristické tym, ze ich obsah nie je predmetom mimopodnikovej regulacie.
Tento uctovny subsystém, nielen Ze nie je jednotne vymedzeny, pokial’ ide o ciel’, obsah
a Struktiru, ale dokonca sa pre neho vo svete nepouZiva ani jednotny pojem.
,»V anglosaskej oblasti sa tento subsystém najCastejSie oznacuje vyrazom manazérske
uctovnictvo (Management Accounting, resp. Managerial Accountancy). Vo franctzsky
hovoriacich zemiach sa oznacuje ako uétovnictvo pre riadenie (Compabilité de Gestion) a
hlavne v najnovsej nemeckej literatire sa pouZziva nazov uctovnictvo nakladov a vynosov
orientované na rozhodovanie (Entscheidungsorientierte Kosten - und Leistungsrechnung).*
(Kral, 2012, s. 20).
U nés pred druhou svetovou vojnou a eSte aj tesne po nej analogické ciele na vel'mi dobrej
urovni sledovalo strediskové podnikové hospodarstvo a Uplné strediskové uctovnictvo. Ich
vyvoj vSak v podmienkach centralne planovaného riadenia obmedzili zdkonné upravy, ktoré
mali za nasledok odtrhnutie uctovnych subsystémov od kalkulacii a rozpoctov a podriadenie
sa narodohospodarskej regulécii odvetvovych a odborovych vztahov.
Blizsie spojenie s anglosaskym, francizskym anemeckym ponatim vSak neponuka ani
sucasna Uprava vnutroorganizacného uctovnictva pre podnikatelov. T4 redukuje poslanie
vnutroorganiza¢ného UcCtovnictva na Uzky rozsah podkladov, ktoré poskytuje potrebam
finan¢ného Uctovnictva.
,»Pri porovndvani manazérskeho uctovnictva so systémom finanéného uctovnictva sa preto
zdoraziiuja jeho obsahovo rozdielne (dualne) ponatia, ktoré st nasledovné:

1. Manazérske uctovnictvo mdze vychadzat' z inak vymedzenych aktiv a pasiv, ako ich

vymedzuju v§eobecné uznavané zasady finanéného ti¢tovnictva.
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2. Manazérske uctovnictvo sa odliSuje od finanéného uCtovnictva vyrazne vacSou
variabilitou aplikovanych ocenovacich principov a konkrétnych spésobov ocenovania.

3. Finan¢né uctovnictvo sa zameriava najmd na minulost, manazérske G¢tovnictvo by
malo poskytnit’ podklady na porovnavanie skuto¢nosti SO ziaducim stavom, resp.
na vyhodnocovanie porovnavanych variantov budaceho vyvoja.

4. Financné Gctovnictvo zobrazuje hospodarsku skutocnost’ za podnik ako celok, vratane
vztahov k vonkajSiemu prostrediu. Predmetom finan¢ného uétovnictva su najma
externé vztahy celostne chapaného podniku a jeho okolia, manazérske uctovnictvo
zobrazuje nielen externé, ale aj interné vztahy medzi Gtvarmi a ich procesmi.* (Kral,
2012, s. 37).

Zakladnym primarnym zameranim manazérskeho G¢tovnictva je poskytnat’ ¢o najkvalitnejSie
informacie 0 faktoroch ovplyviujucich vysku zisku, teda podrobné informacie 0 nakladoch,
vynosoch a ich rozdiele. Oproti finanénému uctovnictvu ma manazérske uctovnictvo nielen
iné obsahové ponatie nakladov a vynosov, ale najma podrobnejsie informacie 0 ich vnutornej
Struktare a ¢leneniach.

4 MANAZERSKE UCTOVNICTVO AKO NASTROJ RIADENIA PODNIKU
Nastroje riadenia spocivaju v spracovani informdacii a dat dolezitych pre kvalifikované
rozhodovanie, planovanie, organizovanie, vedenie a kontrolu, teda riadenie. V zdsade néstroje
riadenia tvoria vrstvy zberu a spracovania udajov. Miera vyuzitia kazdej z vrstiev spracovania
udajov, teda nastrojov riadenia, spociva v potrebe ich vyuzitia pre konkrétnu uroven riadenia.
Zakladom nastrojov riadenia st Standardizované informacné systémy. Takym je aj financné
uctovnictvo. Zber dat v iom je, ako uz bolo uvedené formalizovany najméa podla zakona o
uctovnictve, ale aj d’alSimi smernicami, ktoré sa ho dotykaji, niekedy st to aj interné pravidla
podniku.

Finan¢né uctovnictvo sa sice vyuziva pri riadeni podniku, no pre vécSie podniky, so
Struktrovanym portfoliom a komplexnou procesnou mapou neposkytuje prehl'adné
informacie pre rozhodovanie top manazmentu. V podnikoch klasifikovanych ako stredny a
velky podnik sa finan¢né Gctovnictvo pri riadeni vyuZiva najmai pri operativnom riadeni. Aj z
tohto pohladu ide skor o Specifické druhy riadenia, ako je operativne finan¢né riadenie.
Nadstavbou finan¢ného uctovnictva s teda nastroje manazérskeho uctovnictva. Davaju
manazmentu prehl'ad o agregovanych premennych, o dolezitych pomerovych ukazovateloch
finan¢nej analyzy, dokonca v Specifickych typoch kalkulacii maju manazéri k dispozicii
informacie z finan¢ného Uctovnictva, no priradené k jednotlivym produktom alebo klientom.
Manazérske Gctovnictvo vystupuje ako dolezity nastroj taktického rozhodovania a sledovania
napliania planu vediceho k splneniu strategickych cielov. Tak ako finanéné wiétovnictvo
vstupuje do manaZzérskeho ucCtovnictva, ktoré ho doplni a sprehladni pre potreby
rozhodovania, tak aj manazérske Uictovnictvo vstupuje do d’alSich nastrojov riadenia, ktoré k
vystupom manazérskeho uctovnictva pridavaju d’alSie informacie z nefinancnych aspektov
fungovania podniku. Prikladom takéhoto nastroja je balanced scorecard, ktory k
manazérskemu uctovnictvu pridava rozmer vztahov s klientom a zamestnancami. Balanced
scorecard je jeden z néstrojov taktického rozhodovania, ale tiez kontroly napliiiania planu, &i
uz taktického alebo strategického. Pre strategické riadenie podniku, je vSak potrebné obohatit’
rozmer analyzy interného prostredia vyplyvajiceho z finanéného Uctovnictva, manazérskeho
uctovnictva az balanced scorecard aj o rozmer analyzy externého prostredia, ktoré
ovplyviuje fungovanie kazdého podniku.
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5 MODEL RIADENIA DOPRAVNEHO PODNIKU POMOCOU
MANAZERSKEHO UCTOVNICTVA
Riadenie dopravného podniku, vplyv manazérskeho uctovnictva, riadenie procesov a
integrovany manazérsky systém tvoria spolu s operativnym, taktickym a strategickym
planovanim a rozhodovanim uzavrety cyklus, kedy vystupy manazérskeho uctovnictva maju
nielen vplyv na pldnovanie, rozhodovanie a celkové riadenie podniku, ale maju aj kontroln
funkciu, teda porovnavanie planu so skuto¢nostou. Na zaklade vystupov manazérskeho
uctovnictva moze dochadzat’ aj k revizii operativneho a strategického planu, a cely proces
tvori uzavrety cyklus.
Model riadenia dopravného podniku v podobe cyklu so vzajomnymi vdzbami jednotlivych
prvkov pozostava potom z etdp vypracovavania stratégie, planovania stratégie, vyladenia
organizacie, planovania prevadzkovych Ccinnosti, sledovania, poznivania aucenia sa
a overovania a prispoésobovania.

1. Vypracovavanie stratégie.

Hlavné vystupy tohto prvku riadenia podniku su poslanie, hodnoty a vizia. Predstavuju
najvyssiu urovenn dovodov, preco podnik existuje, k Comu smeruje a aké pravidla sa zavizuje
dodrziavat’. Neobsahuju detailné informécie, len nacért smeru, ktorym sa podnik chce uberat’.
V stilade s viziami, poslanim a hodnotami podniku sa vypracovava strategicka analyza, ktora
je zdkladom formovania stratégie.

2. Planovanie stratégie.

V etape planovania stratégie sa formuju konkrétne prvky strategického planovania. Vystupom
je mapa stratégie, teda konkrétny popis toho, na ktoré¢ trhy, na ktorych zakaznikov, na ktoré
produkty sa bude podnik orientovat’, ako k nim bude pristupovat, ¢o povazuje za svoje silné
stranky a ako sa ich chysta predat’ potencidlnym zdkaznikom. Definuje ciel'ové hodnoty, teda
presné hodnoty, ktoré chce v réznych smeroch dosiahnut’. Spravidla sa tykaju réznych
atributov fungovania podniku, okrem finan¢nych ukazovatel'ov to mdézu byt’ ciele v oblasti
kvality, trhového podielu, splneni noriem a podobne. Jednym z vystupov je tiez portfolio
iniciativ, Ciastkovych c¢innosti podniku, ktoré vedu k naplneniu strategického planu.
Vystupom tejto Casti riadenia je strategicky plan.

3. Vyladenie organizacie.

Predstavuje nastavenie jednotlivych faktorov a podpornych funkcii na vykonavanie ¢innosti.
Moézeme si pod tym predstavit’ formalizaciu organizacnej Struktdry, ktora by mala podniku
umoznit’ efektivne fungovanie, zaskolenie zamestnancov a ich pripravu na podiel'anie sa na
dosahovani strategického ciel'a, nastavenie podnikového informac¢ného systému, a podobne.

4. Planovanie prevadzkovych ¢innosti.

Ide o taktické a operativne planovanie, pripravu konkrétnych krokov, Cinnosti, aktivit a
procesov vyplyvajucich z prevadzky podniku. Vystupom tejto etapy je prevadzkovy plan. Po
planovani prevadzkovych ¢innosti nasleduje ich samotna realizacia, v niektorych pripadoch
jednorazova, spravidla vSak ide o opakované Standardizované aktivity, tvoriace uceleny
proces. Chapu sa ako podstata podniku, ako najdolezitejsi prejav jeho fungovania.
Vykonédvanim aktivit a procesov podnik ziskava praktické informdacie o svojej Cinnosti.
Podnik sa sleduje, poznéava a uci.

5. Sledovanie, poznavanie a ucenie sa.

Vel'mi déleZitym prvkom riadenia podniku je podnikova sebareflexia. Pri vykondvani ¢innosti
a procesov, ktoré tvoria zaklad podniku a prostriedok dosahovania strategického planu je
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nutné mat v podniku opisné a kontrolné mechanizmy. Opisné mechanizmy opisuju
fungovanie podniku - ide najmid o podnikovy informacny systém a systém obchodného
spravodajstva, majuci spravidla formu Standardizovanych sprav so Statistickymi polozkami
opisujucimi prevadzku podniku. MéZu sa nazyvat tiez metrikami - v tom pripade by mali tiez
mat’ prislusné ciele, ktoré podnik chce dosiahnut’ - ukazovatele vykonnosti z prevadzkového
planu. V tejto etape sa vyhodnocuji podnikové procesy a podnik sa uci, v ¢om sa mu dari, ¢o
treba zmenit, ako vlastne funguje.

6. Overovanie a prisposobovanie

V poslednej etape cyklu sa overuje porovnanie prevadzkového planu so skutocnostou, a
korelacia ukazovatel'ov strategického planu s agregatnymi ukazovateImi pochadzajucimi z
prevadzky podniku. Ukoncenie cyklu konéi po Siestej etape modelu riadenia, kedy top
manazment podniku dostava informacie o ucelenom obraze o podniku, a rozhoduje 0
revidovani stratégie, pripadne o zmene strategického planu alebo prevadzkového planu.

Manazérske uctovnictvo vstupuje do riadiaceho procesu dopravného podniku niekol’kokrat:

* V procese planovania trzieb sa vyuZivaji prognoézy trzieb na zéklade vystupov
manazérskeho uctovnictva a nadstavbovych néstrojov riadenia, ktoré pouzivaju
vystupy manazérskeho uctovnictva.

= Strategicky plan je definovany a kontrolovany nastrojmi napriklad ako Balanced
Scorecard, SWOT analyza, Activity Based Costing a iné.

* Prognodza trzieb a zdrojov prechadza do prevadzkového planu, v ktorom sa meni na
zelané stavy v buducnosti - metriky, alebo tiez ukazovatele vykonu.

» Na zéklade opisov procesov podniku vznikd analyza procesov podniku, okrem inych
aj analyza ziskovosti - spolu s d’al§imi vystupmi, ktoré sa zhromazd'uju vo vsetkych
etapach a sluzi ako podklad top manazmentu pre riadenie podniku.

6 ZAVER

Riadenie podniku predstavuje osobitné aktivity na stanovovanie a dosahovanie cielov.
Uspesnost  riadenia dopravného podniku spo¢iva vo vyuZivani vsetkych moznych
prostriedkov smerujucich k naplneniu cielov. Tieto poznatky sa tykaju aj informécii
z manazérskeho uctovnictva, potrebnych pre manazérov na rozhodovanie.

Pri zdokonal'ovani riadenia je potrebné pozriet’ sa na sposob riadenia, ktory realizuje manazér
na urovni riadenia podniku, alebo na urovni vnutroorganiza¢ného Utvaru. Zda sa, ze je to
jednoduché. Ale nie je to tak. V prvom rade je potrebné si uvedomit’, Ze riadenie nie je
monolitna ¢innost’, ale sti€ast’ pohybového ovplyviiovania inych pohybov, ktoré maju svoju
logiku a intenciu. Ak sa pri riadeni nebude na to prihliadat, tak vznikne konflikt vyvolany
pohybovou koliziou s ndsledkom zmarenej energie. Preto je potrebné si uvedomit’, Ze riadenie
je koncentrované Usilie na dosiahnutie stanoveného ciel'a s o najmenSou spotrebou energie.
Pozostava z viacerych Ciastkovych ¢innosti oznacovanych ako ciastkové riadiace ¢innosti.
NajcastejSia a najdoraznejSia Ciastkova riadiaca Cinnost’ je rozhodovanie. K rozhodovaniu
dochadza vzdy vtedy, ked je potrebné zvolit’ jednu z viacerych moznosti. K tomu su ale
potrebné informacie. Praca s informaciami totiz prenikd vSetkymi ciastkovymi riadiacimi
¢innostami. Mozno povedat, Ze informdcie su nervovou vystuzou riadenia. V procese
riadenia sa d4 snimi stretnat vSade aneustale snimi treba nieCo robit. Bez prace
s informaciami nie je mozné riadit’.

V procese riadenia sa denne vyskytuju rdézne problémy, ktoré treba rieSit. Prejavuju sa
nespokojnostou so skutoénym stavom, vznikom potreby rieSit problém a dosiahnut
pozadovany stav odstranenim pri¢in, ktoré problém vyvolali. Problémy aich rieSenia
prenikaju do vsetkych Ciastkovych riadiacich ¢innosti, predovsetkym vSak do rozhodovania.
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Niektoré podniky dokazuji, Ze kich tspechu prispieva aj kvalitny informacny systém,
Ktorého integrujicim prvkom, vrcholom, je manazérske uctovnictvo. Uvedomuju Si, Ze
Vv konkurencii obstoja len vtedy, ak budi schopné efektivne riadit’ faktory, ktoré ovplyviuju
vynosnost’ vlozeného kapitalu a financnu poziciu a preto sa rozhodli budovat’ takyto systém
v podniku.
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PROJECT MANAGEMENT FROM BENEFITS PERSPECTIVE

Elena Drabikova

Abstract

Project management is the process which concentrates efforts to accomplish a project
successfully. This began to emerge as a necessity according to rising projects complexity. The
paper deals with project management from benefits outlook. Project benefits management is
examined as well as project benefits management process. In this connection, the individual
established steps of this process are studied. In addition, detailed scheme for benefits
realization process is stated.

Key words: project management, benefits, project benefits management

1 INTRODUCTION

Project management (Lappe and Spang, 2014) has improved by passing a number of
evolutional phases and has become extended and frequently applied management technique.
Meredith and Mantel (2011) state project management as “a means by which organizations
achieve their objectives”. Harrison and Lock (2004) noted that “the purpose of project
management, and the principal role of the project manager, is to achieve all the set project
objectives in spite of the risks”.

Literature as well as various authors distinguishes two basic strategies in project management:
output-focused approach and benefit-oriented approach. The first appointed is the traditional
one. Considering its limitations, more and more common is the benefit-oriented project
management.

2 PROJECT BENEFITS MANAGEMENT

Project benefits management reached enormous expansion in recent years (lka and Hodgson,
2014). Bradley (2012) formulates benefit as follows: “an outcome of change that is perceived
as positive by a stakeholder”. Usually quantifiable and worthful outcomes are considered. In
this connection, Ward and Daniel (2012) define benefits management as “the process of
organizing and managing such that the potential benefits arising from the use of IS/IT are
actually realized”. Melton and lles-Smith (2009) determine benefits management as follows:
“The management of benefits is a crucial project process which is typically managed by the
project manager on behalf of the sponsor.”

It should be made clear (Cooke-Davies, 2002) that positive achievement of the project
management can not be automatically held as positive achievement of the project itself. To
eliminate this existing practicality, it is required to combine stakeholders’ vision with project
expected results - benefits.

Project benefits management may be characterized by these strategic points (Chih and
Zwikael, 2015):

* managerial targets,

= project aims,

= performance assessment,
= project leadership.
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Main focus of managers is on the inputs and outputs guidance with the effort to optimize final
project benefits realization. The numerous project targets include the most significant plans
implementation, reflection to stakeholder priorities and organizational potential refinement in
the capacity field. Benefit-oriented strategy relates also to performance evaluation. It is
carried out by measuring the success of the complex project as well as the success of the
project management. Project leading comprises, as in the other cases mentioned above,
manifold orientation. It entails project proprietor management of the benefits realization
running and major head manager leading of the output delivery operation.

In the context of IT management (Ashurst et al., 2012), the need to make analyzes and
subsequently to use acquired information in practice is particularly necessary. However, IT
benefits management sphere is determined by some specifics. It is quite challenging
(Schwabe and Bénninger, 2008) to appreciate and reach IT benefits. It should be noted that, in
general, investment in IT does not bring benefits straightly. IT investments are especially
means for modifications in organization which allow the creation of benefits. Another fact is
that just some benefits are financially calculable.

Peppard et al. (2007), due to the mentioned uniqueness of IT, specify a set of statements about
the realization process of IT benefits:

= just IT ownership does not mean automatically value creation,

= |T generates benefits only on condition that operative individuals/groups can act in a
new working way,

= solely managers and users are in a position to evoke changes in the organization for
benefits appearance from the IT investments,

= each IT project reports some results but not every time in the benefits form,

= active benefits’ managing is needed even after the realization of the project technical part.

A lot of IT projects (Rodrigues and O'Neill, 2010) assumed to provide benefits do not fulfill
required expectations. One of the most frequent causes is disregard of business alteration
consequences during the appreciation practice. Other reasons are under efficient process of
assessment in connection with capital investments and vague business state comprehension by
persons making resolutions. High percentage of projects does not transmit sufficient outturn
compared with the funding. Moreover, the majority of managers do not participate enough in
evaluation analyzing of IT investment. Other notable reality is that in many instances the
manager does not find IT investment estimate as significant element in the organization.

From a global perspective, the most common reasons of benefits non-performance can be
summarized to the next frequently emerging matters (Caldeira et al., 2012; Clarke and
Doherty, 2004):

* meet the term of finalization,

= fit into the specified financial plan,
= achieve all set objectives,

= complete project at all.

3 PROJECT BENEFITS MANAGEMENT PROCESS

Project benefits management is performed in next established steps (Bennington and
Baccarini, 2004):

1. Benefits Identification,

2. Benefits Realization Planning,
3. Benefits Monitoring,

4. Benefits Realization.
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3.1 Benefits Identification

First action necessary for starting benefits management process is benefits identification. It
includes benefits definition and documentation. This applies particularly to benefits that are
the most significant to decision makers. Some of the tools to determine benefits are
workshops, checklists, centralized databases or published literature and interviews.

In the case of IT projects appreciation has been indicated that benefits identification together
with measurement is the most challenging question. Benefits of IS/IT projects are difficult to
identify for a numerous reasons arising from their specificities:

= mostly the intangible nature,
= complexity,
= modification during the time.

Declared benefits identification problems have been debated (Love and Irani, 2004) and it has
been concluded that there exist some segments with slight, negligible or no benefits at all.

3.2 Benefits Realization Planning

Ashurst, Doherty and Peppard (2008) define the benefits planning competence like “the
ability to effectively identify and enumerate the planned outcomes of an IS development
project and explicitly stipulate the means by which they will be achieved”.

In fact, benefits realization planning is based on development of the benefits realization plan.
Mentioned plan constitutes fundamental pillar for effective business benefits implementation
in each organization. It is the main reason why is necessary to manage the benefits planning
before putting project into practice.

The plan of benefits realization should at least suggest (Bennington and Baccarini, 2004):

= in what way are the benefits associated with the output of the project,

= in which business sphere should the benefits appear,

= guaranteed benefits delivery operation that stakeholders claim for,

= determination of personal responsibility in the organization for the delivery of
benefits,

= who in the organization will obtain them,

* in which exact period the benefits will be realized.

3.3 Benefits Monitoring

Active monitoring and evaluation of the IT projects results is one of the abilities that
organizations must dispose with. Monitoring should be carried out continuously. Lin and
Pervan (2003) identified several reasons of monitoring non fulfillment:

= expensive post realization benefits reviews at the desired level,

= deficient IS/IT adoption practice in organizations,

= difficult consideration about individual benefits after project application,

= objections against excessive benefits delivery supervision in organization culture,
= insufficient attention given to intangible benefits during the decision-making.

3.4 Benefits Realization

Benefits realization relates to benefits delivery follow after provision of the project scope and
project objectives assessment within the meaning of their achievement and consequent
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positive transformation in specific benefit metrics caused by the realization (Melton, 2007).

The benefits realization process is depicted in Figure 1 below.
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Figure 1 The process of benefits realization
Source: own adaptation from Melton, 2007

Realization of the benefits is based on the statements specified in previous project stages. “It
is the point at which the link between the project deliverables which have been completed and
the benefits they have enabled are confirmed.” (Melton, lles-Smith and Yates, 2008)

4 CONCLUSION

Project management is declared as a guidance notion for managing various activities with
emphasis on resolving intermediate issues. Implementation of the project management
concept by the companies has definitely noticed a rising trend. Its usefulness is registered
especially regarding on leadership of the complex processes. Well execution of project
management has become the strategic question of company success.

Two main project management approaches are standardly realized in practice. These are
output-focused procedure and benefit-oriented procedure. The paper was dedicated to the
second one. Discussing the benefits, each company should direct the efforts to achievement
benefits for client as well as for itself. Naturally, the costs are needed to be watch out. It
should be noted in this connection that many empirical studies showed costs reduction right
by investment to the project management. What is more, it was proved that financing the
company’s project management process development will pay off in the manifold forms, not
just in mentioned primary costs saving. Other positive effects arise like increase efficiency of
the project managing or new funding sources obtaining.
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There exist a several project benefits management methodologies. The most often used by
companies are the Cranfield benefits management process model, the DMR model, the Active
benefit realization model and the Model of benefits identification. The correctness of the
particular model choice depends on, among other factors, the degree of project complexity
and uncertainty.
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METODA KAIZEN A JEJI UPLATNENI V PRUMYSLOVEM PODNIKU
KAIZEN METHOD AND ITS APPLICATION IN INDUSTRY

René Pelanek

Abstrakt

Tento ¢lanek se zabyva vyvojem metody Kaizen a jeji aplikaci do primyslovych podniki.
Jako prakticky priklad je uvedena firma Continental, ktera je pfednim vyrobcem komponentt
v automobilovém promyslu. Clanek se konkrétnd zaméfuje na Centrum lepeni loga,
kde se provadi nalepovani log na plastové automobilové kli¢e. Je zhodnocena soucasna
situace anavrzeny zmény ve form¢ zavedeni kanbanu na rozpracovanost. Nasledné
je provedeno vyhodnoceni zjisténych vysledk.

Kli¢ova slova: kaizen, kanban, primyslovy podnik

Abstract

This article deals with the development of Kaizen methods and their application in industrial
enterprises. As a practical example is given company Continental, a leading manufacturer of
components in the automotive industry. The article specifically focuses on bonding Center
logo, which is carried sticking logos on plastic car keys. It assessed the current situation and
propose changes in the form of the introduction of kanban to backlogs. Consequently, there
is an evaluation of the results.

Keywords: kaizen, kanban, industrial enterprise

1. UVOD

V prekladu kaizen znamena ,,zména k lepSimu* (,,kai* — zména; ,,zen* — dobro). Ptesnéji 1ze
tuto metodu definovat jako — malymi kroky ke kontinualnimu zlepSovani. Poprvé byla tato
metoda systematicky aplikovana v dob¢ americké deprese. Pro prekondni této obtizné doby
a nedostatku personalu zfidila americka vlada kurzy pro management zvané Training Within
Industries (TWI) a nabidla je korporacim po celé Americe. Nejvétsimi odborniky té doby byli
J. M. Juran a W. E. Deming. Deming byl predevsim statistik, ktery pracoval v tymu kontroly
kvality a ucil manaZery, Ze musi kazdého jednotlivého zaméstnance zainteresovat do procesu
zlepSovani. Tato filozofie malych krokd vedoucich ke zlepSeni byla zavedena po valce také
v Japonsku. Po skonceni 2. svétové valky vSak v Americe byly Demingovy strategie pro
zlepSeni ignorovany, naopak v Japonsku, se tento koncept stal soucasti japonské kultury
podnikani, coz pozdéji piineslo japonské ekonomice velky uspéch. Koncept neustalého
zlepSovani byl tak uspésny, ze jim Japonci dali vlastni nazev — kaizen (Mauer, 2005).

Jak uz bylo naznaceno, zlepSovani a zdokonalovani je pfirozeny proces a kazdy, kdo nechce
ve svém zivoté zlstat stat na misté, musi své Cinnosti zlepSovat. Japonci nad tim ani
nepiremysleji, maji kaizen v genech.

Co se ty¢e vyuziti metody Kaizen v podnicich, tak by podniky mély pro své vlastni dobro
neustale zlepSovat vyrobni procesy, kvalitu, snizovat plytvani, zkracovat Casy vyrobnich
procesu, nevyrabét na sklad, ale v pfiméfeném mnozstvi, které vyzaduje zakaznik. Kaizen,
tedy neustalé zlepSovani, je se Stihlou vyrobou velmi tizce spjat.
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2. VYZNAM KAIZEN V PODNIKU
Jak jiz bylo uvedeno, kaizen znamend neustalé zlepSovani, do kterého je zapojen v podniku
kazdy, od manazert po dé€lniky. Zakladni principy tohoto systému jsou:

e zaméieni na zlepSeni, ktera vychéazeji ze zkuSenosti lidi ve vyrobé. Management
vétsinu problémi ve vyrobni diln¢ podrobné nezna, (uvadi se, ze az 99 %) na rozdil od
lidi, kteti ve vyrobni diln€ pracuji. 60 az 70 % problémi lze vyfesit bez vynaloZeni
jediné koruny.

e zapojeni pracovnikii do zlepSovani jim pfindsi seberealizaci, pfispiva k rozvoji
schopnosti a vylepsuje podnikovou kulturu (kterd uz tak musi byt na velmi vysoké
urovni, pokud je zaveden kaizen, nebo pokud je podnikova kultura k zavedeni kaizen
pripravena). Kaizen je atmosféra, ve které lidé spontanné piichazeji s napady a
zapojuji se do jejich realizace.

e tfeti princip uvadi, Ze zmény ,,zvenci®, které pouze reaguji na vznikajici problémy
(administrativni rozhodnuti v managementu, pfizvani externi konzulta¢ni firmy), jsou
vétSinou spojené s vySSimi ndklady a jsou méné stabilni. Vykonavaji-li se takové
zmeény bez piimé ucasti vyrobniho persondlu, jsou obvykle ve vyrobé i hiife pfijimané.

e tradicni pohled na vyrobni systém je Ctvrtym principem, ktery vyzaduje od lidi
ve vyrobé jen ,disciplinu a stoprocentni plnéni piikazi a predpisi™. Mulze sice
zabezpecCit stabilitu parametri systému, ale zanedbava to nejcennéjsi ve vyrob& —
lidsky potencial. Lidé by nem¢li byt ve vyrobé placeni jen za plnéni ukolu. Je tieba od
nich pozadovat, aby si v§imali detailti, a odhalovali formy plytvani, a hledali moznosti
jak dosahnout uspor jak Casovych, tak finanénich — a odménovat je za tuto ¢innost
(Kosturiak et al. 2010).

Systém zlepSovani ma nasledujici faze:

1. V prvni fazi jde obvykle o to, aby se lidé zacali divat kolem sebe otevienyma oc€ima,
aby pfekonali pasivitu a nezdjem, aby upozoriiovali na problémy, i kdyz se hromadné
nezapojuji do jejich feseni.

2. Druha faze se obvykle zamétuje na to, aby se co nejvice lidi zapojovalo od zlepSovani
procest. Odménuji se obvykle i bezvyznamna zlepseni a cilem je kvantita. Trva-li tato
faze ptili§ dlouho, systém se zhorSuje.

3. Treti faze se zamétuje na kvalitu zlepSeni, pfinosy a cilena zlepSovani. Tady je tieba
vzit v ivahu, Ze zlepSovani procesii neni soutéz v technické tvotivosti. Nejlepsi feSeni
jsou obvykle ta, kterd vznikla ptimo v procesu, jsou jednoducha a nevyzaduji zZadné
investice.

4. Ctvrtou fazi je stav, kdy lidé zlepSuji bez naroku na odménu, kdy povazuji zlepSovéni
za Gplné pfirozeny proces, ktery pomahd firmé (a tedy i1 jim) prezit a dosahovat
vyssich vydelki a stability. (Kosturiak et al. 2010).

Kaizen neni pouze jedna metoda, jedna se o zastieSujici pojem, pod né&jz lze zahrnout rizné
japonské praktiky, které dosahly velké popularity (viz obrazek 1). Kli¢ovou vyhodou pak
bezesporu je, Ze zavedeni filosofie Kaizen nevyzaduje 74dné nakladné a specialni techniky
nebo technologie, ale vychazi z aplikace n¢kolika jednoduchych metod. (Imai, 1986).
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KAIZEN

+ QOrientace na zikazniky. * kanban

+ absohimi kontrola kvality (TQM). ¢ zdokonalovand kvality,

+ tobotika, s pravé véas” (JIT),

+ kroufky kontroly kvality, o Fidné kazové zbofi (SiX sigma),

s gystém zlepiovacich navrhil, + aktrvity malvch skupin,

s automatizace, » dobré vztahy management-zaméstnanci,
+ disciplina na pracovisti, s mvySovanl produktivity,

+ absolutni (driba vyrobnich prostiedkd (TPM), » wvyvoj novich produk,

Obrazek 1: Zastresujici pojem Kaizen (Imai, 2008)

Zasady strategie Kaizen

Kazdému zlepseni, i kdyby bylo jen mélo vyznamné, se musi vénovat pozornost.
Kaizen je otevieny pro kazdého. VSichni pracovnici mohou participovat na procesu
zlepSovani.

Dtiv, nez se n&jaké zlepSeni zavede, musi byt pfesné analyzovano s ohledem na
existujici stav a mozné pozitivni nebo negativni vlivy.

Kaizen predstavuje 50 % prace dobrého manazera.

Management ma dva hlavni tkoly — vytvofeni a udrZzovani standardi a jejich
zlepSovani.

Vyzdvihovani tlohy pracovniho tymu, podpora participace a iniciativy pracovniki pfi
feSeni problémi.

Reseni hledat pomoci pracovnich schiizek tymu pod vedenim moderatora. DileZita
je dobra piiprava a vedeni schlizky, jakoz i vybér témat a zabezpeceni prosazeni
realizace piijatého feseni.

Informovanost o aktudlnim stavu ve vyrobé, problémech a podnikovych cilech,
nasmérovat proces zlepSovani na oblasti, které tvoii omezeni, resp. uzkd mista
v podniku.

Silnd podpora ze strany vedeni podniku. Kaizen je postaveny na aktivitach zdola,
ale vyzaduje silnou podporu shora.

Motivaci pracovnikil je spolutcast na uspéchu. Materidlni a finan¢ni ohodnoceni
dobrych feseni.

Podpora zlepSeni, kterd se daji rychle vyhodnotit a realizovat a nevyzaduji vysoké
investice.

Vytvoreni organizacnich predpokladii pro zlepSeni moznosti komunikace mezi
pracovniky (konzultaéni mistnosti, navstévy pracovnikli managementu ve vyrobg,
komunikace v prubéhu vyroby apod.) (Kosturiak, Frolik, 2006).

3. KAIZEN V PRUMYSLOVEM PODNIKU CONTINENTAL

3.1. Popis spolecnosti Continental

Continental Corporation jednim z velkych svétovych lidri v oblasti automobilového
primyslu. Spole¢nost dnes zaméstnava ptiblizné 150 000 zaméstnanct v témét 200 lokalitach
v 36 zemich svéta. Jako dodavatel produktii v oblasti pneumatik, brzdovych systém,
podvozkovych komponentii a vozidlové elektroniky pfispiva spolecnost ke zdokonalovani
Jizdni bezpecnosti.

Spoleénost Continental v Ceské republice piisobi v zavodech v Adr$pachu, Brandyse nad
Labem, Frenstat¢ pod Radhostém, Ji¢in€, Otrokovicich a Trutnové a zaméstnava témer
13 000 zaméstnancii. V Ceské republice vyrabi palivové dopravni jednotky, palubni pfistroje,
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ovladaci panely klimatizaci, rddia a navigacni systémy, brzdové valce a posilovace brzd,
senzory, elektronické fidici systémy, trysky, cerpadla a pumpy, ventily, hadicové systémy,
motory pro topeni, plasté pneumatik pro osobni a ndkladni automobily a pro autobusy,
dodavky a specialni stroje, ventilaci a klimatizaci a dalsi.

3.2. Proces Kaizen ve spole¢nosti Continental

Kaizen aktivity jsou ve spolecnosti Continental soucasti systému neustalého zlepsovani, ktery
je oznacen zkratkou ConCIP (Continental Continuous Improvement Process). Prvotni
individualni navrhy ke zlepSovani, jsou zde datovany jiz od roku 2003.

Individualni navrh si mize podat kterykoliv zaméstnanec spole¢nosti. Podat navrh znamena
zapsat svij navrh do systému, nechat ho schvalit urenym pracovnikem a poté piimo
zrealizovat nebo domluvit realizaci s kompetentnim pracovnikem. Existuji zde dvé formy
odmeén. Pokud navrh pfinese realné uspory, je ¢ast uspor vyplacena pracovnikovi. Pokud
nejdou uspory piimo vycislit, napiiklad u zlepSeni bezpecnosti prace, kvality, ochrany
zivotniho prostiedi apod., dostane pracovnik body, za které si potom ve firemni prodejné
muze zakoupit drobné darky. V poslednich letech se Gcast v tomto programu pohybovala
okolo 90 % a v priméru kazdy pracovnik podal 6 zlepSovacich navrhi za rok.

Dalsi formou zlepSovani jsou kaizen krouzky a kaizen workshopy. Zakladem tohoto systému
je tzv. kaizen organizaéni struktura, ve které nalezneme funkce kaizen praktikanta, kaizen
trenéra a kaizen manazera. Kaizen praktikanti jsou pracovnici, ktefi pracuji v jednotlivych
odd¢lenich zavodu a maji trénink na zlepSovani metodou kaizen (pfevazné se jedna o vedouci
linek, tymové predaky a vedouci skupin). Jsou disciplinarné podtizeni svym vedoucim utvar
a v oblasti zlepSovani jsou metodicky fizeni kaizen trenérem.

Kaizen krouzky jsou mini workshopy (30 — 60 min), které jsou pravidelné organizovany
a moderovany kaizen praktikantem piimo na dilnach nebo v kancelafich. Tématem téchto
workshopt je pfevazné vyhledavani ztrat a jejich eliminace. Kaizen krouzku se ucastni 3 — 5
pracovniktll, vétSinou operatofi, sefizova¢i a bézni technicko-hospodaisti pracovnici.
Vystupem jsou navrhy na zlepSeni a jejich realizace, které jsou hodnoceny podle stejnych
pravidel, jako individualni navrhy.

Kaizen workshop je metoda, ktera vede ke strukturovanému feSeni problému s vyuZzitim
nastroji jako brainstorming, bodovd metoda, Ishikawa diagram, 5x pro¢, hodnotici matice
apod., pro zvySeni efektivity feSicitho tymu. Kaizen workshopy trvaji 1 — 5 dnt. Kazdy
workshop je kaizen trenérem vyhodnocen a vysledek je prezentovdn managementu.
Po uzavieni workshopu zajisti sponzor vyplaceni odmény pro ¢leny feSiciho tymu podle
pravidel stejnych jako u individualniho navrhu (body nebo penize) (Continental).

3.3. Zavedeni kanbanu v Centru lepeni loga v Continental

Praticka cast ¢lanku se konkrétné¢ zamétuje na zavedeni kanbanu v Centru lepeni loga
v Continental Automotive Systems Czech Republic s.r.0., Frenstat pod Radhos$tém a na popis
vyroby na tomto pracovisti. Nasledujici informace byly poskytnuty spolec¢nosti Continental.
Vyrabi se zde horni dily, spodni dily, a spodni dily s nalepenym logem, které pak dohromady
vytvoii plastovy Klic.
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Volvo — Passive Key Webasto — 75 John Deere - BCU
Obrazek 2: Produkty spolecnosti Continental (Continental)

V Centru lepeni loga je k dispozici regal na vstupni material, pét lepicek vybavenych
potfebnou dokumentaci k lepeni, lepicka transpondéru a regaly ke schnuti hornich dila
S nalepenym logem. Dispecer na zéklad¢ kanbanu na vstupni material dodd do regalu
potfebny material ze skladu. Operatofi si z regalu odebiraji material dle pokynii tymového
predaka. Odebrany materidl v bednach si operator umisti k dané lepicce.

Tymovi ptedaci musi kontrolovat mnozstvi nalepenych spodnich dilti s vyrobnim planem
pro jednotlivé varianty. Nevyhodou tohoto planovani je, Ze se rozhoduje pouze na zakladé
jejich zkusenosti. Pficemz muze dojit k tomu, Ze u nékterych variant naplanuji vice nez
je tieba (vysoka rozpracovanost), u jinych méné, nez je tieba (zastaveni vyroby). Je tedy
nutné najit systém, ktery bude sdm sebe fidit a nebude vyzadovat, aby se vSe pocitalo rucné
a dochézelo k chybnym rozhodnutim tymovych predakda.

3.4. Vymezeni projektu

Momentalné je zavedeny kanban na vstupni material a u spodnich dila klici je kanban
zavedeny jen na spotfebu. Horni a spodni dily bez nalepen¢ho loga jsou soucasti kanbanu
na vstupni material. Rizeni rozpracovanosti pomoci kanbanu se bude zavadét pouze pro
spodni dily s nalepenym logem. Spodni dily se nalepenim loga a naslednym schnutim meéni
ze vstupniho materialu na rozpracovanost. Kanban na rozpracovanost (WIP-work in process)
bude zaveden pro pét projektii se sedmi variantami spodnich dilti kli¢t s nalepenym logem.
Nazvy projektd spodnich dilti jsou uvedeny v tabulce 1. Druhy sloupec této tabulky obsahuje
¢isla. MFLB (maschinenlesbare fabrikatebezeichnung-strojové citelné 0znaceni vyrobku)
variant spodnich dili pfed nalepenim loga, tfeti sloupec pak ¢isla variant po nalepeni loga.

U vsech spodnich dilti s nalepenym logem, pro které se zavadi kanban je totozna doba schnuti
loga, tj. 24 hodin. VSechny spodni dily jsou po nalepeni loga umistény do blistru. V kazdém
blistru musi byt privodni identifika¢ni listek (PIL), kde je uveden nadzev projektu a dané
MFLB, ukonc¢ena operace, datum a hodina jejiho ukonceni, hodina, kdy je mozno dil déle
zpracovavat, sména a podpis zaméstnance. Do blistru se vejde rizny pocet spodnich dilt
V zavislosti na jejich varianté (viz tabulka 2).

Tabulka 1: Nazvy projektii véetné MLFB pred Tabulka 2: Pocet dilii s nalepenym
a po nalepeni loga (Continental) logem v blistru (Continental)

Projekt MLFB Pied | MLFBPo MLFB Blistr/ks

P1007 40AK49351 | 5WK49351 SWK43351 100

Ford PK 40AK48794 | SWK4E794 SWK48794 60

Ford NGK 40AK48791 | swikegTol SWK48791 30
40AK48071 | 5WK48D71 SWK48071 100

Ford C170
40AK47899 | swik47899 SWK4 7899 100

ol Y25k 40AK49224 | swikdg224 SWK49224 64
40AK49225 | 5WK49225 SWK49225 64
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Blistry se umistuji do supermarket ke schnuti. Na supermarketu je vzdy vyznacen nazev
projektu. Do kazdého supermarketu lze vlozit 26 blistrii. Na pracovisti je celkem 25
supermarketd, v 7 regalech. Pro zajisténi principu FIFO (first in, first out) je urCen zplsob
vkladani blistrii s nalepenymi logy (zprava do leva). Blistry se pievazeji mezi jednotlivymi
pracoviSti pomoci voziku v bednach. Kazda bedna obsahuje ctyii blistry. Tyto bedny
se prevazeji po prislusné dob& schnuti ze supermarketu do konecné vyrobni buiky,
kde se vytvaii finalni vyrobek, a to kli¢ s nalepenym logem ptislusné znacky (Continental).
| == = 5
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Obrdazek 3: Blistry v supermarketech (Continent
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3.5. Vypocet kanban karet a supermarketii

K vybranym polozkam pro zavedeni kanbanu byly dodany data, na jejichz zakladé doslo
K vypocitani poctu kanban karet, supermarkett a regalii pro zajisténi potfebného mnozstvi
zasob rozpracovanosti. DalSim piedpokladem jesté pted implementaci kanbanu bylo nastaveni
jednotlivych kanban signald, kterymi jsou v tomto pfipad¢ kanban karta a kanban tabule.

Nazev projektu: Rizeni rozpracovanosti ve vybraném firemnim procesu
Cil projektu: Zavést fizeni rozpracovanosti pomoci kanbanu

Data potiebna k vypoctu
e Jak dlouho trva informovat proces 1 o spotiebé MLFB procesem 2?
Doba cekani signalu pred procesem 1? (vyroba jineho MLFB)
Doba zmény varianty z B na A.
Doba vyroby prvniho (= jednoho) kusu?
Doba vyroby prvni bedny?
Doba transportu blistru do regalu na schnuti?
Kryti nespolehlivosti zarizeni?
Technologicka zdsoba
Doba transportu 1 bedny k procesu 2
Rezerva na vikend
Bezpecnostni koeficient (1,0 az 1,5)
Norma procesu spotreby 50

Dalsi potiebna data zafazena do vypoctu:
e fechnologicka zasoba, ktera pokryje dobu schnuti nalepenych log;
e doba transportu jedné bedny k procesu 2, ktera je nezbytna;
e rezerva na vikend, aby se nemuseli najimat zaméstnanci na vikendové piescasy.
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Informovat proces 1 o spotiebé MLFB procesem 2 trva dvé hodiny. Manipulant zasobuje
vyrobni operace ve dvouhodinovych okruzich — tzn., ze kazdé 2 hodiny obslouzi vSechna
pracovisté. Nejdelsi mozna doba predani signalu o spotiebé je tedy 2 hodiny.

Doba ¢ekani signalu pfed procesem 1, protoze se vyrabi jiné MLFB, je u vsech typt MLFB
deset minut.

Doba vyroby prvniho, tedy jednoho kusu je u jednotlivych variant odlisna. Udaje potiebnych
variant jsou uvedeny v minutach za kus a vychazeji z normy spotieby ¢asu pro operaci lepeni.
Z téchto dat byla dale vypoctena doba vyroby jedné bedny.

Ptenos blistru do regalu na schnuti trva deset vtefin.

Néklad jedné bedny (=4 blistry) na vozik a jeji nasledny odvoz k procesu 2 (do vyrobni
buniky) trva jednu minutu. Tento udaj, stejn¢ jako piedchozi, byl méfen pomoci stopek.

Kryti nespolehlivosti zafizeni je pét minut. Jedna se o primérnou dobu, kterd je spocitana
za vsech pét lepicek v obdobi osmi mésict z analyzy prostoji.

Technologicka zasoba je totozna s dobou schnuti log, tj. 24 h u vSech variant spodnich dila.
Rezerva na vikend — nékteré bunky z kapacitnich divoda vyrabéji i v pres€asovych sménéach
(max. 3 smény za vikend). Z diivodu dodatecnych nakladl na ptes¢asovou praci je nezadouci,
aby i lepicky vyrabély o vikendu, proto do kanbanu bude zahrnuto rezervni mnozstvi schopné
pokryt 3 smény vyroby v buiice o vikendu, zatimco lepicky log o tomto ¢ase nevyrabéji.
Bezpecnosti koeficient je 10 %, jen u varianty SWK48791 je 30 % (z divodu nestability
procesu — vada spodnich dilii odhalena az v buiice na procesu vibra¢niho svarovani). Tyto
koeficienty byly urceny na zaklad¢ zkuSenosti ptisluSnymi zaméstnanci.

Dalsim pottebnym tidajem pro vypocet kanbanu je norma procesu spotieby.

Vsechny ziskané i vypoctené udaje jsou nasledné piehledné sefazeny v tabulce 3. VSechna
zakladni data jsou pfevedena na spole¢nou jednotku, tzn. minuty (Juchelkova, 2011).

Tabulka 3: Vypoctova tabulka (Juchelkova, 2011)

P1007 FORD PK | FORD NGK Ford Sender Volvo Y28x
5WK49351 | 5WK4A8794 | 5 WKA8791 | SWKAB0TL | SWHKATE99 | SWKA9224 | 5WKAS225
min min min min min min min

Jak d.lmlle';n“é informovat proces 1 o spotfebé MLFB 120 120 120 120 120 120 120
procesem 27
Daoba fekini signilu pfed procesem 1 (vyToba jingho
MiERy D PECEH (iryroba j 10 10 10 10 10 10 10
Doba zmény varanty na dané MLFR? 13 13 15 13 15 15 15
Deoba wyroby prvniho (= jednoho) kusu? (min'ks) 0346 0,301 0,301 0,317 0,317 0,387 0464
Dioba vyroby prvni bedny? (min/100 ks) 138 72 108 127 127 99 119
Dioba transportu blistru do regiln na schti? 06 06 0.6 0.6 0.6 0.6 0.6
Kryti nespolehlivosti zafizeni? 3 5 3 5 3 5 5
Technologicka zasoba (min)? 1440 1440 1440 1440 1440 1440 1440
Dioba transportu 1 bedny k procesu 27 1 1 1 1 1 1 1
Rezerva na vikend 1230 0 1230 0 ] 1230 1230
Doba potiebna k doplnéni spotiebované bedny? 1730 1664 2030 1719 1719 11 1041
Berpeinostni koeficient? 01 0,1 0.3 0.1 0.1 0.1 0.1
Celkovi doba potiebna k dopluéni spotiebované bedny? 1903 1831 3800 1891 1501 3113 3235
Nomma procesu spotfeby (buiky) - min/100ks 6045 52,85 16 30 353 30.3 428
Podet ks v supermarketu 3387 3464 23808 6302 3356 8176 7358
Poéet blistri v supermarketu 5 58 165 63 24 118 118
Poéet beden v supermarketu = poéet kanban karet 13 14 66 16 13 32 30

3.6. Navrhy a doporuceni pro oblast rozpracovanosti vyroby
Aby bylo mozné u¢inné implementovat kanban, bylo zapotfebi navrhnout, jak budou
fungovat jeho jednotlivé signaly, kterymi jsou kanban karta, kanban tabule a kanban box.

Kanban karta

Na vyrobni lince byl zaveden jednokartovy kanban. Je tedy pouZita jedna kanban karta, ktera
se vzhledové li$i od kanban karty na vstupni material a to tim, ze kanban karta rozpracované
vyroby je kromé rozdilnych informaci na ni uvedenych vytisténa na zlutém podkladé.
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Karta obsahuje nésledujici udaje: logo spolecnosti, ¢islo materidlu, ndzev materialu, velikost
vyrobni davky, ¢islo kanban karty a jejich celkovy pocet, pocet blistri pro danou kanban
kartu, Cislo okruhu, misto spotfeby. Z druhé strany kanban karty jsou rozepsana kanban
pravidla v osmi krocich, aby je zaméstnanci méli stale na paméti (viz obrazek 4) (Juchelkova,
2011).

Katpan 8 pravidel KANBANU

1, Jedna karta patr k jednomu plnemu baleni
. . Centrum nebo zasobnilos
L. okruhu) misto L "
" e I-ﬂz:h&'plﬂl‘ll loga 2. Pfed viofenim materialu do SM musim
30/3 ofipevnit kartu na baleni nebo zasobnik,

o 3. Po odebrani prvniho dilu ze zasobnilos musim
makerih SWK49351 viozit kanban kartu do "schranky™.

Mazey . 4, Nafasovat dalsi material ze skladu s=mim, jen
S— nalepenym logem kdyi mam k dispozic kanbanowou karw,
Vallnst filo | 5. Nalzsowal smim pouze mnoist uvedend na
diniy ks R podet kanbanowd karts.

= r
6. Karty musim mracovivat v pofadi, v jakém byl
— i/8 wybrdny 22 schranky. (FIFD)

7. Pokud by se vyskytl nedostatek materidu, musi

b4t informovain zodposvidng plinoval.
volva F1 UU? 8. Kartu nikdy nevikibdam do kapsy, ani j
neodndtim 2 vinoby.

Obrazek 4: Predni a zadni strana kanban karty (Juchelkova, 2011)

Pokud se kanban karta ztrati nebo kartu nékdo najde, musi to neprodlené¢ nahlasit odpovédné
osobé¢. Jedna kanban karta je pfifazena k jedné bedné, ktera obsahuje Ctyfii blistry.

Kanban tabule

Kanban tabule nam udava, jaky je stav rozpracovanosti. Vizualné lze vidét, zda je potieba
vyrabét ¢i ne, a také si Ize jednoduse spocitat pfesny stav rozpracovanosti, aniz by bylo
potieba pocitat jednotlivé dily ruéné.

Tabule je barevné rozliSena tfemi zonami barev - zelenou, oranZovou a cervenou. Kazda
varianta spodnich dili ma pfifazeny piislusny pocet kanban karet. Karty umisténé v zelené
z6n¢ znamenaji, ze se mize vyrabét, ale nemusi. Karty umisténé v oranzové zoné upozornuji,
7e uz by se mélo zagit s vyrobou dané varianty spodniho dilu kli¢e. Cervena zona signalizuje,
ze se musi vyrabét, pokud nechceme zastavit nasledujici proces vyroby.

Tabule je umisténa v Centru lepeni loga tak, aby k ni méli snadny pfistup vSichni operatofi.

Kanban box

U rozpracovanosti plni funkci kanban boxu kanban tabule. Signal je v momenté, kdy se za¢ne
spotfebovavat ve vyrobni bufice materidl. Je to umoznéno také kratkou vzdalenosti mezi
vyrobni bunikou a kanban tabuli, ktera je umisténd v Centru lepeni loga. Umisténi karty
na tabuli, tak zabere zanedbatelné mnozstvi Casu.

3.7. Pribéh vyrobni ¢innosti po zavedeni kanbanu na WIP

Tymovy predak fidi vyrobu podle poctu karet na tabuli. Barevné zony signalizuji, které
projekty je zapotiebi vyrabét a které zatim ne. Cilem je, aby pied zacatkem vikendu nebyla na
kanban tabuli Zadnd karta, hlavné u téch variant, kter¢ o vikendu vyrobni buiky
spotfebovavaji. Pokud na kanbanové tabuli neni Zadna karta, je potieba zastavit vyrobu.
Operatofi umisti do kazdého c¢tvrtého blistru spodnich dild klict s nalepenym logem jednu
zlutou kanban kartu a poté blistry pfemisti do regalt pro schnuti dle principu FIFO.

-38 -



Toto barevné rozliSeni slouzi operatorim k tomu, aby jasné (vizualn¢) vidéli, kde maji umistit
blistry s nalepenymi logy a v jakém stavu je rozpracovanost. TaktéZz usnadiiuje praci
materidlovym dispeceriim, kteti odebiraji blistry s nalepenymi logy pro vyrobni buiiky.
Operatofi ve vyrobni bufice spotiebovavaji spodni dily klict s nalepenym logem a prazdnou
bednu umisti do skluzu. Materialovy dispeCer odebere prazdnou bednu a doplni dle jejiho
pozadavku spodni dily kli¢ti s nalepenym logem. Odebere z regalu pro schnuti loga ctyii
blistry (= 1 bedna = 1 karta), které jsou oznaceny zlutou kanban kartou, odveze je pomoci
voziku do vyrobni bunky a kartu pak umisti zpét na kanban tabuli. Cely tento proces probiha
neustale dokola. Je tak zajistén plynuly tok vyroby (Juchelkova, 2011).

3.8. Prinosy zavedeni kanbanu WIP

PenéZni pfinosy

Zasoby rozpracovanosti se neustale méni. Jejich pocatecni stav je zafixovan k ur¢itému dni
pred zavedenim kanbanu na rozpracovanost. Je velky rozdil v zasobach rozpracovanosti
béhem tydne. Napiiklad pfed vikendem jsou vysoké zasoby variant spodnich dilt, které
budou vyrobni buniky spotiebovavat o vikendu. Lepicky o vikendu nelepi, proto je potiebné
zajistit, aby vyrobni buiiky mohly fungovat i v tomto ¢ase. Pocet spodnich dili s nalepenym
logem v supermarketech pred zavedenim kanbanu WIP zobrazuje tabulka 4.

Pocet spodnich dila s nalepenym logem v supermarketech po zavedeni kanbanu WIP béhem
tydne (pondéli — patek) je uveden v tabulce 5. V poslednim sloupci této tabulky je uvedena
sttedni hodnota (medién) poctu spodnich dilit béhem tydne.

Tabulka 4: Vychozi stav Tabulka 5: Stav zasob rozpracovanosti po zavedeni
rozpracovanosti kanbanu (Juchelkova, 2011)
(Continental) - Potet kusi ¥
Typ Pocdet kust pondé&li utery stfeda Ctvrtek patek
SWK49351 | 3200 | 2000 | 2800 | 3200 | 1200 | 2800
SWKA9351 4040 swkag7o4 | 1440 | 3120 | 14s0 | das0 | 2400 | 1440
SWK48794 2100 SWKA8791 | 4400 | 12240 | 12240 | 11520 | 11160 | 11520
5WK48791 9277 SWK48071 | 4400 | 3600 | 3600 | 3200 | 4400 | 3600
SWKA48071 3698 SWK47893 | 3600 | 1600 | 4400 | 3200 | 3200 | 3200
SWKA7899 2278 SWK49224 | 4096 | 5376 | 4352 | 2048 | 2048 | 40%
SWK49225 | 6656 | 5888 | 6656 | 5888 | 5888 | 5888
SWKa9224 2278 Celkem 37792 | 33824 | 35488 | 3049 | 3029 | 32544
5WK49225 1508
Celkem 25179

Z vypocétu je ziejmé, Ze celkové zasoby rozpracovanosti se zvysily, z toho vyplynula nutnost
potidit dva regaly. V tabulce 6 je vidét, Zze zasoby rozpracovanosti uréitych variant spodnich
dilid s nalepenym logem se snizily, naopak jinych variant se zvySily. I kdyZ nedoslo
k celkovému snizeni zasob, doslo k redukci zasob jednotlivych variant spodnich dild. Timto
se Centrum lepeni loga vyvaruje stavu, kdy jsou zasoby nepotiebnych dili pfili§ vysoké a kdy
naopak jiné pottebné dily chybi. DalSim divodem zvySeni zasob rozpracovanosti je jejich
spotieba o vikendu, kdy lepicky nejsou v provozu, ale vyrobni linka ano.
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Tabulka 6. Viiv kanbanu na zdsoby rozpracovanosti (Juchelkova, 2011)

Typ Pi;i;';iz:d PEZ:L';EO Rozdil v ks Rozdil v K¢
5WK49351 4040 2800 -1250 -17563
5WK48794 2100 1440 -660 -9883
5WK48791 9277 11520 2243 16559
5WK48071 3698 3600 -98 -942
5WK47899 2278 3200 922 33817
5WK49224 2278 4096 1818 23582
5WK49225 1508 5888 4380 60061

Celkem 25179 32544 7365 105630

Taktéz zde neni finan¢ni usetfeni, co se tyCe zdsob rozpracovanosti. Naopak hodnota zasob
rozpracovanosti se zvysila o 105 630 K¢. Piinosem vSak je, ze penize jsou po zavedeni
kanbanu WIP vazany v pottebnych spodnich dilech s nalepenym logem. Za hlavni finan¢ni
piinos je v8ak povazovano budouci usetfeni penéz za praci o vikendech (Juchelkova, 2011).

Nepenézni ptinosy

Hlavnim pfinos zavedeni kanbanu na rozpracovanost spo¢iva v tom, ze zasoby jsou jiz fizené.
A nedochdzi tak k rozhodovani pouze na zakladé¢ usudkd tymovych predakt. Diive museli
jejich stav nékolikrat za sménu rucn€ pocitat, aby zjistili kolik zdsob rozpracovanosti
je k dispozici. To vedlo k tomu, ze zasoby urcitych projekti Casto piebyvaly, zasoby jinych
projekt naopak chybély, coz zpiisobovalo zastaveni vyroby urcité varianty klice a nasledné
neuspokojeni pozadavkl zdkaznika. Nyni se sta¢i podivat se na kanban tabuli, ze které snadno
zjisti, kolik zasob kazdého projektu je jiz vyrobeno. Vizualizace kanban tabule zajist'uje,
ze se vyrabi pouze takové mnozstvi zasob, kolik je ho zapotiebi. Tok vyroby se stal plynulym.
Zavedeni kanbanu se projevilo také ve zlepSeni organizace vyroby i pracovnikil. Tymovi
predaci podle umisténi karet v barevnych zdnach védi, jestli operatory potiebuji na lepickach
nebo zda jim mohou piifadit jinou, v dané chvili naléhavéjsi praci. Udaj o ¢asové normé
vyroby jedné bedny, vepsany na kanban karté, umoznuje prehlednéji disponovat s Casovym
fondem operatorii. To nasledné vede k lepSimu rozvrzeni vyroby (Juchelkova, 2011).

4. ZAVER

Kaizen neboli neustalé zlepSovani patii mezi metody, které jsou v dnesSni dob& aktivné
pouzivany. Podle vétSiny stoji prave filosofie kaizen za japonskym hospodarskym uspéchem.
Proto jevi zajem o implementaci kaizenu mnoho svétovych i tuzemskych firem. Jednim z nich
je i Continental Automotive Systems Czech Republic s.r.o0., Frenstat pod Radhostém.

Cilem bylo zavést systém, ktery by fidil rozpracovanost spodnich dilti kli¢t s nalepenym
logem, s dil¢im cilem optimalizovat zasoby jednotlivych variant, ale zaroven garantovat
dostatek zasob rozpracovanosti pro vyrobu. K zajisténi fizeni rozpracovanosti byla pouzita
jedna z japonskych metod, jejimz stfesnim pojmem je kaizen, a to metoda kanban. Tento
systém zarucuje plynulost vyroby ptfi minimalnich zasobach.

Po zavedeni kanbanu WIP sice nedoslo ke snizeni zasob, ale doSlo k optimalizaci zasob
jednotlivych variant spodnich dili s nalepenym logem a zruSila se nutnost najimani
presCasové prace o vikendech. Hodnota penéz vazana Vv zasobach se tak zvySila. Penézni
piinos se vSak projevi v budoucim usSetfeni za pfesCasovou praci o vikendech.

Nepenézni piinos spoc¢iva v tom, ze zasoby jsou jiz fizené a tok vyroby plynuly. Podnik se tak
vyvaruje situacim, kdy zasoby uréitych projektd casto chybély, zasoby jinych naopak
prebyvaly. Zavedeni kanbanu se projevilo také ve zlepSeni organizace vyroby i pracovnikd.
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LEADERSHIP IN THE CONTEXT OF MANAGEMENT THEORY
DEVELOPMENT: OVERVIEW STUDY

Lukas Mazanek, Zdenka Konecna

Abstract

Purpose of the article is to provide an overview of ideas and theoretical approaches in the
field of leadership within management and their development. Particular epochs of human
society are examined from a historical and economic perspective to find a connection with the
gradual emergence of theoretical ideas. Ideas that laid the foundations of managerial and
economic theory, up to current state of knowledge in management science. The contribution is
the identification of different approaches and schools of thought to obtain holistic view and
gain the ability to perceive leadership as part of management in all its contexts. Implication of
this study is to gathering available information and create clear framework which will be used
as the foundation for future research.

Key words: Leadership, management, development, theories, approaches, differences

1. INTRODUCTION

The leaders accompanying our society since time immemorial. Earlier in the role of elders,
tribal chieftains, powerful monarchs of valiant generals to current leaders of international
corporations (Blaha, 2013). The aim is to study the historical development of leadership
within management, until today, when both of these areas have a vital role in the orientation
of company in the right direction and its continuous development. The article will discuss the
various theoretical approaches, in relation to historical events, which in many cases initiated
the creation of the relevant theory. Leadership is currently by many authors considered as part
of the management and constitutes one of its main functions, together with planning,
organizing and control (Koontz, 1998). From the historical perspective leadership is
associated with human civilization since time immemorial, while what we call management is
a product of the last century in response to emergence of a large number of diverse
organizations, that was necessary to adequately manage (Kotter, 1990). The aim will be to
define the basic differences between management and leadership, but also find a way to unify
these approaches in the context of company ideal, when a good manager is also a great leader.
Such a state is currently very welcome, as it contributes to the fulfillment of a vision and
helping company succeed in global competitiveness.

2. DEVELOPMENT OF MANAGEMENT THEORY

The managerial skills, were very important for mankind already thousands years ago.
Commonly mentioned example is the construction of the Egyptian pyramids, where it was
necessary to organize the work up to 10 000 workers for a period of 20 years. Also, the Great
Chinese Wall was built thousands years ago, and its creation required managerial personality
capable of planning and coordinating the work of many people. In Europe can be traced
unique managerial skills in building cathedrals and many other monumental buildings during
the Middle Ages. Later, in recent history begins with the onset of the industrial society
became increasingly important managing objects of industrial nature (Blazek, 2014).

Adam Smith (1776) in his work "The Wealth of Nations" suggested the division of labor into
smaller, better manageable units, which should result in a significant improvement of
economic output. It is obvious that many civilizations have been able to use this simple idea,
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but Smith was the first who wrote it and published. He proposed manufacturing process
improvements in metallurgy, where every worker should hold any other function in iron
production, to achieve significant growth in production (Scott, 2005). Specifically, according
to Smith, the productivity is increasing if there are connected three basic factors. The first is
the growth of dexterity and work skills of craftsmen, as well as better use of working time and
as the last factor improving productivity he indicates improvement of tools and their
adaptation to the working performance (Fuchs, 2007). Implementation of these improvements,
are considered as the first step of the industrial revolution (Scott, 2005). In this period there
were due to the technical development significant changes in manufacturing processes.
Industrial Revolution meant big changes in agriculture and productivity due to new
discoveries and the use of new inventions. Also social structure of agriculture changed,
landowners have routinely hired workers who did not own the land. There were emerged new
manufactories, in an urban environment due to transformation of handicraft production in
processes with developed division of labor activity and thanks to massive new energy sources
and technical solutions (Halek, 2014).

The beginnings of management are therefore associated with the development of production
and the end of the guild organization. One of the first theoretical works, are works by Henry
Poor and Daniel McCallum (1860), they defined management as the synthesis of
organization, communication and information. They verify theoretical knowledge at the
railway company in New York and Erie Railroad. Their recommendations included e.g. leave
managing to experts and publish financial results. Unfortunately, some of their findings
provoked displeasure at the company's owners and McCallum was released (Sladek, 2013).
When defining the history of economy theory with an emphasis on the figure of a manager, it
is appropriate follow-up analysis of the historical context since 1871. In this year during
marginalist revolution, was formulated the theory of marginal utility in a very sophisticated
and comprehensive form, allowing to create a new system of economic thought. This new
system of political economy was significantly different, from the still dominating Ricardo and
Mill (1817) theory of political economy. Until now classics focused on the supply side of the
market and therefore on the theory of costs, they were interested in long-term problems and
overlook the importance of market demand to determine the relative prices. By contrast,
marginalists were focused just on the demand side of the market. In framework of economic
analysis, they focused almost all of them attention on the allocation of scarce resources, while
the classics were primarily interested in economic growth. Revolution was also in the
methodology, because it started using the marginal values. Marginalist method enables to
analyze the allocation of economic resources and showed that the allocation of scarce
resources is effective, when it respects the rule of balancing marginal values. Marginal
analysis also brought to the economics new tools and techniques, and opened space for
mathematisation of economics.

So far, the classics have seen the company as a structure constituted of social classes -
landowners, capitalists and workers. While examining relationships and the distribution of the
national product among them. The capitalist was the creator of the payroll funds. Conserve his
profits, which changed into the payroll fund and payroll fund was subsequently a source of
employment and capital accumulation. He invested resources, led by Smith's invisible hand of
the market and stimulate economic growth. In this new era, in the new marginalist economics,
is a central figure the consumer. The consumer is seen as the primary bearer of a sovereign
economic decision, his preferences are the primary driving force, while the producers register
these preferences and fulfill his wishes (Holmann 2001). The process of expanded
reproduction based on innovation, which in the initial stage was carried by the owners of
capital, now moved to the competence of managers (Sojka, 2004). In this new economy
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paradigm, created by marginalist, figure of the capitalist disappear and disintegrate in the role
of rentier, entrepreneur and manager (Holmann 2001).

In the beginning, the older neo-classical economists approached the firm as a compact,
indivisible entity, without tackling its internal structure and operations. By contrast are
formed "Managerial theory of the firm"”, which emphasize, separation of ownership from
management in the modern large companies. These theories focus on mutual relations and
economic behavior of stakeholders within the company. The main attention of management
theory is focused on motivating managers to ensure the long-term position in the market and
maintain long-term stable profits. Owners in the role of shareholders, on the contrary, prefer
high dividends and high market value of the shares (Sojka, 2000).

According to Némecek and Zich (2004), manager at the beginning of the 20th century, held
various positions. We expect the following five functions of the main functions that a
manager in this period performed. In terms of business functions, it means building sales and
marketing strategies, market research and competitive assessments. Production functions
means that the manager was tasked to ensure the production of products in the required
quantity, quality and time at minimum cost. Technical function is represented in connection
with efforts to invest in sustainable development and innovation, to maintain market share and
staying ahead of the competition. Economic function instructs the manager to create economic
analysis, tactics and strategy company decision, based on established economic parameters.
The last mentioned is HR function that is associated with the recruitment, personnel
development and key personnel stabilization.

When we focus on particular development of these views on the management in the 20th

century, schools of thought could be divided according to Bélohlavek (1996) in next tab. 1.

Table 1: Development of management approaches in the 20th century. Own work in
accordance to Bélohlavek (1996) Némecek and Zich (2008), Kennedy (1991).

Time o
range Approach Description Key thoughts
Pattern for designing organizational systems Theo(r'\%lg)f( s\t;(re%aeL:;racy
i were accurate functioning machines. Mechanistic .
Till the 20 o Classical management
. organization was founded on a perfectly
years of the | Mechanistic - o (Henry Fayol, F. W.
configured system, accurately defining the roles,
20th approach . o Mooney and Lyndall
competencies and responsibilities, where human )
century ) . Urwick
performing routine work as part of a great Scientific management
machine. (Frederick Taylor)
Elton Mayo, brought new ideas in organizational
theory. He drew attention to importance of social | New ideas in organizational
20-30 years | School of relationships and job satisfaction, for the success theory
of the 20th Human of the organization and performance of staff. He
century Relations is also the author of Hawthorn studies, where Hawthorn studies (Mayo,
with other researchers studied the factors that 1933)
affect productivity.
Theory X and Y
40-50 years H - During this period, attention shifts to humans. As (McGregor, 1960)
umanistic . . : . : .
of the 20th aooroach the major working stimul, is considered to satisfy
century PP the personal development of the individual. Theory of hierarchy of
needs (Maslow, 1943)
The requirement of modern times is "keep it Theory of contingency,
60-70 years simple and short". The aim is to search for a general systems theory,
Modern . . . . 4
of the 20th g, simple essence, which easily explains the population ecology,
opinions S - . e
century functioning of organizations, their problems and cybernetic principles and
show how these may be solved. theory of "Z".
80-90 years | Postmodern Postmodernism is trying to avoid all the Understanding the need of
of the 20th | Approach simplification, call into question big theories, change management
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century accepts the complexity of the world and offers concept application.
custom solutions to partial problems. Traditional
aversion for changes is necessary to replace by
the friendly attitude to chaos. Its essential role,
here begins to have correctly applied the concept
of change management. World experts are
engaged in the study of Asian well-performing
organizations and then recommend ways, to
revitalize European organizations.

Management of the late twentieth century, is usually associated with the development of
human capital. The main focus is on the customer, who must be satisfied and pressure is
growing with innovation and marketing.

At the beginning of the 21st century the new global information technology of global society
and prolongation of positive changes, in the concept of human capital captive entire
management (Gerslova, 2012). According to Kare§ (2006) an important position gaining,
"knowledge management" in the context of the acquisition, evaluation and use of knowledge,
which can become an important comparative advantage. Knowledge begin to be considered as
the primary key factor of production. More and more organizations transferred to a “virtual
model”, characterized by high degree of flexibility. The aim of the virtual institution is after
integrating modern know-how of cooperating firms and experts to create added value for the
customer, which ultimately leads to a significant increase in competitiveness. Organizations
whose cooperation is based on the principles of classical vertical organization with
departments such as marketing, production, development etc. should become a history. As the
business grows, there is a significant increase in the number of decision-making levels and
longer lines of communication which ultimately leads to the bureaucratization of the
organization and the loss of competitiveness.

3. FRAMEWORK OF LEADERSHIP DEVELOPMENT

Historically, search for a leader characteristics or his properties last for centuries. One of the
oldest thoughts about leadership can be found in works that are dated back over 2,500 years
e.g. The Art of War by Sun-¢ (Steigauf, 2011). Next up thinkers in ancient Greece try to
theoretically define leader personality. Socrates was convinced, that leadership is closely
related to the situation and largely depend on the knowledge of a particular leader (Blaha,
2013). His student Platon perceived power and leadership in connection with the role and
concept of state. He recommends recognize and accept as a leader, person who are best able
to rule. According to Platon, ideal ruler is enlightened philosopher, who formed the company
based on good laws, by contrast the worst and illegal, he considered tyranny (Lukas and
Smolik, 2008). Platon focused, on individual characteristic traits as morality, justice, virtue
and righteousness. These qualities should be applied to the state level, where they lead to the
development of a community (Storig, 2007). Ancient authors perceived as the most important
character and competence for the leaders. They argue that people who cannot manage their
desires, will disturb the relationship between leader and the followers, and are therefore unfit
to lead. On the other hand, those with good character attracts others and uplift them. Striving
for perfection, therefore, requires both character and competence. In conclusion the ancient
philosophy say that leader requires continuous development of mind, body and soul, to obtain
a complete spectrum of courage in the intellectual, physical and moral field (Steigauf, 2011).
In the 15th century Niccolo Machiavelli dealt with the concept of leadership. Unlike many of
his predecessors, including Platon and Aristotle, he did not come from ethical, but practical
and realistic facts. In his book "The Prince" provide advices for the political leaders how to
acquire and maintain power. He was aware, that the ideal monarch should be benevolent and
humanity, but also acknowledges that it is not always possible and beneficial (Lukas, Smolik,
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2008). Machiavelli in his work, for example, states that it is not necessary that the ruler
endowed with all good qualities, but it is necessary to make it appear that it has. As the author
is a proponent of leadership through deceit and intrigue, triumph of force over intelligence.
This approach has been according to Crainer (2000) a daily reality in the industries dependent
on internal politics. But Crainer notes, that machiavellian management methods no longer
have a place in modern management. Ceases to apply, that the end justifies the means, and in
vogue gets gentle art of persuasion. Most managers today understand that business have a
different meaning than just maximizing profits. Thus we see a return to the age of
intelligence, against which Machiavelli rebelled. In modern history (19-20 century) were the
first concepts based on the thought of leadership as innate ability. These theories are known as
“Theory of great personalities” and “Theories of properties” (Steigauf, 2011). In the mid-20th
century, are beginning to discover other alternative theories based on researches in the field of
leader’s behavior. Part of the researches identify individual leadership styles and in the 60s,
was developed the managerial grid model. In response to the Theory of properties was created
the Situational theory, while some researchers have merged the situational and property
approaches in so called Contingency theory. In the 70s have been discovered Transactional
and Transformational theories (Steigauf, 2011). However, researchers focus on leadership
until nowadays. Bass (1997) presents approaches based on a charismatic leader. Messick and
Kramer (2005), are dealing with concepts of social identity in leadership, theories of exchange
between the leader and his followers and the psychodynamic approach to leadership. Other
researchers Pearce and Conger (2003) describe approaches based on sharing leadership in the
whole group, it is called Shared leadership and includes eighteen partial approaches. Among
these approaches belongs e.g. determination of expectations theories, self-leadership,
followership, and shared knowledge theories. As another contemporary concept Brown and
Trewino (2006) mentioned Ethic leadership. They describe ethical leadership as an approach
based on mutual communication between leader and co-workers (Two - Way
communication). Important is to support of colleagues and the ability to make good decisions.
Specific leader’s traits identified through interviews are honesty, integrity and ethical
behavior. They also cite, as essential characteristics kindness and consistent individuality,
which are doing fair and balanced decision. Next up authentic leadership which describe
leaders as personalities who acquire authenticity (credibility) by using self-confidence, self-
acceptance and trusted relationships and actions. The integrity of leader personality is
perceived as the observance of moral principles and actions based on them (Gardner et al,
2005). The last mentioned concept in this study is Spiritual leadership. This approach
introduces values and behaviors that intrinsically motivate employees who feel, that they are
part of a greater whole (Fry, 2003). Reave (2005) explains that it is necessary for the leader to
embodied the spiritual values that include integrity. Leader is an example of a credible
personality that develops these values in society.

For clarity, development of leadership theories in 19th and 20th century is shown in
the following table 2, where the main schools of thought are divided, according to Crainer
(2000) into nine theories.

Table 2: The leadership development in the 19 and 20th century. Own work in accordance to

Crainer (2000).
Name of theory Description school of thought
Great  personality | Theory dominated in the 19th and 20th centuries. It is based on the idea that leaders
theory are born with leadership skills unexplained and unreachable for ordinary mortals.

Effort to trace the characteristics of leaders led to researches focused on personality of
Theory of properties | people in the leader role. Unfortunately, very few publications that are aimed to define
the common characteristics of leaders, reach to the same conclusions.

Theories of power | This approach focuses on the networks of power and influence, which leader creates.
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and influence The underlying assumption is that all roads lead to the leader, but neglect the
importance of corporate culture and the role of followers.

The main emphasis is on real activity of leaders, rather than their properties. Among
its proponents include creators of managerial grid Blake and Mouton.

Within situational theory, leadership is rather seen as a special type of situation, than a
kind of personality. The underlying assumption is that different circumstances require
different forms of leadership.

Contingency theory is based on the situational theory and tries to pick situational
Contingency theory | variables, that could better determine a suitable leadership style, which is appropriate
in the circumstances.

The emphasis is placed on the relationship between leader and followers. There are
investigated the mutual benefits arising from the relationship based on mutual
exchanges (transactions), where the leader offers some resources or rewards in
exchange for e.g. loyalty of followers and their recognition of leader authority.
Approach as well called attribution theory, gives new meaning to followership,
Attributional theory | because it focus on the factors that underlie perception of leadership abilities of leader
by his followers.

Unlike transactional models of leadership are based on external stimulating of
motivation, this approach is focused on the internal motivation of followers. The
emphasis is on the involvement of followers, rather than on their submissiveness.
Transformational leader can therefore be characterized as proactive and innovative
visionary.

Behaviorist theory

Situational theory

Transactional theory

Transformational
theory

4. DISCUSSION

People needed to organize and manage the work of many individuals since time immemorial.
Usually there was a leader, who planned and coordinated activities. Leader acts according to
his own experiences and proven advices from elders. This approach was common when it was
necessary to e.g. build monumental buildings in the antiquity or middle ages.

In search of historical and economic context is identified a crucial historical fact, which had a
huge impact on the development of management science. It was marginalist revolution in
1871. In this new economic paradigm created by the marginalist, figure of the capitalist
disappear and disintegrates in the role of rentier, entrepreneur and manager (Holmann 2001).
So it is for the first time when economic science officially meets the figure of manager. There
were consequently a number of approaches that deal with effective management e.g. Taylor's
principles, Ford's experience in the automotive industry or the Bata factories in
Czechoslovakia.

The history of leadership also has very deep roots. Particularly mentioned the period of the
first theories of ancient Greece, a specific view of Niccolo Machialelli in the 15th century,
and the emergence of many theories in the 20th century.

According to (Blaha, 2013) management and leadership are constantly evolving and move
closer together. Although the concept of leadership overlaps significantly management, these
approaches are based on different tools application in business environment, that should be
used appropriately to achieve a balance among them.

When discussing particular differences between managers, leaders and tools they use, there
are various opinions from the front researchers in field of management science. According to
Veber (2009), leading people is element of social relationships in the workplace. Managers
need followers and groups need their leaders. As the key aspects considers organizational
climate, values, character of the team and nature of the tasks. Kets de Vries (2001) believes
that today's organizations are in many cases too managed, while missing the elements of
leadership. He states that management executives are better oriented in the definition of
principles, practices, and procedures, rather than a stunning vision creation. In an effort of
managers to be good leaders, Owen (2006) points out, it is not enough merely to imitate the
behavior of successful leaders, but it is necessary to develop the typical traits within the focus
on staff, positive attitude and professionalism. Bender (2002) recommends that managers
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should have the vision and passion, should know themselves, not be risks averse,
communicate and check the achieved results. According to (Adair, 2009) the concept of
management does not imply inspiring others, creating a team environment and is not expected
to need to be a role model for others. If the environment is sufficiently team and inspiring
managers may be substantially leaders. Drucker (1973) describes, that the chief executive is
responsible for creation of the goals and is significantly involved in their fulfillment. Above
all while plans, organizes and controls.

According to Armstrong (2008), managers must be leaders. By contrast leaders are often, but
not always managers. Managers in the context of proceedings achieve results through
effective acquisition, distribution, utilization and controlling all the necessary resources
(people, money, equipment, information and knowledge). While leaders focus their attention
on the most important resource, who are people. Create and communicate a vision of the
future, motivate staff and gain their loyalty and commitment.

5. CONCLUSION

The aim of this study was to provide an overview of ideas and theoretical approaches in the
field of development of leadership within management. The goal was to determine the
theoretical approaches that have shaped the perceptions of management and leadership in
such form as they are currently understood.

Development of management theory was described especially from the middle ages until
nowadays. With special focus on development in 20th century, where was almost every
decade new theory created.

Given the focus of the future research on the application of the leadership concept in the
context of human resource management, attention was paid to the development of leadership
as well. Again with emphasis on the last century where many new leadership theories were
published based on the empirical researches.

This study focus on management as the framework for leadership abilities application. It is
appropriate that the person of leader in company, also master corresponding elements of
management abilities. Given the interdependence, but also many differences between these
two mentioned concepts are discussed the opinions among foremost scientists.

In conclusion, the submitted study deals with the development of management and leadership
in the context of historical events and their related scientific theories. Now these two concepts
are in business practice considerable overlapping, but use different tools, that should be used
appropriately to achieve a balance among them.
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ZLEPSOVANI PROCESU PROSTREDNICTVIM METODY SIX
SIGMA

PROCESS IMPROVEMENT THROUGH SIX SIGMA METHODS

René Pelanek

Abstrakt

Tento ¢lanek se zabyva zlepSovanim procesi prostfednictvim metody Six Sigma a uplatnénim
metody Vv pramyslovém podniku. Uvodem je popsan vznik a podstata metody Six Sigma,
vcetné doprovodnych metodik. Néasledn¢ je uveden prakticky ptiklad aplikace DMAIC
pii optimalizaci vyroby konkrétniho dilce ve spolecnosti Honeywell Aerospace Olomouc s.r.o.

Kli¢ova slova: Six Sigma, zlepsovani procesu, Honeywell

Abstract

This article deals with improving processes using Six Sigma methods and application of
methods in an industrial company. First, it describes the origin and essence of Six Sigma
methods, including accompanying methodologies. The following provides a practical
example of the application of DMAIC for optimizing the production of a particular part of
Honeywell Aerospace Olomouc Ltd.

Keywords: Six Sigma, process improvement, Honeywell

1. UVOD

Metoda Six Sigma byla poprvé zavedena ve firm¢ Motorola vroce 1986. Jedna
se 0 posuzovani kvality na zdkladé méfeni smérodatnych odchylek proménlivosti procest.
Vynalezcem konceptu Six Sigma je Bill Smith (1929-1993). Posuzovani kvality ne na zakladé
vyrobku, ale vyrobniho procesu, nebyla v tehdejsi dobé originalni myslenka. Smith je vSak
autorem samotného zavedeni méfitka Six Sigma a autorem vypracovani celé metodologie.
Metoda Six Sigma je vysoce kvantitativné zaloZeny piistup ke zlepSeni, jehoz cilem je omezit
vyskyt chyb a idealné dosdhnout urovné ,,Sest sigma* (odtud nazev ,,Six Sigma“), coz je 3,4
vyskytu chyb na milion ptilezitosti. Six Sigma je sice zaméfena na zlepSeni kvality, s tim je
vSak spojena snaha o sniZeni nékladd, sniZzeni poctu vad, zvySeni produktivity, ziskdni novych
zakaznikl a samoziejmé zvySeni ziskti. Samotnym zlepSenim kvality se odstrani ¢ast naklada
spojenym se zmetkovitosti (George, 2005).

2. PODSTATA METODY SIGMA

Znak sigma ,,6“ (tj. znak fecké abecedy) je statistiky pouzivany termin pro smérodatnou
odchylku. Smérodatna odchylka vymezuje rozsah rozdilt nebo odliSnosti v urcité skupiné
polozek anebo dat z procesu. Odchylky by nemély negativné ovliviiovat zakazniky daného
podniku. Podstatou fizeni vykonnosti podniku na zakladé metodologie Six Sigma, je postupné
snizovat nebo zuzovat odchylky do té doby, nez se mezi primérnou hodnotu ,,u“ a mez
stanovenou zdkaznikem, tzv. ,hrani¢ni limit“ (LSL= dolni tolerance, anglicky, Lower
Specification Limit“, USL= horni tolerance, anglicky ,,Upper Specification Limit®),
nevmeéstna Sest smérodatnych odchylek ,,6° (odtud nazev ,,Six Sigma“)., (Pande et al., 2002).
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Obrazek 1: Zlepseni v procesu Six Sigma (Six Sigma Defect Metrics, 2005-2016)

Hodnoty sigma jsou vyjadieny jako pocet vad na milion piilezitosti (Defects Per Milion
Opportunities), tj. kolik chyb by se vyskytlo, kdybychom dany proces opakovali milionkrat.

Tabulka 1: Tabulka hodnot Six Sigma (Pande et al., 2002)

Hodnota Six Defects Per Milion 5
. " Vynos (v %)
Sigma Opportunities
1 691 462 30,9
2 308 538 69,1
3 66 807 93,3
4 6210 99,38
5 233 99,977
6 3,4 99,9997

3. METODIKY SIX SIGMA

Rozlisuje se nékolik metodik pouzivanych k optimalizaci procesu. Pouzivaji se v riznych
stadiich procesu — vyvoj vyrobku, novy proces, stavajici proces.

DMAIC

DMAIC je hlavni a nejvice pouzivanou metodikou Six Sigma, pfinasi
minimalizaci chyb, snizeni nakladd a zvySeni konkurenceschopnosti.
Tato metodika se aplikuje na jiz existujici procesy, které je potiebné
zlepsit. Pfed zapocetim prvniho kroku musi management spole¢nosti
stanovit, kterych procest se bude zlepSovani tykat. Hlavnim bodem
navrhu je stanoveni cild, kterych ma feSitelsky tym dosdhnout pomoci
metodiky DMAIC. (George, 2010).

Obrazek 2: Cyklus DMAIC (Aris community)

DFSS

Zkratka DFSS znamend Design For Six Sigma. Hlavni myS$lenkou DFSS je navrhnout
vyrobek tak, aby pii vyrobé a naslednym pouzivanim vznikalo co nejméné neshod a vad.
DFSS se tak snazi piedejit naslednym investicim do zlepSeni vyrobku, upravy vyrobniho
postupu a nakladiim na reklamace vlivem nedostate¢ného vyvoje. (Topfer, 2008).
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DMADV

DMADYV je metodika, kterd se pouziva pii zavadéni upln€ nového procesu nebo pii novém
navrhu stavajiciho procesu. Zkratka je slozena z pocateénich pismen slov - Define
(definovat), Measure (mefit), Analyse (analyzovat), Design (navrh), Verify (ovéfeni).
Metodika DMADYV se od pocatku vyvoje nového vyrobku ¢i procesu zaméiuje na pozadavky
zakaznika. (Topfer, 2008).

4. SIXSIGMA V PODNIKU HONEYWELL INTERNATIONAL

4.1 Popis spole¢nosti

Nadnarodni spole¢nost Honeywell International Inc. je piednim svétovym vyrobcem
a leaderem v oblasti modernich technologii v riznych oborech podnikani, a to: v oblasti
letectvi, v automobilovém a chemickém primyslu. V sou¢asné dobé zaméstnava v Ceské
republice ve svych pobockach v Praze, Brn¢ a Olomouci na 3 500 pracovnikd. Na celém svété
je to piiblizn¢ 125 000 zaméstnanct v 95 zemich (Honeywell, 2015).

4.2 Vyroba v Honeywell Aerospace Olomouc s.r.o.

Honeywell Aerospace Olomouc s.r.o., se sidlem v Hlubotkach — Marianském Udoli, je
strojirenska spole¢nost, ktera je soucasti divize Aerospace nadnarodni korporace Honeywell
International, Inc. a je dodavatele casti leteckych motort a sluzeb. Zabyva se vyrobou
a opravou plechovych a zarovych dilti leteckych turbinovych motorti z nerezavéjicich oceli
a specialnich slitin. Komponenty spoleénosti tak lze nalézt v mnoha dopravnich letadlech
typu Boeing a Airbus, v obchodnich letadlech typu Dassault Falcon, Cessna Citation aj.
Spole¢nost Honeywell Olomouc se zabyva vyrobou a generdlnimi opravami kompletniho
sortimentu nerotaCnich ¢asti leteckych turbinovych motori a v soucasnosti zaméstnava
pfiblizn¢ 1 300 zamé&stnanci. Portfolio Ize rozdélit na dvé hlavni kategorie: Prvni je vyroba
plechovych dilct, které slouzi jako usmériovace a mixéry proudu vzduchu v motoru
¢i vyroba kompletnich spalovacich komor turbinovych motort. Druhou hlavni kategorii jsou
dilce s pfesnym obrabénim tvafenych a odlévanych polotovara (Honeywell, 2015).

Vyrobni améba

Améba je samostatnd jednotka v ramci vyroby, kterd zpravidla zabezpecCuje vétSinu procest
vyroby téchto dilcii vyjma procest sdilenych servis (plazmovéni, tepelné zpracovani apod.)
Kazdou vyrobni amébu charakterizuje urcité portfolio vyrobkli. Améby vznikly na zakladé
fyzické podobnosti a podobnosti procesti (rodiny dilcti) pti vyrobé konkrétnich dilct. Ackoliv
jsou typy dilcti v ramci jedné améby podobné, slozitost zpracovani, sled vyrobnich operaci
ajejich délka se mezi dilci muze lisit. Tato rozdilnost spolu s variabilitou poptavaného
mnozstvi mezi typy dilcl a obtiZznym sdilenim kapacit mezi amébami mliZe mit za nasledek
lokalni nedostatek vyrobnich kapacit — vznik uzkych mist. (Honeywell, 2015).

4.3 Optimalizace vyroby konkrétniho dilce na amébé 1940

Veskera problematika byla feSena formou projektu, ktery byl fizen na zakladé projektového
fizeni Six Sigma dle metodiky DMAIC. Cilem projektu bylo vytvofeni navrhu virtualni linky
a ptipadna realizace feSeni pro zvySeni OTTR (metrika vCasnosti doddvek zakaznikovi)
a zkraceni pribézné doby — LT vyroby dilce/dilcti dané améby. V nésledujicich kapitolach
Jsou popsany jednotlivé projektové faze na zakladé DMAIC (Zakut'ansky, 2015).
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4.3.1 Faze Definovani

Ve fazi Definovani byly definovany zakladni problémy, které ma projekt fesit, pozadavky
zékaznika projektu byly pfetvofeny do cili projektu a byly stanoveny dalsi kliCové
charakteristiky projektu (napf. jeho hranice, ¢lenové tymu, harmonogram schtizek apod.).

Jako problémy pro feseni byly identifikovany tyto:
e Nizké % OTTR (on time to request) finalnich sestav
e Dlouha LT (lead time) finalnich dilci — dlouha odpovéd’ na potieby zakaznika

Pro definovani hranic projektu, jakozto prostoru, kterym se projekt bude zabyvat, aby dosahl
svych cili, byl pouzit nastroj SIPOC. Pomoci nastroje SIPOC byl definovan proces, vstupy
a vystupy procesu a pozadavky na né a zakaznici a dodavatelé téchto vstupti a vystup.

Jako hlavni prostor, ve kterém se projekt snazil dosdhnout svych cilt, byl stanoven samotny
proces vyroby a jejiho fizeni. Proces je ohrani¢en vydanim zakazky a finalni expedici
k zakaznikovi. To naptiklad znamena, Ze se projekt nebude zabyvat rychlosti a zptisobem
expedice hotového dilce apod. (Zakutansky, 2015).

Proces: Vyroba dilce Process Owner: Améba 1940
D - F I = —
Dodawateds zdrmju Zdroje pro proces Zakladni popis procesu Vystupy procesu Zakaznici vysfupd z procesu
Pofadavky Podadaviy
Mezisklad, dodavateld| Material, podsestavy vias Expedovany dilec 100% kvalita “"""Y‘Sf‘l%:f""m
dostatecne mnozsi "‘".I'C!’é\"l i v pozadovanem case . .
100% kvalita zalaziy bez vicenakladi Zakaznik HAD
Honeywell Asrospace . cilova hodnota nebo .
Olomouc vyrobni kapacity HAD | dostupné v ase kdy jsou Metriky procesu ] améba
kooperace wyZadovany
Kooperanti HD"”'SF;LI:JTSPEW
ap‘:i;:;:]:::;m Vyrobni zakazka v ofekavaném ase _ ) Vyrobni dokumentace splfijici nomy zakaznik
v ofekivaném mnod stvi Vyroba diice dle zikanika
Technolog dilce Vrobni postup predehazejici chybam wyroby
platna dle norem
Kensignaéni sklady - nastroje dostupnost
dodavatelé spravmost
Koordina tor améby Swstém Fizeni toku tok dle wyrobniho postupu

g

fizeni wyrebnich kapacit die
poZadavkil na nd E e

Obrazek 3: Analyza Sipoc (Zdakutansky, 2015)

4.3.2 Faze Méreni

Ve fazi Méfeni byly stanoveny potieby pro data nutné ke kvalifikovanym rozhodnutim
a jejich zdroje. Jako hlavni zdroj dat poslouzil systém SAP a jeho reporty pomoci transakci
COOIS a CAO03 (transakce pro report prubéhi vyroby zakazek a vyrobnich postupt
konkrétnich dilct). Déle byly vyuzity databaze pravidelné zpracovavanych vykonnostnich
ukazatelll spoleCnosti uloZzenych na firemnim intranetu.

OTTR - On Time To Request

vvvvvv

dodavek. Zkratka OTTR leze pielozit jako plnéni pozadavkl zékaznika ve stanoveny cas.

Cile pro OTTR se v roce 2014 pohybovaly v pribéhu roku od 89 % na zacatku az po 95 %
na konci roku (rast cilové hodnoty OTTR z 89 % na 95 % by postupné rozlozen do celého
priabéhu roku). OTTR se da jednoduSe vy¢islit jako procentudlni podil zakazek dodany vcas
proti zakdzkam se zpozdénim.
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Pro identifikaci dilct s nejvétsSim dopadem na metriky améby a s nejvétsim potencidlem pro
zlepSeni stavu byly vytvofeny statistiky obratu améby. Znazoriuji vztah mnozstvi dilct,
se zavislosti na ceny finalnich sestav, které améba produkuje. Ceny i Ciselné oznaceni jsou
pouze ilustrativni s ohledem na obchodni tajemstvi firmy.

Obrat améby 1940 za rok 2014 Pareto Chart of planning
100 70001 A 100
_/.__,—/ 6000 | P - -
80 80
5000
= 60 &
= ® 4000
5 o o0 g i
o £ ° &
° 43 & 30001 40
20004
20
20 10004
—'m 1 - ; 0
0 planning kanban mip
PN 1 2 3 4 5 8 7 8 9 Other obrat 4379 2501
obrat 1712 1319 926 869 545 479 446 180 148 346 Percent 62,8 37,2

Percent 245 18,9 13,3 125 7.8 69 64 2,6 21 5,0 Cum % 62,8 100,0

Cum % 245 43,5 36,8 69,2 770 839 90,3 929 950 1000
Graf 1: Pareto analyza obratu améby 1940 Gr,af 2.’Rf)ch’elem dll’cu a”le dr}J hu
(Zakutansky, 2015) planovani vyroby (Zdakutansky, 2015)

Pro identifikaci dilct s nejvét§im dopadem na metriky améby a s nejvétSim potencidlem pro
zlepseni stavu byly vytvofeny statistiky obratu améby. Témét veskery obrat améby v ramci
finélnich sestav tvofi celkové pouze 9 dilct. Témér 2/3 celkového obratu améby tvofi findlni
sestavy fizené pomoci Kanban. To souvisi i s dulezitosti dilcti pro zakaznika, ktery vétSinu
kritickych dilct, pfevedl na Kanban systém pro zajisténi spolehlivosti dodavek spolu se
snizenim mnozstvi rozpracované vyroby. Pokud se podivame blize na samotné Kanban dilce:

Obrat Kanban PN / 1940 / 2014

d 100
‘-_/"
/.
80
] 70
- =
J - Feo 8
p =
° P g
L 40
20
T T | 0
Kanban PN 1 2 3 4
obrat 1712 1319 869 479
Percent 39,1 30,1 19,8 10,9
Cum % 39,1 69,2 89,1 100,0

Graf 3: Obrat dilcii améby 1940 rizené Kanban systéemem (Zakutansky, 2015)

Je zietelné, Ze dilce €. 1 a 2 tvoti cca 70 % vysledkii améby v rdmci ,,Kanbanovych* dilcti.
Dilce 1 a 2 tvoii dvojice dilct s téméf totoznym vyrobnim postupem a cenou a lisi se v zasade
jen ¢iselnym oznacenim, proto je 1ze vnimat jako jeden celek.

Kanban dilce — OTTR — dodrZovani LT cile

Pro vybér dilce je nutné také zhodnotit jejich podil na metrice OTTR. Na zéklad¢ tohoto
zhodnoceni byl vybran dilec s nejvét§im potencidlem pro zlepSeni. Nasledujici graf porovnava
»Kanbanové“ dilce vzhledem k jejich vlivu na OTTR. Nejvétsi negativni vliv na OTTR,
respektive dilce, které maji 1 nejvétsi potencial jsou dilce €. 1 a 2.

Z grafické analyzy vyplynulo, Ze nejvétsi negativni podil na OTTR maji dilce €. 1 a 2. Jejich

v
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na celkovém vykonu améby. Proto byly pro nasledujici faze vybrany pravé dilce 1 a 2,
viz graf 4 (Zakutansky, 2015).

OTTR Kanban PN / 2014

Cil 95%
100,00%
90,00%
a0,00%
70,00%
60,00%
50,00%
40,00%
30,00% 25,3%

20,00%
10,00%
0,00%

4 3 142
PN dilce

Graf 4: OTTR dle Kanban dilcii améby 1940 (Zakutansky,2015)

65,4%

52,3%

4.3.3 Faze analyzy

Graf 5 zobrazuje dosazené hodnoty LT s porovnanim s cilovou hodnotou 44 dni, ktera je
nastavena v systému SAP a zakaznik dle ni objednava prostfednictvim SAP své objednavky.
Graf ukazuje vysokou variabilitu v délce vyroby pfislusnych zakazek, kdy délka vyroby
prekrocila cil i dvojnasobné a v priméru se pohybovala kolem hodnoty 55 dni.

Skutecny LT / dilce 1+2 / 2014

100

90

o«
o

70

604

N\U FA »
ol W CaRv v | Uv

30 4

].. 7:' ILI il 2|8 3|5 4l2 4:9 SIE 6I3 7IU

Graf 5: Vyvoj LT dilce 1 a 2 za rok 2014 (Zakutansky,2015)

Skuteény LT (dni)

Analyza p¥icin problému dilcii 1+2

Hlavni zdroje piekracovanych cilti pro LT dilct jsou z historickych zkuSenosti firmy:

1. Nedostatek vyrobnich kapacit — dlouhodoba pietiZzenost kritickych vyrobnich kapacit (jako
jsou sdilené servisy, obrabéci centra, méfeni CMM apod.) a nedostupnost urcitych vyrobnich
kapacit v daném case.

2. Technologické problémy dilcii — neshody vzniklé pti vyrobé dilce musi podstoupit proces
jejich vyhodnoceni a tvorby planu nasledujiciho postupu (oprava, zmetkovani dilce a vyroba
nového aj.) a délka tohoto procesu mize za nasledek prodlouzeni vyroby dilce i o nékolik dni.

Analyza vyrobnich kapacit

Kromé technologickych problémt, byva (ne)dostupnost vyrobnich kapacit nejvyznamné;jsi
problém pii dodrZzovani systémového LT dilce. Analyza vyrobnich kapacit byla provedena
pomoci kvantifikace primérnych zasob pied kazdym pracovistém, ptes které dilce 1 a 2
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prochazi, do podoby ¢ekacich casii pred pracovistém. Témeéi dve tietiny veskerého Casu dilec
¢ekéd v regalech pred pracovisti. Zpracovani dilce v kooperaci s externim dodavatelem trva
25 %. Cas dopravy byl uréen empiricky, kdy doba dopravy dilce véetné Gekani na ni,
na pracovist¢ mimo amébu trva (je garantovano) max. 2h a byla pocitdna pravé tato
maximalni hodnota. Casy zpracovani dilce v&etné piipravnych ¢asii zabira z celkového ¢asu
pouhd 2 %.

Analyza technologickych problému/neshod dilce

Pro analyzu technologickych problémi dilce, byly zpracovany data po¢tu QN (neshod), které
maji vliv na délku skutecného LT a jejich nasledné feSeni. Z celkové meésic¢ni tispéSnosti
procesu vyroby se ukazuje, ze celkova vykonnost procesu vyroby (pomér uspésn€ vyrobenych
vs. zmetkovanych dilcl) je na Grovni 80 % a vySe. Celkového pohledu jsou technologické
problémy dilce 1+2 vyznamnou pfi¢inou prodluzovani LT. Ttetina vydanych zakazek
se potyka s technologickym problémem, ktery musi technolog dilct fesit.

Vyhodnoceni analyz

Za podstatnou c¢ast prodluzovani vyroby dilcti stoji jejich technologické problémy, resp.
naslednd doba jejich feSeni. Piestoze technologicky problém pii vyrobé potkd zhruba tietina
vSech vyradbénych kusl, neni jedinou a nejvyznamnéjsi podstatou zkoumaného problému.
S redlnym LT delSim nez systémovy se potyka drtiva vétSina vyrabénych dilci, a jako zasadni
pfi¢inu tohoto stavu lze hledat v cekacich cCasech/zdsobach rozpracované vyroby pied
pracovisti, pies které dilce prochazeji. V tabulce niZe je piehled nevyrobnich Casi a jejich
porovnani se systémovym LT za rok 2014 (Zakutansky, 2015).

Tabulka 2: Vyrobni / nevyrobni casy vs. LT dilcii 1 a 2 (Zdakutansky,2015)

Prameér Median
Suma nevyrobnich £asd (hodin) 1917,5 951,3
Suma nevyrobnich €ast (dni) 79,9 39,6
Systémovy LT (dni) a4

4.3.4 Faze ZlepSovani

Novy koncept byl zaloZen na usnadnéni fizeni vyroby dilce pomoci né€kolika aspektii: celkové
se dilce vyrabéji v dlouhych sekvencich tlaku. Ackoliv je spusténi vyroby dilce fizeno
Kanban signalem (trigger) nasledné je vyrobou ,,tlaCen* pfes 54 operaci v celkové délce 55
dni v priméru. V piipadé€, ze je dilec napt. zmetkovan ke konci svého vyrobniho postupu,
jeho nahrazeni bude trvat pomérné dlouhou dobu. Jako prvni rozhodnuti bylo rozdélit vyrobu
dilct na kratsi, celkové 3 logické celky a to dle jejich vyrobni technologie.
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Sled operaci vyrobniho postupu dileti 1 a 2 pred rozdélenim

Obrazek 4: Rozdéleni vyrobniho postupu na zaklade technologie zpracovani

(Zakutansky,2015)

Rozdéleni postupu do menSich celkli umozni lepsi kontrolu nad postupem dilce vyrobou,
technologickym zpracovanim a zarovenn umozni pfipadné vytvofeni pojistnych zasob mezi
celky. Navrhu pojistnych zasob mezi celky je popsan dale.

Vyroba dle ¢asového rozvrhu

Zaklad pro systém fizeni vyroby dilcii 1 a 2 na amébée 1940 je vyroba dle casového rozvrhu.
Casovym rozvrhem je dan piesny cas, kdy, kde a v jakém mnozstvi se maji dilce zpracovavat.

Cilem tohoto feSeni je zajistit pfedem urfeny a fizeny tok dilce vyrobou a to za cenu
I ¢astecného uptednostnéni dilcd na tkor ostatnich.

Kapacita linky

Vytvoteny rozvrh ,linky* pro vSechny celky vyrobniho postupu byl koncipovan na urcitou
maximalni kapacitu, kdy ¢as zpracovani je krat$i nez dostupny Cas na daném pracovisti
a nepiekro¢i stanovenou miru uptednostnéni. Kapacita byla stanovena na zdklad¢ pareto
analyzy tydenni poptavky dilcti 1 a 2 v roce 2014, viz graf 6.

Pareto poptavky dilci 1 a 2 / 2014 (kusii/tyden)

50

100
w0 /—/—*
/ 80

30
60
= 40

o

Count
Percent

10 20

0 T T T T T 0
c4 2 0 1 3 Other
Count 16 12 11 6 1

Percent 34,8 26,1 23,9 13,0 2,2
Cum % 34,8 60,9 84,8 97,8 100,0

Graf 6: Pareto analyza tydenni poptavky dle poctu kusii za rok 2014 (Zakutansky,2015)
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V 98 % vsech piipadi byla suma tydenni poptavky mensi nebo rovna 3 kusem. Casovy rozvrh
byl teda koncipovan na maximalné¢ 3 kusy/tyden.

Dalsi principy ¥izeni linky pomoci ¢asového rozvrhu

Pocatek zpracovani zakazek je stanoven na pevny Cas v prabéhu tydne, a i kdyz je zakazka
vydana do vyroby diive, dilce jsou zpracovany az v dany cas dle rozvrhu. V pfipad¢, ze se
dilec zpozdi nebo vznikne na ném vada, vypadava dany kus z linky a pokracuje vyrobou
standardni cestou, tj. dle fizeni fronty pfed pracovistém, nejcastéji FIFO nebo dle nastroje
»WIP new* (dle zpozdénosti dané zakazky). Zpét do linky muiize ,,nastoupit™ pouze v dany ¢as
dle rozvrhu a v ptipad¢, ze neni prekrocena kapacita tii kust /tyden.

Velikost rozpracované vyroby / WIP (Work In Process)

Mira uptfednostnéni dilci byla zalozena na potiebé zkratit dobu LT na takovou miru, aby
rozpracovand vyroba a piipadna pojistna zdsoba nepiekrocila soucasnou miru rozpracované
vyroby. To vychazelo z principu, ze velikost rozpracované vyroby u ,,Kanbanovych* dilct
se fidi na zakladé vypoctu mnozstvi Kanban karet a maximalni pocet dilcti ve vyrobé se rovna
pravé mnozstvi poc¢tu karet (v ptipadé, ze 1 karta reprezentuje 1 kus). V piipadé rozdéleni
vyroby dilce a tim pddem i LT na 3 celky to znamené navySeni celkového poctu karet o dalsi
2 pojistné zasoby. Pokud se vykresli celkova hodnota zasob dle varianty feSeni, vypada
vysledek nasledovné:

Vyvoj hodnoty zasob dle varianty

100,00% 99,16%

100,00%:
90,00% A392%
0,00% 76,99%
70,00% -
60,00% m ?4s0by %
50,00%
40,00%
30,000
20,00%
10.00%
0,00%
1 2 3 a

Obrdazek 5: Vyvoj hodnoty zasob rozpracované vyroby dle variant reseni (Zakutansky,2015)

Kde varianta 1 je pivodni vySe zasob celkové 23 Kanban karet. Varianta 2 je situace
po rozdéleni postupu bez snizeni LT, celkové 26 karet. Podstatné sniZzeni zasob nastava pii
variant¢ 3 tj. se snizenym LT na 33 dni. Varianta 4 zobrazuje ptedpovéd’ mnoZstvi
zasob/poctu karet pti odhadu sniZeni variability dodavek vyrobniho procesu, celkem 20 karet.

Vizualizace konceptu — vizudlni Fizeni

Pro usnadnéni fizeni toku dilci na samotnych pracovistich byla pro kazdé pracoviste
vytvofena tabulka s ¢asy planovaného pfijezdu dilcti na pracovisté, jejich odjezdu, typové
oznaceni predchoziho a nasledujiciho pracovisté a tabulka je doplnéna i ¢asem zpracovani
dilce a Casem nejzazSiho startu pro zajiSténi splnéni ¢asového rozvrhu.

Procesni mapa

Dalsi nastroj, ktery byl pouzit v pribéhu faze zlepSovani, je budouci procesni mapa. Cilem
mapovani nového procesu bylo urcit zékladni procesni kroky véetné jejich vstupti a vystupt.
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Obrazek 6: Procesni mapa budouciho stavu (Zakutansky,2015)

V procesni map¢ byly také vstupy rozdéleny do kategorii jejich fiditelnosti a kriticnosti.
To, ktery vstup je kriticky do kazdého procesniho kroku bylo zhodnoceno pomoci analyzy
mozného vyskytu a vlivu vad — FMEA (Zakutansky, 2015).

5. VYHODNOCENI PROJEKTU A ZAVER

Projekt vyvoje nového konceptu fizeni hlavnich dilci améby 1940 mél za cil stabilizovat
vysledky vykonnostnich ukazateli plnéni pozadavki zédkaznika, jako je OTTR a sniZit
realnou dobu LT, pfi stejné nebo nizsi hodnot€ celkovych zéasob.

Veskera problematika byla feSena formou projektu, ktery byl fizen na zaklad¢ projektového
fizeni Six Sigma dle metodiky DMAIC. Byly vybrany dilce s nejvétsim dopadem
na vykonnostni ukazatele améby 1940 a zarovenl s nejvétSim potencidlem pro zlepSeni
vysledkli procesu vyroby samotnych dilcti. Jako kli¢ové problémy byly stanoveny vykyvy
a celkovy nedostatek vyrobnich kapacit, spolu s technologickymi problémy dilce.

V ramci projektu byl vytvofen koncept fizeni vyroby, ktery povede ke skute¢nému zkraceni
vyrobniho €asu ze 44 dni na finalnich 33 dni. Rozdé&leni finalni sestavy na kratsi celky, spolu
s aplikaci Kanban fizeni produkce, povede ke stabilizaci vysledkit OTTR, z ptivodnich 25%
az na 95%. Projekt umozZni sniZeni zdsob v ramci dilce minimalné¢ o 20%, v porovnani
S pivodni hodnotou. Pti praktické realizaci projektu byly nalezeny i piimé finan¢ni tspory
Vv podobé¢ snizeni nakladl za praci partnera v kooperaci a jeho dopravu, a to diky odesilani
dilct v davce 2 a vice kust. Celkova finan¢ni Gspora by méla ptinést v roénim obdobi zhruba
tii az Ctyf ndsobek hodnoty dilcti. Nové navrzeny koncept fizeni vyroby byl jiz také
s modifikacemi vyzkouSen i mimo pilotni amébu a ukazal se jako jeden z vhodnych nastroji
pro vyrobu stézejnich dilci améb (Zakutansky, 2015).
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CONCEPTUAL MODEL FOR MEASURING PERCEIVED SERVICE
QUALITY OF A HIGHER EDUCATION INSTITUTION

Petr Svoboda, Jan Cerny

Abstract

The paper presents a conceptual model of perceived service quality of a higher education
institution, which aims at analysing service quality in higher education from student
perspective. It focuses on detecting the factors that are important for desired expectations of
university students. To measure the proposed dimensions of higher education service quality,
a questionnaire was developed and tested on students of bachelor and master study
programmes of the University of Economics, Prague, Czech Republic. The data were
analysed using a factor analysis and other statistical methods.

Key words: higher education, quality management, service quality, student satisfaction

1 INTRODUCTION

The educational literature suggests that there is growing pressure from various stakeholder
groups to close the gap between their expectations of institutional performance and the actual
performance (Brigham, 1993). Quality assurance systems in higher education put emphasis on
the student experience as one of the most important assessment criteria (Ramsden, 1991).
After the secondary school, each student is given the choice to either find a job or continue
their studies at a higher education institution. Each higher education institution in the Czech
Republic has a certain reputation from the perspective of popularity or prestige, which is
associated with the issues of quality and customer satisfaction.

1.1 Marketing and Student Satisfaction in Higher Education

Traditional marketing approaches to higher education institutions are emphasized by a lot of
literature. Educational programmes are viewed as the product while students as the sole
customers (Weaver, 1976; Robinson & Long, 1988; Doyle, 1998; Palihawadana & Holmes,
1999). The objective of these approaches is to gain clear understanding and insights of the
educational needs of students by evaluating students’ past processes (Morstain, 1977).

Service quality and customer satisfaction are inarguably the two core concepts of the
marketing theory and practice (Spreng & Mackoy, 1996). The key to sustainable competitive
advantage of HEIs lies in delivering high quality service that will result in satisfied customers
(Shemwell et al, 1998). Thus, HEIs have been advised to adopt a consumer-oriented
philosophy and become more student-centred.

Gyure & Arnold (2001) note that students can be made satisfied through relationship-
marketing tactics. Therefore, a development of systems for continuous in-depth understanding
of students’ expectations, needs and experience is needed (Kotze & Plessis, 2003). Students’
lives influence their satisfaction (Elliot & Healy, 2001). Furthermore, student life itself is
affected by many factors such like social, academic, physical and spiritual environments.
While students may be satisfied with their academic programme, they may not be satisfied
with the other on campus facilities or supporting activities. Student’s willingness to
recommend their former HEI to friends and acquaintances can serve as an evidence of
satisfaction and loyalty.
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1.2 Service Quality and its Evaluation

Higher education service quality is being permanently evaluated on both the national and
international levels by implementation of various methodologies. Methodologies used for
evaluating the quality of HEIs can be divided to methodologies based on academic criteria
and methodologies based on non-academic criteria (Sando & Ferencak, 2012). Methodologies
based on academic criteria aims at establishing rankings of the academic institutions by taking
into consideration mostly the achievements of the academic institutions and their staff. On the
contrary, the non-academic criteria in the ranking methodology aims at the satisfaction and
success of students. The basic characteristic of the non-academic criteria is that they do not
evaluate institutions directly, but indirectly via their students.

Service quality is difficult both to define and to measure and its definition has different
meaning for different people (Dotchin & Oakland, 1994; Gaster, 1995; Asubonteng et al.,
1996). However, most definitions of service quality are customer-oriented (Galloway and
Wearn, 1998), and customer satisfaction is being seen as a function of perceived quality or
vice versa (Anderson & Gerbing, 1998; Parasuraman et al., 1988).

A commonly accepted orientation defines service quality as the extent to which a service
meets customers’ needs or expectations (Lewis & Mitchell, 1990; Dotchin & Oakland, 1994;
Asubonteng et al., 1996). As perceived by customers, service quality is based on a
comparison of what they feel the service should be (expectation, E) with their judgement of
the service they actually received (perception, P) (Sasser & Arbeit, 1978; Gronroos, 1984;
Zeithaml et al., 1985). Thus, service quality can be measured as a difference between
customer expectations of service and perceived service. In case expectations outweigh actual
performance, perceived quality is less than satisfactory (Zeithaml et al., 1985; Lewis &
Mitchell, 1990).

The most widely used and tested service quality model is ‘SERVQUAL’, developed by
Parasuraman et al. (1988). The SERVQUAL model is based on the service quality gap model
that defines quality as a function of gap between customers’ expectations of a service quality
and their perceptions of the actual service delivery. It consists of parallel expectation (E) and
perception (P) statements on five service quality dimensions. Respondents select their
responses on 7-point Likert scales ranging from strongly disagree to strongly agree. For each
dimension, the difference in scores is calculated. The measure of service quality is represented
by the difference (Q = P - E). If Q is positive, customer expectations are exceeded. However,
if Q is negative, a gap in service quality exists. Since its creation, this model was successfully
applied in many different service contexts.

2 METHODOLOGY

Based on the literature review, followed by several pilot studies (Svoboda & Cerny, 2013a,
Svoboda & Cerny, 2013b), various students’ requirements were identified. A conceptual
model of perceived service quality based on the SERVQUAL model was developed to
identify the gap and determine the level of service quality.

2.1 Conceptual Model of Perceived Service Quality

To analyse the service quality of a higher education institution in the Czech Republic, five
dimensions have been taken as determining. These dimensions are composed of distinct
components of perceived service quality. Each dimension has several items, which were taken
into consideration (17 in total). The reliability of each factor dimension was tested and found
a value above .60, thus the instrument has been highly reliable and used for further process.
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Figure 1: Conceptual model of perceived service quality of a higher education institution.

Academic Staff (Items 1-3)

The ‘Academic Staff’ dimension covers items related to quality of higher education
institution’s teachers. This dimension includes 3 items, namely ‘Teacher’s professional
knowledge’, ‘Teacher’s pedagogical abilities’ and ‘Teacher’s approach to students’.

Study Subjects (Items 4-7)

The ‘Study Subjects’ dimension contains items concerning some of the most important factors
of study programme. It includes 4 items, namely ‘Diversity of subjects’, ‘Teaching of
languages’, ‘Subjects read in foreign languages’ and ‘Teaching of informatics’.

Tangibles (Items 8-11)

The ‘Tangibles’ dimension pertains to the institution’s physical facilities and equipment. It
consists of 4 items, namely ‘Library’, ‘Reading rooms’, ‘Students’ canteen’ and ‘Students’
hostel’.

Administrative Services (Items 12-13)

The ‘Administrative Services’ dimension contains the most important support services of the
institution. This dimension include 2 items, namely ‘Student Affairs Department’ and ‘ICT
Department’.

Information and Communication Channels (Items 14-17)

The ‘Information and Communication Channels’ dimension covers items related to quality of
various forms of communication and information sharing. The dimension consists of 4 items,
which are ‘Student information system’, ‘Official website’, ‘Social network sites’ and
‘Webmail interface’.

2.2 Data Collection and Measure Instrument

The next step was to gather data regarding the expected and perceived service quality of the
higher education institutions from their students. To collect the data from students, an
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anonymous questionnaire survey has been conducted. The first draft of the questionnaire was
subject to a pilot testing on 343 students of bachelor and master study programmes at the
University of Economics, Prague, Czech Republic. 62.4% of respondents were male students,
the rest were female students.

The questionnaire consisted of 17 items related to different dimensions of higher education
service quality. All items were measured on a 7-point Likert scale, where 1 = strongly
disagree and 7 = strongly agree. This scale has the advantage of being more specific in the
area of the higher education. All rating items were tested by students and were fully
understandable for them. Collected data were analysed using an exploratory factor analysis,
which help us to identify the dimensional structure of perceived service quality. The
regression analysis was used to identify the more important dimensions.

3 RESULTS

To find the areas where the quality gaps are biggest, we compared average scores of each
dimension. Table 1 shows the mean scores for each dimension. There are mean values for
both expectations and perceptions. The last column shows the difference between perceived
and expected quality. If the difference is negative, the expectations preceded the perceptions.
From Table 1 it is obvious that students’ expectations are higher than perceptions, which
means that students feel that the quality is lower than it should be. Expectations mean values
are between 4.55 and 5.51, while perception mean values are lower, varying from 4.20 to
4.99.

The quality gaps are represented by the last column of Table 1. All dimensions have negative
value and there is a significant difference between the students’ expectations and perceptions

at the 95% confidence level (via paired sample t-tests).

Table 1: Service quality values for each measured dimension

Academic Staff 5,51 4,99 -0,52
Study Subjects 5,42 4,62 -0,80
Tangibles 4,55 4,20 -0,35
Administrative Services 4,70 4,29 -0,41
Information and Communication Channels 4,69 4,38 -0,31

Table 1 shows that the highest difference between expected and perceived quality is in the
‘Study subjects’ dimension (-0,80). The second most significant gap is in the ‘Academic
staff’ (-0,52), while the rest ranges from -0,31 to -0,41. We can conclude from this figure that
institution should focus mainly on the first two mentioned dimensions as there are the most
significant gaps between expected and perceived service quality.

Figure 2 shows the gaps between expected and perceived quality. Biggest gaps are in items 1,
2, 4,5, 6, 7 which all belong in ‘Academic Staff’ and ‘Study Subjects’ dimensions. On the
contrary, almost no difference were found in ‘Student information system’ (item 14), which
can mean that students get the quality they expect.
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Figure 2: Perceived and expected service quality of the higher education institution.

4 CONCLUSION

The paper suggests that quality of higher education institution can be measured by several
dimensions and their particular items. Results of the questionnaire survey show the
importance of each dimension and identify the dimensions that need a stronger management
emphasis. Student satisfaction and service quality play an important role not only in student
retention, but also in building the higher education institution’s image. Therefore, it is
essential that higher education institutions focus on continuous improvement of the service
quality.

The results of this paper should contribute to the management of higher education institutions.
However, the findings and conclusions need to be interpreted with certain caution. An
obvious limitation of this research is the external validity of the study. It only deals with data
from one institution. Therefore, more similar studies from a higher education sector are highly
recommended and needed for a comparison of results.
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APLIKACE OTEVRENYCH DAT SOUKROMYM A VEREJNYM
SEKTOREM V CESKE REPUBLICE

THE APPLICATION OF OPEN DATA BY PRIVATE AND PUBLIC
SECTOR IN THE CZECH REPUBLIC

Jan Boubin, Lucie Stantkova

Abstrakt

Piispévek ,,Aplikace otevienych dat soukromym a vefejnym sektorem v Ceské republice se
zabyva problematikou otevienych dat na urovni firem a organizaci veiejného a soukromého
sektoru v Ceské republice. Oteviena data piedstavuji vyznamny potencial pro ekonomicky
rozvoj. Jejich vyznam lze nalézt predevSim v oblasti strategického planovani a fizeni inovaci.
Rovnéz mohou slouzit jako nastroj pro zvyseni transparentnosti a snizovani miry korupce.
Cilem pftispevku je zhodnotit soucasny rozsah aplikace otevienych dat pomoci primarniho
vyzkumu na vzorku firem a organizaci v Ceské republice. Vysledky zkoumani piedstavuji
urover aplikace otevienych dat v CR a rovn&z odrazeji zdjem o oteviena data napii¢ subjekty
v CR.

Klicova slova: aplikace, Ceskd republika, oteviena data, soukromy sektor, verejny sektor

Abstract

The paper ,,The Application of Open Data by private and public sector in the Czech Republic*
deals with the issue of open data at the level of companies and organizations of private and
public sector in the Czech Republic. Open data represent a significant potential for economic
development. Their meaning can be found in strategic planning and innovation management.
It can also serve as a tool for increasing transparency and reducing corruption. The paper aims
to assess the current level of application of open data by the primary questionnaire survey on
a sample of companies and organizations in the Czech Republic. The results represent the
situation of application of open data in the Czech Republic and also reflect the interest of
open data across entities in the Czech Republic.

Key words: application, Czech Republic, open data, private sector, public sector

1 UVOD

Predmétem pfispévku je problematika otevienych dat a zjiSténi urovné jejich aplikace
v soukromém a vefejném sektoru Ceské republiky. Pro analyzu urovné aplikace otevienych
dat byl proveden primarni vyzkum na vzorku firem a organizaci soukromého a vefejného
sektoru se sidlem na uzemi Ceské republiky.

Oteviena data jsou novym ekonomickym nastrojem. Data v sob¢ skryvaji Siroké moznosti
vyuziti, pfedev§im v oblasti strategického planovani a fizeni inovaci. Jejich potencial je
vyznamny, ale stale velice opomijeny. Velka ¢ast firem a instituci o existenci otevienych dat
nevi nebo povazuje tuto problematiku za nevyznamnou ¢i nepodstatnou. Tento nazor miize
vést k omezovani rozvoje ekonomického prostiedi.

2 OTEVRENA DATA

Zakladnim rysem otevienych dat je jejich volnd dostupnost. Data jsou oteviena v§em firmam,
institucim 1 soukromym osobam. Jedna se o data z nejriznéjSich oblasti ekonomie, vyzkumu,
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statistiky, apod. Data jsou zvefejnéna v elektronické podob¢, ¢imz je umoznéno jejich volné
Siteni a moznost sdileni co nejvétSim poctem subjektii. (Open Definition, 2014)
Nejvyznamngjsi ptinos otevienych dat je v moznosti jejich sdileni a dalsi analyzy. To ma za
nasledek zvysovani efektivnosti ekonomickych procest. (MV CR, 2015)

Mezi zékladni charakteristiky otevienych dat patfi dostupnost, redistribuce, moznost jejich
opetovného uziti, absence technologickych omezeni, pfifazeni autorstvi a integrita. Dale musi
byt dodrzeny zakazy diskriminace osob, skupin nebo oblasti aplikace otevienych dat. Pravidla
se dale vztahuji na licen¢ni pozadavky. Licence nesmi omezovat Sifeni dalSich praci
(eventualn¢ musi byt pro novy dokument pouzita stejna licence jako pro ptivodni dokument).
Dale existuje 1 pravidlo, kdy prava spojena s konkrétnim datasetem se musi vztahovat na
vSechny uzivatele, bez nutnosti jakékoliv dodate¢né licence. (Open Definition, 2014)

Pro kvalitu otevienosti dat je vyuzivan tzv. pétihvézdickovy model. Podle kvality otevienosti
otevienosti jedné hvézdicky predstavuji oteviend data pod licenci, ¢asto jde o naskenované
pisemné dokumenty. Dvé hvézdicky reprezentuji publikovana strukturovand data, dobie
Citelna pro ¢lovéka i1 pocitac. Zpravidla se jednd o nejriiznéjsi tabulky. Tti hvézdicky zahrnuji
data tzv. otevienych formatt, tedy elektronicka data Citelnd pomoci béznych softwarovych
nastrojii. Tato data jsou standardem pro vefejnou spravu a samospravu. Ctyfi hvézdicky
ziskaji takové dokumenty, kde byly pouzity jednoznacné specifické identifikatory pro lepsi
datovou Ccitelnost a sdileni. P&t hvézdi¢ek maji soubory, u kterych dochazi k propojeni dat
s ostatnimi a vytvareni uréitého vyssiho stupné otevienych dat. (Hausenblas, 2012)

Oteviena data mohou vyuzivat nejriznéjsi subjekty. Uzivatele otevienych dat lze rozdélit do
peti zadkladnich skupin — poskytovatelé¢ otevienych dat, sbéraci dat, vyvojafi aplikaci,
obohatitelé a zpfistupnitelé. Oblast otevienych dat pfinasi Sirokou moznost aktivit, nejenom
v podobé jejich samotné aplikace, ale 1 prace s daty jako takovymi. To plati v oblasti
vetejného i1 soukromého sektoru. Dochdzi téZ ke vzajemnému propojovani obou sektorii
(naptiklad pokud vetejna organizace zada zakazku pro vytvoreni vhodné aplikace otevienych
dat soukromé firmé). (Berg, 2013)

Poskytovatelé oteviena data volné zvetejiuji. Nemusi to byt jejich primérnim cilem, Casto se
jedna o urcitou formu strategie firmy. Sbéraci dat externi udaje predevSim zpracovavaji.
Jejich hlavnim piinosem je pfidand hodnota z prace s t€émito udaji v podobé¢ jejich dalsiho
zpracovani, €iSténi nebo kombinovani. Vyvojaii aplikaci jsou velmi podstatnou sloZkou,
jelikoz praveé oni zajiStuji datové zpracovani a dostupnost otevienych dat. Primérnim cilem
vyvojafti je data co nejefektivnéji a nejpfehlednéji zpracovat do pouZitelnych aplikaci.
Obohatitel¢ data nejprve shromazd’uji a nasledné vytvareji vlastni expertizy. Tvofi tim
pfidanou hodnotu zajimavou pro zdkazniky, ¢imZ primarni a stroha oteviena data zptehlediu;ji
pro dalsi uzivatele. Zpiistupnitelé vytvareji nastroje, technologie nebo metody, pomoci
kterych jsou data zvefejiovana a mohou se tak stat otevienymi. Poskytovatele, sbérace
a obohatitele je mozné identifikovat v soukromém 1 vefejném sektoru. Oblast vyvoje aplikaci
a zpfistupnovani dat zpravidla zajistuji soukromé firmy (pfevazné v oblasti informacnich
technologii). (Berg, 2013)

3 OBLASTI APLIKACE OTEVRENYCH DAT

Oteviena data v sob¢ skryvaji nebyvaly potencial pro rozvoj ekonomického prostiedi statu
1 pro jednotlivé spolecnosti. Oteviend data poskytovana externimi subjekty mohou vést
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k sestaveni optimalni strategie firmy, zménam strategie nebo hledani novych firemnich aktivit
a moznosti. (Bocek, 2012; Lathrop, Ruma, 2010)

S tim tzce souvisi vliv na inovacni potencidl firmy, ktera mize vyuzitim otevienych dat
zvazit vhodnost dané inovace a posléze inovaci adekvatnim zplsobem planovat a fidit.
(Saebi, Foss, 2015) V neposledni fadé mohou oteviena data slouzit jako nastroj hodnoceni
a vyhledavani potencialnich partnerii, zvySovani firemni transparentnosti nebo komunikace se
zakazniky. (Open Knowledge Foundation, 2012)

Z vySe jmenované¢ho vyplyva moznost vyuzivat oteviena data jako nastroj konkuren¢ni
vyhody. Podnik mtze na zdklad¢ téchto dat fidit svoji marketingovou ¢innost, vytvaiet
a budovat dobré jméno firmy. Timto zpiisobem ma podnik moznost ziskavat nové zdkazniky
a budovat loajalitu t&ch stavajicich. (Pollock, 2012) Sirok4 $kala dat nabizi potencial pro
ekonomicky rozvoj podniki a eliminaci rizik, kterd mohou posléze vést k finanénim
problémim podniku nebo az k jeho zéniku. Oteviena data nabizeji moznost riziko snizit, ¢imz
by mél byt posilen nejenom rozvoj podniku, ale i celé trzni struktury. (Open Knowledge
International, 2012; Solom, Bjork, 2012)

Z pohledu vefejného sektoru je nejdulezitéjSim cilem zvySovani transparentnosti
a zpruhlednovani cinnosti vefejnych organizaci. ZvySovani duvéryhodnosti vetejnych
organizaci je uzce spojeno s financovanim téchto subjektl, které je zajiSténo piedevSim
prostfednictvim vybranych dani. (Open Government Partnership, 2011)

Organizace vetejného sektoru peclivé vybiraji udaje, které¢ zvefejni (pokud toto neni dano
zédkonem). Dlvodem je moznost zneuziti urcitych citlivych udaji soukromymi firmami
(naptiklad detaily vybérového fizeni vetejnych zakazek). Stejné tak mize v ptipadé vyuzivani
otevienych dat vefejnych instituci soukromymi firmami dochéazet ke $patné interpretaci téchto
udaji. Duraz je kladen na vhodny format zvefejnénych udaji. (Chlapek, Kucera, Necasky,
2012)

4 METODOLOGIE

Cilem piispévku je zhodnotit soucasnou uroveii aplikace otevienych dat v Ceské republice
s dirazem na jejich vyuziti v planovani, fizeni a rozhodovani firem a organizaci soukromého
a vefejného sektoru. Prispévek tvoii reSerSe dostupnych zdroju dané problematiky,
dotaznikové primérni Setfeni a analyza dat ziskanych primarnim Setfenim vcetné vyuZiti
statistickych metod.

Pro analyzu aplikace otevienych dat byl pouzit primarni vyzkum v podobé dotaznikového
Setfeni. Dotaznik obsahoval 15 otdzek, které identifikovaly firmy a organizace, rozdélily
respondenty na obeznamené s problematikou a ,,novacky* v této oblasti a zjistily, k jakému
ucelu a jakéd data podniky a organizace pouzivaji, poskytuji a postradaji. Pfed rozeslanim
dotazniku byla provedena pilotni studie, kterd se vytvaii pro ovéfeni a vylepSeni dotazniku.
Osloveno bylo 5 firem szadosti o vyplnéni dotazniku a zaslani pfipominek. Obdrzené
postiehy byly zapracovany do dotazniku, ktery byl nasledné rozeslan firmém soukromého
sektoru a organizacim vefejného sektoru. Pilotni studie slouzila pfedev§im ke spravné
formulaci otdzek a odpovédi s dirazem na eliminaci rizik nepravdivych odpovédi
respondentl. Ziskané odpovédi byly zpracovany v programu Excel a Statgraphics.

5 VYSLEDKY ZKOUMANI

Dotaznik byl rozeslan na 3650 e-mailovych adres. Z nich bylo 981 zprav nedoruceno.
V piipadé firem byl proveden vicestupniovy vybér. Bylo zjiSténo, kolik firem se nachdzi ve
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kterém kraji a podle tohoto poméru byly ndhodné vybrany firmy pomoci aplikace
MagnusWeb. Jde o aplikaci, ve které jsou shromazdovany tudaje o podnikatelskych
subjektech Ceské republiky. Jelikoz dotaznik obsahoval otazku o velikosti firmy vzhledem
K poctu zaméstnancu, byl z kazdé kategorie, tj. pocet zaméstnancii do 50, pocet zaméstnanci
od 50 do 250 a pocet zaméstnancti nad 250, zafazen do zkoumani stejny pocet firem. Celkem
bylo osloveno 3000 firem. Organizace vefejného sektoru byly vybirany podle typu subjektu.
Ministerstva, vetejné vysoké Skoly, kraje a ustfedni organy statni spravy byly zafazeny
v zdkladnim souboru, osloveny tedy byly vSechny tyto instituce. Ostatni organy statni spravy,
z4jmova sdruzeni, obCanska sdruzeni, odbory, cirkve, nadace, obecné prospésné spolecnosti
a prispévkové organizace byly vybrany ndhodné. Z kazdé kategorie bylo osloveno do 10%
organizaci. Z vetejného sektoru bylo zatazeno do Setfeni 650 instituci. Navratnost dotazniku
byla 3,8 %, tj. 140 vyplnénych a odeslanych dotaznikli. Odpovédi z vetejného sektoru bylo
obdrzeno 73, coz je vice nez 11% navratnost. Vystup Setfeni pro vefejny sektor lze tedy
povazovat za validni. AvSak firmy soukromého sektoru zaslaly zpét pouze 2,2 % vyplnénych
dotaznikti. Oblast firem je tak nutné brat s velkou rezervou, jelikoz pii vétSim poctu
zodpovézenych dotaznikli by mohly byt vysledky odlisné.

Prvni otazky rozdélily dotazované na firmy soukromého sektoru (67 respondentl)
a organizace veiejného sektoru (73 respondentit). Pro firmy byla zafazena otazka zaméfend na
velikost podniku. Do Setfeni se podniky zapojily rovnomérné, 34 % firem s poctem
zaméstnanct do 50, 40 % firem s po¢tem zaméstnanci 50-250 a 26 % firem s 250 a vice
zameéstnanci. Verejny sektor byl rozdélen podle zaméteni, kdy nejcastéji odpovedély
organizace zemnich samospravnych celkll (51 %) a organiza¢ni slozky statu (31 %). Mezi
dal§imi zacastnénymi byly napfiklad nadace, cirkve, obcCanskd sdruzeni, piispévkové
organizace ¢i vefejnd vysoka Skola. Dalsi otazka urcila obor zaméfeni firem a organizaci.
Nejvice se zapojily podniky a organizace z oboru vetejné spravy, statni spravy a samospravy,
ostatnich sluzeb, financnictvi, zemédélstvi, socidlnich sluzeb, strojirenstvi, stavebnictvi
a elektrotechnického pramyslu. Z odpovédi tedy vyplyva, Ze oteviena data mohou byt
prospesna spolecnostem nejriznéjSiho zaméteni 1 velikosti.

Po rozdéleni respondentli podle sektorti, velikosti, typti a oborti nasledovalo roztiidéni
dotazovanych podle zkuSenosti s otevienymi daty. Mezi oslovenymi se nachazelo 45,7 %
respondenttl, ktefi se s pojmem oteviend data doposud nesetkali. Pojem oteviena data zna
54,3 % zucastnénych. Z toho vSak s otevienymi daty aktivné pracuje pouze 32,1 %.

Z dotazovani vyplynulo, Ze oteviend data jsou znaméjsi a pouZivangjsi ve vefejném sektoru.
Ze 45 odpovédi respondentl, kteti pravidelné pracuji s otevienymi daty, bylo zastoupeno
pouze 12 firem. Toto tvrzeni je potvrzeno testem nezavislosti proménnych mezi znalosti
otevienych dat a sektorem piisobeni firmy nebo organizace, tedy zda jde o soukromy nebo
vetejny sektor. Hodnoty Chi-kvadrat testu potvrzuji, Ze proménné nejsou nezavislé (statisticka
hodnota — 12,146, P-Value — 0,0023). Vefejny sektor ma vétsi povédomi o otevienych datech,
jak je ziejmé z grafu 1.
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Graf 1: Test nezavislosti proménnych — zkuSenost s otevienymi daty vs. sektor ptsobeni

Soukromy sektor

Verejny sektor

Znalost
[ S pojmem otevrena data jsme se doposud nesetkali.
[———1 Otevrena data zname, ale data nevyuZivame ani neposkytujeme.
I Otevrena data zname, pracujeme s otevrenymi daty.

Zdroj: vlastni zpracovani

Pozornost byla dale zaméfena na nezavislost mezi zkuSenosti s otevienymi daty a velikosti
firmy. Opét byl pouzit Chi-kvadrat test, ktery potvrdil, ze proménné jsou nezavislé. Hodnoty
jsou uvedeny v tabulce 1. S otevienymi daty pracuji firmy vSech velikosti.

Tabulka 1: Test nezavislosti proménnych — zkuSenost s otevienymi daty vs. velikost firmy
podle poétu zaméstnancti
Test Statisticka hodnota Stupné volnosti P-Value
Chi-kvadrat 1,614 4 0,8063

Zdroj: vlastni zpracovani

Respondentiim, ktefi oteviena data znaji, ale nevyuzivaji je ani neposkytuji, byla polozena
otazka pro¢ tak necini. NejCastéji se objevila odpovéd’, ze si spolecnosti nejsou védomi
zadného mozZného piinosu otevienych dat (38 % dotazanych). Lze tedy usuzovat, Ze jde
0 novy nastroj, ktery je nejprve nutno dostat do podvédomi firem a organizaci. S tim souvisi
1 dal8i velmi Castd odpovéd’, Ze respondenti nemaji dostatecné zkuSenosti s otevienymi daty.
Tuto odpovéd’ volilo 31 % respondentli. Vetejny sektor, ktery je v tomto tématu zkuSengjsi,
jak prokazaly zavéry statistického testovani, by se mohl zasadit o leps$i informovanost
soukromych subjektii o otevienych datech pomoci médii, internetu ¢i aplikaci, které jsou
vysledkem pouziti otevienych dat. Firmy a organizace vidi problém také vtom, ze
pozadovana data nejsou k dispozici, proto je nevyuzivaji. Na druhé stran¢ se vSak potykaji
s nedostate¢nou poptavkou po datech. To je diivod, pro¢ sva data nekteré firmy a organizace
nezvetejiuji.

Respondenti, ktefi s otevienymi daty pracuji, byly pomoci dalsi otazky rozdéleni do skupin
uzivateli. Nektefi z dotazovanych se zabyvaji vice neZ jednou ¢innosti zaméfenou na praci
S otevienymi daty. Ze 45 pravidelnych uzivateli otevienych dat nejvice firem a organizaci
data poskytuje. Tuto moznost odpovédélo 34 respondentd, tj. 75,6 %. Druhd nejcastéjsi
¢innost s otevienymi daty je jejich zpfistupnéni. Vytvafenim nastroju, které umoziuji data
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otevirat a zpfistupiiovat se vénuje 31,1 % dotazanych. Sbéraci dat jsou zastoupeni 28,9%. Na
vytvareni expertiz k ziskanym datim se zaméfuji obohatitelé informaci, kterych se Setfeni
zucCastnilo 17,8 %. Nejslabsi zastoupeni v prizkumu méli vyvojati aplikaci, kterych se
zapojilo 11,1 %, tedy 4 firmy a 1 organizace vetfejného sektoru.

Prizkum byl také zaméfen na zpiisob, jakym firmy a organizace data ziskavaji a poskytuji.
Nejcastéji respondenti ziskavaji data z vetejnych zdroju (57,8 %), oficidlni zadosti podle
platné legislativy (28,9 %), spolupraci s vetejnou spravou (26,7 %) nebo aktivnim vytvafenim
dat (24,4 %). V ptipadé poskytovani dat prevazuje aktivni vytvareni dat (44,4 %),
poskytovani z vetejnych zdroji (31,1 %) ¢i spoluprace s vefejnou spravou (26,7 %).

Nasledoval priazkum oblasti, ze kterych jsou oteviena data vyuzivana a poskytovana. Nejvetsi
zajem projevuji firmy a instituce vetfejného sektoru o data ze statistik, vefejnych zakazek,
map, obchodniho rejstiiku, legislativy nebo statniho rozpoctu. Jedna ze zajimavych odpovédi
znéla, ze vzhledem k Sirokému spektru nabizenych sluzeb firma vyuzivad témét vSechna
oteviend data. Mezi oteviena data, ktera respondenti nejcastéji poskytuji, patii predevsim
rozpocty, statistiky, vefejné zakazky, vysledky voleb a mapy. Z odpovédi je ziejmé, ze firmy
a organizace upiednostiiuji vyuziti otevienych dat pted jejich poskytovanim. Oblasti zdjmu
o oteviena data jsou vSak vétSinou shodna pro jejich vyuziti i zpfistupnéni.

Uplatnovani otevienych dat v procesu fizeni, planovani a rozhodovani je pomérné Casté mezi
aktivnimi uZzivateli otevienych dat. Z dotdzanych aplikuje oteviena data v procesu fizeni
a planovani neustale nebo velmi casto 33,4 % respondentli. Pfi rozhodovacim procesu je
zastoupeni nepatrné nizsi, 28,9 %. Ve vybranych oblastech fizeni a planovani pouziva
oteviena data 35,6 % firem a organizaci. Nikdy oteviena data v procesu fizeni a planovani
nevyuziva pouze 17,8 % dotazovanych. Ostatni, kdo znaji oteviena data, je upotiebi pouze ve
vyjimecnych piipadech. Ve vybranych procesech rozhodovani vyuziva oteviena data 37,8 %.
Také u rozhodovaciho procesu uvedlo 17,8 % tazanych, Ze oteviena data jim nepomahaji
nikdy. Pouze ve vyjime¢nych piipadech uplatiiuje oteviend data v rozhodovacim procesu
15,5 % firem a organizaci.

Pomoci Chi-kvadrat testu o nezavislosti proménnych bylo prokdzano, Ze firmy, které
pouzivaji oteviena data v procesu fizeni a planovani, tak vétSinou ¢ini 1 v pfipadé
rozhodovani, jak je vidét z grafu 2. Statistické vysledky jsou shrnuty v tabulce 2.

Tabulka 2: Test nezavislosti proménnych — pouziti otevienych dat v procesu fizeni
a planovani vs. pouZiti otevienych dat v procesu rozhodovani

Test Statisticka hodnota Stupné volnosti P-Value
Chi-kvadrat 77,976 16 0,0000

Zdroj: vlastni zpracovani
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Graf 2: Dikaz zavislosti mezi uplatiovanim otevienych dat v procesu fizeni a planovani
a procesu rozhodovani

ANO, vyuzivame je neustale.

ANO, vyuZivame je casto.

ANO, vyuZivame je ve vybranych oblastech rizeni a planovani.

ANO, ale pouze ve vyjimecnych pripadech.

NE, nikdy.

Rozhodovani
[TTTTT1  ANO, vyuZivame je neustale.
[ ANO, vyuzivame je casto.
C—1 ANO, vyuiivame je ve vybranych oblastech rozhodovaciho procesu.
EEEN ANO, ale pouze ve vyjimecnych pripadech
755 NE, nikdy.

Zdroj: vlastni zpracovani

Dalsi otazky byly orientovany na Ucel/zplisob vyuziti otevienych dat. Firmy a organizace
nejcastéji pouzivaji oteviena data pro potiebu zajisténi samospravy a statni spravy, pii vykonu
vetejné spravy, pro vlastni a vefejnou informovanost, pro vzdélavani, v procesu rozhodovani
nebo pro svou transparentnost. Z odpovédi vyplyva, Ze firmy a organizace vidi benefity
pfedevS§im V informovanosti a transparentnosti. Objevily se vSak také odpovédi, ze tak
respondenti ¢ini z legislativnich divodu. Tyto subjekty zvefejnuji data pouze proto, Ze jim to
zakon uklada a jejich pfinosy zatim neobjevily.

Reseno bylo dale to, jaka oteviena data firmy a organizace nevyuZivaji nebo nemohou
vyuzivat. Nej€etnéj$i odpoveéd’ znéla, ze firmy a organizace o takovych datech nevédi nebo Ze
takova data nejsou. Pomémé obvyklou odpovédi bylo, Ze vSechna data, kterd potfebuji
a cht§ji vyuZzivat, jsou jim k dispozici. Ostatni firmy a organizace by ocenily pfistupnéjsi
informace napiiklad o vefejné a statni spravé, vefejnych zakazkach, jizdnich ftadech,
legislativé, nebezpetném odpadu, ufadech prace, vzdélavani ¢i kriminalité. Nekteré
spole¢nosti by také rady vyuzivaly vice dat od svych zdkaznikd, dodavatel, odbérateli
a konkurent.

Na zavér dotazniku byla poloZzena otizka zaméfend na ohodnoceni hlavnich piekazek
v ziskavani a vyuzivani otevienych dat. Odpovédi shrnuje tabulka 3, kde je uveden pocet
odpovédi 1 procento ze 76 respondentl, ktefi oteviend data znaji a zvolili danou odpovéd'.
Nejvétsim problémem je, Ze data nejsou aktudlni a pravidelné aktualizovana. Dalsi piekazku
vidi firmy a organizace ve vetfejné a online dostupnosti dat. Pozitivni je, Ze nejméné odpovédi
ziskaly moZnosti, ze data nejsou v poZzadované kvalit¢ a formatu. To naznacuje, Ze se firmy
a organizace uci publikovat data v lepsi podob¢€ nez pouze skenované dokumenty, jak je tomu
zatim Casto zvykem. Mezi ostatnimi odpovéd'mi se objevil naptiklad nazor, Ze ptrekazkou
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otevienych dat je obecné povédomi o moznosti jejich vyuziti a informovanost vetejnosti.
Problémem je také chybéjici ukotveni otevirani dat v platné legislativé. V souCasnosti je
otevirani dat povétSinou dobrovolnou zélezitosti. Nasli se vSak i respondenti, ktefi neznaji
zadnou prekazku pfi ziskavani a vyuzivani potfebnych otevienych dat nebo o ni nevédi.

Tabulka 3: Piekazky v ziskani a vyuziti potfebnych otevienych dat

« 1 Pocet % odpovédi respondentii, kteri
Odpovéd 1 o . v
odpovédi znaji pojem oteviena data

Data neexistuji 11 145 %
Data nejsou Vv elektronické podobé 18 23,7 %
Data nejsou vetejné dostupna 27 35,5 %
Data nejsou dostupna online 24 31,6 %
Data nejsou aktualni a pravidelné 31 40,8 %
aktualizovana

Data nejsou konzistentni 15 19,7 %
Data nejsou v pozadované kvalité 10 13,2 %
Data nemaji poZzadovany format 10 13,2 %
Finan¢ni naro¢nost 12 15,8 %
Ostatni 12 15,8 %

Zdroj: vlastni zpracovani

Z priazkumu vyplyva, ze oteviena data jsou nastrojem, ktery se firmy a organizace zatim uci
pouzivat. Zd4 se, ze organizace vetejného sektoru jsou o krok napfed. AvSak i ty maji
v aplikaci otevienych dat stale co zlepSovat. V oblasti otevienych dat by bylo vhodné se
inspirovat zemémi, které jsou v tomto odvétvi leadery. Velka Britanie a USA jiZ tento néstroj
pouzivaji pomémé dlouho a kvalitng. Firmy a organizace Ceské republiky by u téchto zemi
mohly nalézt motivaci k uplatilovani otevienych dat ve své ¢innosti.

6 ZAVERY

Oteviena data maji vyznamny ekonomicky potencidl, coz dokazuje literdrni reSerSe zdroji
uvedena v Uvodu pfispévku.  Aplikace otevienych dat by méla slouzit
k zefektivnéni globalni ekonomiky a stabilizaci ekonomického prostfedi. Stejné tak by
oteviend data méla slouZit jako ndstroj rozvoje firemnich strategii a rozvoje inovacniho
potencialu firem. (Open Definition, 2014; Pollock, 2012)

Navzdory vySe zminénym benefitim je patrny minimalni zajem o oteviena data, ptedevsim ze
strany soukromych firem, coz dokazuji vysledky primarniho vyzkumu. Evidentni je, Ze rozvoj
otevienych dat v Ceské republice neni adekvatni a dostadujici. V uréité mife miize za tento
fakt i nizké povédomi firem o otevienych datech. S tim zce souvisi nepfili§ vyraznd podpora
ze strany statu. Iniciativy podpory otevienych dat vychazi v Ceské republice spise
z nestatnich instituci. (Open Government Partnership, 2011)

V soucasné dobé jsou oteviend data vice aplikovana vetejnym sektorem. To je pravdépodobné
zapticinéno malou zkuSenosti s otevienymi daty, kterou maji soukromé firmy. Nedostate¢na
je také informovanost o tomto nastroji. Jestlize by se k firmam a organizacim dostaly
podrobné informace o otevienych datech, moZnostech jejich vyuziti a jejich vyhodach, mohlo
by dojit k narhstu subjekti, které by oteviena data vyuZzivaly.

Lze ptedpokladat, Zze rozvoj otevienych dat bude bez informaéni podpory slozity, jelikoz
firmy a organizace Casto nevidi v otevienych datech Zadny pfinos. Oteviena data ptinaseji dle
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odbornych nazort vyhody pro fizeni a planovani firemnich a institucionalnich ¢innosti. Tyto
vyhody jsou vSak Casto opomijeny. Proto je nutna vétsi informacni osvéta otevienych dat
s dlirazem na pozitivni dopady na rozvoj trhu i samotnych firem a instituci.

Pii hodnoceni otevienosti dat Ceské republiky je ziejmé, ze CR je teprve na zaGatku své cesty
k idealni otevienosti. (Staitkova, 2016) V roce 2011 se Ceska republika na zakladé dohody
Partnerstvi pro oteviené vladnuti (Open Government Partnership) zavazala otevfit sva data.
(Open Government Partnership, 2011) BohuZel se otevirani dat zasadn& protahuje a CR stale
neplni svilj zavazek. Pokud by se vSak informace o otevirani dat dostaly k Siroké vefejnosti,
mohl by vzniknout tlak na vladu, kterda by musela zacit pracovat rychleji. To by vedlo také

k tomu, ze by se firmy a organizace dozveédély o otevienych datech detailngjsi informace
a mohlo by je to vést k Castéjsi aplikaci otevienych dat.

Oteviena data jsou v Ceské republice na po&atku rozvoje a jejich aplikace neni dle vysledki
vyzkumu pfili§ vysoka. Chybi vyrazna podpora a informovanost ze strany CR i Evropské
unie. Celkové by se oteviend data méla vice prosazovat napfi¢ velkymi, stfednimi i malymi
firmami, aby mohlo dochazet k efektivnimu ekonomickému rdstu a zvySovani
transparentnosti ekonomickych procest. Ze stejného divodu by méla existovat podpora
otevirani dat organizacemi ve vefejném sektoru a legislativni podpora pro otevirani dat.
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KNOWLEDGE CULTURE IN TERMS OF SLOVAK MARKET

Zuzana Skutchanovd, Katarina Pickovd, Stefan Hittmdr, Jozef Sarlay

Abstract

In terms of Slovak market, companies have a problem with implementation of knowledge
management. Companies are trying to implement knowledge management, but they do not
have knowledge culture - platform for implementation of knowledge management. The
problem is setting the culture as support for knowledge culture. Companies, which were
involved in the research, are operating in the Slovak Republic. Results of this research are the
elements, which have to be implemented into company culture. In terms of Slovak market,
these elements have to be implemented: justice, involvement of employees during the
formulation of basic principles of business — vision, mission, setting the organizational
structure. Everything in the company has to be based on nature of employees, because
employees are individuals with different history, personality and thus with different
motivation.

Key words: knowledge culture, Slovak market, motivation

1. INTRODUCTION

Knowledge has always been important for people. Every period of human evolution required
different necessary skills. In the knowledge society of nowadays “knowledge means power”
is truer than ever before. Development of information technology has made information more
easily available and having the information isn’t sufficient anymore. What is necessary is
having the knowledge which must be applied in a company. This is the part of the process
where problems arise.

The first issue is to identify the persons with knowledge. If a company is not sufficiently
attentive to its employees, there is no way to know about their knowledge. Tacit knowledge is
stored in the employees’ minds and can be discovered only by observing their behaviour and
functioning in the company.

Another problem is the relation between the company and the employee. If the company does
not provide its employees with respective remuneration it cannot expect any efforts at self-
development — creation of new knowledge the company may utilize later. Is the employees
are only interested in their survival and safety (satisfying the first two levels of the Maslow
pyramid of needs), they do not care about their development and neither about the company’s
development.

A common issue nowadays is also the stability of labour. If employees are worried about their
position in the company, they are not willing to distribute their knowledge because they
consider it to be their competitive advantage, loss of which might result into loss of job.

Also, what contemporary companies often lack are moral values. Employees feel like they do
not have to try because another, “the chosen one”, might be rewarded for their efforts.
Corruption and nepotism thwart creating suitable conditions for distribution of knowledge.
Companies do not realize that knowledge management must become a part of the company as
a whole. It cannot be separate and must be considered when defining the vision, philosophy
and mission of the company. It also needs to be a part of every other step in its lifetime. The
most suitable tool for implementing knowledge management is corporate culture.
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2. CORPORATE CULTURE

Corporate culture is a set of goals, ideas, rules, opinions, attitudes, values, standards, symbols,
social consciousness, belief, history, customs, material conditions and traditions reflecting the
requirements of the company as well as requirements of the employees. (Hittmar; 2006)
Corporate culture is formed not only by the average of individual value preferences, attitudes
and standards but it is also a group phenomenon which is supra-individual and of significantly
social nature. (Novy; 1996) It can create a synergic effect in a company but also prevent any
cooperation because it effects the quality of professional life of its members to a large extent.
(Lukasova; 2002) Corporate culture is primarily utilized in the area of intra-corporal
management and in respect of the company’s own employees. (VI1acil; 1997) In a time when
it is hard to find qualified employees, its aim is to create internal branding and represent the
corporation as a good employer among potential employees as well as investors and
customers. A correctly set-up corporate culture should create a “learning organization” — a
place where employees are willing to work, distribute their knowledge and move the company
forward.

Suitable organisational climate is defined by following features (research hypothesis):

= afair remuneration,

= fairness — if a company is in profit, it is reflected in remuneration of employees,

= transparency — to see the results of one’s work and clearly defined responsibility for
results,

= upbringing of employees (environment they live in)

= start-up principle — the knowledge I am working on my own tasks,

= financial motivation,

= non-financial motivation

= remuneration based on the decision of the superior employee/based on performance,

= unified direction (shared vision, strategy),

= spreading the vision and strategy among employees,

= considering employees’ interests when setting the vision and strategy,

= submission of individual interests to the general (corporate) interests,

= employees’ feeling of stability,

= supporting employees’ initiative (problem-solving by themselves),

= teambuilding,

= informal meetings (breakfast, dinner, celebration),

= supporting common leisure activities (a sports training)

= organisation enabling free communication within the whole company,

= corporate events for family members,

= common relaxation areas (kitchenette, relaxation room),

= style of leadership — democratic, liberal, authoritative.

3. RESEARCH OF CORPORATE CULTURE IN SLOVAKIA

The research includes companies located in the Slovak Republic. The survey contains several
check questions to achieve a data and research quality. The primary filtration was executed
during sending out of the survey — only relevant companies were selected from the database
of addresses.

The basic statistical file was obtained from the relevant websites of the Bureau of Statistics of
the Slovak Republic. Based on the data the following can be stated:

= There are 133345 micro enterprises with 0 — 19 employees
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= There are 3588 small enterprises with 20 to 49 employees

= There are 2573 medium enterprises with 50 — 249 employees

= There are 641 large enterprises with over 250 employees. The file therefore consists of
all types of enterprises — altogether 140120 of them.

410 relevant replies were obtained which represents a 95% interval of reliability and a
maximum margin of error of 4,79%.

3.1 Results of research

The first step of verifying the validity of hypothesis was selective analysis — selecting suitable
respondents of the research. Its results are shown on the charts below:

Fig. 1 Do enterprises work with knowledge?

81 - 100%
10%

61-80% 21 - 40%
L 39%

Fig. 1 Number of employees working with knowledge — creating innovations

Based on the regressive model, an equation was created to define the features of corporate
culture affecting work with knowledge.

I=0,51872 + 0,05783 x1 + 0,0299819 x2 + 0,0503082 x3 + 0,0294293 x4

The equation shows that working with knowledge depends on these features of corporate
culture:

= fairness - if a company is in profit, it is reflected in remuneration of employees
= upbringing of employees (environment they live in)
= organisation enabling free communication within the whole company,
* considering employees’ interests when setting the vision and strategy.
The elements of climate cannot be introduced individually because they are interconnected
(verified by correlation). These elements must be edited and completed:
= fairness - if a company is in profit, it is reflected in remuneration of employees
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a fair remuneration
financial motivation
employees’ feeling of stability,
opportunities for self-development,
= upbringing of employees (environment they live in)
o start-up principle — feeling that | am working on my own company,
= considering employees’ interests when setting the vision and strategy,
o unified direction (shared vision, strategy),
o spreading the vision and strategy among employees,
= organisation enabling free communication within the whole company.

o O O

O

4. KNOWLEDGE AND ENTERPRISE

The research focused not only on corporate culture but also on other features influencing
working with knowledge. In order to implement knowledge into the functioning of a
company, including them in organization in the best way.
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Fig. 2 Model of knowledge implementation to the company
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The grey areas of the model may differ based on the type of enterprise and its organizational
structure.

4.1.

Change of the model elements

As an example we have chosen the change of elements due to organizational structure of the
enterprise.

Linear organisational structure:

remuneration based on performance,
decentralisation of management and decision-making,
submission of individual interests to the general (corporate) interests,
o unity of leadership (1 employee = 1 superior)
fairness — if a company is in profit, it is reflected in remuneration of employees,
o a fair remuneration,
o employees’ feeling of stability,
discipline — abiding by corporal rules and regulations,
o informal supervision (arising from the corporate culture),
upbringing of employees (environment they live in)
o spreading the vision and strategy among employees,
o considering employees’ interests when setting the vision and strategy,
o supporting employees’ education in several areas.

Functioning organisational structure:

remuneration based on performance,
o a fair remuneration,
o discipline — abiding by corporal rules and regulations,
o financial motivation,
employees’ feeling of stability,
o considering employees’ interests when setting the vision and strategy,
o fairness — if a company is in profit, it is reflected in remuneration of
employees,
informal supervision (arising from the corporate culture),
supporting employees’ initiative (problem-solving by themselves),
esprit de corps — team spirit,
transparency — to see the results of one’s work and clearly defined
responsibility for results,
upbringing of employees (environment they live in)
opportunities for self-development,
opportunities for promaotion,
o non-financial motivation.

o O O O

o O O

Functional organisational structure:

submission of individual interests to the general (corporate) interests,

o participation leadership (employees involved in decision-making),
unity of leadership (1 employee = 1 superior)

o discipline — abiding by corporal rules and regulations
leadership unity principle when allocating employees to special teams,
creating multi-area teams,

o decentralization of management and decision-making,
opportunities for promotion,
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= upbringing of employees (environment they live in)
* supporting employees’ initiative (problem-solving by themselves),
o a fair remuneration,
o fairness — if a company is in profit, it is reflected in remuneration of
employees,
o remuneration based on performance
o start-up principle — feeling that I am working for my own company,
o financial motivation,
o esprit de corps — team spirit,
o transparency — to see the results of one’s work and clearly defined
responsibility for results,
o opportunities for self-development,
o opportunities for promotion,
o supporting good relationships at the workplace.

Matrix organisational structure:

= removing strict corporal hierarchy
o decentralization of management and decision-making
o considering employees’ interests when setting the vision and strategy,

Staff organisational structure:

= removing strict corporal hierarchy
o decentralization of management and decision-making
o considering employees’ interests when setting the vision and strategy,

5. CONCLUSION

Corporate culture determines the behaviour of customers. Its goal is to make employees to
feel well and be willing to share their knowledge and thus support the corporal development.
Research was focused on finding specification of knowledge culture and the principles that
support the work with knowledge in the Slovak business environment. Thanks to this research
has created a model focused on the introduction of knowledge management to do business.
Implementation of a complete model is financially and time-consuming activity, as it requires
a change in organizational structure. Therefore it was necessary to look at the principles of
knowledge in a variety of organizational structures. These principles saved time and money
for the company.

Most important thing in the company is employee. Everything in the company has to be based
on nature of employees, because employees are individuals with different history, personality
and thus with different motivation.
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INFLUENCE OF STAKEHOLDERS ON DECISION MAKING IN
HOSPITALS

Barbara Ehrnsperger

Abstract

Shall I bring the umbrella today? — The decision depends on something which I do not know,
namely whether it will rain or not. Patient safety is a significant healthcare issue with
substantial clinical and economic consequences. The extensive research in 1999 on patient
safety stated that preventable medical errors in US were killing as many as 99,000 people per
year (Kohn, Corrigan, & Donaldson, 1999). The aim of this paper is the analysis of decision
process in hospitals and how they are structured and if they have an influence on patient
safety. The result summaries that decision theory is a very complex and wide area and
research has been done from different perspectives, that decisions in hospital environment are
special, since they a very far-reacting and content of decisions are also life-time-decisions and
various stakeholders (physician, nurse, biomed, management, buyer) are involved and do
have different roles during the decision process.

Keywords: decision making, healthcare management, stakeholder management

1 THEORY

Presidential nomination campaigns have often been described as the most important and least
understood phase of presidential selection. In most instances; they begin almost two years
before the national party convention convenes. During the lengthy nomination campaign,
party elites attempt to influence nomination outcomes through their endorsements of
particular candidates. Although elite endorsements are not as powerful as they once were
during the time periods when congressional caucuses and party conventions controlled the
nominations outcome, they still matter. Presidential candidates actively seek them in an effort
to increase their chances of capturing the party nomination. Furthermore, there is ample
evidence to suggest that party elite endorsements are determinants of candidate success in
presidential nominations (Whitby, 2014). This a very actual example on how complex
decisions can be and how important it is to understand stakeholders involved and how they all
influence decisions. In general, human choice behaviors during social interactions often
deviate from the predictions of game theory. This might arise partly from the limitations in
the cognitive abilities necessary for recursive reasoning about the behaviors of others. In
addition, during iterative social interactions, choices might change dynamically as knowledge
about the intentions of others and estimates for choice outcomes are incrementally updated
via reinforcement learning. Some of the brain circuits utilized during social decision making
might be general-purpose and contribute to isomorphic individual and social decision making
(Lee & Seo, 2016). A small excurse to game theory: until the 1990s, most game theorists
relied on equilibrium analysis to predict strategies. Players are considered to be in equilibrium
when they correctly forecast what others will do and pick a utility-maximizing strategy. For
example, always playing ‘rock’ in rock-paper-scissors isn’t an equilibrium strategy. Only play
‘rock’ if you think your opponent will play ‘scissors,” but your opponent won’t do that if they
think you’re going to play ‘rock’; instead, they will play ‘paper’. Therefore, the equilibrium
strategy is to randomly play each hand 1/3 of the time (Camerer, Ho, & Chong, 2015).
Overall, decision theory is a wide area in science, with a long tradition. The first idea of
decision theory reaches back over hundreds of years and is still relevant in the presence.
Rational models were discussed from the neoclassical economists (e.g. Adam Smith or Max
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Weber) with a view on rational behavior of agents which maximize their utility — the homo
oeconomicus. A more scientific approach of Pascal and de Fermat shows a calculation of
probabilities and Bernoulli laid the foundation of risk science by examining random events.
Decision theory is the study of how choices are and should be made in a variety of different
contexts. Decision theory provides a rational framework for choosing between alternative
courses of action when the consequences resulting from this choice are imperfectly known. In
the history of decision sciences the theory of games, developed by Neumann and Morgenstern
(von Neumann, Morgenstern, Kuhn, & Rubinstein, 1944), represents such a milestone. All the
approaches in the 1950s and 1960s were based on mathematical models and algorithms to
decision making and problem solving in the fields of management (VVazsonyi, 1990).

1.1 Decision theory

There are several ways to differentiate the various disciplines of decision making. Common is
the distinction between prescriptive / normative and descriptive / positive decision making.
The Overview of Laux (Laux, 2007) shows the distinction between the two main theories and
in more detail that the prescriptive theory is underlined with tangible guidelines and models.

Empirical Focus
Decision Making Theory

|
| |

Descriptive Prescriptive
Theory Theory

Guidelines for
building goal
systems

Decision making
models

Rules and Criteria
for the model /
alternatives

Fig. 1 Main Theories, created by author according to Laux 2007

A way of distinguishing between these modes of decision making is (according to Dillon
(Dillon, 1998)):

Descriptive: What people actually do, or have done.
Prescriptive: What people should and can do.
Normative: What people should do (in theory)

Descriptive decision theory

The descriptive theory does not focus primarily on the decision problem and how to solve; it
aims to describe the decision in reality. How the person made the decision and the influencing
factors based on irrational acting (Laux, 2007).

The foundation for the descriptive decision making is founded as well in the behavioral and
social science (Salinger, 1988).

Prescriptive decision theory
Prescriptive theory commands people, how they should make decisions. Prescriptive theories
warn that if we do not follow their rules we will suffer dire consequences. The theory assumes
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a logical, mathematical, and statistical view of the world, and idealizes decision makers as
superhuman, rational, emotionless beings.
The foundation of the prescriptive concept is the subjective expected utility (SEU) theory, a
doctrine of choice based on psychology (subjective), probability theory (expected) and
economics (utility). SEU is not empirical, and humans more often than not disregard the SEU
hypothesis. SEU provides the goals for algorithmic procedures to decision making (Vazsonyi,
1990). Some of the roots of the SEU theory are in the theory of inductive inference (Savage,
1961) and in statistical decision theory, also called subjective decision theory or statistical
decision theory.
Important developments in decision theory took place over the recent decades: the trend to a
behavioral approach was supported by psychological science. Kahnemann and Tversky did
contribute a lot to this recent development.
A good example of their work is published in the famous book “Thinking Fast and Slow”
(Kahnemann, 2011). Kahnemann differentiates two systems:
= System 1 operates automatically and quickly, with little or no effort and no sense of
voluntary control
= System 2 allocates attention to the effortful mental activities that demand it, including

complex computations. The operations of system 2 are often associated with the

subjective experience of agency, choice, and concentration
In a normal situation, the human structure is based on system 1 and will only use system 2 if it
is really necessary.

1.2 Decisions in organizations
Decisions in organizations are also made by humans and therefore reflect human behavior in
organizations. According to March and Simon these behaviors can be grouped into three
classes (March & Simon, 1997):

a) Organization members are primarily passive instruments; performing their work and
accepting direction, but not initiating actions

b) Organization members bring their own attitude, values and goals into the organization.
c) Organization members are decision makers and problem solvers.

The listed classification above reflects different types of decisions in organizations, therefore
a robust process must enable decision making and decision execution.

3.1. Decision making in healthcare

The talent to solve problems is essential to management. Problems and making decisions are a
constant component of a manager’s work. A manager’s job is to solve problems and to make
decisions; in fact, a managers worth is assessed by how well she/he is able to do this (Toygar
& Akbulut, 2013). Healthcare managers, in particular, have to deal with a much larger
number of and harder decision-making and problem-solving challenges (Sperry, 2003). As
concepts, problem solving and decision making could be regarded as a result of strategic
thinking. It is well known, that the process of strategic thinking ends with the action of
making a decision. A decision can be defined as a choice made among given options (Toygar
& Akbulut, 2013).

2 RESEARCH

This paragraph focus on preliminary results of the authors own research on decision making
process in hospitals with respect to involved stakeholders. Figure 2 shows the answers of the
following question: The contribution of Physician/Nurse/Biomed/Management/Hospital
Buyer during a decision process in hospital is perceived as added value. The results are
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measured on a 5 point Likert scale. This preliminary result shows the answers of 45
questionnaires. These 45 questionnaires are spread over the stakeholder groups like that: 18
physicians, 23 nurses, 4 management. Of course these preliminary results do have several
limitations. First of all, the sample group is quite small; secondly the diversity among
stakeholders is not evenly spread. However, the first results could be a statement, that the
impact of doctors/physicians is perceived as very high. This is also reflected in the
stakeholder theory for hospitals, which says that this environment is quite hierarchical and
therefore the doctors are perceived as very important and powerful during decisions.
According to that research, nurses do have also a big impact and play an important role during
decisions. On the other side, Biomeds and Management are not perceived as the key persons
during decision processes. Hospital buyers have the most interesting result: the answers show
a clear uncertainty if buyers do have an important role. Their role varies between hospitals
form very important to not important at all. So within this stakeholder group it seems to be a
case-to-case decision what kind of role they play in the decision process.

35 -

30 -

o5 | mstrongly agree
20 | agree

15 - mundecided

10 disagree

5 mstrongly disagree
0 i

Physician Nurse Miomed Management Buyer

Fig. 2 Contribution of different stakeholders in decision making process in hospitals,
preliminary results, created by author

3 CONCLUSION & RECOMMENDATION
= Decision theory is a very complex and wide area and research has been done from
different perspectives
= Decisions in hospital environment are special, since they a very far-reacting and
content of decisions are also life-time-decisions
= Various stakeholders (physician, nurse, biomed, management, buyer) are involved and
do have different roles during the decision process
To really derive conclusions for decision processes in hospitals, the research has to be
conducted with more participants from different stakeholder groups. To complete the picture,
semi structured interviews with experts are recommended.
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REPORTING ON SELECTED ASPECTS OF THE CORPORATE
SOCIAL RESPONSIBILITY IN THE CZECH REPUBLIC

Cevela David, Bilkova Kristina

Abstract

This paper examines the extent to which the largest companies domiciled in the Czech
Republic disclose CSR related non-financial data. The areas examined include environmental
and social aspects of a company’s operations as well as labour practices. The analysis covers
100 companies with the largest turnover in 2014 and considers some specific characteristics
of the reporting entities, including the industry in which they operate and a geographical
location of its ultimate owners. The main objective of the research is to identify which
companies if any disclose the non-financial data, using a pre-defined scoring system. The
results show that the most common are data on environmental and labour aspects. The
number of such disclosures correlates with the industry sector in which the company operates
as well as with the country of its ultimate owner.

Key words: Corporate Social Responsibility, CSR, Sustainable Business, Disclosure Quality.

1 INTRODUCTION

External financial reporting is primarily a product of an information-asymmetric relationship
between the owners (principals) and managers (agents) of companies. This relationship stems
from the fact that the owners, who bear the major risks associated with the existence of a
company often have only limited access to information about the current position and
performance of the net assets owned by them. The variety of entities involved in the
performance of companies and their interaction with its (not only business) environment,
however, is much broader and includes current, former or prospective employees, customers,
debtors, government or the local communities. We can say that the standard set of financial
statements required by law reflects the information needs of these stakeholders only partially,
since it is focused mainly on its primary function to provide financial data required by its
current or prospective owners and neglects the needs of other stakeholders.

Reports that a priori focus on the other than financial indicators may have various forms.
These include so-called integrated reports, corporate social responsibility (CSR) reports, or
sustainability reports. Though they differ in part in their focus, their common goal is to enrich
the basic set of financial statements so that companies can provide sufficient non-financial
information to all relevant material stakeholders to help them to better meet their information
needs.

While in many countries especially in developed countries of Western Europe and North
America such reports are quite common, there is a belief that companies in the Eastern
European countries including the Czech Republic (CR) often choose the option to publish
only the minimum data and information required by the law. Unwillingness to disclose any
extra information is thought to be present mostly among small and medium-sized companies,
however the research that includes up-to-date empirical data on this topic is still rather
limited. Current practices specifically in the area of reporting on socially responsible
behaviour in the CR is therefore clearly a very current and appealing topic for further
analysis.
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2 LITERATURE REVIEW

There are several research papers and articles covering the topics related to CSR reporting
practices as well as dedicated reporting on environmental, social and other non-financial
aspects. These identify several factors that affect the frequency and quality of CSR reports.
The results of research carried out on samples of major European companies generally
confirm that the CSR reporting is commonly a domain of large companies only (Drag - Tiron-
Tudor, 2012). The emphasis is often placed on corporate governance, but much less on social
and environmental issues (Bonson - Bednarova, 2015). However, there also are some
proposals for specific methodology on evaluating CSR reporting of small and medium-sized
enterprises (Szczanowicz - Saniuk, 2016). Differences in quantity, quality and focus of such
reports are yet evident across industries and sectors in which the reporting company primarily
operates (Lock - Seele, 2015). This is caused by a different environmental impacts of such
companies across various industries.

Among other factors very important are specific aspects of the country in which the company
operates (Fortanier - Kolk - Pinks, 2011). The quantity and quality of CSR reporting is
obviously influenced by both the tradition of disclosing such information by companies in the
country as well as institutional factors and a degree of regulation (Jindrichovska - Purcarea,
2011).

Some research also confirms that many CSR reports do not provide a comprehensive and
relevant information particularly in high-risk or adversely developing areas (Michelon -
Pilonato - Ricceri, 2015; Ditlev-Simonsen, 2014). This is partly caused by the fact that only a
small number of such reports is in any way verified by an independent third party (Srivastava
- Rao - Mock, 2013). The quality of these voluntary non-financial information often
positively correlates with the quality of financial reporting of the company (Martinez-Ferrero
- Garcia-Sanchez - Cuadrado-Ballesteros, 2015). However, if present, the external verification
is sometimes of a dubious quality and often does not fulfil its desired purpose (Zori - Garcia-
Bena - Sierra, 2013).

Current research also points out that there is a different view on CSR reporting among experts
on this issue and academics on the one hand and among executive management on the other.
While management considers it rather to be an instrument for improving the company's
image, experts accent mainly the aspect of increasing the transparency and a positive attitude
towards the social environment of a company (Habek - Wolniak, 2015). The CSR and other
non-financial reporting is, however, an area of increasing popularity and importance across
countries (Lament, 2015), although the number of companies reporting on CSR-related
aspects still cannot be considered to be significant or sufficient (Tschopp - HUEFNER, 2015).

Several studies specifically cover the reporting practices in the CR. Dana Dvorakova
(Dvorakova, 2009), for example conducted a research on a sample of nineteen companies
publicly traded on the Prague Stock Exchange in 2008. This revealed that even these
companies, which supposed to have a very high level of financial reporting, often do not
publish environmental and social information or they do so only in an inadequate form. The
research also notes that if present the social and environmental information is almost never
linked to the financial part and often contains only positive and favourable data. That raises
reasonable doubts on whether the information is honest and complete or it serves only as a
self-presentation of companies and their achievements in a given year. Other authors have
focused on the medium, small and micro companies in the CR, where for the years 2013 and
2014 they examined the relationship between company size (measured by number of
employees) and awareness of CSR issues respectively, based on a survey (Skypalova -
Kucerova - Dvorakova, 2016). The authors observed a significant positive correlation with the
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size of the company which confirms that in the CR size is an important factor in relation to
the company's involvement in CSR. A similar research performed by Kunz is using a pre-
defined questionnaire on a sample of about 250 Czech companies (Kunz, 2012). The research
revealed a relatively high degree of awareness and commitment in the field of social
responsibility of large companies, while their share decreased significantly with the shrinking
size of the inquired company. While the most of these companies emphasized their dedication
to an ethical behaviour and care for employees as main reasons behind disclosing voluntary
non-financial data the main motive behind such conduct identified by the management of
these companies was the effort to improve the company's image and an internal integrity of
the management, rather than e.g. the desire to satisfy the information needs of various
stakeholders.

Conceptual content analysis of annual reports for 2006 done by Kasparova (Kasparova, 2011)
on a sample of 104 companies points out the fact that companies in the CR mostly report on
the internal processes and future plans of the company but the depth of the disclosed CSR
related information is not very extensive. The information once published is rather descriptive
in nature and lacks hard quantitative data to support the statements in such reports. The
limitation of this particular research, however, is a fact that it focused only on the information
disclosed in annual reports and not in any dedicated CSR reports.

A similar analysis of annual reports of 52 Czech and 30 Slovak companies was done by
Kasparova and Skapa (Kasparova - Skapa, 2007) on information published in 2006. The
research has revealed several differences in reporting practices between these two countries.
The most frequently disclosed data in the annual reports of the Czech companies were those
on environmental protection and waste management. This research is limited again by using
annual reports as the only medium being analysed, and by the fact that information on
environmental protection are, among other, a mandatory disclosure under applicable
legislation in the CR. The results of the research also confirm the findings of other studies that
large companies in the CR report about the CSR topics more frequently than small and
medium-sized companies.

3 RESEARCH OBJECTIVE

A review of the literature and research papers that focus on the non-financial reporting
practices specifically in the CR shows that at the moment not much empirical data is available
and there is a considerable opportunity for further work that analyses the latest data. The
objective of this paper therefore is to identify, analyse and critically evaluate the extent to
which major companies in the CR disclose non-financial information that are not explicitly
required by the applicable law (quantitative factor) and what is their content and form
(qualitative factor). Given that this objective is rather general, it is useful to break it further to
individual research questions. This paper specifically aims to answer the following questions:

e Among the largest companies, what is the percentage of those which voluntarily
reported the non-financial information?

e Which companies the most commonly reported this information?
e About what CSR areas do companies report?

e How companies ensured the quality of this information, especially its accuracy
and completeness?

Answering all these questions on a sample of the largest companies in the CR will then result
in achieving the stated objective of this research.
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4 RESEARCH METHOD

To be able to answer each research question we will analyse external reports on a sample of
100 leading companies in the CR. The significance was assessed according to the level of
revenues achieved by a company in the last financial year. Data was obtained from publicly
available list compiled annually by the Czech Top 100 association that each year publishes an
updated list of 100 companies located in the CR according to their per-year revenues. The
information about CSR-related topics were gathered from two main sources; either from
annual reports or from separate reports focusing on information about aspects of socially
responsible behaviour. In all cases we considered statements for the year ended in 2014, since
in the time the research was being conducted it was reasonable to assume that all companies
considering reporting CSR-related data for 2014 have already done so. The reports were
obtained from two basic sources - from the electronic commercial register available on the
Internet at www.justice.cz as well as from the official websites of analysed companies.

Further it is also necessary to define which data and quantitative as well as qualitative
characteristics will be examined. These were selected so that all research questions could be
reasonably answered using the collected data. We therefore chose the following
characteristics, broken down according to the research questions:

e What is the proportion of companies that voluntarily report the non-financial
information?

This question will be answered in dichotomy by concluding that the company either does or
does not report the non-financial information. Only if it does it will be assessed further for
details of this reporting. Therefore, the following two characteristics were defined:

0 The company does report on non-financial information
0 The company does not report on non-financial information
e Which companies report on non-financial information?

To answer this question, it is necessary to assess multiple variables as several factors may
affect the nature of the non-financial disclosures. Examined variables will include the industry
in which the company operates and the ultimate ownership of the company. The ultimate
ownership will be assessed specifically to determine, whether the company is owned locally
or by a foreign owner and if so, from which region. The analysed characteristics were chosen
as follows:

0 Industry in which the company operates
0 Geographical location of the ultimate owner
e What CSR areas the companies cover in their reports?

In the area of non-financial reporting companies need to take into account the specific needs
of users of such reports and essentially report on three key areas as defined below. These three
areas are also applicable for this research. These are the following:

- Labour and employment
- Social aspects
- Environmental aspects

This categorization is inspired by the standards that have been created by the Global
Reporting Initiative (GRI) non-profit organization. We use their CSR guidelines as the
reporting good practice as in many studies GRI is identified as the most influential and widely
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acceptable standard of the CSR reporting in the world (Lim - Kiyoteru, 2012; Ronen, 2011;
Lament, 2015; Tschopp - Huefner; 2015; Vukic, 2015). GRI similarly identifies three main
areas of CSR, namely economic, environmental and social (GRI 2015, p. 23). In this paper,
however, we focus only on non-financial aspects of reporting, thus we ignore the economic
aspects recognized by GRI and many other CSR reporting guidelines. The reason is that the
reporting on economic aspects has a long tradition in the CR and is to a considerable extent
required by applicable law. This could lead to many companies identified as partially
reporting on some CSR aspects only because they properly disclose their financial
performance in line with legal requirements, thus potentially distorting the findings of this
research. Separation of the labour and employment area from the social aspects of CSR in this
paper is again motivated by a hypothesis that companies will report more often than not on
aspects required by Czech legislation (companies are currently required to disclose
information about their environmental activities as well as labour practices - without any
further guidance - within their annual reports) and will more frequently omit the remaining
social aspects. After separating the labour aspects from the social area this includes such
aspects as the company’s impacts on local communities, anti-corruption initiatives, safety of
the company’s products and others.

Since for the purpose of this study we categorize the companies as those who either do report
or do not report on some specific areas at this point we still need to determine the
circumstances under which the individual company will be identified as the one reporting on
the aspect properly. It often happens that companies that formally comply with its legal
obligations to disclose information about the impact on either the environmental or labour
aspects, often cover these areas only briefly, in a form of vague statements. Since it is not
desirable to identify these companies as the ones that do report on the examined area, we will
for the sake of consistency stick with the criteria proposed by GRI. We will answer the
question whether the company does report on the area (i.e. employment & labour, social, or
environmental) positively, if the report contains information on at least one of the indicators
set by GRI methodology. The methodology set out in this paper is therefore significantly
more benevolent than the applicable internationally accepted standards of the CSR reporting.
For the purposes of this paper, however, we will not apply all of the criteria under GRI
literally, since some of them can be considered as rather irrelevant for companies settled in
the CR (typically e.g. criteria concerning child labour, or the rights of indigenous peoples) or
too strict and we have intentionally selected the criteria that we believe are potentially
applicable for the most companies from the analysed sample, adjusted where deemed
necessary.

e How the companies ensure the quality of the non-financial data disclosed,
especially with regards to their accuracy and completeness?

Without access to inside information of companies one cannot objectively assess whether
these accurately and completely present the data within selected CSR topics. Therefore, there
are many different methods that allow users to be able to conclude on the reliability of the
reported information. One possibility is that the company may adhere to some international
CSR reporting standard (to enhance the users’ confidence over completeness of such
information). Another important tool to enhance the credibility of these information is to have
them verified by an independent third party (to enhance the users’ confidence over its
accuracy). The company can thus be using the following means of securing highest possible
level of accuracy and completeness of the reported non-financial information:

o Thereportis in prepared according to the following standard of non-financial reporting:
* GRI
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= QOther standard
= None

o The non-financial data are verified by an independent third party:

= Statutory auditor

= Dedicated independent organization
* Independent individual

= Other verification

= No external verification

A content analysis was selected as a research method in this paper. Researched data were
divided based on the dichotomy of either their presence or absence in the report examined.
The assessment was carried out in all cases by the authors. The research results are shown in
the following section. The summary of findings is then given in the concluding section of this

paper.
5 DATA AND DISCUSSION

The following section presents the results of the analysis of annual and other reports of 100
companies in the CR with the largest turnover as described in the previous chapters. Results
are presented per the research questions set for this paper in part 4 - Research Method.

Tab.1: No. of companies reporting non-financial information per CSR area:

Reported aspects Occurrence (n) Occurrence (%) from total
Social aspects 5 20 %
Labour and employment aspects 20 80 %
Environmental aspects 17 68 %
Total (cor_npani_es reporting on at least o5 100 %
one non-financial aspect)
Tab.2: Distribution of reporting companies per industry:

Industry Occurrence (n) Occurrence (%) from total
Automotive 3 12%
Energetics 3 12 %
Chemical industry 4 16 %
Other industrial production 4 16 %
Services 1 4%
Building and construction 2 8 %
Telecommunications 2 8 %
Mining 2 8 %
Other 4 16 %
Total 25 100 %
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Tab.3: Distribution of reporting companies per geography of the ultimate owner:

Location Occurrence (n) Occurrence (%) from total
Czech Republic 8 32 %
Western European country 10 40 %
Other 3 12 %
Unknown 4 16 %
Total 25 100 %

Tab.4: Use of CSR or other relevant reporting standard:

Location Occurrence (n) Occurrence (%) from total
GRI 1 4%
Other relevant reporting standard 0 0 %
No standard used 24 96 %
Total 25 100 %

Tab.5: Verification of the non-financial data by an independent third party:

Location Occurrence (n)  Occurrence (%) from total
Statutory auditor 0 0%
Specialized independent company 1 4 %
Dedicated individual 0 0%
Dedicated non-profit organization 0 0%
Other independent verification 0 0%
No verification 24 96 %
Total 25 100 %

Based on the collected data we will now be able to answer the individual research questions
as defined in the section 3 — Research objective.

e What is the proportion of companies that voluntarily report non-financial
information?

e What CSR areas companies cover in their reports?

We can observe, that although the research sample included only the largest companies in
terms of turnover, i.e. companies with the largest stakeholder pressure on providing a
relatively broad portfolio of non-financial information the results of the research are
consistent with the older researches identified and briefly discussed within the section 2 —
Literature Review. The total of only 25% of companies disclosed non-financial information in
the minimum quality and quantity in 2014 for at least one non-financial CSR aspect. Earlier
we have assumed that the most common areas covered would be labour and environmental
aspects as these are, however vaguely, already explicitly required by applicable law in the CR.
This appears to be true as disclosures related to labour and environment occur circa twice as
often as disclosures related to social aspects. The rest 75% companies though provided none
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or only unsatisfactory information about social, labour and environmental aspects of their
business activities. This shows a low commitment to transparency and a failure of the largest
companies to sufficiently meet information needs of its stakeholders. It appears that
companies in the CR only slowly catch up with the current trend of an increased stakeholder
engagement and clear and timely disclosure on other than finance related information that can
be seen in economically highly developed countries.

e Which companies report on non-financial information?

Among the 25 companies that disclosed information from at least one relevant area most of
them come from industries where higher social or environmental impacts are expected. The
largest portion of the identified companies work in chemical or petrochemical industry, in
diversified industrial production, automotive sector or energetics. However still many other
companies from these sectors provided no relevant non-financial data at all. The percentage of
companies from the total of analysed companies in that particular sector were 40%, 20%, 25%
and 38% respectively. Companies in chemical and energy industries therefore disclose the
information the most commonly among all analysed industries, which is linked with their
obvious severe impact mainly in environmental as well as occupational health and safety
areas.

In line with our expectations we can further conclude that the country of the ultimate owner is
also an important factor influencing whether a company will or will not disclose sufficient
non-financial information. Contradictory to what was expected, not many of such companies
have the ultimate owner from western Europe. These make only 19% of all in the analysed
sample of companies. Slightly higher is the share of local companies that reported sufficient
non-financial data — 8 out of 30, i.e. 27%. This may be caused by a fact, that despite the
companies with foreign owners are large (thus significant) in terms of local market, they are a
rather marginal part of larger international groups, who prefer to publish their group reports
instead of individual reports for the entities operating in the CR only. Concerning the very
soft criteria used in this research these numbers are rather unsatisfactory.

e How the companies ensure the quality of the non-financial data disclosed,
especially with regards to their accuracy and completeness?

The results for the last question are very unsatisfactory. Although we have concluded earlier,
that there is ca 25% proportion of companies in the CR among the largest ones that report on
at least one non-financial CSR area, only one of these complies with GRI or any other CSR
reporting standard and again only one company had their non-financial data checked (audited)
by an independent third party. That poses significant doubt on whether the data disclosed by
such companies for 2014 are really complete and accurate and therefore can be used as a
reliable source of information for its prospective users.

6 CONCLUSION

The analysis on the sample of 100 Czech companies shows that for 2014 only 25% of them
disclosed at least very minimum information about either environmental, labour or social
aspects of their activities as defined in this paper. The most common are data covering
environmental and labour aspects, as these were also explicitly required by the legislation
applicable for 2014. The willingness to report such data correlates with the industry sector in
which the company operates as well as with the country of its ultimate owner. Companies
disclosing non-financial information mostly conduct the business in petrochemical industry,
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energetics, automotive sectors as well as in diversified industrial production. Most of them
have Czech ultimate owner; companies with ultimate owners in other geographical areas or
with untraceable owners that disclose such information are less common.

As a subject for further analysis in this area we would propose extending the sample of
companies as well as the number of periods analysed. This would allow to conclude on
development of the non-financial reporting in the CR over a certain time period. If the data set
is large enough statistical methods could be used as means of evaluating the results allowing
to find some patterns and correlations among observed variables.

The analysis can as well be performed by a wider panel of researchers. This will allow to
determine, whether and to what extent can the results vary based on different judgement and
perception of individual evaluators to objectivise the results.
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VZDELAVANIE A ROZVOJ ZAMESTNANCOYV - KVALIFIKACNE
DOHODY

EDUCATION AND TRAINING OF EMPLOYEES - QUALIFICATION
AGREEMENTS

Silvia Trel’ova

Abstrakt

Zamestnavatelia si aj vzhladom na vyvoj doby uvedomuju, ze potrebuju kvalifikovanych a
flexibilnych zamestnancov. Zlepsenie kvalifikacie zamestnancov je uzko spojené s tispechom
spolo¢nosti. Analyza s pouzitim metdédy komparacie priblizuje problematiku prehlbovanie a
zvySovania kvalifikdcie zamestnancov z hladiska pracovnopravnych predpisov. Ciel'om
prispevku je poukazat’ na uzke prepojenie prava a manazmentu v otdzke vzdeldvania
zamestnancov ako l'udskych zdrojov v podniku.

Klicova slova: [udské zdroje, vzdelavanie zamestnancov, prehlbovanie kvalifikacie
zamestnancov, zvySovanie kvalifikdcie zamestnancov, kvalifikacné dohody

Abstract

Employers are aware that also due to the development of the time they need the skilled and
flexible employees. Qualification improvement of employees is closely connected to the
company's success. The analysis with using the comparative method clarifies the issues of
deepening the employee’s qualification and increasing the employee’s qualification in terms
of labour regulations. The aim of this paper is to point to the close link between the law and
management in the issue of employee’s education as human resources in the company.

Key words: human resources, employee education, deepening the employees’ qualification,
increasing the employees’ qualification, qualification agreements

1 VZDELAVANIE A SUVISIACA TERMINOLOGIA

Vzdelavanie je proces, ktory nielenze zvySuje existujuce schopnosti, ale vedie aj k rozvijaniu
zrucnosti, vedomosti a postojov. Aplika¢nd prax ukazuje, Ze v sicasnosti naroky na vzdelanie
neustale rastl. VyZaduje sa nielen kvalitna priprava v rdmci Skolského vzdelavania eSte pred
nastupom do zamestnania (dnes napriklad vyuzivand forma dudlneho vzdelavania), ale je
potrebné aj neustale doplianie a rozvijanie vedomosti, schopnosti a zruénosti z prislusnej
profesionalnej oblasti. Clovek pocas svojej ekonomickej aktivity uz nevystaéi s tym, ¢o sa
naucil v priebehu pripravy na povolanie. Aby mohol uspesne existovat ako potrebnd a
flexibilna pracovna sila, musi neustale prehlbovat’ a rozsirovat’ svoje vedomosti a zru¢nosti.
Moébzeme konstatovat’, Ze sa jednd o celoZivotné vzdeldvanie.

V suvislosti so vzdelavanim sa stretavame s rozlicnou terminologiou. Celozivotné
vzdelavanie v podmienkach Slovenskej republiky upravuje zékon o celoZivotnom vzdelavani®
ako ,,vSetky aktivity, ktoré sa uskutociiujii v priebehu zivota s cielom zlepSit vedomosti,
zrucnosti a schopnosti.* Celozivotné vzdelavanie ako zakladny princip vychovy a vzdelavania
uplatnovany vo vzdelavacej sustave Slovenskej republiky tvori Skolské vzdelavanie
(GspeSnym absolvovanim sa ziskava stupeil vzdelania) a d’alSie vzdelavanie nadvédzujice na

! Zakon ¢&. 568/2009 Z. z. o celozivotnom vzdelavani v zneni neskorsich predpisov

-102 -



stupent vzdelania dosiahnuty v Skolskom vzdeldvani (UspeSnym absolvovanim nemozno
ziskat’ stupen vzdelania). Na ucely tohto prispevku je pre nds dolezité¢ d’alSie vzdelavanie
(futher education). Dalsie vzdelavanie zahfiia

= dalSie odborné vzdelavanie v akreditovanom vzdeldvacom programe, ktory vedie k
doplneniu, obnoveniu, rozsireniu alebo prehibeniu kvalifikacie potrebnej na vykon
odbornej ¢innosti,

= rekvalifikatné vzdelavanie v akreditovanom vzdelavacom programe, ktory vedie k
ziskaniu Ciasto¢nej kvalifikacie alebo k ziskaniu uplnej kvalifikacie — odbornej
sposobilosti pre jednu alebo viac pracovnych ¢innosti v inom povolani ako v tom, pre
ktoré fyzicka osoba ziskala kvalifikéciu prostrednictvom Skolského vzdelavania,

= kontinudlne vzdelavanie (continuing education) vo vzdelavacich programoch, ktorym
si ucastnik d’alSicho vzdeldvania dopliiuje, rozSiruje, prehlbuje alebo obnovuje
kvalifikaciu ako predpoklad na vykon odbornej Cinnosti v stlade s osobitnymi
predpismi,

» zdujmov¢ vzdeldvanie, obcianske vzdelavanie, vzdelavanie seniorov a iné
vzdelavanie, ktorym ucastnik d’alSieho vzdelavania uspokojuje svoje zaujmy, zapaja
sa do Zivota obcianskej spolo¢nosti a v§eobecne rozvija svoju osobnost’.

Podla Vantucha a Jelinkovej sa ,,dalSie vzdelavanie/priprava® castejSie pouziva iba na
oznacenie konkrétnych pripadov a védcSinou znamend ndsledné kurzy na rozSirenie, resp.
prehibenie si profesijnych zruénosti. Termin ,kontinualne vzdelavanie“ sa v su¢asnosti
pouziva na vyjadrenie zmien vo vzdeldvani pedagogickych a odbornych zamestnancov v
&innej sluzbe, ktoré ustanovuje novy zédkon o pedagogickych zamestnancoch? (v ktorom
nahradil odborny termin ,,d’alSie vzdelavanie*). Zakon o celozivotnom vzdelavani vnima
d’alsie vzdelavanie ako vSeobecny termin a kontinualne vzdeldvanie ako jeho zvlastny pripad.
Pojem ,kontinuilne (dalSie) odborné vzdelavanie a priprava® (continuing vocational
education and training) sa povazuje za pokraCovanie vzdeldvania v ramci odborného
vzdelavania a pripravy. Postupne sa stdle viac pouziva v suavislosti s kontinudlnym
profesijnym rozvojom, napriklad na oznacenie d’alSicho vzdeldvania vo vysoko regulovanych
profesiach, ako v pripade ulitelov alebo zdravotnickych zamestnancov, a s dorazom na
pripravu v ramci rekvalifikacie za ucelom plnenia poziadaviek na dané pracovné miesto. V
Slovenskej republike sa pod ,,odbornou pripravou, vycvikom® (training) rozumie rozvoj
praktickych zru¢nosti. VZdy ide prevazne o zdokonal'ovanie uz nadobudnutych zruc¢nosti (a
nie suvisiacich vedomosti), okrem iného v ramci réznych odborna priprava v podnikoch.
Slovo ,,training* sa v slovenskom prostredi ¢asto povazuje za ekvivalent slova ,,education a
preklada sa ako ,,vzdeldvanie*. Na druhej strane vo vyraze ,,vocational education and
training sa prekladd ako ,priprava®“, pricom cely vyraz znie ,,odborné vzdeldvanie a
priprava®, v stlade s prekladom vyrazu ,,vocational training* chdpanom ako priprava na
pracu, teda ako ,,odborna priprava“.3

Podl'a Vodaka a Kucharc¢ikovej ,,za celozivotné vzdelavanie pokladame spojenie vzdelavania
formalneho (realizovaného v ramci Skolskej sustavy), neformdlneho, realizovaného v
priebehu zamestnania a informalneho, resp. neinstitucionalneho, ktoré tvori prirodzent stcast’
kazdodenného Zivota a vobec nemusi byt vnimané ako vzdelavanie.** Zakon o celoZivotnom

2 Zékon &. 317/2009 Z. z. o pedagogickych zamestnancoch a odbornych zamestnancoch a o zmene a doplneni
niektorych zakonov

¥ VANTUCH, J., JELINKOVA, D. 2009. Odborné vzdeldvanie a priprava v Eurdpe. Bratislava 2009. s. 16.
[online]. [cit. 20.11.2016]. Dostupné na internete: <http://www.refernet.sk/images/news/files/SK_Countr
y_report VET_SK.pdf>

* VODAK, J. — KUCHARCIKOVA, A. 2011. Efektivni vzdélavini pracovnikii. 2. rozsirené vydanie Praha:
Grada.s. 7

- 103 -



vzdelavani vSak vymedzenie formalneho a neformalneho vzdelavania nepozna a preto tieto
pojmy nezakotvuje.

1.1 ManaZérsko-pravny aspekt vzdelavania a rozvoja zamestnancov

V manazérskej terminologii sa pouziva pojem ,vzdeldvanie a rozvoj pracovnikov
Vzdeldvanie a rozvoj pracovnikov umoziuje maximalizovat’ ich prinos pre samotny podnik.
Vzdelavanie realizované podnikmi - ,,podnikové vzdelavanie® sa najCastejSie realizuje z
dovodu zvySenia vykonnosti, pripadne je orientované na odstrdnenie uz existujucich
problémov v oblasti vykonnosti a pod. Podstatou syst¢tmu podnikového vzdelavania je
umoznit’ pracovnikom podniku stale si rozSirovat’ a obnovovat teoretické poznatky ako aj
praktické skusenosti. Pracovnik pokracuje v odbornej priprave v ramci svojej profesie,
prispdsobuje sa novym poziadavkdm na znalosti a zrucnosti vyvolané najmid zmenami
technoldgie, neustdlym rozvojom technickej oblasti v modernej spolo¢nosti ¢i zmenami na
trhu.

V pracovnopravnej terminoldgii sa v rdmci vzdeldvania zamestnancov pouZzivaju pojmy
»prehlbovanie kvalifikacie* a ,zvySovanie kvalifikacie®“. Prehlbovanie kvalifikacie
zamestnancov a zvySovanie kvalifikacie zamestnancov su odli$né pojmy s vlastnym obsahom.
Pojem prehlbovanie Zakonnik prace® presne nevymedzuje, aj ked zakotvuje, Ze sa tym
rozumie aj udrZiavanie a obnovovanie kvalifikacie. Ide o vzdeldvania v rdmci toho istého
kvalifikacného stupiia ziskaného prislusnym vzdelanim. Prehlbovanie kvalifikdcie je teda
systematické odborné vzdelavanie zamestnancov s cielom udrziavat, zdokonalovat’ a dopliiat’
vedomosti a schopnosti uz raz nadobudnuté a potrebné na vykon konkrétnej prace, priCom
stupeit  kvalifikdcie zamestnanca zostdva nezmeneny. Prehlbovanie kvalifikdcie sa
zabezpecuje spravidla formou S$koleni, seminarov, absolvovanim Specidlnych kurzov
(odbornych, jazykovych a pod.). Udast na tomto d’alsom vzdelavani sa povazuje za vykon
prace, uskutoéiuje sa v ramci pracovného ¢asu zamestnanca, za ¢o patri zamestnancovi mzda,
nie nahrada mzdy.

ZvySovanie kvalifikécie je na rozdiel od prehlbovania kvalifikacie prekazkou v préci na strane
zamestnanca (§ 140 Zakonnika prace). Obdobne ako pojem prehlbovanie kvalifikacie, ani
pojem zvySovanie kvalifikdcie Zakonnik prace nedefinuje, avSak pravnou tedriou a
aplikacnou praxou pod zvySovanim kvalifikacie treba rozumiet' takii zmenu v obsahu
ziskaného vzdelania, ktord sa prejavi zvySenim stupiia vzdelania, napriklad ukoncenie
stredoskolského ¢i vysokoSkolského vzdelania, ak zamestnanec takéto vzdelanie doposial
nemal. Zakonnik prace dava zamestnavatelovi opravnenie poskytovat’ zamestnancovi
pracovné vol'no s ndhradou mzdy. Zamestnavatel' bude poskytovat’ zamestnancovi pracovné
volno a nahradu mzdy v sume jeho priemerného zarobku, najmd ak je predpokladané
zvySenie kvalifikacie v sulade s potrebou zamestnavatela

2 KVALIFIKACNE DOHODY

Zamestnavatel’ sa v ramci podnikovej socialnej politiky stara o vytvaranie podmienok pre
zvySovanie vzdeldvania a o prehlbovanie vzdeldvania zamestnancov. KedZe pre
zamestnavatel'a je vzdeldvanie a rozvoj zamestnancov finan¢ne naro¢ny, zamestnavatel’ sa
snazi udrzat' zamestnancov, ktorych podporoval pri vzdeldvani. V snahe predist odchodu
zamestnancov, ktori si prehlbovali alebo zvySovali kvalifikdciu, po€as coho zamestnavatel'ovi
vznikli ndklady, zamestnavatel’ uzatvara so zamestnancami v stvislosti s d’alSim vzdelavanim
tzv. kvalifikatné dohody. Vzdelavanie zamestnancov a s tym stvisiace kvalifikacné¢ dohody
upravuje § 153 - 155 v siedmej Casti Zakonnika prace.

Ak to vyplyva z potrieb zamestnavatel'a, zamestnavatel’ je opravneny nariadit’ zamestnancovi
Gi¢ast’ na d’aliom vzdelavani s cielom prehibit’ jeho kvalifikaciu. V pripade uloZenia tejto

> Zakon &. 311/200