TRENDY V PODNIKANI
BUSINESS TRENDS

Obsah - Content

David Martinéik
BItOTIAN ... ettt et et e e ettt et et et e et e et e et e et e et e et et et e et e rteaeeeareaans 2

FINANCE A UCETNICTVi/ FINANCES AND ACCOUNTING
Hana Gruntova Kolingerova

Vefejna finan¢ni podpora jako motivace pro zapojeni pramyslovych podnikd do VAVAL............cccceeenne. 3
Bretislav Andrlik, Petra Bobc':ikogé

Role zaméstnaneckych benefitll v Ceské republiCe .........ovviviiiiiiiiiiicscc e 11
EKONOMIE / ECONOMICS

Jaromir Kukal, Quang Van Tran

Vyuziti alfa-stabilniho rozdéleni k modelovani migrace .............cccoeeeeeccciiiiecieeeeee e 25

MANAGEMENT / MANAGEMENT
Zuzana Horc¢ickova

Willingness of young people to work in the family business: pilot SUTVEY ..o 33
Ondrej Biba
Towards measurability and identification of key benchmarks of industry 4.0 .........ccccovvvviiiiccccieene 39

Kowo Solomon Akpoviroro, Bola Kadiri, Sabitu Olalekan Owotutu
Effect of participative leadership style on employee’s productivity..........c.cccoeeeerrninieeernseceeenn, 48

Zverfejnéné prispévky byly recenzovany. Pfispévky neprochézeji jazykovou redakci.
Contributions in the journal have been reviewed but not edited.

Klicova slova — Keywords:

Podnikova ekonomika — Business Economics
Management — Management

Marketing — Marketing

Finance a ucetnictvi — Finance and Accounting

Trendy v podnikani - Business Trends 2018/2 1



Editorial

Vazeni étenafi,

do rukou se Vam dostava druhé Cislo osmého rocniku naseho Casopisu. Toto Cislo obsahuje Clanky
doslé standardni cestou, ale také vybrané nejlepsSi pfispévky pfednesené na konferenci Trendy
v podnikani. Cislo je tak tematicky velmi pestré a zahruje pfispévky propojujici teorii s praxi.

Prislib propojeni teorie s praxi plni hned prvni pfispévek Hany Gruntové Kolingerové. Ve vyspélych
zemich se do vyzkumné, vyvojové a inovacni Cinnosti zapojuje Siroké spektrum subjektl od
subjekt( zajisti podminky pro dlouhodobou uspéSnost. Vysledky vlastniho dotaznikového Setfeni
ukazuji na problémy zapojovani podnikd do této Cinnosti. Pro podniky jsou atraktivnéji darové Ulevy
nez v soucasnosti vypisovaneé pfimé granty a dotace.

Také druhy piispévek se vyrazné dotyka soudasné praxe v CR. Autofi Andrlik a Bobéikova se zabyvaji
aktualnim tématem zaméstnaneckych benefitd. Jiz dlouhodobé jsou zaméstnanecké benefity
vyznamnym faktorem motivace a udrZeni zaméstnanci ve stavajici pozici. V dobé hospodarské
konjunktury a véeobecného nedostatku pracovnich sil to plati dvojnasob. V soukromé sféfe v CR je
poskytovano 21 ruznych zaméstnaneckych benefitl. Autofi kaZdy tento benefit podrobné analyzuiji
z danového hlediska zaméstnavatele i zaméstnance. Ukazuje se, Ze nej¢astéji poskytované benefity
shizuji dafovy zéklad zaméstnavatele a zaroven jsou osvobozeny od dané z pfijmu u zaméstnance.
V praxi méné Casto pouzivané benefity jsou darfiové vyhodné pouze pro jednu stranu. Mezi viemi
poskytovanymi benefity neni jediny, ktery by nebyl dariové vyhodny alespori pro jednu stranu.

Naopak pfispévek od Kukala a Trana pfedstavuje hodnotny teoreticky exkurz do modelovani migrace.
Ackoliv je migrace (Sifeni subjektl prostorem) velice aktualnim praktickym fenoménem jeji matematické
modelovani muze pfinaset Ulohy velké sloZitosti. Autofi porovnavaji numerické experimenty migrace
Castic pfi rizné stochasticky popsaném jejich pohybu. K tomu vyuzivaji alfa-stabilni rozdéleni, které
umoziuje zachytit rizné tézké konce. V rizné specifikovanych prostorech ukazuji vysledky klasické
difuse (Browndv pohyb tj. normalni rozdéleni diskrétnich krok( pohybu) a dale pro tézké konce —
anomalni a balistickou difusi, vedouci k rychlejSimu rozsifeni populace v dostupném prostoru.

Autorka Zuzana HofCickova se zabyva v posledni dobé velmi frekventovanym tématem rodinného
podnikani. Konkrétné na zakladné vlastniho vyzkumu mezi studenty identifikuje problémy spojené
s nastupnictvim v rodinnych firmach. Mladi lidé po dokonceni studii nechtéji pokraCovat v rodinné firmé
ato zmnoha divodd: nechtgji zistavat ve venkovskych oblastech, maji jiné oblasti zajmu nezZ je
pfedmét podnikani rodinné firmy nebo preferuji zaméstnani nikoliv podnikani.

V patém pfispévku se Ondfej Biba zabyva konceptem Industry 4.0 a identifikuje problémy s nim
spojené. Predevsim se jedna o jeho nepochopeni ze strany vedoucich pracovnikd, ktefi maji pfehnana
ocekavani ohledné pfinosu. Jako pfiCinu tohoto nepochopeni uvadi tfi divody: nejasny teoreticky
zaklad, Siroké praktické zaméfeni a nadmérné pouzivani tohoto terminu. Tyto problémy, které Casto
vedou i k odmitani celého konceptu, jsou spojené s absenci indikator(, které by byly schopny méfit
pfinosy pro podniky.

Posledni pfispévek autorl Akpoviroro, Kadiri a Owotutu se zabyva vlivem participativniho stylu vedeni
na produktivitu zaméstnancu. Ve vyzkumu byl pouzit viastni dotaznik a z jeho vyhodnoceni vyplynulo,
Ze existuje pozitivni vztah mezi participativnim stylem vedeni a produktivitou zaméstnanci a Ze
participativni styl vedeni miZe byt pouZit jako motivacni nastroj zaméstnancu, ktery zvySuje jejich
moralku a produktivitu.

za redakci Casopisu
David Martin€ik
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VEREJNA FINANCNi PODPORA JAKO MOTIVACE PRO ZAPOJENI
PRUMYSLOVYCH PODNIKU DO VAVAI
PUBLIC FINANCIAL SUPPORT AS AN INCENTIVE FOR THE
INVOLVEMENT OF INDUSTRIAL ENTERPRISES IN VAVAI

Hana Gruntova Kolingerova'

' Mgr. Hana Gruntova Kolingerova, Institut evaluaci a sociélnich analyz, Oddéleni manazerskych studi,
hana.gruntova@inesan.eu

Abstract: This article focuses on the identification of attitudes of industrial enterprises to access to public
financial resources and attitudes to selected factors which have an impact on involvement of industrial
enterprises in RDI. Attention is focused on the extent of support from public sources and tax relief
representing incentives, as well as on access to information about support from public sources and
bureaucratic burden representing barriers. The analytical part is based on a quantitative analysis of data
obtained from 168 organizations by the Institute for Evaluations and Social Analysis; the data was
obtained in 2014. The analysis of data indicates that tax relief is a very important instrument for
involvement of industrial enterprises, although enterprises are generally not content with the setting of
this incentive.

Keywords: Research, development and innovation (RDI), industrial enterprise, public financial sources

JEL Classification: 031

uvoD
Aktualnim problémem rozvoje védy a vyzkumu v Ceské republice je zapojovani soukromych podnik(i do
vyzkumne, vyvojové a inovacni ¢innosti (VaVal). Na jedné strané jsou zde pobidky, které podniky k
tomuto zapojeni motivuji, na strané druhé také bariéry, které podniky od zapojeni do VaVal odrazuji.
Tento pfispévek se zaméfuje na identifikaci postoju pfedstavitell primyslovych podnikd tykajicich se
jednak pfistupu k vefejnym finan¢nim zdrojim a jednak vybranych faktord, které maji dopad na zapojeni
podniku do VaVal. Zavéry jsou provedené na zakladé sekundarni analyzy dat ziskanych od 168
prmyslovych podnikd pasobicich v CR. Setfeni proved! Institut evaluaci a socialnich analyz (INESAN) v
roce 2014.

1. PODPORA ZAPOJENi PODNIKU DO VAVAI

Vyzkumné aktivity domacich podnik( zUstavaji ve srovnani s technologicky vyspélymi zemémi na
pomé&mé nizké trovni (UV CR, 2015), pFesto spotfebuji nejvice finanénich prostfedkd vynalozenych v CR
na financovani vyzkumnych a vyvojovych aktivit (celkem 47,6 mid. K&). Na védecko-vyzkumné ¢innosti
se podli zvl45té zpracovatelsky pramysl (Mana, 2018), v némz bylo v roce 2014 vynaloZeno 26,9 mid. K¢,
provozovano 1 255 pracovist (coz je kolem poloviny v8ech pracovist v podnikatelském sektoru) a v némz
pracovalo 53 % vyzkumnych a vyvojovych zaméstnanci (CSU, 2015a). Pohled na podrobn&j$i strukturu
podnikatelského sektoru ukazuje, ze tahounem vyzkumné vyvojovych aktivit jsou podniky pod zahranicni
kontrolou, kde bylo vynalozeno témér 60 % celkovych vydaji na VaV podnikatelského sektoru, a to
dominantné z vlastnich zdrojii (UV CR, 2015), z hlediska odvétvi se pak jedna ¢astji o podniky z
automobilového pramyslu.

Pramyslové podniky, na jejichz zptsob realizace VaVal se zaméfil také Durda (2015), realizuji &innosti v
ramci VaVal zpravidla za ucelem inovace nékteré ¢asti svého provozu (vyrobek, technologii, metodu) s
cilem zvysit svoji konkurenéni vyhodu v rdmci trhu, na kterém svoji produkci nabizeji (srov. Bruneel et al.,
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2010). Poptavka po provozovani vlastnich aktivit v ramci VaVal je vSak dana fadou okolnosti, které
zahrnuji individualni potfeby podnikd, nastaveni prostiedi a bariéry. Zde bude pozornost zaméfena na
finanCni nastroje pouzivané statni politikou a politikou EU, které maji motivovat firmy k zapojeni do VaVal
(srov. Muska et al., 2009).
Lze zobecnit tezi Zimmermanové a Browna (2012) tykajici se Cerpani prostfedkl ze strukturainich fond:
limitujici prvky Cerpani se mohou objevit kdekoli v systému od samotného nastaveni programi,
implementace, pfes vyhlaSovani vyzev a podavani Zadosti, az po vybér projektl a jejich samotnou
realizaci. Zde bude zaméfeno na dvé prekazky, které tradicné byvaji mezi Casto zmifovanymi
problematickymi aspekty ziskavani prostfedkl z vefejnych finan¢nich zdrojl. Je to pfistup k informacim
0 podpore z vefejnych zdroju a administrativni narocnost pfi ziskavani podpory z vefejnych zdroju. Témto
problémdm neni v odborné literatufe vénovana adekvatni pozornost, orientaéné Ize vSak vyuzit materialy
obsahujici pruzkumy, které byly Casto vytvofeny jako podplrny nastroj pro Zadatele a pro organy
poskytujici podporu.

1.1 Nastroje pfimé a nepfimé podpory
Mezi finanéni nastroje (Cesko, 1998; Blazka, Sperlink, 2016; Herzanova, Kovarova, 2010), které maji
podniky motivovat k zapojeni do vyzkumu, patfi pfimé, tj. poskytovani finanénich prostfedku, zvlasté ve
formé dotaci a grantu, a nepfimé néstroje podpory (dariové a Uvérové podpory, odpisova zvyhodnéni
apod.). Vefejné finanéni prostfedky mohou podniky ¢erpat formou grantl a dotaci z vefejnych, a to jak
narodnich, tak zahraniénich zdrojl (jak je vymezuje zakon ¢&. 586/1992 Sb.), tj. ze statniho rozpoétu, z
rozpoCtl obci a krajl, statnich fond(, z grantl Evropskych spoleenstvi a z vefejnych rozpoétu a jinych
penéznich fondl ciziho statu, resp. EU. Dotace napf. od roku 2007 do roku 2012 vyuzilo témér 70 % MSP
(MPO, 2012), které ji povazuiji za vhodnou formu podpory. Uspésnymi zadateli byly nejéastgji stfedné
velké podniky, které ziskaly podporu ze strukturalnich fondd EU téméf v 90 % pfipadl. Méné uspésné
byly podniky malé (3/4 pfipad(i) a nejméné Uspé3ni byli drobni podnikatelé (36 %).
Nejvice roz§ifenym nepfimym nastrojem jsou odpocCty vydajl na realizaci projektt VaVal od zékladu dané
z pfijmu, pficemz odecist Ize pouze zakonem stanovené vydaje na vyzkum a vyvoj. Tento zplisob podpory
je mozné vyuzit od roku 2005, a jak vyplyva z tdaji CSU (nedat.), od roku 2010 kontinualné vzrista pocet
podniku, ktery jej vyuziva. V roce 2014 byla zavedena moznost odecist i nakupy sluzeb vyzkumu a vyvoje
od vefejnych vyzkumnych organizaci, jako jsou vysoké Skoly, vefejné vyzkumné instituce atp. (Sojka,
2016).
Cesky stat podpofil podniky v roce 2014 pfimou a nepiimou vefejnou podporou v souhrmné vysi 30 mid.
K&. Soukromé podniky z této &astky ziskaly pétinu, tedy Sest miliard (CSU, nedat.). Z této sumy pFipadaly
témér dve tretiny, tj. 3,8 mid. K¢, na podporu pfimou a vice nez jedna tfetina (2,3 mld. K¢) na podporu
nepfimou (Sojka, 2016). Darovou podporu v roce 2014 vyuZilo 1 264 soukromych firem, pficemz podil
podniku, které realizovaly vlastni vyzkumnou a vyvojovou €innost a vyuZily dafové podpory, dosahl 36 %
(Sojka, 2016). Podporu vyuzily nejéastgji subjekty ze zpracovatelského pramyslu (CSU, 2016), kde to
&inilo v ptipadé pfimé podpory 1,2 mid. K& a 1,7 mid. K& v pripadé nepfimé (CSU, 2015b; 2016).
PfestoZe se od roku 2006 do roku 2016 zdvojnasobil poget podniku, které vyuZily darfiovou podporu pro
své vyzkumné a vyvojoveé Cinnosti, Fada subjektl je stale jeSté potyka s problémy (Sojka, 2016). Jak plyne
z vyjadreni zastupct TA CR, firmam a predevsim finanénim Gfadim chybi odbornici, ktefi by dokézali
rozhodnout, co na dané ucely mohou podniky odepisovat (Dostal, 2017). To se odrazi také ve vyzkumu
provedeném poradenskou spolednosti Deloitte (2015) ve spolupraci s TA CR, v ramci néhoz bylo
dotazovano vice nez 70 soukromych podnikt z rdznych sektor(. Celkem 36 % vnima jako nejvétSim
problém aktualniho systému podpory vyzkumu a vyvoje darovou nejistotu u posuzovani dotaci nebo
danovych odpocth finanénimi Grady.

1.2 Prekazky cerpani verejnych finanénich zdroju
Cerpani podpory na druhé strané znesnadriuje fada bariér, coz je problematict&jsi v pfipadé MSP, které
nemaji kapacity, finan¢ni silu a stabilitu jako velké podniky (AMSP CR a KB, 2014). Podle Koncepce
podpory MSP na obdobi let 2014-2020 (MPO, 2012) souvisi pfistup k financim s velikosti podniku,
pficemz ¢im mensi podnik, tim Castéji ma problém s pfistupem k financim. Vyznamnou bariérou pfi
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ziskavani finan¢nich prostfedkl z vefejnych zdroju je pfitom ztizeny pfistup k informacim o podpofe a
administrativni naro¢nost.

V dusledku nabidky mnoha rGznych program( maji firmy napf. potize zorientovat se v dostupné nabidce.
Ministerstvo primyslu a obchodu dle vlastni analyzy sestavilo vyhodnoceni erpani dotaci v podobé
dokumentu, ktery upozorniuje na nej¢astéjsi chyby Zadatell (Czechinvest, 2013). Jako problematické se
ukazuje pravé vybér spravného dotacniho titulu. Snahu podniku zorientovat se &asto komplikuje
skuteCnost, Ze informace nejsou centralizované, coZ vyplynulo z vyzkumu zaméfeného na erpani dotaci
z ESI fondd mezi malymi a stfednimi podniky a municipalitami, kdy se 66 % respondentl z fad firem
domnivalo, Ze slabou strankou v systému poskytovani dotaci je roztfisténost zdrojii informaci (AMSP CR
a KB; 2014). Zadatelim jsou v$ak nékdy také poskytovany nepfesné informace a pozadavky
(Zimmermanova a Brown, 2012).

Co se tyCe byrokratické zatéZe, jako zatéz je vnimana pfiprava zadosti, které maji ¢asto vysoky pocet
pfiloh (Zimmermanova a Brown, 2012), nebo pomalost pfi vyfizovani zadosti, jak na ni upozoriuje
Evropska komise. Administrativni narocnost je slabou strankou systému poskytovani dotaci od EU také
podle 86 % respondentd z Fad firem, na které se zaméfil vyzkum AMSP CR a KB (2014). Podle $etfeni
podnikatelskych subjekt(i zahrnujicich vétSinou malé podniky z oblasti maloobchodu realizovaného MAS
Podbrnésko (MAS, [2014]) celkem 21 % podnikatelskych subjektl uvadélo v souvislosti s podnikanim
administrativni bariéry, mezi které fadily také obtiznou administrativu pfi ziskavani dotaci a grant.
Slozitost identifikace vhodné prileZitosti k Cerpani vefejnych zdroju a slozitost zpracovani Zadosti pak
Zadatele vede k tomu, Ze zpracovani Zadosti zadavaji externim poradenskym firmam (srov. IREAS, 2010).
To dale nepfimo znevyhodfiuje mendi firmy, jak ukazal vjzkum AMSP CR a KB (2014). Usnadnéni
Cerpani vefejnych prostiedkd, a to pfedevsim zjednodusenim dostupnosti financovani pro malé a stfedni
podniky a snizenim nadmérnych administrativnich pfekazek, je stale aktualnim problémem (EK, 2017).

2. VYZKUMNE OTAZKY
Analyza byla zaméfena na identifikaci postoji pfedstaviteld primyslovych podniki tykajicich se jednak
(1) spokojenosti s pfistupem k vefejnym finanénim zdrojum, déle toho, (2) do jaké miry jsou pro podnik,
co se tyCe ochoty zapojit se do VaVal, motivujici nebo inhibujici dariové ulevy, vySe finanéni podpory z
vefejnych zdrojd, administrativni naro€nost pfi ziskavani podpory pfistup k informacim o podpore
(oznaceno jako faktory). Posledni otazka se zaméfila na to, (3) do jaké miry jsou podniky spokojeny se
soucasnym stavem téchto faktort. Stanoveny byly nasledujici vyzkumné otazky:

1. Do jaké miry jsou primyslové podniky spokojeny s pristupem k vef. finanénim zdrojim?
Existuji mezi podniky rozdily ve spokojenosti podle po¢tu zaméstnancu?
Existuji mezi podniky rozdily ve spokojenosti podle po¢tu védeckych Uvazki?
Existuji mezi podniky rozdily ve spokojenosti podle vySe ro¢niho obratu?
Existuji mezi podniky rozdily ve spokojenosti podle sektoru ekonomické €innosti?
Existuji mezi podniky rozdily ve spokojenosti podle typu vlastnictvi?
Do jaké miry mohou vybrané faktory ovlivnit zapojeni primyslovych podnikl do VaVal?
Existuji mezi podniky rozdily ve vlivu danych faktor( podle poétu zaméstnancu?
Existuji mezi podniky rozdily ve vlivu danych faktort podle poétu védeckych Gvazka?
Existuji mezi podniky rozdily ve vlivu danych faktor(i podle vySe roéniho obratu?
Existuji mezi podniky rozdily ve vlivu danych faktort podle sektoru ekonomické Cinnosti?
Existuji mezi podniky rozdily ve vlivu danych faktor(i podle typu vlastnictvi?
Existuji mezi podniky rozdily ve vlivu danych faktord podle toho, zda Cerpaly nebo necerpaly
externi zdroje ve formé dotaci a grant(?
Do jaké miry jsou primyslové podniky spokojeny s vybranymi faktory?
Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle po¢tu zaméstnanci?
Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle poctu védeckych uvazk(?
Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle vySe rocniho obratu?

~— — ~— — —
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d) Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle sektoru ekonomické
¢innosti?

e) Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle typu vlastnictvi?

f)  Existuji mezi podniky rozdily ve spokojenosti s vybranymi faktory podle toho, zda Cerpaly nebo
necerpaly externi zdroje ve formé dotaci a grant(i?

3. METODOLOGIE

Analyzovana data pochazeji z vyzkumného Setfeni realizovaného Institutem evaluaci a socialnich analyz
(INESAN) v ramci projektu zaméfeného na realizaci védeckovyzkumné ¢&innosti v prumyslovych
organizacich péisobicich v CR. K vytvofeni vybérového souboru byla pouZita technika stratifikovaného
nahodného vybér, do vzorku byly pfitom zafazovany pouze primyslové organizace se sidlem v CR; ke
sbéru dat byla pouZita technika telefonického dotazovani s predstaviteli organizaci. Pfedmétem
sekundarni analyzy dat byly podniky provozujici vlastni vyzkumnou ¢innost (n = 168); struktura viz Tab. 1.
Data byla zpracovana statistickymi analytickymi metodami, jejichZ zakladem byla frekvencni a korelacni
analyza; pro testovani statistickych hypotéz byl uZit chi-kvadréat test nezavislosti, pro zjisténi sily vztahu
koeficient asociace Phi (P). Testy zavislosti byly standardné provedeny na 5% hladiné statistické
vyznamnosti. DilCi analyza ukazuje, jaké diference jsou mezi podniky podle toho, zda Cerpaly nebo
necerpaly dotace €i granty. To bylo zjiStovano otazkou na podil externich zdrojd ve formé dotaci a grantt
na celkovém financovani VaVal v roce 2013. Externi zdroje v daném roce vyuZivalo 46 % podnikd (n =
125).

Tab. 1: Struktura vzorku

Pocet zaméstnancl VlySe obratu Odvétvi primyslu
. . 0 4 s o, | strojirensky a 0
do 49 zaméstnanct | 11 % | do 249,9 mil. K¢ 42 % elektrotechnicky 29 %
ggméstnzicﬁ 249 1 40% | 250 mil. K& a2 9999 mil K& | 18% | hutnicky a skisisky | 22 %
iggnéstn:nca V11 499 | 1000 a vice mil. K& 40 % | chemicky 20 %
100 100 . 0
celkem % celkem % ostatni 18 %
If’oceto veédeckych a vyzk. Typ viastnictvi pap|r§n§ky, drevarsky 1%
uvazku a textilni
do 3 Gvazki 27 % | Ceské subjekty 64 % | celkem (1,/? b
- . o, | Organizace s Cast. zahr. 0
4 az 6 uvazku 27 % majetkovou tcasti 1%
7 a3 12 Gvazkil 249 organizace se 100% zahr. 25 9
° | majetkovou Ucasti °
13 a vice Uvazku 22 % | celkem JA? Y
100
celkem %
Zdroj: INESAN (listopad, 2014), vlastni zpracovani, n = 168
Pozn.: Nékteré analyzy jsou z duvodu chybéjicich hodnot provadény na mensim vzorku.
4. VYSLEDKY

Spokojenost s pristupem k vefejnym zdrojim
VétSina primyslovych podnik je spiSe nespokojena s pfistupem k vefejnym finanénim zdrojum. Celkové
vyjadfilo nespokojenost 63 % subjektd, pficemz velmi nespokojeno jich bylo 10 % (n = 157). Spokojenost
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vyjadfilo 37 % subjektl, pfiemZ velmi spokojeny byly 3 % podnikd. Plati pfitom, Zze s pfistupem k
vefejnym zdrojim jsou Castéji nespokojené mensi podniky. Spokojenych bylo 46 % zastupcu velkych
primyslovych podniki s 250 a vice zaméstnanci, 37 % zastupcl stfedné velkych s maximalné 249
zaméstnanci a pouze 14 % zastupct malych podnikd s maximalné 49 zaméstnanci (n = 154). Spokojenost
s pfistupem k vefejnym finanénim zdrojlim souvisi také s poctem Gvazk(. Spokojenost deklarovalo pouze
23 % organizaci s maximalné tfemi vyzkumnymi a védeckymi Uvazky a 46 % organizaci se tfemi a vice
uvazky (n = 129). Na zakladé ziskanych dat vSak nelze prokazat diference podle obratu, odvétvi a typu
vlastnictvi.

Vliv vybranych faktor(i na zapojeni podnik( do VaVal

Vlybrané faktory plsobi na zapojeni podniki do vyzkumu a vyvoje v rlizné mife (Obr. 1). Co se tyce
motivatord v podobé pfimé a nepfimé podpory, primyslové podniky upfednostriuji dafové Ulevy. Ty jsou
motivaCnim faktorem pro 87 % podnikd. Podniky jsou vice nerozhodné v pfipadé vySe podpory z
vefejnych zdrojl, nicméné i zde se celkem 81 % vyjadfilo kladné. Pokud jde o bariéry, primyslovym
podnikim by v zapojeni do VaVal pomohlo, pokud by byl zlepSen pfistup k informacim o podpofe z
vefejnych zdroju. V tomto smyslu se vyjadfilo 82 % respondentd. Co se tyCe administrativni naronosti,
pro témér polovinu podnik( nepredstavuje bariéru, ktera by rozhodovala o tom, jestli se do VaVal zapoji
¢i nikoli. To v3ak také znamena, Ze zde existuje také polovina téch, které by snizeni narocnosti k zapojeni
motivovalo.

Obr. 1: Mira vlivu faktor(l na zapojeni podniku do VaVal

motivace

spokojenost

piistup k informacim
0 podpofez
vefejnych zdroj

motivace

spokojenost

vefejnych zdrojd

motivace

spokojenost

administrativn’
narenost pii
ziskévénipedperyz  vySe podpery

motivace

dariové llevy  vefejnych zdreji

spokojenost

T T T T 1
20 40 60 20 100

o -

M rozhodné pozitivni postoj M spiSe pozitivni postoj

. R . . L . tidaje jsou v procentech
m spiZe negativni postoj rozhodné negativni postoj
p =4 p ]

n=192,172/191, 160/190, 179 /190, 127
Zdroj: INESAN (listopad, 2014), vlastni zpracovani
Pozn. Obrazek obsahuje také vyhodnoceni niZze analyzované spokojenosti s vybranymi faktory.

Primyslové podniky byly dale segmentovany podle postoju k motivatnim G&inkim vySe podpory a
danovych ulev (Tab. 2). Nejvice zastoupenou skupinou je ta, kde podniky vnimaji oba faktory jako
motivaéni (75 %), dale ty, pro které jsou motivacni pouze danové dlevy (12 %). Pro 5 % podnikU je pak
motiva€ni pouze vySe podpory z vefejnych zdrojl a pro 8 % neni rozhodujici ani vySe podpory z vefejnych
zdrojQ, ani Ulevy na danich (n = 183).
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Tab. 2: Segmentace podniku podle motivaéniho ucinku vySe podpory a darovych ulev

Motivujici faktor Danove dlevy

he ano
VySe podpory z vefejnych | ne 8% 12%
zdroj ano 5 % 759,

Zdroj: INESAN (listopad, 2014), vlastni zpracovani, n = 168

Co se tyce diferenci v postojich k vybranym faktorim na zakladé velikosti, odvétvi a typu vlastnictvi,
nebyly z hlediska téchto znak( nalezeny mezi organizacemi statisticky vyznamné rozdily. Mezi vyjimky
patfil lepSi pfistup k informacim, ktery by k vétsi angaZzovanosti ve VaVal pfispél zejména v pfipadé
¢eskych subjektu (87 %), méné Casto vSak u subjektt se 100% zahraniéni uasti (74 %) a nejméné Casto
u podniku s ¢aste¢nou zahrani¢ni majetkovou Ucasti (64 %) (n = 191).

Z analyzy sledujici zvlast podniky pobirajici dotace nebo granty a podniky, které je nevyuZivaly, pak
vyplynulo, Ze vySe podpory z vefejnych zdroji predstavuje pobidku pro zapojeni do VaVal zvlasté pro
organizace, které &erpaly dotace nebo granty: vySe podpory z vefejnych zdrojd je motivujicim faktorem
pro 91 % subjektl erpajicich dané externi zdroje, a pouze pro 74 % téch, které dané zdroje necerpaly
(n=122).

Spokojenost s vybranymi faktory

Co se tyCe hodnoceni spokojenosti s vybranymi faktory (v textu je vyjadiena nespokojenost), nejhiie byly
hodnoceny dariové Ulevy. Prestoze podniky by darové ulevy upfednostnily, se soucasnymi moznostmi
jejich vyuziti byly pfevazné nespokojeny (56 %) nebo dokonce velmi nespokojeny (11 %). Podrobnéjsi
analyza nalezla diference mezi organizacemi na zakladé odvétvi. NejCastéji byly nespokojené podniky z
papirenského, dfevafského a textilniho primyslu a také podniky z chemického primyslu (shodné to bylo
70 % subjektt). Méné Casto byly nespokojené podniky ze strojirenského a elektrochemického primyslu
(60 %), dale ze skupiny ostatnich podniku (57 %) a vyrazné nejméné Casto subjekty plsobici v hutnickém
a sklarském pramyslu (31 %). Nebyl dale zjistén statisticky vyznamny rozdil mezi organizacemi, které
Cerpaly dotace a granty a které nikoli.

Primyslové podniky byly v mensi mife nespokojeny s vySi podpory z vefejnych zdroju, se kterou byly na
rozdil od danovych ulev pievazné spokojené. S vysi této podpory bylo nespokojeno celkem 44 %, pficemz
velmi nespokojeno bylo 7 % subjektu. Zaroven plati, Ze Castéji byly nespokojeny subjekty, které necerpaly
dotace Ci granty (63 %), nez ty, které tyto zdroje erpaly (34 %) (n = 101).

Co se ty€e vybranych bariér, zatimco s pfistupem k informacim o podpofe z vefejnych zdroju je vétSina
sledovanych podniku spokojena (pfestoze velmi spokojeno je pouze 7 %), ziskavani podpory z vefejnych
zdroji povazuje za pfili§ administrativné narocné celkem 86 %; velmi nespokojena je s timto faktorem
dokonce téméf polovina dotazovanych (47 %). V nékterych pfipadech byly identifikovany statisticky
vyznamné rozdily na zakladé typu vlastnictvi, odvétvi a Cerpani vefejnych zdrojl.

S administrativni naro¢nosti byly nespokojené nejCastéji podniky z papirenského, dfevafského a textilniho
prumyslu (100 %) a podniky z chemického pramyslu (94 %) (n = 179); méné Casto podniky strojirenské
a elektrochemické (89 %), podniky zafazené mezi ostatni (79 %) a subjekty plsobici v hutnickém a
sklarském pramyslu (74 %). S pfistupem k informacim byly Castéji nespokojené subjekty se 100%
zahraniéni ucasti (76 %), dale Ceské subjekty (64 %) a nejméné Casto podniky s ¢asteCnou zahranini
majetkovou ucasti (41 %) (n = 182). Dale to byly Castéji organizace, které Cerpaly externi zdroje ve formé
dotace ¢i grantu (81 %) (n = 111), nez ty, které je neCerpaly (48 %).

ZAVER
Na zakladé analyzy bylo ukazano, Ze vétSina primyslovych podniki je nespokojena s pfistupem k
vefejnym finan¢nim zdrojim, ¢astéji se pfitom jedna o malé subjekty; pro podniky, které neCerpaly dotace
nebo granty, neni motivujici jejich vySe. Vice neZ o pfimou podporu se primyslové podniky zajimaji o
danové Ulevy, a tedy se jedna o nastroj, ktery mize byt ve snaze zvysit zapojeni podnikl do VaVal zviasté
ucinny. Zaroven se vSak také ukazuje, Ze pravé ve zpisobu poskytovani darfovych Ulev spatfuji podniky
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velky problém a uvitaly by zmény, které jim usnadni jejich vyuzivani; zvIasté negativni postoj zaujimaji
podniky z papirenského, dfevafského a textilniho primyslu a také podniky z chemického pramyslu. Co
se tyCe preference Ulev na danich, nezalezi na velikosti podnikl vyjadfené poCtem zaméstnancl, poctem
védeckych uvazkd a vy3i roéniho obratu, ani na sektoru hospodarské Cinnosti. Vysledky dale dokladaji,
Ze z hlediska odbouravani bariér branicich zapojeni podniki do védeckovyzkumné &innosti, ma vétsi
vyznam zlepSeni pristupu k informacim o podpore z vefejnych zdrojl nez snizovani byrokratické zatéze,
pficemz je vhodné se zaméfit na podniky v eském vlastnictvi a na podniky, které vyuzivaly dotace nebo
granty.

ViySe uvedené skutecnosti pfedstavuji oblasti, kam by méla sméfovat pozornost politik usilujicich o vétsi
zapojeni podnik( do VaVal a jak by mély byt stanoveny priority dil¢ich krok(. Zavéry zde podané vSak
maji sva omezeni. Jednak se od roku 2014, ze kterého pochazeji data, mohly v dusledku kontinualnich
zmén v praxi statu, zménit postoje podniki. Déle by bylo potfeba reflektovat vybrané problémy
diferencovanéji a zvazovat pfi analyze vice proménnych jako je napf. zplsob zapojeni do VaVal.
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ROLE ZAMESTNANECKYCH BENEFITU V CESKE REPUBLICE
THE ROLE OF EMPLOYEE BENEFITS IN THE CZECH REPUBLIC

Bretislav Andrlik!, Petra Bobc¢ikova2

! Ing. Bfetislav Andrlik, Ph.D., Mendelova univerzita v Brné&, Provozné ekonomicka fakulta,
bretislav.andrlik@mendelu.cz
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Abstract: The article deals with the issue of employee benefits under the conditions of the Czech Republic
in 2018. The importance of employee benefits has increased in recent years. Current economic
developments exacerbate pressure on employers to provide their employees with the benefits of getting
them to secure their business or, more importantly, to keep them in employment. The article contains a
summary of the TREXIMA research conducted in 2016 in this area, which dealt with the most commonly
provided employee benefits in the business sphere. In this survey, it was found that employees are most
likely to receive an allowance for meals, supplementary pensions and life insurance. The most difficult
part of the contribution is assessing the tax impact of introducing a specific benefit for both employers and
employees. This part of the article is based in particular on the Income Tax Act and the tax impact on
employees and the employer is assessed separately. In conclusion, we present a comprehensive table
summarizing the results of the authors' research, which provides an overview of the tax obligations for the
specific benefits provided to employees on both sides. The overview table also presents the limiting
factors for the specific application of employee benefits under current conditions.

Keywords: employee benefits, tax conditions, employee, employer

JEL Classification: H20, H25

uvoD

Vyznam zaméstnaneckych benefitli jako nedilné souc¢asti odménovani zaméstnanci v poslednich letech
vyznamné narUsta. Dle sou¢asnych nabidek préce je evidentni, Ze se stalo standardem urcitou formu
zaméstnanecké vyhody nabizet, tak aby potencionalni zaméstnanec na danou nabidku prace vibec
zareagoval. Zaméstnanecké benefity, jeZ maji nespocet vyznamu, umozriuji zaméstnavateli odménit své
zaméstnance i jinym zpUsobem, nez jsou pobidkové slozky mzdy, kterymi jsou zejména osobni
ohodnoceni, prémie a pfiplatky. Soucasné dle Klopotan, Mjeda a Kurecic (2018) hraji vyznamnou roli v
motivaci zaméstnancl a jejich spokojenosti v zaméstnani. V urCitych pfipadech poskytnuti
zaméstnanecké vyhody znamena dafovou usporu pro obé strany. Na strané zaméstnavatele se jedné o
snizeni danovych nakladl. Na strané zaméstnance je mozné diky benefitim osvobozenym od dané z
pfijm0 dosahnout vysSiho disponibilniho dichodu. Predmétem pfispévku je provedeni analyzy
soudasného stavu zdafiovani zaméstnaneckych benefiti v podminkach CR, ktera navazuje na
jak pro zaméstnance, tak pro zaméstnavatele a s cilem vzajemné dosazitelného darového optimalniho
konsensu pro obé uvedené strany.
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Obr. 1: Zebricek benefiti poskytovanych ve mzdové sféfe CR v roce 2016

Podil zaméstnavatelll poskytujicich benefit ve mzdové sfére
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Zdroj: TREXIMA, 2016

Z provedeného prizkumu spole¢nosti TREXIMA v roce 2016 vyplyva, Ze nejposkytovanéjsim benefitem
je pfispévek na stravovani, ktery v daném roce poskytovalo 71 % zaméstnavateld. Druhy nejoblibengjsi
benefit predstavuje pfispévek na penzijni nebo Zivotni pojisténi poskytovany témér 47 % zaméstnavatell.
Mezi nejCastéji poskytované benefity rovnéZ patfi napf. néhrada mzdy pfi pfekazkach v praci (mysleny
pouze pfekazky na strané zaméstnance), pfispévek na vzdélani, pruzna pracovni doba atd. V rdmci
metodickeho postupu zpracovani pfispévku bude vyuZita metoda analyzy a deskripce pro zpracovani jak
literarni reSerSe odbornych zdrojl, tak pro intepretaci primarnich zakonnych zdrojd. Na zakladé takto
identifikovanych vysledkl bude zejména s vyuzitim metody syntézy zpracovana pfehledova tabulka, ktera
bude prezentovat napinéni pfedmétu pfispévku.

1. DANOVE ASPEKTY ZAMESTNANECKYCH BENEFITU

Danové feSeni zaméstnaneckych benefit se fidi pfevazné § 24 odst. 2 pism. j) bod 5 zakona o dani z
pfijma (dale jen ,,ZDP¥). V tomto ustanoveni se uvadi, Ze dafiové uznatelnymi naklady jsou ,naklady na
pracovni a socialni podminky, péci o zdravi a zvy$eny rozsah doby odpoCinku zaméstnancu vynalozené
na prava zaméstnancl vyplyvajici z kolektivni smlouvy, vnitiniho pfedpisu zaméstnavatele, pracovni i
jiné smlouvy.“ Toto ustanoveni se nepouZije, pokud ZDP &i jiny zvl&$tni z&kon stanovi jinak (Hnatek a
Zamek, 2017). V nasleduijici ¢asti je provedena analyza jak danovych dopadu benefitl uvedenych v Obr.
1 na zaméstnance, tak i darovy rezim na strané zaméstnavatele.
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1.1 Pfispévek na stravovani
Pfispévek na stravovani je podle prizkumu nejCastéji poskytovanym zaméstnaneckym benefitem.
Zaméstnavatel ma podle § 236 zakoniku prace povinnost umoznit zaméstnancim stravovani, avsak
povinnost poskytovat stravovani zakonik prace jiz neuklada.

Danové feSeni na strané zaméstnavatele

Pro stanoveni, zda jsou vynaloZzené néaklady zaméstnavatele na stravovani dariové ucinné ¢i nikoliv, se
rozliSuji dvé formy stravovani, a to stravovani prostfednictvim vlastniho zafizeni a stravovani zajiStované
prostrednictvim jinych subjektd, kam se napfiklad Fadi i stravenky. Pro obé z téchto forem se uplatriuje
jiny dafovy rezim (Machacek, 2017).

V pfipadé poskytovani stravovani ve vlastnim zafizeni jsou dle § 24 odst. 2 pism. j) bod 4 ZDP darnové
ucinnymi naklady zaméstnavatele takové naklady, které byly vynalozené na provoz tohoto zafizeni.
Néklady vynaloZené na pofizeni potravin vSak jiz nelze uplatnit jako danové Ucinny naklad. Dariovy rezim
druhé formy stravovani, tedy stravovani zajiStované pomoci jinych subjekt(, je rovnéz upraven v § 24
odst. 2 pism. j) bod 4 ZDP. Dle uvedeného ustanoveni jsou dafové ucinnymi naklady pfispévky
zaméstnavatele poskytované az do vyse 55 % ceny jednoho jidla. NejvySe vSak Ize uplatnit 70 % hodnoty
stravného pfi trvani pracovni cesty 5 az 12 hodin, které dle § 176 zakoniku prace €ini 93 K¢ (maximainé
muUze byt tedy uplatnéno 65,10 KE). NejvysSi danové Uspory dosahne zaméstnavatel u stravenek s
nominalni hodnotou 118 K&. PFispévek na stravovani vSak muze byt uplatnén jako darové Géinny naklad
pouze pfi spinéni nasledujicich podminek:

. zaméstnanec byl pfitomny na pracovisti alespori 3 hodiny; pokud délka jeho smény i s
povinnou prestavkou je delsi nez 11 hodin, je dafiovym nékladem i pfispévek na dalsi jedno
jidlo,

. zaméstnanci nevznikl v prib&hu smény narok na stravné.

Hodnota pfispévku, ktera prevySuje stanoveny limit, je danové netcinnym nakladem.

Danové feseni na strané zaméstnance

PFispévek na stravovani je u zaméstnance dle § 6 odst. 9 pism. b) ZDP osvobozen od dané z pfijma,
pokud je poskytnut jako nepenézni pinéni. Jestlize by zaméstnavatel poskytnul zaméstnancim pfispévek
na stravovani v penézni podobé, jednalo by se na strané zaméstnance o zdanitelny penézni pfijem, ktery
by rovnéz vstupoval do vymeéfovaciho zakladu pro odvod pojistného na socialni a zdravotni pojisténi.

1.2 Pfispévek na penzijni/zivotni pojiSténi
Pispévek na penzijni pfipojisténi a Zivotni pojisténi podle vysledkd uvedeného prizkumu predstavuje
druhy nejvice poskytovany zaméstnanecky benefit. Podle Machacka (2017) patfi mezi nejCastéji
poskytované benefity také pfispévek na doplfikové penzijni sporeni.

Darové feSeni na strané zaméstnavatele

Hnatek a Zlamal (2017) uvadéji, Zze poskytnuty pfispévek zaméstnavatele zaméstnanci na jeho penzijni
pfipojisténi se statnim prispévkem, doplikové penzijni spofeni, penzijni pojisténi a soukromé Zivotni
pojisténi je darové Ucinny naklad v neomezené vysi, pokud byl sjednany v pracovni €i jiné smlouve,
vnitfnim pfedpisu nebo kolektivni smlouvé. Jejich tvrzeni je podloZeno ustanovenim § 24 odst. 2 pism. j)
bod 5 ZDP, jehoz znéni je citovano v Gvodu kapitoly 1.

Danové feSeni na strané zaméstnance

Podle § 6 odst. 9 pism. p) ZDP je od dané z pfijmd osvobozen pfispévek zaméstnavatele zaméstnanci
na vySe uvedené pojisténi v celkovém uhrnu za vSechny druhy pojisténi nejvyse do 50 000 K¢ roCné.
Pokud zaméstnanec ziska pfispévek na tyto druhy pojisténi i od jiného zaméstnavatele, posuzuje se
limitni Castka pfispévku u kazdého zaméstnavatele zvlast.
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Podle uvedeného paragrafu v pfedchozim odstavci osvobozeni od dané z pfijmu na strané zaméstnance
nelze uplatnit u ¢astek pfevysSujici uvedeny limit a pfispévku, které zaméstnavatel poskytnul v penézni
podobé pfimo zaméstnanci. Tyto prispévky by tedy byly zdanovany a také by se z nich odvadélo pojistné
na socialni a zdravotni pojisténi (Hnatek a Zlamal, 2017).

1.3 Nahrada mzdy pfi prekazkach v praci
Pfekazkami v praci na strané zaméstnance jsou mysleny takové situace, které znemoZznuji zaméstnanci
provadét praci podle smluveného pracovniho zavazku. Zaméstnanec vSak musi prokazat existenci a dobu
trvani pfekazky. (Hlouskova et al., 2013)
Subrt et al. (2017) &leni prekazky na strané zaméstnance nasledovné:
. dulezité osobni prekazky (napf. pracovni neschopnost, matefska a rodiCovska dovolena,
karanténa) a jiné dulezité osobni pfekazky v praci (napf. zdravotni vySetieni, svatba, Umrti
rodinného pfislusnika),

. pfekazky z divodu obecného zajmu (napf. vykon vefejné funkce, obfanské povinnosti,
studium),
. vyjimecné jiné pfipady (napf. Ucast ve stavce).

Jako kompenzace vznika zaméstnanci pravo na pracovni volno Ci alespori moznost pracovni volno ziskat,
za které mu v urgitych pFipadech nalezi i nahrada mzdy/platu za neodpracovanou. Subrt et al. (2017)
doplfuiji, Ze rozsah pracovniho volna Ize u vSech prekazek oproti znéni zakoniku prace rozsifit, taktéz
mUze zaméstnavatel poskytnout nahradu mzdy/platu i za prekazky, za které podle zéakona tato nahrada
zameéstnanci nenalezi.

Danové feseni na strané zaméstnavatele

Pokud je nadstandardni poskytovani nahrady mzdy upraveno v kolektivni smlouve, vnitfnim pfedpisu
zameéstnavatele anebo v jiné smlouveé, jsou naklady zaméstnavatele na toto nadstandardni pinéni danové
uznatelné podle § 24 odst. 2 pism. j) bodu 5 ZDP.

Danové feseni na strané zaméstnance

Podle § 6 odst. 9 pism. t) ZDP je od dané z pfijmi osvobozena pouze nahrada mzdy za dobu doasné
pracovni neschopnosti ¢i karantény, pokud byla poskytnuta ve vySi stanovené v zékoniku prace. Dle §
192 odst. 2 zakoniku prace vySe zakonné nahrady mzdy ¢&ini 60 % prdmérného vydélku, ktery je vSak pfi
vypoCtu dale jesté redukovan. Tato redukce je obdobna upravé denniho vyméfovaciho zakladu pfi
vypoctu nemocenské z nemocenského pojisténi s tim rozdilem, ze u nahrady mzdy se jednotlivé redukéni
hranice stanovené pro Ucely nemocenského pojisténi vynasobi koeficientem 0,175. Vysledek uvedeného
vypoctu se jesté zaokrouhli nahoru s pfesnosti na haléfe. Ostatni ¢i nadlimitni nahrady mzdy jsou jiz
pfedmétem dané z pfijml ze zavislé Cinnosti a rovnéz se z nich odvadi socialni a zdravotni pojisténi.
Nahrady mzdy v8ak nesmi dle § 192 odst. 3 zakoniku prace prekrocit primérny vydélek.

1.4 Prispévek na vzdeélani
V § 227 zakoniku prace se uvadi, ze vzdélani (téz odborny rozvoj) zaméstnancli zahrnuje zejména
zaSkoleni a zauceni, odbornou praxi absolventl $kol, prohlubovani a zvySovani kvalifikace. Machacek
(2017) jesté dodava, Zze mimo odborny rozvoj zaméstnancl patfi ke vzdélani také rekvalifikace
zaméstnancu.

Danové feseni na strané zaméstnavatele

Dle § 24 odst. 2 pism. j) bod 3 ZDP Ize za danové G¢inné naklady uplatnit naklady vynaloZené
zaméstnavatelem na provoz vlastnich vzdélavacich zafizeni nebo naklady souvisejici s odbornym
rozvojem zaméstnancu a rekvalifikaci, jestlize souvisi s pfedmétem zaméstnavatelovi ¢innosti. Naopak §
25 odst. 1 pism. h) bod 2 ZDP pojednava o dariové netcinnych nakladech. Uvadi se zde, Ze jako darovy
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naklad nelze uplatit nepenézni pinéni zaméstnavatele poskytnuté zaméstnanci, které spociva v moznosti
vyuzivat vzdélavaci zafizeni, pokud nesouvisi s predmétem Cinnosti zaméstnavatele.

Poskytne-li vSak zaméstnavatel penézni pfispévek na zaméstnancovo vzdélani, i kdyz nesouvisi s
pfedmétem Cinnosti, které se zaméstnavatel vénuje, Ize vyuzit ustanoveni § 24 odst. 2 pism. j) bod 5
ZDP.

Danové feSeni na strané zaméstnance

Od dané z pfijmu je podle § 6 odst. 9 pism. a) ZDP osvobozeno nepenézni plnéni poskytnuté zaméstnanci
zaméstnavatelem na jeho odborny rozvoj, jestlize souvisi s pfedmétem cinnosti zaméstnavatele, nebo
nepenézni pInéni vynalozena na rekvalifikaci. Machacek (2017) jeSté dodava, ze u nepenéznich plnéni
poskytnutych na rekvalifikaci se pro osvobozeni nevyzaduje souvislost s pfedmétem podnikani
zameéstnavatele.

Dle § 6 odst. 9 pism. d) ZDP je mozné od dané z pfijmd osvobodit také pfispévky, které nesouvisi s
pfedmétem Cinnosti zaméstnavatele. Dané pfispévky jsou osvobozeny od dané z pfijml pouze tehdy,
pokud jsou poskytovany z FKSP, socialniho fondu, ze zisku (pfijmu) po zdanéni ¢i jako darové neucinny
naklad.

Penézni pfispévek na vzdélani, nehledé na spojitost s pfedmétem Ccinnosti zaméstnavatele, je
zdanitelnym pfijmem zaméstnance. Tento pfijem je rovnéz zahrnut do vyméfovaciho zékladu pro odvod
pojistného na socialni a zdravotni pojisténi.

1.5 Pruzna pracovni doba

Mezi Easto poskytované benefity se také Fadi pruzna pracovni doba. Dle Subrta (2014) se jedna o zplisob
rozvrzeni pracovni doby, kdy si zaméstnanec mize sam zvolit jeji zaCatek, eventualné ukon&eni, v ramci
volitelnych Useku pracovni doby. Hauzarova (2017) dodava, Ze tento benefit byva velmi ¢asto poskytovan
zaméstnancim zaméstnanym na pozicich, kde je mozné zacdit i skonéit pracovni dobu v jakykoliv Cas.
JelikoZ se jednd o benefit, jehoZ darovy rezim je totozny s rezimem pfi vyplaté mzdy, tzn., Ze pro
zaméstnavatele je to darové G¢inny naklad a u zaméstnance podléha zdanéni a odvodiim na socialni a
zdravotni pojisténi, podrobné danové feSeni nebude dale rozebirano.

1.6 Obcerstveni na pracovisti
Oblerstveni na pracovisti patfi dle vysledku prizkumu také mezi jeden z nejposkytovanéjSich
zaméstnaneckych benefitli, ktery mize byt rovnéz poskytnut jako penézni & nepenézni plnéni.

Danové feSeni na strané zaméstnavatele

Pro zaméstnavatele je poskytnuti ob&erstveni na pracovisti zaméstnanctim dle § 25 odst. 1 pism. t) ZDP
vzdy darové neucinnym nakladem. Danové neuznatelnymi naklady jsou dle § 25 odst. 1 pism. zm) ZDP
rovnéZz naklady na nealkoholické napoje, které zaméstnavatel poskytuje jako nepenézni pinéni
zaméstnancim na pracovisti.

Ustanoveni § 24 odst. 2 pism. j) bod 1 ZDP vyjima z dafové neuznatelnych nékladu vynalozené naklady
na ochranné napoje a § 24 odst. 2 pism. p) ZDP dale pitnou vodu. Tyto napoje je zaméstnavatel na
zakladé znéni § 8 a § 53 Nafizeni vlady ¢. 361/2007 Sb. povinen poskytovat zaméstnancim na pracovisti.
Dle stanoviska Ministerstvo financi CR (2007b) v ramci Koordinaéniho vyboru ze dne 5. dubna 2007 je
danové uznatelnym nakladem i balena pitna voda (neochucena, neperlivd) v PET lahvich ¢i barelech.

Danové feseni na strané zaméstnance

U zaméstnance je naopak danové feSeni zavislé na formé poskytnuti. V pfipadé, ze zaméstnavatel
poskytne zaméstnancim obCerstveni jako nepenézni plnéni, jedna se o pfijem, ktery je dle § 6 odst. 9
pism. b) a § 6 odst. 9 pism. c) ZDP pro nealkoholické napoje osvobozen od dané z pfijmud ze zavislé
¢innosti. Pokud v8ak zaméstnavatel poskytne zaméstnanci pfimo penézni prostfedky na nakup
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obCerstveni, bude tento penézni pfispévek soucasti zdanitelné mzdy zaméstnance a rovnéz se z néj
bude odvadét pfispévek na sociélni a zdravotni pojisténi.

1.7 Dovolena nad ramec zakona
Podle § 213 zakoniku prace Cini zakladni doba dovolené nejméné 4 tydny v kalendafnim roce. V
kolektivnich smlouvach, pracovnich smlouvach i jinych smlouvach Ize sjednat prodlouzeni zakladni
vyméry dovolené, a to i pouze pro urcité skupiny zaméstnanc ¢i o jednotlivé dny (Hruska, 2007).

Darové feSeni na strané zaméstnavatele

Pelc (2011) uvadi, ze pokud je dovolena nad ramec zakona sjednana v kolektivni smlouve, vnitfnim
pfedpisu €i v jiné smlouve, jsou naklady zaméstnavatele na prodlouzenou dobu dovolené danové
uznatelné. Jeho tvrzeni je dolozeno § 24 odst. 2 pism. j) bod 5 ZDP.

Darové reSeni na strané zaméstnance
V pfipadé zaméstnance se jedna o pfijem ze zavislé Cinnosti, ktery je zdanovan a je rovnéz soucasti
vymérovaciho zakladu pro odvod pojistného na socialni a zdravotni pojisténi.

1.8 Prispévek pfi vyznamnych udalostech
Dle zakoniku prace muze zaméstnavatel poskytnout zaméstnanci odménu napf. pfi vyznamnych
udalostech, jako je pracovni €i zivotni jubileum, a odchodu do dichodu. Uvedené tvrzeni vychazi ze znéni
§ 224 odst. 2 zékoniku prace, kde je uveden demonstrativni vyCet udalosti, pfi kterych mlze byt
zaméstnanci poskytnuta odména. Vedle penézni formy pfispévku muize zaméstnavatel poskytnout
zameéstnanci pfi vyznamnych udalostech téz nepenézni dary.

Darové feSeni na strané zaméstnavatele

Pro zaméstnavatele jsou dary zaméstnancim dle § 25 odst. 1 pism. t) ZDP darfové neuznatelnym
nakladem. Poskytne-li vSak zaméstnavatel zaméstnanci penézni odménu, Ize vzniklé naklady uplatit jako
dariové uznatelné dle § 24 odst. 2 pism. j) bod 5 ZDP. Re3eni je podiozeno ve Sd&leni &.j. 115/99
178/2007-151 ze dne 30. 11. 2007, ve kterém se uvadi, Ze s pfijetim nového zakoniku prace, tedy zakona
€. 262/2006 Sb., je mozné penézni pinéni vedle mzdy uplatnit jako dariové ucinny naklad za podminky,
Ze bude postupovano dle vyse zminéného § 24 ZDP (Ministerstvo financi CR, 2007a).

Danové feSeni na strané zaméstnance

Nepenézni dar poskytnuty zaméstnavatelem pfi vyznamné udélosti je u zaméstnance dle § 6 odst. 9
pism. g) ZDP osvobozeny od dané z pfijmu pouze pfi spinéni uritych podminek. Aby tedy mohl byt
osvobozeny od dané z pfijmd, musi byt dle zminéného paragrafu poskytnut bud z FKSP, socialniho
fondu, zisku po zdanéni, nebo jako nedariovy néklad, a to na ucely vymezené v § 14 Vyhlasky o fondu
kulturnich a sociélnich potfeb, kterymi jsou mimofadna aktivita ve prospéch zaméstnavatele, pracovni a
Zivotni jubilea (pracovni vyroci 20 let a kazdych dalSich 5 let trvani pracovniho poméru, pfi Zivotnim jubileu
se jedna o dosazeni véku 50 let a rovnéz kazdych dalSich 5 let), prvni odchod do ddchodu (jak starobniho,
tak i invalidniho ddichodu pro invaliditu tfetiho stupné).

Takto poskytnuty pfispévek je u zaméstnance osvobozen od dané pouze do uhrnné vyse 2 000 K¢ ro¢né.
Poskytnuti penéZniho daru znamena pro zaméstnance penézni plnéni, které neni osvobozené od dang,
a proto se tyto pfispévky pfipocitavaji do dil€iho zakladu dané ze zavislé Cinnosti.

1.9 Sluzebni vozidlo pro soukromé ucely
Motorové vozidlo miZze zaméstnavatel bezplatné poskytnout zaméstnanci nejen pro sluzebni, ale také
soukromé ucely.
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Danové feSeni na strané zaméstnavatele

Uprava dariového feseni poskytnuti sluzebniho vozidia zaméstnanci i pro soukromé Ggely je obsazena v
bodé 26 pokynu GFR &. D-22 k § 24 odst. 2 ZDP. Dle daného ustanoveni jsou naklady zaméstnavatele
souvisejici s motorovym vozidlem, mimo nakladu na spotfebu pohonnych hmot, dafiové uznatelné v piné
vy$i. Naklady zaméstnavatele na pohonné hmoty, které byly spotfebovany pro soukromé jizdy, jsou pro
zaméstnavatele darove neucinné. Je-li vSak uhrada pohonnych hmot na soukromé Ucely sjednana napf.
v kolektivni smlouvé jsou tyto naklady na pohonné hmoty pro zaméstnavatele dle § 24 odst. 2 pism. j)
bodu 5 ZDP dafové u¢inné.

Danové feseni na strané zaméstnance

VyuZivani sluzebniho vozidla znamena pro zaméstnance nepenézni pfijem, ktery podléha zdanéni a
odvodu na socialni a zdravotni pojisténi. Dle § 6 odst. 6 ZDP je dané nepenézni pInéni pfijmem
zaméstnance ve vySi 1 % vstupni ceny motorového vozidla za kaZdy i zapo&aty kalendafni mésic. Jestlize
je tato Castka niz8i nez 1 000 K&, je za pfijem zaméstnance Castka 1 000 KE. Machagek (2017) dodava,
Ze Castka 1 % ze vstupni ceny vozidla se pouZije stejné u vSech vozidel bez zavislosti na jejich stafi a
rozsahu skute¢ného uzivani. U vozidla pofizeno v ramci najmu ¢i na finanéni leasing se dle § 6 odst. 6
ZDP vychazi ze vstupni ceny vozidla u ptvodniho viastnika, tedy z ceny, za kterou napf. leasingova
spole¢nost vozidlo pofidila. Dale je zde feSena situace, kdy zaméstnavatel poskytuje zaméstnanci vice
motorovych vozidel, a to bud' postupné za sebou, nebo soucasné. V prvnim pfipadé je za nepenézity
pfijem zaméstnance povazovana ¢astka ve vysi 1 % z nejvysSi vstupni ceny vozidla. V situaci, kdy je
zaméstnanci poskytovano vice vozidel soucasné, je za pfijem zaméstnance povazovana Castka, ktera
pfedstavuje 1 % ze souctu vSech vstupnich cen poskytnutych vozidel.

PFi posouzeni dariového reZzimu je tfeba vénovat pozornost spotfebé pohonnych hmot i u zaméstnance.
Pelc (2011) uvadi, Ze pokud hradi zaméstnavatel zaméstnanci spotfebu pohonnych hmot pfi soukromych
jizdach, je hodnota zaplacenych pohonnych hmot nepenéznim pfijmem, ktery podléhé zdanéni a taktéz
odvodim na socialni a zdravotni pojisténi.

1.10 Prace z domova
Prace z domova (home office) mize byt poskytnuta i jako zaméstnanecky benefit v ramci pracovnich a
socialnich podminek poskytovanych zaméstnavatelem.

Darové feSeni na strané zaméstnavatele
Dle § 24 odst. 2 pism. j) bod 5 ZDP je mozné vynaloZzené néklady zaméstnavatele, které souvisi s
modelem prace z domova, uplatnit jako dafové ucinné naklady.

Danové feseni na strané zaméstnance

V ustanoveni § 190 zakoniku prace se uvadi, Ze zaméstnavatel mize zaméstnanci poskytnout nahradu
za opotfebeni jeho soukromého nafadi, zafizeni Ci jinych pfedmétd, které potfebuje k vykonu prace.
Problematika nahrady za opotfebeni soukromych véci je taktéZ feSena v ZDP, pfesnéji § 6 odst. 7 pism.
d). Uvadi se zde, Ze tyto nahrady od zaméstnavatele nejsou u zaméstnance pfedmétem dané z pfijma.

1.11 Vyrobky a sluzby se slevou nebo zdarma
Umoznuje-li zaméstnavateli pfedmét jeho podnikani poskytovat zaméstnancim vyrobky Ci sluzby se
slevou, jedna se o pInéni, které je rovnéz povazovano za zaméstnaneckou vyhodu a je nutné zkoumat
jeji daové dopady.

Danové feSeni na strané zaméstnavatele
Samotné poskytnuti slevy zaméstnanci nemé na strané zaméstnavatele Zadny dopad na jeho zaklad
dané (Anon, 2018).
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Danové reSeni na strané zaméstnance

Poskytnuti vyrobk( nebo sluzeb se slevou znamena pro zaméstnance nepenézni pfijem, ktery je
pfedmétem dané ze zavislé Cinnosti a rovnéz soucasti vyméfovaciho zakladu pro odvod pojistného.
Tvrzeni vychazi z § 6 odst. 3 ZDP, kde se uvadi, Ze pfijmem zaméstnance je Castka, o kterou je jeho
uhrada zaméstnavateli za poskytnuté vyrobky/sluzby niz$i, neZ je cena, kterou pozaduje po jinych
osobach.

1.12 Zapujceni pracovnich prostredku a nastroj
Zaméstnavatel muze umoznit zaméstnancim pouzivat pro soukromé Ucely pracovni prostfedky (napf.
mobilni telefon), jez pfi vykonu zaméstnani béZné vyuzivaji. Taktéz mize zaméstnancim bezplatné nebo
za Uhradu pujcit pracovni nastroje, které béhem zaméstnani obvykle nepouzivaji. Je vSak nezbytné, aby
dané pinéni bylo sjednano napf. v kolektivni smlouvé. Dle § 316 zakoniku prace zaméstnanci totiz nesmi
bez souhlasu zaméstnavatele pouZivat pracovni prostfedky pro soukromé ucely.

Danové feseni na strané zaméstnavatele

Je-li dany benefit sjednan v kolektivni smlouvé, vnitfnim predpisu ¢i jiné smlouvé, je mozné naklady, které
zaméstnavateli vzniknou v souvislosti s poskytovanim zminéného benefitu, uplatnit dle § 24 odst. 2 pism.
j) bod 5 ZDP jako dariové uznatelné.

Danové feSeni na strané zaméstnance

Reseni je tfeba rozlisit na véci, které zaméstnanec v zaméstnani bézné pouziva a zaméstnavatel mu je
umozni vyuzivat i soukromé, a nastroje, které si od zaméstnavatele vypujci, ale v zaméstnani je jinak
nepouziva.

V prvnim pfipadé je dle § 6 odst. 3 ZDP zdanitelnym pfijmem zaméstnance hodnota, kterou misto
zameéstnance uhradil zaméstnavatel. Jedna se napf. o soukromé hovory zaméstnance, které uhradi
zaméstnavatel. Z dané hodnoty se rovnéZ odvede pojistné na sociélni a zdravotni pojisténi. (Pelc, 2011).
Zdanitelnym pfijmem zaméstnance pfi zapUjéeni pracovnich nastrojl je dle § 6 odst. 3 ZDP hodnota

vvr

1.13 ZapuUjcky zaméstnanciim
Na zakladé vysledk( prizkumu patfi rovnéz mezi vyuzivané benefity zapujcky zaméstnancim
poskytované zaméstnavatelem, které mohou byt dle Hauzarové (2017) bezuro¢né, nebo poskytnuté s
velmi nizkym Urokem.

Dariové feSeni na strané zaméstnavatele

Dle Machacka (2017) jsou poskytnuté zapujcky poskytovany z vy€lenénych financnich prostfedku, a proto
nejsou povazovany u zaméstnavatele za dariové u¢inné naklady. Darové uznatelnymi naklady by byly
dle § 24 odst. 2 pism. f) ZDP pouze naklady na socialni a zdravotni pojisténi, které by musel
zaméstnavatel odvést v pfipadé Casti zapUjcky, ktera by se stala zdanitelnym pfijmem zaméstnance.
Machacek (2017) dale dodava, Ze pokud je zapljcka poskytnuta s drokem, jsou sjednané Uroky
zdanitelnym pfijmem zaméstnavatele.

Dariové reSeni na strané zaméstnance

V pfipadé, Ze zaméstnavatel poskytne zaméstnanci zapujcku s obvyklym Grokem, nevznikéa na strané
zaméstnance dle Zralého (2015) zdanitelny pfijem. Jina situace ovS§em nastava u bezurocnych pujéek.
Podle § 6 odst. 9 pism. v) ZDP je od dané osvobozen pfijem plynouci z bezlroéné zapujcky az do uhrnné
vyse jistin 300 000 K& Pokyn GFR D-22 upfesfiuje feseni bezurodnych pajéek pii prekrodeni dané
hranice. Dle uvedeného pokynu je zdanitelnym pfijmem obvykly Grok, ktery se vypocitd z Castky
pfesahujici uvedeny limit. U zapQjéek s urokem niz§im, nez je obvykly, je zdanitelnym pfijmem
zaméstnance dle § 6 odst. 3 ZDP rozdil mezi sjednanym trokem a vy$Sim obvyklym trokem.
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1.14 Prispévek na volno€asové aktivity
Zaméstnavatel mize v ramci benefitl pfispivat zaméstnanctim na rizné sportovni a kulturni vyziti. Jejich
danové feSeni je rovnéZ zavislé na formé poskytnuti.

Danové feSeni na strané zaméstnavatele

Dle § 25 odst. 1 pism. h) bod 1 ZDP neni mozné nepenézni pfispévky na kulturni pofady, zajezdy,
sportovni akce a tisténé knihy povazovat za darfové ucinné naklady. Jinym zplsobem se vSak bude
postupovat v pfipadé penéznich pfispévk(. Bude-li jejich poskytovani sjednano v kolektivni smlouvé,
vnitfnim predpisu €i jiné smlouve, Ize vyuzit § 24 odst. 2 pism. j) bod 5 ZDP a vynaloZené naklady uplatnit
jako danoveé ucinné.

Darové feSeni na strané zaméstnance

Nepenézni pfispévky zaméstnavatele na kulturni nebo sportovni akce poskytnuté zaméstnanci nebo
¢lenu jeho rodiny jsou dle § 6 odst. 9 pism. d) bod 3 ZDP osvobozené od dané z pfijmd. Poskytne-li vSak
zameéstnavatel zaméstnanci penézni pfispévek, bude se jednat o zdanitelny pfijem zaméstnance, ze
kterého se bude rovnéz odvadét pojistné na zdravotni a socialni pojisténi.

1.15 Sick days
Podstata sick days spoCivd v moznosti zaméstnance Cerpat zdravotni volno v pfipadé zdravotni
indispozice ¢&i kratkodobé pracovni neschopnosti, aniz by musel navstivit lékafe. Je dilezité jesté
poznamenat, ze v pfipadé jeho Cerpani zaméstnanci nélezi mzda, ktera byva zpravidla poskytovana v
pIné vySi (Landwehrmann, 2018).

Danové feSeni na strané zaméstnavatele

Ustanoveni § 24 odst. 2 pism. j) bodu 5 ZDP stanovuje za dafové uznatelné naklady téz naklady na
zvySeny rozsah doby odpoginku zaméstnancd, jestlize dané pravo bylo ujednéno v kolektivni smlouve,
vnitfnim pfedpisu zaméstnavatele Ci jiné smlouvé, jestlize neni stanoveno jinak. Z uvedeného tvrzeni
vyplyva, ze naklady na mzdu, kterou zaméstnavatel poskytuje zaméstnanci béhem Cerpani sick days,
mUzZe zahrnout mezi dafové uznatelné.

Danové feseni na strané zaméstnance

JelikoZ je zaméstnanci béhem Cerpani zdravotniho volna poskytovana mzda, nevztahuje se na ného
ustanoveni § 6 odst. 9 pism. t) ZDP, dle kterého je od dané z pfijml osvobozena nahrada mzdy/platu za
dobu docasné pracovni neschopnosti nebo karantény. Pfijem zaméstnance po dobu Cerpani sick days
tedy podiéha stejnému rezimu zdanéni jako mzda.

1.16 Prispévek/zajisténi dopravy do zaméstnani
Nachazi-li se provozovna zaméstnavatele napfiklad v méné dostupné lokalité, mize zaméstnavatel
zaméstnancim pfispivat na dopravu do zaméstnani a ze zaméstnani, nebo mize taktéz dopravu zajistit
sam prostrednictvim tfeti strany.

Dariové feSeni na strané zaméstnavatele

Jelikoz se Zadné ustanoveni § 25 ZDP nezabyva feSenim pfispévku na dopravu do zaméstnani, mize
zaméstnavatel pfi jeho poskytovani vyuzit ustanoveni § 24 odst. 2 pism. j) bod 5 ZDP, dle kterého si mize
naklady na zajiSténi dopravy uplatnit jako darové uznatelné, bylo-li uvedené pInéni ujednano v nékterem
z internich dokumentt zaméstnavatele.

Danové feSeni na strané zaméstnance
Ustanoveni § 6 odst. 9 pism. e) ZDP osvobozuje od dané z pfijmi poskytnuti bezplatnych ¢i
zvyhodnénych jizdenek pouze pro zaméstnance (véetné &lend jejich rodiny) zaméstnavatele zajistujici
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vefejnou dopravu. Pro ostatni zaméstnance je poskytnuti daného benefitu dle § 3 odst. 2 ZDP
zdanitelnym pfijmem ze zavislé Cinnosti. Pfipadné nepenézni pInéni se oceni ve vysi obvyklé ceny, tedy
Castky, kterou by jinak zaméstnanec zaplatil pfi pouziti verejné dopravy.

117 Prispévek na dovolenou
Danové feSeni prispévku na dovolenou se lisi podle formy poskytnuti, a to jak na strané zaméstnance,
tak i na strané zaméstnavatele.

Danové feseni na strané zaméstnavatele

Poskytne-li zaméstnavatel zaméstnanci nepenézni pfispévek na dovolenou, nemize si naklady na jeho
poskytnuti dle § 25 odst. 1 pism. h) ZDP uplatnit jako dafiové uznatelné. V pfipadé penézniho pfispévku
muze zaméstnavatel vyuZit ustanoveni § 24 odst. 2 pism. j) bod 5 ZDP a vynaloZené néklady si uplatnit
jako darové ucinné.

Danové feseni na strané zaméstnance

Darové feSeni pfispévku na dovolenou u zaméstnance je zakotveno v § 6 odst. 9 pism. d) ZDP. Z
uvedeného ustanoveni vyplyva, Ze od dané z pfijm0 je osvobozeno nepenézni pinéni poskytnuté
zameéstnanci nebo jeho rodinnému pfislusnikovi, jestliZze je poskytnuto z FKSP, socialniho fondu, zisku
po zdanéni nebo jako nedanovy naklad, a to v uhrnu nejvySe ¢astka 20 000 K¢ za zdanovaci obdobi.
Prispévek prevysujici stanovenou hranici nebo penézity pfispévek iz nejsou osvobozeny od dané z
pfijm0 a jsou rovnéz zahrnuty do vyméfovaciho zakladu pro vypocet pojistného.

1.18 Prispévky na nadstandardni zdravotni péci
Zaméstnavatel m0ze pro zaméstnance ve snaze pfedchazet jejich nemocnosti zajistit riznd ockovani,
vitaminy, maséaze, rehabilitace a jiné zdravotni sluzby. Dafové feSeni se i v tomto pfipadé odviji od formy
poskytnuti.

Dariové feSeni na strané zaméstnavatele

Pro zaméstnavatele je poskytnuti nepenézniho pfispévku nékladem, ktery neni dafové uznatelny.
Tvrzeni vychazi z § 25 odst. 1 pism. h) bod 2 ZDP, ve kterém je uvedeno, Ze danové neuznatelnymi
naklady jsou nepenézni plnéni ve formé moznosti pouZivat rekreacni, zdravotnicka a vzdélavaci zafizeni.
V pfipadé penézniho pfispévku mize vyuzit ustanoveni § 24 odst. 2 pism. j) bod 5 ZDP, bylo-li poskytnuti
téchto prispévku sjednano v kolektivni smlouvé i jiném predpisu.

Dariové reSeni na strané zaméstnance

Nepenézni pfispévek, ktery byl zaméstnanci poskytnut z FKSP, socialniho fondu, ze zisku po zdanéni
anebo jako nedanovy néklad, je u zaméstnance dle § 6 odst. 9 pism. d) bodu 1 ZDP osvobozen od dané
z pfijmu. Dané ustanoveni se vSak nevztahuje na penézni pfispévky, jejichz poskytnuti by bylo pro
zameéstnance zdanitelnym pfijmem, ktery by byl souCasti vyméfovaciho zakladu pro odvod pojistného.

1.19 Nahrady mzdy za prvni 3 dny pracovni neschopnosti
Podle § 192 odst. 1 zakoniku prace pfislusi zaméstnanci nahrada mzdy pfi doCasné pracovni
neschopnosti az od Ctvrtého pracovniho dne. Nahradu mzdy je v8ak mozné dle § 4a zakoniku prace
pfidélit i za prvni tfi dny, bylo-li jeji poskytovani stanoveno ve smlouvé Ci vnitfnim pfedpisu
zaméstnavatele.
Darnové feSeni uvedeného benefitu je z pohledu obou stran totozné s feSenim nahrady mzdy pfi
pfekazkach v praci, a proto zde jiz nebude podrobnéji rozebirano.

20 Trendy v podnikani - Business Trends 2018/2


https://doi.org/10.24132/jbt.2018.8.2.11_24

Trendy v podnikani - Business Trends (2018), 8(2), 11-24.
https://doi.org/10.24132/jbt.2018.8.2.11_24

1.20 Zvyseni odstupného nad ramec zakona
V pfipadé, kdy dojde k rozvazani pracovniho poméru dohodou nebo vypovédi danou zaméstnavatelem z
ddvodd vymezenych v § 52 pism. a) az d) zakoniku prace, pfislusi zaméstnanci odstupné v minimalni
vy$i stanovené zakonikem préace. Jelikoz zakonik prace vymezuje pouze spodni hranici vySe odstupného,
je mozné poskytnout zaméstnanci i odstupné v hodnoté prevysujici tyto minimalni ¢astky.

Dariové feSeni na strané zaméstnavatele

Néklady, které vzniknou zaméstnavateli pfi vyplaceni odstupného v zakonné vysi, jsou danové ucinnym
nakladem dle § 24 odst. 2 pism. p) ZDP. Jako danové uznatelné naklady si mize zaméstnavatel dle § 24
odst. 2 pism. j) bod 5 ZDP uplatnit i odstupné vyplacené ve vysi nad limit stanoveny zakonem, jestlize tak
bylo ujednano v nékterém z internich dokument(i zaméstnavatele.

Danové feseni na strané zaméstnance

Castka vyplacena zaméstnanci v ramci odstupného je dle § 6 odst. 1 ZDP zdanitelnym pfijmem
zameéstnance. Vznikl-li na odstupné narok dle zakoniku prace, neni odstupné soucasti vyméfovaciho
zakladu pro odvod pojistného na socialni a zdravotni pojisténi. Tvrzeni vychazi z § 5 odst. 2 pism. b)
zakona o pojistném na socialni zabezpeceni a pfispévku na statni politiku a § 3 odst. 2 pism. b) zakona
0 pojistném na vSeobecné zdravotni pojisténi.

1.21 Firemni Skolka
DalSim z benefitu je pfispévek na firemni Skolku. Nemusi se v3ak striktné jednat o vlastni firemni Skolku,
zaméstnavatel mize zaméstnanci rovnéz pfispivat i na pobyt ditéte ve Skolce jiného subjektu.
Dariové feSeni na strané zaméstnavatele
Penézity i nepenéZity pfispévek poskytnuty zaméstnanci na provoz predskolniho zafizeni je pro
zameéstnavatele dle § 24 odst. 2 pism. zs) ZDP darové uznatelny naklad. Znéni uvedeného predpisu se
vztahuije jak na provoz vlastniho pfedSkolniho zafizeni, tak i na zafizeni provozované jinym subjektem.

Darové feSeni na strané zaméstnance

U zaméstnance je pfispévek osvobozen od dané z pfijm0, pokud je spinéna podminka nepenézni formy
a zaroven je poskytnut bud z FKSP, sociélniho fondu, zisku po zdanéni anebo v pfipadé, Ze si dané
naklady zaméstnavatel neuplatnil jako dariové uznatelné. Tvrzeni vychazi z § 6 odst. 9 pism. d) bod 2
ZDP. V opacném pfipadé se jedna u zaméstnance o zdanitelny pfijem, ze kterého se téZ odvadi povinné
pojistné. V pfipadé vlastni firemni Skolky by se nepenézni pfijem ocenil ve vysi, ktera je uétovana cizim
osobam (Machéacek, 2017).

2. PREHLED DANOVEHO RESENi DANYCH BENEFITU

Tab. 1 zachycuje prehled dariového feSeni dosud popsanych zaméstnaneckych benefitd. Neni-li uvedeno
jinak, jsou benefity dafiové uznatelnym nakladem zaméstnavatele ¢i osvobozené od dané z pfijml u
zaméstnance v pIné vysi. U benefitl poskytovanych dle § 24 odst. 2 pism. j) bodu 5 ZDP je uvazovano
spinéni podminky pro darfiovou uznatelnost vynaloZenych nakladd, a to sjednani v kolektivni smlouve,
vnitfnim predpisu €i jiné smlouve.

Tab. 1: Prehled dariového feSeni danych benefitu

Druh benefitu Darovy naklad Osvobozeni
zaméstnavatele u zameéstnance
Pfispévek na stravovani ano! ano?

" Max. do vySe 55 % hodnoty jidla v pfipadé stravovani prostfednictvim jinych subjektu, nejvySe vSak 70 % z 93 KC.
V pfipadé vlastniho stravovaciho zafizeni naklady pouze na jeho provoz (bez nakladd na potraviny)
2 Pouze u nepenézniho prispévku
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Ptispévek na PP, DPS, ZP ano ano?
Nahrada mzdy v ramci zékona ano ano*
Nahrada mzdy nad ramec zakona ano ne
Pfispévek na vzdélani — vztah k pfedmétu cinnosti

zaméstnavatele ano ano
Prispévek na vzdélani — bez vztahu k pfedmétu Cinnosti | ne ano
Penézni pfispévek na vzdélani ano ne
Pruzna pracovni doba ano ne
Obcerstveni na pracovisti nes ano
Dovolena nad ramec zékona ano ne
Nepenézni dar pfi vyznamnych udélostech ne ano®
Penézni odména pfi vyznamnych udalostech ano ne
Sluzebni auto pro soukromé Ucely ano ne’
Home office ano anos
Viyrobky/sluzby se slevou ano ne
ZapUjceni pracovnich prostfedki/nastroju ano ne?
Zvyhodnéné zapujcky zaméstnancim ne'0 ano"t
Nepenézni pfispévek na volnoCasoveé aktivity ne ano
Penézni pfispévek na volnocasove aktivity ano ne
Sick days ano ne
Prispévek/zajisténi dopravy do zaméstnani ano ne'2
Prispévek na dovolenou ne ano'
Penézni pfispévek na dovolenou ano ne
Nepenézni pfispévek na nadstandardni zdravotni péce | ne ano
Penézni pfispévek na nadstandardni zdravotni péci ano ne
Nahrada mzdy za prvni 3 dny DPN ano ne
Odstupné nad ramec zékona ano ne
Firemni Skolka ano/ne ano/ne

3 Osvobozeno max. 50 000 K¢&/rok, rovnéz pouze pfi nepenéznim plnéni

4 Pouze za dobu do¢asné pracovni neschopnosti &i karantény za podminek stanovenych zakonikem prace (od ¢tvrtého dne,

ve vySi 60 % redukovaného primérného vydélku)
5 Vyjma nakladd na ochranné napoje a pitnou vodu

& Pouze pfi poskytnuti na vymezené ucely a do uhrnné vyse 2 000 K¢ za rok

7 Zdanéno ve vysi 1 % vstupni ceny motorového vozidla

8V pfipadé nahrad za opotfebeni vlastniho majetku, dle § 6 odst. 7 pism. d) ZDP nejsou viibec pfedmétem dané

9V pfipadé bezuplatného poskytnuti nebo nizsi ceny nez obvyklé
10 Poskytovany z vy€lenénych finanénich rezerv

Zdroj: vlastni zpracovani

1 Osvobozeno pouze u bezuroénych zaplijcek a zaroven pouze do thrnné vyse jistin 300 000 K&
12 Qsvobozeno pouze pro zaméstnance zaméstnavatele, ktery poskytuje vefejnou dopravu
13 Osvobozeno max. 20 000 K&
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ZAVER

Zameéstnanecké benefity jsou charakterizovany jako pInéni penézni €i nepenézni povahy, jez pfedstavuji
rozsahlou $kalu poZitkl poskytovanych zaméstnancim nad ramec smluvené mzdy &i platu. Jeden z
hlavnich divodu pro¢ zaméstnavatelé benefity poskytuji, je moZné povazovat jejich snahu ziskat a
motivovat kvalitni zaméstnance k dlouhodobé spolupraci. Zavedeni zaméstnaneckych benefitl zejména
v dobé konjunktury ekonomiky a Siroké nabidky pracovnich mist se stdva vyznamnou konkurencni
vyhodou, ale je v8ak tieba bréat zfetel na dafiové dopady konkrétniho zvoleného benefitu. Poskytovani
zaméstnaneckych benefitd je zpravidla upraveno v kolektivni smlouvé & vnitfnim pfedpisu
zameéstnavatele, coZz pfimo ovliviiuje darové posouzeni uplatnéni daného benefitu. Naklady na
poskytovani zaméstnaneckych benefith nemusi byt vzdy pro zaméstnavatele darfové uznatelnymi,
obdobné u zaméstnance nemusi byt poskytnuta vyhoda vzdy osvobozena od dané z pfijml ze zavislé
¢innosti. StéZejnim pravnim pramenem upravujici feSeni zaméstnaneckych benefitll je ZDP, nicméné
neni jediny, jak bylo uvedeno.

Pfedmétem pfispévku byla pravé identifikace dafovych dopadu pfi uplatnéni jednotlivych definovanych
zaméstnaneckych benefitd jak na strané zaméstnavatele, tak na strané zaméstnance. Vysledkem je
komplexni tabulkovy pfehled o tom, jaky dopad maji benefity na zaméstnance, které benefity jsou pro
zaméstnavatele darnové uznatelnym nakladem, pfipadné do jaké vySe, a které nikoliv.

Provedena analyza dafovych aspektli zaméstnaneckych benefitl a jejich vysledkl uvedenych v Tab. 1
pfimo navazuje na realizovany prizkum poskytovanych zaméstnaneckych benefitt v podnikatelské sféfe
v roce 2016 provedeny spoleénosti TREXIMA. Diky provedenému prizkumu je zfejmé, které
zaméstnanecké benefity zaméstnavatelé nejvice a zaroven nejradéji poskytuji svym zaméstnancim
(souCasné jasné definuje omezeni, které vyuZiti konkrétniho benefitu pfina$i na strané zaméstnance ¢i
zaméstnavatele). Rozhodné neni pochyb o tom, Ze poskytovani benefitu ve formé pfispévku na
stravovani (71 % zaméstnavatelu) je také motivovano dariovou uznatelnosti (byt ¢aste¢nou viz Tab. 1)
na obou zuCastnénych stranach. K obdobnému zavéru muzeme dojit i u ostatnich nejcastéji
poskytovanych zaméstnaneckych benefiti v Ceské republice, kde je mozno analogicky interpretovat
jejich vyznam poskytovani v pfimé souvislosti s dafiovym aspektem na obou stranach pracovné pravniho
vztahu. Z tohoto pohledu je také mozno tvrdit, Ze zdmér zakonodarce na zvySeni podilu poskytovanych
benefitd, které chce z jistych divodu podpofit, vyvola v pfimé souvislosti zajem o jejich vyuZiti na obou
stranach pracovné pravnich vztahu. Typickym pfikladem je vyznamna podpora pfispévkd na penzijni
pfipojisténi, kdy vefejny sektor usiluje o presunuti zodpovédnosti za budouci ekonomicky neaktivni
obyvatele na je samé. Problematikou motivace véetné finanéni motivace se zabyval vyzkum autort Bellé
a Cantarelli (2018), ktery uvadi, Ze pokud ma zaméstnanec vyhlidku zvySeni platu o0 5 %, vede jeho
chovani k vyraznému zvySeni motivace pracovat, ale pokud je nabidka 1% zvy3eni platu jeho chovani se
prakticky nezméni. Z tohoto pohledu tak volba Ucinné kombinace zaméstnaneckého benefitu a jeho vyse
pro zaméstnavatele kliCovou zaleZitosti. Co se ty¢e vyznamu nefinan¢nich benefitl nelze jejich vyznam
nijak podcenovat, nebot vyznamné plsobi i v tvorbé podnikové kultury dle Lorincové, et all (2016) pravé
zohlednovani nefinancnich benefitd vede k zajisténi soudrznosti a kvalitniho pracovniho prostiedi.
Nefinanéni benefity také pomahaiji firmam dosahovat spokojenosti zaméstnanc, ktera se v kone¢ném
dUsledku odrazi ve vy$$i motivaci pracovat a vytvaret tak lepsi ekonomické vysledky zaméstnavatele.
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VYUZITi ALFA-STABILNIHO ROZDELENI K MODELOVANI MIGRACE
MIGRATION MODELING AS APPLICATION OF ALPHA-STABLE
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Abstract: Migration is very wide term describing any case of object movement in given space. Migration
phenomena can be modelled from a theoretical as well as an empirical perspective. Many researches
have been analysing the causes of this timely event to give the answer to questions who, why, when and
where people migrate and what are the social and economic consequences for migrants as well as for
those in the origin and destination areas This study is focused on theoretical background of anomalous
diffusion of points in 2D spaces. Meanwhile the theory of traditional diffusion is connected with Gaussian
distribution and Brownian motion, the anomalous diffusion is driven by alpha-stable distribution and
particles perform Lévy flights. Basic properties of stochastic migration model with anomalous diffusion
and various boundary conditions are demonstrated and compared with traditional diffusion. This approach
will be useful for more complex investigation of economical subject migration involving deterministic
driving forces, spatial inhomogeneity and complex geographical boundary conditions in the future.

Keywords: alpha—stable distribution, anomalous diffusion, stochastic simulation, migration model,
boundary effect

JEL Classification: C63, J61

uvoD

Migrace z ekonomickych, sociélnich ¢i politickych dlivodu je vice nez aktualni problém. Z pohledu
mikroekonomie je migrace ekonomického subjektu dana teorii uZitku. Subjekt porovnava uZitek v
soucasném stavu (misto a okolnosti) s uZitkem v novém stavu po korekci na ztratu uzitku v pribéhu
zmény véetné nahodnych faktorl. Vysledkem je rozhodnuti o zméné stavu. Jde o velmi naroénou Ulohu,
kterou neni vzdy mozné feSit explicitné. Za téchto okolnosti se nabizi simulace metodou Monte Carlo jako
vhodné moznost jak zohlednit sloZita pravidla rozhodovani, nehomogenity prostfedi, okrajové podminky
a nahodné faktory. Na rozdil od modeld jinych autorl (viz Greenwood, 1985, Mills, 2006) cilem ¢lanku je
formulovat a ovéfit zakladni stavebni kameny modelu migrace, ktery jiz zahrnuje anomalni chovani
jedince a jeho interakci s pfekazkami, tedy najit odpovéd na otazku, az kam jsou jedinci ochotni migrovat,
kdyZ jsou uz rozhodnuti pro migraci. Vyhodou tohoto pfistupu je moznost vyuzit analyticke feSeni
pfislusnych diferenciélnich rovnic k exaktni poCitacové simulaci. Uvedeny zakladni model bude mozné
nasledné rozSifovat o dal§i aspekty migrace: nehomogenity, hnaci sily dané teorii uzitku a dalSi
ekonomicke, sociologické a politické aspekty. Tim vzniknou podklady pro rozhodovani v oblasti fizeni
migrace stejné tak jako v oblasti regionalni a urbanistické politiky.

1. MOTIVACE K MODELOVANIi MIGRACE

Pokud se divame na migraci jako na pohyb ¢astice v n-rozmérném prostoru bez pisobeni vnéjSich sil,
pak jde o znaCné zjednodu$eni reality. Nemusime se vSak obavat, ze takovy model nebude mozné
rozSifovat o dodate¢né hnaci sily a dalsi faktory ovliviiujici pohyb. Situace je podobnéa jako na poCatku
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20. Stoleti, kdy Smoluchowski (1906) velmi snadno a elegantné rozsifil EinsteinGv model difuze o
pusobeni vnéjSich sil. Vyhodou vySe uvedeného zjednoduSeni je elegance stochastického modelovani
ve spojitém prostoru a diskrétnim Case. Pfitom nejprve vyuZijeme vlastnosti Gaussova vicerozmérného
rozdéleni, které umoZzni simulaci klasické difuze. ZajimavéjSich vysledkd docilime modelovanim anomaini
¢i dokonce balistické difuze s vyuZitim alfa—stabilniho ¢i Cauchyova vicerozmérného rozdéleni. Konkrétni
simulace nam ukazi, Ze anomalni difuze mnohem lépe vystihuje semknutost populace pfi sou¢asném
vyskytu intenzivné migrujicich jedincl stejného typu. Je to dano téZkymi konci pfisluSnych rozdéleni.
Modely volné difuze jsou rozSifeny o vliv bariér, které omezuiji volny pohyb. Pfi modelovani interakce s
hranici si navic ovéfime techniku zmenSovani simulacniho kroku, nebot jiz prosty odraz ¢astice od
pfekazky je dlsledkem pusobeni vnéjsi sily. Ziskané zkuSenosti se budou hodit k modelovani
nehomogenit a nelinearit pfi budoucim rozsifovani modelu.

2. BROWNUV POHYB JAKO MODEL DIFUZE
Pokud pohyb ¢astic probiha v kontinuu, tj. ve spojitém prostiedi, pak k jeho popisu vystacime s klasickou
difuzi, ta je v n—rozmérném prostoru popsana parciélni diferencialni rovnici druhého Fickova zakona

dc(x,t)

Fra DV?c(x,t)

(1)
kde c je koncentrace Castic, D je jejich difuzivita v daném prostiedi, t je Cas a x je polohovy vektor (viz
Fick, 1995).

Pro migraci Castic z bodového zdroje plati pocatecni podminka
¢(x,0,) = 6(x —xo),

(2)
kde & je n-rozmérna Diracova delta funkce. Analytickému feSeni pro volnou difuzi ve tvaru Greenovy
funkce

c(x,t) = (2Dt)"/2G,, ((zpz:)-l/2 (x — xo)),

(3)
kde Gnje hustota standardizovaného n-rozmérného normalniho rozdéleni.
Vlastni simulace pohybu Castice pfi klasické difuzi pfedstavuje Brownuv pohyb v diskrétnim ¢ase dany
vztahem
x(t + At) = x(t) + (2DAt)?y
(4)

kde At>0,y ~ N(0,1) je krok simulace a standardizované n-rozmérné normalni rozdéleni.

3. MODELOVANi ANORMALNI DIFUZE POMOCI ALFA-STABILNIHO ROZDELENI
Pokud se chceme vymanit ze zajeti pfedstavy kontinua, ziskame cenny model, ktery umoznuje popsat
situace, kdy se urcity podil ¢astic dostane mnohem dél, neZ jsme Cekali. Uvedeny model se nazyva
anomalni difuze (Pekalski a Sznajd-Weron, 1999, Pozrikidis, 2016). Druhy Fickiv zakon anomalni difuze
ma tvar

dc(x,t)

ot

=D,V ®¢(x, 1),

(5)
kde 1 <a <2 je exponent anomalni difuze, D_a je anomalni difuzivita a VA((a) ) je anomalni Laplacelv
operator (Herrmann, 2011, Pozrikidis, 2016). Po¢ate¢ni podminka

c(x,0,) =6(x—xq)
(6)

generuje analytické feSeni ve tvaru Greenovy funkce jako

26 Trendy v podnikani - Business Trends 2018/2


https://doi.org/10.24132/jbt.2018.8.2.25_32

Trendy v podnikani - Business Trends (2018), 8(2), 25-32.
https://doi.org/10.24132/jbt.2018.8.2.25_32

c(%,8) = (2Dgt) ™ L o (Dat) M *(x — X,)),

kde Lna je hustota n-rozmérného alfa-stabilniho rozdéleni.
Z toho plyne, Ze k simulaci migrace €astice pouzijeme tzv. Lévyho lety popsané vztahem
x(t + At) = x(t) + (D, At)Y %y

(8)
kde At>0,y ~ Lnq je krok simulace a standardizované n-rozmérné alfa—stabilni rozdéleni.
Z terminologického hlediska pfi a—2- pfechazi anomalni difuze v klasickou difuzi, zatimco pfi a—1+
hovofime o balistické difuzi jako o druhém extrémnim pfipadé, kdy dokonce mizeme modelovat anomaini
migraci pomoci n-rozmérného Cauchyova rozdéleni. Pfi simulaci migrace Castic tedy nejsme nikterak
omezeni a vhodnou volbou exponentu anomalni difuze pokryjeme vSechny uvedené moznosti.

4. IMPLEMENTACNI DETAILY

Vicerozmérné alfa-stabilni rozdéleni patfi do skupiny rozdéleni schopnych zachytit Sikmost a tézké
konce, a proto méa Siroké aplikacni moznosti. Nahodna veli¢ina mé alfa—stabilni rozdéleni, kdyz linearni
kombinace nezavisle a stejné rozdélenych nahodnych velicin ma identické rozdéleni. Obecné hustota
tohoto rozdéleni neni znama v analytickém tvaru. Je zndma pouze jeji charakteristicka funkce, ktera ma
pro izotropni standardizovanou stabilni nahodnou veli€inu X tvar (Nolan, 2013)

() = Eexp (iu'X) = exp(—|ul®)
(9)

1
X = A2G,
(10)
G~ N(0,D),
(11)
A~S, (g, 1,2 cos(am/4)%/* ,0),
(12)

pro 0 < a <2, kde a S_a je jednorozmérné alfa-stabilni rozdéleni. Z vySe uvedeného je patrné, ze
nahodnou veli€inu vicerozmérneého stabilniho rozdéleni s parametrem a Ize simulovat pomoci
jednorozmérneho alfa—stabilniho rozdéleni (Samorodnitsky a Taqqu, 1994). Algoritmus pro generovani
jednorozmérné standardizované alfa—stabilni ndhodné veli€iny Y ~ S(a,,1,0) je nasledujici (Chambers,
Mallows a Stuck, 1976):

e \ygenerovat U~U(—§,§)a W ~exp(1), kde U a exp predstavuji rovnomémé a
exponencialni rozdéleni.

e Proa#1
1-a
1 sin(a(U + f)) cos(U —a(U + f)) a
Y= (1+7%)2a T ( W )
(cosU)a
(13)
Pro a=1
1,/ nWcosU
r= E[(E+ BU) gl - 'B(n+2,8U)]
(14)
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larctg(—() proa #1

kde ¢ = —ftgas={¢
3 proa =1

Uvedené vztahy Ize snadno implementovat v prostfedi Matlabu a vyuZit je pfimo k simulaénim vypo¢tam.

5. NUMERICKE EXPERIMENTY S OKRAJOVYMI PODMINKAMI
Cilem numerickych experimentl s vySe uvedenymi modely je ukazat rozdily mezi modelovanim migrace
jedinct pomoci klasické, anomalni a balistické difuze v rizném geometrickém usporadani. Veskeré zde
uvedené vysledky pocCitacovych simulaci byly provedeny ve dvourozmérnych prostorech, které nejlépe
vystihuji migraci objektt po daném povrchu ve 3D prostoru. Simulace byla provadéna v bezrozmérném
unifikovaném tvaru daném volbou D_a=At=1. Byly porovnavany tfi reprezentativni typy difuze jako
studované modely migrace:

e klasicka difuze pro a—2-(horni ¢ast obrazku),

e anomalni difuze pro a=3/2 (leva dolni ¢ast obrazku),

e balisticka difuze pro a—1+(prava dolni ¢ast obrazka).

Obr. 1: Volna difuze

Zdroj: Autofi
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Obr. 2: Priichod branou v bariére

Zdroj: Autori

Nejprve byla studovana volna migrace v roviné (Obr. 1) pomoci nezavislého opakovaného vypousténi
migrujicich objektl z pogatku soufadného systému. Zakresleny jsou pouze koncové polohy jednotlivych
objektd. Nazorné vidime ohranieny dosah migrace modelované klasickou difuzi, zatimco migrace s
anomalni a balistickou difuzi generuji odlehlé hodnoty a sou¢asné vedou k zapouzdieni zbylé Casti
populace bodu, coz je velmi typické pro jev, kterému vcelafi Fikaji rojeni a ktery je typickym projevem
jakékoli Zivé populace.

Z hlediska stochastické pocitatové simulace v diskrétnim ¢ase je mnohem komplikovanéjsSi studovat
migrace pomoci difuznich procesu s okrajovymi podminkami. Pak je nezbytné nutné volit o nékolik Fadu
mensi Casovy krok simulace. Proto byly nasledujici vypocty provedeny jako posloupnost 10 000 na sebe
navazujicich kratkych kroku, kde v kazdém kroku je posuzovana mozna interakce s hranici oblasti.
Pokud budeme sledovat pouze prekazky, které pasivné brani pohybu migrujicich jedincl, pak dojde po
interakci k odrazu. Pfikladem muze byt klasicka nepfekonatelna zed resp. pfimka jako jeji analogie v 2D
prostoru. Pokud je v uvedené jednoduché bariéfe brana jako jedind moznost uniku z daného Uzemi, pak
dochazi nejen k odrazu od bariéry, ale i k prichodu ¢astic branou, ktera se chova téméf jako bodovy zdroj
migrujicich subjektl za bariérou (Obr. 2). Jina situace nastava pfi disledném ohraniéeni oblasti ze vSech
stran (Obr. 3), coz mize odpovidat migraci v ramci jednom regionu, jedné ekonomiky nebo jednoho
ekonomického bloku. V tomto pfipadé mnohonasobné vnitfni odrazy zplsobi zvySeni koncentrace Castic
v porovnani s volnou migraci. Pokud studujeme migraci jedinct na povrchu koule (Obr. 4), pak jde rovnéz
o ohraniCeny 2D systém, akorat hranice neni dana explicitné. Porovnanim s volnou migraci jasné vidime,
Ze se pfi 2D rojeni na povrchu koule mimo jadro roje vyskytuje urcity podil objektd s nenulovou koncentraci
uplné vSude. To se u migrace modelované klasickou difuzi stane az po zaniku jadra populace. Tento fakt
by nemél byt pfekvapenim, protoze napfiklad vCelafi, epidemiologové a vysokoskolsti pedagogové to

Trendy v podnikani - Business Trends 2018/2 29


https://doi.org/10.24132/jbt.2018.8.2.25_32

Trendy v podnikani - Business Trends (2018), 8(2), 25-32.
https://doi.org/10.24132/jbt.2018.8.2.25_32

védi jiz davno, nebot nékteré veely, viry a absolventi jsou zcela nepochopitelné Gplné nékde jinde. Model
anomalni difuze véetné balistické nam tedy mlze poslouZit jako nastroj k modelovani realné migrace z
fyzikalnich, chemickych, biologickych, sociologickych, ekonomickych, politickych i jinych pficin.

Obr. 3: Migrace v ohrani¢ené oblasti

Zdroj: Autofi
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Obr. 4: Migrace na povrhu koule

Zdroj: Autofi

ZAVER

V ¢lanku byly analyzovany modely migrace zalozené na klasické, anomélni a balistické difuzi. Zatimco
volna difuze je snadno popsatelny proces v€etné analytického feSeni a snadné simulace, rozsifovani
modelu o interakci s hranicemi a dalSi faktory je Cisté numerickou zaleZitosti. Metodou Monte Carlo se
podafilo demonstrovat uziteCnost anomalni difuze, nebot’ Iépe vystihuje chovani populace pfi bezcilné
migraci. Dale byla studovana interakce migrujicich subjektt s migranimi pfekazkami. Vysledky simulaci
ukazuji nasledky odrazu od bariéry, prichodu mezerou v bariéfe i omezenosti pohybu po kulové plose.
Na dosazené vysledky bude mozné navazat konstrukci komplikovanéj§iho modelu s dalSimi faktory
ovliviyjicimi migraci.

Podékovani: Autofi dékuji za finanéni podporu grantu SGS17/196/OHK4/3T/14 CVUT v Praze,
v jehoz ramci byl tento €lanek vytvoren.
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WILLINGNESS OF YOUNG PEOPLE TO WORK IN THE FAMILY
BUSINESS: PILOT SURVEY

Zuzana Horcickova?

' Ing. Zuzana Hor€ickova, Technical University of Liberec, Faculty of Economics, zuzana.horcickova@tul.cz

Abstract: This article discusses issues related to family businesses in which young people work (and
subsequently are likely to become the owners) as they have ties both to the business and to the
municipality in which the business operates, see sections 1 and 2. An important question concerning the
transfer of the business to the younger generation is the issue of family business succession. The pilot
showed that 30% of respondents have a family business in their family. The larger percentage of
respondents living in a rural-type municipality has a family business in the family compared to respondents
living in urban-type municipalities. The survey also showed that a large percentage of respondents do not
plan to work in their family business (the percentage is larger in case of respondents from rural areas).
The most common reason is interest in a different field. This fact can have fatal consequences for the
family business. It is necessary to educate potential successors on family business, among other things
in order to better manage the process of succession. Many respondents whose family operates a business
do not plan to be involved in it after completing their studies, rather they want to be employed. This also
evidences the need to foster the entrepreneurial spirit in young people.

Keywords: Family Business, Young People

JEL Classification: 010

INTRODUCTION

Family business is a significant contemporary phenomenon. Even more so in the Czech Republic, where
the development of the business environment was stopped by a totalitarian regime after the Second World
War and did not resume until the ‘Velvet Revolution’ that marked the fall of that regime (Korab, 2008;
Odehnalové, 2011). The basis for each family business research is first to answer the question: What is
family business? Each economy has its own specifics, and if it defines this type of business, the family
business category slightly varies. (Mandl, 2008) The definition of a family business is addressed in section
1. However, a general specific feature of a family business is — among other things - its transgenerational
(across generations) orientation, i.e. the business is passed on to successors most often coming from the
family. (Zellweger, 2017) Bednafikova et al. (2016), who researched the migration of young people from
rural areas in Russian Siberia, state, that for children from successful self-employed families, the desire
to follow in the family footsteps tends to be a key factor in their decision to stay at home. In the Czech
Republic, the period for this first transfer of businesses between generations has already started, i.e. the
first (older) generation passes the business on to the second (younger) generation (Bednafik, Mikulka,
2014).

The definition of a young person varies depending on both time and place, and it depends on socio-
cultural, institutional, political and economic conditions. In Nepal, any person between the age of 16 and
40 is considered young, the United Nations defines a young person as a person from 15 to 24 years of
age, but most often a young person is considered to be a person up to the age of 29 (Swatos, William,
1998; Knerr, 2017). In the Czech Republic, the Ministry of Education, Youth and Sports of the Czech
Republic (2017) defines a young person as a person aged 15 to 29. The migration of young people away
from rural areas is influenced by several factors, such as personal background including gender, age and
education. For gender, migration depends on the region. Women more often leave rural municipalities for
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cities in order to escape rural life. The highest rate of mobility from rural areas to cities was found among
people aged 16 to 29 years. Highly educated people are more cosmopolitan and more often tend to leave
rural communities, as their ties to these communities are not so deep (Bednafikova et al., 2016).

1. FAMILY BUSINESS

The most common criteria for classifying a business as a family business are: ownership of the business,
strategic management of the company is in the hands of the family, the business is controlled by the family
and family members are employed in the business. (Rydvalova et al., 2016). According to the European
Commission, a business is a family business if: (a) the majority of voting rights are in the possession of
the natural person(s) who established the firm through providing its registered capital, or in the possession
of their spouses, parents, children of other direct heirs; (b) the majority of voting rights are (directly or
indirectly) held by the family; (c) at least one representative of the family or kin is formally involved in the
governance of the business. Based on a primary survey in Liberec MEP (municipality with extended
powers), the Czech Republic, a team from the Department of Business Administration and Management,
Faculty of Economics, Technical University of Liberec (also FE TUL) proposed the following definition of
family business (Rydvalova et al., 2015): “A family business is an economic entity with a long-standing
tradition, where family members are not only employees but also have a decisive influence on its
management.” Other conditions for classifying a business as a family business include, for example, the
willingness of the current owner to pass the business to the next generation (Mandl, 2008) or the actual
perception of the business as a family business by its very owner (Rydvalova et al., 2016)

Family businesses are also characterized by socioemotional wealth, which sets them apart from non-
family businesses. Socioemotional wealth (hereinafter also SEW) refers to a versatile approach that
includes the family members’ relationship to the business and its surroundings, i.e. it refers to the non-
financial objectives of family businesses. (Zellweger, 2017; Berrone, Cruz, Gomez-Mejia, 2012) In
addition to strong social ties, identification with the company, reputation and strong emotions, SEW also
includes intergenerational control, i.e. keeping the business in the hands of the family across generations.
(Zellweger, 2017) In the Czech Republic, there are currently a large number of family businesses that are
managed by the first or second generation of the family and that are in a phase where it is necessary to
address the issue of succession. (Bednafik, Mikulka, 2014) The results of the initial primary survey carried
out within the Northeast NUTS2 unit showed that, for most respondents, family businesses do not
consider passing the business to the next generation their primary objective, so they are not currently
considering succession. (Hor¢ickova, 2017) This is viewed as a problem, because the issue of succession
is critical for family businesses, and statistics show that unfortunately more than 70 % of family businesses
do not survive the first passing-on process. Ninety per cent of these businesses do not overcome the
passing-on of the business to the third generation. (Luan et al., 2017)

2. MUNICIPALITY CONTEXT
According to Backman and Palmberg (2015), a distinction needs to be made between the urban and rural
context within the business environment. The authors examined the advantages of each area for family
and non-family businesses. To distinguish between the areas, they used division into three categories:
(a) large city where there is a high standard and diversity of services and inputs that are provided to both
individuals and businesses, i.e. not only within the municipality but also in neighboring municipalities; (b)
town which is defined as the center of a region outside metropolitan cities and their suburbs; (c)
countryside which includes municipalities that do not fall into either of the above categories and in which
the number of services available is limited.
As part of a research project for the Ministry of Regional Development of the Czech Republic, GaREP,
spol. s r. 0. (2009) mentioned mainly the following approaches in the context of defining rural areas:

. the size category of the municipality (the number of permanent residents), where the most

common threshold is a population of 2 000 or 3 000;

34 Trendy v podnikani - Business Trends 2018/2


https://doi.org/10.24132/jbt.2018.8.2.33_38

Trendy v podnikani - Business Trends (2018), 8(2), 33-38.
https://doi.org/10.24132/jbt.2018.8.2.33_38

. population density (or possibly population per built-up area) that usually is 100 or 150
inhabitants per km?2.

However, these indicators have their limitations, namely: (a) they are greatly affected by the area of the
municipality's cadaster; (b) they do not take into account temporary residents and commuting of the
population.
Backman and Palmberg (2015) argue that, in cities, businesses have an advantage in a higher standard
and a wider range of usable resources. Another advantage in the city is the existence of “knowledge
spillovers”, i.e. the formation of an environment in which ideas and knowledge rapidly spread among
individuals and companies. The spreading of such knowledge across businesses and industries is known
as “Jacobian externalities™ . By contrast, the disadvantage of urban environment is high competition.
Unlike urban environment, rural environment is characterized by limited availability of resources to
businesses (especially high-quality resources). In addition, knowledge externalities are also limited. Rural
businesses are more likely to survive, among other things due to lower competition. In the countryside,
the performance of a small business depends on human and social capital. Rural family businesses show
a higher rate of growth than non-family businesses operating in the countryside. Family businesses tend
to be rooted in rural areas because of their historical, social and cultural ties to the given place. These
ties, in turn, are their competitive advantage where family-type businesses are capable of creating,
developing and allocating tangible and intangible resources. (Backman, Palmberg, 2015)

3. RESEARCH METHODS

This part contains the results of a pilot initial survey at the Faculty of Economics, Technical University of
Liberec in 2017. Specifically, first-year and fifth-year students of the Business Administration and
Management specialisation were approached. The total number of respondents was 226 (100% of
respondents answered the questionnaire). The students were asked whether their family owned a family
business (based on their own perception of a family business), and what their relationship to the business
was.

These students meet the definition of a young person (Ministry of Education, Youth and Sports of the
Czech Republic, 2017). Figure 1 shows the age and gender structure of the respondents. 58.41 % of the
respondents were women and 41.59% were men. 82.30 % of the respondents lived in towns and cities,
17.7% in rural-type municipalities, i.e. in municipalities with up to 2 000 inhabitants.

Fig. 1: Age and gender structure of respondents
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Source: own processing

1 According to Jacobs, J. (1969). The economy of cities. New York, NY: Random House

Trendy v podnikani - Business Trends 2018/2 35


https://doi.org/10.24132/jbt.2018.8.2.33_38

Trendy v podnikani - Business Trends (2018), 8(2), 33-38.
https://doi.org/10.24132/jbt.2018.8.2.33_38

4. RESULTS

This part contains the results of descriptive statistics. The results are shown in Table 1. The first column
indicates a type of the question/answer, the second column describes number of answers. The third one
shows how many percent are divided between the answers. Next columns called Rural-type/Urban-type
(% of the answers) contain proportions of respondents living in a rural/urban area in the framework of the
answer. The last two columns called Rural-type/Urban-type (% of rural-type/urban-type) indicate
proportion of the answers in the sample of the respondents’ municipalities (rural/urban-type of

municipality).

Tab. 1: Results of descriptive statistics

. Rural-type | Urban-type Rural-type Urban-type

Question/Response | Number | Percent % of the‘ answers % of rural-type | % of urban-type
1. Does your family have a family business/farm?
Yes 68 30.09% 23.53% 76.47% 40.00% 27.96%
No 158 69.91% 15.19% 84.81% 60.00% 72.04%
Total 226 100.00% X 100.00% 100.00%
2. Do you plan to work in the family business after completing your studies?
Yes 12 17.65% 16.67% 83.33% 12.50% 19.23%
No 52 76.47% 26.92% 73.08% 87.50% 73.08%
Did not respond 4 5.88% 0.00% 100.00% 0.00% 7.69%
Total 68 100.00% X 100.00% 100.00%

Source: own processing

Thirty percent of respondents have a family business or farm in their family. Almost 24 % of these are
living in a rural-type municipality, 76.47% are living in an urban-type municipality. Forty percent of
respondents living in a rural area have family business in their family (60% of them do not have a family
business). In the case of respondents living in an urban area — more than 70% do not have a family
business (27.96% have a family business).

Fig. 2: Results of descriptive statistics — reasons

Question 2: Reasons for answer NO
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More than 76% of respondents with a family business were not planning to work in their family business
after completing their studies. The most common reason, see Figure 2, was the desire to be employed in
a different field (52% of respondents). This points to the fact that young people prefer to be employed
rather than to be entrepreneurs. Twenty-one per cent of respondents want to be entrepreneurs, but in a
different field to that of their family business. For 10% of them, the reason why they are not planning to
work in the family business is that they do not want to live in their current municipality. If young people —
potential successors to family businesses — do not work in the business, its existence as a family business
is at risk. The issue of succession is a long-term process that needs to be planned systematically and
potential successors need to be prepared for managing the business. As mentioned above, more than
70% of family businesses do not survive the first passing-on process (Luan, et al., 2017). The businesses
cease to exist, are sold to a strategic buyer or other persons outside the business, e.g. the business (non-
family) management (Zellweger, 2017).

CONCLUSIONS

The present article deals with the issue of the rural-type vs. urban-type municipality, family business and
marginally also the critical process of succession that is mainly characteristic of family businesses.
Characteristically, family businesses employ family members (Rydvalova et al, 2015; Zellweger, 2017;
Liu, 2015). Intergenerational cooperation is therefore considered one of the features of a family business
(Korab, 2008). In addition, family members are often closely tied to the company and they feel commitment
to it (and to the family), which is considered a socially-based resource specific to family businesses. (Hatak
et al., 2016) The young generation’s employment in the company, the engagement of family members in
the business, and the focus of family businesses on continuity due to the subsequent transfer of the
business — these were the prerequisites for young people to stay in the family business.

The survey revealed that the predominant reason for not joining a family business is interest in a different
field. Lack of career planning for the next (potential successor) generation may lead to an unwilling
successor, which can have disastrous consequences for the family business. Even though family
members work in the business, they are also able to consider their alternative career path. (Murphy,
Lambrechts, 2015) The second most common reason for not joining a family business after completing
their studies was their intention to do business in a different field. However, this fact does not mean that
they cannot work in the family business and find self-fulfiment in a different field that will contribute to
diversifying the portfolio of the family business. Most often, respondents do not want to work in the family
business because they want to work in another field as employees. However, employment in a business
other than their family business, in a different field (without returning to the family business), means not
using the tacit knowledge or skills and social ties that constitute (according Zellweger, 2017; Korab, 2008)
one of the advantages of family business. The above has highlighted the need for education in the field
of (family) business, including e.g. succession planning that — in turn — includes learning about the
possibilities of successors, and also the need for fostering the entrepreneurial spirit in young people.

Acknowledgement: This article was written in the Framework of SGS-EF-3300-21231 ,,Young
Generation in Family Business in the Context of the Municipality“, Faculty of Economics,
Technical University of Liberec.
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Abstract: This study presents an analysis, comparison and evaluation of the Industry 4.0 Concept, with
the focus on the measurement of its overall benefit. Based on a wide range of theoretical perspectives,
outcomes of expert studies and analyzes of top consultancy firms, we infer that senior management
currently has very indistinct ideas and exaggerated expectations of the content and benefits of the Industry
4.0 Concept. The result of this confusion is often either the rejection or questioning of the revolutionary
aspect of Industry 4.0 and its overall benefits. Consecutively, executives are unable to effectively manage
business processes towards gaining market benefits. The study identifies three major elements that are
associated with management’s unclear or exaggerated expectations about Industry 4.0 Concept. These
factors are: the unclear theoretical basis; the broad practical focus of the concept itself and ultimately also
the excessively misuse, exploitation and overly general application of the given term by marketers and
consulting firms. Together with that Industry 4.0 faces an absence of generally accepted Key Benchmarks
of Industry 4.0. The main impact of this is that there are currently very limited ways or criteria to
differentiate the degree of companies’ involvement in the Industry 4.0.
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INTRODUCTION
Every author that wishes to comment on Industry 4.0 faces a difficult task right at the very beginning of its
work. Whether for its own methodological purposes or reader's comprehensibility, this concept needs to
be defined. As this study tries to show, the initial platonic question, ‘what Industry 4.0 is’, conceals in itself
a number of controversies.
With respect to the origin of Industry 4.0 initiative, we will use the initial definition of German Plattform
Industrie 4.0 (2017) that characterizes Industry 4.0 as a combination of production methods with state-of-
the-art information and communication technology. It is changing the future of manufacturing and work in
Germany: In the tradition of the steam engine, the production line, electronics and IT, smart factories are
now determining the fourth industrial revolution.
What, however, originally started as a German initiative has soon become a global brand due to its high
political pertinence, intensive marketing efforts and the global leadership of Germany in manufacturing.
Industry 4.0 is also sometimes called ‘smart industry’, ‘intelligent industry’, ‘smart factory’ or ‘smart
manufacturing’. For the purposes of this study, Fourth Industrial Revolution will be equivalent to Industry
4.0. Furthermore, we consider the Internet of Things a key component of Industry 4.0, as it is the industrial
use of the Internet of Things that makes the whole industry smart.
The contribution of this study builds primarily on the desk research approach based on a wide range of
theoretical perspectives, academic research, outcomes of expert studies and analyzes of world leading
consultancies and agencies.

1. INDUSTRIAL OR SOCIETAL REVOLUTION?
Currently, Industry 4.0, or the Fourth Industrial Revolution is a rather vast vision that stretches beyond
merely technological aspects. Industry 4.0 is a digital transformation of the value chain of the industry, at
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the beginning only focused on manufacturing, and nowadays on many other sectors beyond the industry.
It is also a name for the current trend of automation and data exchange in manufacturing technologies. It
includes cyber-physical systems, artificial intelligence (Al), the Internet of Things (loT), cloud computing
and cognitive computing as theirs combinations create what has been called a ‘smart factory’ of the future
(Mukeriji, 2018).

While a similar description could have been comprehensive enough in previous years, we could see
Industry 4.0 evolving beyond manufacturing and commerce. KPMG (2016, 6) suggests that ‘companies
need to adopt a holistic approach’ and broaden their horizon beyond pure technology.

There are vivid examples of Industry 4.0 trends coming to life everywhere around us. lts effect could
perhaps be best seen on the shivering job market. In 2016, Sood (2016) reported that a newly developed
artificial intelligence wizard will free up company’s 3 000 engineers from mundane software maintenance
activities. It is not uncommon these days that the Fourth Industrial Revolution is associated with further
complex changes in human society in its entirety. During 2017’ Cebit (Europe's Business Festival for
Innovation and Digitization) trade show, Japan went beyond smart factories and introduced a ‘super-smart
society’, a new vision called Society 5.0. Japan’s initiative, described in an ambitious statement ‘Towards
realization of the new economy and society’ (2017), is built upon the key technological elements that are
very well known in Industry 4.0 (loT, cyber-physical systems, Al or Big Data), but beside these it focuses
on the impact of their implementation on Japanese population.

We should keep in mind that Industrie 4.0 was first introduced in Germany as a publicly-backed and
steered initiative. The majority of its policies ‘aim at strengthening respective country’s industrial
competitiveness and modernization and better ensuring the sustainable growth of the manufacturing
sector’. (European Commission, 2017)

Jao (2017) point out that Industry 4.0 is and never was ‘just about the digitalization of manufacturing, but
about digitalization across all levels’, as governments seek to future-proof their economy in the face of
the upcoming revolution. Similar initiatives which seek to further link technological evolution with other
societal aspects follow elsewhere in the world. Czech Republic recently broadened its National Initiative
Industry 4.0 into Society 4.0 that reacts on grand public challenges posed by the progress of Fourth
Industrial Revolution (Alliance Society 4.0, 2017).

In the rest of the study, we wish to focus on the actual content of Industry 4.0 and as we will see later, it
is important to remember that the subject matter of Industry 4.0 Concept is constantly evolving. In its
complexity, the idea of Industry 4.0 presents a testament of modern time. In a contrast to Asimov’s famous
principles of robotics, this is not an ethical statement but the envisionment of a new era. The economic
objectives of individual businesses are strongly linked with social and environmental ones, as
governments play an all-important role in Industry 4.0 adaptation.

2. LITERATURE REVIEW

2.1 Facing a Lack of Understanding of the Content of Industry 4.0 Concept from the
Perspective of Practice

If we do an extensive desk research of materials published about Industry 4.0, one thing stands out above
the rest; an urgent need of all authors to answer the question: What is (and what is not) Industry 4.0?
Even though most authors come with a particular Industry 4.0 characterization or a list of its essentials,
definitions too often suffer from superficiality and therefore result in generalizations.

Besides that, many of these definitions are being phrased in language so indistinct that they slide over
the surface and their predictions are remarkably cautious and all-encompassing as to be practically
useless for business owners. On a same note, Georgieva’s (2016) study shows ‘the new industrial
revolution faces the danger of ... lack of understanding. It is simply a problem of the concepts being too
vaguely defined, and in parts too overarching, to be meaningful.” Many attempts to define Industry 4.0
resemble wild visions rather than specific conceptions suggesting concrete steps towards their real
implementation.
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An example of this inclination could be the definition of Industry 4.0 according to the European Parliament
(2015, 2): ‘Industry 4.0 is a term applied to a group of rapid transformations in the design, manufacture,
operation and service of manufacturing systems and products. The 4.0 designation signifies that this is
the world’s fourth industrial revolution, the successor to three earlier industrial revolutions that caused
quantum leaps in productivity and changed the lives of people throughout the world.’

As a result of this shallowness, businesses willing to implement some aspects of Industry 4.0 into their
manufacturing process have few to none specific instructions as to what exactly they are supposed to be
doing.

In addition to that, large consulting firms (McKinsey, Boston Consulting Group, Deloitte, KPMG etc.)
unknowingly support this trend. Consider the study of the consulting company McKinsey (2015): ‘Most
manufacturing executives are likely confused about what it is. ... Yet a closer look at what's behind
Industry 4.0 reveals some powerful emerging currents with strong potential ..., and executives should
carefully monitor the coming changes and develop strategies to take advantage of the new opportunities.’
While the quote acknowledges the uncertainty on the part of those who would apply this vision in practice,
it immediately underlines the possible losses associated with this approach. Reports on Industry 4.0 that
are being released to the public frame this new paradigm-changing revolution in terms so imprecise that
more than a set of instructions they double as additional means of excitement for brighter tomorrows.
Even though the reason for that is rather obvious — the income of these companies predominantly comes
from hands-on consulting instead of providing free advices to everyone — such materials certainly do not
bring the necessary level of exactness into the debate.

We fully understand the necessity of futuristic visions. They are a welcomed factor in motivating us
towards Industry 4.0 adoption. However, the absence of specific definitions along with the lack of fixed
4.0 identifiers results in discussions concerning the real value of the Industry 4.0 strategy as a whole.
Furthermore, it leads to questioning its overall meaning and genuine benefit.

2.2 Overhyped Expectations: The Controversy of Industry 4.0’ Overall Benefit
It is showing to be extremely difficult to come up with a definition of Industry 4.0 that would cover all of its
aspects and would not end in the above mentioned generalizations. In addition, Marijn ten Wolde of Bosch
Siemens Home Appliances claims that ‘Industry 4.0 has a different meaning for each company. Even
within Bosch there isn’'t one definition of Industry 4.0. It's dependent on the strategy for each factory.’
(Wray 2016) Despite this, we believe that through a combination of practical observations and theoretical
analysis, it is possible to identify key points of a given concept.
There are extensive articles devoted to the sole research and analysis of Industry 4.0 definitions. One of
the most comprehensive, dealing with the issue, is probably i-SCOOP’s (2016) ‘Guide to Industrie 4.0’
that sums up all important definition attempts together with their brief characterization. In order not to get
caught up in this problematic issue, let us perhaps first examine Industry 4.0 through the optics of its real
value and advantage it carries for businesses.
Based on discussions with industry leaders, consulting group KPMG (2017, 5) claims that ‘the real value
of i4.0 comes not from the component technologies or capabilities but rather through the integration of
automation, data, analytics, manufacturing and products in a way that delivers unique competitive
advantages and unlocks new business and operating models’. As we can see, the cornerstone for
business advancement and value-creation in Industry 4.0 is not based on technologies themselves but
rather on their integration into the whole business model. That is why the transition from third to fourth
industrial epoch relies on far more than on a purchase of specific ‘smart’ technologies. Similarly a
manifesto or press release that acknowledges company’s allegiance to 4.0 is far from sufficient. What
should present only a start of successful transformation is for many also the finish line. A 2016 Global
Industry 4.0 Survey’ conducted by PwC (2016) suggests that many companies still hope that the 4.0 wave
will effortlessly drag them towards the revolutionary current.
Similarly Drath and Horch (2014, 58) do not identify the Fourth Industrial Revolution with new
technologies, but with novel combinations of the available technology. ‘The revolution is not necessarily
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the technical realization but the new horizon of business models, services, and individualized products.’
The primary content of Industry 4.0 is formed by a combination of ‘smart technology’, its integration and
innovative way of its usage. All this combined forms a smart factory of the future and unlocks the
underlying value of Industry 4.0.

Since the first appearance of Industry 4.0 vision at Hannover Messe in 2011 (GTAI, 2011) there have
been countless polemics debating whether we are really on the brink of the industrial revolution, or
whether we are witnessing another technological bubble fuelled by inflated expectations of business
forums and government initiatives. ‘Part of the problem in today’s world of highly active technology and
social media is that it's sometimes hard to distinguish the hype from what's actually happening on the
ground in manufacturing’. (Tate, 2015) We can see that the conferences surrounding Industry 4.0 are no
longer unilaterally positive, and sceptical voices are beginning to emerge.

KPMG'’s (2017, 5) recent report points in a similar direction: ‘Manufacturing executives hear that i4.0 will
be revolutionary. And nobody wants to be left blind in the race to develop the factory of the future. Yet,
our discussions suggest a growing gap between executive ambition and transformative action.” What we
detect here is the difference between real application of disruptive ideas of Industry 4.0 and their mere
declaration.

We believe that one of the causes of this phenomenon can be traced to an unfortunate exploitation of
Industry 4.0 concept in marketing communications and to its excessive use in press releases.
Nevertheless, marketers and public relations representatives are hardly the ones to be blamed as they
are merely reflecting audience’s (stock market investors; boards of directors) interest in a most recent
technology buzzword. ‘Every vendor marketing manager ... now seems eager to jump on the latest
industry bandwagon in a desperate effort to position their company’s offerings as ‘ahead of the game’”’
(Tate, 2015)

In a bright contrast to these debates we can hear the biggest consulting groups proclaiming that Industry
4.0 will flourish, attract billions in investment and exemplify the inevitable way for manufacturing
enterprises that do not wish to perish. For instance Gartner (2017) suggests that loT market will be worth
almost US$ 3.7 trillion by 2020.

The aforementioned overly hyped expectations could be viewed as a simple by-product associated with
turbulent early years of all major revolutions. Nonetheless, our current research indicates one occurrence
common to all previous discussions — the inability to identify what is and what is not Industry 4.0, and the
associated helplessness in identifying its true value.

In conclusion, based on a wide range of theoretical perspectives, outcomes of expert studies and analyzes
of top consultancy firms, we infer that senior management currently has very unclear ideas and
exaggerated expectations of the content and benefits of the Industry 4.0 Concept.

3. IMPLICATIONS AND RESULTS

3.1 On the Road to Industry 4.0 Measurability

Despite the desire to adopt the Industry 4.0 Concept, executives are often unaware of what specific steps
to take towards the 4.0 implementation. In order to manage business processes towards the successful
implementation of Industry 4.0 principles, we must be able to measure the process of adaptation itself. In
other words, to govern the adaptation process it is necessary to have more sophisticated instruments than
the ones the concept already contains. In this part of the study we will present the necessary requirements
for the future determination of these instruments.

Together with Gartner’s earlier prediction we should also examine different materials, which this advisory
group releases. While we can find that the key Industry 4.0 constituents (Intelligent Things, Digital
Technology Platforms or Big Data) are recurrently appearing in their lists of ‘Strategic Technology Trends’
(Gartner, 2015, 2016, 2017), their other report ‘Hype Cycle for Emerging Technologies’ (Gartner, 2017)
also places several technologies associated with Industry 4.0 near the ‘peak of inflated expectations’.
While these analyses suggest their future impact, they likewise tell us about the level of our expectations
that we associate with new technologies.
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Regular visitors to Hannover Messe start to note that they miss a major change from last year’s, or even
from 2013 presentations. What is omnipresent though is the ‘widespread positive expectation amongst
the Industry leaders, partially influenced by aggressive marketing of product/service vendors’ (Krishna,
2016). It has been five years since the Industry 4.0 concept was introduced, but we can still see scholarly
journals occupied with the same topic without the prospect of change. An aptly titled study ‘Industry 4.0:
Hope, hype or revolution?’ (Bassi, 2017) deals with similar thoughts in relation to laser processing and its
possible role in new industrial revolution.

In a recent article ‘This Is Not the Fourth Industrial Revolution” E. Garbee (2016) casts doubt on the
revolutionary potential of Industry 4.0. ‘The [2016] World Economic Forum spent the entire summit doing
its best to make the case that this coming revolution is somehow more new, more different, and more
threatening than any we have previously experienced. But its justifications are the same as they have
always been and in fact are simply characteristics of technological revolutions in general. ... In fact, the
phrase the fourth Industrial Revolution has been around for more than 75 years.” We believe that not only
our dialogue concerning Industry 4.0, but the concept itself lacks one crucial element that would put an
end to similar speculations that tend to present Industry 4.0 as a meaningless phrase.

On the basis of mixed methods research, we claim that what is missing in Industry 4.0 discourse is a set
of basic referential indicators, i.e. key benchmarks. By ‘key benchmarks’ we mean criterions and
comparative indicators of Industry 4.0 Concept. Their role is to provide us with tools to assess the level of
company’s engagement in Industry 4.0 Concept as well as to measure companies’ performance using a
set of specific indicators. Ultimately, we are setting these key benchmarks to compare subjects of Industry
4.0 with one another through the means of given metric of performance.

Together with that, a set of benchmarks as such would allow us to monitor the degree of implementation
of essential Industry 4.0 identifiers. To summarize, we do not need another Industry 4.0 definition, what
is required is a set of Key Industry 4.0 Benchmarks.

3.2 Progressive Trend Towards Measurability of Industry 4.0
In a 2016 report ‘From buzzword to value creation’ consulting firm McKinsey & Company advocates an
identical need. McKinsey (2016) stresses that it is creating value that is key — not focusing on the
technologies themselves. While the report is not clear of profound statements as ‘digital has the potential
to profoundly reshape the way industrial companies interact with and serve their customers’, we can see
its shift of focus towards more practical questions such as ‘what does digital bring in terms of performance
jump across functions?’ By the end of the report, authors admit that at the moment companies mostly
focus on compelling opportunities that Industry 4.0 might bring to their businesses, rather than on a
question whether they are ready for the upcoming revolution.
In response to this discrepancy McKinsey (2016) introduced their own ‘MGI’s Industry Digitisation Index
that measures the extent of digitisation ... of the European economy’. While the extent of economy
digitization does not equal to the level of Industry 4.0 implementation (or adoption), the quoted report
anticipates a major turn in discussions regarding Industry 4.0. Similar inclination - the effort to bring
distinctive features that would allow measurability and further exact analyses of the Industry 4.0 Concept
- can be seen elsewhere.
In March 2017 ARC Advisory Group published an article ‘Criteria for Industry 4.0 Products’ (Wanke, 2017)
that seeks to find constituents (general criteria) for identifying the Industry 4.0 products. Similar studies
reflect an issue mentioned at the very beginning: the uncertainty how to precisely define or differentiate
what is and what is not Industry 4.0. It is important to note that the terminological fuzziness and a non-
existent generally accepted definition has implications that go far beyond academic sphere. Most notably,
‘companies are struggling when it comes to identifying and implementing Industrie 4.0 scenarios.’
(Hermann et al., 2016, 12)
During 2011-2015, we have mostly seen efforts to either popularize Industry 4.0, or to draw attention to
its importance. However from 2016 onwards, we can observe a partial, albeit very slow shift of attention.
We adjudge that 2018 will be a year of concretizing given Industry 4.0 vision into a form that offers
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measurability of the degree of implementation. To conclude, we call this trend the Tendency towards
Measurability and Identification of Key Benchmarks of Industry 4.0.

At the moment, there are no reports that would show the level of Industry 4.0 integration. Recent surveys
are limited to responding on a question ‘Is Industry 4.0 a topic of discussion at your company?’ (Hannover
Messe, 2015, 3) While its positive response might have brought something new to discussion in 2015, in
a present time we need to ask different questions, which will provide us with exact answers about the
actual use and benefits of Industry 4.0.

4. EVALUATIONS OF EXISTING INDICATORS, PRINCIPLES AND DRIVERS OF INDUSTRY 4.0
CONCEPT

To be able to ask these questions, we must first define what could be considered a practice of Industry

4.0. In order to do that, we need a set of reference indicators, i.e. determinants of companies’ real

involvement in Industry 4.0. Such knowledge will also enable us to differentiate between marketing fog

and realistic expectations.

4.1 Industry 4.0 Performance Index
As an ideal way to assess the advantage that implementation of Industry 4.0 principles gives to individual
businesses appears to be their fair market valuation, respectively stock market development of selected
firms. An investment Swiss bank Vontobel (2017) recently introduced ‘Industry 4.0 Performance Index’,
which ‘tracks the performance of companies that generate significant revenues in Industry 4.0 segments:
automation — robotics — sensors — software and data services— mechanical engineering'’. It offers us to
compare the development of this index over time with other, more general manufacturing indexes, e. g.
The Purchasing Managers Index (PMI) that indicates the economic health of the manufacturing sector or
The ISM Manufacturing Index (ISM) based on surveys of more than 300 manufacturing firms. This
comparison, however, carries two major problems. The more general one depends on the fact that it is
not possible to objectively determine whether it was the adoption of the principles of Industry 4.0 which
has contributed to the better performance of the selected companies. The second one is associated with
a particular way the index was constructed.
Rules for selection of index components are based on the following four criteria: high entry barriers —
product appeal and market growth — internationality of business— quality of management. This method is
not exact in a way that it uses professional estimation heuristics, as it is the ‘index advisor picks the 20
most promising companies ... based on these criteria’ (Vontobel, 2017). While this might be the ideal
solution for investors who are not deeply concerned about Industry 4.0 determinants, these criteria cannot
form a design of referential Industry 4.0 indicators as we have previously defined it — to be suitable to
measure the degree of implementation.
We believe that a given performance index still presents a valuable guide, however, it is necessary to
keep in mind the limitations that this assessment brings with it, concretely a partly-voluntary process of
choosing its index members. The given index is one of the possible indicators, but it is necessary to count
on the above mentioned reservations as its shortcomings.

4.2 Design Principles for Enterprises Based on Industry 4.0 Concept

Another attempt to come up with a comprehensive definition together with identifying key Industry 4.0
elements was conducted by Hermann, Pentek and Otto (2015). Based on a quantitative text analysis and
a qualitative literature review they formulated four key components of Industry 4.0: Cyber-Physical
Systems, Internet of Things, Smart Factory and Internet of Services.

Authors (Hermann, Pentek, Otto, 2015, 3932) of the mentioned study consecutively derived four design
principles ‘guiding practitioners and scientists on “how to do” Industrie 4.0: interconnection, information
transparency, decentralized decisionsand technical assistance’.

Despite the contribution these authors bring to identify the indicators of the Industry 4.0 Concept, the
outcomes of their research — Industry 4.0 Design Principles — do not serve as the means for measurement
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of either 1) the level of company’s involvement in Industry 4.0 or of 2) the added benefits that the concept
gives to its users.

4.3 Drivers and Challenges of Industry 4.0 Concept
Acatech (2016), the German Academy of Science and Engineering, also recognizes the need for realistic
conception that would monitor the current performance of Industry 4.0. Its report ‘Options for the Future
and Recommendations for Manufacturing Research’ firstly identified existing country-specific parameters,
drivers and challenges in the context of international Industry 4.0 domain. ‘Following the aggregation of
these drivers and challenges into thematic areas, some areas in turn emerged as global drivers and global
challenges to the implementation of Industrie 4.0." (Acatech, 2016)

e Drivers: sustainability, user-friendliness, collaboration.

e Challenges: standards, migration and interoperability, business models, industry 4.0 brand.
The broad foundations of Industry 4.0 Concept together with its geographically changing focus are also
reflected in the described drivers and challenges.
Even though the identified global drivers represent another viable set of Industry 4.0 indicators, we have
the same reservations towards them as to the ‘design principles’ (Hermann, Pentek, Otto, 2015)
mentioned above. First of all, we claim that the resulting indicators must be provided in a form that allows
for their successful measurement. Secondly, they must be given in a set of benchmarks that are able to
provide exact and accurate information of the above described factors (level of implementation, overall
benefits).
The results presented in this subchapter are, however, beneficial as a study of key Industry 4.0 Indicators,
on the basis of which any future benchmarks can be determined. In order to further develop Industry 4.0
Concept, it is not necessary to create additional indexes, neither to propose new principles nor to identify
new drivers. Based on the evaluation of currently available indicators, we come to the conclusion that we
should focus or future research on the design of the coherent system of key benchmarks that will
demonstrate its usefulness for business executives by allowing them to measure the specific benefits,
which Fourth Industrial Revolution brings to their field.

CONCLUSIONS
The study contributes to the ongoing discussion centring on Industry 4.0 within both academic and (more
importantly) business’ community. We have identified three major elements that are associated with
management’s unclear or exaggerated expectations about Industry 4.0 Concept. These factors are: 1)
the unclear theoretical basis, 2) the broad practical focus of the concept itself and ultimately also 3) the
excessively misuse, exploitation and overly general application of the given term by marketers and
consulting firms.
We have showed that the ‘hype or revolution’ arguments present a continuous element in Industry 4.0
discussions. The result of this confusion is often either the rejection or questioning of the revolutionary
aspect of Industry 4.0 and its overall benefits. The underlying cause of this situation is the inability to
realistically measure the level of implementation of the Industry 4.0 principles and consequently to
compare the individual subjects from both theoretical (academic) and practical (corporate) perspectives.
Based on our research, we have discovered that one of the main reasons for that lies in indetermination
of generally accepted Key Benchmarks of Industry 4.0. Because of that, there are currently limited ways
or criteria to differentiate the degree of companies’ involvement in the Industry 4.0. Consecutively, we
struggle with monitoring whether the integration of Industry 4.0 principles brings a competitive advantage
to its participants.
The secondary consequence of this disarrayed state, in which Industry 4.0 is currently found, is the
inability to effectively manage business processes towards gaining market benefits, savings and,
ultimately, increasing business profits.
It is only when we identify the main characteristics (relevant factors) of the Industry 4.0, when we can
determine the extent of adaptation (adoption of 4.0 principles) of individual enterprises. In order to
successfully manage business processes in the direction of implementation of 4.0 principles, executives
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must be able to measure the process of adaptation itself. We believe that new standards are needed in
order to take discussions surrounding Industry 4.0 to a more exact level. These relevant factors and
standards will be called the Determinants of Industry 4.0 Adoption.

Based on this analysis, the primary objective which this study accomplished was to establish a theoretical
basis for future design of Key Industry 4.0 Benchmarks. Such key referential indicators (benchmarks) will
provide the management (but also the professional public) with the opportunity to monitor the
implementation of the Industry 4.0 Concept and to measure its added benefits to businesses.

Acknowledgement: Studie vznikla za podpory grantového systémemu ZCU v ramci projektu
SGS-2018-005 Védecky rozum a lidské hodnoty: kriticka reflexe.
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Abstract: This study was conducted based on the effect of participative leadership style on employee’s
productivity using Midland Galvanizing Product Limited (MIDGAL) Abeokuta, Ogun State Nigeria. The
study actually tried to find the extent to which participative leadership style helps to improve employee’s
productivity and bring out their best. The study made use two hypotheses. Survey research design was
used for the study. The sample for the study comprised 114 staff of MIDGAL. The instrument titled
“Participative Leadership Inventory (PLI)” was used for the study. Regression analysis was used to
measure the effect of the independent variable to the dependent variable of hypothesis one, while in
hypothesis two Correlation analysis was used to measure the significance of the relationship between the
dependent and independent variables. Cronbach’s Alpha method was employed for measuring
questionnaire reliability. SPSS was also adopted for the research in testing the research hypothesis. The
result of the findings shows that there is positive and significant relationship between participating
leadership style and employee’s productivity. Also, the result shows that participatory leadership style can
be used as a motivational tool for workers. Based on the results of the study, the study recommended
that every organization should adopt participatory leadership style as it boost employee morale and
enhance organizational productivity.

Keywords: Participative leadership, motivation, leadership style. Organizational Performance

JEL Classification: M12

INTRODUCTION

With respect to the organization’s perspective to follow their evolution, it is necessary to examine
organizational leader’s behaviours precisely in all organizational levels to achieve their goals (Hung, Lung
& Gong, 2010). Leaders should perceive their reciprocal independency and influence their employees so
that they motivate to participate in reaction and responsibility and hence knew their performance
expectations (Joashi, 2011). Burke (2006) Posit that in the organizational environments employee’s
behaviour and efficiency influenced by workplaces and this shows leaders behaviour's during their
interaction. Fry (2003) emphasized that Leaders should acquire better cognition from their behaviours
that influence their members’ self-confidence as they form effects of work places through employee’s
feedback and their employment. Also, it is necessary to study the effect of participatory leadership style
on productivity. Therefore, this study was aimed to examine the effect of participative leadership style on
employee’s productivity. The primary way through which organizations achieved their objectives is the
effective use of the various resources available to them. These resources are numerous; one of which is
the human resources. Apart from others like money, materials and machines, the human resource factor
is of vital importance in the survival and growth of any organization (Careless, 2004).

Hoyt & Mulph (2003) noted that it has become absolutely necessary to have a deeper knowledge and
understanding of the attitude of employees in an organization in the conversion process of inputs/outputs.
It is in this regard that this study tried to investigate the disposition and response of workers to
responsibilities at their workplace and uncover whether this is a product of their physiological and
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psychological state and their effect on organization cohesions and effectiveness. lieoma (2010) Posit that
there should be proper approach of leadership style adopted by business organisation towards
coordinating the human resources. The manager needs to understand what actually makes human being
to be satisfied with their various tasks so as to put in greater efforts in their respective duties. This means
that the factors that affect productivity are of immense importance to the modern manager (Fry, 2003).
Management had often made attempts to satisfy most of the needs found in employees with the ultimate
aim that this will in turn motivate and lead to workers” ability to put in their best and in the long run attain
better organizational objectives (Chief,2001). Levewis et al (2002) postulates on Physical motivators
which otherwise could be known as physiological needs include financial and other physical rewards given
to employees. Conceptual motivators are those physiological motivational activities, which include all
intangible rewards such as recognition, which falls under the higher order of needs as explained by
Maslow’s hierarchy of needs (Yuki, 2002). For an individual worker to be satisfied and highly motivated,
his actual needs must be recognized at any given situation. Workers participation in decision making
process which affects staffs and their job is one of the psychological motivational activities, which could
be used to raise employee’s morale and productivity (Brown, 2011).

1. LITERATURE REVIEW

Business organisation’s prospects, quality, service and project goals are no longer achieved by a selected
group of executives. Such success requires the involvement of everyone in the organization to determine
what customers want and how processes can be improved (Jung & Arlio, 2000). Since employee
involvement is so critical to success, companies have had to change some of their rules. Decisions and
problem solving are no longer considered to be the exclusive territory of executives (Fenwick & Gayles,
2008). Management is no longer expected to have all the answers. Instead it is widely assumed that
frontline employees are able to solve many operational problems more effectively than management
(Bonchnke & Bontis, 2003). For example, few managers today would purchase new equipment without
extensive input from the equipment operators or start a training program without assessing employee
interest. Employees are asked for input on topics that would have been considered out of their realm only
a few years ago. They are asked what customer’s values, how production can be streamlined, why a
process isn't working, and how safety can be improved (Armstrong, 2009). Top-down decision making in
which management tells workers what to do is rapidly being replaced by push-down decision making in
which people closest to the problem decide what to do (Rowe, 2001)

Aviolo (2007) examine the effect of team working method and participative management with employee’s
performance. The traditional organizational chat looked like a pyramid with management at the top,
employees in the middle, and customers at the bottom. The old rules required managers to make
decisions, employees to do what they were told, and customers to take whatever was offered. Glantz
(2002) Posit that today, excellent companies have turned the organizational structure upside down.
Customers are now at the top, driving the business; employees are in the middle, listening to customers
and becoming increasingly empowered to deliver what customers want. Management is at the bottom
supporting the workers who are delivering the quality (Lio & Joshi, 2004). Ehrhat (2004) examined the
important and effective role of participation in perceiving technology changes and revolutions in a factory
with 8000 employees in Ahmad a bad of India in a period of seven years. He suggests employees to
cooperate together. They perceive this plan immediately and implement it. These experiences show that
while there are several obstacles and rejections in front of technologic and structural changes, but their
participation influence their acceptance positively. Clement and Themba (2013) that pointed out that
involving employees in decision making in organization increases their productivity significantly.

1.1 The Concept of Leadership
Without leadership, an organisation is but a muddle of men and machines. Leadership is the ability to
persuade others to seek defined objectives enthusiastically. It's the human factor, which binds a group
together and motivates it towards it goals. Management activities such as planning, organizing and
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decision making are dormant cocoons until the leader triggers the power of motivation in people and
guider them toward goals (Bloom, 2000). Ashibogwu (2008) posits that participative leadership style is
significantly and positively related with organizational commitment. Other scholars also revealed that this
leadership style has a positive effect on the commitment of surbodinates to the quality of service, shared
values and the clarity of the employee’s functions (Moron, 2004) Leadership behavior leads to increased
organizational commitment in service organizations (Dull, 2010).Scholars argue that an association of
leadership and organisation culture is still an important target. Leadership is very important to the health
of an organisation if it must survive and grew in a dynamic environment; Finhum and Rhodes (2005)
explain that without effective leadership, it is difficult for an organization to function effectively. Sarros,
Cooper and Santora (2008) postulate that it is only through leadership that organisation can effectively
develop and sustain a culture that is adaptive to change.

Dull (2010) postulates that understanding the leadership style of any business enterprise will affect the
way the workforce operate. “Leadership is the process of motivating and directing others towards the
accomplishment of objectives. It involves any attempt at influencing the behavior of other for goals”. Aime,
Johnson, Ridge and Hill (2010) emphasized that the concept of Leadership has been critically viewed by
many eminent management scholars as to the definition of leadership. Cannon (2004) defines leadership
as the ability of a superior to influence the behavior of subordinates and persuading them to follow a
particular course of action. In support of the above definition, Koontz (2014) sees leadership as the
process of influencing people’s behavior so that they can strive willingly and enthusiastically towards the
achievement of organizational goal, which had been predetermined. This concept according to Koontz
(2014) can be enlarged to mean not only willingness to work, with zeal and confidence; Here zeal reflects
earnestness and intensity in the execution of work while confidence reflect earnestness and intensity in
the execution of work while confidence reflect experience and technical ability. While a person can be a
leader, he may not be a manager (Finchum & Rhodes, 2005). Leaders shape and develop the social
reality of the organization members. At this point in time, it is essential to explain that the term leadership
and manager are not synonymous.

“The term leader and manager are not necessarily interchangeable because leadership is a sub class of
management. Managers perform the function of creating, planning, organizing, motivating,
communicating and controlling. Included within these functions are the necessity to lead effectively which
may affect his ability to manage, but a leader needs only to influence the behavior of others. He is not
necessarily required to perform all the function of a manager” In fact he is not even required to lead his
followers in the right decision. Werner (2007) emphasizes that in modern times, leadership is no longer
viewed as a right office but rather a skill that can be productive. In being able to do this, leaders have
certain powers, which they can employ or apply to achieve results. They are Reward Power-based on the
ability of the leader to administer rewards. Expert power — based on special knowledge, skill, expertise or
experience possessed by the leader: Legitimate power which is derived from authority or legitimate
position in the organization and finally coercive power — based on the leader’s ability to administer and
control punishment. The effectiveness of a leader depends greatly to a large extent how well these powers
are manipulated so that subordinates will have the zeal and confidence in their work.

1.2 Types and Strategy of Participation
There are basically dual forms of participation namely direct and indirect participation. Direct participation
in decision—making is the participative processes whereby employees are involved in decision relating to
their immediate task or environment. This form of participation is mainly found in productivity bargaining
which is an arrangement between a worker and his employer to the effect that an increase in his
productivity will make him earn an additional wage. Productivity bargaining arises mainly in circumstances
where working practices need changes.
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Indirect form of participation is the participation process whereby employees are involved in decision
making through their selected representatives or delegates. Looking at the strategy applied by managers
to involve employees in decision making in organization, participative principles is normally employed to
achieve the desired result. Managers have many opportunities for involving subordinates in organizational
planning and decision making. Mission refers to defining a meaningful long-term direction for the
organization (Brown, 2011). Leaders have an important role in managing shared values and mission
(Anthony, 2005).

Joashi (2011) identified four participative methods which are:

| Delegation: means the transfer of authority from the superiors to the subordinates

ll.  Committee Action: Committees are a vital mean of continually gaining inputs from a large number
of organizational members. Most companies have certain standing committees to deal with
continuing or receiving problems facing the organization. These could be related to corporate
policy goals and operations. Depending upon the organizational structure special committees
may be established to deal with budgets, employment policies, grievances, disciplinary problems
and a variety of other organisational problems and activities.

lll.  Question Asking: Managers who respect the knowledge, opinions and judgment of their
surbodinates may achieve a relatively high level of participation by simply asking questions. Here,
the participative leader asks for information and insights that will improve the quality of their
responsibility of their subordinates in terms of intelligence and problem solving.

IV.  Shared Goals: Participative leaders are prone to become involved in management by objectives
and similar goals — oriented programmes. Ideally, an MBO programme is highly participative.

V.

1.3 Why the interest in participative management now?
Unlike the days when a good supervisor was expected to rule an iron first, today’s leaders are asked to
be visionaries, coaches and facilitators. But what do those words mean in terms of the —job behavior faced
with new expectation it is not surprising that so many supervisors feel as though they are in alien territory.
Understanding the changes that have made participative leadership necessary will make the territory
more familiar. Changes in competition have necessitated changes in business goals which have created
a need for new business rules and roles. The playing field has changed.
Some reasons behind the shift can be seen below:
. Competitive pressure: A key factor in the interest in participative management was the realization,
which really struck home during the 1980’s that better management practices — superior quality
management systems, better employee relations, integrated design and production teams could provide
critical competitive advantages to public and private sector organization (Aviola et al,2003). During this
same period, heightened issues about the societal accountability of organization also occupied
management positions (Brown, 2011).

i. Underlying the entire discussion of participative management and employee's involvement is the
dominance of the bureaucratic, hierarchical organization model and management approach commonly
referred to as Taylorism (based on Frederick Winslow Taylor's (1911) classic, the principles of scientific
management) or Fordism (based on the principle developed by Henry ford). However, the pre-eminence
of the bureaucratic, hierarchical organization model and traditional management practices is facing
increased challenge (Goldstein & Ford, 2002). In recent time, participative management strategies and
employee and stakeholder involvement were approached as modification of or supplements to the
traditional bureaucratic, hierarchical model, undertaken to achieve particular goals or address particular
problems. Recently, however participative management has been discussed as a comprehensive
governance system that could, and is, replacing the traditional bureaucratic hierarchical system for the
new, organic networked organizational forms emerging in the 1990s.

The traditional logic of organizing is to give simple work to employees at the bottom of the pyramid who
then report through a supervisor up a hierarchical chain of command to senior executives who provide
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direction, coordinal and control. This does not work well for organizations managing knowledge intensive
tasks. As the number and visibility of high knowledge based organization increases, the need for a new
logic of management has gained currency among both academics and managers (Dull 2010). Lawler
(2001) summarizes some of the principles of this new logic as shown below:

Fig. 1: Conceptual Model of Participative Leadership Style
Caollective
effectiveness
perception

Leaders Leaders

participative » effectiveness N o
behaviour " perception [* Productivity

Self
effectiveness
perception.

Source: Dull (2010) principles of new logic of Management

2. RESEARCH METHODOLOGY

Primary and secondary data was employed for the study. The population of the study was the staff of
Midland Galvanizing Product Limited (MIDGAL) Abeokuta, Ogun State Nigeria.The research instrument
was a questionnaire titled “Participative Leadership Inventory (PLI)’. The questionnaires were structures
in form of strongly agree (SA), Agree (A) Undecided, (U), Disagree (D) Strongly Disagree (SD). The study
employed Yard's formula. This formula is concerned with applying a normal approximation with a
confidence level of 95% and a limit of tolerance level (error level) of 5%.

To this extent the sample size is determined by [n = al ]

1+Nez
1)
Where:
n = the sample size
N = population

e = the limit of tolerance
Therefore, n = 160 = 160 =100 199 - 114 respondents

1+160(0.05)2  1+160(0.0025) 1404 1.4
A sample of one hundred and fourteen (114) employees out of the one hundred and sixty (160) employee
population of MIDGAL PLC OGUN STATE Nigeria as calculated above. Cronbach’s Alpha method was
also used for measuring questionnaire reliability. SPSS was also adopted for the research in testing the

research hypothesis.
Tab.: 1 Reliability Statistics

Cronbach's Alpha | N of ltems
745 20

Source: Field Survey (2017)
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Tab.: 2 Distribution of respondents and response rate

Respondents Occupation | Questionnaire administered (sampled) Percentage of total response (%)
Supervisory 45 50-0

Managerial 42 46.7

Executive 3 3.3

Total 90 100.0

Gender/Category Questionnaire administered (sampled) Percentage of total response (%)
Male 57 63.3

Female 33 36.7

No of Returned 90 78.95

No of Not Returned 24 21.05

Total no of | 114 100

Questionnaires

3. DATA ANALYSIS AND HYPOTHESIS TESTING
Tab. 3: The Descriptive statistics of Employees Productivity, Participative Leadership Style & Motivational

Source: Field Survey 2017

Performance
Responses
EMPLOYEE'S PRODUCTIVITY Total (N) | Mean
Poor leadership includes employee stress, disenchantment, lack of creativity, 90 456
cynicism high employee turnover, and low productivity. '
A high productivity /high wage economy require new labour management 90 3.83
Productivity bargaining arises mainly in circumstances where working practices | 90 305
need changes '
When workers are involved in decision making it increases their productivity | 90 3.88
significantly '
Leadership approaches affect workers level of productivity. 90 276
PARTICIPATIVE LEADERSHIP STYLE & EMPLOYEES MOTIVATION Total (N) | Mean
When workers are involves in decision making it increases their productivity | 90 2.88
significantly '
Participation can be a contributing factor in increasing efficiency 90 3.79
Indirect form of participation is the participation process whereby employees are | 90 3.49
involved in decision making through their selected representatives or delegates. '
The ability to participate in decision making serves as a morale boost for the young | 90 359
employee. '
The level of participation in decision making increase productivity through increase | 90 377
in motivation. '
When subordinates take part in motivation work, they may discover that the | 90 362
performance of their work is more productive. '

Source: Field Survey 2017
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Test of Hypothesis and Discussion of Findings

Regression analysis was used to measure the effect of the independent variable to the dependent variable
of hypothesis 1, while in hypothesis 2 Correlation analysis was used to measure the significance of the
relationship between the dependent and independent variables.

Hypothesis |
Ho: Participatory leadership style has no positive and significant effect on Employee’s productivity
H1: Participatory Leadership Style has positive and significant effect on Employee Productivity.

Tab. 4: Model summary

Adjusted R | Std. Error of
Model | R R Square | Square the Estimate

1 .721(a) 919 485 64386

Source: Field Survey 2017
Tab. 5: ANOVA (b)

Sum  of
Model Squares | Df Mean Square | F Sig.
1 Regression | 37.192 6 6.199 14.952 .000(a)
Residual 34.408 83 415
Total 71.600 89

Source: Field Survey 2017

a) Predictors: (Constant): Participatory leadership style
b) Dependent Variable: Employee Productivity.

Interpretation of results

The results from the tables above revealed that the extent to which the variance in employees productivity
can be explained by participative leadership style is 51.9% i.e (R square = 0.519) at 0.0001 significance
level.

Decision

The significance level below 0.01 implies a statistical confidence of above 99%. This implies that
participative leadership style has a positive and significant effect on employee’s productivity. Thus, the
decision would be to reject the null hypothesis (HO), and accept the alternative hypothesis (H1).

Hypothesis Il

Ho: A significant relationship does not exist between Participative Leadership Style and Employees
Motivation.

H1: A significant relationship exists between Participative Leadership Style and Employees Motivation.
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Tab. 6: Correlations

When workers are involves | When subordinates take part in
in decision making it | motivation work, they may discover
increases their productivity | that the performance of their work
significantly is more productive.

When workers are involves in

decision making it increases their

productivity significantly

Pearson Correlation 1 435(*)

Sig. (2-tailed) .000

N 90 90

When subordinates take part in

motivation work, they may discover

that the performance of their work

is more productive.

Pearson Correlation A435(*%) 1

Sig. (2-tailed) .000

N 90 90

Source: Field Survey 2017

Coefficient of Determination (C.0.D)

The coefficient of determination is obtained using formula C.0.D =r2 x 100%

Where r = Pearson Correlation

Thus;

C.0.D=(0.435)2x 100%

C.0.D =0.18705 x 100%

C.0.D =18.705%

The Pearson correlation of r = 0.435 therefore implies 18.705% shared variance between participative
leadership style and employees motivation.

Interpretation of results

The relationship between the variables (between participative leadership style and employees motivation)
was investigated using Pearson correlation coefficient. The results from table 6 above show that there is
a significant positive correlation of (0.435) between both variables at 0.0001 level of significance. Thus,
as obtained from the table {r = 0.435, p <0.01, n = 90}.

Decision

Haven found out that a significant relationship exists between participative leadership style and
employees motivation. We therefore reject the null hypothesis (H0), and accept the alternative hypothesis
(H1).

4. DISCUSSION OF FINDINGS

Results from the field survey analysis showed that participative leadership style has a positive and
significant effect on employee’s productivity. Participative leadership style has been proved to be a very
effective tool towards boosting employees' level of productivity. This analytical finding is consistent with
that of Clement & Themba (2013) pointed out that involving employee’s in decision making in organization
increases their productivity significantly. Secondly, it was discovered that a significant relationship exists
between participative leadership style and employees motivation.Analytical results show that an
organization that practices participative leadership style will enhance workers motivation .Moreover when
subordinates take part in motivation work , the performance of their work is more productive .The findings
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of this research is consistent with that of Brown (2011) that found that Workers participation in decision
making process relating to those things, which affect them and their job is one of the psychological
motivational activities, which could be used to enhance employee’s motivation, morale and productivity

CONCLUSIONS

Organizations are increasingly embracing the concept of participatory leadership style in the work place.
This research buttress this by showing that most workers in the company studied have actually embraced
and practiced the concept towards achieving good working relationships and set goals. The two
hypotheses were drawn from the objectives of the study and research questions were tested .The study
concluded that participatory leadership style is more in use in the company than other leadership styles.
A higher percentage of the population pointed out that participatory leadership is still a matter of individual
managers' leadership style and not corporate policy. They however indicated that this should be a matter
of company policy and not mere individual’s style of leadership. Seventy percent of the workers sampled
disagreed with the notion that participatory style results to a lot problems in the work place; rather, about
the same percentage affirmed that participatory is a more effective approach when compared to autocratic
and free reign management styles. The research has when showed that there is a positive relationship
between participatory leadership style and employee productivity, while hypothesis two validates the
axiom that participative leadership style could be used as a motivational tool to boost workers' morale.
Furthermore, this study revealed that management behavior and leadership styles adopted by
organizations play very important role in influencing workers contribution in the drive towards' growth and
survival. It was also evident in the course of this study that participation in decision- making by workers
relates positively with employees productivity. The morale of workers can also be boosted by the
application of participative management styles. A work environment where employees get involved in
decision-making in issues that affect their work and performance do help to create a conducive and
peaceful industrial setting.

Recommendations

The purpose of this study was to examine the effects of participatory or consultative leadership style on
employees' productivity, and to suggest how best management and organizations can use this and other
leadership styles to suit corporate objective and goals. Judging from the findings gathered from the
literature review, field work, and the two hypotheses that were tested, the following recommendations
have been made:

e Participatory leadership style has been proved to be a very effective tool towards boosting
employees' level of productivity. Management and organizations should adopt Participative
Leadership Style as a matter of corporate policy.

e Management and organizations should take advantage of the peaceful and harmonious industrial
environment usually created by this adoption of participatory leadership style. Participative
Leadership Style can be adopted as a very effective tool for motivating workers and to boost their
morale and output. This is because it gives the sense of belonging, acceptance, self- worth, and
approval, etc., to the employees as identified by Maslow being some of the conceptual human
needs.

e Management should create positive, conducive and encouraging work environment, so that
creative and useful ideas from the workers can be played up and embraced for the advancement
and progress of the whole entity.
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