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Asst. Prof. Dr. Sirka Kocmanovd, Ph.D.

Asst. Prof. Dr. Irina Purcarea, Ph.D.

Introduction

Using historical and contextual analysis this con-
tribution looks into the correspondence between
how corporations perceive their role in society
and into related encounter between ethics and
corporate social responsibility. Can we now claim
that business ethics and corporate social respon-
sibility is really the same thing?

It must be admitted, that position of busi-
ness corporations is complicated in today’s glo-
balized world. If the business does not achieve
its economic purpose and does not prepare sus-
tainable profit no other criteria are relevant - it
cannot provide jobs, generate products provide
services or add any other value for society. With
putting economics first we remind ourselves to
business responsibilities that Drucker (1954)
has defined as imperatives for corporate manag-
ers. The list of responsibilities can be summa-
rized as follows:

1. Achieve the economic mission of the enterprise.

Table 1 »

Differences between the US and the Continental models of corporate governance

Traditional (U.S.)
Stockholders

Co-determination

Capital and Labour

2. Enable people to work effectively.
3. Manage the social and environmental impact
of the business.

Drucker (1981a, p. 18-36) in his famous state-
ment said: “There is neither a separate ethics of
business nor is one needed”. Drucker was some-
time critical of the institution of board governance
as demonstrated by his statement in 1981:

“Whenever an institution malfunctions as
consistently as boards of directors have in
nearly every major fiasco of the last forty
or fifty years, it is futile to blame men. It is
the institution that malfunctions” (Drucker,
1981b, p. 107).

Analysing the approaches to CSR from the
worldwide perspective, we can very clearly see
differences between the US and the Continental
models of corporate governance (Drucker Society,
2010, p. 8).

Stakeholder Model

Social/political /economic interests

Board of Directors Supervisory Board Stakeholders in Board
Managers Management Board Managers
Employees Mgrs/Employees Employees

Source: Summarised according to Lantos (2001).
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While the traditional US model of corpo-
rate governance features a “one-tier” struc-
ture (there is one layer of supervision between
stockholders and managers, and this is the
board of directors), the continental European
model of co-determination has two tiers; a su-
pervisory board and a management board, with
capital (shareholders), and labour (unions and
employees being represented equally in the su-
pervisory board). Some economies in Northern
Europe have set up what is commonly referred
to as a “Stakeholder Model”, and this is now
also practiced in several states of Central East-
ern Europe (CEE).

Motivations of CSR

At first the approach was motivated by business
ethics encompassing economic, legal, ethical
and philanthropic responsibilities. Berle, Means
(1932); Bowen, (1953); McGuire (1963) followed
by others, like Carroll (1979) were the main semi-
nal authors.

Table 2 »
Archie Carroll (1979, 2000, 2001) Classification
of corporate responsibilities

Economic responsibilities: Be profitable
for shareholders, provide good jobs for
employees, produce quality products for
customers.

Legal responsibilities: Comply with laws
and play by rules of the game.

Ethical responsibilities: Conduct business
morally, doing what is right just and fair, |
and avoiding harms. ‘

Philanthropic responsibilities: Make vo-§
luntary contributions to society, giving§
time and money to good works. :

Later on in recent period the CSR got also
a strategic dimension: Fulfilling philanthropic re-
sponsibilities in such a way that it will benefit the
firm through positive publicity and goodwill.

This approach is apparent mainly in recent
development on the part of international com-
panies, which became dominant players in the
globalized society stresses the impression, that
corporate social responsibility is used to en-
hance the value creation. Big industrial players
have enough resources to invest in publicity and
marketing.

Furthermore, there is still a significant differ-
ence between European approach to “Corporate
Social Responsibility” (1) going over and above
legal requirements by adopting voluntary meas-
ures; (2) linking to the European Union “sustain-
able development” concept; and (3) changing
management approaches pursuing changes in
the business model (European Unon, 2000).

Corporate social responsibility cannot be just
a question of mechanical replication of corporate
“best business practice”. The main purpose of
principles of the best practice is to improve the
growth and profit of commercial company and
not necessarily to promote corporations’ ethics
(Porter, Kramer, 2002).

There is a discussion claiming that busi-
ness ethics and social responsibility are not un-
related, as summarised by Murthy (2007). The
author shows that it is necessary to distinguish
between business philosophy and philosophy
of business. Through this distinction he devel-
ops a framework that relates the two - business
ethics and CSR. He goes on to argue that there
is a paradigm shift in the philosophy of busi-
ness. This shift leads to a framework where in
a new perspective on business ethics and social
responsibility and the term Corporate Respon-
sibility emerged. Corporate responsibility con-
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sists of (a) good governance (b) corporate social
responsibility (c) environmental accountability.
Corporate managers achieve Corporate Respon-
sibility through Organizational Transformation.
This is an integrated approach to Corporate
Responsibility that needs to be incorporated
into International Standards of Social Responsi-
bility.

The structure of this paper is as follows: Part
1 provides the introduction and summarises the
goal of the study as relation between ethics and
CSR. The second part deals with ethical expla-
nation of reasons of current financial crisis and
its consequences. This is followed by the third
part dealing with the essential topics of different
approaches to CSR and its relation to business
ethics and recent trends and show current prac-
tices of selected firms. The fourth part provides
a discussion whether current practices of CSR
mean the same thing as Business Ethics. Part 5
provides the conclusion.

1 Ethical explanation of reasons of current

financial crisis and its consequences
Now, in corporate social responsibility the goals
seem to be well specified as: “going over and
above the stated law and beyond duties”, ho-
wever, the practical incorporation of these ideas
is somewhat lagging behind and does not reach
the goal as we have witnessed during recent fi-
nancial crisis (Carroll, 1979, p. 498).

Various explanations and censures are now
used to explain the recent financial crisis of
2007-2010 from ethical standpoints

Some financial industry specialists state,
that: bribery and corruption, money laundering,
tax evasion, lack of transparency, inexplicably
high bonuses, mindless risk-taking, personal
greed, and global capitalism are responsible. But
the majority view, encouraged by politicians and
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the media, is that it is all the fault of the bankers.
And, having started from this premise, they have
hit upon an equally illjudged solution - a return
to “ethics and morals” in the financial sector
(Stuttard, 2011, Vice-Chairman Advisory Board,
PricewaterhouseCoopers, UK).

This opinion is also quoted by important fi-
nancial personalities of these day’s like - Eu-
ropean Commission President José Manuel
Baroso, who has said that “we need ethics back
in the financial system”, while British Prime Mi-
nister Gordon Brown has argued that markets
need morals. And the G8 has talked of reforms
of international economic and financial systems
to promote “appropriate levels of transparency,
strengthening regulatory and supervisory sys-
tems, better protecting investors, and strengthe-
ning business ethics” (Statement of G8 finance
ministers, 2009). Is this ethics?

Capital market activities suffer from a typical
problem of short termism (Brochet, Loumioti,
Serafeim, 2012). Participants try to maximize
their earnings in short term. Both investors and
investment managers are motivated by short
term gains and the equilibrium of the system
suffers from that. Short termism is in direct op-
position to ideas of sustainability and long term
growth, because those require long term invest-
ments and long term views. Looking through
these lenses the term “Business ethics” and
“CSR” has become merely a marketing tool and
is used to increase the monetary value of com-
panies.

This conflict of short termism may be one
of the reasons of recent financial scandals. Fi-
nancial markets have attempted to improve this
behaviour by various measures and regulations,
e.g. Sarbanes Oxley Act introduced in 2002
(Sarbanes Oxley Act, 2002), as a response to ac-


http://www.qfinance.com/dictionary/money-laundering
http://www.qfinance.com/dictionary/tax-evasion
http://www.qfinance.com/dictionary/european-commission
http://www.qfinance.com/dictionary/european-commission

RECENZOVANE ODBORNE STATI

counting frauds. The act was attempting to stop
insiders dealing and introduce more internal
control to financial companies and big interna-
tional companies quoted on capital markets. So
far it seems that “Sarbox” is more or less just an
administrative measure that cannot stop market
participants from insider dealing and above all
it leads to more bureaucracy. In our opinion it
seems that it would be much more constructive
to motivate market participant not to use insider
dealing.

The resulting Sarbanes Oxley Act (2002) le-
gislation focused on the reliability and accuracy
of financial information, which meant that the
US government failed, at that time, to fix the
real problem, which was a serious shortcoming
in corporate governance (Stuttard, 2011, Vice-
Chairman Advisory Board, Pricewaterhouse-
Coopers, UK).

Companies try to respect more pronounced
interest from investors. Now we can observe
trends for socially responsible investment e. g.
Tirole, Bénabou (2010); Schroder (2003); Surdyk
(2011); Crane, Matten, Spence (2008). Here the
investing respects the shareholders’ preferences
to invest ethically with regard to the industrial
orientation and attitude to the environment (Sa-
lomon, 2007).

Socially responsible investment is now a vivid
activity among investment funds. It represents
an attempt to support corporations that enhance
their ethical attitudes and environmental respon-
sibility. This activity is, however, still executed by
fund managers, who must be in internal conflict
between short term goals and long term charac-
ter of sustainability movement.

Socially Responsible Investing (SRI) or “sus-
tainable” or “ethical” investing is performed by,
“socially responsible” fund managers to support
concepts and ideals that are “good for society”.

Recent characteristics from Forbes magazine
summarize the SRI as follows:

SRI represents investment in companies and
governments that the investor believes best hold
to values of importance to him. These include
the environment, consumer protection, religious
beliefs, employees’ rights as well as human
rights,

These areas of concern can be summarized
as “Environmental, Social and Governance” and
is referred to as ESG investing. In addition, SRI
includes shareholder advocacy and community
investing.

The fastest growing segment within SRI is
now so called Community investing. With com-
munity investing, investors’ capital is directed
to those communities, which are underserved
by more traditional financial lending institutions
and gives recipients of low-interest loans access
to not just investment capital and income but
provides valuable community services that in-
clude healthcare, housing, education and child
care (Chamberlain, 2013).

2 Recent trends in CSR
2.1 Academic studies about CSR tracing recent
development
Recent empirical studies on CSR do not represent
only theoretical approaches but also deal with
empirical evidence. There might be loopholes in
empirical issues because most of this empirical
research conducted in recent ten years has been
performed on big companies. Another issue is that
most of the research is based on qualitative indica-
tors that serve as a proxy for economic variables.
Ioannou and Serafeim (2011) examined the
effect of mandatory corporate sustainability re-
porting (MCSR) on several measures of social
responsibility using both country and firm-level
data. Using data for 58 countries, they showed
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that after the adoption of MCSR laws and regu-
lations, the social responsibility of business lea-
ders increases and both sustainable development
and employee training become a higher priority
for companies. Moreover, for companies in coun-
tries with MCSR, corporate governance improves
and on average, companies implement more ethi-
cal practices, bribery and corruption decrease,
and managerial credibility increases.

Eccles, Krzus (2010) state, that it was found
that the laws and regulations that identify for
our analysis are likely to have a smaller impact
compared to laws and regulations that establish
more specific requirements for all companies
or laws that mandate integrated reporting. The
latter are more likely to expand sustainability
reporting considerably and, in the case of inte-
grated reporting force companies to embed sus-
tainability in their strategy and operations.
Moreover, laws and regulations that mandate
sustainability reporting are likely to generate ef-
fects that take a number of years to materialize,
making it more difficult for researchers to detect
these effects.

Hansen, Reichwald (2009) elaborated the
role of CR-oriented leadership systems, which
called responsible leadership systems (RLS),
through three detailed research questions:

1. Which formal systems and instruments exist
to make CR part of the corporate leadership
agenda (“existence”)?

2. How are these systems and instruments imple-
mented in practice (“implementation”)?

3. How are these systems and instruments inter-
related in the sense of an overall (formal) RLS
(“systems perspective”)?

They investigated these research questions
through qualitative research using expert in-
terviews and case study research. Data collec-
tion was mostly achieved during 2008 covering

Ekonamické listy 2]2013

35 interviews and documentary data from more
than 12 organisations. At the core of the study
is a benchmarking analysis covering seven of the
largest German companies (BMW AG, Henkel
AG, Linde AG, Merck KGaA, Deutsche Telekom,
Siemens AG, and one anonymous company from
the automotive industry). Based on earlier re-
search in leadership excellence, they developed
a “RLS framework” in order to structure the em-
pirical investigation. The framework structures
different types of leadership instruments and
tools into seven fields: The four core fields are
termed leadership as a day-to-day interactive pro-
cess; leadership metrics; leadership deployment;
and selection of leaders and leadership develop-
ment. These core fields are framed by the three
contextual fields: strategy, structure, and culture.

Their empirical evidence shows that MNCs
are embarking towards responsible leadership
systems. Still, corporate solutions are often par-
tial in terms of scope. Against this background, it
remains to see whether corporations more deter-
minately engage in change towards responsible
business. Considering the immense challenges
faced today, this will be a required step in order
to provide healthy, just, and inclusive markets
and societies worldwide and, more generally, to
provide “prosperity” - not limited to an econom-
ic sphere (e.g. gross national products), but also
covering noneconomic aspects (well-being, beau-
ty of nature, etc.). As optimists, who have gotten
to know many individuals working towards this
change (formal and informal leaders), we be-
lieve that this change is possible and has already
gained momentum.

Arx, Ziegler (2008) examined the respective
positive effects on average monthly stock returns
between 2003 and 2006 appear to be more ro-
bust in the USA and, in addition, to be nonlinear.
The relationship between CSR and corporate fi-
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nancial performance can be empirically analysed
with three methodological approaches, namely
portfolio analyses, event studies, and longer-
term (micro-) econometric approaches. Portfolio
analyses in this field typically compare the risk-
adjusted stock returns of portfolios that consist
of corporations with a higher environmental or
social performance and portfolios that consist
of stock corporations with a lower environmen-
tal or social performance. Recent studies are
mostly based on the estimation of alphas within
multifactor models. Portfolio analyses consider
either existing funds or virtual funds constructed
by the researcher. While portfolio analyses are
able to examine the benefits of embedding CSR
into investment decisions, they have some draw-
backs: For example, the stock performance of
existing funds depends strongly on the ability of
the fund management. Furthermore, one main
weakness of portfolio analyses for both existing
and virtual funds is that only the average finan-
cial performance of all corporations whose stock
are included in the portfolios is considered (e.g.
Wagner, 2001, p. 20).

Consequently, the identification of isolated
causal effects of CSR on corporate financial per-
formance needs more sophisticated econometric
approaches. In this respect, event studies exa-
mine the mean stock returns for corporations
experiencing a specific event (i.e., new informa-
tion) and therefore aim to measure the effect on
the value of a corporation e.g., (MacKinlay, 1997,
p. 13-39) and (Kothari, Warner, 2006, p. 3-32).

Arx and Ziegler (2008) analysed two differ-
ent regions, namely the USA and Europe. Their
results of two-stage econometric analysis show
that corporate environmental and social activi-
ties matter for the explanation of stock perfor-
mance in both regions. However, this impact is
obviously not linear for an increasing intensity

of these measures. Compared to Europe, the
positive effect furthermore appears to be more
robust for the USA because the ordinal CSR vari-
able here has a positive impact. In contrast, the
industry environmental and social performance
has neither a robust positive nor a robust nega-
tive influence on the average monthly stock re-
turns between 2003 and 2006 for any region.

There are also more politically oriented stu-
dies with societal implications: Ramachandran
(2008) described, that in the last 30 years, mul-
tinational corporations have played a key role in
defining markets and influenced the behaviour of
a large number of consumers. The rules of cor-
porate governance have changed too. There has
been a range of reactions to this change. This
change in attitude to business has resulted in
stakeholder management rather than stock hol-
der management. Of course, stakeholders also
include shareholders.

The change in society saw the rise of demo-
cratic institutions and a new social structure
has come. The welfare nation concept became
stronger and then it has become the social re-
public. If these were on the political side, we also
find government in business on one hand and
on the other hand corporate doing many of the
jobs done by government. The author described,
that business is a creative entrepreneurial pro-
cess that provides livelihood for the majority of
the world’s people. It has been instrumental in
bringing about sustainable development. Poverty
and development need to be addressed by engag-
ing managers, employers and stakeholders at all
levels, building a virtuous cycle within the corpo-
rate value chain. Business is about balancing the
economic, social and environmental issues over
the short and longerterm. It is a core human
activity and is at its best when it has clear goals
and practical targets. The role of the Private sec-
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tor has seen tremendous changes all over the
world. These changes are very significant for
a developing country like India. Micro finance
and new business models have made the deve-
loping countries on the road to development in
a big way.

No country has ever achieved development
in the absence of economic growth. The key to
poverty alleviation rests in wealth creation. Busi-
ness can provide the resources and technologies
that go a long way towards eradicating poverty.
Business is the main driver of economic develop-
ment. In the developed world the private sector
- led by SMEs - produces the largest portion of
a country’s output, creates employment and ge-
nerates the tax revenues necessary to fund ba-
sic services including healthcare, education and
other social services.

2.2 Practical applications

It is now acknowledged that more and more
companies start viewing CSR not only as pure
philanthropy, but also as an investment in the fu-
ture, which can be subsequently translated in an
engine for further development with impact on
company profits (Bri$ et al., 2013).

Socially responsible organizations take into
consideration the effects of their actions on all
stakeholder groups (Puaschunder, 2012). Com-
panies nowadays, in addressing CSR and eth-
ics issues, thus place a strong emphasis on the
stakeholders with which they interact, acknowl-
edging their important role in sustaining the
organization’s performance and success. Inves-
tors and shareholders, employees, customers,
and suppliers are considered primary stakehol-
ders, without whom the organization cannot
survive. Employees expect work satisfaction,
pay, and good supervision. Customers, on the
other hand, are concerned with decisions about
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the quality, safety, and availability of goods and
services.

Flatiron, operating in business of road con-
struction, for example, developed a Code of Con-
duct for Business Partners which constitutes
minimum standards which Flatiron expects its
customers, suppliers and other contractual par-
ties (“Partners”) to comply with. In this regards,
all Flatiron employees should observe the laws
and regulations of the countries they work in
and must demonstrate honesty and fairness in
all aspects of their business activities.

Figure 1 »
CSR at FLATIRON
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Source: Flatiron (2013).

Companies now regard Business ethics as
one key component of their socially responsi-
ble approach to doing business: “Being the best
means conducting business with unquestionable
integrity and uncompromising ethics“ (Flatiron,
2013).
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Another example is company Anritsu EMEA
Ltd., which is involved mainly in information and
communication field. The company CSR is ,Based
on its company philosophy of ‘Sincerity, Har-
mony and Enthusiasm’, Anritsu EMEA Ltd. takes
corporate social responsibility in its business
operations from economic, social and environ-
mental perspectives, with due respect for laws and
regulations, ethics, and social norms“ (figure 2,
Anritsu EMEA Ltd.).

Companies, such as JSR Group!, acknow-
ledged the importance of CSR for long-term

Figure 2 »

performance and thus regard it as a key manage-
ment issue. In this regard, they reorganized, in
2008, their system to promote CSR by operating
a CSR department on 4 levels, namely corporate
ethics, responsible care, risk management and
social contribution (figure 3).

For such companies, being socially responsi-
ble equals to conducting business in an ethical
manner. And many of these companies worked
on developing Company Business Conduct and
Ethics Code to reflect the principles that guide
their business conduct.

CSR diffusion though core business at Anritsu EMEA Ltd.

F
- . . 4 of I
" Sincerity, Harmony and Enthusiasm > "-'r }5
|
Corporate value by CSR p
ghalde =}
gg 4 g w @ _g ©.8 555" +
8 2 o5 g £ mESE >
£2 g 23 5 —E S555 2o
g5 = 8o = BE |9E=2 =©
&5 S 35 & 38  E5ES yfar/ 2.2
Jqity c
~ ~ o o >B giblh,t u[;lan c S
oy ae £2 g2 n%"cib S E
@ 2 a8 = 5] 0 g fal‘ o
= S o 2 £ S Ss 2 E gﬁp aﬂ,.y =
= O < = S 0 € o S = R'lc-|||t ]
w8 G e I8 E8 EE ¢i?' gib Qo
2= ‘® 5 7] B 5 e B =8 50 0'1 o o
.8 c = o © £ p
Spo S 's =] S s @ 2 E 65 y
270 £ © & o - 85 @ S R 0“1
25 | 3B g S8 | s§ ££ | o
8 8 3 g% =S8 38§ ¢ 10
22 | 55 8 28 | 28 =48 it -
Te BT | & | EE| By BE oy
[ e = p 1
o= 53 S8 A&= Hgﬁp iy W'E 500|9
oz = £ 8 = ] oampaw"
g2 Sz g 2 5 5 pic® 4o
= s £ B 5 £ et o
‘GESS [y = <} }u = nd
2259, B | % Bt [=s. | £ 6t
£E5ES 55 3E 58 BEE 58
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1 JSR group is Japanese based multinational cooperating in the field of petrochemical products.
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Figure 3 »
CSR structure - JSR Group

Corporate Ethics Committee

Chair: Director responsible
for general affairs

Office: General Affairs
Department

* Advances corporate ethics
for the JSR Group

* Confirms and follows up on
matters of legal compliance

* Advances respect and
safeguards for human
rights

Source: JSR Group (2012).

Representative Directors

CSR Committee

Chair: Director responsible for CSR
Office: CSR Department

Works to improve CSR activities by
overseeing and guiding the following

four committees:

Responsible Care Committee

Chair: Director responsible
for safety and environmental
affairs

Office: Environment and
Safety Department

* Establishes and reviews
the JSR Group's policies
on safety, the
environment, quality and
product safety and
ensures the
implementation thereof

One very good example is Chevron. Ethical
decision making is essential to the success of
Chevron. It’s Business Conduct and Ethics Code
is built on the company’s core values and seeks
to provide questions and answers for situations
that employees might encounter on the job and
lists resources for help or further information.

“Four ‘yes’ answers are required to qualify
an action as ethical and in step with Chevron’s
values (Chevron Business Conduct and Ethics
Code).

1. Is it legal?

Ekonamické listy 2]2013

Risk Management Committee Risk Management Committee

Chair: Director responsible
for corporate
communications

Office: CSR Department

Chair: Director responsible
for corporate planning
Office: CSR Department

* Strives to formulate and * Examination and
continuality improve advancement of social
response policies for risks contribution activities in
involving the JSR Group which the JSR Group

ought to engage

If you think an action may be illegal, do not
proceed. If you need information about which
laws apply in a given situation, talk with your
supervisor, manager or Chevron’s Law Depart-
ment.

2. Is it consistent with Company policy, in-
cluding our Human Rights Policy?

If the proposed action does not comply with
Company policy, you should not do it.

3. Is it consistent with The Chevron Way?

Consider whether the action would be con-
sistent with our Company’s core values.

1
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4. If it were made public, would I be comfort-
able?
Ask yourself if you would make the same de-
cision if you knew that it would be reported on
the front page of tomorrow’s newspaper.”
Best Buy Code of Business Ethics puts for-
ward a common set of guidelines to help rein-
force and uphold company values. The Code
(Best Buy Code of Business Ethics):
= Outlines ethical standards that help guide de-
cision-making
= References company policies that support
ethical decisions

= Includes questions and answers about diffi-
cult ethical matters - including questions
that may be specific to one country, location
or function

= Provides a list of resources for reporting ethi-
cal concerns, from anywhere in the world

Very important, every employee worldwide
receives a copy of this code. At the same time,
each year, they might ask the employee to sign
an acknowledgment of your commitment to liv-
ing our company values and supporting our
Code of Business Ethics.

Ethisphere
among companies to come up with a ranking of
most ethical companies, using the rating system
called the corporate Ethics Quotient (EQTM).
The EQ framework consists of five core catego-
ries, namely Ethics and Compliance Program
(25%), Reputation, Leadership and Innovation
(20%), Governance (10%), Corporate Citizenship
and Responsibility (25%) and Culture of Ethics
(20%).

Ethics and Compliance Program criteria used
for this category are fully aligned to corporate
best practices, including: Program structure, re-
sponsibility and resources; Program oversight
and the tone at the top; Written standards; Train-

Institute conducts a survey

12

ing and communication; Due care Detection,
monitoring and auditing; Enforcement and disci-
pline.

Reputation, Leadership
(20%) measures a company’s legal compliance,
litigation and ethical track record, along with the
strength of the company’s reputation in the mar-
ket place.

Governance (10%) looks at the availability
and quality of systems designed to ensure strong

and Innovation

corporate governance, including oversight, go-
vernance principles and risk management.

Corporate Citizenship and Responsibility
(25%) reviews a wide range of a company’s perfor-
mance indicators associated with sustainability,
citizenship and social responsibility, specifically in-
cluding such areas as environmental stewardship,
community involvement, corporate philanthropy,
workplace impact and well-being and supply chain
engagement and oversight.

Culture of Ethics (20%) looks at the culture
of ethics at the organization, starting with adop-
tion of a values-based culture and building on
that core.

According to the latest ranking of World’s
most ethical companies for 2013 (Chamberlain,
2013), the 3 companies that lead in terms of con-
ducting business in an ethical manner are: ABB
ASea Brown Boveri Ltd (Switzerland), Accen-
ture (Ireland) and Adobe Systems Incorporated
(USA).

3 Discussion - is CSR an application of
Business Ethics?

Modern understanding of ethics requires the
companies going over and above the stated law
and beyond duties (Craig, 2010). Companies have
responded to this agenda by advocating what is
now a common term in business: corporate social
responsibility. More often known simply as ‘CSR’,
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the concept of corporate social responsibility is
a management idea that has gained big populari-
ty throughout the global business community du-
ring the last few decades. Most of large industrial
companies and even some smaller ones now pre-
pare their CSR reports. They employ management
specialists, or form CSR departments or at least
run some CSR projects.

This subject is recently more and more often
promoted as a core area of management, next to
marketing, accounting, or finance (Jindrichovska,
Purcarea, 2011). Corporate Social Responsibi-
lity is a construct build upon three fundaments:
good economic results, social responsibility of
business and responsibility for environmental
impact of own industrial activity so called eco-
logical footprint. In its early version this concept
was called the Triple Bottom Line a term coined
by British business consultant John Elkington
(1998), who was a member of London think
tank. This concept has gained tremendous po-
pularity since then. The concept “Triple bottom
line” is mirrored in much broader theme - the
Corporate Social Responsibility. This explores
all three major aspects - economic gain, social
aspects and environmental impact. An imminent
question now is, whether the Corporate Social
Responsibility is the same as business ethics (El-
kington, 1998).

Even though the idea of CSR might have
been originally based on virtues as in Bowen
(1953); Carroll (1979) and later Donaldson, Pres-
ton (1995), its pronunciation is now rather more
practical and belongs more or less to the region
of applied ethics and casuistry - “especially
choice of suitable wording and right arguments
to persuade of own true”. Current CSR practices
do not necessarily understand ethic and ethical
development as a value based or principle based
behaviour. The ultimate goal of corporate beha-
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viour is its consequence and its external impact.
Obviously, important is the extent to which this
attitude is prevailing in business activities and in-
vestment behaviour of each individual company.

Conclusion

In this paper we have attempted to answer
a key relation between CSR and business
ethics. CSR in its later development indicates
that company can be profitable if it is using
CSR as a marketing tool to enhance its value.
Short term business motive should not be the
only motivation for practicing CSR. As we have
learned earlier entrepreneurial duties do not
represent only economic and legal obligations,
but have also ethical responsibilities, which
represent that the business needs to be con-
ducted morally and avoid harms. Furthermore
many businesses practice also philanthropic re-
sponsibilities that represent making voluntary
contributions to society.

Financial markets stress the short term,
however there is a group of value investors
that invest in long term and the key attraction
is long term growth and sustainability. In short
term, the major priority is permanent increase
of profits and disregarding the long term pros-
perity investment to people and to innovations.
This is the goal of sustainable business in the
long term. Some authors consider that a com-
pany engaging in CSR does not necessarily
imply that a company is behaving in an ethical
manner. Sustainability is complicated issue and
should be considered in relation to the role of
business in society.

The lack of investment in innovation and
lack of long-term-oriented strategies in a busi-
ness brings a high cost to society in the long
run. Therefore businesses need to be motivated
to pursue long term goals

13
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In a short summary, the goal seems to be
achieving sustainable dynamic equilibrium so that
the company can operate in the long run. This can
be achieved only in cooperation of business with
local governments or municipalities. However, the
shady side of this collaboration is that there may
be frequently problems and opportunities of brib-
ery and corruption. The opportunity seems to be
arising from the fact that public sector does not
have to be so cost cautious as private business
and various loopholes. There needs to be produc-
tive and effective division of roles between public
and private segments in any particular region.

CSR as a modern theory of ethics looks
into questions of relation of individual investor
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For the future research in this field it
would be worthwhile to look more closely into
fundamental ethical values and explore how did
the relevant principles immerse in behaviour
of modern companies, mainly in the medium
sized sector. Further issue worth exploration
would be the relation between big companies
and governments, which is always full of
opportunities, trials and moral dilemmas. |

This paper is supported by the University of Economics and Management, Prague.

14

Ekonomické listy 2]2013



REFERENCES

ANRITSU EMEA, Ltd. (2012a). Corporate responsibility report 2012 [online]. [cit. 2013-07-19].
Available at WWW: http://www.anritsu.com/enGB/AboutAnritsu/CSR /management/index.aspx.

ANRITSU EMEA, Ltd. (2012b). CSR Management [online]. [cit. 2013-07-19]. Available at WWW: http://
downloadfile.anritsu.com/RefFiles/ja-JP/About-Anritsu/CSR /CSR2012 /E-Anritsu2012web_s.pdf, p. 10.

ARX, V. U. - ZIEGLER, A. (2008). The Effect of CSR on Stock Performance: New Evidence for the
USA and Europe [online]. [cit. 2013-07-05]. Available at SSRN: http://papers.ssrn.com/sol3/papers.
cfm?abstract_id=1102528.

BERLE, A. A. - MEANS, G. C. (1932). The modern corporation and private property. New York:
Macmillan.

BOWEN, H. R. (1953). Social Responsibilities of the Businessman Social Responsibilities of the
Businessman. New York: Harper and Brothers.

BRIS, P. - SVOBODA, J. - BRISOVA, H. (2013). The Growing Importance of the Practical Application
of Corporate Social Responsibility in the Management of Companies in the Czech Republic. Journal
of Competitiveness, vol. 5, Issue 2, p. 124-138. ISSN 1804-171x.

BROCHET, F. - LOUMIOTI, M. - SERAFEIM, G. (2012). Short-termism, Investor Clientele, and Firm
Risk [online]. [cit. 2013-07-19]. Available at SSRN: http://dx.doi.org,/10.2139/ssrn.1999484.

CRAIG, S. (2010). Drucker on the ‘Bounded Goodness’ of Corporate Social Responsibility [online]. [cit.
2013-05-19]. Available at WWW: http://knowledge.insead.edu/csr/ethics/drucker-on-the-bounded-
goodness-of-corporate-social-respon-1254.

CARROLL, A. B. (1979). A Three Dimensional Concdeptual Model of Corporate Performance.
Academy of Management. The Academy of Management Review, vol. 4, p. 497-505. ISSN 03637425.

CARROLL, A. B. (2000). The four Faces of Corporate Citizenship. In: Richardson, J. E. (Ed). Business
Ethics 00,01, Guilford: Dushkin/McGraw-Hill, CT, p. 187-191.

CARROLL, A. B. (2001). Ethical Challenges for Business in the New Millennium: Corporate Social
Responsibility and Models of Management Morality. In: Richardson, J. E. (Ed). Business Ethics 01,/02,
Guilford: Dushkin/McGraw-Hill, CT, P. 198-203.

CRANE, A. - MATTEN, D. - SPENCE, L. (2008). Corporate Social Responsibility: Readings and
Cases in Global Context. London: Routledge. p. 3-20.

ECCLES, R. G. - KRZUS, M. (2010). One Report: Integrated Reporting for a Sustainable Strategy.
New York: John Wiley and Sons, Inc. ISBN 987-0-470-58751-5.

DONALDSON, T. - PRESTON, L. (1995). The Stakeholder Theory of the Corporation: Concepts,
Evidence, and Implications. The Academy of Management Review, vol. 20, no. 1, p. 65-91. ISSN
03637425.

DRUCKER, P. (1954). The Practice of Management. New York: Harper & Row. p. 12. ISBN 0-06-011095-3.

Ekonamické listy 2]2013 15


http://downloadfile.anritsu.com/RefFiles/ja-JP/About-Anritsu/CSR/CSR2012/E-Anritsu2012web_s.pdf
http://downloadfile.anritsu.com/RefFiles/ja-JP/About-Anritsu/CSR/CSR2012/E-Anritsu2012web_s.pdf
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1102528
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1102528
http://knowledge.insead.edu/csr/ethics/drucker-on-the-bounded-goodness-of-corporate-social-respon-1254
http://knowledge.insead.edu/csr/ethics/drucker-on-the-bounded-goodness-of-corporate-social-respon-1254

RECENZOVANE ODBORNE STATI

DRUCKER, P. (1981a). What is Business Ethics? The Public Interest, Spring, no. 63. p. 18-36.
DRUCKER, P. (1981b). Toward the Next Economics and other essays. New York: Harper & Row. p.
107. ISBN 0-06-014828-4.

DRUCKER SOCIETY (2010). Is There a Transatlantic Divide? Reviewing Peter F. Drucker’s
Thoughts on Ethics and Leadership of U.S. And European Managers [online]. [cit. 2013-07-05].
Available at WWW: http://druckersociety.at/repository/scientific/Bardy.pdf.

ELKINGTON, J. (1998). Cannibals with Forks: The Triple Bottom Line of 21st Century Business.
Gabriola Island, Canada: New Society Publishers.

EUROPEAN UNION (2000). The Lisbon Special European Council (March 2000): Towards a Europe
of Innovation and Knowledge [online]. Available at WWW: http://europa.eu/legislation_summaries/
education_training_youth/general_framework,/c10241_en.htm.

FLATIRON (2013). Corporate Social Responsibility [online]. [cit. 2013-07-19] Available at WWW:
http://www.flatironcorp.com/index.asp?w=pages&r=2&pid=16.

HANSEN, E. G. - REICHWALD, R. (2009). CSR Leadership Study: Leading Corporate Responsibility
in Multinational Corporation - A Study in Germany’s Biggest Firms Final Report [online]. [cit. 2013-
07-05]. Available at WWW: http://papers.ssrn.com/sol3 /papers.cfm?abstract_id=1527233.

CHAMBERLAIN, M. (2013). Socially Responsible Investing: What You Need To Know [online]. [cit.
2013-07-01]. Available at WWW: http://www.forbes.com/sites/feeonlyplanner,/2013,/04,/24/socially-
responsible-investing-what-you-need-to-know/.

IOANNOU, I. - SERAFEIM, G. (2011). The Consequences of Mandatory Corporate Sustainability
Reporting (March 30, 2011). Harvard Business School Research Working Paper, no. 11-100.
Available at SSRN: http://ssrn.com/abstract=1799589 or http://dx.doi.org,/10.2139/ssrn.1799589.

JINDRICHOVSKA, 1. - PURCAREA, 1. (2011). CSR and Environmental Reporting in the Czech
Republic and Romania: Country Comparison of Rules and Practices. Journal of Accounting and
Management Information Systems, vol. 10, no. 2, p. 202-227.

JSR GROUP (2012). JSR Structure [online]. [cit. 2013-07-05]. Available at WWW: http://www.jsr.
co.jp/jsr_e/csr/2012/management.shtml.

KOTHARI, S. P. - WARNER, J. B. (2006). Econometrics of Event Studies. In: Eckbo, E. (eds.),
Handbook of Corporate Finance: Empirical Corporate Finance, North Holland: Elsevier, p. 3-32.

LANTOS, G. P. (2001). The ethicality of Altruistic Corporate Social Responsibility [online]. [cit. 2013-
07-05]. Available at WWW: http://faculty.stonehill.edu/glantos/Lantos1/PDF_Folder/Pub_arts_
pdf/Altruistic%20CSR.pdf.

MACKINLAY, A. C. (1997). Event Studies in Economics and Finance. Journal of Economic. vol. 35,
p. 13-39.

MCGUIRE, J. W. (1963). Business and Society. New York: McGraw-Hill.

16 Ekonomicke listy 2]2013


http://druckersociety.at/repository/scientific/Bardy.pdf
http://www.flatironcorp.com/index.asp?w=pages&r=2&pid=16
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1527233
http://www.forbes.com/sites/feeonlyplanner/2013/04/24/socially-responsible-investing-what-you-need-to-know/
http://www.forbes.com/sites/feeonlyplanner/2013/04/24/socially-responsible-investing-what-you-need-to-know/
http://ssrn.com/abstract=1799589
http://dx.doi.org/10.2139/ssrn.1799589
http://www.jsr.co.jp/jsr_e/csr/2012/management.shtml
http://www.jsr.co.jp/jsr_e/csr/2012/management.shtml
http://faculty.stonehill.edu/glantos/Lantos1/PDF_Folder/Pub_arts_pdf/Altruistic%20CSR.pdf
http://faculty.stonehill.edu/glantos/Lantos1/PDF_Folder/Pub_arts_pdf/Altruistic%20CSR.pdf

MURTHY, K. V. B. (2007). Business Ethics and Corporate Responsibility - A New Perspective [online].
[cit. 2013-07-05]. Available at SSRN: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=979230.

PORTER, M. E., KRAMER, M. R. (2002). The competitive advantage of corporate philanthropy.
Harvard Business Review, vol. 80, no. 12, p. 56-68.

PUASCHUNDER, J. (2011). On the emergence, current state and future perspectives of Socially
Responsible Investment (SRI). Working Paper 2011-0001, Weatherhead Center for International
Affairs, Harvard University.

RAMACHANDRAN, R. (2008). Significant Changes [online]. [cit. 2013-07-05]. Available at SSRN:
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1751602.

SARBANES OXLEY ACT (2002). [online]. Available at WWW: http://www.soxlaw.com/.

SEKNICKA, P. - PUTNOVA, A. - UHLAR, P. (2006). Etické fizeni ve firmé. Praha: Grada Publishing.
ISBN 978-80-247-1621-3.

SALOMON, J. (2007). Corporate Governance and Accountability. John Wiley & Sons.

SCHRODER, M. (2003). Socially Responsible Investments in Germany, Switzerland and the United
States - An Analysis of Investment Funds and Indices. ZEW Discussion Paper, no. 03-10. Available at
SSRN: http://ssrn.com/abstract=421462 or http://dx.doi.org/10.2139/ssrn.421462.

STATEMENT OF G8 FINANCE MINISTERS (2009). [online]. [cit. 2013-05-19]. Available at WWW:
http://www.fin.gc.ca/n08,/09-061-eng.asp.

STUTTARD, J. (2011). Ethics and Finance. QFinance: the Ultimate Resource. London: Bloomsbury
Information. ISBN 978-1-84930-005-6 [online]. [cit. 2013-05-13]. Available at WWW: http://www.
gfinance.com/business-ethics-viewpoints/ethics-and-finance?full.

SURDYK, J. (2011). CSR: More than PR, Pursuing Competitive Advantage in the Long Run
QFinance: the Ultimate Resource. London: Bloomsbury Information. ISBN 978-1-84930-005-6
[online]. [cit. 2013-07-05]. Available at WWW: http://www.qfinance.com/business-ethics-best-practice/
csr-more-than-pr-pursuing-competitive-advantage-in-the-long-run?full.

TIROLE, J. - BENABOU, R. (2010). Individual and Corporate Social Responsibility. FEEM Working
Paper, no. 23 [online]. [cit. 2010-03-17]. Available at SSRN: http://ssrn.com/abstract=1573694 or
http://dx.doi.org,/10.2139/ssrn.1573694.

WAGNER, M. (2001). A Review of Empirical Studies Concerning the Relationship between
Environmental and Economic Performance. University of Lueneburg: Center for Sustainability
Management. 20 p. ISBN 978-3-935630-01-6.

Ekonamické listy 2]2013 17


http://papers.ssrn.com/sol3/papers.cfm?abstract_id=979230
http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1751602
http://www.soxlaw.com/
http://dx.doi.org/10.2139/ssrn.421462
http://www.fin.gc.ca/n08/09-061-eng.asp
http://www.qfinance.com/business-ethics-viewpoints/ethics-and-finance?full
http://www.qfinance.com/business-ethics-viewpoints/ethics-and-finance?full
http://www.qfinance.com/business-ethics-best-practice/csr-more-than-pr-pursuing-competitive-advantage-in-the-long-run?full
http://www.qfinance.com/business-ethics-best-practice/csr-more-than-pr-pursuing-competitive-advantage-in-the-long-run?full
http://dx.doi.org/10.2139/ssrn.1573694

RECENZOVANE ODBORNE STATI

RECENT TRENDS IN CSR AND CORPORATE
ETHICS

Assoc. Prof. Dr. Irena Jindfichovskd, CSc.
Assist. Prof. Dr. Sirka Kocmanovd, Ph.D.
Assist. Prof. Dr. Irina Purcarea, Ph.D.

ABSTRACT

Both business professionals and academic community appreciate that there is a close link between
Business Ethics and Corporate Social Responsibility. Ethics is understood as a code of moral
standards of conduct for what is “good” and “right” as opposed to what is “bad” or “wrong”.
These days, corporations have dominant position in society due to globalization enabled by rap-
id development of fechnology capital movements in the post-industrial world. These trends cause
that big international companies influence behaviour in whole society (Seknicka at al., 2006, p.
29). As to the ethical side there is predominantly a profit motivation - survival motive for corpo-
rate existence. Some corporations to the contrary ascertained the need to behave responsibly in
society. Companies should behave as good citizens and positively participate in creation of com-
munities. They need to be socially and environmentally cautious. At the same tome companies
need to remain competitive and cut costs. This perceived ambivalence is apparent from practical
proposals for introducing business ethics in big firms that codetermine the culture of society in
general.

Using historical and contextual analysis our contribution looks into the correspondence between
how corporations perceive their role in society — trying to be good citizens and into related encoun-
ter between ethics and corporate social responsibility.
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Corporate social responsibility, business ethics, financial crisis, moral dilemma, socially responsi-
ble investing, role of business in society.
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Faktory ovlivaujici vertikalni prenos
znalosti: VVysledky faktorové analyzy*

Ing. Hana Urbancovd, Ph.D.

Uvod

Uspéch organizaci v soucasné dobé zilezi na
efektivnosti sdileni znalosti, kterd je zavisld na
vhodném organizaénim prostredi, jezZ podporuje
spoluprdci (Levy, 2011). Prosttedi je obecné tvo-
feno vnéjsim a vnitfnim prostfedim (Locke, Lat-
ham, 2004; Ramlall, 2004; Ipe, 2003). Na tvorbu
znalosti maji vliv obé tyto skupiny faktor(. V pii-
padé, ze je kladen diraz na vertikdlni prenos
znalosti neboli kontinuitu znalosti, jenz predsta-
vuje prenos kritickych znalosti od odchdzejiciho
pracovnika na jeho ndstupce pfi persondlnich
zméndch (tj. prenos kritickych znalosti z genera-
ce na generaci zaméstnancu), jsou pro zabezpe-
Ceni kontinuity znalosti, jez se tykd organizace
a jejiho vnitiniho prostredi, primdrné podstatné
vnitini faktory (Beazley et al., 2002).

Je nutné si uvédomit, Ze vnitini prostredi
je specifické pro kazdou organizaci a musi na-
plnovat zdkladni rdmec organizaci (strategie,
struktura, spolupracovnici, systémy fizeni, styl
manazerské prace, sdilené hodnoty a schopnos-
ti). Klicové faktory uspéchu kazdé organizace je
tieba nasledné hledat v harmonickém souladu
mezi témito faktory (Wang, Wang, 2012; Wong,
2009). Dulezitost vnitfnich faktort vyplyva
i z toho, Ze ty mohou byt organizaci pfimo fize-
ny a manazery ovliviiovany. Zaméstnanci, ktefi
jsou nositeli znalosti v organizaci, pfedstavuji

specificky potencidl dspéchu kazdé organizace
(Martins et al., 2012). Tito zaméstnanci tvofi da-
lezity organizacni zdroj, stejné tak jako vytvore-
na organizaéni struktura, organizacni kultura,
organizacni klima, etika apod. U vSech téchto
organizacnich zdroja je kladen diraz na jejich
kvalitu (Levy, 2011; Wong, 2009; Beazley et al.,
2002).

Proto l1ze konstatovat, ze dosahovani konku-
renceschopnosti, jez tvoii tradicni rozvoj organi-
zace, je z vetsi miry zabezpecen vnitfnimi silami,
méné vnéjsimi. Zabezpeceni kontinuity znalosti
(vertikdlniho p¥enosu) jako vnitini sila dopom-
ze se spravnymi pracovniky k rychlejsi adaptaci
na vnéjsi podminky, které muaze organizace jen
stézi ovlivnit. Zabezpeceni kontinuity znalosti 1ze
povazovat za soucdst prizptsobovani se vnéjsim
podminkdm (Urbancova, Urbanec, 2012).

Vnitini faktory se cleni do dvou kategorii -
faktory na individudlni drovni a organizacni
arovni (Locke, Latham, 2004; Ramlall, 2004; Ipe,
2003). Faktory na individudlni drovni jsou spoje-
ny s konkrétnim pracovnikem, faktory na organi-
zacni trovni jsou ovliviiovany danou organizaci.

Cilem ¢lanku je na zdkladé vysledku faktoro-
vé analyzy identifikovat a zhodnotit kombinace
vlivu vnitfnich faktort na turovni organizace
a jednotlivce ovlivnujicich zabezpeceni kontinui-
ty znalosti. Pocet zkoumanych faktora ve vyzku-

" Clinek Jje zpracovdn na zdkladé podpory celouniverzitniho grantu Ceské zemédélské univerzity v Praze (CIGA)
Cislo 20121001 s ndzvem Rizeni kontinuity Cinnosti v organizacich vedouci k vyssi vgkonnosti organizace.
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mu vychdzi z teoretickych vychodisek ceské
i zahranicni literatury.

Préce se dale sklada z péti logicky na sebe
navazujicich ¢asti. Po dvodu do problematiky
nasleduje teoretickd ¢ast ¢lanku, kde jsou iden-
tifikovany jednotlivé faktory na zdkladé kom-
parace nazoru Ceskych i zahraniénich autoru
a tato Cast také prezentuje vysledky vytvofené-
ho teoretického konstruktu. Ndasleduje popis
metodiky, jez byla vyuzita pro ziskani primar-
nich dat a jejich zhodnoceni. V kapitole Vysled-
ky jsou ziskana data zhodnocena a na jejich na
zdkladé jsou v kapitolich Diskuse (pata cdst)
a Zaveéry (Sestd Cast) prezentovana doporuceni
pro organizace.

1 Teoreticka vychodiska prace

V kapitole teoretickd vychodiska price jsou
nize charakterizovany podstatné faktory, které
ovliviiuji zabezpeceni vertikdlniho prenosu zna-
losti neboli kontinuity znalosti na organizacni
i individudlni Grovni a jsou predmétem zkouma-
ni v praktické Casti ¢lanku. Prvni jsou identifiko-
véany faktory na organizacni drovni a ndsledné
faktory na individudlni Grovni.

1.1 Organizacni kultura

Organizaéni kultura je tvorena prvky, které
predstavuji zdkladni stavebni jednotky celé-
ho systému. Jednd se o predstavy jednotlivych
zaméstnanci organizace zaloZenych na zna-
lostech a zkuSenostech, jejich zdkladni predpo-
klady, hodnoty, normy, postoje a vytvory (Wong,
2009; Lukdasovd, Novy, 2004). Dilezitymi prvky
ovliviujicimi  organiza¢ni kulturu jsou, podle
Kachandkové a Stachové (2011) a Ruscikové
(2008), priority jednotlivych zaméstnanca. Je
tedy zrejmé, Ze kliCem k dosazeni efektivniho
sdileni, pfenosu, uchovani a zajisténi kontinuity
znalosti je opravdové ztotoznéni pracovnika

20

s vhodnou kulturou organizace, ktera kontinuitu
znalosti v organizaci bude podporovat (Levy,
2011). Organizacni kulturu lze také chdpat
jako spoleénou a sdilenou soustavu myslenek,
nazoru, presvédCeni, postoji, norem a hodnot
(Lukdsovd, Novy, 2004). Molek (2008) doddvd,
ze organizacni kultura je v jednotlivych zamést-
nancich organizace tak silné vryta, Ze se pro né
stava prirozenou. LukaSovd, Novy (2004) rovnéz
doplnuji, Ze se chovani zaméstnancti organizace
dle jejich kultury projevuje ve vytvorech mate-
ridlni i nemateridlni povahy.

Organizacni kulturu ovliviiuji dva dru-
hy determinantt, a to vnéjsi a vnitini deter-
minanty (Cow, 2012; Armstrong, 2002). Mezi
vnéjsi determinanty pat¥i socidlni systém, ekono-
micky systém, trzni pozice, vliv prostfedi apod.,
do vnitfnich determinantt lze zaradit historii
organizace, jeji strategie, vzdéldvani zaméstnan-
cli, pouzivané procesy apod. Jinym moznym Cle-
nénim vcetné uvedeného piikladu je rozdéleni
na determinanty hmotné (majetek organizace),
nehmotné (zdjmy vlastnik(i, zaméstnancu), mi-
nulé (historie organizace) a soucasné (pouzivané
procesy), ovlivnitelné (vzdélanost zaméstnancii)
a neovlivnitelné (stafi organizace). Mezi nejvice
zdlraznované faktory patii vliv prostfedi, vliv
velikosti a délky existence organizace, vliv tech-
nologii a zakladatele (Dédina, Cejthamr, 2005;
Lukdsova, Novy, 2004).

Pozitivni vliv organizaéni kultury vyvstava
jen tehdy, jeli dostateéné silnd a kompatibilni
s ostatnimi prvky systému. Vytvaii pak synergic-
ky efekt, ktery se projevuje zcela bezprostfedné
v procesech,jako je koordinace, integrace, a v ne-
posledni fadé motivovani, jelikoz organizacni
kultura je dle Cow (2012) nadfazena personalni-
mu managementu.

Lze shrnout, ze pokud zaméstnanci organi-
zace sdileji stejné zakladni pfedpoklady, hodnoty
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a postoje, zlepsuji proces sdileni informaci a zna-
losti (Levy, 2011; Molek, 2008; Bures, 2007).
V pripadé spravné fungujici kultury muaze orga-
nizace docilit také konkurencni vyhody (Wong,
2009; Molek, 2008; Shih, Chiang, 2005). Je vsak
nutné si uvédomit, ze zdravou organizacni kultu-
ru ovliviiuje mnoho projevl. V oblasti zajisténi
kontinuity znalosti je proto nutné klast daraz na
vysokou vykonnost a kompetentnost manage-
mentu, zdjem o zaméstnance, efektivni komu-
nikaci, vysokou motivaci a na tymového ducha
pro ochotu sdilet, pfeddvat a uchovdvat znalosti
a zkuSenosti a v neposledni fadé pozitivni klima
Vv organizaci.

1.2 Organizacni struktura

Vsechny organizace maji podobu vice ¢i méné
formalizované struktury, jez lze definovat jako
zietelné a pravidelné se objevujici rysy, které
pomdhaji formovat chovani jejich ¢lenti (Arm-
strong, 2002). Lze Fici, ze struktury zahrnuji sit’
roli a vztahd, jez dopomdahaji k dosazeni kon-
krétnich vysledku. Struktura ukazuje, kdo je od-
povédny za Fizeni, koordinovani a vykon ¢innosti
a v neposledni fadé vymezuje odpovédnost. Jde
o rdmec pro zabezpeCovani prace (Cow, 2012;
Kachandkovd, Stachova, 2011).

Organizaéni strukturu dané organizace lze
povazovat za nastroj pro tizeni vykonnosti;
prostfednictvim vymezené struktury dosahuje
organizace svych cilii a zvySuje hodnotu orga-
nizace. Organizacni struktura rovnéz ovliviiuje
droven komunikace v organizaci a lze ji rozdélit
na formdlni a neformdlni (Wang, Wang, 2012;
Armstrong, 2002). Formdlni organizacni struk-
tura predstavuje souhrn organizac¢nich jednotek
a vztaht mezi nimi a sjednocuje jednotlivé ¢in-
nosti v organizaci za ucelem dosazeni cild. Ne-
formdlni organizacni struktura naopak zahrnuje
vztahy osobni a socidlni, jez vznikaji prirozené,
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a vytvari organizacni klima (spokojenost zamést-
nanctli, moralka, chovani, motivace apod.).

Bures (2007) a Trunecek (2004) povazuji
organizacni strukturu za zdsadni ndstroj Fizeni
znalosti, a to proto, Ze ovliviiuje moznost prace
se znalostmi, pouziti ndstroji fizeni znalosti a je-
jich efektivnost. V praxi se dle Nonaky a Takeu-
chi (1995) vyskytuji ruzné typy organizacnich
struktur, které ovliviiuji, jakym zplUsobem lze
dle Bures (2007) a Trunecek (2004) takova or-
ganizacni struktura, kterd umoznuje volny tok
znalosti. Tento predpoklad splinuji kombinované
organizacni struktury, tzv. hypertextova organi-
zacni struktura (Nonaka a Takeuchi (1995)), kte-
ré lze najit ve vysoce inovativnich organizacich,
napf. v Intelu.

1.3 Organizacni klima

Klima organizace predstavuje to, jak zamést-
nanci vnimaji fungovani jejich organizace (napr.
Levy, 2011; Bratianu, 2008; Dédina, Cejthamr,
2005). Arnold, Silvestr, Patterson (2007) uvadéji,
ze zatimco organizaéni kultura predstavuje or-
ganizaCni rdmec, organizacni klima predstavuje
vnitini psychosocidlni prostfedi ptiznivé pro vy-
tvafeni a uvolnovani lidského potencidlu ve pro-
spéch dosazeni organizacnich cilii. Dle Beazley
et al. (2002) napomdahda organizacni klima neje-
nom vytvareni a uvolnovani lidského potencialu,
ale také podporuje jeho rist a rozvoj.

Klima v jednotlivych organizacich je roz-
dilné, projevuje se vSak vzdy uritymi zpusoby
prace s informacemi, znalostmi, zkuSenostmi,
urCitym zhodnocenim organizacnich zdroju a po-
tencidlu, jde tedy o klima, které by mélo podpo-
rovat uceni se (Jeon et al. 2011).

Sigut (2004) podotykd, Ze organizace v sou-
Casné dobé musi neustdle chranit své dosavadni
znalosti a ziskdvat nové, a to podporovinim at-
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mosféry (tj. organizacniho klimatu), kterd to v or-
ganizaci umozni. K vytvoreni takovéto atmosféry
je podle néj predevsim potireba sdileni znalosti.
Sdélovani a trénovani dle Siguta (2004) nesta-
Ci. Podle néj explicitni znalosti 1ze v organizaci
tzv. ,zakonzervovat, ale tacitni znalosti jsou
vysledkem osobniho zaujeti (emoci a motivace),
nazoru (mentdlnich modeld) a vztahti. Z toho
vyplyvd, zZe sdileni tacitnich znalosti je mozné
pouze za atmosféry davéry. Na urovni nizkého
zajmu organizace o rozvoj jde pfi tvorbé znalosti
a dovednosti o sdélovani a vycvik (uceni se mimo
chod organizace), zatimco na udrovni vysokého
zajmu jde o sdileni a identifikaci s organizaci,
jejimi hodnotami a kulturou. Podle Kachandako-
vé, Stachové (2011) i Siguta (2004) maji orga-
niza¢ni kultura a organizacni klima velmi tésny
vztah k Fidicim procestm v organizaci, protoze
ovliviiuji rozhodovani a jednani spolupracovniki
a usnadnuji prabéh a realizaci Fidicich procest.

1.4 Stimulace a motivace

Stimulace a motivace maji v organizaci sviij ne-
zastupitelny vyznam a neoddélitelné spolu souvi-
seji (Bratianu, 2008; Beazley et al., 2002). Jsou
zakladem prosperity kazdé organizace.

Autofi Locke, Latham (2004) uvddéji, ze
motivaci Clovéka se rozumi soubor Cinitell
predstavujicich vnitfni hnaci sily jeho cinnosti,
které usmérnuji jeho jednani a prozivani. Jed-
na se o dynamické tendence osobnosti Clovéka.
Oproti tomu stimulace je vnéjsi podnét ze strany
organizace (manazera), ktery maze zaméstnance
motivovat.

V praxi se Ize Casto setkat s obéma vySe uve-
denymi terminy, které jsou chdpany managemen-
tem vSech trovni spiSe jako synonyma. Je vsak
nutné si uvédomit, ze rozdil mezi nimi je (Arm-
strong, 2002). Lze konstatovat, ze stimulace je
primo zavisld na moznostech organizace vytvofit

22

dostatek financnich prostredka, aby mohla sti-
mulovat zaméstnance. Z ekonomického hlediska
je dulezité, aby finanéni prostfedky vynaloZené
na stimulaci zaméstnanca byly vyuzity maximal-
né efektivné. Proto lze konstatovat, Ze stimulovat
zameéstnance je mnohem snazsi nez je motivovat.
Stimulacni faktory pusobi kratkodobé a jsou pod
silnym vlivem vnéjsiho prostiedi. Je tfeba si pro-
to uvédomit, ze motivace a stimulace spolu tzce
souviseji, ale jejich uplatnovani vyzaduje rozdil-
né piistupy.

1.5 Ochota sdilet znalosti a duvéra

U vétSiny pracovnikl je nepravdépodobné, ze
by sdileli své znalosti a zkuSenosti, kdyZ nebu-
dou mit davéru ve svého ndstupce. Je dilezité
védeét, ze lidé nebudou zneuzivat znalosti a veé-
dét, ze dand znalost je davéryhodnd a presnd.
Védeéni je moc a muze vést k nerovnosti v posta-
veni (Levy, 2011; Bratianu, 2008; Beazley et al,,
2002; Swap et al.,, 2001). Sdileni znalosti mtze
zvysit nejistotu z udrzeni si pracovniho mista
a rovnéz uvédomeéni si své moci v ramci organi-
zace. V pracovnim prostiedi organizaci je Casto
pritomny strach mezi lidmi, ten snizuje jejich
jistotu v zaméstndni a oni pak nejsou ochotni
znalosti sdilet.

Na zdkladé prehledu soucasného stavu reSe-
né problematiky uvedeného vySe, byl sestaven
nasledujici prehled vnitfnich faktora (tabulka 1).
Konstrukt je jinymi slovy pfedmét poznavani,
ktery neni pfimo pozorovatelny, ale na jehoz
podstatu lze usuzovat na zdkladé teoretickych
vychodisek prostiednictvim vymezenych vlast-
nosti a vztahtt mezi nimi (Anderson, 2009).
V sestaveném konstruktu jsou identifikoviny
jednotlivé faktory v ¢lenéni na organizacni a in-
dividudlni droven, déle jsou uvedeny jednotlivé
charakteristiky téchto faktora (tj. co tento faktor
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Tabulka 1 »

Konstrukt faktori podporujici zabezpeceni kontinuity znalosti v organizaci

Faktory Charakteristika

i Reference

Organizacni troven

Organizacni strategie.

Otevena komunikace.

Jistota zaméstnani.

(0 [LENTERGTE Kompatibilni s ostatnimi prvky systému.

Cow (2012)

Kachanakova, Stachové (2011)
Levy (2011)

Wong (2009)

kultura Priority jednotlivych zaméstnanc. Rustékova (2008)
Kolektivni pochopeni cile. Lukasova, Novy (2004)
Trunecek (2004)
Armstrong (2002)
Podporuijici sdileni znalosti. Cow (2012)
Moznost stanaveni kritickych znalostf. Wang, Wang (2012)
AngaZovanost manazerd. Bratianu (2008)

Organizacni

struktura
Podpora top managementu.

Styl vedeni.

Beazley et al. (2002)
Nonaka, Takeuchi (1995)

Prijemné pracovni prostiedi.
Prirozend kankurence mezi zameéstnanci.

Organizacni
klima

Vztahy mezi kolegy.
Podporuije rist a rozvoj.

Levy (2011)

Bratianu (2008)
Lukasova, Novy (2004)
Sigut (2004)

Beazley et al. (2002)

PovySovani.

Moznost vzdélani.

A ECERE Hodnoceni pracovnikd.
Odmeénovani.

Kachariakova, Stachova (2011)
Bratianu (2008)

Locke, Latham (2004)

Beazley et al. (2002)
Armstrong (2002)

Individualni droven

Obtiznost prenosu.
Extrovert x introvert.

Ochota
sdilet
znalosti

Uméni predat znalosti a pfijmout je.
Snizeni stresu.
ZvySeni morélky.

Levy (2011)

Bratianu (2008)
Beazley et al. (2002)
Swap et al. (2001)
Nonaka, Takeuchi (1995)

Odhodlani novych zaméstnanc ziskat zkuSenosti.

Dobry pocit, Ze znalost zlstane

Motivace Vv organizaci.

Kachariakov4, Stachova (2011)
Bratianu (2008)

Locke, Latham (2004)

Beazley et al. (2002)

Armstrong (2002)
PouZiti znalosti pro dobré Gcely. Levy (2011)
Pozitivni zkusenosti se sdilenim znalosti. Kachanakova, Stachové (2011)
Duvéra v kolegy. Sigut (2004)

Beazley et al. (2002)

Pramen: Vlastni zpracovani.
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zahrnuje) a dané charakteristiky jsou doplnény
jednotlivymi referencemi autoru (tj. ktefi autofi
pouzivaji dané charakteristiky faktort).

Jednotlivé faktory konstruktu byly déle
podrobeny rozboru, pfi némz byla aplikovdna
faktorovd analyza.

2 Metodika vyzkumu

Pro splnéni cile prdce byla provedena analyza
sekundarnich zdroj(, ze kterych vznikl pfehled
teoretickych vychodisek k dané problematice.
Pfi zpracovani ¢lanku byly vyuzity metody vé-
decké prace, konkrétné metody logické zahrnu-
jici analyzu, syntézu, indukci a dedukci. Ddle
byl uskutecnén primdrni vyzkum zabyvajici se
zabezpecenim kontinuity znalosti v organizacich
v Ceské republice.

Data byla ziskdna pomoci kvantitativniho
vyzkumu, jehoz provedeni respektovalo ob-
last etiky ve vyzkumu (zdkon ¢. 101,/2000 Sb.,
o ochrané osobnich udaja). Cilem kvantitativni-
ho vyzkumu bylo zjistit vliv kombinace vnitinich
faktort na zabezpecCeni kontinuity znalosti. Vy-
bérovy soubor organizaci, které byly zahrnuty
do vyzkumu, byl vybrin ndhodnym kvétnim vy-
bérem z organizaci se sidlem v Ceské republice
prezentovanych na internetu (organizace byly
rozdéleny do homogennich skupin dle dile po-
psanych vybérovych kritérii) a dale byli osloveni
jejich manazefi. Vybérovy soubor byl doplnén
o Ucastniky soutéze Czech TOP100 a ManaZer
roku 2009. Tito ucastnici byli doplnéni proto,
aby se zvysilavypovidaci schopnost vysledkl
(predpoklddd se poskytnuti kvalitnich odpovédi
a zkuSenosti se zabezpeCenim kontinuity zna-
losti).
vzorku.

Pro zajisténi reprezentativnosti souboru re-
spondenttl (814 manazert z 580 organizaci),
zhodnotitelnosti a zobecnitelnosti vysledki na

Doplnéni neovlivnilo reprezentativnost
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vybérovy vzorek jsou kritéria vybéru v ramci vy-
zkumu stanovena tak, aby pfiblizné odpovidala
procentnimu zastoupeni organizaci dle odvétvi
ekonomiky, velikosti organizace a pohlavi mana-
zerl na stfednim a vyssim stupni fizeni dle hod-
not uvadénych CSU. Jednd se o toto rozloZenf
(v zévorce je uveden pocet oslovenych organizaci
a manazeru):

= dle odvétvi ekonomiky: 15 % z primdrniho

(85), 15 % ze sekunddrniho (85), 70 % z ter-

ciarniho sektoru (410),
= dle velikosti organizace dle po¢tu zaméstnan-

cu: 65 % z malych (377), 20 % ze stfednich

(116), 15 % z velkych (87),
= dle pohlavi manazeri na stfednim a vySsim

stupni Fizeni: muzi 77,5 % (654), zeny 22,5 %

(160).

Dotaznikového Setfeni se ztcastnilo celkem
148 respondent (ndvratnost Cinila 18,18 %),
ktefi v ramci své pozice a svych zkuSenosti
mohli tuto ¢ast dotazniku vyplnit a jejich odpo-
védi byly hodnoceny. V ramci vyhodnoceni dat
byla pouzita faktorova analyza, kterd patii mezi
vicerozmérné statistické metody, které lze cha-
rakterizovat poCtem objektli n a poCtem znaku
(proménnych) m. Zdrojovd matice X ma rozmér
n x m, kde standardné plati, Ze n je podstatné
vyssi nez m. Predpokladem je definice dimenze
problému pomoci veliCiny m. Vicerozmérné me-
tody byly vyuzity z davodu, Ze:
= soubor obsahoval dvé a vice proménnych na

yjedné strané®,
= vzijemné korelace jednotlivych zdvisle pro-

meénnych byly dostatecné vysoké (tj. vétsi nez

0,3), to je v souladu s doporucenim ACITS

(1995),
= soubor statistickych jednotek mél dostatecné

velky rozsah. Ve vyzkumu byly respektovany

podminky vyuziti této metody dle Pecikové

(2011).
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Cilem faktorové analyzy bylo zmensSit pocet
proménnych (snizit dimenzi dat) a dale zjistit
vztahy mezi proménnymi. Tato metoda pocitd
s menSim poctem v pozadi stojicich nemé¥itel-
nych veliCin, které jsou spoleéné pro vSechny
faktory. Hlavni daraz je kladen na smyslupl-
nost a opodstatnénost faktora. Jinymi slovy lze
fici, ze tato metoda vychazi z pfedpokladu, ze
vzajemné zavislosti pozorovanych proménnych
jsou dusledkem v pozadi stojicich neméfitel-
nych veliCin - faktord, kterymi Ize ptavodni roz-
sdhly a komplikovany systém veli¢in nahradit
a souvislosti veli¢in tak vysvétlit jednodu$sim
zpusobem (Pecdkova, 2011). Vypocet faktorové
analyzy vychdzi z mezivysledku, ktery tvofi ko-
relacni matice.

Na zdkladé provedené faktorové analyzy v pro-
gramu IBM SPSS Statistics 20 pomoci metody
Varimax z dat ziskanych v dotaznikovém Setfeni,
doslo ke snizeni poctu sledovanych proménnych
(faktor1). Pro vybér podstatnych faktorti bylo
pouzito Kaiser-Guttmanovo pravidlo (tj. podstat-
né faktory maji hodnotu rozptylu vyssi nez 1).
Korela¢ni koeficienty jsou v intervalu od <-1;1>.
V pripadé, Ze je korelacni koeficient kladny, jed-
nd se o primou zdvislost (zdporny - nep¥ima
zavislost). Pro vyhodnoceni byla brdna hodno-
ta zavislosti proménnych vyssi nez 0,3 (stfedné
silnd zdavislost) dle Anderson (2009). V rdmci
deskriptivni statistiky byly vyuzity relativni
Cetnosti, vypocCitan neparametricky Chi-kvadrat
test a sila zdvislosti byla zjistovana dle Crame-
rova V.

3 Vysledky

Nize uvedend kapitola prezentuje vysledky vy-
zkumu zaméfeného na vertikdlni pfenos zna-
losti a zhodnoceni provedené faktorové analyzy.
Respondenti se ve vyzkumu mohli vyjadrit, jaké
faktory na drovni jednotlivce a organizace ovliv-
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nuji zabezpeceni tohoto prenosu (respondenti
mohli oznacit vice odpovédi u seznamu faktoru).
Vysledky ukazuji, Ze respondenti nejcastéji uva-
déli, Zze nejvice - ze 41 % - ochotou sdilet znalos-
ti, z 39 % je ovlivihovano organiza¢nim klimatem,
dale z 38 % duivérou, 37 % motivaci a z 36 % or-
ganizacni kulturou. Ndsledné byly testovdny za-
vislosti mezi zkoumanymi kvalitativnimi znaky,
tj. zabezpeCenim vertikdlniho pfenosu znalosti
a zkoumanymi faktory.

V souladu se stanovenym hlavnim cilem ¢lan-
ku byly testovany nulové hypotézy souvisejici
s vlivem vnitfnich faktort na zabezpeceni konti-
nuity znalosti. Bylo testovano 7 nulovych hypo-
téz (H,) hovoricich o neexistenci zavislosti mezi
zkoumanymi dvéma kvalitativnimi znaky. Hladi-
na vyznamnosti byla stanovena na 0,05.

Testované hypotézy:

1. ZabezpecCeni vertikdlniho pfenosu znalosti
nezavisi na organizacni kulture.

2. Zabezpeceni vertikdlniho prenosu znalosti
nezavisi na organizacni strukture.

3. Zabezpeceni vertikdlniho pfenosu znalosti
nezavisi na organiza¢nim klimatu.

4. ZabezpecCeni vertikdlniho ptenosu znalosti
nezavisi na stimulaci.

5. Zabezpeceni vertikdlniho pfenosu znalosti
nezavisi na ochoté sdilet znalosti.

6. ZabezpeCeni vertikdlniho prenosu znalosti
nezavisi na motivaci.

7. ZabezpecCeni vertikdlniho prenosu znalosti

nezdavisi na duvére.

Nize jsou u jednotlivych hypotéz v zdvorce
uvedeny vypoctené p-hodnoty Chikvadrét testu.
V pripadé zamitnuti nulové hypotézy (p<0,05),
byly prijaty hypotézy alternativni (H,), hovorici
o existenci zdvislosti. V tomto pfipadé pak byla
uvedena sila zavislosti pomoci Cramerova koefi-
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cientu. Na zadkladé zhodnoceni lze konstatovat,
ze celkem dvé nulové hypotézy nelze zamitnout
a u péti zbyvajicich byly pfijaty alternativnich hy-
potézy.

Nezamitnuté hypotézy:

1. ZabezpecCeni vertikdlniho prenosu znalosti
nezavisi na stimulaci (p-hodnota = 0,893).

2. Zabezpeceni vertikdlniho pfenosu znalosti
nezavisi na ochoté sdilet znalosti (p-hodnota
=0,433).

Ptijaté alternativni hypotézy:

1. ZabezpecCeni vertikdlniho prenosu znalosti
zavisi na organizacni kulture (p-hodnota =
0,039; hodnota zdavislosti 0,198 - pfimd a sla-
ba zavislost).

2. Zabezpeceni vertikdlniho pfenosu znalosti
zavisi na organizacni struktufe (p-hodnota =
0,036; hodnota zavislosti 0,201 - pfima a sla-
ba zavislost).

3. Zabezpeceni vertikdlniho pfenosu znalosti
zavisi na organizacnim klimatu (p-hodnota =
0,046; hodnota zavislosti 0,191 - pfimd a sla-
ba zavislost).

4. Zabezpeceni vertikdlniho pfenosu znalosti
zavisi na motivaci (p-hodnota = 0,031; hod-
nota zavislosti 0,207 - pfima a slabd zavis-
lost).

5. ZabezpecCeni vertikdlniho prenosu znalosti
zavisi na davére (p-hodnota = 0,024; hodnota
zavislosti 0,217 - pfima a slaba zavislost).

Na zdkladé statistického testovani bylo zjis-
téno, zZe ve sledovanych organizacich ovliviiuje
zabezpecCeni vertikdlniho prenosu faktor orga-
nizaéni kultura, struktura a klima (organizacni
uroven) a faktor motivace a davéry (individudlni
droven). Dle sily zavislosti je nejdilezitéjsim fak-
torem davéra a motivace jednotlivce.

26

Vysledky statistického testovani jsou doplné-
ny faktorovou analyzou, kterd napomahd sloudit
jednotlivé vnitini faktory tak, jak spolu ovliviuji
zabezpeceni vertikdlniho pfenosu znalosti. Vypo-
Ctené korelacni koeficienty ve faktorové analyze
vyjadiuji, do jaké miry nové vznikld promén-
na koreluje (vzdjemné ovliviiuje) s pavodnimi
proménnymi. Jinymi slovy lze Fici, ¢im je vyS$si
hodnota korelaéniho koeficientu, tim je vySsi
korelace mezi zkoumanymi vnitfnimi faktory
ovliviiujicimi zabezpeceni kontinuity znalosti. Na
zakladé zhodnoceni vypoctenych dat byly ve vy-
hodnoceni dotaznikového Setfeni zjistény tfi vy-
znamné faktory spliujici stanovend kritéria dle
metodiky.

Tabulka 2 uvddi vyznamnost jednotlivych
zkoumanych faktorti dle procentniho vyjadieni
a jejich celkovym souctem.

Tabulka 2 b
Vigpocet rozptylu vjznamnyjch faktoru
Faktor . .

Rozptyl % rozptylu Kumulativni % rozptylu

1525 21,782 21,782
1,396 19,941 41,723
K} 1,302 18,606 60,329

Pramen: Vlastni zpracovani.

Faktory, které byly nalezeny metodou Vari-
max, jsou na zdkladé celkového rozptylu témér
stejné vyznamné (nejsou mezi nimi vyznamné
rozdily, jsou v intervalu od 18 do 21 %). Rozptyl
u faktoru ¢. 1 byl nejvyssi, proto jej lze povazo-
vat za nejvetsi.

V tabulce 2 jsou vypocteny rozptyly vyznam-
nych faktori vysvétlujicich proménné. Program
IBM SPSS Statistics 20 pomoci metody Vari-
max identifikoval t¥i faktory, jejichz vlastni Cislo
(rozptyl) je vyssi nez 1 (Kaiser-Guttmanovo pra-
vidlo). Celkové tyto tfi identifikované proménné
(cca 60 %) vysvetluji celkové chovani vzorku ¢i
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moznosti vyslednych vlastnosti. Cilem faktorové
analyzy bylo popsat nové vzniklé proménné na

zdkladé zdavislosti (hodnoté korelaéniho koefici-
entu) s pavodnimi proménnymi.

Prvni faktor je nejvétsi a vysvétluje témeér
22 % dané proménné. Vysledky faktorové analyzy
dotaznikového Setfeni jsou uvedeny v tabulce 3.

Prvni faktor rovnéz dokazuje dualezitost vniti-
nich faktora na drovni jednotlivce pro zabezpece-
ni kontinuity znalosti, ktery ovliviiuje stimulace
v organizaci. Faktor je tvofen nejvice ochotou
sdilet znalosti, duvérou v kolegy a motivaci clo-
véka. Proto lze prvni faktor nazvat ,Individudlni
faktor“. Korelacni koeficienty se pohybuji v roz-
mezi od 0,554 do 0,721, coz pfedstavuje stredni
a silnou zdvislost. Druhy faktor zahrnuje dvé pro-
meénné na organizacni trovni, proto jej lze nazvat
,Klima a kultura“. Nejsilngjsim faktorem z hle-
diska organizace je organizacni klima (0,855),
podrobné vysledky jsou uvedeny v tabulce 3. Oba
koeficienty predstavuji silnou zavislost.

Tabulka 3 »

Vipocty faktorové analyzy
. . Faktor 1 : Faktor 2
-0194 0,789

Faktor 3
0,298

Proménna i

Struktura 0021 0013 0,893
Kima 0207 0,855 -7
0461 0203 0,499
Ochota 0,721 0,022 -0,093
 Motivace | 0,554 0,008 0358
0,636 0018 0043
E:zp‘:;’ﬁf’ 21,782 19,941 18,606
Nezew Individugint Kima Organizatni
faktoru faktor a kultura faktor

Pramen: Vlastni zpracovani.

Tteti faktor 1ze pojmenovat ,Organizacéni fak-
tor“, jelikoz je zde silnd korelace mezi organi-
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zaéni strukturou (0,893) a stredni zavislost mezi
stimulaci (0,499). Silnd korelace je zde i u motiva-
ce (0,358) a naopak u ,Individudlniho faktoru“ je
silnd korelace u stimulace (0,461). Z toho vyplyva,
ze stimulace a motivace spolu neoddélitelné sou-
visi, coz doklada i Bratianu (2008) a Beazley et
al. (2002). Lze shrnout, ze vysledky dokazuji di-
leZity vztah mezi vSemi testovanymi vnitfnimi fak-
tory (jak na drovni jednotlivce, tak organizace).

Z vyse uvedeného vyplyvd, Ze pouze moti-
vovany zameéstnanec, ktery davéfuje svym kole-
gum, je ochoten zaucit na své misto ndstupce,
aniz by mél strach ze zneuziti predanych znalos-
ti proti své osobé. Demotivovany pracovnik dle
Vnouckova (2012) Castéji fluktuuje.

Pro porovnani vysledkl testovani pomoci Chi-
-kvadrit testu a faktorové analyzy byla sestavena
tabulka 4 a 5. Tabulka 4 uvadi vypocet rozptylu
vyznamnych faktor ve vztahu proménnd (vnitfni
faktor) a to, zda organizace zabezpeCuje Ci neza-
bezpecCuje kontinuitu znalosti. Na zikladé vypo-
¢tu rozptylu byly identifikovdny ctyfi vyznamné
faktory (nad hodnotu 1,0 dle Kaiser-Guttmanova
pravidla). Na zdkladé celkového rozptylu je prvni
faktor nejvétsi (24 %), dale je druhy faktor (cca
17 %) a nasleduje treti a Ctvrty faktor, mezi nimiz
nejsou jiz vyznamné rozdily (13 % a 12 %). Roz-
ptyl u ¢tvrtého faktoru je nejnizsi, proto jej lze
povazovat za nejslabsi (12,992 %). Celkové tyto
Ctyti identifikované faktory vysvétluji 68 % sledo-
vané promeénné (tabulka 4).

Tabulka 4 »
Vijpocet rozptylu vgznamnyjch faktoru

Rozptyl : % rozptylu EKumuIativni%ruzptylu

04,587 04,587

16,704 41291
"""""""""" 13638 54929
"""""""""" 12,992 67,921

Pramen: Vlastni zpracovani.
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Pri sestaveni faktorové analyzy (tabulka 5) se
vychdzelo z pfedpokladu, Ze proménnd zabezpe-
¢eni kontinuity znalosti (tj. Ze respondenti neza-
bezpecuji kontinuitu znalosti) je povazovana za
némou proménnou (kladnd nebo zdpornd zavis-
lost byla ddle vysvétlena ve smyslu jejiho vysled-
ného pusobeni tak, jak byly kédovany odpovédi
respondentt vstupujici do analyzy). Na zdkladé
statistickych vypoctu lze proto konstatovat, Ze
prvni faktor a nejsilnéjsi faktor je tvoren vniti-
nimi faktory na individudlni Grovni, jeZ nejvice
ovliviiuji zabezpeceni kontinuity znalosti v or-
ganizaci. Korela¢ni koeficient se pohybuje mezi
0,408 u vlivu divéry na zabezpeceni kontinuity
znalosti a 0,668 u ochoty sdilet znalosti a jejiho
vlivu na zabezpeceni kontinuity znalosti. U fak-
toru 1 vychdazi také velmi silnd zdvislost u sti-
mulace a jejtho vlivu na zabezpeceni kontinuity
znalosti (0,724, silnd p¥ima zdvislost). Opét je
nutné zduaraznit dilezitost stimulace a podpory
ze strany organizace, jez zvySuje vnitfni motiva-
ci pracovnikt. Sila zdvislosti u prvniho faktoru
je stfedni az silna. Prvni faktor lze proto nazvat
,Faktory na drovni jednotlivce“. Druhy faktor,

Tabulka 5 »
Vijpocty faktorové analijzy

Proménna Faktor 1

Zabezpeceni kontinuity znalosti (Ne)

Klima - Zabezpeceni kontinuity znalosti

Stimulace - Zabezpeceni kontinuity znalosti

Ochota - Zabezpeceni kontinuity znalosti

Celkové % rozptylu

24,587
Nazev faktoru

Pramen: Vlastni zpracovani.
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Faktory na drovni
jednotlivee

ktery ovliviiuje zabezpeceni kontinuity znalos-
ti, je kombinace kultury a klimatu (korelacni
koeficient 0,796 a 0,831, coz je silnd zavislost)
a reflektuje vysledky v tabulce 3. Treti faktor
uvadi, ze zabezpeceni kontinuity znalosti v orga-
nizacich je silné ovlivnhéno davérou mezi kolegy.
V pfipadé, Ze davéra v organizaci mezi kolegy -
odchdzejicimi a jejich ndstupci - nebude, nebu-
dou nositelé znalosti znalosti preddvat. Posledni
zkoumany faktor je tvofen strukturou a stimula-
ci. U stimulace jde o velmi silnou pfimou zavis-
lost (0,884), u stimulace jde o stfedni zavislost
(0,343).

Z vyse uvedené tabulky lze shrnout, Ze vzhle-
dem k tomu, Ze nositeli znalosti jsou jednotlivi
zaméstnanci organizace, je vétsi kombinace vlivu
faktorti na urovni jednotlivce vedouci k zabez-
peceni vertikdlniho pfenosu znalosti. Tim, Ze
organizace své zaméstnance ke sdileni znalos-
ti budou stimulovat, budou tak zvySovat jejich
vnitfni motivaci a zajisti kontinudlni chod orga-
nizace i po odchodu klicového pracovnika. Pro-
to i v prvnim faktoru vysly koeficienty stimulace
a motivace jako silné. Rovnéz faktor klima a kul-

Faktor 2 Faktor 3 Faktor 4

Struktura
a stimulace
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tura jsou faktory, které se v organizaci ovliviiu-
ji. Organizacim lze doporucit ukotveni procesu
zabezpeceni vertikdlniho pfenosu znalosti do
organizaCni kultury a rovnéz zde ukotvit navr-
hy stimula¢nich ndstroja, které by byly vyuziva-
ny pro odchdzejici zaméstnance, ktefi znalosti
preddvaji a pro jejich nastupce. K tomu, aby byl
vertikdlni pfenos znalosti zajistén, je nutné mit
motivovaného odchdzejiciho pracovnika i jeho
néstupce. Cim vétsi davéru bude mit odchazejici
pracovnik vici ndstupci, tim vice bude ochoten
mu své znalosti predat.

4 Diskuse

Na zdkladé provedeného vyzkumu lze konstato-
vat, ze potfeba uchovdni znalosti v organizacich
v soucasné dobé neustdle roste, jelikoZ si man-
agement organizaci uvédomuje, ze pti odchodu
klicového pracovnika muize ztratit kliCové zna-
losti. Kdyz vsak bude zabezpeCena kontinuita
znalosti, organizace odchodem zaméstnance
s kritickymi znalostmi tyto znalosti neztrati, je-
likoZ jiz byly pfeneseny na jiného zaméstnance
(jeho nastupce).
Pro vytvofeni vhodného prostredi, které
bude vertikdlni pfenos znalosti podporovat, je
nutné:
= vytvorit vhodné stimulujici prostfedi pro
vSechny zaméstnance,
= pomoci vhodného stimulujiciho prostredi si
ziskat loajalitu pracovnik( a eliminovat rizi-
ko ztraty kritickych znalosti odchodem zna-
lostnich pracovniki,

= zajistit zastupitelnost a pfenos znalosti u kli-

Covych pracovnika,
= podporovat pritelské a zdravé konkurenéni

prostfedi mezi zaméstnanci, resit ptiiny kon-

flikt(i na pracovisti,
= efektivné komunikovat shora dolt a zdola na-
horu v ramci organizacni struktury,
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= uvédomit si, ze Cas a naklady spojené s vy-
chovdnim nového znalostniho pracovnika

(jez se aktivné vzdeélavd) jsou mnohem vys$si

nez investice do stimulovani sdileni a preda-

vani kritickych znalosti mezi stavajicimi za-
meéstnanci.

Provedeny vyzkum prokazal vliv jednotli-
vych faktord na organizacni i individudlni drov-
ni na zabezpeceni vertikdlniho pfenosu znalosti.
Pokud si management organizaci stanovi jako
jeden ze strategickych cila zabezpeceni verti-
kdlniho prenosu znalosti u klicovych pracov-
niki, musi vénovat pozornost identifikovanym
faktoram, které byly potvrzeny vyzkumem (na
individudlni i organizacni drovni). Kazda organi-
zace se muze rozhodnout, zda se bude vénovat
vSem zkoumanym faktortiim a ovliviiovat je, nebo
se zaméfi na jeden nebo pouze nékteré z uve-
denych faktort, které se projevily jako nejvice
ovliviujici vertikalni prenos znalosti.

Na zdkladé srovndni vysledki s vyzkumem
Vnouckovd (2012) lze souhlasit s tvrzenim, Ze
Gspésné organizace se vzdy vyznacuji jednim
spoleCnym faktorem, a to tim, Ze maji kvalitni
zaméstnance, kterym vytvareji vhodné prostre-
di, jelikoz management tspéSnych organizaci vi,
ze spokojeni zaméstnanci, ktefi vidi ve své prdci
smysl, pracuji na nejvyssi drovni vykonnosti, coz
také potvrzuje Maruta (2012).

Zavér

Vyznam znalosti v souCasné dobé nabyva stdle
na sile a jsou pokldddny za zdroj nenapodobi-
telny a cenny pro vSechny druhy organizaci.
Proto je dulezité zajistit pfenos kritickych zna-
losti pracovnikii na jejich ndstupce. Hlavnimi
faktory ovliviujicimi vertikdlni pfenos znalosti
jsou organizacni a individudlni faktory v organi-
zaci, a to organizacni klima, kultura, stimulace
a z individudlnich faktorti ochota sdilet znalosti,
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dGivéra a motivace pracovnikd. Rovnéz je nut-
na spoluprdce jednotlivych zaméstnanci. Ta se
musi podporovat vzdjemnou efektivni komuni-
kaci, koordinaci prace a ochotou spolupracovat.
Efektivni komunikaci mohou v praxi zajistit
napf. moderni komunikaéni prostfedky (napf.
elektronickd posta, chat, videokonference) ¢i
programy a portaly, které podporuji a umoznuji
v uréitém definovaném prostoru sdileni informa-
ci a hlavné znalosti.

30

Pro podlozeni teoretickych poznatki a vy-
sledkli testovani byla sestavena faktorovd ana-
lyza, jez prokdzala vliv faktort na individudlni
a organizacéni trovni smérem k zabezpeceni ver-
tikdlniho transferu znalosti. Lze shrnout, Ze za-
bezpeceni vertikdlniho pfenosu znalosti zvySuje
vykon pracovnika, pomdhd organizaci udrzet sta-
vajici konkurenéni vyhody a vytvaii nové konku-
rencni vyhody prostfednictvim realizace a vyuziti
prilezitosti. u
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TRANSFER: RESULTS OF THE FACTOR ANALYSIS

Ing. Hana Urbancovd, Ph.D.

ABSTRACT

The article deals with the current issue of the vertical knowledge transfer which helps in preserva-
tion of knowledge of employees leaving an organization. The internal factors of the organization
have impact on the transfer. The aim of the paper is to identify and evaluate the combined effect of
internal factors affecting the vertical knowledge transfer in the organization. The factors are both
on the organizational and the individual level. The results of the factor analysis were obtained by
performing primary survey using questionnaire data collection in organizations in the Czech Re-
public. The results show that the factors most influencing the vertical knowledge transfer are the
factors at the individual level (the willingness to share knowledge with his/her successor, trust, mo-
tivation) and at organizational level (stimulation, organizational climate and culture). The correla-
tions between these factors are from moderate to strong.
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Factors, construct, vertical knowledge transfer, analysis, organization.
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Analyza podminek vykazovani dotaci podle

IAS 20

Ing. Marie Kubdnkovad

Uvod

Umérné s moznosti Cerpani prostiedki ze struk-
turdlnich fond( urcenych subjektim v Ceské
republice, ale také ndrodnich programii verejné
podpory, stoupa vyznam definovani prukazného,
spolehlivého a uplného Gctovani dotaci v bilan-
cich Ceskych podnikatelskych subjektil. Zachovdni
prukaznosti, jasnosti, srovnatelnosti a transparent-
nosti Ucetnich vykaz vyzaduje definovani postu-
pu, podle kterych budou tyto finanéni transakce
spravné, uplné a prukazné zachyceny v Gcetnich
vykazech podnikatelskych subjekt.

Vykazovéni stdtnich dotaci a statni podpory
se vénuji Mezindrodni ucetni standardy, kon-
krétné standard TAS 20. Cilem tohoto ¢lanku je
vymezit oblasti, ve kterych je definice standardu
IAS 20 nedostateénd, a navrhnout mozné dopl-
néni standardu IAS 20 analogicky dle vybranych
standarda TAS/IFRS s prihlédnutim k inter-
pretaci Narodni Géetni rady. Prispévék obsahu-
je praktické priklady, na kterych demonstruje
dopady zpusobu vykdzani dotace pro uzivatele
Ucetnich informaci.

1 Okamzik uznani dotace

Ucetni teorie rozpozndvéa dva zptsoby Gétovani
dotaci. Prvni zpisob zohlednuje skutecnost, zZe
dotace je zdroj financovani aktiv podniku, a pro-
to dotaci posuzuje jako soucast kapitalovych
fondua vlastniho kapitdlu. Institut svazu tGcetnich
fadi mezi argumenty pro tento zpisob uUctovani
(ISU, 2006):

34

1) nepravdépodobnost vriceni dotace, kterd by
méla byt uctovdna ve prospéch kapitilové
Gcasti akciondaru,

2) motivaci dotace pro spolecnost, kterd s jejim
ziskanim nevynalozila ndklady.

Naproti tomu Krupovd (2009) argumentuje
pro uctovani dotaci ve formé vynosu tim, ze:
1) dotace je kvalitativné jinym zdrojem financo-
vani vécné souvisejicim s fiskdlni politikou,
a proto by méla byt pfifazovdna do vynosu,
2) statni dotace nebyva bezplatnd, je tedy treba
ji porovnat se souvisejicimi naklady.

IAS 20 (2009) povazuje oba dva pristupy za
mozné, pricemz dava pfednost vykazovani for-
mou vynosu. Rozhodujici pro vykazovani dotaci
je splnéni podminek s dotacemi spojenymi a pii-
jeti dotace. Nicméné splnéni podminek neni ve
standardu blize definovano.

Podminky schvédleni a poskytnuti vefejnych
prostfredku 1ze obecné rozdélit do Cty¥ fazi (viz
napt. Pokyny pro Zzadatele a pfijemce dotace
z Operacniho programu Podnikdni a Inovace
(OPPI) obecnd cést, 2013; Zavazné pokyny pro
zadatele a pfijemce podpory v Operaénim pro-
gramu Zivotni prostiedi (OPZP), 2013; Zadavaci
dokumentace programu Alfa - TACR, 2012).
Prvni faze je priprava zadosti a podkladd dotac-
niho projektu. Tato fize obvykle netrvd méné
nez dva mésice (tj. ptiprava zadosti vCetné sou-
visejicich dokumenti a p¥iloh), v pripadé velkych
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infrastrukturnich projektti muaze trvat i cely rok.
Druhou fazi je hodnoceni zadosti, kterd probiha

v nékolika kolech - hodnoceni formdlni, hodno-
ceni pfijatelnosti a poté evaluace hodnotitelsky-
mi komisemi a zdvérecné hlasovani a rozhodnuti
poskytovatele dotace o projektech, které ziska-
ji pro realizaci finanéni prostredky. Tato Cast
trvd nejméné pét mésicl a konéi dojednanim
podminek smlouvy o poskytnuti dotace, tedy
konkretizaci rozpoCtu, vystupa a Casového har-
monogramu projektu. Treti fazi je realizace pro-
jektu, kterd muze trvat pul roku nebo rok, ale
i delsi dobu. V této fazi dochdzi bud’” k postupné-
mu prijmu prostfedk z dotacnich fonda podle
zadatelem navrzenych etap, nebo ke zpétnému
proplaceni celé dotace po ukonceni etapy reali-
zace v zavislosti na podminkdch fidiciho orgdnu.
Prostredky jsou poukdzany na tcet zadatele pou-
ze v tom pripadé, pokud doslo ke splnéni podmi-
nek, tj. zejména:
= realizaci vystuptly, ke kterym se Zadatel zava-
zal, tj. vybudovani/rekonstrukce nemovitého
majetku, pofizeni aktiv, uvedeni vyrobk,/
sluzeb na trh, poskytovani novych sluzeb
apod.;
= dodrzeni pravidel nakladani s dotacnimi pro-
stfedky; jednd se zejména o metodiku Minis-
terstva pro mistni rozvoj (zdkon ¢. 137, 2006),
kterd je upravuje; tato metodika zprisiuje
podminky Ceského zdkona o vefejnych zakaz-
kach a je vseobecné dotacnimi programy pii-
jimana (pokud si orgdn jesté didle podminky
neupravi - napt. agentura CzechlInvest);
= spravné a uplné vyhotoveni monitorova-
cich zprdv, resp. dokumentt vychdazejicich
z Gcetni evidence zadatele, které slouzi jako
podklad pro platbu (tj. ,platebni prikaz“ pro
poskytnuti prostredki).
Jak program OPPI, tak OPZP pozaduji,
aby uspésni zadatelé a realizatofi dotacnich
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programu po piredem stanovenou dobu pofize-
na aktiva vlastnili a vyuzivali k Cinnosti, kterd
byla predmétem dotaéni podpory. Obvykle je
toto obdobi upraveno odlisné pro malé a stred-
ni podniky (tfi roky po ukonceni dotace) a pro
velké podniky (pét let). Teprve po fadném uply-
nuti této lhGty pomine vdzanost pofizenych
aktiv, kterd pak muze prijemce prodat i po-
uzivat k jiné Cinnosti. Pfijem dotace tedy sdm
o sobé neposkytuje dostatecny dikaz o tom,
ze podminky spojené s dotaci byly nebo budou
splnény.

Standard uvadi jako jednu z moZnosti vyka-
zovani dotace vynos. Proto pro upfesnéni roz-
hodného okamziku vykdzani dotace lze vyuzit
pravé podminky stanovené pro vynosy, které
jsou ve standardu IAS 18 (2009) definovany
takto:
= Castka trzeb je spolehlivé ocenitelnd,
= existuje pravdépodobnost, Ze ekonomické

uzitky vyplyvajici z transakce poplynou do

spolecnosti,

= stupen dokonceni transakce k datu rozvahy
je spolehlivé urcitelny,

= ndklady vynalozené v souvislosti s transakci

a naklady na dokonceni transakce jsou spo-

lehlivé urcitelné.

Pokud se pro rozpoznani dotace prokazu-
je splnéni vySe uvedenych podminek, prvni tii
z nich jsou naplnény ve treti fazi vySe popsané-
ho casového harmonogramu. Poskytovatelem
dotace je vystaven smluvni zdvazek poskytnout
dotaci a podepsdnim smlouvy ma Zadatel pravo
tyto alokované prostredky za stanovenych pod-
minek Cerpat. Dodrzovani smluvnich podminek,
respektive rizika spojend s jejich nedodrzenim,
budou analyzovana v dalsi ¢dsti ¢ldnku. V oka-
mziku p¥ijeti dotace md tcetni jednotka podkla-
dy k tomu, aby mohla spolehlivé urcit ndklady
spojené s dotaci.
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Dtraz na dodrzeni vérného a poctivého zob-
razeni pti vykazani dotace klade také interpreta-
ce Ndarodni ucetni rady I-14 (2008), podle které
neni pro vykdzani dotace dutlezité vyporadani,
ale rozhodujici je okamzik, ve kterém se proces
jejiho schvalovani dostane do takové faze, kdy je
jeji poskytnuti nepochybné.

2 Sledovani nakladu souvisejicich s dotaci
Institut svazu ucetnich pfi aplikaci standardu
IAS 20 vyslovné uvadi, ze statni dotace se vykazuji
jako vynosy v obdobi, v némz je nutné je priradit
k odpovidajicim naklad(im, které maji kompenzo-
vat na systematickém zakladé (ISU, 2006).

Jak uvadi metodické pokyny programl ve-
fejné podpory (Zpusobilé vydaje jednotlivych
podprograma OPPI - Inovace / Potencidl, 2013;
Zadavaci dokumentace programu Alfa - TACR,
2012; Implementaéni dokument OPZP, 2013),
typickymi naklady vynalozenymi v souvislosti se
ziskanim dotace jsou zejména:
= poplatky za expertni sluzby spojené se zpra-

covanim zadosti a povinnych priloh dle

pravidel Fidicich orgdnt (tedy jednotlivych
ministerstev, krajii a dalSich zprostredkova-
telskych orgdna),

= vypracovani znaleckych a jinych obdobnych
posudka,

= na pravni poradenstvi v souvislosti s povin-
nostmi vyplyvajicimi z pravidel vybérovych fi-
zeni upravenych metodikou Ministerstva pro
mistni rozvoj,

= v pripadé stavebnich projektu pofizeni pro-
jektové dokumentace vcetné vSech souvise-
jicich povoleni (Gizemni rozhodnuti, stavebni
povoleni, EIA atp.).
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Pravidla jednotlivych dotac¢nich organa se od
sebe lisi predevsim rozsahem, v jakém uzndvaji
naklady spojené s dotaci, které demonstruje na-
sledujici priklad:

Priklad 1 - Uznatelné ndklady dotacniho
projektu

Zadani

Spolecnost REKON, s.r.0., Uspésné pozadala o do-
taci z Operacniho programu Podnikani a Inovace
(OPPI) na ochranu duSevniho vlastnictvi spoje-
ného s vyrobou nového vyrobku -- elektrického
sbérace.

Spolecnost na ziskani dotace vynalozila v roce
2012 tyto naklady:
Sluzby poradenské spolecnosti EU vision, a.s.

300 tis. K¢
Projektova dokumentace stroju 400 tis. K¢
Odborny posudek dokumentace
zpracovany CVUT 50 tis. K¢

Administrativni ¢innost a zajisténi vybérového
Fizeni spojené s dotaci bude stat 100 tis. K¢; jed-
na se o dalsi poplatky spolecnosti EU vision, a.s.

Podle Rozhodnuti o poskytnuti dotace ze
dne 1. 4. 2013 ma spole¢nost nirok na dotaci na
tyto polozky:

Sluzby pravni ochrany a duSevniho vlastnictvi
uznatelné naklady 2 mil. K&
pfiznana dotace 50 % 1 mil. K¢

Sluzby a konzultace

uznatelné ndklady 400 tis. K¢
pfiznand dotace 200 tis. K¢
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Reseni - ndklady souvisejici s dotaénim
projektem - Var. A

Spolecnost bude vykazovat tyto polozky souvise-
jici s dotact:

Ndklady
Sluzby poradenské spolecnosti EU vision, a.s.
300 tis. K¢ + 100 tis. K& = 400 tis. KE
Projektovd dokumentace 400 tis. K¢
Odborny posudek dokumentace zpracovany

CVUT 50 tis. KC

Sluzby pravni ochrany 2 000 tis. K¢
Vijnosy

Vynosy spojené s dotaci 1 200 tis. K¢

Priklad 1 - pokracovani

Pokud v Rozhodnuti o poskytnuti dotace nebu-
dou uznany ndklady na expertni sluzby spoje-
né s pripravou a administraci zadosti placené
formou sluzeb!, vynosy zlUstanou beze zmény.
Nicméné tyto vynosy odpovidaji a kompenzuji na
systematickém zdkladé nize uvedené naklady.

Reseni - ndklady souvisejici s dotaénim
projektem - Var. B

Projektovd dokumentace 400 tis. K¢
Odborny posudek dokumentace

zpracovany CVUT 50 tis. K&
Sluzby pravni ochrany 2 000 tis. K

Néklady uhrazené spolecnosti EU vision, a.s.,
by tedy mély byt evidovany zvldst, jako naklady
vynaloZené na ziskani dotace, nicméné dotaci ne-
kompenzované.

Priklad prezentoval praktickou situaci, ke
které muze dojit vlivem raznorodosti podminek

poskytovani verejné podpory. Definice standardu
IAS 20 sice hovoti o ,odpovidajicich“ ndkladech,
nicméné pro lepsi uplnost, srovnatelnost a sro-
zumitelnost vykazovani dotaci by bylo vhodné
doplnit definici o to, co je zdavazné pro stanove-
ni téchto ndkladq, a to bud” odkazem na uzndani
naklada poskytovatele vefejné podpory, nebo vy-
¢tem ndkladovych druhd.

3 Dotace jako vynos nebo snizeni hodnoty
aktiva

Standard IAS 20 déli dotace podle vécné pod-
staty do dvou skupin. Prvni skupinu pfedsta-
vuji dotace vztahujici se k aktivim. Do druhé
skupiny patfi ostatni dotace, nazvané jako dota-
ce k vynostim, ackoli tyto dotace slouzi ke kom-
penzaci naklada. Dotace jsou vzdy zauctovany
jako vynos v obdobi, ve kterém vznikaji souvise-
jici ndklady, pficemz v pi¥ipadé dotaci patficich
do prvni skupiny si uCetni jednotka miize zvolit
mezi vykdzdnim dotace jako vynosu pristich ob-
dobi, nebo jeji hodnotu odecist od Gcetni hod-
noty aktiva. Rozdily obou pristupt demostruje
nasledujici priklad.

Priklad 2 - Vykdzdni dotaci vztahujicich se

k aktivim

Zadani

Spole¢nost REKON, s.r.0., ziskala dotaci z pro-
gramu (OPPI) na vyrobni linku nového vyrobku
- elektrického sbérace s zivotnosti Ctyri roky.

Spolecnost na ziskani dotace vynalozila v roce
2012 tyto naklady:

projektova dokumentace stroju 400 tis. K¢
odborny posudek dokumentace
zpracovany CVUT 50 tis. K&

1 Jednd se o piiklad zaloZzeny na skutecnych podminkdch Operaéniho programu Vyzkum a vyvoj pro inovace, ktery
uznéval ndklady spojené s pripravou zadosti hrazené pouze ve formé mzdovych nakladda.
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Podle Rozhodnuti o poskytnuti dotace ze
dne 1. 4. 2013 ma spole¢nost narok na dotaci na
tyto polozky:

Stroje, pristroje a zafizeni
uznatelné naklady 2 mil. K¢

priznand dotace 50 % 1 mil. K&

Spolecnost zvolila linedrni zptsob odepisova-
ni zafizeni po dobu Zivotnosti, kterd ¢ini 48 mé-
sica.

ReSeni - zobrazeni v ucetnich vykazech ke dni
1. 4. 2013 v ptipadé vynosového ocenéni

Aktiva

+ Zarizeni 2 450 tis. K¢

- Penézni prostfedky / Bankovni tcet 1 450 tis. KC
Pasiva

+ Vynosy pristich obdobi 1 000 tis. K&

V Ucetnich vykazech bude v ndkladech zaug-
tovan mésicni odpis ve vysi 51 tis. KC a soucas-
né ve vynosech Castka 20,8 tis. K¢ u¢tovana jako
meésicni vynos z dotace.

Reseni - zobrazeni v Gicetnich vykazech ke dni
1. 4. 2013 v ptipadé snizeni hodnoty aktiv
Aktiva

+ Zatizeni 1 450 tis. K¢

- Penézni prostfedky / Bankovni ticet 1 450 tis. K&

V ucetnich vykazech bude v ndkladech zauc-
tovan mésicni odpis ve vysi 30,2 tis. K¢.

Druhy zpusob uctovani kritizuje napf. Dvo-
takova (2011), podle které vede tento zpusob
k podhodnoceni aktiva v rozvaze, zkresluje in-
formace uzivatelam v p¥ipadé precenéni majet-
ku na fair value a snizuje vypovidaci schopnost
rozvahy ve smyslu obnovy investicniho majetku
s dopadem na finanéni analyzu. Podobné argu-
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menty lze najit také v odborném tisku - napf.
Nejezchleb (2010).

Vedle umélého snizeni ndkladové ndrocnosti
je dalsim dtivodem pro vynosovy zpusob tctovani
dotace mira vlivu Gcetni jednotky na jeji schvéleni.
Dotace je skutecnost spise ndhodnd, je vysledkem
mimoradné uddlosti, nedd se pojistit, neni prav-
né vymahatelnd. Ucetn{ jednotka mé tedy pouze
malou moznost dotaci pred jejim uznanim ridit.
Proto svym charakterem spiSe zapadd mezi mimo-
fadné vynosy, a toto zatfazeni tak plné objasnuje
jeji podstatu uzivatelim Gcetnich vykazu.

4 Vraceni statnich dotaci a IFRS 7

V piipadé, Ze nastane povinnost vritit dotaci,
standard IAS 20 zobrazuje tuto skutecnost jako
opravu uGcetniho odhadu. V pripadé uctovani
formou vynosu je pak zruSena polozka vynosu
pristich obdobi (pfipadné vznikne ndklad ve vysi
rozdilu mezi vynosy a vracenou Castkou), pokud
se dotace promitla ve snizené hodnoté aktiv, oce-
neéni je zvyseno a jsou douctovany odpisy.

Jak uvddi Krupova (2009), Gcetnim odhadiim
se vénuje standard IAS 8, ktery mezi hlavni Gce-
ly radi zohlednéni a zobrazeni novych informaci
a vyvoje. Mezi typické ptiklady zmény dcetnich
odhadt standard IAS 8 radi Spatné tveéry, rezer-
vy finanénich ndstroju (warranty) nebo dobu Zi-
votnosti aktiv.

V prvni Casti tohoto ¢lanku byly definovany
podminky, které je tcetni jednotka povinna pro
fadnou realizaci projektu dodrzet. Podminky
realizace jsou upravené jednak ve smluvnich
podminkdch o pfijeti dotaéniho projektu (napf.
Podminky poskytnuti dotace z programu Ino-
vace, 2013), jednak v metodickych pFiruckach
(napf. Pokyny pro zadatele a prijemce dotace
z Operaéniho programu Podnikdni a inovace
(OPPI) obecnd cést, 2013; Zavazné pokyny pro
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zadatele a pfijemce podpory v Operaénim pro-

gramu Zivotni prostfedi (OPZP), 2013). Piijemci

dotacnich projektt musi zejména:

= realizovat vystupy, ke kterym se pfi podepsa-
ni smlouvy zavézali v fddném terminu,

= Fadné naklddat s dotaénimi prostredky a vést
dplnou, sprdvnou a prukaznou evidenci,

v rdmci které dochazi k pravidelnému vyho-

tovovani monitorovacich zprav,
= po dobu udrzitelnosti projektu nakladat s vy-

stupy projektu urCitym zplsobem (zejména
se zdrzet prodeje, prondjmu ¢i zmény uzivani
majetku pofizeného z dotace).

Pravé chyby a opomenuti spojené s admi-
nistrativou, podminkami vybérovych fizeni ¢i
vécnym plnénim schvdleného projektu byvaji
v praxi nejcastéjsi priinou vraceni dotace; ve-
fejné zakazky a nejcastéjsi pochybeni jsou sta-
le opakovanym tématem vSech seminaft pro
piijemce OPZP. Dtvody pro vriceni dotace
jsou tedy nejcastéji skutecnosti, jejichz riziko
nesplnéni lze pribézné monitorovat a do urcité
miry fidit; nedd se tedy jednoznacné tvrdit, Ze
se jednd o vysledek nového vyvoje. Ve smlouvé
o poskytnuti dotace jsou stanoveny sankce za
nedodrzeni dotacnich podminek ve formé vra-
ceni Casti nebo celé dotacni Castky, nékdy vcet-
né penalizace nad vysi pfiznané dotace (napf.
Podminky poskytnuti dotace z programu Inova-
ce, 2013). Ucetni jednotka md tedy k dispozici
podklady pro seridézni odhad moznosti vraceni
dotace.

Sledovéani a vyhodnocovani rizika (u financ-
nich instrumentt) fesi IFRS 7, ktery vyzaduje,
aby Gcetni jednotka uvadéla tyto informace o ri-
ziku:
= kvalitativni - jedna se o popis rizik, jejich pfi-

¢in, vyvoje a rizikové politiky spole¢nosti;
= kvantitativni - informace o:

- systematickém riziku trznim,
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- nesystematickém riziku uvérovém a riziku
spojenym s likviditou.

Analogicky k pozadavkam IFRS 7 by tak
Gcetni jednotka uzivateliim vedle vySe prijaté do-
tace predklddala popis a kvantifikaci rizik spoje-
nych s jejich prijetim a ndstroju rizikové politiky.

Konkrétni priklad zobrazeni rizika lze ukdzat
na piikladu spolecnosti REKON, s.r.o.

Priklad 3 - Zobrazeni rizika pfijeti dotace
Zadani je stejné jako v prikladé 2 - spoleCnost
ziskala dotaci programu (OPPI) na vyrobni linku
nového vyrobku - elektrického sbérace ve vysi
50 % uznatelnych ndkladq, tedy 1 mil. K¢.

Viz tabulka 1 na nasledujici strané.

Je zfejmé, Ze rozSiteni oblasti reportingu do-
tacnich projekta by znamenalo zvyseni pracnosti
s pripravou finan¢nich vykaz. Pro zachovani
principu rovnovahy mezi p¥inosy z informace
a ndklady na jeji ziskani by bylo potfeba stanovit
parametry téch dotacnich projektd, u kterych by
Gcetni jednotky tyto informace uzivatelim pred-
kladaly.

Z dostupnych udaji agentury Czechlnvest
povérené administraci OPPI vyplyvaji tyto tdaje
uvedené v nasledujici tabulce.

Viz tabulka 2 na nasledujici strané.

Z tabulky 2 je mozné sledovat relace, v ja-
kych se mohou dotacni projekty pohybovat. Ve
vSech pripadech slouzi dotace k porizeni ma-
jetku, v prvnich dvou pfipadech se jeji realizaci
zvy$i bilanéni suma v fadu stovek procent. S vy-
jimkou posledniho p¥ipadu se tedy jisté jednd
o vyznamnou skuteénost a v pfipadé pozadavku
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Tabulka 1 »
Reseni - Popis rizika spojeného s pFijetim dotace na vijrobni linku elektrického sbérace

Cislo | Skupina | Riziko i Kvantifikace rizika 'F iz ! Priata opatieni

Trzni Nesplnéni udrzitelnosti Vrdceni celé vyse dotace  : U 2 : Spolecnost disponuje detailnim
porizeného zafizeni, resp. + penalizace 0-10 % vwyse marketingovym planem a predbéznymi
nutnost prodat zafizeni dotace objednévkami na novy vyrobek.

Finanéni : Neplanované vydaje V souvislosti s pohybem R 2 i Spolecnost ma zajisténu Uvérovou kapacitu
a navyseni razpoctu kurzu eura maze dojit pro kryti nepfedpokladanych vydajd spojenych
realizace projektu, které k navySeni rozpoctu s projektem.
bude nutné dofinancovat o max. 10 % celkovjch

nékladu na porizeni stroje

Prévni Dodrzeni podminek % sankce ve vysi aZ R/U i 2 : Spoleénost méa uzavienou smlouvu na
whbérovych fizeni 100 % dotace zajiSténi realizace vybérového Fizeni od prévni
kancelare, kterd ma zkuSenosti s realizaci
projektd financovanych z OPPI - Inovace.

Casové i Nedodrzeni 8asového Procentni sankce ve wsi i R 1 i Spolegnost vypracovala podrabny casovy
harmonogramu az 10 % datace harmonogram, ktery pocita s tfimesicni
rezervou zejména na mozné odvolani se
Uastnikd vybérového Fizeni, spolecnosti je
zndma informace 0 moZnosti prodlouzeni
projektu ze strany poskytovatele dotace,
pokud je Z&dost podand s dostatecnym
predstihem.

Pramen: Vlastni zpracovani.

Vysvétlivky:

F - Indikace faze, projektové Casti Ci jeji etapy, ve kterych se miize problém objevit (Realizace, Udrzitelnost)
Z - Posouzeni zdvaznosti pro projekt (ve Skéle od 1 jako nejnizsiho do 5 jako nejvyssiho rizika)

Tabulka 2 »
Schuvdlené projekty v roce 2009

Vyse Bilanéni suma Dotace /
i dotace i k1.1.2009 i Aktiva celkem

Nazev spolecnosti (ICO) | Nazev projektu a wySe castky

Rekanstrukce tepelného zdroje v Ceském

CARTHAMUS, a.s. (27062970 " 121 mil. K 121 mil, K 100%
Krumlové
DOLNOLABSKE ELEKTRARNY, ass. — ; o o L
(261761185) MVE Litomérice 100 mil. K& 4 mil. K& 250 %
Rekonstrukce hal pro wstavbu Nové |
POLDI TRADE, a.s. (27379400) CXONSITUKEE NATPro WSLBvbUNOVE ISOMY £ g5 ks 284 mil. Ks 23%
Poldi Trade
: Rekonstruk dernizace SCZT
BEZ, a.s. [45274649) eronstrukee a modernizace 70mil. K& - 488 956 mil. K& 0014 %

Dvur Krélové

Pramen: Agentura CzechlInvest (2013), Ministerstvo spravedlnosti (2012), vlastni zpracovani.
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na vraceni dotacnich prostredkd, zejména v oka-
mziku, kdy jiz doslo k zahdjeni realizace staveb,

muze mit tato skuteCnost zcela zdsadni vliv na
hospodareni tcetni jednotky, dokonce na jeji dal-
$i existenci. Jednou z moznosti, jak urcit hranici
vyznamnosti dotace pro ucetni jednotky by tak
mohl byt pomér prijaté dotace k celkové sumé
aktiv pfijimajici Gcetni jednotky. Sledovdnim ri-
zikovych faktort, které mohou vést ke vriceni
dotace, tak dostanou uzivatelé ucetnich vykazi
vCasné relevantni informace o riziku spojeném
s dotacnim projektem; uzivatelé by méli tGplné
informace spojené s dotacnim projektem a sledo-
vani rizika by prispélo ke zvySeni opatrnosti pfi
pripravé UGcetni zavérky. Potfebnost posouzeni
vsech skuteénosti schvalovani dotace a poskyt-
nuti na zdkladé vSech dostupnych dokumentt je
také zdaraznéna v jiz citované interpretaci Na-
rodni Gcetni rady (2008).

Zaver

Vykazovani statnich dotaci je ndplni standardu
IAS 20. Prvni nedostatecné upravenou oblasti je
okamzik vykdzani dotace, kdy se standard ome-
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zuje na definici podminek bez blizsiho vysvétleni.
Standard umoznuje vykdzat dotaci jako vynos,
proto se nabizi podminky uvedené v IAS 18, které
by pomohly uréit rozhodny okamzik pro vykaza-
ni dotace.

Standard pozaduje prifazovani dotace k ,0d-
povidajicim“ ndkladim. Vzhledem k nejedno-
znaCnym podminkdm dotacnich programa by
bylo pro zvySeni srozumitelnosti a zlepSeni srov-
natelnosti vykaz vhodné standard doplnit vykla-
dem pro stanoveni téchto naklada.

Vynosovy zpusob uctovani dotace je uptred-
nostiovan proto, ze nedochdzi ke zkreslovani
nakladové narocCnosti vykazovanim aktiv v niz-
$i hodnoté (v porovndni se zpusobem odecitani
dotace od hodnoty aktiv). Dalsim argumentem
je nahodnd povaha dotace, kterd ji tak fadi mezi
mimofadné vynosy.

Realizace dotace muze vyznamnym zpuso-
bem ovlivnit hospodafeni nebo dokonce existen-
ci Gcetni jednotky. Z divodu opatrnosti by tak
méli mit uzivatelé ucetnich vykazu k dispozici
informace o rizicich spojenych s dotaénim pro-
jektem. u
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