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Financing of tertiary education: the Czech
Republic and Europe*

Ing. Mgr. Jaromir Tichy, MBA

Introduction

Currently, the system of tertiary education
funding is highly discussed. A number of coun-
tries in the European Union accessed or consider
accession to the change in funding from the state
to the family kind. The same situation is also in
the Czech Republic. In European Union countries
there appear two major trends of tertiary edu-
cation funding: some states have reduced state
contributions (e.g. in the UK it is possible to talk
about rather the USA system), while others use
a completely opposite trend. Given that the ter-
tiary education is through Bologna process closely
linked, those steps have impact on other countries.

Tertiary education is not always encouraged
to achieve excellence and the same problem
faces efficient employability of graduates, which
does not always correspond to changes in the
market environment.

The aim of this article is to describe the
systems and trends of tertiary education funding
in the Czech Republic and neighbouring coun-
tries, briefly introduce the concepts and their
impact, and then discuss or recommend the pos-
sibility of their use and application in the Czech
Republic.

A state’s economic performance increasingly
depends not on the access to new technologies
and adoption of new requirements, but economic

performance depends mainly on the labour
market and knowledge and skills of labour force.
The differences in living standards between
countries are assigned according to the Interna-
tional Labour Office specialists especially to the
disparities between the levels of training and
the quality of employment. Thus countries with
high levels of education are serious competitors
for the others, by increasing their ability to adapt
better to new technologies and challenges gener-
ated by globalization.

1 Theoretical background

The European Union is committed by the Lisbon
Treaty to support education and development
(Vostra et al., 2011). Key indicators of the Lisbon
strategy are concerned just on education, in-
creasing the number of graduates of tertiary
education, sustainability of employment and
mobility of employees. Priority for Europe as
a knowledge-based society till the year 2020 is
above all productivity, education, employment
in its influence on the development of society
(Vostra et al, 2011). As reported by Novotny, Mi-
kulecky (2011), working with people and their
knowledge is a critical success factor. Currently,
however, some fields have trouble in finding em-
ployees mainly due to lower interest of young
people in these fields (Svarcovd et al., 2011).

* Paper in specific research was supported by the Internal Grant Agency of the University of Finance and Administra-
tion, Faculty of Economic Studies; VyuZiti teorie pri analyze konfliktu zdjmu p#i realizaci reforem v oblasti socidl-

niho pojisténi a socidlniho investovdni.
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Education is an important factor supporting
the labour market, by improving adaptability to
change of graduates, allowing the individual to
take more chances in the labour market integra-
tion and in the continuity of the life. Addition-
ally, skilled and educated people are a long term
investment of the society, becoming the support
of growth and economic development, education
and lifelong learning by offering the chance to
successfully face the competition in the labour
market. Education is essential for any economy,
because educated individual has the ability to
contribute as a member of the society and to
bring new knowledge, social capital, and innova-
tion and thus support the economy. Moreover, the
current economy needs well-trained workforce,
in terms of globalization and technological revo-
lution, which requires the development of skills,
creativity, solid knowledge and a greater sense of
responsibility.

The growing demand for higher education,
which is presented as a guarantee of later career
(and the associated economic) success, along
with its modernization and increasing dynamics,
which increases the attractiveness of higher ed-
ucation caused in the Czech Republic ,sharp
increase in the number of students,” which,
however, “was not matched by a corresponding
increase in expenditure, so there was the fastest
decline in spending per student across the
OECD” (Matéju et al., 2009, p. 42).

Studies show that a higher level of edu-
cation enables the individual a better labour
market insertion, increases the chance to adapt
to the labour market demands and it positively
influences the quality of life and reduces the
default risk of unemployment. Education plays
a central role in preparing individuals to enter
on the labour market and in lifelong learning
experiences. Investiments in education develop

human capital and thus the economic develop-

ment and growth (Giarini, Malita 2005; Krueger,

Lindahl 2000; Spence, 2009).

The surge in students is also caused by
the ongoing crisis since 2009. This crisis is no
longer seen as a shortterm and students ar-
tificially prolong their stay in the school until
labour market conditions improve and hope in
higher qualifications and the opportunity to par-
ticipate in a growing economy.

This trend has three main causes (Oxford An-
alytica, 2012):

- Thanks to the crisis escalated competition for
human resources and increased demands on
the minimum education and skills to success-
fully find a suitable job,

- Opportunity costs (the amount of income
during the study period) are decreasing
because the wages and salaries are decreasing,

- Students believe in overcoming the crisis
period at the university without being hit by
recession.

At present, there is a massification of ter-
tiary education (this concept was named back
in the 70s) (Trow, 2006). Trow (2006) argues
that the increasing number of students in ter-
tiary education affects all other aspects of the
content and forms of teaching methods and
forms of study up to the quality standards.
Given the interdependence of these aspects,
the three development phases - an elite, mass
and universal tertiary education can be distin-
guished.

Table 1 shows the fundamental concept of
elite, mass and universal higher education.

As can be seen from Table 1, one of the main
reasons for the introduction of tuition fees is
increasing number of students which puts pres-
sure on state budgets. Regarding the improve-
ment of the quality of study, these changes will
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Table 1 »

Trow concept of elite, mass and universal higher education

Attitudes to access

Elite (0-15 %)
The privilege of origin and /or
talents

Mass (15-50 %)

Rights of those who have a certain

level of qualification

Universal (<50 %)

The duty for middle and upper class

Functions of Higher
Education

Formation of consciousness and
the nature of the ruling class;
preparation of elites

Transfer of skills, preparation wider
technical and economic elites

Adaptation of the “entire populati-
on” to rapid social and technologi-
cal change

The curriculum and
forms of teaching

Highly structured according to the

concept of academic and professio-

nal understanding of knowledge

Modular, flexible and semi-structu-
red arrangement of courses

Breaking boundaries and se-
quences of courses; breaking the
sphere of learning and practice

Students ‘career’

“Spansorship” from the end of se-
condary education; studies without
interruption until the graduation

Growth in the number of later
entering the university, increasing
failure rate

Very shifted age of entry to the
university, blurring the boundaries
between formal education and
practice, frequently interrupted
study

Institutional diversity
and characteristics

Homogeneity with high and uniform
standards; small communities

concentrated in the place of study;
clear and impenetrable boundaries

The versatile nature and differenti-
ated standards; “towns of intelligen-
ce”; mix of local and commuters;
unclear and permeable boundaries

High diversity without uniform
standards, a group of students,
some of whom rarely or not even
live in campuses; boundary weak /
non-existent

The decision-making
mechanisms

“Athenaeum” - a small elite group,
shared values and expectations

Normal political process based
on group interests and party
programs

“General public” question the
special privileges and prerogatives
of academic sphere

Quality standards

Widely shared, meritocratic and
relatively high

Variable; system /intuition becomes
a “holding” of various types of
academic activities

Transition from standard to “value
added”

Access and selection

Meritocratic success based on
performance in school education

Meritacratic and “comprehensive”
programs to achieve equality of
educational opportunities

Openness, emphasis on equality
by group membership (ethnic,
class, etc.)

Forms of administ-
ration

Parttime academics (“amateurs in
administration”); elected /appoin-
ted for a limited time

Former academics, now fully en-
gaged in administration; wide and
growing bureaucratization

Specialized experts; managerial
procedures adopted outside acade-
mic sphere

Internal control

Senior professors

Professors and younger employ-
ees; growing influence of students

The collapse of consensus, internal
control is unsolvable problem; deci-
sion-making processes are moved
to the political instance

Source: Trow (2006) in Prudky et al. (2010)

request multiple expenses, which are a heavy
burden on the budget. The quality may then
suffer. Given that fact Oliviera Martins et al.
(2007) prefer the costs to be carried by private
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persons, since it has a positive impact on the pos-

sibilities of improving mass higher education.
Oliveira Martins et al. (2007) argues that the

introduction of fees leads to raising the quality
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of studies and in addition to a competition in-
crease among universities for students and thus
to offer of better and more attractive branches.
Differences between the amount of payments can
attract different types of students (e.g. lower fees
at local schools versus higher at prestigious in-
ternational universities). These charges should
lead according to Oliveira Martins et al. (2007)
also to the fact that they will increase the in-
terest of students finish the study, moreover, in
less time and the excessive use of educational
services will be reduced. Reduction in eco-
nomic losses is also noted, the higher education
classes are funded by all taxpayers. The system
of fees and loans should eliminate this disparity.
However, the segments of population who
cannot reach the loan will be at a disadvantage.
Higher classes will have more options to choose
where to study.

The current crisis is increasingly inflected in
many countries and in most cases describes the
following aspects (Gherghina et al., 2010):

- Inability to pay the costs of tertiary educa-
tion only through public budgets,

- Inability to effectively manage the resources
allocated to tertiary education.

Due to the gradual changes that were not
always carried out coherently and consistently
the need for change tertiary education sub-fi-
nance is evident (Gherghina et al., 2010). From
the 80th years in Western Europe or 90 years
in post-communist countries there are gradual
changes in tertiary education, when the fi-
nancing was decentralized and national criteria
for evaluating the outputs of the education
system were established. Ideally, a new system
of providing resources policy should be set up to
support a direct link between finance provided
and the resulting performance (i.e. quality of
graduates).

And although the Bologna process has iden-
tified a number of beneficial actions on amend-
ments to the tertiary education, agreement on
ways and forms of financing have not been in-
cluded in discussions (Oxford Analytica, 2012).
At present, the Bologna Process has got to the
stage where it needs to be carefully evaluated
what has been achieved and to think about
how to improve what has partly failed, tighten
the reforms that have not been in the spotlight
(MSMT, 2012). Financing of tertiary education
is one of them. However, students may benefit at
least that they are able to move freely within Eu-
ropean universities and they can choose where
and how they want to study. The unsatisfactory
conditions in connection with the financing can
this way be bypassed.

In 2006 the European Commission set out
the criteria which the tertiary institutions should
meet so that investing state finance in it is ap-
propriate and repayable. They are (1) the ratio of
the volume of finance and school results, (2) fo-
cusing on funding contribution to the objectives
of the society on the national level, (3) a focus of
outcomes on long-term projects prospering the
entire company, (4) ways of using the resources
provided and work with them, including respon-
sibility, and (5) the ability to transfer unused re-
sources in the future years and projects. These
criteria can help to determine to which institu-
tions should be invested. Likewise, the can stim-
ulate debate about whether and where the state
funding is appropriate.

The year 2011 brought another recommen-
dation from the European Commission. The
agenda for tertiary education was published,
which calls for more and better graduates due
to the implementation of the Lisbon Strategy
(Oxford Analytica, 2012). The Commission also
highlighted the low average spending on ter-
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tiary education compared to other developed
countries (1,3 % of GDP in the EU compared
with 1,5 % in Japan and 2,7 % in the U.S.). It
was subsequently transferred to the recommen-
dation that finance should be primarily focused
on building a “centre of excellence” in individual
fields. The current economic situation of the
countries, however, indicates insufficient imple-
mentation of these recommendations.

The reasons why the Czech Republic and
other post-communist countries still did not
widely apply principle and forms of tertiary ed-
ucation that are applied in Western Europe may
be followmg (Nemec et al., 2011):

Limited competition and short-term business

strategies.

- “Insufficiently developed” democracy, where
citizens cannot evaluate the decisions of the
ruling minority.

- Limited “quality” of state law.

- Territorial fragmentation in some post com-
munist countries.

- Relatively widespread and deep corruption in
these countries.

The consequences of these assumptions in
the theoretical background are further discussed
below in the results of the work.

2 Material and methods

This article is based on an analysis of secondary
sources, of which it compiles outputs verified
by more resources. For interpretation are used
charts and tables clearly indicating the essential
outputs. Data for the analysis were drawn from
OECD databases,
journals from the databases, from the Czech Sta-
tistical Office and Ministry of Education.

The design of methodology is based on
a general model by Stevenson (1989), which
defines four basic parts, which are: problem defi-

professional, and scientific
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nition, model construction, model analysis and
synthesis of findings. This model is respected
and in the alleged contribution are processed
first two points. Study of Czech and foreign
authors literature was made as well as institu-
tions, which are focused on tertiary education
and tertiary education funding, trends in ter-
tiary education and its development. The topics
concerning the importance of tertiary educa-
tion for socio-cultural and economic context of
the European Union and the member states
were processed in the theoretical background
chapter. Subsequently the approaches to funding
tertiary education and the possibility of alter-
natives, their benefits and drawbacks and theo-
retical bases are further elaborated by trends
and sequence of development. For the research
processing the methods of compilation and com-
parison of sources in order to identify gaps and
contradictions in their beliefs were used (Ste-
venson, 1989; Disman, 2008). Based on the ap-
proaches mentioned above a table to compare
approaches in Member States where tuition is
already in place was prepared. Further the im-
portant points of these systems are mentioned.
Based on the knowledge gained, there are the
current trends in tertiary education described
and the inferred development in the Czech Re-
public is deduced. These findings reflect modern
approaches to working with the human capital
and the development of the knowledge society as
a priority of the Lisbon Treaty.

3 Results

Public funding of tertiary education is currently
mostly based on the law formulation and with
respect to the approved grant plans. In Europe,
there are other (additional) systems, such as the
possibility of negotiations on projects approved
by the entity (applicable in Belgium, Bulgaria,
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Ireland, Cyprus, Luxembourg, Malta, Portu-
gal and Slovenia) and through contracts set on
specific objectives-based outputs (Belgium, Den-
mark, France, Luxembourg, Austria, Portugal,
Romania, Slovak Republic and Finland).

Law given formulation is in most cases based
on the input criteria and output criteria. In the
Czech Republic the numbers of students en-
tering are balanced by the costs of specific ac-
credited courses and the annual increase in the
number of students negotiated with the Ministry
of Education and on output numbers of gradu-
ates once again with regard to the fields and
form of study and the number of students who
transcended the study period of longer than
one year. In other countries, the specific cri-
teria vary, they are e.g. shown in percentages
for the number of students studying in the last
year and a number of applications where there
may be specific criteria for levels of study from
undergraduate to doctoral (Ireland, Slovenia,
Portugal, Finland, Sweden, United Kingdom,
Bulgaria, Estonia, Italy, Romania, Poland,
Denmark, the Netherlands and Latvia), as well as
the number of professors and academics or de-
partments (Greece, Hungary, Portugal, Poland
and France) or the number of grants (Hungary,
Austria, Bulgaria and Latvia). The output criteria
focus particularly on student s achievement and
number of graduates. In the Czech Republic,
Italy and Austria, there is an extra emphasis on
compliance with the standard period of study.
Most European countries, however, focus on the
output of the results in functioning of the school
(education), research and sometimes the number
of graduates in specific fields (Great Britain,
Ireland, the Netherlands, Finland, Sweden,
Norway, Estonia, Latvia, Hungary, Romania).
Percentage that can be obtained using the
output varies. It ranges from 12 % to 50 %. But

for example in Ireland and Italy the output plays
almost no role, since the percentage rating is 5 %
or less.

However, in Lithuania and Portugal, there are
no output criteria precisely defined. Funding is
based on the calculation of the share of the state
budget or by a number of educational institutions
and the determination of the state assessment.

It can be concluded that the majority of Eu-
ropean countries focuses the evaluation mainly
on the number of graduates, or their standard
graduation. The advantage is the transparency
of resource allocation, but it leads to further dis-
cussions on whether the system is satisfactory.
The disadvantage could be favouring of students,
lowering the quality of education (academic
requirements) so that as many students as pos-
sible complete the study and as less as possible
graduated prematurely, as it would be against
the interests of the educational entity. Therefore,
the emphasis should be on quality control and
external evaluation of the particular entities.

4 Systems of tuition

The ratio of public and private funding of ter-
tiary education is a frequently discussed issue.
However, the approach of individual states in the
European Union varies and sometimes approach-
es rather non-European standards, where in the
UK the ratio of private financing is even lower
than in the USA. On the contrary, other Euro-
pean countries have rather high above the aver-
age public funding sources. A selection of state
and private funding of tertiary education rate is
shown in Figure 1.

In countries where systems of financing ter-
tiary education through lending system exist,
these systems are tied to the creditworthiness
and students in fields that promise high future
earnings (Oliveira Martins et al., 2007). Informa-
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Figure 1 )»
Percentage of public and private funding in selected countries

GB
USA
Israel
OECD
Mexico
EU
Spain
France

Germany

0]

[ State financing

20

Source: adapted from Oxford Analytica (2012)

tion asymmetry calls for the guarantee of these
loans or it is necessary that the loans are pro-
vided directly by the state. Satisfactory in this
case are mortgage loans that are repaid relatively
long time (as is the case in the Netherlands and

Table 2 »

40 60

[] Private financing

80 100

Sweden, where the amortization period is 25
years - see Table 2). The system of tertiary educa-
tion funding in the superiority of private funding
in Table 2 is designed to reduce personal finan-
cial risk while providing direct support.

Comparison of loans in European countries with an established tuition

Income threshold for

repayments

{ Holland

€ 15.000 (40 % of the
average annual salary)

Sweden

None

Great Britain

£ 15.000 (52,5 % of the average
annual salary)

Standard payment system

Mortgage repayments

Mortgage payments are rounded
to 2 % per year

9 % of income above the threshold

{ The amortization period ~ { 25 years i 25 years i- ‘
Remission of debt After 25 years of payments At 70 years of age or death Death /inability to pay / after 25 years
Subsidies during the study Interest 3,05 % 30 % subsidy with interest 2,8 % Interest (interest = inflation) 2,4 % :
Subsidies after study Interest 3,05 % 30 % subsidy with interest 2,8 % Interest (interest = inflation) 2,4 %
£ % of working students ¢ 911 % EN/A £56%
Average debt at €8.700 (23 % of the 230.000 SEK (74 % of the £8.800 (31 % of the average annual
graduation average annual salary) average annual salary) salary)
Average income after €28.000 (87 % of the 290.400 SEK (94 % of the £22.000 (77 % of the average annual
graduation average annual salary) average annual salary) salary)

Source: processed by Oliveira Martins et al. (2007)
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Table 2 shows significant high percentage
of working students. Thanks to this there is an
ongoing refinancing and reducing of the finan-
cial risks associated with credit-financed educa-
tion. This partly explains how it happens that
the average debt at graduation achieves in some
countries, less than 50 % (see penultimate row of
Table 2).

Great Britain, however, introduced in 2010
further changes in the funding of tertiary edu-
cation. This is a total shift of tertiary education
funding from the state to private. Private tuition
funding makes since that time 65,5 % of total ex-
penditure on tertiary education (the EU average
is 21,8 %). These reforms have increased tuition
at £ 9.000 per annum and introduced method
of successive installments, where the graduates
with longer life expectancy and income pay sub-
stantially higher payments. This new system was
created to improve the situation in the universi-
ties. It was assumed that an average of £ 7.000
will be needed to compensate the cuts in state
funding, tuition, however, grew even more. This
resulted in a fall in applications to UK universi-
ties by 8,7 %. Most of the decrease was recorded
in humanities, arts and social sciences, where
there was a 14 % decrease (Oxford Analytica,
2012).

Belgium, Czech Republic, Estonia, Greece,
Ireland, Italy and Latvia since 2009 also took
steps to increase the share of private funding of
tertiary education. State funding of tertiary ed-
ucation has been affected more than research
resources. Due to the long-term fiscal unsustain-
ability of countries like Greece, Ireland, Italy,
Portugal and Spain can in these countries be ex-
pected further cuts in state funding.

However, compared to these trends, Finland,
France, Germany and Norway on the other hand
increased budgets for public funding of tertiary

10

education. In Germany, there was originally
with the submitted amendments allowed uni-
versities to charge tuition fees to a maximum
of € 1.000, but only a small number of univer-
sities took advantage of this and some of that
tuition originally introduced is now again can-
celled (Oxford Analytica, 2012). In the Nether-
lands there has been a rise in tuition fees only
for students beyond the normal period of study
or for those who study second master’s degree.
This resistance of most European countries to
the introduction of tuition fees together with
the reduction of government budgets on tertiary
education leads to a reduction in the quality of
education. For example, in 2007 the norma-
tive amount to one study in the Czech Republic
was CZK 34.325 and in 2011 only 26.428 CZK.
However, the number of students increased from
327.000 to 400.000 (MSMT, 2011).

5 Likely development in the Czech Republic
Much discussed emphasis on creating opportu-
nities for private funding of tertiary education,
which was begun by the White Paper on Ter-
tiary Education (Matéju et al., 2009), does not
solve the overall underfunded status, but tries
to follow the example of foreign systems and
conform Czech higher education to existing so-
cial and economic conditions and thus closer
to international standards. They, however, also
include other interventions in terms of guaran-
teed loans and relatively long repayment system
so that tertiary education was not the privilege
of higher layers, as the current socio-economic
environment requires a high number of gradu-
ates of tertiary education. There is a huge gap
between private education where the student
pays all the expenses of his studies, and public
education, where is no motivation to share their
own education, but on the contrary enhances un-
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equal social conditions of study and reduces the
competitiveness of schools. Financial disengage-
ment of public university students by Matéju et
al. (2009) and Oliveira Martins (2010) also con-
tributes to a lower efficiency of this position of
higher education because students do not take
any significant responsibility for their studies.!
White Paper (Matéjt et al., 2009) therefore pro-
poses to the following facts into account, shrink
the gap between private and public education by
the new system of grants, which should be pro-
vided from public funds also to the private high
schools, and the introduction of tuition fees in
public higher education system. While drawing
inspiration mainly in the Scandinavian countries,
where the direct support in the form of target-
ed social studies scholarships, study grants and
student loans, is successfully applied. The good
example, however, due to the current economic
situation in the Czech Republic, are becoming
also countries “which thrive in more marked-
ly involve private funds and have less social
barriers in access to education than the Czech
Republic” (Matéju et al., 2009, pp. 45).

It can be said that through an appropriate
state funding of tertiary education can be
achieved increased competition and higher the
quality of individual institutions. The state can
play a role of supervisor of the effective redistri-
bution leading to the development of education
level.

Solutions in terms of following the trend of
Great Britain and introduction of tuition fees
funded from private sources in larger quantities,
however, has its pitfalls. A decline in student in-
terest and increased migration can be expected.
It will likely be unsustainable in the long term

and the EU Member States will have to begin
to solve common/unified funding system within
the agreements about tertiary education (see,
for example Sorbonne and the Bologna Decla-
ration). The agreement will be however difficult,
because the public will push to maintain the
current system, where the migration for some
groups of students is still better than higher
tuition fees.

6 Conclusion

In recent decades, the tertiary education sys-
tem in Europe faced major transformations that
have affected national and international changes,
including a sharp increase in the number of stu-
dents and a decline in state funding. At the same
time in the global economy was and still is a sig-
nificance of the research and innovation based on
knowledge, which causes more and more obvious
competition between tertiary education institu-
tions. The ever increasing gap between prestig-
ious international schools and schools of local
importance, specializing in mass education, uni-
versal character, where is a need to provide educa-
tion to ever wider segment of population, due to
the shift of most employment opportunities from
primary and secondary to tertiary sectors.

Tertiary education institutions are due to the
set of evaluation fully responsible to the public
for the way and form use of the provided re-
sources. Responsibility can thus be understood in
a number of forms. For this reason, in a number
of European countries an external audit is prac-
ticed. Reports on the results of publications of
newly discovered information in international sci-
entific databases are also popular and frequently
used methods. Most European countries, however,

1 Further study after graduating at high school is chosen only as delaying adulthood; the period of study is without
serious reason extended or they do not show greater ambition to successfully complete the study.
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use the measurement invoking the liability only
to focus on student performance and results and
activities related to research on individual entities
for allocation of public funds.

It can be concluded that the approaches of
individual states have a significant influence on
others, as students due to the ease of migration
conditions chose financially accessible university
for them. This trend may lead to the fact that
states will have to pay in some cases the price for
students studying abroad or states will charge
higher tuition fees for foreign students.

12

The current economic crisis and the effort to
save on budgets may jeopardize the EU’s efforts
to increase the number of graduates of tertiary
education and the overall effort of a knowl-
edge-based society. The labour productivity
growth is one of the most important solutions
in developing a healthy economy. Therefore, the
employment policies and strategies should follow
the increase of investment in human resources,
investment in training of young/adult, providing
the access to the relevant information on educa-
tion and training opportunities. u
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FINANCING OF TERTIARY EDUCATION: THE CZECH
REPUBLIC AND EUROPE

Ing. Mgr. Jaromir TICHY, MBA

ABSTRACT

In Europe, there are currently two main trends in funding of tertiary education: some states have
reduced state contributions, but others use the opposite trend. Introducing of tuition at universities
is currently also much discussed issue in the Czech Republic. The aim of this article is to describe
the systems and trends in the Czech Republic and neighbouring countries, briefly introduce
the concepts and their impact, and then discuss or recommend the possibility of their use and
application in the Czech Republic. This article is based on an analysis of secondary sources, of
which it compiles outputs verified by more resources. For interpretation are used charts and tables
clearly indicating the essential outputs. Data were drawn from OECD databases, journals, CSO and
the Ministry of Education. Findings summarize key findings and the current situation in tertiary
education. It can be concluded that the approaches to individual states have a significant influence
on others, as students, due to the ease of migration conditions, chose the financially accessible
universities for them. However, due to the Lisbon Treaty EU committed to support education and
development.
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Moznosti ovplyviiovania organizacnej kultary

rozmiestnovanim zamestnancov*

Ing. Katarina Stachovd, PhD.

Uvod

Organizacnd kultira je nieCo ako osobnost’
podniku, vhodnd organizac¢nd kultira by mala
byt sihrnom sposobov sprdvania a konania tak
podniku, ako celku, ako aj jeho jednotlivych za-
mestnancov na ceste za dosahovanim tak strate-
gickych cielov podniku, ako aj osobnych cielov
zamestnancov (Stachova 2013).

Vzhl'adom na skutoc¢nost’, Ze nositel'mi zme-
ny, resp. nositel'mi vhodnej organizacnej kulttry
by mali byt’ vSetci zamestnanci podniku, od kto-
rych sa oCakdva, ze budu zdielat” a rozvijat' stra-
tegicky potrebné predstavy, pristupy a hodnoty,
je nevyhnutné zamerat’ sa na organizacnu kul-
tdru a na l'udské zdroje simultdnne, z uvedenym
tvrdenim sa stotoznuju autori ako: Schein 1999,
Collins - Smith 2006, Lukasova 2010, Cow 2012
Urbancovd 2012, Kachafidkovd 2013, Cambal -
Caganova - Sobrino - Kost'dl 2013. MozZnost pre
takéto simultinne zameranie je dana previaza-
nostou organizacnej kulttry a riadenia lI'udskych
zdrojov, ktord je deklarovand v ich spolocnej pri-
marnej tlohe, ktorou je, ako uvadza Kachandako-
va (2010): ,,vytvarat’ podmienky na tzv. pozitivne
spravanie zamestnancov v zmysle strategickych
zamerov a ciel'ov podniku“.

Z uvedeného vyplyva, zZe je potrebné zabez-
pecit’ v podniku zhodu, respektive, ¢o najvacsi
mozny prienik, medzi hodnotami deklarovanymi

v rdmci konceptu udrzatel'ného rozvoja, presa-
dzovanymi hodnotami podnikom a hodnotami
zamestnancov. Na to, aby bolo mozné dosiahnut’
¢o najvacsiu mieru zhody medzi 'udskymi zdroj-
mi v podniku a podnikom deklarovanymi ziadu-
cimi prvkami organizacnej kultiry, je potrebné
prepojit’ ¢innosti, v rdmci jednotlivych funkcii
riadenia l'udskych zdrojov, s pozadovanymi hod-
notami, postojmi a pracovnym spravanim. Ta-
kéto prepojenie je kliGovym predpokladom pre
pozitivne prijatie vhodnej organizacnej kulttry
zamestnancami podniku, jej ukotvenie v ich spra-
vani a nasledné zdielanie a rozSirovanie organi-
zacnych hodnét.

Funkcia rozmiestiiovania zamestnancov je
Specifickd tym, Ze je prvou funkciou ktord ovplyv-
Nuje zamestnancov po nastupe do zamestnania
(za pomoci, ktorej sa orientujd a vytvaraju si prvé
redlne, s praxou spojené obrazy o chode a sku-
to¢nych hodnotach svojho nového podniku) a za-
roven je poslednou, s ktorou pridu do kontaktu
pri odchode z podniku (Wei 2010, Maloney 2011,
Stachova - Stacho 2013). Z uvedeného dovodu
jasne vyplyva vyznam tejto funkcie vo vztahu
s organizacnou kulturou, ked'ze v rdmci z nej
plyndcich ¢innosti sa novy zamestnanec obozna-
muje, resp. neoboznamuje so vSetkymi prvkami
organizacnej kulttiry podniku (od hodnoét, az po
prostriedky organizacnej kulttry). Stcastou tej-

* Cldnok je spracovany ako jeden z vijstupov vjskumného projektu Stochastické modelovanie rozhodovacich proce-
sov v motivovani ludského potencidlu - VEGA ¢. 1/0890/14
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to funkcie, je taktiez sledovanie a hodnotenie, i
a do akej miery novy zamestnanec ,,zapadol“ do
podniku a taktiez zabezpecit, aby si zamestnanec
po skonceni pracovného pomeru, zachoval pozi-
tivny postoj k podniku.

V ramci predkladaného prispevku budud kon-
krétne definované jednotlivé Cinnosti, ktoré je za
tymto tGCelom potrebné uskutocnovat. V ramci
prispevku bude taktiez popisany sucasny stav
a uroven zamerania sa organizacii posobiacich
na Slovensku tak na organizacnu kultiru ako ce-
lok, ale aj zameranie sa organizacii na nu v kon-
texte rozmiestnovania zamestnancov.

1 Organizacna kultira ako osobnost
podniku
Organizac¢nd kultdra je odrazom l'udskych dispo-
zicii myslenia i spravania sa a posobi na l'udské
vedomie i podvedomie. Posiliuje vztah Cloveka
k praci, upravuje aj vztah medzi zamestnan-
cami navzdjom a vyrazne vplyva na aktivitu za-
mestnancov (Kachandkovd, 2010). VSeobecne
uvadzanymi a deklarovanymi prvkami organizac-
nej kultury su zdkladné presvedcenia, hodnoty
a normy, ktoré sa navonok prejavujia symbolmi
a artefaktmi, ktoré sa v organizicii vymysleli,
objavili, alebo vyvinuli v doésledku tspesného
rieSenia problémov a tiez je spoloénym prvkom
skupina l'udi, ktord je nositelom organizacnej
kultdry, v ktorej je tito kultura zdiel'and (Cam-
bal - Hoghovd, 2008). Autori ako (Deal - Ken-
nedy 1982, Schein 1999, Cameron - Quinn 1999,
Collins - Smith 2006, Kachandkova 2010, Lu-
kasova 2010, Cow 2012, Joniakova - Blstakova
2013, Kachandkova - Stachova 2014), spolocne
uznavaju, ze:
= Organiza¢na kultira je vyznamnym subsys-
témom podniku, determinantou efektivnosti
podniku a kvality pracovného Zivota clenov
podniku.
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= Organiza¢nda kultira nemd objektivhu formu
svojej existencie. Existuje v podobe zaiklad-
nych presvedéeni, hodnét, noriem a vzorcov
spravania, zdiel'anych jedincami v ramci pod-
niku. Navonok je manifestovand prostrednic-
tvom spravania a artefaktov.

= Organizaéna kultdra - napriek tomu, ze
existuje len prostrednictvom jedincov - je
skupinovym fenoménom, ktory md nadindivi-
dudlnu povahu.

= Organizacnd kultdra je vysledkom procesu
ucenia, realizovaného v rdmci rieSeni problé-
mov vonkajsej adapticie a vnatornej integra-
cii. Je nahromadenou skudsenostou podniku,
odovzddvanou v procese socializacie.

= Ako nahromadend skusenost’ podniku, odo-
vzddvana jednotlivcom v procese socializicie,
je organizacna kultdra relativne stabilnd. Ako
produkt dynamickej tendencie, vznikajtcej na
zaklade neustdleho stretdvania poziadaviek
prostredia a internych moznosti podniku,
avsak vzdy obsahuje urcity potencidl ku zme-

ne (Lukdsovd, 2010).

V nadvédznosti na uvedené skutocnosti moz-
no organizaénd kultiru chépat’ ako riadiacu
zlozku podniku, ktord zjednocuje jednotlivé ria-
diace trovne a vedie k tomu, aby organizacné
ciele a spésoby ich dosahovania boli akceptované
a podporované vsetkymi zamestnancami. Kazdy
celok, tvoreny jednotlivcami a socidlnymi skupi-
nami, sa riadi zlozitym kultdrnym systémom, kto-
ry prispieva k vnatornému sdladu tohto celku
(Kachandkovd, 2010).

Existujucu kultaru v podniku manifestuja
navonok vonkajSie prvky kultiry a to prostried-
ky, ktorymi sd symbolické artefakty materidlnej
povahy, verbdlne symboly, symbolické spravanie
a konanie a taktiez statusové symboly. Je na ne
mozné posobit’ pomerne jednoducho a to prevaz-
ne priamymi opatreniami. Podstatne obtiaznejSie
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je mozné posobit’ na vnutorné prvky kultary,
ktorymi st hodnoty, postoje, presvedCenia. K ich
vnutornému prijatiu  zamestnancami
vyuzivat’ priame opatrenia, ale je potrebné na
zamestnancov posobit’ hlbSie a to nepriamymi
nastrojmi. Dolezitd ulohu pri tomto posobeni
zohrava predovSetkym priamy nadriadeny za-
mestnanca, ktory by mal byt v pozicii inStruk-
tora zmeny organizacnej kultiry a tiez systém
jednotlivych funkcii riadenia lI'udskych zdrojov,
prostrednictvom ktorych je mozné vhodnt kultu-
ru nielen §irit, ale aj presadzovat’.

Ked' sa podnik rozhodne zamerat' na orga-
niza¢nu kultiru a na jej pozitivne nastavenie
podporujuce udrzatel'ny rozvoj podniku v sula-
de s viziou a ciel'mi podniku, je ziaduce dodr-
zat’ sled niekol'kych krokov, v ramci ktorych by
malo prist’ k naplneniu troch rovin, ktoré su pri
postupe utvarania vhodnej organizacnej kultu-
ry nevyhnutné (Schein 1999, Lukasova, Novy,
a kol, 2004, Pfeifer - Umlaufovd, 1993). Ide
0 roviny poznania, nasmerovania a rovinu zava-

nestaci

dzania, resp. ukotvovania vhodnej organizacnej
kultdry.

V ramci dosiahnutia pozadovaného stavu
zmeny organizaCnej kultiry podporujicej udr-
zatel'ny rozvoj podniku, uvddzaji autori, ako
Lukasova - Novy, a kol., 2004; Hronik, 2013; Ka-
chandkova, 2010; Kotter - Rathgeber, 2008; Co-
vey, 2013; Cambadl, 2007; Welch - Welch, 2007;
Armstrong, 2009; Koubek, 2010, Ze existuje
viacero faktorov, ktoré maju vyznamny vplyv na
Uspech, resp. netspech celého procesu tvorby
vhodnej organizacnej kultiry a taktiez viacero
nastrojov, ktorymi je vhodné zavddzanie vhodnej
organizacnej kultiry podporit. Vybrané funkcie
riadenia l'udskych zdrojov st u autorov deklaro-
vané ako vyznamné faktory a taktiez ako dolezi-
té ndastroje na dosahovanie ciela procesu zmeny
kultary.
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Jasne Citatel'nd organizacna kulttra sa stiva
stale viac vyznamnou pridanou hodnotou sluzieb
a produktov ponukanych organiziciou na trhu,
determinantom vztahov s obchodnymi a dal-
$imi partnermi a hlavne odliSenim organizacie
v ociach stcasnych a potencidlnych zamestnan-
cov a nastrojom riadenia a motivacie I'udi v orga-
nizdcii (Uriga - Obdrzélek, 2009). Na prakticku
aplikdciu uvedeného je vSak potrebné, aby vr-
cholovi manazéri organizacii zacali povazovat’
organizacnu kultdru za redlny ndstroj, ktory je
mozné cielene a systematicky ovplyviiovat' (zdo-
konal'ovat, kultivovat, riadit’) a prostrednictvom
ktorého je mozné dlhodobo zabezpecit' dosa-
hovanie pozadovanej urovne vykonnosti danej
organizécie (Caganova - Cambél -Weidlichové -
Luptédkova, 2010).

2 Rozmiestnovania zamestnancov
ako klucova funkcia pre dosiahnutie
pozitivneho postoja zamestnancov

Rozmiestiiovanie zamestnancov sa tyka novych
zamestnancov, prijatych z vonkajsich zdrojov
(Gvodné umiestnenie pocas prijimania, skuSob-
nej doby, adaptaéného procesu), zamestnan-
cov vracajdcich sa na svoje pracovné miesto po
dlhsej dobe (po materskej dovolenke, po zraneni,
stdzi...), vnatornej mobility zamestnancov (po-
vySenie, preradenie na ind pracu) a skoncenia
pracovného pomeru zamestnancov (prepustanie,
rezignacia, odchod do déchodku). Rozmiestio-
vanie zamestnancov je vyznamné aj z pohladu
hlavného ciela riadenia l'udskych zdrojov, kto-
rym je dosiahnut’ ispech a konkurenént vyhodu
prostrednictvom strategického rozmiestniovania
schopnych a oddanych zamestnancov a to na
zdklade integrovanej sustavy kultirnych a perso-
nalnych postupov (Kachandkova - Nachtmanova
- Joniakova, 2011). Aby podnik takychto zamest-
nancov ziskal a ndsledne po vstupe do podniku
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aj udrzal, je nevyhnutné, aby sa zameral na ich
adaptdciu (Blaskovd, 2011). Adapticiu je vse-
obecne mozné chdpat’ ako proces aktivneho pris-
posobovania sa Cloveka zivotnym podmienkam
a ich zmene. Pre kazdého cloveka su vyznamné
socidlne aspekty prace, vztahy so spolupra-
covnikmi a pocit spolupatricnosti s pracovnym
prostredim, ktoré od prvej chvile vedie k ziska-
niu oddanosti a stability, alebo prave naopak,
moze viest k demotivacii, resp. nespokojnosti
vyplyvajlicej z nedostatku informdcii a strachu
zo zvlddania pracovnych uloh. Prive pocas pro-
cesu adapticie je vhodné vyjasnit’ si pracovné
oCakdvania obidvoch strdn a od zaciatku nasta-
vit' jasné a otvorené standardy pre komunikaciu
a spolupréacu (Kulikova, 2012).

Dizka adaptdcie na novd pracu, nové pracov-
né, ale aj socidlne prostredie moze mat u roz-
nych l'udi odlisné trvanie. Ovplyviluji ju rézne
subjektivne faktory, ako motivicia zamestnan-
cov, schopnost’” vnimat’ a ucit’ sa, odbornd pri-
pravenost’ na vykon prace, zauzivané spravanie,
¢i navyky z predchddzajuicej prace, ako aj samot-
ny postoj k praci. Ako objektivne faktory mozu
poOsobit’ na nového zamestnanca pracovné pod-
mienky, organizdcia prace, vztahy na pracovisku,
organizacia adaptdcie novoprijatého zamestnan-
ca, ale i r6zne mimopracovné vplyvy (Gyurak,
2011). Prave z tychto dovodov je ndrocné strikt-
ne adaptacny proces formalizovat. Dolezité vSak
je, aby sa proces adapticie zameral na vsetky
tri roviny, v ktorych je potrebné, aby adaptécia
prebehla. V rdmci roviny pracovnej adapticie je
potrebné zabezpecit’ vstupny zacvik a zaskolenie
zamestnancov v ramci celkového formovania ich
schopnosti podla potrieb podniku a tiez defini-
tivne konkretizovat’ umiestnenie nového zamest-
nanca na ,spravne“ pracovné miesto. V ramci
roviny socidlnej adaptdcie je potrebné dosiahnut’
zaradenie zamestnanca do existujiceho systému
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medzil'udskych vztahov na pracovisku aj v pod-
niku (Kachandkovd - Nachtmanova - Joniakova,
2011). V ramci tretej roviny, ktorou je adaptacia
zamestnanca na organizacnu kultdru je potreb-
né pomoct’ novym zamestnancom orientovat’ sa

v existujdcich socidlnych normdch, Standardoch
konania a spravania, uznavanych hodnotach, ale
tiez v statusovych symboloch a ostatnych pro-
striedkoch organizacnej kultdry, pricom cielom
je, aby sa s nimi zamestnanec v o najvacsej mie-
re stotoznil, pripadne prisposobil. V ramci tejto
roviny je potrebné v ¢o najkratsom moznom case
zmenit' pohlad zamestnanca z VY a VASA na po-
stoj MY a MOJA.

Ak podnik musi pristipit’ k prepdstaniu, ¢&i
uz z dovodov Cervenych Cisel, alebo v désled-
ku zavddzania novej technoldgie, ¢i odstavenia
vyrobnej linky v désledku zmeny vyroby, alebo
z dovodu zuzovania a zefektiviiovania organi-
zaCnej Struktury, je dolezité, aby sa skutocnost’
zniZzovania poctu zamestnancov nezatajoval pred
zamestnancami podniku a zdmery v tejto oblasti
by mali byt napldnované dokladne a vcas. Pred-
pokladd sa pritom aj poskytnutie pomoci pri
hl'adani nového uplatnenia uvol'nenych zamest-
nancov tj. riadenie celého procesu skoncenia
pracovného pomeru (outplacement). MozZnosti
ako pomoct’ prepustanym zamestnancom je nie-
kol'’ko a to od podnikom organizovanych Skole-
ni, zameranych na hl'adanie prdce, cez skolenia,
zamerané na socidlno-pravne otdzky a povinnos-
ti, pripadne zabezpelit' finanéné poradenstvo,
poskytnutie moznosti absolvovania roznych
rekvalifikaCnych kurzov, cez psychologické po-
radenstvo, kvalitne prevedeny uvolnovaci roz-
hovor, aZ po ndjdenie vhodnej pracovnej pozicie
v inom podniku. Ndklady na vac¢sinu moznosti
pomoci pre prepustanych zamestnancov nemu-
sia byt vysoké, pokial' podnik vyuzije vlastné
zdroje, ako napriklad zamestnancov z utvaru
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riadenia l'udskych zdrojov, finanéného a pravne-
ho utvaru a rovnako tak priamych nadriadenych
prepustanych zamestnancov.

Zodpovedny pristup k prepistanym zamest-
nancom, zabezpeCi podniku do budtcnosti vy-
znamny prinos v oblasti tvorby dovery ostatnych
zamestnancov a imidzu podniku navonok.

3 Metodika realizacie vyskumu

Prieskumy prebiehali v rokoch 2011, 2012
a 2013 vzdy v obdobi od februara do mdja. Kaz-
dorocne sa prieskumu zucastnilo 340 organiza-
cii, priCom spracovavanie dotaznika prebiehalo
formou Struktirovanych rozhovorov s osobou
zodpovednou za riadenie l'udskych zdrojov v do-
tazovanej organizacii. Pre stanovenie vyskumnej
vzorky sme si ako stratifikacné kritérium stano-
vili minimdlny pocet zamestnancov v organizacii
50, ¢im boli z vyskumu na jednej strane vylucené
mikro a malé organizdcie, avSak na druhej stra-
ne bola tymto kritériom vyrazne zvySend pravde-
podobnost,, ze organizicie budi mat’ zavedeny
formdlny systém riadenia l'udskych zdrojov. Su-
hrnnd vel'kostnd struktira opytovanych organi-
z4cii je uvedend v tabul’ke 1.

Tabul'ka 1 »
Vel'kostna Struktiira analyzovangch organizdcii

Poget zamestnancov | g 549 | 950_1 000 | nad 1000
V' Ur'ganlzacll : : :

Poc o
ocet organizacii 001 9 07
v rok 2011
Pot P
ocet organizacii 014 102 o
vrok 2012
Pot S
ocet organizacii 008 85 o7
v rok 2013

Pramen: Viastné spracovanie

Zber, zatriedenie a ndsledné zosumarizova-
nie ziskanych informdcii z prieskumov prebieha-
lo kazdoro¢ne v obdobi od juna do septembra.
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Medzi zdkladné met6dy realizovaného vyskumu
patrili logické metédy vyuzivajice principy lo-
giky a logického myslenia. Tieto metédy boli
pouzité pri zistovani urcitych javov v spojitosti
s riadenim l'udskych zdrojov v analyzovanych
organizaciach. Z tejto skupiny metéd boli apli-
kované najmd metddy analyzy, syntézy, dedukcie
a kompardcie. Analyza bola pouzitd najma pri
studiu dostupnej literatiry a ndslednej identifi-
kacii faktorov vplyvajicich na rozmiestnovanie
zamestnancov v organizacidch. Syntéza bola po-
uzitd najmd pri spdjani Ciastkovych poznatkov,
zistenych vo faze analyzy, do jedného celku, ako
aj pri formuldcii odpordcani pre podnikovid prax.
Komparacia bola pouzitd pri porovnavani dota-
zovanych organizacii v ramci analyzovania ich
zamerania sa na jednotlivé Cinnosti, ktoré vply-
vajd na silu organizacénej kultiry v podniku a na
droven a komplexnost’ rozmiestiiovania zamest-
nancov v kontexte vplyvu vel'kosti organizdcie.
Ako dalsie boli v ¢ldnku uplatnené matematické
a Statistické metddy. Zo softvérovych produktov
dostupnych na trhu bol vo vyskumnej préci pou-
zity textovy editor, tabul'’kovy procesor a Statis-
ticky softvér. Konkrétne sa jednalo o MS Word
2007, MS Excel 2007 a statisticky softvér SPSS
15.0 for Windows®.

4 Vysledky uskutoéneného vyskumu

V ramci Casti prieskumu zameraného na orga-
niza¢nu kultiru bolo prioritne sledované, Ci si
vedenia opytovanych organizacii
dolezitost’” a opodstatnenost’ zaoberat” sa tvor-
bou a udrziavanim vhodnej organizacnej kultd-
ry. Vaésina opytovanych sa zhodovala v kladnej
odpovedi na tuto otdzku. V odpovediach na po-
dotdzku ,PreCo?“ sa najCastejSie objavovali od-
povede typu: pretoZe zvySuje motivaciu a chut’
pracovat, z ¢oho vyplyva aj zvySovanie vykon-
nosti a efektivnosti, priCom vytvara priaznivé

uvedomujd
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a produktivne prostredie, zvySuje lojalitu zamest-
nancov, zlepSuje vztahy a klimu na pracovisku,
md vyznamny vplyv na pohlad zdkaznika a ve-
rejnosti na organizaciu, je vizitkou organizacie.
Z uvedenych odpovedi je zjavné, Ze takmer vsetci
opytani povazuju organizaénd kultiru za pod-
statni a doleziti sucast’ uspechu organizacie
(Stachova - Kachandkovd, 2014).

Odpovede na prvu otdzku vyznievali vel'mi
pozitivne, avSak ked’ bolo zistované, ¢i maja or-
ganizdcie v ramci stratégie organizdcie pisomne
zadefinovanu stratégiu organizacnej kultdry, po-
zitivne odpovedalo uz len 21 % az 33 %. PriCom,
pokial’ chyba jasne a zrozumitel'ne definovana
stratégia organizacnej kultiry, je len vel'mi ob-
tiazne odvodzovat’ od nej konkrétne parametre
a hodnoty organizacnej kultdry.

V rdmci rozmiestiiovania zamestnancov bolo
prioritne analyzované, Ci organizdcie maju za-
vedeny systém adaptdcie novych zamestnancov.
Z odpovedi opytovanych organizdcii zial' vyply-
nulo, ze priblizne 30 % z nich nema zavedeny
systém adaptdcie. Z uvedeného vyplynulo, Ze
tieto organizdacie si dolezitost’ adapticie neuve-
domuju.

Tabul'ka 2 »
Oblasti, na ktoré majui analyzované organizdcie vypracované dokumenty

Ma organizacia vypracované Ano, dokument v pisomnej

Tabul'ka 3 »
Systém adaptdcie zamestnancov

Mate v organizacii zavedeny
systém adaptacie nowyjch
zamestnancov:

Podiel organizacii v %

L 20M |

Podiel pozitivne odpovedajdcich

B4 6 67

: organizacii v %

Pramen: Vlastné spracovanie

V ramci adapticie bolo zistované, ¢i na za-
vedenie jej systému ma vplyv vel'kost” organi-
zacie. Na zdklade crossového porovnania (vid'
tabul’ka 4), sa zistilo, Ze prdave vel'’kost’ organi-
zacie ma vyznamny vplyv na existenciu, resp.
absenciu systému adaptacie zamestnancov, pre-
toze kym takmer vSetky organizdcie nad 1000
zamestnancov maju zavedeny systém adaptdcie,
az u 35 % - 45 % organizacii s po¢tom zamest-
nancov do 249 tento systém zavedeny nie je.
Prave pre organizdcie s poCtom zamestnancov
do 249 je absencia systému adapticie vyraz-
nym negativom, pretoZe uz nejde o maly, Casto
rodinny podnik, kde sa vSetci poznaju a Struk-
tura, vztahy a rozdelenie price je evidentné
na prvy pohlad, ale ide o organizdcie, ktoré
st zlozené z viacerych utvarov, ich ndpln pra-

Ano, dokument v nepisomnej

nasledujice dokumenty: forme v [%] forme v [%] Nie v [%]
f 2011 © 2012 & 2013 . 2011 = 2012 . 2013 = 201 . 2012 = 2013
* Poslanie organizécie .71 . 85 . 89 B3 1“1’ 1821 19
© Stratégiu organizacie . B8 | B4 . 67 8 . 1 . 1® 14 . 22 i 17
Persondlnu stratégiu 53 51 53 26 22 25 21 27 22
¢ Eticky kadex . 53 . 49 : 50 8 ¢ 18 ¢ 20 : 29 : 33 . 3
%Kédex,sf""’_ié'”ei odpovednosti o0 5p g o 8 B 5 s &4
| organizacie ‘ : : :
¢ Inovagnd stratégiu © 23 ¢ 26 22 % : 23 : 30 : 5 < 5 . 48
Swatéguorganzatnejkutiry | 33 . pg | ag %6 =2z @ 50 43
Pramen: Vlastné spracovanie
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ce je uzko Specifikovana, vztahy tak formalne,
ako aj neformdlne su tesne po prichode pre
rovnako tak, ako
hodnoty, spdésob komunikacie a i. Prave podce-
nenie systému adaptdacie pripravuje tieto orga-
nizicie o konkurenénd vyhodu, ktoru takdato
organizacia ma, pretoze v nich pri vhodne po-
stavenom systéme adaptdcie sa zamestnanci
dokdzu po prichode rychlejsie adaptovat’ a za-
pracovat, ako vo vacsich organizdciach.

zamestnanca necitatel'né,

Tabul'ka 4 »
Vplyv vel'kosti organizdcie na zavedenie systeé-
mu adaptdcie zamestnancov

Mate v organizacii zavedeny systém
adaptécie zamestnancov?

Velkost organizacie !

2013[%]
50-249

na - 97

Pramen: Vlastné spracovanie

Kym zistenie, Ze viac ako 30 % organizdcii sa
adaptacii vobec nevenuje, bolo hodnotené nega-
tivne, odpovede na otazku: , Prosim oznacte, co
je obsahom adaptaéného procesu novych zamest-
nancov vo Vasej organizacii je mozné hodnotit’
eSte kritickejsie. Z prieskumu vyplynulo, Ze orga-
nizdcie, ktoré deklaruju, ze sa adaptdcii venujd,
sa jej v skutocnosti venuju len na drovni pracov-
nej adaptdcie.

Tabul'ka 5 »
Obsah adaptdcie novych zamestnancov

Co je obsahom adaptacie novjch
zamestnancov

Pracovnd adaptécia ¢ 100 :
¢ Sociélna adaptacia © 27 25 29
Adaptécia na organizacnd kulttru 28 34 32

Pramen: Vlastné spracovanie
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S ciel'om zistit,, kol'’ko organizacii z tych, kto-
ré deklarujd, ze sa adaptdcii venuju, sa jej venuju
vo vsetkych troch rovinich, bola vyuzitd krosovd
tabul'’ka, v rdmci ktorej bolo zistovanéi, ktoré or-
ganizdacie sa venuju tak socidlnej adaptdcii, ako
aj adaptdcii na organizacnu kultiru, ked'ze vset-
ky organizacie uviedli, Ze sa pracovnej adaptacii
venuju (vid. tabul'’ku 6). Z uvedeného vyplynulo,
ze vo vsetkych rovindch sa adapticii venuje len
priblizne 18 az 20 z organizacii, ktoré uskutoc¢-
nuju adaptaciu. Z toho nasledne vyplyva, zZe z ce-
lej opytovanej vzorky sa komplexnej adaptécii
novoprijatych zamestnancov venuje len priblizne
patina organizacii.

Tabul'ka 6 »

Krosové porovnanie organizdcii venujicich sa
socidlnej adaptdcii a adaptdcii na organizacni
kultiru

Adaptécia na
organizacnu kultdru

Obsahom adaptaéného procesu je:

Socialna adaptacia [2011]

Socialna adaptécia [2012]

Socialna adaptacia [2013]

Pramen: Vlastné spracovanie

V ramci druhej oblasti, na ktort sa pries-
kum pri rozmiestiiovani zamestnancov zameral,
bolo dospené k zisteniu, ze stiCasny pohlad or-
ganizacii na outplacement je vo vacsine pripa-
dov ovplyvneny nevedomostou a neznalostou
danej problematiky. Organizacie ho vnimaju len
ako urcitd, vysoko nadStandardnu sluzbu pre
uz ,,nepotrebného“ zamestnanca, ktora spitne
na nich nemd Zziaden vyznamny vplyv. Toto tvr-
denie vyplynulo aj z odpovedi organizacii, kedy
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len 1% respondentov uviedlo, Ze sa komplexne
venuje outplacementu a CiastoCne priblizne 10 %
respondentov. Z uvedeného vyplyva, Ze viac ako
90 % opytovanych organizacii si neuvedomuje,
Ze kvalitné uplatnenie outplacementu znamena
nielen moznost, ako pomoct’ zamestnancovi,
nachddzajicemu sa v tazkej zivotnej etape pri
hl'adani nového uplatnenia, ale aj moznost’ pre
organizaciu aktivne budovat’ navonok i dovndatra
organizacie pozitivny imidz, a taktiez deklaro-
vat’ hodnoty, prispievat’ k vytvdraniu pozitivnej
organizacnej kulttry, ktord md ndsledne priamy
vplyv na celkovd klimu v organizacii. Organiza-
cia takymto pristupom nielen deklaruje svoju
socidlnu zodpovednost, ale zdroven posobi na
svoje okolie ako doveryhodny zamestndvatel,
ktory problémy svojich zamestnancov citlivo vni-
ma a ma zaujem participovat’ na ich rieSeni (Sta-
chova - Stacho, 2014).

Tabul'ka 7 »

Zabezpecenie outplacementu pre odchddzaju-
cich zamestnancov

Zabezpecujete pre odchadzajtcich

zamestnancov outplacement:

&no, zabezpecujeme psychologicku ] s 3
poradfu,
&no, robime pre nich skolenia, zame- 2 4 5
rané na hladanie prace,
&no, robime pre nich skolenia, zame- 0 3 5
rané na socidlno-prévne povinnosti
&no, zabezpecujeme finanéné pora- 0 0 1
denstvo

 nie, nevenujeme sa mu P92 i 91 i 86

Pramen: Vlastné spracovanie

5 Zhodnotenie vysledkov a diskusia

Z prieskumu zameraného na organizicie po-
sobiace v Slovenskej republike vyplynulo, Ze
hoci 100 % organizacii deklaruje, Ze si opod-
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statnenost’ organizacnej kultiry uvedomuje,
len 21 %-33 % ma v ramci stratégie organizdcie
pisomne zadefinovand stratégiu organizacnej
kultdry. Z uvedenych zisteni taktiez vyplyva,
ze hoci tedria riadenia l'udskych zdrojov hovori
o troch rovindch adapticie 30 % dotazovanych
organizacii nemd systém adapticie zavedeny vo-
bec a len priblizne 20 % organizacii sa adaptacii
novoprijatych zamestnancov venuje komplexne,
teda vo vSetkych troch roviniach. Z vysledkov
dotaznikovych prieskumov taktiez vyplynulo, Ze
organizdcie sa pri prepustani zamestnancov ne-
zameriavaju na tychto zamestnancov a nepreja-
vuju takmer Ziadnu snahu poméct’ im.

Z uvedeného jednoznacne vyplyva, Ze je po-
trebné zamerat’ sa tak jednotlivo na organizacnu
kultdru a rozmiestiiovanie zamestnancov, ako aj
na ich vzdjomné moznosti pozitivneho ovplyviio-
vania sa. Cinnosti, ktoré je za tymto Géelom po-
trebné uskutocnovat’ spolu s dovodmi, je mozne
popisat’ nasledovne:

Previest’ adaptujiiceho sa zamestnanca
priestormi organizdcie

Doévod: Predstavenie priestorov organizacie
a s tym sudvisiacich materidlnych artefaktov
je nevyhnutné nielen z pohladu orienticie sa
zamestnanca v organizacii, ale z pohladu or-
ganizaCnej kultury ide hlavne o uvedomenie si
zamestnanca jednotlivych organizdciou vyuZziva-
nych artefaktov, ako su vel'’kost’ a umiestnenie
loga, farby ktoré s v organizacii a jej priesto-
roch vyuzivané, vybavenie kancelarii taktiez
napoveda o tom, ako si organizacia svojich za-
mestnancov vazi, resp. stard sa o nich. Zamest-
nanec taktiez ziska prehlad o vyzadovanom,
resp. tradicnom obleCeni zamestnancov. Z do-
vodu, ze tak ako vsetky symboly, aj symboly
materidlnej povahy maja tendenciu byt mnoho-
vyznamové je vhodné, aby boli novému zamest-
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nancovi sprostredkované ich skuto¢né vyznamy
(napr. vysvetlenie dovodu, preCo niektori za-
mestnanci v rdmci jednej pracovnej skupiny se-
dia v ramci jedného open officeu, a ini nie, resp.
preco Cast’ z nich ma formdlne firemné oblece-
nie a Cast’ nie).

Zozndmit adaptujiiceho sa zamestnanca

s organizacnou Struktirou organizdcie

Dovod: Poznanie organizacnej Struktdary je
z pohladu organizacnej kulttary délezité z dvoch
pohl'adov. Na jednej strane je pohl'ad zamestnan-
ca a jeho uvedomenia si svojej pozicie, resp. sta-
tusu v ramci organizacie ako celku a formalnych
vztahov z nej vyplyvajtcich a na strane druhej je
poznanie organizacnej Struktudry, prioritne vedu-
cich predstavitelov vyznamné z pohladu imidZu
organizacie. (Novoprijaty zamestnanec je svojim
okolim casto dopytovany hlavne v kratkom case
po nasttpeni na nové miesto na jeho spokojnost,
postavenie a vedenie organizdcie).

Charakterizovat’ statusové symboly
prislichajice jednotlivym vrovniam riadenia
Dévod: Potreba poznania statusovych symbo-
lov novym zamestnancom vyplyva priamo z ich
podstaty a teda, Ze prave oni dadvaju, respektive
mali by prioritne davat’ najavo, s kym ma novy
zamestnanec do Cinenia, ¢im preduréuju zod-
povedajuci spOsob spriavania a odstranujd, Gi
zmiernuju pripadné nedorozumenia a konflikty.
Zaroven podporuju aj samotnu identifikiciu za-
mestnancov s organizaciou.

Zozndmit adaptujiiceho sa zamestnanca so
Ziaducim spravanim a konanim

Dévod: Poznanie a pochopenie priCin jednot-
livych noriem spravania a konania v organi-
(vykanie/tykanie; oslovovanie poziciou,
titulom, priezviskom, menom; postavenie zeny/

Zacii
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...) je nevyhnutné, pre adaptovanie sa
nového zamestnanca. Pravidld spravania sa, su
zvaCsa nepisané, avSsak pre zamestnancov or-
ganizacie tak samozrejmé, ze ich nedodrzanie
sa v niektorych pripadoch az trestd. Poznanie
a zucastnovanie sa jednotlivych zvykov, ritudlov,
i ceremonialov akymi byvaju v organizacii nap-
riklad oslavy narodenin, povysenia, ¢i privitania

muzi a i

nového zamestnanca do timu, mozZe novému za-
mestnancovi vyrazne ulahcit’ jeho socidlnu adap-
taciu.

Obozndmit’ adaptujiiceho sa zamestnanca

s historiu, stratégiou, etickym kodexom,
zakladatelom a hrdinami organizdcie

Dévod: Na zdklade poznania histérie organiza-
cie pripadne sagy, ktora sa s nou spdja, adap-
tujuci sa zamestnanec mozZe plne pochopit’
korene hodnot uzndvanych v organizicii. Zo
sprostredkovanych pribehov, legiend a mytov
ziska zamestnanec pomerne komplexnud in-
formaciu o tom, aké postoje a spravanie sa,
st Clenmi organizdcie povazZované za spravne
a odmenované a tiez, ktoré si definované ako
nevhodné a neakceptovatel'né. Poznanie ,hr-
dinu“, najlepsie osobné, znamend pre zamest-
nanca poznanie vzoru sprdvania sa a nositela
hodnét organizacie.

Na adaptdciu zamestnanca md hlavng vplyv

a zodpovednost’' za nu prioritne priamy
nadriadeny

Dovod: Priamy nadriadeny by mal na jednej
strane dozerat’ na kvalitu adaptacného procesu
zamestnanca, mal by sa jej zucCastnovat, ¢i uz
aktivne, alebo z pohladu kontroléra a v nepo-
slednom rade by mal byt vzorom danému za-
mestnancovi, teda jeho spravanie by malo byt
v zhode s organizdciou uzndvanymi, hodnotami,
postojmi a spésobom spravania sa.
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Potreba individudlneho pristupu pri
adaptovani zamestnanca na organizacnu

kultiru

Dovod: Dizka adapticie zamestnancov na or-
ganizaénu kultdru je rozna. Vplyv na dlzku ma
jednak schopnost” zamestnanca vnimat’ tento typ
informdcii a transformovat’ ich do svojho sprava-
nia, jednak skusenost’ a typy kultdr, v ktorych
sa pohybovali v minulosti (tak pocas pracovné-
ho, ako aj sikromného zZivota) a tiez miera jeho
vlastného suladu, resp. nestladu s novou organi-
zacnou kultdrou.

Zameral’ sa na oulplacement

Dovod: Komplexné uplatnenie outplacementu
znamend nielen moznost, ako poméct’ zamest-
nancovi, nachadzajucemu sa v tazkej Zivotnej
etape pri hladani nového uplatnenia, ale aj
moznost’ pre organizaciu aktivne budovat’ na-
vonok i dovnitra organizdicie pozitivny imidz.
organizdcia takto deklaruje svoje hodnoty
a prispieva k vytvdraniu pozitivnej organizacnej
kulttry, ktora ma ndsledne priamy vplyv na cel-
kovu klimu v organizicii a taktieZ demonstruje
svoju sociadlnu zodpovednost’ a zdroven posobi
na svoje okolie ako doéveryhodny zamestna-
vatel, ktory problémy svojich zamestnancov
citlivo vnima a md zaujem participovat’ na ich
rieSeni.

Zameranie sa na outplacement, CiZze na Co
mozno najlepsi rozchod, ma z pohladu buddc-
nosti organizacie dva dovody. Jednym je, ze zo
v sticasnosti nepotrebného zamestnanca sa stane
opat’ ziaduci zamestnanec (organizacia prekona
recesiu, zavedenie v buduicnosti novej obdobnej
vyroby a i), ktorého md organizicia uz preve-
reného, ktory poznd hodnoty organizicie a je
s nimi stotozneny a sprava sa podla nich. Druhy
dovodom je, Ze z prepustaného, respektive dob-
rovol'ne odchddzajuceho zamestnanca sa méze
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okamzite, resp. Casom stat’ pracovny partner, ale-
bo zdkaznik.

Tak ako bolo v ramci tejto Casti prispevku
uvedené, Cinnosti vykondvané v rdmci funkcie
rozmiestnovania zamestnancov, maju vyznam-
ny vplyv na deklarovanie a podporovanie Zia-
ducej organizacnej kultdry a taktiez zohravaju
vyznamnu dlohu pri zavddzani novej, zmenene;j
vhodnej organizacnej kultdry podporujicej udr-
zatel'ny rozvoj organizdcie. Ako vsak uvadza
Lukdsova (2010), ziadna z funkcii riedenia l'ud-
skych zdrojov nemd takyto vyznamny vplyv sama
o sebe, t.,j. bez stiladu a previazanosti s ostatnymi
funkciami. VSetky Cinnosti uskuto¢nované v rdm-
ci riadenia I'udskych zdrojov majui vo vztahu ku
kultire efekt a kazdd z nich méze byt kritic-
kym elementom v procese zmeny organizacnej
kultdry, avsak v izoldcii je ich efekt brzdeny su-
Casnou kultdrou. Ako ndstroj zmeny mézu teda
fungovat’ len v pripade, ked” budu predstavovat’
integrovany subor, zamerany na presadzovanie
a zavadzanie vhodnych sposobov sprdvania sa
zamestnancov, v sulade s orientdciou kultiry
a strategickymi ciel'mi organizdcie, podporované
vhodne deklarovanymi ziaducimi postojmi a hod-
notami.

Zaver

Potreba zamerat’ sa na adaptaciu zamestnancov
vyplyva aj z faktu, ze prave vstup do nového
zamestnania je na jednom z poprednych miest
v rebriCku najstresovejsich zivotnych udalosti.
Zial', prave adaptdcia je asto podcefiovanou ob-
lastou riadenia l'udskych zdrojov, hoci jej prie-
beh ma priamy a vyznamny vplyv na vysledok
a samotny uspech procesu ziskavania a vyberu
zamestnancov, ktorym sa spravidla venuje ovela
vicsia pozornost' (Styblo - Urban - Vysokajo-
vd, 2009). Avsak ak opusti novy zamestnanec,
v dosledku nezvlddnutej adapticie organizaciu,
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znamend to pre nu vzdy znacéné ndklady. Ako
Armstrong (2009) vo svojej knihe Handbook
of human resource management practice uvie-
dol: ,,V pripade straty odborného zamestnanca,
moézu ndklady predstavovat’ az 75 % jeho ro¢né-
ho platu. V pripade pomocného zamestnanca,
moézu dosiahnut’ 50 % z platu. Ak pocas roku
odide pétndst’ zo sto zamestnancov, ktori maju
priemerny rocny plat 12 500 eur, potom celkové
naklady mozu byt 90 000 eur, teda 7,5 % z cel-
kovych mzdovych ndkladov (Armstrong, 2009).
Vznikd teda potreba zaistit' rychlu adaptaciu
na vsetky aspekty novej pracovnej pozicie. Tak
moze organizdcia prispiet’ k stabilite a spokoj-
nosti zamestnancov od ich prvého pracovného
dna a znizit’ tak mieru fluktudcie, ku ktorej Casto
dochddza v kratkej dobe po ndstupe do nového
zamestnania a predstavuje pre organizdciu zby-
tocné finanéné naklady.

V pripade, Ze sa organizacie dostdvaju v do-
sledku recesie, krizy, alebo z inych dovodov do
,Cervenych Cisel, postup hl'adania moznosti, kde
usetrit, je vacsinou totozny. Najprv sa krati roz-
pocet na vzdeldvanie, nasledne rozpocet uréeny
na motivaciu zamestnancov a nasledne pristupu-
ju k prepustaniu, resp. uvol'novaniu zamestnan-
cov. O tom, Ze tento postup vo vacsSine pripadov
nevedie k zdchrane a je pomerne kratkozraky,
sa uz presvedCilo mnoho organizdcii. V ramci
takejto situdcie zohrdva vyznamnu ulohu préave
spravna, tak dovnutra, ako aj navonok vhodne
prezentovand, selektdcia, a to hlavne z budiceho
pohladu vsetkych stakeholderov na organizaciu.
Je potrebné, ako uvadza Bartdk (2010), prepustit’
len tzv. ,,chovnych“ zamestnancov“ a stabilizo-
vat’ a zamerat sa na rozvoj ,taznych“ zamest-
nancov. Prave uroven zhody hodndt, postojov
a sprdvania sa zamestnancov méze byt klicom
pri vybere tych spravnych.
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Previazanost’ jednotlivych funkcii riadenia
l'udskych zdrojov a organizacnej kultiry pri-
oritne suvisi s tym, Ze ich primdrna uloha, ako
uvadza Kachandkova (2010), je v podstate rov-
naka a to vytvarat’ podmienky na tzv. pozitivne
spravanie zamestnancov v zmysle strategickych
zamerov a cielov organizacie. Stimulovanie za-
mestnancov vymedzené len smernicami, naria-
deniami a normami a ich vnimanie z pohladu
organizacie, resp. vedenia len ako prostriedok,
ma za nasledok, Ze zamestnanci tak skutocCne
zacnd vnimat’ aj sami seba a ndsledne sa tak aj
spravaju a teda su pasivni a vykondavaju striktne
len to, Co im vyplyva z pracovnej zmluvy. Z uve-
deného je teda zrejmé, Ze takéto spravanie sa
zamestnancov nie je pre organizdciu ziaduce
a uz vobec nie je jej konkurenénou vyhodou. Je
preto potrebné aktivne budovat' a deklarovat’
pozitivny vztah organizacie k zamestnancom
a taktiez zamestnancov k organizdcii. Za tymto
Gcelom je potrebné mat’ stanovenu ziaducu or-
ganizacnu kultdru, na ktorej presadzovanie je
vhodné vyuzit' jednotlivé funkcie riadenia l'ud-
skych zdrojov, pricom prdve funkcia rozmiest-
novania zamestnancov je Specifickd tym, ze je
prvou funkciou ktord ovplyviiuje zamestnancov
po nastupe do zamestnania a zdroven je posled-
nou, s ktorou pridu do kontaktu pri odchode
z organizacie. V prispevku sme konkrétne defi-
novali jednotlivé ¢innosti, ktoré je za tymto tce-
lom potrebné uskutocnovat’ spolu s dévodmi.
Definovanie uvedenych c¢innosti nie je mozné
povazovat’ za konecné, avsak je mozné chdapat’
ich ako zdkladné pri dosahovani efektivneho
prepojenia hodnot deklarovanych organizaciou
a ich vnimanim jednotlivymi stakeholdermi or-
ganizacie.
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POSSIBILITIES OF INFLUENCING
ORGANISATIONAL CULTURE BY MEANS OF
EMPLOYEE DEPLOYMENT

ABSTRACT

In order to enable the achievement of the greatest possible accordance befween an organisation’s
human resources and declared desired organisational culture elements, it is necessary to
interconnect activities within individual human resources management functions with required
values, attitudes and behaviour of employees. The objective of the paper is to particularly define
the possibilities of influencing organisational culture by means of employee deployment, which
is a human resources management function. The paper will present the results of researches
conducted over 2011, 2012 and 2013 at School of Economics and Management in Public
Administration in Bratislava. The methods of induction and deduction were used in the article
upon deriving the conclusions. The method of comparison was used upon the evaluation of the
present state, comparing organisations paying sufficient attention fo organisational culture and
employee deployment and organisations not dealing with it at all. To evaluate the data, the SPSS
15.0 for Windows® statistical programme and MS Word 2007, MS Excel 2007 were used. The
researches focused on organisational culture implied that even though 98 % of the interviewed
organisations realise the importance and meaning of dealing with the creation and maintaining
of organisational culture, only 29 %-33 % of the interviewed organisations have defined an
organisational culture strateqy in writing within the organisation ’s strategy.

KEYWORDS

Organisational culture, human resources management, employee deployment, research, organisa-
tions operating in Slovakia
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Knowledge continuity ensuring
of key employees in given sample
of organizations in the Czech Republic

Ing. Katefina Venclovd, Ing. Hana Vostrd Vydrova

Introduction
Generally, it is considered that human resources
are the most important asset of an organization,
therefore since the 1990s emphasis is placed
on new approaches to reach competitive advan-
tage based on knowledge (Venclovd, Urbancova;
2012). Human resources are carriers of knowl-
edge; therefore the protection of knowledge
and consequently the protection of employees
(as carriers of knowledge), especially key employ-
ees, should represent one of the organization’s
priorities (K6nigova, Urbancovd; 2011). Ajmal ef
al. (2010) adds that knowledge is recognised as
a critical competitive asset. Therefore it is essen-
tial to safeguard the knowledge base in an organ-
ization, because otherwise it could be lost from
the organization (Eby ef al., 2010; Wong, 2009;
Beazley et al., 2002) also the loss of key employ-
ees represents one of the most important threats
that jeopardize organizations (Konigova, Fejfar,
2013). Organisations should keep knowledge of
key employees inside of organizations because
key employees are the most excellent part of or-
ganization human resources who own excellent
knowledge of professional skills, high level of
self-control and ability to self-reflection (Zhang et
al., 2009).

Knowledge Management (KM) and Knowledge
Continuity Management (KCM) are related to the
effectiveness of modern organizations, where

112014

knowledge plays a mediatory role (Amirkhani et
al., 2012). Most knowledge management frame-
works encompass the activities of identifying,
acquiring (Ajmal ef al), creating, storing and shar-
ing knowledge and the utilization of knowledge
by individuals and groups in the organization
(Sun, 2010). Cardoso and Hussain in Carodoso ef
al. (2012) confirm that the main point of KM is to
make organizational knowledge actionable, which
means that KM is on action, not just on accumula-
tion of knowledge or on conversion of knowledge
in a passive mode. KCM is also about action, on
the other hand KCM is concerned with knowl-
edge transfer between generations of employees
(Beazley et al., 2002).

Urbancova and Konigova (2012) claims that
effective transfer of knowledge between present
employees (horizontal transfer) throughout
the organization can solve some organization
problems and promote success, however horizon-
tal transfer of knowledge (among generations of
employees) is a complex task, if fails, can lead to
a crisis.

On the basis of the above-mentioned it is
possible to summarize by suggesting that KM
is concerned with knowledge transfer among
current employees, whereas KCM is concerned
with knowledge transfer between generations
of employees (Scheme 1) (Urbancova, Kénigova,
2012).
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Scheme 1: »
Horizontal and vertical knowledge transfer

"\

Horizontal transfer

Knowledge Management
Cument employees

Source: Urbancova, Konigova (2012)

Key employees play an irreplaceable role in the
process of BCM application (Konigova, Fejfar,
2013). However, standard BS 25999 concen-
trates on the issues of human resources and
knowledge only to a limited extent. It does not
deal explicitly with the identification of key em-
ployees and ensuring the continuity of their
knowledge (Urbancovd, Urbanec, 2013).

The aim of the article is therefore (1) to
evaluate knowledge continuity of key employees
in organizations in the Czech Republic, based on
analysis of survey data; (2) to test dependencies
between selected qualitative characteristics that
relate to the issues examined. The article has
been produced on the basis of an analysis of
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Vertical transfer

Knowledge Continulty Management
Generations of employees

time

primary and secondary sources, in particular
focusing Knowledge
Management (KM) and Business Continuity
Management (BCM). Primary data is derived
from a questionnaire survey carried out to
explore the knowledge continuity ensuring of
key employees in Czech organizations.

research articles on

Materials and Methods

A quantitative survey was conducted from Au-
gust 2012 to October 2012 focusing on the
ensuring of knowledge continuity of key em-
ployees and business continuity management
in organizations in the Czech Republic. It was
carried out by means of a questionnaire survey
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that contained 19 questions, three of which were
identification questions. Questionnaires were dis-
tributed to Czech organizations using the Lime-
Survey software. The sample group consisted of
779 organizations. The questionnaire return rate
was 13.5% (106), of which small organizations
(with up to 50 employees) amounted to 42.5%,
medium-sized organizations (from 51 to up to
249 employees) accounted for 28.3% and large
organizations (over 250 employees) represented
29.2% of the sample. 83.0% of organizations
were domestic organizations and 17.0% were
foreign organizations. To enhance the quality
of the questionnaire survey, it was required for
the questionnaire to be completed by a specialist
from the Business Continuity Management de-
partment or the owner of the given organization.
The obtained data were categorised, therefore
the analysis of qualitative characteristics was
done. Also, the data obtained were processed by
means of absolute and relative frequencies using
the Microsoft Excel 2007 program and the IBM
SPSS program. The data obtained was not solve
by means of contingency tables. The reason was
related to Contingency Tables with sparsely pop-
ulated cells, containing even zero cells. Pecakova
(2007) recommends to use in this case Monte
Carlo method (in the case of sparse multi-way
tables). Null and alternative hypotheses were
developed and tested by means of Monte Carlo
method in contingency tables at the selected sig-
nificance level 0.05.

Results

The survey conducted has shown that only
18.9% of organizations use Business Continuity
Management. However, BCM is a managerial pro-
cess that identifies possible events threatening
the function of an organization, prevents or min-
imises their occurrence (Elliott ef al., 2002; Her-
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bane, 2010). The classification criterion of BCM
and systematic knowledge continuity of key
employees in Czech organizations was according
to the Czech statistical office (2013) organization
size (defined by the number of employees).

The major proportion (75.0%) of the given
sample represented large organizations (over
250 employees) because of cooperation with
foreign organizations requiring BCM application
in their organizations. The participation of small
organizations (with up to 50 employees) ammo-
unted to 15.0%. Medium-sized organizations
(from 51 up to 249 employees) represented the
smallest proportion of the sample (10.0%). The
small proportion of medium-sized organizations
is due to their high acquisition price, lack of
qualified employees, no management participa-
tion in this case. In addition, the organizations
did not consider it important. Despite the fact
that BCM is considered to be one of important
strategic asset of any organization for achieving
a competitive advantage (Venclova ef al., 2013).

In terms of their sector basis, the most fre-
quent sector of organizations was tertiary sector
(expressed by relative frequency 75.0% of the
sample), followed by organizations from sec-
ondary sector (20.0%). Only 5.0% represented
organizations from primary sector. 50.0% of the
evaluated organizations were Czech organiza-
tions.

BCM specialists answered five questions (in
questionnaire) focused on knowledge continuity
of key employees.

Following evaluated questions are based on
analysis of qualitatative characteristics. The ob-
tained data has a small sample size. Therefore,
the classified data are divided into a few catego-
ries. It is possible to use contingency tables that
might be called according to Pecdkovd (2007)
sparse multi-way contingency tables (tables
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containing even zero cells). The sparse multiway  Description of evaluated questions
contingency tables is not possible to use for 1) Do you select key employees with key

testing by Pearson Chi-Square test and Fisher’s knowledge for your organization?
Exact test. Pecdkova (2007) recommends to use Respondents answered the question ,Do
Monte Carlo method. you select key employees with key knowledge

Below stated results are compiled in statisti-  for your organization?“: entirely based on BCM
cal testing by Monte Carlo method. The method standards in relative frequency 55.0%, other
enables to test sparse multi-way contingency ta- respondents answered that they select key em-
bles. The hypotheses testing proceeds from the ployees in their organization (45.0%) but not
research aims. As classification variable to test using the BCM basis. According to classifica-
dependencies was chosen organization size tion criterion ,size“ 66.7% small organizations
(according to the number of employees). (with up to 50 employees) select key employees

Graf 1: »
Attitude of ensuring of key employees in organizations in the Czech Republic

over 250 employees

[ do not based on the
BCM standards

51 to 249 employees

[] based on the BCM
standards

up to 50 employees

0% 20% 40% 60% 80% 100 %

Source: Authors’ survey

Graf 2: »

Replacement of key employees under the frame of BCM concept in organizations in the Czech
Republic

I I I I
over 250 employees -

[ no

51 to 249 employees _
[] yes

up to 50 employees

I I I I
0% 20% 40% 60% 80% 100 %

Source: Authors’ survey
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with key knowledge for organizations, based
on BCM standards. Consequently, 33.3% small
organizations (with up to 50 employees) select
key employees with key knowledge for organi-
zations, but not based on BCM standards (see
graph 1).

The hypotesis“The organization size does not
depend on the identification of key employees
with key knowledge based on the BCM stand-
ards” was not rejected (p-value 0.485).

2) Do you ensure key employee replacement
using the BCM frame?

85.0 % organizations of the sample ensure
key employee replacement using the BCM frame.
Key employee replacement is significantly en-
sured by large organizations (over 250 employ-
ees). They represent 65.0% of the sample. On the
contrary, each small organization (with up to 50
employees) in the sample ensure key employee
replacement under the BCM frame. Graph num-
ber two illustrates the results.

Dependency between characteristics ,,organ-
ization size“ and ,key employee replacement
using the BCM*“ was not confirmed (p-value
0.576).

Graf 3: P

3) Do you ensure key employee replacement be-
cause of knowledge continuity preservation?
30.0% of the organizations ensure replace-

ment for keeping of knowledge continuity for

all key employees. 65.0% ensure replacement for
knowledge continuity preservation for selected
positions and 5.0% of them do not ensure any
replacement.
(65.0%) (over 250 employees) ensure key employ-
ee replacement for selected positions. According
to MoLSA (2013) selected positions are employ-
ees at the retirement age, preretirement age
and pregnant employees. However, small orga-
nizations ensure replacement of knowledge con-
tinuity preservation for all key employees (see

graph 3).

The null hypothesis “The organization size
does not depend on knowledge continuity pres-
ervation” was tested. The strength of the rela-
tionship between the variables is, according to
the value of Contingency coefficient (0.706) and
p-value (0.020).

Specifically, large organizations

Do you keep a record of pre-retirement staff?
When knowledge continuity management (KCM)
is utilized in organizations, either systematic

Key employee replacement ensuring for keeping of knowledge continuity

over 250 employees

51 to 249 employees

up to 50 employees

[ replacement ensuring
off all key employees

[] replacement ensuring

of selected positions

[] do not ensure replacement
of key employees

0% 20% 40% 60% 80% 100 %

Source: Authors’ survey
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methods for recording information or non-sys-
tematic methods (such as shadowing) are used.
The survey revealed that 20.0% of organizations
keep a record of pre-retirement staff, 25.0% Czech
organizations shadow and support the knowled-
ge transfer in various ways, and 55.0% of the
organizations do not keep a record of pre-retire-
ment staff. There are possible risks in most of the
organizations caused by lack of awarness of key
staff before retirement. Departure of this type of
staff might cause a critical situation arise in the
organization. The major risk was noted in large
organizations (91%) due to in many cases lack of
a record of pre-retirement staff (see graph 4).

Graf 4: »

The null hypotesis “The organization size
does not depend on the critical employee selec-
tion at the pre-retirement age” was not rejected
(p-value 0.064).

4) How do you ensure key staff replacement

and knowledge replacement?
The survey showed that 65.0% organisations
ensure key staff replacement in the long term
and 35.0% organisations ensure when needed.
Systematic key staff replacement and their
knowledge in the long term is the mostly en-
sured by large organizations (50.0%) in the
sample.

Level of key staff awareness at the pre-retirement age

over 250 employ ees

51 to 249 employ ees

I keep a record

[] shadow

[] do not keep a recodr

up to 50 employ ees

0% 20% 40% 60% 80% 100 %

Source: Authors’ survey

Graf 5: 0

The ways how to ensure key staff replacement and their knowledge

over 250 employ ees

51 to 249 employ ees

up to 50 employ ees

[[ systematic long-term

[] as required

0% 20% 40% 60% 80% 100 %

Source: Authors’ survey
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The last null hypothesis ,The organization
size does not depend on the key staff replace-
ment and their knowledge” was not confirmed
(p-value 0.551).

The results of Monte Carlo test have con-
firmed that the organization size is dependent
on the ensuring of knowledge continuity (an
alternative hypothesis to hypothesis no. 3).
The strength of the relationship between the var-
iables is, according to the value of Contingency
coefficient (0.706) and p-value (0.020).

Discussion

If key employees leave the organization, they
will take key knowledge with them. Hence, it
is considered that people are the most impor-
tant organization resource (Banfield, Kay, 2008;
Beazley, Boenisch, 2002) and they are carriers
of knowledge. So, key resource is according to
Cardoso ef al. (2012) knowledge. However, only
55.0% Czech organizations select key employees
based on BCM standards.

85.0% (n = 17) organizations ensure key em-
ployee replacement using BCM frame, mainly
large organizations. On the contrary, only 30.0%
organizations ensure replacement for all key
staff because of knowledge continuity. Howev-
er, Knowledge Management (KM) and Knowl-
edge Continuity Management (KCM) are directly
related to the effectiveness of organizations
(Amirkhani ef al., 2012).

65.0% ensure replacement for knowledge
continuity preservation for selected positions
[according to MoLSA (2013) selected position
are represented by employees at the retirement
age, preretirement age and pregnant employ-
ees]. This sample is mainly represented by large
organizations (65.0%). This fact was confirmed
by statistical testing [the organization size is de-
pendent on the ensuring of knowledge continu-
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ity, Contingency coefficient (0.706) and p-value
(0.020)]. On the other hand, 91.0% large organ-
izations do not keep a record of pre-retirement
staff. The reason might arise from the organiza-
tion thinking. Organisations usually think that
have enough subsitutes for the given job posi-
tion. (MoLSA, 2013).

The survey showed that 55.0% (n = 20) or-
ganizations select key staff entirely based on
BCM standards and 65.0% organisations ensure
key staff replacement in the long term. Because
the aim is to evaluate the uninterrupted availa-
bility of all key resources in the organization
(Tammineedi, 2010).

Conclusion
Currently,

places demands on transfer knowledge in or-
ganisations, knowledge continuity. It means
knowledge transfer in the case of knowledge
and experience of a departing key employees
as well as pre-retirement staff is passed on to
his/her successor based on BCM concept. This

management of organizations

is confirmed by the outcomes of the present
survey. The results of the survey show that or-
ganizations select key employees even based on
BCM standards in relative frequency 55.0%. The
results also confirm that knowledge continuity
ensuring in organizations in the Czech Repub-
lic depends on the size of the organization. This
fact is also confirmed by the present survey -
77% large organizations (over 250 employees)
of the given sample ensure knowledge continui-
ty of key employees. Of particular interest is the
fact that only 25% organizations keep a record
of pre-retirement staff. One of the reason is that
organisations usually think that have enough
subsitutes for the given job position. (MoLSA,
2013). Organizations should put emphasise on
pre-retirement employees because knowledge
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continuity provide effective transfer of knowl-
edge between present employees within the
organization. In addition, can solve some organ-
ization problems and promote success (Urban-
cova, Konigova, 2012).
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KNOWLEDGE CONTINUITY ENSURING OF
KEY EMPLOYEES IN GIVEN SAMPLE OF
ORGANIZATIONS IN THE CZECH REPUBLIC

Ing. Katefina Venclovd, Ing. Hana Vostrd Vydrova

ABSTRACT

Knowledge is recognised as a critical competitive asset. Protection of knowledge and consequently
the protection of employees (as carriers of knowledge), especially key employees, should represent
one of the organization’s priorities. The first part of the article concentrates on the theoretical
background. The second part evaluates the results of the quantitative survey. The aim of the
article is to evaluate knowledge continuity of key employees in the given sample of organizations
in the Czech Republic, based on analysis of survey data and to test dependencies between
selected qualitative characteristics that relate to the issues examined. The results of the survey
show that only 18.9% (20) of organizations use Business Continuity Management. The results of
the survey also show that 55% (11) organizations select key employees with key knowledge for
their organization based on BCM standards. 85.0 % (17) organizations of the sample ensure key
employee replacement using the BCM frame. The survey has confirmed that the organization size
is dependent on the ensuring of knowledge continuity. The strength of the relationship between the
variables is, according to the value of Contingency coefficient (0.706) and p-value (0.020).

KEYWORDS

Business Continuity Management, Knowledge Continuity, key employee, survey, Monte Carlo
method
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Pristupy k hodnoceni bezpecnosti
informaci v organizacich v Ceské republice

Ing. Jiti Urbanec

Uvod

Informacni bezpecnost je disciplina zabyvajici
se prostfedky pro dosazeni cile - bezpecnosti
informaci, tj. zajisténi kritickych charakteristik
informaci a dosazeni stavu, kdy jsou informa-
ce ochrdnény pred ztrdtou téchto kritickych
charakteristik. Disciplina informacéni bezpec-
nosti zahrnuje mnozinu mechanismu, technik,
mér a administrativnich procesi vyuzivanych
k ochrané informacnich aktiv (Kouns, Minoli,
2010, s. 3) a ochrané investic vloZzenych do in-
formaci a informacnich systémt (Doucek et. al.,
2011, s. 185).

Informacni bezpecnost je jednou ze soucdsti
bezpecnostniho systému organizace (Smejkal,
Rais, 2006, s. 195), resp. celkové bezpecnosti
organizace (Doucek et. al., 2011, s. 56; Pozar,
2005, s. 39). Informacéni bezpecCnost resi veske-
rou ochranu informaci organizace, tedy celého
informaéniho systému, automatizované i neau-
tomatizované Casti (Smejkal, Rais, 2006, s. 197).
Bezpecnost informaci v informacnim systému je
dosahovdna bezpecnosti informacnich systému
podporovanych prostfedky informacnich a komu-
nikacnich technologii.

Cilem ¢lanku je zhodnotit p¥istupy k hodno-
ceni bezpecnosti informaci v informacnich systé-
mech v organizacich v Ceské republice. Dil¢im
cilem clanku je na zakladé vysledkt faktorové
analyzy identifikovat a zhodnotit kombinace
vlivu faktora ovlivijici bezpecnost informaci.
Pocet zkoumanych faktort ve vyzkumu vychazi
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z teoretickych vychodisek Ceskych i zahrani¢nich
zdroju.

Clanek je tvofen z Sesti asti a to dvodu, te-
oretickych vychodisek, kde jsou na zdkladé ana-
lyzy sekunddrnich zdroji stanoveny predpoklady
pro vyzkum, nasleduje metodika, vysledky, disku-
se a Zaver.

1 Teoreticka wchodiska prace

Kapitola se zabyvd komparaci ndzort jednotli-
vych autort zabyvajicich se zkoumanou proble-
matikou, kterd je aktudlni a dulezitd ve vSech
sektorech ekonomiky.

Informacni systém v organizaci nezavisle na
jeho formé (elektronickd, manudlni) je soubor
prvki s Gcelové uspordadanymi vazbami a Uce-
lovou funkénosti (strukturou v¢. hierarchickych
vztahd, pravidel a norem) a informacnimi a da-
tovymi toky mezi témito prvky, kde primarnim
Gcelem tok je prenos informaci. Cilem informac-
niho systému je umoznit realizaci informacniho
procesu. Prvky informacniho systému, které se
Gcastni informacniho procesu, jsou:
= informace, jako hlavni predmét Cinnosti in-

formacniho systému (v elektronické, pisemné

resp. audiovizudlni a ustné predavané podo-

bé) (Pozar, 2005, s. 57, s. 87),
= uzivatelé, lidé, osoby - sdélovatelé (poskyto-

vatelé) informaci, piijemci informaci (klienti)

(Pozar, 2005, s. 87), zpracovatelé spoustéjici

zpracovani informaci, spravci, zprostredkova-

telé informaci;
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= systémy zpracovani dat a informaci (infor-
macni infrastruktura) a vsechny jejich hmot-
né i nehmotné soucldsti - hardware (papir,
sanony, pocitaCe a periferie, sitové prvky),
software (aplikace, programy, jazyky), pracov-
ni postupy, techniky a metody, materidl a ne-

movitosti (Pozar, 2005, s. 87).

V ramci jednotlivych fazi transformacniho
procesu informaci se informace nachdzeji v jed-
nom ze zakladnich stava jejich zZivotniho cyklu:
v uzivani, v prenosu a v uloZeném stavu. Jed-
nim z modela definujicich tyto fize je CNSS in
Whitman (2010, s. 5). Mezi témito stavy Fizené
prechdzeji. Je zfejmé, ze informace v uzivani jsou
v informaénim procesu pii krocich zpracovini
a vyuzivani informaci, v pfenosu pfi ziskavani in-
formaci, registraci, uklddani, a informace mohou
byt ulozeny v prostredcich pocitacové techniky,
v psané formé Ci v lidské paméti (Smejkal, Rais,
2006, s. 147).

V informacnich procesech je nutné dbat na
bezpecnost informaci na drovni vSech prvkd, se
kterymi pracuje a je nutné identifikovat rizika
pro informace. Riziko obecné pfedstavuje prav-
dépodobnost, Ze dojde k nepfiznivému odchyle-
ni skutecného stavu od ocekdvaného, pfiCemz
vznikd urCitd ztrata. Bezpecnostni riziko je pak
pravdépodobnost, s jakou bude hodnota infor-
mace zniCena nebo poSkozena pusobenim kon-
krétni hrozby pfi vyuziti zranitelnosti (slabiny)
(Pozar, 2005, s. 37; Landoll, 2006, s. 34; Dobda,
1998, s. 14).

S rostouci hodnotou informace jsou prvky
informaéniho systému vystavovdny hrozbam.
Schopnost prvka systému odolat hrozbam (mi-
nimalizovat zranitelnosti v okamziku ptsobeni
hrozby) je pro informace kriticka.

Volba modelu fizeni bezpecnosti informaci,
odpovidajicich metod Fizeni a priority zdvisi na
podminkach a potfebach organizace a jejim za-
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méfeni. V prabéhu vyvoje discipliny informacni
bezpecnosti postupné vznikla a dale se rozviji
mnozina modeld Fizeni a standardd, které jsou
volné pouzitelné, komercni, pripadné proprietar-
ni (Urbanec, 2013).

Moznost hodnotit schopnost prvka informac-
niho systému odolat hrozbam a dosahnout do-
statecné bezpecnosti informaci pfindsi schopnost
ji ridit. Metody hodnoceni v rdmci jednotlivych
modelQ jsou soucdsti téchto modeli a prubézné
se vyviji. Aktudlni rozvijejici oblasti je kvantita-
tivni hodnoceni a stanoveni mér pro toto hod-
noceni, nicméné hodnoceni na zikladé méfeni
neni podle Doucek (2011, s. 112) v stavajici praxi
informacnich systémua absolutni prioritou. Na-
svédcuje tomu teprve postupny rozvoj aplikace
standardu ISO 27004 a doposud neustdlend ta-
xXonomie meér.

2 Material a metody

Teoretickd vychodiska ¢lanku vznikla na zdkladé
analyzy sekundarnich zdroja, kde byly komparo-
vany nazory autort na problematiku bezpecnosti
informaci v tuzemsku i zahranici. Ddle byly z teo-
retickych metod poznani vyuzity syntéza, induk-
ce a dedukce. Vysledky byly ziskany na zdkladé
realizace primarniho vyzkumu zabyvajiciho se
oblasti hodnoceni bezpecnosti informacnich sys-
tému v organizacich v Ceské republice.

Cilem kvantitativniho vyzkumu bylo analyzo-
vat p¥istup organizaci k hodnoceni informacnich
systéma z pohledu bezpecnosti zpracovdvanych
informaci a stanovit vliv vybranych faktort na
bezpecnost informaci v zkoumanych organiza-
cich. Cile je dosahovano na zdkladé testovani
hypotéz, analyzy kontingencnich tabulek a iden-
tifikovani novych faktori prostfednictvim fakto-
rové analyzy.

Dotaznikové Setfeni bylo realizovdno v Ces-
kém jazyce pomoci uzavienych a polouzavie-
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nych otazek. Byly osloveny organizace se sidlem
v Ceské republice vyuzivajici IT a v rdmci nich
byl osloven specialista v oblasti bezpecnosti infor-
maci. Kvantitativni vyzkum respektoval Zikon ¢.
101,/2000Sb. o ochrané osobnich tdaju a oblast
etiky ve vyzkumu. Pred zahdjenim dotaznikové-
ho Setfeni byl proveden priuzkum, jenz testoval
spravnost formulovdni otdzek a jejich pochopeni
respondenty, ndvratnost dotazniku a technickou
realizaci. Otazky v dotaznikovém Setreni byly pro
respondenty jednoznacné stanoveny, vyznam poj-
mu technickych oblasti a praktické aplikace byl
respondentiim v dotazniku uveden.

Organizace byly vybrany ndhodnym kvétnim
vybérem z organizaci se sidlem v Ceské republi-
ce. Organizace byly rozdéleny do homogennich
skupin dle vybérovych kritérii odpovidajicich
CSU tak, aby byla zajisténa reprezentativnost
organizaci a zobecnitelnost vysledkt na vybéro-
vy vzorek. Kritéria vybéru v ramci vyzkumu byla
stanovena tak, aby pfiblizné odpovidala procent-
nimu zastoupeni organizaci dle odvétvi ekonomi-
ky a velikosti organizace.
= dle odvétvi ekonomiky: 15 % z primdarniho,

15 % ze sekundarniho, 70 % z tercidlniho

sektoru,
= dle velikosti organizace dle poc¢tu zaméstnan-

ct: 70 % z malych, 20 % ze stfednich, 10 %

z velkych organizaci.

Bylo osloveno celkem 785 organizaci a do-
taznikového Setfeni se zucastnilo celkem 106 or-
ganizaci, navratnost byla 13,5 %.
= dle odvétvi ekonomiky: 10,4 %z primarniho,

16,0 % ze sekundarniho, 73,6 % z tercialniho,
= dle velikosti podniku dle poctu zameéstnancu:

40,6 % z malych, 22,6 % ze strednich, 36,8 %

z velkych organizaci.

Pro nesplnéni podminek zahrnuti do vyzku-
mu byly 4 dotazniky z hodnoceni vynaty. Re-
spondenti uvedli, Ze nezpracovadvaji hodnotné
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informace. V ramci p¥ispévku jsou tedy hodnoce-
ny vysledky ze 102 organizaci. Pro analyzu byl
pouzit program Microsoft Excel 2013 a program
IBM SPSS Statistics 21. Prukaznost ziskanych
vystupll a vztaha podpofrily nastroje deskriptiv-
ni statistiky (pro testovani vysledka byla vyuzita
analyza rozptylu, parametrické testy a zjisténi
korelace). Pro hlubsi rozbory byly pouzity me-
tody vicerozmérné statistiky, zejména faktorova
analyza (vyuzita byla rotace metodou Varimax,
pro vybér mnozstvi vyznamnych faktort bylo
vyuzito Kaiser-Guttmanovo pravidlo; pro vybér
determinant vyznamnych pro tvorbu faktoru
byly vybrany ty, které mély vyssi absolutni hod-
notu nez 0,3 podle doporuceni Anderson (2009)
a Hendl (2012). V ramci deskriptivni statistiky
byly vyuzity relativni Cetnosti, vypocitdn nepa-
rametricky Chi-kvadrét test a sila zavislosti byla
zjistovana dle Cramerova V.

3 Vysledky wyzkumu

Kapitola Vysledky a diskuse prezentuje vysledky
provedeného vyzkumu.

3.1 Pristup organizaci k hodnoceni
bezpecnosti informaci

Vysledky ukdzaly, Ze v souCasné dobé vétsina
zkoumanych organizaci hodnoti informacni sys-
témy z pohledu rizika pro hodnotné informace
(58,49 %). Nejcastéji realizuji hodnoceni IS or-
ganizace v tercidlnim sektoru (77,4 %) a nejmé-
né organizace v sektoru primdrnim (3,2 %). Ty
organizace, které informacni systém nehodnoti,
uvadély nejcastéji duvod, ze predpokladaji, Ze
informacni systém je bezpecny a spoléhaji na své-
ho dodavatele (29 organizaci).

Organizace, které naopak informacni systém
hodnoti, tak ¢ini nejcastéji s cilem identifikovat
slabiny a vznikajici problémy (41,5 %). V ramci
vyzkumu byla prokdzana zavislost mezi hodno-
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cenim bezpecnosti IS a velikosti organizace (p-
-hodnota = 0,000; Cramerovo V = 0,444; stfedni
zavislost).

3.2 Vliv faktorit na bezpecnost informaci

Déle bylo zjistovano, které faktory maji dle re-
spondenttt hlavni vliv na dosazeni maximdlni
drovné bezpecnosti informaci v jejich organizaci.
Respondenti mohli zaznacit vice odpovédi. Vy-
sledky jsou prezentovany v tabulce 1.

Tabulka 1 »

Faktory majici hlavni vliv na dosaZeni maxi-
mdlni drovné bezpecnosti informaci, sefazeno
dle relativni Cetnosti sestupné.

Relativni

Faktory tnost [%]

¢ Lidsky faktor 72 67.92
Kvalita technickych prostredkd
ochrany davérnosti, integrity 54 50,94
a dostupnosti informaci
Existence |dent|f|k?ce rizik pl]sot?i- 5 4245
cich na konkrétni informacni aktiva
Kvalita procesu fizeni informacni
bezpecnosti a prosazovani bezpeg- 40 37,74

nostni politiky

{ Existence Kasifikace informaci

Monitoring osob, technickych pro-

. . 27 2547
stiedkd a informaénich procest
Merem bezpet€nostnich charakte- 18 16,98
ristik informacniho systému
Meéreni bezpecnostnich charakte- ” 1038

ristik informaci

Zdroj: Vlastni vyzkum

Organizace za nejvlivnéjsi povazuji jedno-
znacné lidsky faktor a ndsledné kvalitu technic-
kych prostiedki ochrany davérnosti, integrity
a dostupnosti informaci. Tento vysledek lze oce-
kavat, lidsky faktor je dlouhodobé identifikovin
jako nejkritiCtéjsi Cast informacnich systému
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a lidé jako prvek informacniho systému pred-
stavuji nejvice slabin. Pozice faktoru ,existence
klasifikace informaci“ ve stfedu spektra naopak
neodpovidd teoretickému vyznamu tohoto fak-
toru pro pred nim umisténé faktory, protoze kla-
sifikace informaci by méla byt vstupem jak pro
aplikaci technickych prostfedk, tak vstupem po
identifikaci rizik a realizaci procesi informacni
bezpecnosti. Vnimdni kvantitativniho hodnoce-
ni bezpecnosti informaci (méfeni) jako nejméné
vlivného faktoru odpovida nizké vnimané priori-
té v bezpecnostni praxi. V komparaci s faktorem
monitoringu osob a technickych prostredka ma
nizsi vliv.

3.3 Identifikace vyznamnyjch faktoru

Metodou Varimax byly nalezeny dva faktory.
Rozptyl u faktoru 1 byl vyssi nez u faktoru 2
(pfes 36 %), proto tento rozptyl lze povazovat
za nejvetsi. V tabulce 2 jsou prezentovany vy-
sledky rozptylt vyznamnych faktora vysvétlujici
proménné. Program IBM SPSS Statistics 21 po-
moci metody Varimax identifikoval celkem 2 fak-
tory, jejichz vlastni Cislo (rozptyl) je vyssi nez 1
(Kaiser-Guttmanovo pravidlo). Celkové tyto dvé
identifikované proménné (pfes 50 %) vysvétluji
celkové chovani vzorku ¢i moznosti vyslednych
vlastnosti. Cilem faktorové analyzy je charak-
terizovat nové vzniklé proménné na zdakladé
zavislosti (hodnoté korelacniho koeficientu) s pu-
vodnimi proménnymi.

Prvni faktor poukazuje na dulezitost bezpec-
nostnich procesti na organizac¢ni Urovni, a jak
sledovand organizace klade daraz na oblast
bezpecnosti informaci (viz tabulka 3). Faktor
je nejvice tvofen méfenim bezpecénostnich cha-
rakteristik informaci (0,788), méfenim bezpec-
nostnich charakteristik informac¢niho systému
(0,738) a monitoringem osob (0,737), prostredky
ochrany dGvérnosti a informacnimi procesy. Lze
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jej tedy souhrnné pojmenovat ,bezpeCnostni
procesy“. Korelacni koeficienty se pohybuji v roz-
mezi od 0,397 do 0,788, coz predstavuje stfedni
a silnou zavislost (u vétsiny koeficientt).

Druhy identifikovany faktor zahrnuje dvé
proménné na obecné urovni, proto jej lze nazvat
,bezpecnostné kritické prvky“. Nejsilnéjsim fak-
torem z hlediska bezpecnostné kritickych prvka
je lidsky faktor (0,825). Oba koeficienty (lidsky
faktor i klasifikace informaci) predstavuji silnou
zavislost (0,637 a silnéjsi).

Lze shrnout, Ze hlavnimi faktory ovliviujici-
mi bezpecnosti informaci jsou ,,bezpecnostni pro-
cesy a podpurné ndstroje v organizaci, z nichz
velkou Cdst tvofi monitoring a méfeni (jak na
procesni, tak technické trovni) a kvalita proce-

Tabulka 2 »
Vijpocet rozptylu vjznamnijch faktoru

Kumulativni
% rozptylu

36,279
50414

Faktor Rozptyl % rozptylu

2,902
131

36,279
14,135

Zdroj: Vlastni vyzkum

Tabulka 3 »
Vijpocty faktorové analjzy

Proménna

s0, a diraz na ,bezpeCnostné kritické prvky“ in-
formacniho systému tvofené predevsim lidskym
faktorem a nasledné bezpecnostni klasifikaci in-
formaci.

Duraz na lidsky faktor a klasifikaci informa-
ci na bezpecnost informaci je zfetelny predevsim
u organizaci v pokrocilém stupni rozvoje infor-
macni bezpecnosti (organizace, které aplikuji
nékterou z norem informacni bezpecnosti). Mo-
nitoring a méfeni jsou vnimany jako podobné
az totozné oblasti, prestoze se jednd o odlisné
problematiky. Aplikace monitoringu je pak trend
pozorovatelny u bezpecnostné rozvinutych orga-
nizaci.

4 Diskuse
Vysledky ukazuji, Ze bezpecnost informaci v in-
formacnich systémech nehodnoti 41,1 %, z nichz
vSechny jsou z primarniho a sekundarniho sek-
toru. Z teoretickych piedpoklada vyplyvd, zZe
i tyto organizace by hodnoceni mély provadét
pro schopnost Fidit bezpecnost informaci. Toto
plati i pro organizace, které spoléhaji na svého
dodavatele.

Organizace, které hodnoti bezpecnost infor-
maci, jsou organizace s rozvinutou disciplinou

Faktor 1 Faktor 2

Identifikace rizik pusaobicich na konkrétni informacni aktiva 0,397 0,375
Prostfedky ochrany divérnosti, integrity a dostupnosti informaci 0,559 0133
Klasifikace informaci 0,299 0,637
Lidsky faktor -0174 0,825
Kvalita procest Fizeni informaéni bezpecnosti a prosazovani bezpegnostni politiky 0,663 -0,018
Monitoring osab, technickych prostiedkd a informacnich procest 0,737 0,091
Megreni bezpecnostnich charakteristik informacniho systému 0,738 0042
Megreni bezpecnostnich charakteristik informaci 0,788 0,200

36,279 14,135

: Celkové % rozptylu

Nazev faktoru

Bezpet€nostni procesy Bezpecnostné kritické

a podpUrné nastroje prvky

Zdroj: Vlastni vyzkum
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informacni bezpecnosti. Diiraz je v jejich proce-
sech kladen na technické prostiedky ochrany,
stanoveni rizik a kvalitu procest informacni bez-
pecnosti. U téchto organizaci je aplikovan moni-
toring osob, technickych prostfedk(i a procesu.

Schéma 1 »

Model méfeni drovné bezpecnosti informaci

Informacéni
aktiva

Ohodnocena
rizika

Konkrétni

podminky
organizace

Zdroj: vlastni zpracovani
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Kvantitativni metody hodnoceni ve formé méreni
prvkt informacniho systému, tj. systémua zpra-
covani dat (16,98 %), tak samotnych informaci
(10,38 %), jsou vnimany jako vlivny faktor u malé
Casti respondenta.
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Hlavnim cilem méfeni bezpecnostni pozice
informacntho systému v oboru informacni bez-
pecnosti je moznost pouzit vysledky pro snizovani
rizika. Pfesné absolutni, resp. relativni opakovatel-
né méreni bezpecnostni pozice informacéniho sys-
tému vyuzivajici peclivé navrzeny systém meér
muze byt pouzito jako dukaz dosazeni konkrétni
drovné bezpecnosti informaci a bezpecnostnich
vlastnosti informacéniho systému v provozu véet-
né ucinnosti ochrannych opatfeni. Podle Jaquith
(2007, s. 40) ma méteni dalsi hlubsi pfinosy, napf.
umoznuje porozumét rizikim, v predstihu zazna-
menat zmény v trendu Urovné bezpecnosti infor-
maci, porozumeét slabym, resp. sldbnoucim mistim
v IS, zhodnotit efektivitu protiopatfeni a doporu-
Cit dalsi zdokonaleni technologii a procesu.

Vysledky ukazuji, ze v organizacich s nejvi-
ce rozvinutou oblasti informacni bezpecnosti se
aplikované principy kvantitativniho hodnoceni
soustiedi na monitoring vybranych udalosti a de-
tekce poruSeni bezpecnostni politiky v internim
prostiedi. Reaguji tak na skuteCnost, ze hrozby
existuji primdrné v internim prostredi.

Hlavni problémovou oblasti méfeni bezpec-
nosti informaci je stanoveni konkrétniho zdklad-
niho systému meér, véetné stanoveni referencnich
(oCekdvanych) hodnot charakteristik objektl
urCenych k méfeni, tj. prvk( informacniho systé-
mu IS. Mnozina mér by méla byt relativné mala
a prehlednd a konstruovdna tak, aby mohla byt
prohldSena za skupinu mér, které maji byt vyhod-
nocovany vzdy (VaniCek, 2004, s. 121). Zmérené
hodnoty v konkrétni organizaci jsou zavislé na
faktorech vyplyvajicich primarné z podminek
organizace, tj. jeji ochoté akceptovat riziko pro
informacni aktiva resp. mife bezpecnostniho uvé-
domeéni organizace (povédomi o riziku) a pfistu-
pu k informacni bezpecnosti.

Stanoveny systém mér lze pouzit pro veri-
fikaci drovné navrzenych ochrannych opatfreni
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ve fazi navrhu a nastaveni referencnich hod-
not a naslednou validaci v provozu nasazenych
ochrannych opatfeni. Navrh metodického postu-
pu je uveden ve schématu 1.

Konkrétni miry lze systematickym postupem
identifikovat na bdzi konceptudlniho ndstroje
GQM (Goal-Question-Matrix), ktery umoziuje
logicky a strukturovany proces stanoveni mér,
coz je v souladu s Hayden (2010, s. 52) a Herr-
mann (2007, s. 22). Souvisejici aktivity obsahuji
stanoveni méfenych charakteristik a stanoveni
analytického modelu spolecné se stanovenim re-
ferencnich hodnot.

Zaver

Vysledky ukazaly, Ze vice nez 58 % organizaci
se snazi hodnotit bezpecnost informaci v IS tak,
ze se snazi identifikovat slabiny a vznikajici pro-
blémy a pokryt legislativni pozadavky. Clanek
nasledné identifikoval 2 hlavni skupiny faktora,
které ovliviiuji rozhodnuti organizaci, zda se
maji zabyvat hodnocenim bezpecnosti informaci
IS, jedna se o ,bezpecnostni procesy a podpurné
nastroje“ a ,bezpecnostné kritické prvky IS“.

Je nutné konstatovat, Ze pfestoze se hodno-
cenim bezpecnosti informaci v IS organizace
zabyvaji Ci chtéji zabyvat, jejim méfenim (kvan-
tifikaci) se v soucasné dobé ve vétsiné pfipadi
nezabyvaji. Touto oblasti se zabyva dalsi cast vy-
zkumu.

Teoretickym pfinosem c¢lanku je sumarizace
vysledkt vyzkumu zabyvajiciho se aktudlni ob-
lasti bezpecnosti informaci, jez napomdhaji or-
ganizacim vcas identifikovat vznikajici problémy
a slabiny a Iépe se na né do budoucna pf¥ipravit.

Praktickym pfinosem ¢lanku je prezentovat
aktudlni vysledky vyzkumu, ktery je v soucas-
ném konkurenénim a legislativnim prostfedi,
ktery je pfimo za silné zavisly na elektronickych
systémech zpracovani dat (85,9 % organizaci ve
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vyzkumu), velmi dualezity. Vysledky mohou orga-
nizacim napomoci v nastaveni takovych procest
na bazi méfeni, aby byla eliminovdna slabd mista
a na hrozby bylo realizovano vcas. Vyzkum bude

Ekonamické listy 1[2014

pokracovat fazi kvalitativniho vyzkumu formou
osobnich rozhovort se zastupci organizaci na
pozici vedoucich oddéleni informacnich systé-
mu/informacnich technologii.
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APPROACHES TO ASSESMENT OF SECURITY OF
INFORMATION IN CZECH ORGANISATIONS

Ing. Jifi Urbanec

ABSTRACT

Information security is one part of organizational system or complete organizational security
respectively and thus this discipline should be emphasized in today’s cyber world and should
be objective of all organizations. The aim of the paper is to identify approaches of Czech
organizations to assessment of security of information in their information systems. The data
analyzed was obtained based on a quantitative survey in which data was collected by means of
a questionnaire survey (N=785; n=102). The results show, that more than 58% of organizations
assess the information systems in order to identify vulnerabilities and arising informational issues
and they aim to improve security processes and cover more demanding legislature Requirements.
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Information security, factor analysis, survey, organization
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