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ABSTRAKT

P s

Dodrzovani etickych zdsad v podob& spolecenské odpovédnosti s sebou piindsi nejenom
dobry pocit viech ziicastnénych, ale rovn€Z pozitivné piisobi na image organizace. Toyota
Peugeot Citroén Automobile je nadndrodni organizace ptsobici v Koliné s matefskym za-
stoupenim japonské Toyoty a francouzského PSA Peugeot Citroén. Pro spole¢nost takové-
to velikosti a formdtu je nezbytné zapojit spolecenskou odpovédnost do vlastnich aktivit.
Tato diplomova prace se zaméfuje na zaméstnanecky sektor, respektive na motivaci za-

méstnancii. Sleduje spokojenost, loajalitu, ale také jejich vliv na image spole¢nosti.

Klitovd slova: spoleCenska odpovédnost, stakeholdefi, zaméstnanci, Zivotni prostiedi, pro-

fit, motivace, benefity, vzdélavani, loajalita, odchodovost

ABSTRACT

Adherence to ethical principles in the form of social responsibility brings with it not only
good feelings for all involved, but also the positive influence of organization’s image.
Toyota Peugeot Citroén Automobile is a multinational organization operating in Kolin with
Japanese Toyota and the French PSA Peugeot Citroén parent corporations. Consequently,
company of this size and format has to necessarily involve social responsibility within their
own activities. This thesis focuses on the employment sector, precisely on the employee
motivation. The thesis tracks satisfaction, loyalty, but also their impact on the company's

image.

Keywords: corporate social responsibility, stakeholders, employees, environment, profit,

motivation, benefits, education, loyalty, turnover
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INTRODUCTION

Corporate Social Responsibility is a term which has recently gained on popularity. Today's
executives and managers are beginning to realize the importance of the interests of both the
financial matters, but also of the employees, general public and the environment. A thought
to be responsible from an ethical point of view is rooted in each of us from of old. From a
business perspective, it seems as novelty, but the opposite is true. Just think of Tomas Bata,
the great entrepreneur. This man captured a market niche, but has not been satisfied with
just excellent financial results. He invested in the development of himself, but also in the
development of employees and general public. T. Bata realized a key fact. The prosperity

of an organization is directly dependent on the proportion of employee satisfaction.

The aim of the thesis is to present, today a very modern term, social responsibility in a way
that would be comprehensible not only to experts, but to most laymen. Firstly, the
theoretical part presents the history of social responsibility, the basic theory and
methodology of work and likewise formulates the basic objectives and hypotheses. As is
apparent from the abstract, I mainly focus on employee sector. However, since my goal is

to show the essence of the theory to laymen, I explain other spheres of CSR too.

Secondly, the practical part will present promising Toyota Peugeot Citroén Automobile. In
terms of company specificity it is not only necessary to introduce CSR activities but also
the vision, values and work processes organization. Since the Toyota Peugeot Citroén
Automobile is a joint venture of Toyota and PSA Peugeot Citroen, individual processes are
unique, and are crucial for proper evaluation of hypotheses. For this reason, I suspect the
negative increase in the extent of work. In addition to the various processes, I will focus on
the very responsible activities and on the motivational factors. The observed presumptions
are going to be confirmed or refuted by questionnaire survey focusing on the company's

image and employee motivation. Finally, I suggest solutions on observed shortcomings.

The biggest positive of this work is a usefulness of the thesis. The research organized on
the basis of the needs for the thesis will be used as a "corner-stone" of the incentive

program in TPCA.
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I. THEORETICAL PART
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1 THE DEFINITION OF CSR

To define a term corporate social responsibility is for many reasons almost impossible task.
First of all, the topic is in business sphere quite new as is going to be mentioned in the next
chapter. Moreover, the CSR is so wide that it would be difficult to put it into one general
definition and it would loose its flexibility. Finally, the most important reason why not to
define the term mentioned P. Kotler. CSR suppose to be voluntary and discretionary. There
should not be any law or rules telling to companies what exactly they have to do in CSR
sphere. (Kotler 2005, p.3) Even though it is hard to define one general and all valid defini-
tion, for educational and business purposes was necessary to do so and that is why every

author writing about CSR mentions at least one basic definition.

As a result, I have chosen three basic definitions, which in my opinion can be taken as

valid:

Firstly, the World Business Council for Sustainable Development expressed CSR as
“business’ commitment to contribute to sustainable economic development, working with
employees, their families, the local community, and the society at large to improve their

quality of life.” (Kotler 2005, p.3)

The second definition is from the organisation called Business for Social Responsibility.
The CSR “operates business in a manner that meets or exceeds the ethical, legal, commer-

cial and public expectations that society has of business.” (Kotler 2005, p.3)

Finally, the third expression of corporate social responsibility is of course from Green Pa-
per, where CSR is mentioned as “a concept whereby companies integrate social and envi-
ronmental concerns in their business operations and in their interaction with their stake-

holders on a voluntary basis.” (Green Paper 2001, p.6)

To sum all up from my point of view, the main goal of social responsible company is to be
economically strong but also have strategies to keep employees, customers and inhabitants

of region satisfied.
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2 THE HISTORY AND EVOLUTION OF CSR

Even though the topic corporate social responsibility sounds like modern and new it is not
this case. The only new thing is the focus on systematic work with CSR, which is in busi-
ness leadership quite new. The society itself in the past, thousands years ago, have had to
behave according some rules given by king, emperor or religion. There were solved ethical
issues as well as we deal with ethical issues now. Of course, the seriousness of these issues
depends on the historical period. People, more or less, have cared for each other; however

it was not called corporate responsibility.

2.1 The Early Stages of Social Responsibility

The Fuggerei is the oldest housing estate in the world from 1521. However, this estate is
not special only for the age and architectonics but also for purpose. The founder Jakob
Fugger built this estate for poor people from Augsburg. The prices of rents were really low.
In case we convert it into euro, nowadays it would be 0.88 euro and three prayers for the
family of the founder. All in all, Fuggerei is one of many examples of CSR usage in the

past. (www.fugger.de online 5.1.2011)

As Mr. Pavlik, the author of Spolecenskd odpovédnost organizace: CSR v praxi a jak s nim
ddl. (Corporate Social Responsibility: CSR in the practice), mentions, the power of state
and religion weakened through the time. As a result it was necessary to find some “author-
ity” who will give the way how to solve ethical problems, how to behave to each other.
Thanks to the globalisation and to the way of life, companies have become such authori-
ties. Corporations are these who influence our lives the most. (Pavlik 2010, p. 21) Tom4s
Bafa was one of those businessmen, who understood he cannot only take from the Earth
and people but also give something to society as reciprocity. He supported families of his
employees, built hospital, special houses for living, schools, film ateliers or airport. More-
over, Toma§ Bafa supported employees in education, in the motivation to produce quality
products. We can continue for hours by listing the things he did for society. Even though,
at that point of time, nobody knew the term CSR, Tomas Bata fulfilled points that are nec-
essary for good, responsible company. (http://www.euroekonom.cz/osobnosti-

clanky.php?type=jz-bata online 1.2.2011)
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The year 1953 was a breakthrough for CSR because Howard Bowen was first one, who
defined general term CSR in his book Social Responsibilities of the Businessman. How-
ever, this definition was only about general values we should keep. The definition of CSR
from Archie Caroll in 1979 was different case. He defined four pillars — economical, re-
sponsibly legislative, responsibly ethical and responsibly voluntary. The main point of
these pillars is that they exclude themselves. The R.E. Freeman’s formulation from 1984
sets conception of all participants in corporate social responsibility, the stakeholders.

(Petiikova 2008, p.30-31)

2.2 Modern Conceptions of CSR

In the nineties erupted era, when the world realised CSR is an integral part of business and
life itself. It was necessary to define official conception of social responsibility and tools
how to become responsible in business. As a result, European Headquarters of CSR was
founded in 1996 from the initiation of Jacques Delors. Nowadays, CSR Europe is “busi-
ness network for corporate social responsibility with around 70 multinational corporations
and 27 national partner organisations as members.”

(http://www .csreurope.org/pages/en/about_us.htmlwww.csreurope.org/about us  online

20.10.2011)

The main goal is the implementation of corporate social responsibility to the corporate
governance and to unite companies who use CSR, share experience and work on develop-
ment. Moreover, there are supported “collaborative” projects between companies and

stakeholders.

As a continuous outcome of implementation CSR can be taken “Green Paper” of Euro-
pean Union from 2001. “This Green Paper aims to launch a wide debate on how the Euro-
pean Union could promote corporate social responsibility at both the European and inter-
national level.” (Green paper 2001,p.3) Even though the Green Paper is interested in all
parts of CSR, there is one, which is mostly emphasised...social sphere. The main goal is to
lead discussion about the usage of CSR and create better transparency in evaluation. (Green

Paper 2001, p.3-15)

Last but not least, Lisbon Treaty from 2010 includes corporate social responsibility too.

The reason is clear. The main aim of Lisbon Treaty and European Union is to provide con-
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tinuing economical growth with more and better jobs and greater social cohesion. The CSR

is the main tool how to reach assessed goals. (Pavlik 2010, p.21)

The trend of doing business shows us, we will hear about CSR more than often and as a
result there will be more official studies and reports, Green Paper and Lisbon Treaty is only

the beginning.
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3 THE CHARACTERISTICS OF CORPORATE SOCIAL
RESPONSIBILITY

As is mentioned in previous chapters, company does not stand alone in this world. It needs
to have responsible and loyal employees, needs customers who pay their commitments and
are loyal too and also some resources. Corporate social responsibility can be taken as con-
cept, which cares not only about economical situation and profits but also cares about eve-
rybody or everything who/which is influenced by the company. To get the system organ-

ised, there was created triple-bottom-line or “three P diversification.

3.1 Triple - Bottom - Line

Triple-bottom-line or “three P”” means that CSR is divided into three spheres according to
the main characteristics of goals and performers. The first one is profit, where the main
interest is the economy and main goal is to reach profit by legal and ethical way. People are
the second sphere where the aim is to have satisfied and motivated employees. Finally, the
last sphere, Planet, as the name suggests is connected with environmental issues. (Zad-

razilova 2010, p.2-3)

3.1.1 Profit

To be responsible in the economical way, company should care about corporate govern-
ance. This is the cornerstone of the implementation of CSR in the company. To have suc-
cessful implementation, it is sufficient to incorporate suppliers into CSR activities and
monitor the process of these activities. Moreover, companies should be careful about the
quality and safety of their products and services by using quality standards ISO 9001. There
should be created ethical codex. The other thing is to keep good relationships with custom-
ers or suppliers. Transparency, fair trade or rejection of corruption, are other main ideas of
CSR. Finally, keeping know how, support innovation of products and have ethical market-

ing campaign can also help to create responsible firm. (Petitkova 2008, p. 45)
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3.1.2 People

Social sector is second cornerstone of “Three P” system and CSR itself. However, this sec-
tor is huge and as a result in some publications like in Spolecenskd odpovédnost
(Corporate Social Responsibility) from Dana Zadrazilovd can be found special
diversification of social sector on workplace and community. (ZadraZilovd 2010, p.2)
Nowadays, was created more popular diversification on external and internal environment
as 1s used by Mr. Dytrt or Mrs. Petfikovd. Company not only needs to have good relation-
ship with customers or shareholders. There have to be made huge effort to create sufficient
conditions for employees and this is exactly the internal part. Employees are the people,
who make products and help to create economic good. Among the biggest issues belongs
health and safety on a workplace, training, system of benefits and promotion, diversifica-
tion on a workplace, flexible forms of work, gender equality, respecting of human rights,
rejection of child labour and so on. All in all, these issues are mainly based on a good and
sensitive human resource management. However, company also influences its external en-
vironment, the whole region, where it operates. This means, company should observe the
influence on inhabitants and help them. One of the most probable ways is company’s phi-
lanthropy, social marketing, ethnocathering or sponsorship. Cooperation with schools and
support of students is the other tool of CSR. (Dytrt 2006, p. 110) Despite the division of
social sphere on internal and external, there has to be remembered that these parts are not

strictly restricted. They are smoothly merging into each other. (Prskavcovd 2008, p.15)

3.1.3 Planet

Mrs. Prskavcova noted in her work one really nice quotation from Antoine de Saint-
Exupéry: “We do not inherit the Earth from our ancestors but we borrow it from our chil-
dren.” (Prskavcovad 2008, p.18) The production most of the times burden nature and planet
by high consumption of water, energy or materials. The main aim is not to have enough of
all these resources now but also have them for the future as describes the term sustainable
development. In the terms of generalisation, the idea to be responsible is, again, to care
about ecology...mainly in setting of gentle ecological programmes of recycling, waste,
water or energy or saving and following ecological standards ISO 14 000 and EMAS.

Moreover, the investment into expensive but ecologically friendly technology would help
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to reduce negative impacts on environment too.
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Even for this CSR activity is developed special
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there is crucial one fact, managers have to choose
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mise between profit, people and planet. (Prskavcova 2008, p.10) P1: Triple-

Bottom-Line

Source: Prskavcova 2008, p.10

3.2 Stakeholders

The Freeman formulation from 1984 sets a conception of all participants in corporate social
responsibility, the stakeholders, as is mentioned in chapter 2. R.E.Freeman explained
stakeholder in an organisation as: “any group or individual who can affect or is affected by

the achievement of the organization’s ob-
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Source: Petfikova 2008, p.13

and the community, who have important role in the company. This concept states basic

group of people who influence organisation. Customers have to be satisfied with the prod-
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ucts; employees have to do their duties properly and have to be satisfied with working
conditions. Managers suppose to be economically and ethically responsible. Suppliers’
main aim is to provide materials and components in time. Finally, shareholders’ role is to
support managers and trust them. However, that is not all. There are other “subjects”, who
influence company and are not mentioned in this concept like government, legislative or
media. (Dytrt 2006, p.110) Mr. Donaldson in his book created graph which shows similar

but wider structure of stakeholders as is above.
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P3: Stakeholders Structure
Source: Donaldson 1995

3.2.1 The Stakeholders Matrix

Although the differentiation is applicable to most organisations, it would be hazardous to
rely solely on this general division. It is vital to have own analysis, which shows primary
and secondary stakeholders. To identify key stakeholders, it is necessary to ask two basic
questions: who does influence company? and who is influenced by company?. Stakeholder

matrix is an useful tool revealing the importance of stakeholders. Main indicator of this

T1: The Stakeholders Matrix

Source: Pavlik 2010, p.78

matrix is an interest and influence. There are

s, 1. Inform diillolgl?ada?‘ld four major groups divided according low and
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L | questions satisfaction tions. They do not need any special attention,

news from organisation. They only want to get

small big information they need. Second group is dif-

Influence ferent; interest is low, however the

influence is big. This is segment company has

to be careful about. The overload by too much
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information can harm relationships between company and stakeholders. The third group
with high interest but small influence can be very helpful in identifying the shortcomings of
CSR. As a result, it is sufficient inform them. Finally, the fourth and the most important
group of stakeholders, these are the key members. They are highly interested in activities of
the corporation and what is more, they have the power to influence happenings in there. It
is essential to communicate with them in form of dialogue and also engage them in CSR

activities. (Pavlik 2010, p. 78)

3.2.2 The Synergy of Stakeholders

As the Matrix showed, each group is somehow important but there is difference in the level
of importance. Company has to be interested not only in one sphere of its business but to
all of them. Of course the level of interest differentiates. This is the sign for organisation to
harmonize relationships...create synergy. (Petfikovad 2008, p.12-13) Win-win situation is
the way how to keep synergy. This situation is a compromise between what company and
stakeholders want. As a result, it guarantees everybody will be satisfied. (http://www.csr-

online.cz/Page.aspx?urceni online 8.2.2011)

3.2.3 The ways of communication with stakeholders

The identification of stakeholders is not the last but one of the first steps organisations have
to do. Process of engagement in dialogue of stakeholders has to be described in detail. Fi-
nally, dialogue should be tended and special attention should be paid to feedback which
can reveal shortages. To lead a dialogue does not mean there have to be a face to face meet-
ing, even though it is the most successful way. Among the means of stakeholder communi-
cation can be included doing a survey, providing a telephone support, inform through web
pages or participate in online discussion forums, in a working group or in joint projects.
Finally, there are already mentioned meetings where is again wide choice such as having
individual or informal meetings. (http://www.csr-online.cz/Page.aspx?urceni  online

8.2.2011)
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can get “from CSR” boost to improve, gain the credibility or build the image. However,

this is only the tip of the iceberg.
Profit

Firstly, producing quality products leads to higher satisfaction of customers, to natural ad-
vertisement caused by recommendation to friends or colleagues. As a result, brand posi-
tioning and differentiation will strengthen and of course sales will be increased. Building a
reputation in the eyes of customers is not the only one advantage. Building of credibility is
crucial benefit. Being transparent, prove usage of modern technologies, produce quality
goods, all in all having good CSR program, shows to investors there is a company which
implemented methods to reduce the risks of doing business. The company becomes more
attractive for investors and reaching of capital is easier. Customer loyalty, growth of sales,
credibility and access to capital ensure long-term sustainable development of the firm. This
also means company is able to focus on innovations of products or manufacturing proc-
esses. There were mentioned plenty of advantages but directly not profit. Profit is disput-
able benefit. Some experts on CSR claim profit is an advantage because the result of all
CSR implantation is profit. However, the others argue the profit is only the indirect result
of CSR and that is why they do not agree with this idea. According to what is know about

CSR, it is on the company itself whether it will consider profit as the benefit of CSR.
People

Secondly, in the case of “people” sphere, the employees’ satisfactions increase loyalty to
management and corporation itself. Again, even the relationships and conditions on a
workplace or work-life balance; influence the image of the company. The good conditions
in the term of human resource management can reduce risk of strikes, attract and retained
skilled employees and also create new job opportunities for people from the region.

(Petifkové 2008, p.34-35)

Finally, all above mentioned advantages have other, yet not mentioned significance. All of
them strengthen corporate culture which causes differentiation from competitors and give
company great competitive advantage. Respected stock exchange indexes like Dow Jones
Sustainability Index or FTSE4Good Index extended the evaluation criteria for CSR which
proves Corporate Social Responsibility slowly becomes one of really important tools of

corporate governance. (Pavlik 2010, p.32)
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3.4 The CSR in the Czech Republic

There is no doubt CSR is necessary and important tool. However, many times theory is far
away from the reality. Corporate social responsibility is for sure popular in the United
States or in the European Union states. Despite the fact the Czech Republic is a member of
EU; the CSR concept is not so developed. On the other hand, the Czech Republic as a
member of EU has the duty to implement CSR to as most companies as possible according
to Green Paper from 2001 and Lisbon Treaty. As a result, there were founded institutions
like Transparency International — Czech Republic, Business Leaders Forum — Czech Re-
public, AISIS, Etické férum Ceské republiky (Ethical Forum of the Czech Republic) or
Korektni podnikédni (Code of Business Conduct). Their main aim is to “promote” CSR,
help corporations and small businesses to implement it and to evaluate results from this

implementation.
Business Leaders Forum Research

Business Leaders Forum did a research called “VyuZiti spoleCenské odpovédnosti firem
malymi a stfednimi podniky v CR*“ (The Usage of CSR by Small and Medium-sized
Enterprises in the Czech Republic). This research took place in the Czech Republic from
the October 2007 to January 2008. This survey had 252 participants who answered by
questionnaire form. “The main goal of the project was to identify the level of awareness
and the ability to use the tools of CSR by companies in the Czech Republic and to compare
these attributes in the context of enterprise size.” (Gelovd 2008, slide 7) The results were

quite interesting but shocking too. (Gelova 2008)
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T2: The Usage of CSR by Small and Medium-sized Enterprises in the Czech Republic
Source: Gelovd 2008
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From this research is visible, CSR does not have fixed, stable place in corporate govern-
ance, except big corporations. The second research, which was done by Transparency In-
ternational, revealed the entrepreneurs do not see the positive side of CSR, mainly the long
term effects. Moreover, it proves the previous survey by the fact there is low awareness of
CSR, its tools, methods and programmes. Transparency International also points that the
legislative is too complicated and not transparent. Institutions using CSR suppose to coop-
erate, inform the community. What is more, it is necessary to educate customers not to ac-
cept products from non-ethical company. People got used to buy things according to price,
availability and quality but nowadays people should push producers to behave ethically.
This is the thing Czech people do not know how to do, maybe do not want to do or do not

have funds. (éam’k 2006, p.1-15)

To sum up, the Czech Republic as the member of European Union has low success with
CSR implementation with only 39% in comparison with 53.9% in the UK. However, the

improvement is visible and continuous because of pressure from EU. (Canik 2006, p. 13)
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4 THE CSR METHODS IN THE INTERNAL SOCIAL SPHERE

There is no doubt social sphere 1s vital for the “healthy life” of the organisation. Satisfied,
motivated, not stressed and sufficiently self-confident employee is the cornerstone of every
organisation. Company can have capital, assets but employee with positive attitude and
loyalty overrides all of that. Employees are those who think about innovations, those who
solve problems and mainly those who produce all products. The main task of human re-
source management with the contribution of CSR is to get utmost employees potential

without their displeasure.

The whole process of having engaged employees starts with their recruitment. Managers
have to already have clear idea about the offered position, duties employee have to fulfil
and mainly about personal characteristics necessary for the type of job. Evaluation of needs
is helpful to HR manager but to applicant as well, because the person can realise soon
enough that the position is not what he/she expected. This fact casts good light upon the
company and its image and what is more, it saves money. To start a process of engagement,
applicants have to be apprised with vision, goals and values of the corporation already dur-
ing the recruitment process. The positive view on the company and on course of action can
evoke positive feelings towards the company. Every staff member spends at work most of
the day and that is so why they should feel at least good and comfortable at work. How-
ever, there are lots of indicators which can influence this problematic, either positively or

negatively.

4.1 Relationships between employees and managers

There are two basic approaches of relationships with management and their interests in the
world of human resources. The Unitarian approach accepts the only one interest, fo-
cus...the company’s. It is expected, management and employees have the same goal and
interest and as a result, employees with the similar opinions and thinking are recruited.
Pluralistic approach shows that in the company are more interests and goals. Managers
want to have bigger sales or quality products but staff expects for example higher wages.

Organisations with this approach usually have labour unions.

Anyway, neither of these conceptions is 100% suitable. Nowadays it is preferred special

way, the compromise, called partnership or win-win situation. Managers realised connect-
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edness of efficient company with the satisfied employees. On one hand, employees need a
job to ensure their standard of living. On the other hand, managers need workers who do
their job properly, effectively and sufficiently. The only way how appease everyone is par-

ticipation and engagement. (Foot 2002, p.357-363)

Farnham and Pimlott describes the two different terms. Employees expect change of au-
thoritarian structure with the result in reaching some legal rights and in the restrictions of
managerial power, which is embodied in participation whereas managers expect engage-
ment with the company. The engagement process is used for “reaching of support and de-

votion from all employees in organisation to managerial tasks and goals.” (Farnham 1995,
p-83)

One of possible ways of engagement is participation in decision-making process through
the Japanese quality circles. Quality circles operate on the basis of voluntary groups of 5-11
people from the organization unit. These people are trying to increase the quality level in
the company by choosing specific shortage, devise appropriate solution and present it to
executives. As a result, not only there would be solved one problem but also quality circles
motivate employees and give them the feeling of being a participant of prestigious project.

(Martin 2007, p.103)

4.2 Health and Safety

Employees have plenty of expectations about their jobs, some of them are realistic some of
them not. However, health and safety is something which is taken up as matter of fact. This
is standard which every employer should provide. Not only employees’ expectations push
organisation to set the standards high but also legislation, efforts to safe money and having

well - functioning company.

Among legislative degrees of safety and health at work belong Acts 262/2006Sb and
309/2006Sb in Labour Code, Government regulation 491/2001Sb or MZ CR 432/2003. All
in all, employees should not be under higher risk than is necessary. Employers suppose to
provide safety in all sections in the company. Big issues are working with the electricity,
chemicals, in the heights and finally, there are fire-fighting measures and first aid. Those
are the basic information every employee suppose to know. From the legislative point of

view the employers are required to provide annual training on safe and healthy. However,
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this is only the necessary basis for security protection. In the case, managers want to be
responsible and protect their subordinates they analyse risky and problematic areas and
invest time and money into the change. Usage of modern technologies is unquestionably

one of the essential elements in health and safety program. (Petiikova 2008, p.72-73)

Moreover, the employer supposes to be interested in ergonomic conditions on a workplace.
Everyone strains some body parts more and some less during the work. This means that
strained parts after few years of constant load fall ill. Setting ergonomic standards can pre-
vent illnesses of back, hands, feet and again safe money from paying long-term sick benefit
and looking for a new person who is able to undertake the duties. Among the ergonomic
standards can be included having a comfortable seat with support at the back, having suit-
able working table with the ability to have monitor 10 feet from their head. Moreover, the
monitor should be clear; they should be able to adjust the brightness and contrast. Planning
of job is ergonomically important as well. Employees suppose to have regular breaks from
the working table for stretching of the body but it does not mean they have to stop work-
ing...it is only about planning. Social responsible company should analyse which parts of
the body are endangered and create methodological documents with the information how to
prevent the possible illness. What is more, providing ergonomic aid and special health care

as a bonus is another useful CSR tool. (Martin 2007, p.118)

4.3 Motivation

The main goal of HR managers is to ensure that the value of employees’ work exceeds the
value of costs incurred in the process and create added value. Every employee has one’s
choice. Either will produce as much as is necessary but no more, or will decide to do as
much as is for him/her possible, to give as much power as is possible. Therefore, the moti-
vation is a key element. “The motive is the reason for us to do something. Motivation

refers to factors that influenced people to behave a certain way.” (Armstrong 2008, p. 219)

There are two types of motivation, internal and external. Internal motivation induces fac-
tors which people create by themselves. These factors influence what people do and why.
Among the factors can be included responsibility, possible promotion and chance to de-
velop skills. On the other hand, external motivation is the tool used for motivation of peo-

ple. Among them is remuneration, evaluation but punishment as well.
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Maslow’s Hierarchy of Needs

The field of psychology is full of theories about motivation like Herzberg’s, Adams’,
Vroom’s, Latham’s or Maslow’s. Maslow’s Hierarchy of Needs is mostly used by HR be-
cause it 1s focused on the content of the

need. Maslow’s fundamental idea was

morality,

i g . tivity,
that there are five major categories of anei

needs, which are for all of us common. o
Self-actualization

The first group, physiological needs are
Esteem

the vital needs without which people

would not able to live. It is for example

security of body, of employment, of resources,
of morality, of the family, of health, of property

Safety

breathing, food, water or sleep. After ful-

filling of vital needs, people can think

about safety
like security of body, of resources, of the P4:Maslow’s Hierarchy of Needs
family or of employment. Love and belonging, Source: Google images

such as having friends and family, is the third group in the hierarchy. Esteem needs like
confidence, respect of others or achievement is the fourth “step” on the pyramid. Finally,
there is self-actualisation with morality, creativity or lack of prejudice needs. These five
categories are like promotion is for employees. People cannot fulfilled esteem needs when
they did not fulfilled safety. Moreover, Maslow claims self-actualisation cannot be fulfilled
at all. There will be all the time something men would want to improve at. (Armstrong

2008, p. 219-224)

Hierarchy of Remuneration

Mrs. Petfikovd mentions in her book, the Maslow’s Hierarchy of Needs is easily transfer-
able for CSR and HR purposes on Hierarchy of Remuneration. This hierarchy shows diver-
sification of motivators into the same five groups. Money is standard, without them no em-
ployee would work as people spend at work most of their lives. However, money is on
weak motivational level. Employers realized it is necessary to motivate people to come to
work in time, work efficiently or not to be so often ill. Specifically defined bonuses for not

being ill or for fulfillment of performance standards will strengthen motivation. The first
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two levels can satisfy workers quite well. However, they have got hobbies, personal activi-
ties and this is the sphere where company can show the interest. Employees can take the

contribution of the company to these activities as
something special, as reward for their effort. Another
level of motivators is education. Employees who want

to do their work properly need to improve their

EDUCATION

knowledge, be with the world. What is more, a lot of
/ BENEFITS \ people want to improve their general knowledge, to

study again. Wise employer knows and supports this
BONUSES . ; :
fact. Finally, no one would do the job with no prospect

MONEY \ of promotion. People who are not only interested in
money and benefits but also in self— improvement
P5: Hierarchy of Remuneration usually want to see some prospect into the future,
some
Source: Petifkovd 2008, p.68 movement in their carrier. (Petfikova 2008, p. 65-70)

4.3.1 Incentives

As was already mentioned in the Hierarchy of Motivators, among the most important moti-
vators can be found wages, bonuses, benefits, the possibility of education and also the
chance to be promoted. However, there was not mentioned one fact. Motivators can be
differentiated on financial and non- financial. Financial or tangible incentives are used usu-
ally collectively; the same amount of money is given to targeted group. Great advantage of
intangible incentives is individualisation. Good HR manager is able to design a benefit

program which will affect individuals. (Petiikova 2008, p.80)

Despite that, there is more room for evaluation. Relationship between tangible and intangi-
ble motivators can be compared to Herzberg’s Dual Structure Theory. Herzberg in his the-
ory divided wishes of the workers into two groups. The first group wishes are connected
with proficiency and personal growth whereas the second group is important as the corner-
stone for the first group. In the case, employees would not be fairly treated and appreciated
they would not be able to grew personally and educate themselves. This is the same with

financial and non-financial motivators, benefits. In the case employees do not have enough
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money as the basic salary; they would not be satisfied with appreciation or with tickets to

the theatre. (Armstrong 2008, p.227)

Bonuses

Bonuses to the normal monthly wage are widely used and there are a lot of different types,
which are connected with the type of the job. The performance bonus is paid after reaching
of already established objective. Unfortunately, this bonus does not ensure the quality of
“contracted” work. The competence bonus is dependent on the set requirements on compe-
tences and abilities of employees. The disadvantage is in the evaluation of employees
which can be wrongly set up. The other bonus is paid for contribution and the inconven-
ience is the same as in previous case. However, this bonus is appreciated because evaluates
not only what the employee did but also how he/she did it. The other type of bonus, skill
bonus can be quite expensive in the case the people are paid for skills they do not use. Fi-
nally, there are other bonuses which are often used as well but they are not connected with
the quality work they do but for example with length of employment or with length of not
being ill. (Armstrong 2008, p. 579-594)

Benefits

Benefits are the other level of motivators. As was mentioned above, money is not every-
thing and that is why most of the companies use this way of motivation. What is more, or-
ganisations are not required to pay taxes from benefits. There are plenty types of benefits.
First of all, everyone needs to get the feedback of her/his work. The formal and also infor-
mal expressions of appreciation strengthen the engagement of employees and as a result
motivate them. Being able to go on a business trip or special training abroad can boost en-
deavour too. (Foot 2002, p.289) Luncheon vouchers, the possibility of usage mobile phones
and cars for personal purposes, having more than legislatively set 20 day holidays are most
frequently used benefits. Among other benefits can be included additional pension and
health insurance, special loans or employee discount on goods produced in the organisa-
tion. Secondly, as really helpful benefit can be accepted support during the illness. Having
the opportunity of short paid sick leave in the length of 1 or 2 days during the illnesses like

viral infections and would help employees to get over it, not to pass the disease. It is usual
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practice when the employee is ill to continue working because the first three days of sick
leave are not paid. Give them this benefit, to ensure that employees can have two or three
days of special sick leave per year provides a great bonus for company too. Solving prob-
lems of substitution of workers and giving infection to others can cost more than these
three days per year. Finally, special vouchers are given to employees. These vouchers are
for cultural events, sport lessons, educational events or discounts at travel agencies. There a
lot of options where to use these vouchers. However, the HR manager has to know what
employees want. Managers have to identify their age and their probable wishes. Making a
mistake in this type of assessment would mean loss of confidence in manager and loss of

engagement too.

Cafeteria system was specially developed by human resource management in order to sim-
plify organisation of benefits. This system works like bank accounts. Employees get special
credits every month according to their working results. Finally, they can spend their credits
on different benefits like language courses, swimming and so on. The introduction of cafe-
teria system costs quite a lot but it streamlines benefit system by creating individual offers

to every employee. (Petiikova 2008, p.80-85)

4.3.2 The Evaluation of employees

The evaluation of employees is quite strong and important HR tool. In the case the evalua-
tion strategy is perfectly prepared and planned it can motivate, give feedback, identify po-
tential, identify educational needs, help with carrier promotion, solve the discovered prob-
lems, inform individuals what is expected from them or inform about possible benefits and
wage increase. Those are fundamental reasons for punctual and precise preparation of
evaluation system. Actually, the engagement process is deeply rooted here, in this sphere.

(Foot 2002, p. 233-236)

According to Armstrong, there are six methods of evaluation. Scoring method is based on
the analysis, where work is differentiated into factors which are scored. In the case analysis
is done in a good manner, the scoring method can increase the objectivity and there is no
point to think about discrimination. On the other hand, method is complicated and if there
would be change of values, the system will not be able to adapt. The analytical comparison
method defines the hierarchy of imposed obligations; where for each step is generated de-

scription of factors which are necessary for this position. This system can evaluate a lot of
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works and employees and can safe time. However, comparison can be superficial. Classifi-
cation method is non-analytical where hierarchical structure is defined according to level of
responsibility. It is easy method but not so transparent. Sequence technique works on com-
parison of jobs as complex. Again, it is easy but the standards cannot be set properly. Inner
Benchmarking is popular method where occupations or working roles are compared with
sample roles. It makes easier comparison and evaluation but also relies on reasoning and
may lead to a repetition. Finally, market evaluation works with the idea that work has the
price according to market. Wages rates are linked to market rates but this system can sup-

port discrimination. (Armstrong 2008, p.549-550)

To motivate employees means not only create the system of basic evaluation, where is
chart with the positions, responsibilities and wages. Every employee needs to get feedback
of all good things and bad as well. It is used not for showing and stressing personal quali-
ties (even though this motivates) but mainly for pointing in which area should people im-

prove.

360° feedback is the evaluation from multiple sources. Mostly, it is a manager, colleagues,
immediate subordinates, internal customers who evaluate but those can also be suppliers or
clients. The evaluation is done by using a predetermined classification or scoring. The
various aspects of job performance are evaluated. This method is suitable for organizations
with complex management structure and the main goal is to learn about you from a
different angle. Moreover, the method also works for top management and can get them to
conviction about the need for self-education even at such high position. On the other hand,
feedback may not be honest or do not follow the necessary changes. (Armstrong 2008,

p.433 —439)

4.3.3 Education

“The education is goal-oriented, based on experience, influenced on behavior and

cognition, and the changes it brings are relatively stable.” (Armstrong 2008, p.461)

This definition shows education plays a significant role in the development of employees.
Ideal employee is goal orientated, wants to try different situations, try to improve at work
and as a person as well. All of this is not possible without education. Having educated,

skilled and qualified employees ensures quality products, non-conflict relationships with
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colleagues and with suppliers. This is the reason why companies should support this type

of self-improvement.

First of all, there are trainings which are necessary to carry out the occupation. This is the
set of adaptation trainings which introduce company to all new comers and help them with
orientation. There are mentioned usual points like eating, working hours, overtime, bene-
fits, the introduction to HR manager, health and safety regulations, the unions, the evalua-
tion of workers, dates of controlled holidays and many other important facts. During this
training is vital to stress values, goals and vision of the company because this the one of the
first moments (the really first one is the interview) when human resource managers can
successfully start the process of engagement. Among the other adaptation trainings belong
those which explain the processes of production and closely cohere with the type of work.

(Foot 2002, p.205-214)

Secondly, every manager has to create individual programmes for employees in the case of
enhancing professional skills. This can be done by trainings, mentoring, coaching, e-
learning or informal learning at the workplace. Trainings can be in the form of instruction,
lecture, briefing, case studies, simulation or role play. Instruction usually contains some
demonstration and is mostly used during the introduction of the new machine. Lectures are
used for informing about basic facts, where excessive participation is not necessary. Brief-
ing can be exploited when there is some problem. More heads more know and during the
controlled discussion can be found lots of interesting. Case studies are good for practising
of already solved problematic. Mostly, it is recommended to managers. Role plays and
simulations create as realistic conditions as possible. During these simulations the partici-
pant tries stress and accompaniment usual to the situation and as a result they would not be
so surprised in the reality. Coaching is the method used when there is need to improve per-
formance of employees. Coaching is done by conducted dialogue, which is usually is based
on the performed work. Mentoring is in the idea similar to coaching. However, the mentor
is specially trained and the whole process is not so injunctive. The main aim is to support
and help the participant during the educational process. Mentoring is chosen usually when
the participant needs to prepare on promotion. E-learning is modern and new method of
learning. The big advantage is in the individual learning programs and in the time when it
is necessary. Most of other educational methods are done like “prevention” ...in time

whereas e-learning is used on time. Informal learning is visible every day at the workplace.
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It can be discussion between colleagues or on a team meeting. (Armstrong 2008, p.461-

482)

Finally, people many times want to promote but they do not have sufficient education.
Nowadays, it is modern to study owing to increasing of qualification. Mostly it is the uni-
versity degree which provides the promotion. This education can be initiated from the em-
ployer’s side and in this case the agreement on education is signed. Thanks to the agree-
ment employer can enforce the amount agreed in the contract in the case participant will
not finish the school. However, people can study also from their own initiative and this is
the sphere, where employer can help quite a lot. It can be by financing of studies, providing
paid study leave beyond vacation and also by some incentive after successful graduation.

(Petiikova 2008, p.75-76)

4.4 Communication

Every kind of relationship works only if the two sides communicate. Working without
communication can lead to many misunderstandings. Moreover, managers would not be
able to get know their subordinates. They would not know their professional and personal
concerns. On the other hand employees would not be informed about success of the organi-
sation, about improvements done for workers and so on. All in all, communication as mo-

tivational tool 1s as vital as benefits or education.

The main task of managers is to inform employees about HR and CSR activities and draw

them to active contribution, to strengthen engagement.

“CSR reports are communicational and management tools. Good CSR report should be

trustworthy, complete, factual, clear and understandable.” (Pavlik 2010, p.89)

What is more, it is necessary to repeat the company’s values and goals. People forget this
soon and then they do not know why they do for example the boring part of their duties.
They should know what their main aim and sub goals are during the whole workflow. Fi-
nally, employees should have the possibility comment on the events and express their satis-

faction or dissatisfaction.

The regular meetings of all employees or meetings with the team members and supervisors,
boxes on suggestions, promotional materials, e-mails, circulars, internal video or intranet

are the tools used for healthy communication in the corporation (Pavlik 2010, p.94-96)
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4.5 Work-Life Balance

Working week of 40 hours given by legislative brings with it the fact people spend most of
their time at work. Moreover, work not only influences employees during their 8 hour shift
but also their personal life and family. Everyone needs to harmonize and balance work and
personal life and this is called work-life balance. Solving personal problems means less
efficient performance at work. Many times it is enough to listen to those employees, com-
municate with them and try to help them at least from working point of view. To loose
skilled, qualified worker with the knowledge of know how is not only wasting of money
but also giving the competitive advantage to competitors. There were mentioned people
who have some kind of personal problem but managers have to think about people who
live their normal life and do not have any problem too. With badly set working hours it can
be impossible to go shopping, go to the post office or visit authorities. Actually, there are

more situations than these which cause direct confrontation of work with personal life.

Modern human resource management knows this problematic and developed solution as
flexible working hours, home working, job sharing, shorter working hours, bonus for baby-
sitting, corporate nursery, corporate psychologist or support during sick leave or maternity

leave.

Flexible working hours usually mean there is flexible time of coming to work and leaving
too but there is also fixed time when everybody have to be on their workplaces. Flexible
hours are great for managing day-to-day life. Condensed working week is other form of
flexible working hours, where employees will have to fulfil standard 40 hours week but in
a condensed form of 4 days, for example. Home working is suitable for employees on ma-
ternity leave or with health problems who would be in other case pushed to leave the job.
This type of working however needs upright preparation and also educated employees with
good time management. Finally job sharing means there are two workers on one position.

The disadvantage is in more complicated communication but still it is solvable situation.

All in all, flexible working conditions lower fluctuation, absence, help ill people and moth-
ers on a maternity leave to be in touch with company and their job and finally help to work

without higher stress and work efficiently. (Zadrazilova 2010, p.117-120)
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4.6 Outplacement

Any leaving employee entails for the company primarily a financial loss. Of course, very
much depends on the circumstances of worker's departure. In the case of dismissal for
gross misconduct though company would record loss, but certainly less than if the worker
stay at his/her position. On the other hand, if the worker is forced to leave because of re-
dundancy or for his/her own reasons, not only that the company lose money, but also quali-
fied staff. The employee can then subsequently go to the competitors, which is a big risk

for organisation.

The task of responsible management is not only to help employees during their employ-
ment in the company, but also in the expected departure. If the employer is required to can-
cel the job because of the redundancy, he/she should do the best to find a suitable position
in the case of avoiding dismissal. Nevertheless, it can happen that a transfer to another po-
sition is not possible. Then the HR manager should help with creating of a CV, with
searching of the new job, retraining, or provide psychological help. This process is called

outplacement and is widely used. (Petiikova 2008, p.78)

4.7 The Evaluation of CSR

Although, the CSR is a voluntary activity, it was necessary to establish some rules for the
evaluation of this activity. CSR can be assessed either by the index or the exact methods
and benchmarking techniques. As to the exact methods otherwise standards or norms, there
are many of them. For instance, there is the OECD Guidelines for Multinational
Enterprises, focusing on all areas of CSR. AccountaAbility AA 1000 is a standard
evaluating the credibility and quality of reports. The EFQM model is a standard assessing
the competitiveness. The other method, Global Reporting Initiative helps with the creation
of reports. Finally, London Benchmarking Group focuses on corporate donations. Almost
in all mentioned standards it is possible to find a link to the social sphere. Yet, there are
standards, which focus only on the social sector. These include the Social Audit Network
and Ethibel that provides social audit. Finally, there is the reference standard SA 8000

whose main objective is to improve working conditions.

Among the index methods can be certainly included an analysis of annual reports and an

analysis of questionnaires. They have disadvantage in the not clarified methodology which
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can lead to misrepresentation of data. The indexes evaluating reputation of corporations
work as the “popularity” charts, where the majority of companies are big corporations and
then the result of indexes is very subjective. Information from credit rating agencies are
very used, valid and objective. However, the analysis is not transparent because of not

publishing the entire methodology. (Pavlik 2010, p.100-108)

Anyway, feedback is not only necessary for employees but also for complex company and

those who are setting CSR.
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5 THE CSR AS THE MARKETING TOOL

“According to KPMG, a U.S. professional services firm, a 2002 survey of the Global For-
tune Top 250 companies indicated a continued increase in a number of American compa-
nies reporting on corporate responsibility. In 2002, 45% of these companies issued envi-
ronmental, social, or sustainability reports, compared with 35% in their 1999 survey.”

(Kotler 2005, p5)

Being able to survive financial or political crisis, being able to influence policy makers or
being less controlled from national and local officials, those are the rewards companies can
gain by having a positive image. This is the result of having realised it is not necessary only

to implement CSR but also promote all the activities. (Kotler 2005, p.15)

According to Philip Kotler, internal marketing “is the task of hiring, training and
motivating able employees who want to serve customers well.” (Kotler 2006, p.20)
Marketing activities suppose to be bound within 4P method and they have greater effect if
they have social content. Among them can be included cause promotions, cause related
marketing, corporate social marketing, corporate philanthropy, community volunteering

and socially responsible business practices. (Kotler 2006, p.20)

Dunkin Donuts created quite cheap but also wide spread American campaign in 2010,
when they started selling of donuts with purple sprinkles on 21* September. The reason
was explained on promotional leaflets. Purple colour stands by Alzheimer’s illness.
(http://selfishgiving.com/tag/cause-promotion online 25.2. 2011) This kind of support is
typical example of cause promotion marketing, which is done for highlighting of some
important topics. Organization usually provides funds or support volunteer participation.

(Kotler 2006, p.21)

“The concept of Cause Related Marketing was firstly used by American Express (AE),
which together with the non-profit organization Restoration of the Statue of Liberty Fund
(RSLF) launched a campaign in 1983 for the reconstruction of the Statue of Liberty." By
every payment which was made by AE credit cards was sent $1. Both RSLF and AE gained
a lot by this campaign. RSLF reached profit of $ 1.7 million and the usage of AE cards

grew by 27%. (http://www.donorsforum.cz/cause-related-marketing online 15.2.2011)

Greenopolis was founded by Waste Management Recycle America and its main goal is to

teach how to be environmentally friendly. (http://www.socialbrite.org/2010/04/22/4-
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examples-of-corporate-social-responsibility-done-right/  online 15.2.2011) Greenopolis is
typical corporate social marketing, where this kind of marketing suppose to support “g

behaviour change campaign” (Kotler 2005, p.23)

Corporate philanthropy can be taken as giving grants to charitable projects. Almost every
big corporation has a philanthropy program. This is the case of Nike. “We will invest a
minimum of $315 million in grants product donations and in-kind support through 2011 to
give excluded youth greater access to sport programs designed to unleash human poten-
tial. “ (http://www.nikebiz.com/responsibility/nike_giving_guidelines.html online
15.2.2011)

Corporate volunteering is based on support the employees to volunteers their time to help
to local community. Usually companies support employees by creating special programs or

paying the time employees spend by helping others.

Finally, socially responsible business practices according to Kotler means that “a corpo-
ration adopts and conducts discretionary business practices and investments that support
social causes to improve community well-being and protect the environment.” (Kotler

2005, p.24)
Important points for a good image of the company:

Firstly, focus on the logo visibility. The Situation like this can happen quite often.
Company sponsors event along with five other companies. For this reason, it happens that

displayed logo is lost in a flood of others. The effect will then be much smaller.

Secondly, it is important to properly think about what kind of promotional materials will be
used. It is not always necessary to have a lot of them, but it is rather appropriate to have the

right one which makes the impression on public.

The third point is crucial, it is necessary to think about economical side as well and
compare what the social program brings and what it costs. Counting of expenditures can be

in CSR difficult but it is recommended to do so.

Moreover, before preparing any campaign corporation should realize how much of time
wants to devote. Of course, the time consuming activities usually brings more advantages.
Finally, be ready that competitors can copy your social campaign and do the same. It is

possible. (Kotler 2005, p.66-69)
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All in all, in my opinion every company has to choose correct topic which would match
with corporate mission, vision and goals and then carefully plan every step of the

campaign.
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6 SETTING OBJECTIVES, HYPOTHESIS AND METHODOLOGY
OF THESIS

For writing of a good thesis it is crucial to realize what we want to achieve by this work.
It's basically the same as any managerial decision-making process. Firstly, we define the

vision, objectives and then strategy.

6.1 Setting Objectives and Hypothesis

6.1.1 The Objectives

The main aim of my thesis is to evaluate the current state of the Toyota Peugeot Citroén
Automobile, not only from the current economic point of view, but mainly in terms of
social responsibility. Moreover, I would like to propose solutions to discovered
shortcomings. However, during the writing of this thesis I have also set partial targets,

which are logically related to the layout of this work.

The objective of theoretical part is to show the essence of the new method, social
responsibility, in such way that would be understandable not only to experts, but also to
laymen. I explained the economic, social and environmental forms of cooperation, such as
donations, corporate volunteering, transparent business, employee motivation, or the
introduction of environmentally friendly technologies, with placing a high priority on the
social sphere. In addition to the basic forms of CSR, I also focus on marketing and describe

basic methods used in combination with the social responsibility.

The partial goals of practical and project parts are actually quite similar and basically agree
with the main objective of this thesis. It means the analysis of the economic and socio-
responsible side of automotive company, the T.P.C.A. T will evaluate the seriousness of

founded deficiencies and I will try to find suitable solution.

6.1.2 The Hypothesis

By this dissertation would like to confirm or disprove two hypotheses:
[1] The automotive companies use correctly and actively tools of social responsibility.
[2] Employees of the automotive companies are sufficiently motivated to carry out their

duties.
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6.2 The Methodology of Diploma Thesis

Regarding the methodology of this work, I use simplicity, practicality and systematic and
logical approach. Initially, the methodology is based on the appropriate choice of reliable
materials. The systematic, logic and comparative approach proves the knowledge
orientation in the topic. Moreover, the interpretation of acquired knowledge is also
associated with the previously mentioned simplicity, factuality, but mainly with the
analysis and synthesis. In the practical and project part I observe the entire company,
specifically the Department of Human Resource Development and Corporate Affairs. In
addition to observing, I widely use analysis and synthesis of knowledge learned in the

company. Subsequently, I deduce the problems and suggest possible solutions.

For the correct analysis and synthesis I have used several methods:

6.2.1 SWOT Analysis

SWOT analysis is a situation analysis, which evaluates company’s strengths, weaknesses,
opportunities and threats. This analysis is widely used because combines observations from
external but also internal environment. The strengths and weaknesses are representatives of
internal environment of the company and opportunities and weaknesses are external fac-
tors. (Kotler 2006, p.52) SWOT focuses on factors like production costs, marketing skills,
brand and company image, employee capabilities or available technology. (Lamb 2006,

p.43)

6.2.2 Market Concept of Measuring of Competitors

The main goal of this concept is to define competitors who produce the same category of
products and satisfy the same customer need. The basic idea is to choose factors which can
differentiate competitors and then divide the companies according to these factors. As a
result, I am going to use this concept for showing the real place of Toyota Peugeot Citroén

Automobile on the market. (Kotler 2006, p.346)

6.2.3 The Research

Without research no company would get feedback for their activities. This is the reason

why research is a big topic and every organisation should know how to make quality re-
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search. First of all, it is necessary to define objectives of research and to choose sources,
methods or approaches. Moreover, at that point I will collect the information and analyse
them. Finally, there is the evaluation of findings and making decisions. (Kotler 2006,
P.115)

I have chosen a survey research as my approach. The main idea of survey research “is to
understand of people’s knowledge, preferences or beliefs.” The best tool for this kind of

survey is questionnaire. (Kotler 2006, p.105)

Questionnaire is the type of quantitative research, where it is possible to have more respon-
dents than in qualitative. Questionnaires consist of closed-end or opened-end questions.
Closed-end questions have already specified answers and the respondent only choose one
option. Opened-end questions give more “freedom” to respondents because they can write
whatever kind of opinion. (Kotler 2006, 107) The all questions in my questionnaire are
closed-ended with importance scale answers, where respondents choose from number 1
(strongly disagree) to 6 (strongly agree). This seems for my topic more appropriate than

liken or multiple choice.
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II. PRACTICAL PART
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7 THE CHARACTERISTICS OF TPCA

Before I turn to the analysis of Toyota Peugeot Citroén Automobile’s social responsibility T
would like to introduced the company in its entirety, their basic vision, goals and

production systems.

7.1 History and Basic Facts

The Toyota Peugeot Citroén Automobile, or in the abbreviated form TPCA, was founded
in 2002 as joint venture of two big automotive corporations Japanese Toyota Motor
Corporation (TMC) and French PSA Peugeot Citroén. The main goal was to build a
factory, where three eco-friendly, urban models Toyota Aygo, Peugeot 107 and Citroén C1
would be produced. Three years after signing of the agreement, in 2005, was built TPCA
factory hall on the all in all area of 124 hectares in the industrial zone Kolin-Ové&4ry in the
Central Bohemia Region of the Czech Republic. According to TPCA the Czech Republic
was chosen because of “strategic location, short distance to key markets, connection to
main traffic routes, industrial tradition, developed industry of production of car parts and
government policies supporting investments.”  (http://www.tpca.cz/en/about-us  online
4.3.2011) The one-shift production has started in February of the same year. The 2006 was
a breakthrough year because, production expanded to a planned maximum capacity of two

shift production with three work teams. You can read more about TPCA in appendix.

_ Vision - “TPCA Vision till 2012 is to be the most
Investment exceeding € 650 million

effective and competitive automotive company in

Tumgver il e S Europe. As a good neighbour we will integrate

Export 99% TPCA to regional community, have high CSR per-

Supplies 80% from CR formance, close cooperate with education and

3500 contribute to workforce cultivation.” (CSR Policy)

Employees | average age 33 years The motto of TPCA — “Quality today. Success

O,
share of women 25% tomorrow.” and “Create the future means manage

Tact time 61 seconds the present.”

300 000 per year
1150 a day

T3: Basic facts about TPCA

Production
Source: http://www.tpca.cz/en/about-us online 4,3.2011
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7.2 The Power Division between Parent Companies

Joint venture of two huge international organisations needs concrete specification of their
commitment and expectations from the business point of view. Moreover, “mixing” of
three nationalities in one business is sensitive issue too. The distribution of roles in TPCA
is clear. Toyota is in charge of development and production which is met by Toyota Pro-
duction System (TPS). Whereas PSA is responsible for selection of suppliers and purchas-
ing, that can be reachable by Parts Procurement. The organisational structure and structure

of positions can be found in the appendix chapter of this thesis.

In the case of products, it was decided to produce three different products Toyota Aygo,
Peugeot 107 and Citroén C1. However, from practical and financial point of view it would
be impossible to produce completely different models. That is why, these models actually
have a lot of parameters in common, but the main characteristics of each automotive brand
were kept. This is visible mainly on a car masks. The visualisation of TPCA’s models is

enclosed in appendix as well.

7.3 Toyota Production System

Toyota Production System is a worldwide unique concept based on Japanese management
style. Although, I am mostly interested in CSR, specifically in employment sphere, I con-

sider necessary to acquaint the readers with this production system.
Toyota Way

“The Toyota Way 2001 is an ideal, a standard and a guiding beacon for the people of the
global Toyota organization. The Toyota Way 2001 is based on the Guiding Principles at
Toyota as a corporation and the values the company delivers to customers, shareholders,

associates, business partners and the global community.” (The Toyota Way 2001 Guide)
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We form a long-term vision, meeting challenges with courage and
Cha“enge creativity to realize our dreams.

L]

ICORliHU"US Kaizen We improve our business operations continuously, always driving for
mprovement

innovation and evolution.

s We practice Genchi Genbutsu... g0 to the source to find the facts to make
Genchi Genbutsu correct decisions, bulld consensus and achieve goals at our best speed,

£ ' 3 We respect others, make every effort to understand each other,

- Respect Respect take responsibility and do our best to build mutual trust.

T
We stimulate personal and professional growth, share the opportunities

Teamwork for development and maximize individual and team performance.

P6: Two main pillars of Toyota Way
Source: The Toyota Way 2001 Guide

Kaizen

“Kaizen means to be unsatisfied with the current solution and to constantly investigate for
possible quality and efficiency improvements.” (http://www .tpca.cz/en/toyota-production-
system/production/kaizen-en online 8.3.2011)Kaizen stands for constant improvement of
processes, communication, materials or whatever combination of these factors in order to
improve lead time, cost and quality of the project. The essential is the fact that the change
does not have to be big. Toyota considers as its major competitive advantage kaizen just

for the fact that employees are getting better every day. (PDCA Training Guide)
Jidoka

The main task of the Jidoka concept is to reveal of quality lack and its subsequent solution
at the point of origin. The product cannot be passed on to the following process before the
shortage would be dispatched. (http://www.tpca.cz/en/toyota-productionsystem/production/
jidoka-en online 8.3.2011 )

Just-in Time

“Just-in-time is a concept of supplies invented by Toyota. It results in minimizing stock
inventories, which represent unnecessary cost and wasted resources. Just-in-time supplies
are based on the idea of management of the production process by natural laws of supply
and demand, i.e. by delivering parts into the production process just in time when the
process needs them and exactly in needed amounts.” (http://www.tpca.cz/en/toyota-

production-system/production/just-in-time-en online 8.3.2011)
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Visualization

The essence of visualization is the awareness of the running process. Visualization helps to
serve the same information and share it with employees. (http://www.tpca.cz/en/toyota-

production-system/production/visualization)
Genchi genbutsu [genci genbutsu]

This Japanese term express the solving of problems directly at the core place. (PDCA

Training Guide)
Yokoten

Yokoten is the sharing of best practices and knowledge. It is essentially a sharing of know-
how from both the success’ and failure’s side. Why the failures? It is not because of
stressing someone who made a mistake but to protect others from making similar or the

same mistakes. (PDCA Training Guide)
PDCA

PDCA cycle or the Plan-Do-Check-Act is a method of labor management, which aims to
firstly build a stable performance and then continue in its improvement. In the first stage
PLAN, it is necessary to understand to current state of the problem, set goals, plan
activities and above all to communicate with all interested people, usually to superiors.
Then comes DO part, where the activity is implemented. During this implementation, it is
crucial to monitor the process, timing and to introduce interim adjustments. Moreover,
even in this part is required the communication. DO step is followed by CHECK phase
where employees get feedback, evaluate the results of the process and then communicate.
The last phase, ACT is addressed to identification of problems, to solution proposals,

standardization, kaizens and communication. PDCA Training Guide)

Nemawashi

Nemawashi in gardening terminology refers to the loosening and fertilizing of the soil
around plants. In an economic context, it is a consensus method, which facilitates the
implementation and progress of economic projects. These projects include for example
active communication process, which focuses on mutual exchange of information, opinions
or ideas. In addition, there can be included to nemawashi also mutual questioning and

feedback, which aims to improve clarity, consistency and support. (PDCA Training Guide)
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Approval Process

At the beginning of the whole process the initial concept tatakidai in the form of A3 is
developed. The A3 concept is basically a document, where you find condensed information
from the PDCA cycle. After setting the probationary A3, already mentioned nemawashi
comes. During the nemawashi, key people comment on the concept. Setting the changes
and creating of final A3 leads to approval by the key people. The executive must not be
neglected during the whole process. A3 without final approval by executive would not be
valid. Finally, there is the realization. The whole process is mainly about communication.

There is a need to inform all the key employees about each step. (PDCA Training Guide)

7.4 SWOT Analysis

It seemed to me unnecessary to describe in the full detail the functioning of various
departments and what is more this is not the aim of this work. For this reason, I developed
a SWOT analysis on the basis of an interview with Ms. Edita HanuSova, a specialist in

CSR in department Corporate Affairs.

7.4.1 Strengths

Clearly the strongest advantage is the background of the parent companies TMC and
PSA. Parent companies created strong brands, which are demanded. The TPCA has only an
approximate picture of future demand of parent companies in the near future,

approximately one year. On the other hand, produced cars already have "their" owners.

Another advantage is the know-how of the company; let us say in the well elaborated

production system, which lie in TPS and Kaizen.

Japanese management style is very controversial. It brings with it many advantages but
disadvantages too. From a positive standpoint, I have to highlight jidoka and just-in-time

systems, which ensure product quality, accuracy, coordination, and low level of stocks.

From the environmental point of view, TPCA has received the international certificate of
environmental protection management EN ISO 14001:2004 and certificate BAT, Best

Available Techniques.

The product itself strengthens the position of the TPCA, mainly due to its driving

characteristics, CO2 emissions, consumption and price. Right now, we are in the age when
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people demand small cars with the lowest consumption. Definitely, the potential customers
care not only about prices but also about the level of environmental pollution. In all

respects, TPCA models meet these demands.

Strong advantage, in terms of the workforce acquisition, is salary. The average salary in
TPCA, which is 31 800, is above-average from the perspective of salary in the Czech

Republic and also in the automotive companies.

7.4.2 Weaknesses

The lack of corporate culture can be taken as a huge disadvantage. A combination of
three cultures is hard to manage itself, let alone to do business. Mixing of cultures started
with no unwell-thought-out process and did not take much into consideration the Czech
employees and their style of work. Headless implementation of management system firstly
caused difficulties with adapting of conditions in TPCA. All this leads to great isolation

from its surroundings and especially to negative motivation of staff.

I have already written about Japanese management style as a big advantage. However,
this style also has shortcomings for the Czech environment. It brings with it a stressful

environment, a lengthy approval process and bureaucracy.

Unbalanced work-life balance is another weakness of the company. Thanks to the
Japanese style of management and large number employees, a flexible approach is still not

widely used.

7.4.3 Opportunities

The great challenge for TPCA would be the production of new model. Nowadays, the
company cares only about face-lifts. Upgrading of old model or being able to develop a
new one would be a vision and a promise to the future. Moreover, the TPCA would

consolidate its position at the parent and affiliated companies.

Adapting to the needs of employees, motivate them and begin building of corporate
culture, which would be appropriate to a compromise between all three cultures, those are

possible opportunities of the company.
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7.4.4 Threats
A classic threat 1s always a competition and reduced demand.

Unhealthy turnover of middle management is one of the possible threats, which the
TPCA recognizes. According to Mrs. E. HanuSovd middle management is currently being
problematic. Those are the employees who devise creative business changes. Thus not only

a good and efficient worker leaves, but also a competitive advantage.

The models Toyota Aygo, Peugeot 107 and Citroén C1 are on the market for more than 5
years. Even the model would undergo several facelifts, it slowly become obsolete and it is

more than obvious that the one day, the production will have to stop.

The big threat and also the disadvantage is the dependency of TPCA on the parent
companies. TPCA is “only” assembly plant. As a result, TPCA does not have its own

marketing or sales department, and thus does not have any possibility to affect products.

State subsidy in the form of tax helidays is limited and currently TPCA draws one of the
last privileges. After running down, the tax burden, of course, will increase. The increased
costs give reason to the parent companies to think about displacement to another state that

is more obliging to investors.

7.5 Market Concept of Competitors

I have decided to investigate an external environment not only in terms of state subsidies in
the SWOT analysis, but also in terms of competition. In this market approach I took into
account two main factors: the price and class. To say it more precisely the products in the
automotive industry are classified, for better visibility, to so-called classes. These classes
were defined from basic characteristics of cars like the automobile length, wheel base, and
mass of the car, engine capacity and power. (http://cs.wikipedia.org/wiki/Automobil

online 10.12.2010)

On the map of competition in the automotive industry published below is seen that between
direct competitors, we can include Hyundai 110, Fiat Panda, Ford KA, Chevrolet Spark or
Mercedes A...the AOO class’ cars. However, also class A0 can be a great competitor, which
can affect demand of TPCA’s products. The reason is clear, customers who are not sure

whether to buy a small “city” car or family one would decide according to brand and price.
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In this case the price of some AO models is not so higher than AQO products. Furthermore, I
still have to mention one fact, Czech people are nationalists and they like and prefer Czech
automotive manufacturers. For this reason, Skoda Auto is becoming an important competi-
tor in the Czech Republic with a model of Skoda Fabia. Moreover, there are rumours of a

small city car.

Although this competitive map is useful, it is more appropriate for the parent companies.
The above mentioned automotive companies are mainly competitors of PSA and TMC not
of TPCA. The reason, mentioned in SWOT analysis, is clear. TPCA do not affect the prod-
uct support and in fact only produce as much the parent companies order. So I looked at the
competition in terms of automotive companies producing vehicles in the Czech Republic.
From this perspective, Skoda Auto and Hyundai NoSovice are the main competitors of

TPCA.

A00 A0 A B
Toyota Aygo, Citroen C1,
1ol0= Peugeot 107, Hyudai i10,
179 000 Fiat Panda
Hyundai i20, Skoda
Ford KA, Smart, Chevrolet | Fabia, Citroen C3,
180 000 - Spark, Mercedes A Peugeot 207, Fiat
249 000 500, Toyota Yaris
Skoda Octavia,
Skoda Roomster, HyRhlaH 30,
. Citroen C4, Peu-
250000 - Ford Fusion geot 307, Toyota
349 000 Auris
Ford C Max,
Renault Megane,
ol ks Ford Focus, Toy-
449 000 ota Urban Cruiser
Skoda Superb,
Toyota Avensis
A50:00d = Renault Espacel
899 000 Ford Mondeo
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Mercedes
class E,
Audi As,
Peugeot
607, Cit-
1500 000 roen C6

900 000 —

|

T4: Market Concept of Competitors

Source: own processing

7.6 The CSR Competition in the Czech Republic

The corporate social responsibility becomes, as was mentioned before, important part of
managerial decision making and also of image making. Nowadays, the companies are
socially responsible, even though it has no direct effect on sales, which is essentially the

case of TPCA.

According to Miss HanuSovd, TPCA is the third largest exporter in the country and in the
Czech Top is on the 10th place. As a result, E. HanuSova points that CSR should be equal

to the position on market.

From the market concept of competitors and from the SWOT analysis is visible that TPCA
does not consider CSR as competitive advantage. However it is clear that, CSR is
necessary and actually it is visible on a graph below that TPCA gives more financial means

and resources than necessary.

The CSR Investments in the Czech Republic

2,04%—1,47%
~1,34% e —
\ / @ Skoda Auto

@ OKD

O Moravia Steel

3,71%

14,31%—

O Unipetrol
|
" 52,50% W TRCA

0 Skanska
L) Siemens

24,62%

G1: The CSR Investments in the Czech Republic
Source: TPCA - CSR Survey 2008
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8 CSR METHODS USED BY T.P.C.A.

To be the most effective and competitive automotive company in Europe TPCA need well
motivated employees who contribute to progress of TPCA. One of the key factors in em-
ployees’ engagement is company reputation which we want to strengthen through CSR

activities.
According to this fact, TPCA stated basic CSR missions and principles:

- “TPCA behaves as a good citizen of the Czech Republic having in mind welfare of

the society and environment.

- TPCA behaves as a good neighbour and develop the region ensuring high standard
sof duality life for its employees.
- TPCA supports the effort of employees, Citizen of region ans projects which contrib-

utes to the great achievements in the education, sport and culture.

- TPCA supports projects on the long term base and improve their duality according

company standards.

- TPCA utilize the WIN-WIN approach where benefits are on sides, TPCA as well as

parmers.

- TPCA pay attention to compliance with authorities and to the principle of mutual

cooperation and benefits.

- TPCA supports the ability of subjects and projects to get resources from the re-

gional, national or European funds.” (CSR Policy)

Motto: "'rhrougr!=é's

SOCIETY -
(CA responsibilty) g, =

L MpeUiticat: the plant VOLUNTARY CONTRIBUTION P B

Donation
Cooperation with schools
Support of regional development

SUPPLIERS EMPLOYEES SHEEN PACTORY MANDATORY CONTRIBUTION

(PSA responsibility) (HR responsibility)
BASIC CONTRIBUTION
ECONOMICAL GROWTH

CUSTOMERS (employment, taxes payment) 4 | Education

(product)

P7: CSR Areas in TPCA Source: CSR Policy
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8.1 Profit

From the profit point of view, TPCA is very special company, not for the type of produced
products but for the fact TPCA does not have straight link to customers. TPCA is only able
to influence the quality and give to customers the best; however the promotion and other

important points are done by parent companies.

As a result, TPCA can mainly influence suppliers. As is visible, this is the field for which
PSA takes responsibility. “PSA Peugeot Citroén requires that its suppliers make similar
commitments as PSA in the cases of social requirements.” (PSA Peugeot Citroén Global

Framework Agreement on Social Responsibility)

8.2 Planet

TPCA has prepared a lot of helpful environmental programs. One of them is Green
Factory. This program mostly shields educational activities for employees and region too.
Environmental education is crucial for its inspiration to kaizen and for interference into a

private life.

In 2010 there was introduced a waste separation. There are special recycling bins in the
whole factory with an instructional full screen on the lids. As a result, employees cannot
make excuses of not knowing what to put into each bin. Moreover, the content of bins is
regularly checked and the area where the recycling was not correct is warned on managerial
minutes. After a year of introduction, Miss HanuSova evaluates the recycling as
successfully done. From my point of view, the only disadvantage is that bins are quite far
away from the employee’s seats, which causes problems where to put all the waste,

because there 1s no time for running to bin every half an hour.

The educational seminars at schools are again very useful. The seminars are held within
school lessons, where kids reach the knowledge how to be environmentally friendly. TPCA
knows that mostly small pupils can be positively influenced by these seminars. Moreover,
seminars are supported by the competition in entertaining way on social site Facebook. Not
only children will be motivated to draw something about environment but also they will
infuse to their minds at least some ecological information. Moreover, the exhibition of
drawings on Facebook shows to general public that TPCA is environmentally and socially

responsible.
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A Plant tour is the other way how to show the responsibility in this sphere. There were
made special environmental videos with basic description of pollution caused by TPCA or
of water, waste and heating program and so on. The visitors not only see modern
production but also modern way and techniques of which preclude or at least lower the

pollution.

The new environmental activity, workshop in TPCA is going to happen at the end of April
2011. The target groups of participants are suppliers, journalists, selected students and local
stakeholders. The aim of this event is to share TPCA’s approach through concrete
examples. It is going to be connected with prepared case studies of the TPCA projects and

the participants should take an example by TPCA.

Finally, the support of public transport to TPCA is not only the advantage for employees

who do not have car but also another step of being environmentally friendly.

8.3 People

The oncoming of TPCA to region brought with it a lot of expectations from the side of
general public, who hoped for the possibility of the employment and for capital too.
Although the production has started in the 2005, TPCA began to use the CSR already in
2004. They invested almost 11 million Czech crowns into repairs of regional memorials,
into an ambulance and a special medical device for a hospital in Kolin. According to CSR

Survey, people remember it.

8.3.1 Region

The oncoming of TPCA into the region also caused demand for financial help and for a
support from the side of TPCA. For this reason, it was essential to clarify and organize the
system of support to organizations in the region. The system had to be transparent and fair.
TPCA also have had to realize what their philosophy in the question of sponsoring is. To

realize what kind of projects TPCA wants to support and which not.

The main task for TPCA in this problematic was to create a compromise between the
expectations from the side of region and requirements of parent companies. Moreover,
TPCA had to set basic characteristics and ideas which they would like to spread to the

community; the ideas they want to be remembered for.
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Finally, all CSR programs are not strictly divided into 3P pillars but are subtly linked to
each other. I can mention a Grant program called Partnerstvi pro Kolinsko (The
Partnership for Kolin region) which does not only support cultural projects but also
environmental as well. The aim of TPCA is also to bring in employees on this kind of

activities.
The forms of cooperation widen but there are 5 general ways:
- A financial support with exhibition of company’s logo — the less favourite in TPCA.

- A development of projects by sharing a know-how and by helping to a project (Kmo-

chiiv Kolin).

- Own activities — usually in environmental topics connecting internal and external

environmental projects (Kaizens, education at schools, recycling).

- Donations — the most current is Japan Donation. Usually are chosen current topics
like floods or the death of TPCA employee. Employees donate through benefit pro-

gram called Z-konto.

- Project initiation - a joint project of TPCA and some organizations or municipalities.
Usually TPCA has some idea about project and look for someone who can take part

in it.

8.3.1.1 Partnerstvi pro Kolinsko

A grant program Partnerstvi pro Kolinsko was created in 2005 and every year redistributes
4 millions into special projects. There are three fields of action, a secure transport (cycle
tracks), environmental (cultivation of countryside, the usage of alternative sources, waste
sorting or environmental education) and social and cultural field (building playgrounds,
supporting social ties, traditions. Social and cultural field is let say a concession to the
region. This is the segment TPCA do not need or want to support much but they are aware
of many things region had to change and do before the start of production of TPCA. As a
result TPCA takes social and cultural projects as reward to the region. (

http://www.partnerstviprokolinsko.cz/podporujeme/)

The aim is to promote not only good and useful projects, but also to gradually develop the

skills and organizational proficiency of applicants. There is the effort to support long-term
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projects and thus to “bring up” and educate people. As a result, TPCA arrange informative
workshops for applicants in order to help them with applications and informed them about
other possible funding sources (e.g. EU). In the heart of the whole matter is the non-violent
way of representation of TPCA’s main ideas and philosophy and also the fulfillment of the

region’s expectations.

Partnerstvi Kolinsko works on a way of outsourcing. Originally it was in charge of the
foundation Partnerstvi (Partnership), which is situated in Brno, and had not had an over-
view of the cultural environment of the region. This was the reason for a change for asso-

ciation Prostor (“Space”) in 2010.

Nonprofit organizations, public associations and municipal or city authorities in the area
within 30 kilometers from TPCA are allowed to apply for a grant. These are the only re-
strictions TPCA has. However, there are some criteria which influence the decision mak-
ing. Among them can be included the amount of the grant, needful, promotion, public
involvement, formal processing or budget. These criteria were rated and according to the

point ratings projects were chosen.

I would like to mention also a little bit of statistic facts given me by Miss HanuSov4. Last
year 17 projects were chosen. 7 of them were environmental, 6 social and cultural and fi-

nally 4 projects concerned in secure transport.

As Miss HanuSova mentions, grand program also has weak points as communication and
presentation of projects. Grant had no visual image and brand, so it was not clear that the
main doer here is TPCA, not outsourced association. Fortunately, these problems were

already solved.

The main focus to the future is to create a manual for requestors, to organize workshops,
to change a system of selection by giving more decisive power to executive or to enable
pre-selection on the web site from the region community. Moreover, new modern

communication methods like Facebook or reshaping of web pages are currently used.

8.3.1.2 External sponsoring

Nowadays, sponsoring is the most common and the most expected method of CSR. As a
result, TPCA is not the exception and have their sponsoring program. Their main objective

is to share their values and philosophy and present themselves as a good neighbour. TPCA
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respects the history and traditions of the region and conforms to this fact. Moreover, their
effort is to integrate employees, to find the activities that would be suitable for them and
finally involve employees at least in internal communication about projects. Sport applica-

tions for sponsoring are the most common.

As was mentioned in Partnerstvi Kolinsko, the setting of criteria is necessary. In external
sponsoring program is crucial the image of project (for how many people, etc.), media
(how well is the project presented), possible benefits for employees, financial point of view
and compliance. Compliance is the universal criteria, something that does not fit to any

point mentioned above, for example relationship with Kolin.

The name of a project The amount | Sponsored from
per year the year...

Basketball Club 500 000 2007
The Day of Fire-fighters 50 000 2005
The Festival Kmoch(v

Kolin 150 000 2005
Children's Day 75 000 2006
Guitar Kutna Hora 250 000 2009

T5: External sponsoring projects of TPCA

Source: Edita HanuSova

Guitar Kutna Hora is a biennale which has long tradition and in the comparison with
Kmochiiv Kolin there would not be such a big difference. However, Guitar is special
sponsoring project because of the fact TPCA took this project under its wings. Since 2009,
TPCA has helped with visual audits, presentation and with setting up of the
communicational strategy. Guitar was hold every two years but nowadays the competition
is held every even year and festival is every odd year. The festival of guitar concert is

destined for general public but also important stakeholders like employees or suppliers.

8.3.2 Employees

“One of the values,on which the TPCA is building its relationship with

employees, is the special care that they provide.” (Z-konto smérnice)
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TPCA is a large company, as is evident by not only the number of produced cars but also
by the number of employees, which had risen to 3500. A total of approximate 63% of
employees live within a radius of 30km from the TPCA. 36% of employees are from Kolin,
15% of Kutnd Hora. Moreover, in TPCA also work 12% of foreigners that are expected to
live in the region too. However, as is mentioned at the beginning of this chapter, even
though TPCA has so high amount of employees, it values its them employees and wants to
do as much as possible to provide them good working environment or a sense of

accomplishment.

Unfortunately, in the first years of production, did not meet the expectations of employees
and consequently a high fluctuation has occurred. As a result, a negative attitude towards
TPCA has been created by community and employees too. For this reason number of
surveys has been carried out. What is more benefit program and a program called
sponsorship for employees was created. The objective of these improvements was to get

closer to demands of employees, strengthen sharing of values, loyalty and motivation.

8.3.2.1 Sponsorship for Employees

As was mentioned in the introduction to this chapter, this program supposes to support
sharing of values, loyalty and motivation. Sponsorship for employees does that by
supporting leisure activities and community services of employees. Monthly is devoted to
these activities 50.000, - CZK. This amount can be allocated to support one project, or it
may be shared between multiple projects too. Submitted Projects are objectively evaluated
according to specified criteria such as: the characteristics of the project, location, the
number of involved employees, the possible public participation at the event, the requested
amount of money and the possibility TPCA promotion. According to these criteria is the
project rated by points. The assigned number of points in each category cotresponds to
preferences as is visible in table below). The winning projects are those which get the
highest number of points. The rules are set so that no project is automatically disqualified,
for example due to a small number of involved employees. The project can be selected

even if one of the criteria reached low number of points. (The sponsorship guide)
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activities (e.g. 50km group 37 500,-CZK | during the
repair of play- event
ground)

T6: The criteria of Sponsorship

Source: The sponsorship guide
Through these projects people learn a lot of new things and skills. Members of the team are
those who have to prepare all documentation, have to present their project and mainly have
to have their own vision of the project. This can not only educate the employees but also

show the potential. Moreover, people have to feel the responsibility.

According to Miss HanuSovd employees appreciates the chance to support their leisure
activities. The figures speaks for themselves, in 2010 there were accepted 147 requests.
Only 1 to 4 employees participated in 74 % of requested projects, which is quite low num-
ber. 56% of projects were in the close locality up to 20 kilometres. Unfortunately, 53% of
projects had promotion of TPCA only at the event. Finally, 46 of already mentioned 147
projects were successful with the total amount of 600 000, - CZK. As an example I can

mention a squash tournament for TPCA employees, which is held every year.

8.3.2.2 Benefits

Besides Sponsorship for Employees it was necessary to create standard system of motiva-
tional tools. One of them was a benefit program called Z — konto (Z-account), which was
founded in 2007. Z-konto is a virtual employee account, to which TPCA contributes funds

in excess of the monthly wage. The aim of TPCA is to assist during the localisation of em-
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ployees in the region, reduce the cost of commuting and to support education, leisure ac-

tivities and relaxation. (Z-konto smérnice)

Z — konto works on a cafeteria system. The whole system works like in bank. Every month
employee gets the amount of points according to position, seniority and attendance as is
visible at the table below. One point has for employee the value of 1 CZK. Consequently,
the employee can choose from a list of possible benefits and make a “payment” by points.
There is only one limit for employees, at the end of the year they cannot safe more than

3000 points to the next year.

. _— Seniority
Fixed Seniority after 1 The
Category SALHIE year after 3 Attendance Total
years
T™, TMM, AS 1000 1000 500 1000 3500

T7: An example of the point contribution.

Source: Z-konto smérnice

Employees may choose from the long-term benefits provided by TPCA or one-time
benefits realized by companies Benefits a.s., or combine both options according to
preferences. In the case of long-term benefits the employee can not use the maximum
number of points he/she has. It is possible to take full advantage of fixed points and
seniority, but not of attendance points. They are reduced by the amount of average absence
for the past 6 months. Usually it is from 200 to 500 points. They are used as a reserve. If
the employee has not got enough points at the Z-konto to cover the payment of long-term
benefits, TPCA allows draw to the minus for two months. Finally, in the case an

employment relationship would be discontinued, the loading of seniority starts from the

beginning.
ltem Describtion An insurance of the
P employee side/taxes
I Passes, tickets, hiring of
Sport Activities sports facilities NO
Cultural Enjoyment |tickets on cultural events NO
; travel agencies, hotels, pen- NO (up to 20 000 CZK
Racreation sions per year)
Health cherr‘ust,. optician, massages, NO
vaccination
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Language Courses Ic?hnogi;g:ge Gatires bf your NO
i oo, O
Driving School Esﬁi;tggggvfsssons’ Training YES
PHM fuel vouchers YES

T8: One — time benefits

Source: Z-konto smérnice

Item

Description

Payment

An insurance of the
employee side/taxes

Dormitory Contribu-

Automatic setting after en-

Mass payment by com-

NO (up to 3500,-CZK

tion trance pany per month)

To coverarentina TPCA
Housing Allowance | apartment
up to 50 km from : Counted towards the YES
TPCA To cover a rent and services | Wage

in other than TPCA apartment
Mortgage Contribu- | Mortgage to purchase own to the account referred in YES
tion housing the mortgage contract

. ; : to the account at the
Contribution to Building;Savings - savings building society
Building Savings _ YES
/Loan Building savings loan to the account referred in
the loan contract

Contribution to Loan | Loan to purchasing and fur- to the account referred in VES
at KB nishing of flat the loan contract
Contribution to leas- | Purchasing of new or used 15 the ReE AT Gf e aElh
ing of new or used | cars Toyota, Peugeot or 9 YES

car

Citroén

company

Concluded in TPCA by Re-

Mass payment by com-

NO (up to 24 000,-CZK

Superannuation spect company pany per year)

Scheme, Life Insur- Payment on the individual

ance Own Insurance account at insurance YES
company

Contribution to Pur- | A study loan for employees to the account referred in YES

pouse of Study Loan

and their family members

the loan contract

T9: Long term benefits

Source: Z-konto smérnice
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I have asked about benefit system Mr. Oto Sedlacek, the specialist of Employee Relation-
ship Department. Mr. Sedldcek stressed the fact, there was no benefit system before and the
first year was actually trial. Z-konto is going through the second innovation nowadays and
as is going to be visible from the graph, Z-konto is popular. Z-konto supposes to be a sta-
bility element. The main function of the benefit system according to Sedldcek is to support
seniority, loyalty and attendance. What is more, Mr. Sedlacek stressed Z-konto is non-
claimable. It is the matter only of TPCA whether it gives benefits or not. There was also
mentioned that the amount of points is above standard in terms of manufacturing company.
The amount is comparable to benefits in banks. Philosophy of Z-konto is to have the

broadest possible range of “products” so that everyone can choose.
p L p ry

However, every program has some problematic. In this case people do not understand
properly that one-time benefits are administered by Benefity a.s., which is with Accor and
Sodexo Pass the most widely used company. Employees do not take benefits as a contract
between Benefity a.s. and supplier of the service but as a contract of TPCA with the suppli-
ers. Moreover, they take it as a bonus and worse understand that private organization
makes reservations. As a result, TPCA effort is to cut as much as possible form the whole
process and mainly from the process of delivering the real products to people. The intro-
duction of vouchers or authorization codes in text messages would be the resolutions as

Otakar Sedlacek mentions.

To sum up the successful side of benefits: “People think about benefits very positively,

however they very quickly get used to them and take them for granted.” (Sedlacek)
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Life insurance - employer;
|

Holiday; 5,7% —
Sport action; 2,4%—, !
Culture action; 0,9%— .‘\._

Pension/Lifeins.-
employee; 3,3%

0,3%

Pension insurance -

employer; 2,5%
Dormitory; 1,1%—
Flat rent; 10,6%—

{
/

KB Loan; 1,6%—/ |

The Popularity of Benefits

Drugstore; 24,5%

Mortage; 9,1% —/

—Optic; 2,1%

T 10: The Popularity of Benefits

8.3.2.3 Roles, Competences

| —Language course; 0,1%

L/ Transport; 5,0%

Leasing - new cars;
11,6%

Housing savings; 18,6%

Leasing - used cars; 0,6%

Source: O. Sedlacek

TPCA has special business practices; special production system so there is no surprise that

roles in the company are set in a special way too. The positions can be divided into 4

groups: positions in production, in production support and office, management positions

and executive. Moreover, the competences are divided into four spheres — professional

competence, leadership, planning horizont and problem solving.

Positions

Positions

Position

Team Member = Th

Team Leader=TL

Production

Assistant = AS

Deputy Manager = DM

Specialist 1 = SP1

Manager = MGR

Management [Deputy General

Manager = DGM

General Manager = GM

Production Support/
Group Leader = GL Office  |Specialist 2= SP2
Supervisor = SV Specialist 3 = SP3
President Satoshi Tachihara

Executive “ice- president

Bernard Million-Rousseau

Producution Vice- President Jifi Cerny

T 11: Competences in TPCA

Source: Roles and Competences Training
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Unfortunately, the topic is so wide I was forced to narrow my topic. I have decided to con-

centrate on positions of middle management in the office. That is why; I am going to de-

scribe only these positions more precisely.

AS

SP1

SP2

SP3 -TL

SP3 - Expen

Planning

3 months
Understands to

6 months
Understands to

9 months
He/She contributes to the

12 months
Collaborates on sectional

12 months
Collaborates on sectional

uses the STOP-
CALL-WAIT in
abnormal cases

abnormality cases,
suggest a solution and
implemet it under the

standards.In the abnormality
cases he/she suggests a
analyse solution and after

provides solutions 1o
abnormalities within the
team and reports on results.

Horizont : 4 i 5 formation of sectional Hoshin. Understands Hoshin. Understands
etational Hoshiri sectiohial: Hoshin, Hoshin departmental Hoshin departmental Hoshin.
Wyorks independently
) \Work di according to instructions. .
“Works according to m;:uiﬁa;::ismgwgm He/She proposes and Manages the creation / Independently creates,
detailed instructions btha slanﬂardg confirmed a method of revision of standards, communicates and monitors
(what, when, how), is H);:'She el m‘ realization, prioiitizes instructs the team and the standards needed to
Problem governed by the analyss situation inihe He/She adheres to common [monitors compliance within  [achieve goals. In the case of
Solving standards. He/She standards and creates new |the team. Independetly abnormalities, proposes and

evaluates and after confirmation
hefshe independently
implements it.

supenision. =
confirmation also
indepedently implements it.
He/She leads the team
within the section (rminimum
Waork d i i
e e (o unaer ke dote o leathe - umber o Sibordaes . o nd, a2
Leadership nag : management. Actively L i ep mentar for others in the project
Actively promotes Ffiiotas taatiwetk mentor to juniors. Actively  [result in fewer people, such acstivalv o Piotae A5 K
tearmwork. F . promotes teamvork. as development, or L clitladlts
organizational reasons).
HeiShe develops teamwork.
AS SP1 SP2 SP3 -TL SP3 - Expent

Proffesional
Competences

Basic general
knowledge (eqg a
standard PC
knowledge). He/She
knows the
procedures for his
/her area. Good
knowledge of MS
Office - Word, Excel,
Powerpoint

Basic professional
knowledge. Basic
knowledge of links and
related activities within
the team. At least 0.5
year of experience or
high school graduate
(not necessarily in the
relevant field). English at
intermediate. Very good

Word, Excel,
PowerPaint, infarmation
systems in the area.

knowledge of MS Office -

Expert knowledge of issues
in the field, Knowledge of
links and related activities
within the section. English
at upper-intermediate level.

Office - Waord, Excel,
PowerPoint, information
systems in the field

“ery good knowledge of MS

Expert knowledge of issues
in the field. Knowledge of
working practices, methods,
links and related activities
within the department.
English at advanced level.

Deep expert knowledge
HefShe knows the issues in
detail in the field, constantly
monitors trends and develops
He/She is professional
contribution to the department
or to the entire company
Hethis knowledge is actively
spread within the team and
company too. At least 10 years
of experience in the field or
academicfvocational education
+5 years experience. English
at advanced level.

T 12: Roles and competences of AS to SP3 positions

Source: Roles and Competences Training

The main strategy of TPCA is to have “universal” people who are excellent in problem

solving and leadership, while professional competences are on outskirts.

Positons F‘rnhl.em LewBrhip Proffesional
Solving Competences
AS, 5P1, SP2 50% 30% 20%
5P3 leader, DM, MGR 40% 40% 20%
SP3 expert 40% 30% 30%
DGM, GM 30% 50% 20%

T 13: Competency Expectations; Source: Roles and Competences Training
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8.3.2.4 Evaluation and Promotion

Setting clear guide about roles and competences of employees is crucial not only for good
understanding of employer’s expectations but also for evaluation and promotion. The
whole evaluation system leads off from Toyota Way, precisely from PDCA. Every em-
ployee creates own annual Development Plan, where he/she evaluates the situation, creates
own vision what he/she wants to reach and finally plans development activities. Do- part
contains off-job development activities like PDCA, A3 or TBP trainings and also on-job
activities as projects. Check part in this case means the real evaluation, where the employee
evaluates him/herself and his/her superior does that too. The action comes soon after the

evaluation in the form of rotation, promotion, demotion or variable pay.

According to Iva Mierva, a HR specialist, there is necessary to differentiate between com-

petences and performance.

Performance Competences
Annual individual Observable behaviour - the
What objectives (the goal and|application of skills at

process is evaluated) |work

When Semi-annual evaluation |Annual evaluation

Accomplishment of A real behaviour vs.

How objectives expected behaviour

The evaluation
influence the amount of
honuses

The evaluation influence
basic salary

T14: Competences vs. Performance; Source: Roles and Competences Training

As is visible from the chart, the employee is evaluated
The behaviour Scole

three times per year. The process of evaluation is [
minimurm level of competence,

which requires a systematic 1

clearly set. First step is self-evaluation, where employ- | ..cooment in al fields

ees have to understand the expectations, collect data |pattiallevel of competence, can be
formulated more areas for 2

through the whole year and moreover examples of [development

optimal level of competence, can be
formulated partial areas for the 3
development

problematic or positive situations are more than wel-

comed. The self-evaluation has to be clear, objective,

above standard level of competence,
truthful and factual. the development facuses on 4

) enhancing the strengths
T 15: Evaluation Score chart ; Source: Roles and Competences

exceptional level of competence in

Training this role is a role model for others
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Except the all mentioned, there is a scale according to which the evaluation is measurable.

The characteristics to each point are described in the next table.

Secondly, the evaluation interview with manager of section a great tool for revelation of
needs and expectations from both sides. Thirdly, meeting of moderation group provides
consistency and fairness in the whole process. During the meeting of the group are dis-
cussed strengths of evaluated people in the department and finally chosen those who will
be promoted. The results are firstly announced to promoted employees and then on the in-
formational board.

According to carrier map the employee, who wants to be promoted, has to fulfil some basic
facts. Has to be competent, has to have finished all trainings necessary for current position,
the “promoted” position has to be free and finally the person have to spend long enough at
the current position (3-5 years). The reality is that when worker reaches score 4 or 5 during
the evaluation...then there is a chance for promotion. Moreover, there is in some depart-
ments a shortage of free positions. The most visible shortage is on the SP1 level and also
MGR. Assistant and Specialist 3 who has the ambition to promote usually has to wait for a

long time.

The fact that employees are ready to be promoted but for some reason it is not possible can
leads to demotivation. As a result, the horizontal development is used, which is usually in

the form of internal rotation or international scholarship in the parent companies.

8.3.2.5 The Quality Circles

The quality circle activities are one of the important activities of all Toyota's affiliated
factories. The objective of the circles is to improve the quality of individual skills and
abilities of people who participate in them. This contributes to creating a pleasant and
lively atmosphere in the workplace too. The circles are seen as a practical way of Toyota
Way, which is based on continuous improvement and respect to people - the two pillars of
human resource management at Toyota. Moreover, quality circles are one the best ways

how to support the engagement.

Quality Circles consist from 4 to 5 employees, who together address problematic issue and

propose a solution. To solve these problems they are using quality circles’ methods and
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quality circles” process. This means that the whole process is based on facts. Quality,

Genchi Genbutsu and standardization play the important role as well.

The top 10 teams from all shops progress to the “company” level, where they present their
circle to special committee consisted of executives and from professionals. Finally, there
are chosen 3 best circles, which represent TPCA abroad. 71 quality circles entered “the

competition and 61 from them finished their plan during the 2010. (QC Guide)

8.3.2.6 Education

Education and self-development is an important factor for incorporation of new comers
into the company in the sense of introduction of employer and of the whole processes in the
company. First days in a new job influence a lot the opinion about company, which is fol-
lowed by lower or higher motivation. Moreover, long-term employees cannot be “forgot-
ten”. As is visible in Maslow’s Hierarchy of Needs, employee does not need only money
but also the feeling their knowledge and skills are developed. TPCA has created special
Training Matrix which main objective was to ensure common understanding among all
TPCA employees. This matrix is actually derived from the grades and their competences.
As a result, trainings are individualised to each grade and at some point can be individual-

ised to each employee.

As I mentioned before, my main concern are administration employees, especially posi-
tions AS, SP1-SP3, and as a result I am mainly interested in trainings and educational pro-

grams intended for this group.
Induction

Induction is a training, which is intended for new comers. New employees learn within one
day about health and safety rules, attendance, chip cards, catering, working hours, benefit
program and so on. Actually, induction is the only training which is common to all em-

ployees.
New Hire Orientation Program

This training is a continuing program to Induction and is usually realised immediately after
joining TPCA. This program is for grades at Production Support /Office or Management

and the aim is to introduce all departments in the office, possible trainings, intranet, dealing
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with personal information, Z-konto and many other topics. The program unfortunately can-

not cover all topics about TPCA, however it really helps to orientate in the company.
Training 57

TPCA makes effort to have the same conditions for administration and production employ-
ees. As a result, there is Training 57, which is mandatory for all office employees. Every
employee from the office has to spend 15 shifts in the production in order to learn about the

system of production, about the conditions and needs of others who work in production.
Introduction to PDCA

This training is typically Japanese and without it would be impossible to understand to
company processes, mainly management planning. Cycle Plan-Do-Check-Act (PDCA) is a
method of labor management, which aims initially to build a stable performance and then
improve it further. It can be used to perform any type of project or work task from
inception to completion. In essence, this method works as a management tool of work,
which ensures high quality business planning and execution of the plan, as well as
continuous feedback, which is used to monitor effectiveness and take the necessary

measures for improvement. (PDCA Guide Book)
A3 Report Writing

As was mentioned in the previous parts, TPCA has special forms of reports, called A3. A3
report is a one-page report, whose name is derived from the paper format (A3) and which is
initially used for this type of document. Importantly, the size of the document does not
matter. The key is content and logical structure of a document. A3 Report supposes to
summarize a complex message into a concise, easily understandable document. (A3 Guide

Book) The A3 training teaches how to create this type of report.
Role and Competency Training

The aim of training is to present organization’s expectations from particular positions. It
further explains the importance of each standard, and presents guidelines for promotion.

(Role and Competency Training)
The Toyota Business Practices (TBP)

The last of Toyota specific trainings is called TBP, Toyota Business practises. “The Toyota

Business Practices are the key to realizing and implementing the Toyota Way. In essence,
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the key concept behind TBP is a problem solving model with the TBP Drive and Dedica-

tion acting as motivational guidelines.” (TBP Guide)

/ Concrete Actions & Processes Drive and Dedication

P8: Toyota Business Practices

Source: TBP Guide

The core of the training is to set some problematic, create A3 problem solving report with
clear idea what is a problem, what is a reason of the problem and finally what countermea-
sures should be taken. Through the leadership of more experienced colleagues and superi-

ors is created already mentioned report and finally marked by the examiner.
Common Business Practices

According to the need to have English speaking employees, English courses are the neces-
sity. Employees can participate in different levels of courses (elementary, pre-intermediate,
intermediate, upper-intermediate, advanced or FCE). The only binding condition is higher
than 80% attendance (working reasons are excused) and writing of final test for each se-
mester. In the case the attendance would be lower and student would fail the final test,

he/she would have to pay the whole course. (Intranet — Courses)

Other trainings that are offered in TPCA are Computer Skills. Managers of department
nominate potential students but it is not obligatory training. The choice of the courses is
really wide — Microsoft Word, Excel, Outlook, Access, Project, PowerPoint, Visual Basic.
Moreover, each program has at least two levels of complexity. However, employees can

attend only 3 computer courses per year. (Intranet — Courses)
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Leaders Academy is the 3 day training designed for positions SP2 and SP3, who accord-

ing to roles and competencies, suppose to effectively lead colleagues.

Finally, there is last group of trainings of Communicational and Presentation skills.
There are three types of courses. Communicational course suppose to teach effective com-
munication, differentiate disparity in communication and behaviour or assertiveness. The
aim of presentation skills is teach how to use the resources of active listening and active
attention, to the usage of body language or how to strengthen confidence. Time Manage-
ment Course supposes to help with organisation, personal effectiveness or creation of vi-

sions. These courses can be attended twice a year. (Intranet — Courses)

All in all, all courses are not only based on theoretical knowledge but mainly on practical

usage which is from the effectiveness point of view much better.

8.3.2.7 Communication

TPCA uses various types of communication and understands that quality communication is
one of the keys to success. As a result, it created structural communication system. There
are arranged fixed meetings. Daily is an everyday meeting of section, where the most im-
portant things of the day are discussed. Daily usually takes no more than 15 minutes. Every
section has own teams, the meeting of the team leaders with their teams is called Team
Weekly and takes an hour per week. Leader’s Weekly is a meeting of team leaders and
manager of the section and as name recommends, it is a weekly, hour and half, meeting,
Biweekly is another sectional meeting, where is the space to discuss wider topics than dur-
ing daily. An hour meeting is held once in two weeks. Finally, there is monthly meeting for
all employees from office, where are again discussed topics which can be in concern of

people.

Moreover, there was also created intranet web page, portal, where everyone can search the
necessary information. This is the place, where you can find important blanks, information
about bus schedule, internal sponsorship, language courses, the clothes change, Z-konto or
about daily menu in the canteen. Even though portal is dependent on the internet, TPCA
solved this shortage. There are special stands through the whole TPCA, where is easy ac-

cess to portal.
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Finally, TPCA publish internal monthly magazine called TPCA News, where are not only
necessary information about changes in TPCA but also useful informative interviews with
managers, executive ...all in all with people who leads the company. TPCA News is the

space for clarification and explanation of changes.

8.3.2.8 Outplacement

The outplacement is in the case of TPCA quite weak point. The only step taken in terms of
outplacement is realisation of exit interview, where the main objective is to learn why the
employee leaves TPCA. Studying the exit interviews it is visible that TPCA turnover is
similar to Czech average and so it is not on so critical bases. However it was visible that

the most endangered grades are the office positions from AS to SP 3.

8.3.2.9 Work-Life-Balance

TPCA’s one of the main objectives in the HR field is to provide fairness between
administration and production employees — to provide as same conditions as possible. That
means 72% of scheduled vacation without the possibility of change. Furthermore, the idea
of flexible working time was out of the question. Working hours began at 8:30 am and
ended at 17:00. However, Czech nation is not used to such working time. Moreover, with
such working hours would be impossible to arrange all personal things like visiting offices
and so on. Most of the stores and nurseries are at this time closed too. Despite this fact,
many Czechs rather get up early and come home earlier too in order to have enough time to
arrange personal affairs. Due to dissatisfaction and high fluctuation of office workers it was
necessary to take a more accommodating position on work life balance. As a result, a trail
program with more flexible working hours has started in February 2011. Employees can
come to work between 6:30 and 8:30 and of course leave earlier. This system still has one
disadvantage, it is necessary to notify the section manager about the flexible income with
14 days in advance. Despite this small disadvantage, I feel, from the interviews with

employees, that more flexible working hours are positively perceived and work well.
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9 THE MOTIVATION SURVEY

On the basis of own experience in TPCA and on the basis of interviews with experts in
the field of human resources and corporate affairs it was necessary to make a research,
Motivation Survey. Moreover, the research is the only way how to answer my second
hypothesis called: Employees of the automotive companies are sufficiently motivated
to carry out their duties. What is more, this Motivation Survey is going to be used in

the upcoming HRD program, which focuses on the same group as I do.

9.1.1 The Methodology and Objectives

According to my interest in employee motivation I have studied and described motivation
drivers in TPCA and what is more I have looked for basic information about employee

turnover, dissatisfaction and the most endangered grades.

9.1.1.1 Key Objectives

My key objectives are:

- To get clear picture of current employee satisfaction and engagement.
- To compare the overall situation in the company with Czech average.

According to these objectives I have set 9 areas which are crucial for this thesis. Namely
those areas are: company reputation, understanding company business and objectives, valu-
ing people, career opportunities, performance management, processes, training and devel-
opment, engagement and innovation. Moreover, I have chosen the 9 crucial areas along
with the mentioned reasons of turnover (work, supervision or system of work) in exit inter-
view. As a result, the survey will be one of the factors, which would confirm or disprove
assumption of HRD experts. There were other interesting and suitable topics for research;

however the extent of thesis would be exceeded.

9.1.1.2 Respondents

As was mentioned in the previous chapter, the most endangered grades are the office AS,
SP1, SP2, SP3 positions. This is specific and valued group of employees. To “loose” em-
ployee on this grade would be a big loss for TPCA. As a result, I have chosen “only” these

grades and widespread the questionnaire among them.
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Production
HR CA PC IS AF Shop Total
AS, SP 34 14 22 8 14 20 115
Headcount 50 20 35 20 28 27 180
% 65% 70% 63% 40% 50% 74% 64%

T 16: Detail of survey sample

Source: own processing

The fulfilling of questionnaire was voluntary, which brings within a higher probability
dissatisfied employees answered more often. What is more, the survey was anonymous.
Demographic questions were minimised to only 1 task about department in order to

strengthen the anonymity.

The 64% success of fulfilling the questionnaire can seem to be low but according to Hu-
man Resource Development Manager Jan PeSek the number is very good. The trend of
fulfilling voluntary questionnaire in TPCA is usually between 30-45%. I believe that the
sample is big enough for the needs of my thesis and also for the needs of HR department.

There is only one department, IS, where the answers should be taken with “reserve”.

9.1.1.3 Benchmark

The possibility of benchmark is a great way how to surely recognise problematic spheres
and I see it as a big opportunity. Benchmark gives to Motivation Survey different dimen-
sion. The last TPCA Employee Engagement Survey was a widespread research through
the whole organisation, where 2681 respondents, 98% of TPCA employees, answered 54
questions connected with quality of life, company practices, total rewards, people and
work. The engagement drivers are visible in the appendix. The organisation, who realised
this research, used merely own universal questions, which they used in other 135 Czech

companies too. As a result, it was possible to do benchmark with Czech average.

However, I am also aware of risky things in this benchmark. Comparison of Motivation
Survey with Employee Engagement Survey is with no doubts. Unfortunately, benchmark
with the Czech average is risky. It has to be taken into account, that respondents of this
data sample are all employees on different positions. The reality is that employees on dif-
ferent grades have different needs which can lead to misinterpretation. Consequently, to

balance the results, there is taken in to account the improvement of TPCA in the selected
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areas from the last survey. What is more, I have to be careful about changing of infrastruc-
ture in the company. For example HR and CA departments were at the time of Employee
Engagement Survey only one department called HRGA. As a result, I had to compare HR+
CA versus HRGA. The similar situation was with the Manufacturing Shop. Finally, the
benchmark is going to be used as confirmation of hypothesis of HR managers of an upcom-

ing motivation project.

9.1.1.4 Satisfaction Score

It was necessary to keep similar methodology in the survey as much as possible according

to benchmark. The reason is clear, to have relevant data which can be used for the project.

Employees respond to each question by indicating their level of agreement with the state-

tE]

ments on the scale of 1 to 6, where “1” indicates “strongly disagree” and “6” indicates

“strongly agree”
The overall satisfaction score is calculated as the percentage of employees that respond
with either a “4”, “5” and “6”, where “4” = slightly agree, “5” = agree and “6” = strongly

agree. Moreover, the satisfaction score provides the clarity and easy of chart evaluation.
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10 RESULTS OF THE MOTIVATION SURVEY

The results of Motivation Survey are interesting in the matter of improvements and deterio-

ration of specific areas. To make it easier, I have divided questions into the fields like

company reputation as was explained in the methodology. Moreover, my main aim was to

create clear and intelligible summarization of the data I have collected. As a result, I have

made clear charts with satisfaction scores.

100%

Overall Results

90% -
80% -
70%
60% -
50% -
40% -
30% -
20% A
10%
0% -

agreement

questions

11

12

B Employee Engagement
Suney

B Motivation Suney

OCzech Average

G2: Overall Results of Motivation Survey

Source: own processing

Moreover, I have put the English and Czech questionnaire forms and the rest of graphs in

the appendix part.

10.1 Company Reputation

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
AF HR
64% 74% 84% 86% 73%

T17: Satisfaction Scores — Company Reputation

Source: own processing

This set of questions was primarily chosen for the usage of the thesis (according to focus

on the company image). This is one of many questions, where TPCA improved quite a lot —

from 64 to 74%. However, the Czech Average is still 10% higher than TPCA. The most
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important fact is that particular departments has similar results and all in all, there is

forecast of continuous improvement.

Overall, our organisation has a good reputation as an employer.

| 90%

84%

80%
70%

60% -

50% @ Employee Engagen;ent Survg‘
| Motivation Survey |

[7A i
40% |0 Czech Average

30% -
20%

10%

0% -

agreement

G3: TPCA Opverall Results — question no.1

Source: own processing

10.2 Understanding Business Objectives

Overall
Employee Results-
Engagement | Motivation Positive Re- Negative Re-
Survey Survey sults sults
AF HRGA
B6% 84% 93% 69%

T18: Satisfaction Scores — Understanding Business Objectives

Unfortunately, this section cannot be benchmarked because there are no previous data
about Czech average. Actually, it is shame because especially this question would be inter-
esting to compare with. The trend of understanding of business goals is in declension from
86% to 84%. The most positive results came from Manufacturing Shop where 95% of em-
ployees understand visions and objectives of TPCA. However, there are no data for com-
parison in Manufacturing Shop and we do not know the level of improvement. As a result,
there is more valuable information about AF department. This section improved its satis-
faction score from 79% to 93%. On the other hand, the most problematic department is
HRGA, where the understanding declined to 69%. In the comparison with overall results, it

is subnormal.
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I have a good understanding of TPCA business goals and objectives.

95%

90%

85% Employee Engagement Survey
| Motivation Survey - AF

'O Motivation Survey - overall results

| 80%

75%

70%

agreement

G4: Accounting and Finances — question no.2

Source: own processing

10.3 Valuing People
Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
PC HRGA
42% 47% 61% 62% 44%

T19 : Satisfaction Scores — Valuing People

Source: own processing

Only 47% of AS, SP employees think TPCA treats them as the most valuing asset. This
question supposes to show not only satisfaction of employees but also the approach from
socially responsible point of view. Even though there is 5% improvement, it is not enough;
mainly because of the fact Czech average is 61%. The worst results were in CA depart-
ment, only 29%. However, at the point of Engagement Survey CA was part of HRGA and
as a result in the vase of benchmarking I have to compare the data with HRGA department.
Very positively seems results of PC. Despite positive percentage in the comparison with
other divisions, it experienced declension. The biggest problem people see in the one year
contracts and in bad ergonomics. To sum up, I consider valuing of people as one of the

problematic spheres.
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10.4 Career Opportunities

Overall summarization of scores showed 49% satisfaction in career opportunities, which is
20% smaller than Czech average. From the commentaries is visible that employees com-
plaint about lack of promotion even though they fulfilled the conditions for it. There was
also an opinion about incorrect promotion and about authorities from the expertise point of
view. With no doubts career opportunities are the most problematic and critical, mainly in

Accounting and Finances.

10.4.1 Good career opportunities

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
PC AF
71% 53 % 69% 76% 35%

T 20: Satisfaction Scores —Good Career Opportunities
Source: own processing

Only 53% of respondents think their career opportunities look good in TPCA. This number
would not be so horrible, in the case there would not be 18% declension of results from
Employee Engagement Survey. The biggest declension from 63% to 35% is visible in AF,

as was mentioned previously. Abnormally good results are in PC department.

My future career opportunities here look good.

70%

63%

60%

50% | '@ Employee Engagement Survey |

| Motivation Survey - AF |

40% -

| 30% -
0O Motivation Survey - overall

20% - results

10%

0%

agreement

G35: Accounting and Finances — declension in question no.4

Source: own processing
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10.4.2 Promotion of the most suitable people in the group

Employee
Engagement | Overall Re- Positive Re- Negative Re-
Survey sults sults sults
PC AF
56% 50% 76% 23%

T21: Satisfaction Scores — promotion of the most suitable people

Source: own processing

There is another problematic question, which aim was to analyse whether people feel the

promotion is fair. Furthermore, results of the question are even worse in the department

breakdown. On the other hand, there is not so striking difference with previous survey. The

results of AF are again in declension form 58% to 23%. Finally, this question was prob-

lematic in a way people did not want to answer it. It is the only question, which was not

answered three times in the questionnaire even the rest of questions were. I would strongly

recommend considering of taking some countermeasures.

70%

60%

50% -

40%

| 30%

20% |

10%

0% -

I agree that promoted are the most suitable people in our group.

58%

agreement

G6: Accounting and Finances — declension in question no.6

Source: own processing

10.5 Performance Management

m Employee Engagement Surve-;

@ Motivation Survey - AF

O Motivation Survey - overall

results

Performance Management is another area, which worsened. Employee Engagement Survey

showed at that point of time that TPCA was on a good way in performance management

with 70%. However, the area suffered a fall to 61%, which is not an optimistic number in

the comparison with 75% Czech average. Problematic department is again HRGA. Even
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though HRGA result is bigger than overall, there was 7% declension in the comparison

with Engagement Survey.

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
AF HRGA
70% 61% 75% 86% 63%

10.6 Processes

T22: Satisfaction Scores — performance management

Source: own processing

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
AF HRGA
57% 47% 74% 64% 39%

T23: Satisfaction Scores — processes

Source: own processing

TPCA is famous by special Japanese processes and as a result there should be satisfaction
in this field. However, the reality is more than different. The satisfaction with the processes
lowered from 57% to 47% and is deeply under the Czech average which is alarming. Great
fall is visible in HRGA department from 63% to 39%! On the other hand Accounting and
Finances have the highest percentage in this sphere, 64%. It has to be mentioned the fact,
departments like finances have part of their processes given by law and government and
they have to follow it. From the commentary point of view, employees think there is no
stable modus operandi. No compliance can “survive” thanks to “never ending kaizen”. Fur-
thermore, according to employees too many people can make comments to TPCA projects
(even though it 1s not their field of business). To sum up, this is other area where should be

taken some countermeasures.
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The work processes we have in place allow me to be as productive as

possible.

70%

60%

50% -

40%

30% -

20%

10%

0%

63%

agreement

@ BEmployee Engagement Survey!
|
@ Motivation Survey - HRGA

|
|

O Moativation Survey - overall
results

G7: HRGA - declension in question no.7

Source: own processing

10.7 Training and Development

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
PC/I8 HRGA
87% 63% 78 % 100% 48%

Training and development is one of the few questions where is 100% satisfaction in the
department. There are even two of them, PC and IS. Nevertheless, the fall from 87% to
63% in the Motivation Survey is dramatic and shows dramatic change for the worse. Para-
doxically, HRGA, the department which is the creator of trainings, has the lowest percent-
age of 48% (the fall was from 86 %!) There have to be mentioned the interesting fact from

commentary. Employees are not allowed by their superior to attend trainings. In my opin-

T 24: Satisfaction Scores — training and development

Source: own processing

ion, this is more important fact than the percentage.
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Training and development opportunities are available at company to
help me build valuable skills.

100%
90%

80% 1
70%

60% - @ Employee Engagement Surve; ‘
| Motivation Survey - HRGA

O Motivation Survey - overall results |

50% -
40% |

30%
20%
10%

0% -

agreement

G8: HRGA - a fall in question no.8

Source: own processing

10.8 Engagement

There is 54% satisfaction in the terms of summarization of all three questions measuring
engagement. According to commentaries people think managers unrealistically plan activi-
ties and the delegation of tasks is far behind the border of development possibilities. Above

all, this set of questions is the last one which has a negative impact on company.

10.8.1 The motivation to contribute more than what is normally required

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
AF PC
56% 41% 69 % 50% 37%

T 25: Satisfaction Scores — the motivation to contribute more than is required
Source: own processing
According to the Motivation Survey, the contribution of doing more than is normally re-
quired is on catastrophic level. A breakdown on particular departments is very useful for
this question. The overall declension from 56% to 41% shows us there is a problem. How-

ever, the breakdown is the doer which shows us how serious the situation is.
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Firstly, the only positive effect is in AF department, where the satisfaction rises from 42%

to 50%. Unfortunately, as I see, 50% is still really low and inconvenient result.

Secondly, surprisingly very negative information came from Manufacturing Shop, a de-
partment which from statistical point of view was not the most dissatisfied in any previous
question. Unfortunately, there is no possibility to compare with Engagement Survey, so we
do not know whether the dissatisfaction appeared in recent year or whether bad conditions
were noticed also at the time of Engagement Survey. Consequently, I would like to men-

tion second worst result. PC suffered declension from 60% to 37%

TPCA motivates me to contribute more than what is normally required to complete
my work.

70%

60% + -

50%

@ Erployee Engagement SurvTay
B Motivation Survey - PS
0O Motivation Survey - overall results

40%

30%

20%

10%

0% -

agreement

G9 : PC satisfaction scores — question no. 9

Source: own processing

10.8.2 Leaving of TPCA

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
AF HRGA
54% 43 % 67% 58% 29%

T 26: Satisfaction Scores — leaving of TPCA

Source: own processing

Question called: It would take me a lot to make me leave TPCA has falling tendency too. It
is visible the satisfaction fell down to 43%. In the comparison with Czech average, the
number is 24% lower. I have to also mention satisfaction of HRGA which worsen from

49% to 29%.
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It would take me a lot to make me leave TPCA.

60%

50% |

40% - .II Employee Engagement Survey

30% | @ Motivation Survey - HRGA
O Motivation Survey - overall

20% 1 results

10% |

0% -

agreement

G10: HRGA - negative results question no.10

Source: own processing

10.8.3 Creating of good image by employees

Employee Overall Re-
Engagement | sults- Motiva- | Czech Aver- Positive Re- Negative Re-
Survey tion Survey age sults sults
PC HRGA
82% 77 % 83% 100% 71%

T 27: Satisfaction Scores — creating of good image by employees

Source: own processing

Finally, the last engagement question has relatively good results. Despite the decrease from
82% to 77%, the level of satisfaction is in comparison with other questions good. The
worst result is as usual in HRGA, where the declension is from 79% to 71%. Above all, as
I mentioned before, in the comparison with other questions the 8% difference is not so bad

number. Very positive outcome is 100% satisfaction in Production Control.
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120%

| 100% |

80%

60%

40%

Given the opportunity, | tell others the great things about working for TPCA.

20%

0% -

92%

100%:

agreement

77%

@ Employee Engagement Survey
B Motivation Survey - PC
O Motivation Survey - overall results

G11: PC — positive results question no.11

10.9 Innovation

Source: own processing

In the terms of innovation and acceptance of new ideas TPCA has good outcomes. 71% of

employees are satisfied with the approach to new ideas. Compared to Engagement Survey,

there is visible 4% improvement. From focusing on the particular departments it is clear

that there is no major shortage.

Employee Overall Re-
Engagement | sults- Motiva- | Positive Re- Negative Re-
Survey tion Survey sults sults
Manufacturing
PC Shop
67% 71 % 87% 70 %

T28: Satisfaction Scores — Innovation

Source: own processing

10.10 Overall Results

- Respondents tend to choose rather moderate values — slightly disagree / slightly agree

- The most problematic issue in terms of not completing the question is number 6 -

promotion of good people.

- The greatest dissatisfaction is in the Processes and Engagement, Carrier

Opportunities and Training and Development spheres.

- The most dissatisfied is HRGA department.
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- The most satisfied are PC and AF departments

- The largest shift from the time of Engagement Survey to now is in AF department.

- There is strong loyalty - even though employees are dissatisfied, they speak about
TPCA well.

- There is a visible shift and progress in comparison with Engagement Survey, though

the improvements are relatively minor.
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11 THE INFLUENCE OF CSR ON THE IMAGE OF THE COMPANY

Corporate social responsibility has a big influence on company image. It is necessary to
distinguish who is going to perceive this "image"... customers, employees or the general
public. As I focused on an employee sphere, it was necessary to determine the number of

survey questions that would verify the relationship of CSR and image of TPCA.
Among the questions investigating the company's image are included:

- Overall, our organisation has a good reputation as an employer.

- I'have a good understanding of TPCA business goals and objectives.

- TPCA treats employees as this organisation’s most valued asset.

The results are already known. TPCA has not got problems with understanding the vision
and objectives and in terms of reputation TPCA improved in many respects. But we must
not forget that the valuing people area did not have good results and what is worse, TPCA
results are below Czech average. In terms of image, it would look like TPCA has a horrible
reputation. The research showed that TPCA employees talk about organization rather well,

which is very surprising. Loyalty has an impact on the company's image.

Summarization of the basic findings:

- The company's image has improved thanks to changes the departments do.

- According to current positions TPCA has relatively good image.

- There is strong corporate loyalty.

- The results of factors affecting the image are below the average from a nationwide
perspective -> harm to image.

- TPCA uses a wide range of responsible instruments, but some are not properly used

(for example: education, ergonomics).
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III. PROJECT PART
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12 THE SOLUTION TO DISCOVERED PROBLEMATICS

In order to discover problematic areas in TPCA, the Employee Engagement Survey was
done. The results were really negative at that point of time. After taking countermeasures
on discovered shortcomings, everybody expected the situation will improve. Unfortunately,
I have to say that improvement, which was expected, did not occur. Especially, the spheres
like Processes, Training and Development, Career Opportunities and Engagement suffered
dramatic declension. Consequently, I have chosen these areas and proposed some counter-
measures. Even though the areas are continuously linked to each other, I have divided solu-

tions to four separates parts in order to create well-arranged chapter.

12.1 Career Opportunities

Career Opportunities is the sensitive topic to deal with. All the troubles come from the pre-
vious years. Imagine the situation; TPCA is new company which needs a lot of specialist,
who will be brought up by TPCA managers. As a result, the promotion was quick and
sometimes unfair. Nowadays, there are people who would be more sufficient for current

“higher” position, however it is already occupied.
To improve the situation, I would suggest taking these steps:

Firstly, it is necessary to create more transparent promotion rules. I can see a promotion
moderation group as the weakest point. It is understandable and correct to share opinion
about possible promotion candidates. On the other hand, choosing of the right person is
dependent mainly on good argumentation of manager. The lack of tools in moderation

group creates non-transparent promotion.

Secondly, to have employees with below-average performance lowers motivation in the
departments and complicates processes. Healthy demotion can bring fairness to depart-

ment and the improvement of departmental processes.

Finally, there is a big lack of free positions for promotion in some departments. Some of
them can be free after demotion however it does not solve the essence of the problem. As a

result, there should be offered a high performance reward in current role.
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12.2 Engagement

Engagement is the weakest point of TPCA and actually all proposed countermeasures in
this chapter suppose to lead to an improvement of engagement. However, the seriousness

of the negation brought me to the decision to think about special steps.

The main idea is to lower the level of routine work without understanding of context.
Unfortunately, routine work can be only lowered, it does not disappear. The fact is that
some level of routine has to be done. There would be created a great disorder without plan-
ning of activities, writing of reports to superiors. However, manager is the one who leads a
department. It is up to him to give helping hand during creation of development plan. The
manager is the one, who suppose to observe his/her employees and think about changes
that would make them more satistied. Moreover, managers delegate tasks and again it is up

to them to explain good reasons for doing it.
The ways how to lower routine are:

First of all, special internship programmes into PSA or Toyota companies would help to
realize TPCA is not worse in processes and in a way of work than others. There are special
internships in TPCA; however it is two year internship which is too long for most of key
workers. In my opinion it is enough to stay in other company from 6 to 12 months. It is
long enough for getting known situation and for getting use to cultural diversity. Besides,
being two years away from the company means a lost as well. A situation in the company

changes everyday and “the catch up” after such a long time would be stressful.

Secondly, TPCA is like a closed society. There is no communication with other companies
than parents and even there, the communication is very limited. Of course, widen opening
to the “world” would harm the organization but on the other hand the healthy exchange of
experiences would show that in other companies have similar problems. To have a general
overview about competitors, to know experts in the field of work, all of this can motivate
the employee to do job with good feelings. In the case we focus on parent and sister corpo-
rations, organization of common special projects would establish closer relationships. The

special projects can be also good within a department in TPCA.

Furthermore, as I mentioned before, manager has to know well the expectations of subor-

dinates. A rotation, with an assurance of coming back to the starting position, can be a
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good tool in the case; employees are bored with the routine. The rotation should be from

one month to 1 year, no longer or it will cause the same problem as with internships.

Finally, the previously mentioned steps can be taken as a treat and would not affect a work-
ing life on a daily bases. Admittedly, it is necessary to influence “normal” participation.
Creating of realistic development plan can boost motivation. The key is in the realistic
planning. Many times it happens, employees want to develop in some area, so they have it

in their plans however, according to load of work it never happens.

To conclude, a development plan, rotation, projects or internship programmes can motivate

people to participate with stronger engagement and higher ownership feeling.

12.3 Processes

Finding a solution to this area is very difficult in the view of uniqueness of organisation as
it is. We have to have in mind that TPCA is by one half Japanese company. This leads to
the fact that processes like Kaizen, PDCA, A3 or TBP would never be changed. Conse-

quently, it is more suitable to focus on shortages, where at least slightest chance is possible.

Actions in TPCA are postponed usually for a long time which leads to loos of ownership.
On the other hand, there is a big load of work for each employee. They are mostly stressed
by deadlines because they would not fulfil company annual Hoshin. Systematic planning
would help to improve a lot in both areas and actually this is the change that can be realis-

tically done.

In addition to that, I have to mention the approval process. According to commentary in the
survey it is visible that too many people can influence “your” project, even people who are
interested in other fields. On the one hand, it is beneficial, because much better option can
be discovered. On the other hand, constant changing of project’s proposal can lead to loss
of ownership and also the employee is demotivated. There should be created clear vision,

who is the right person for influencing and commenting work and who is not.

Finally, there should be clear rules of communication. I do not mean the usual communi-
cation between superior and subordinate. These rules suppose to be used in the situations
like explaining of changes, where would be clarified who is responsible for communication

and to whom the changes will be presented.
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All in all, these changes would help a lot to improve the situation in TPCA. However, I

have feeling the proposed changes would not be able to go through an approval process.

12.4 Training and Development

Training and development is a sphere where the countermeasures can be the most success-

ful and can go through an approval process with the biggest easy.

First of all, I would like to focus on newcomers. TPCA has a lot of specific and unique
techniques and processes, even in the office, so a newcomer has to be almost lost. Of
course, TPCA has a program for this group of employees; however I would widen the
scope of adaptation program. There are things like booking system or approval process,
which employees have to learn by themselves nowadays. This is the area, which should be

added.

Secondly, I have no objections to the content of typical Japanese trainings like A3, PDCA
or TBP. Actually, in my opinion, those trainings are very useful and are great experience
not only to working life but also personal. Though, it is crucial to attend the training in
right time and I can see a problem there. When I attended the A3 and PDCA trainings
there were other participants who have been in TPCA for more than 6 months. It was sur-
prising, because they had to already do the work which required knowledge from the train-
ings which they did not have. However, the fault was not on the side of HR as I realised
from the interviews with those participants. Managers did not release those participants to

training because of amount of work.

Moreover, 1 suggest widening of the soft skills training range. Communication, presenta-
tion skills and time management are good courses but for the purposes of TPCA are inade-
quate. The trainings should be more targeted to the needs of TPCA. Negotiation, owner-
ship, stress management, creativity, telephone and electronic communication, those are the
things employees have troubles with. Showing them that reasonable number of document
returns to correction is all right and it is not a sign of incompetence, can improve the situa-
tion quite a lot. The problems of ownership can be caused with the lack of cogent argu-
ments and the argumentation as it is. Trainings dealing with negotiation and ownership
should learn how to choose the core idea and how to push it through the whole process

without any harm and stress.
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Besides soft skills trainings, it is crucial to allow the attendance to professional trainings,
seminars and conferences. Everyone, even though those who do not want to make a diz-
zying career, would like to be in touch with the profession, be well informed about the
news from the field and meet colleagues and experts with whom it is possible to share ex-
periences. Those educational activities can boost motivation and help to deal with routine

work.

Finally, mentoring is a great educational way how to support employees, especially those
who are incomers, newly promoted or those who returned from internship. Having some-
one who can help you going through the usual difficulties can again increase the feeling
that company helps everywhere, where it is needed and lower the stress. It is great tool for

motivation and engagement.

12.5 Motivation Project in TPCA

The changes I have proposed in this thesis hopefully going to be part of the Motivation
Project in TPCA in which I participate. As a result, I would like to outline some interesting

facts about it.

First of all, the motivation survey is the corner-stone of the whole project. The survey out-

lined the situation in order to establish basic hypothesis.

What is more, the manager of project would like to be sure, she knows the background
well. Consequently, there are going to be held workshops with managers of TPCA depart-
ments. The main discussed topics going to be: the limited career growth, content and sys-
tem of work and professional growth and so on. The main reason of workshops is to know

the opinion of managers and of course to know how much the survey data are realistic.

The project targets more than one employee segment. There are going to be done im-
provements in concern to employees with high potential, returnees from internship or ma-

ternity leave, newcomers and good performers.

All in all, right now the workshops are held and a proposal for approval process has being

prepared. In the case everything will go well, the project will start in October 2011.
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CONCLUSION

Corporate Social Responsibility is getting popular nowadays. Profitability is no longer the
sole objective of corporations. Managers are beginning to realize that it is necessary not
only to care about capital or material resources, but also about the employees and the
general public. From the perspective of the modern trend and also from the ethical point of

view it is crucial to take at least a few principles that make company responsible.

My aim of the theoretical part was to outline the problematic in such way that even a
layman could easily and quickly understand to the topic. While my thesis focuses more or

less on the employment sector, I did not forget to render the meanings of other sectors too.

The practical part presents Toyota Peugeot Citroén Automobile. Since the company is by
one half Japanese, it was necessary to explain the basic ideas, values and goals of business
management and their established processes. In addition to the basic description of the
unique procedures I developed SWOT analysis and market concept of competitors.
Everyone can understand to basic CSR activities relating to the region or environment,
without this background. However, in the case of employees or economic activities the
thesis would not interpret the organization’s operations and processes in its entirety.

Consequently to this perspective, the scope of the thesis came close to the allowed limit.

The practical part also brought within a questionnaire survey entitled “Motivation Survey”.
As the name suggests, this survey focuses on motivational factors such as education,
engagement or promotion. Since this work is not thesis specifically designed for Human
Resources, I included questions about company reputation and image.

Thanks to the questionnaire and also the overall analysis of the TPCA activities, it was

possible to obtain enough material for verification of my hypotheses.

Hypothesis no.1 - The automotive companies use correctly and actively tools of social re-
sponsibility.

TPCA, as a subsidiary of multinational corporations, have entered the Czech market with
the idea that it is not only good but also necessary to be socially responsible. It is essential,
TPCA realized and knew from the beginning the size of the region expectations. As a
result, one of the first CSR activities has been designed specifically for the general public,
whether in the form of a donation of an ambulance or the reconstruction of various

monuments. This act had a clear objective, to start a process of good awareness of the
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organization, but also in order to build a positive image. TPCA uses a wide range of CSR
tools such as sponsorship, transparency for suppliers, obtaining certificates for the best
technology and it is environmentally friendly. To sum up the extent of the usage of CSR
tools, the TPCA has activities in all three sectors — profit, people and planet. In the terms of
correct usage of CSR tools, there are some weaknesses that have been validated by
questionnaire. Planet and Profit sectors are perfectly mastered by TPCA and the CSR
methods are functional. Activities designed for general public and the region are
transparent and well-organized. I do not take any exceptions here. Unfortunately, the tools
used for the encouragement and support of employees have not being used effectively as it
is visible in Motivation Survey. After careful examination of all collected data and
evaluation of materials, I consider the condition of CSR activities as satisfactory. The
hypothesis was confirmed.

Hypothesis no.2 - Employees of the automotive companies are sufficiently motivated to
carry out their duties.

From the analysis of all data, which are connected to motivation, it is visible TPCA uses a
wide range of tools to motivate employees such as promotions, bonuses, career or trainings.
After this analysis, it stands on a reason that TPCA uses modern HR tools, but it is not
clear how well those tools are perceived by a key group, namely employees. From this
perspective, “Motivation Survey” is the key element that allows us to answer this question.
The results were surprising. Employees are unhappy with the processes; educational
activities, promotion and mainly they are not motivated to contribute more than is normally
requested. The seriousness of the situation is stressed by benchmark of TPCA with Czech
average, where in many points TPCA did not get even closer. For the above reasons, it is
clear that employees are not satisfied with the status quo and demand change. The

hypothesis was not confirmed.

Finally, I must admit that the TPCA or Human Recourse Department is aware of the
situation and nowadays they are creating countermeasures in the form of Motivation
Program, where I also participate. I really appreciate the fact that it has already begun a
supplementary survey to my “Motivation Survey” in the form of workshops with managers

of each department. What is more, these workshops confirmed the results of my
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investigation. In terms of detected knowledge and efficiency of data from this thesis T find

it rewarding and it fulfilled my personal goal.
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APPENDIX P I: PRODUCTS AND PLANT

Citroén C1 Toyota Aygo

Source: http://www.tpca.cz/cz/media/fotogalerie [online 20.4.2011]
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APPENDIX P III: CAUSE PROMOTION

Support awareness for
World Alzheimer's Day
September 21

Learn more at

www.alz.org/MANH

Source: http://selfishgiving.com/tag/cause-promotion [online 25.2.2011]



APPENDIX PIV: CTK REPORT

Date: March 23, 2011 11:44

Report Title: TPCA again reported a profit CZK 1.4 billion last year, revenue declined by
14 pct

Keywords: CR Automotive TPCA 2010 2.VERZE

Prague, 23 March (CTK) - TPCA Kolin reported a gross profit of CZK 1.4 billion last year.
A year before TPCA had a pre-tax profit of 1.443 billion CZK. Revenue fell to her 14
percent to 44.7 billion crowns. The company produced 295,712 cars, which was a decrease

by 11 percent. The company informed that a press conference today.

"The annual reduction in production is due to fluctuations in demand over the past two
years, driven primarily scrap,” said company president Satoshi Tachihara.
According to him, the growth of production should return next year. The company expects
the same amount of production as was last year. "It might be a little less," said Tachihara.
The automaker 1s going to accelerate the production line due to the increased interest of

customers in small cars, in early April.

In 2009, TPCA produced 332,489 vehicles. The company’s production formed a third of all
cars produced in the country last year. Small city cars, Toyota Aygo, Citroen C1 and
Peugeot 107 from Kolin were sold the best in France, Italy, Germany, Great Britain and the
Netherlands last year. 81 percent of production resulted in these countries. Model Toyota
was sold the most in the Netherlands, Citroén and Peugeot in France. However, TPCA sold

only 0.3 percent of its production in the Czech Republic.

The most typical car, which drove the last lines in Kolin, was a car with manual gearbox,
five-door body, conditioning, gasoline engine and a steering wheel on the left side. The
most popular color is red, black and white. Production of the diesel engine was stopped

TPCA last August.

The automaker has increased, in the small car market, share in Europe from 20 to 21

percent. As a result, the success of cars continued in Western European markets, which are



crucial for the automobile. Registration of new cars in the small car segment in Europe fell

by 22 percent in the comparison with last year.

zik mol



APPENDIX PYV. : SYSTEM OF FULFILMENT OF TPCA CSR

PHILOSOPHY
<System of fullfilment N o
of TPCA CSR philosophy> Shucston Gt )
@Baskethall Club Kolin @ Health Services Centre

Main principles

keeping balance among all pillars
»good neighbour in Kolin region
+goad dtizen of Czech Republic

<2006>

Striking the roots.

<2007 - 2008>
Cultivating the plant.
<2009-..>

We grow with the region...
_.1egion grow with us.

@EXTERNAL SPONSORSHIP

@TPCA ENVIRO ACTIVITIES

®TPCA HEALTH CARE ACTIVITIES

@®CGRANT PROGRAMM
PARTNERSHIP FOR KOLIN

@ AlA projects

®0ther

®emission (05
| consumption:

®Husic Festival ~ @Multipurpose Hal
Kmoch's Kolin
@ Royal Silvering
@ Guitar Bienall
@Theater Festival
@TPCAEvents
TPCA Beat Festival
Christmas Day
®(ollections
@ PfK: community
priority :u‘u'f.,‘
@Kids Day Oreqon -

GP, dentist - Kolin Hospital

‘@hemicplasm

system
influence

Education

. @KPIs:
. wather energy
" waste,VOC
\ support
of technical
education

@ monitoring:
‘noise, wather
@Fleet Renewal =il
@greenmonth |
activities
' 'e'mf'ir‘qnmem
priority

Source: CSR POHC}: |
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with schools

‘@ healthy meal
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- activities
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APPENDIX P VI. : TPCA ENGAGEMENT DRIVERS

TPCA Engagement Drivers

People Work
= Senior Leadership * Innovation
* Direct Manager

« Resources
« Coworkers

» Processes
» Respect +» Sense of Accomplishment
- Performance
Management

Total Rewards
- Pay

- Benefits

+ Recognition

Opportunities

= Career Opportunities
+ Training &
Development

Company Practices

Quality of Life
« Valuing People * Work/Life Balance
» Company Reputation * Physical Work Environment
» Safety

Source: Employee Engagement Survey



APPENDIX P VII. : CZECH VERSION OF QUESTIONNAIRE

Spolecenské odpovédnost a motivace zaméstnancu v TPCA

(dotaznik pro AS/SP)
Dobry den,

jmenuji se Pavla Kfizkova a jsem stdZistka v oddélenich HR a CA. Tento dotaznik byl vy-
tvofen z divodu vyzkumu motivace zaméstnancli. Tento vyzkum bude pouZit pro mou

diplomovou prici a zdroveil pro TPCA.
Dotaznik je anonymni a data budou uvedena pouze v souhrnné podobé.
Predem dé€kuji za ochotu a spoluprici.

U v8ech 12 otdzek na 8kdle od 1 do 6 zakrouzkujte 1 variantu, ktera nejvice odpovida

VaSemu piesvédceni k dané tématice.

1 = rozhodné nesouhlasim
2 = nesouhlasim

3 = spiSe nesouhlasim

4 = spiSe souhlasim

5 = souhlasim

6 = rozhodné souhlasim

1. Jako zaméstnavatel ma TPCA celkové dobrou povést.

L




3. TPCA pristupuje k zaméstnanciim jako k tomu nejcennéj$§imu co ma.

|
1
®1 2 3 4 5 6©

4. Ve firmeé vidim dobré prileZitosti pro budouci rozvoj mé kariéry.

| | | | |
I T T I I

|
1
®1 2 3 4 5 6©

5. Miij nadFizeny mi poskytuje zpétnou vazbu, ktera mi umoziiuje zlepSovat miij
vykon.

6. Mohu potvrdit, Ze v nasem tymu jsou povySovani spravni lidé.

| I | | | |
I I ! | [ 1

®1 2 3 4 5 6©

7. Zavedené pracovni postupy mi umoziiuji byt maximalné produktivni.

|
1
®1 2 3 4 5 6©

8. Moznosti firemniho Skoleni a rozvoje mi pomahayji ziskat uZitecné dovednosti.

| | | |
I I 1

®1 2 34 5 6©

9. V TPCA jsem motivovan k tomu, abych své tikoly plnil nad o¢ekavani.

| I | | |
I 1 T T I

|
|
®1 2 34 3 6©

10. Jen méaloco by mé primélo odejit z TPCA

®1 2 34 5 6©

12. Miij nad¥izeny mé podporuje v podavani a realizaci napadi.



Prosim oznacte oddéleni, ve kterém pracujete:

AF IS CA HR PC vyrobni shop



APPENDIX P VIII. : ENGLISH VERSION OF QUESTIONNAIRE

Corporate Social Responsibility and Employee Motivation in TPCA

(Questionnaire for AS/SP)
Dear colleagues,

My name is Pavla KiiZzkovd and I am an internship trainee in HR and CA departments.
This questionnaire was created in order to make an employee motivation research. This

survey is going to be used for my diploma thesis and also for TPCA purposes.
The questionnaire is anonymous and data will be presented in aggregate form.
Thank you in advance for your willingness and cooperation.

For all 12 questions circle 1 option on a scale of 1 to 6 that most closely matches your

beliefs on the subject.
1 = strongly disagree
2 = disagree

3 = slightly disagree
4 = slightly agree

5 = agree

6 = strongly agree

1. Opverall, our organization has a good reputation as an employer.

®1 2 3 4 5 6©

2. Ihave a good understanding of TPCA business goals and objectives.

|
|
®1 2 3 4 5 6©

3. TPCA treats employees as this organization’s most valued asset.

|
1
®1 2 3 4 3 6©



4. My future career opportunities here look good.

|
I I L I I

|
1
@1. 2 3 4 5 5©

®1 2 3 4 5 6©

6. I agree that promoted are the most suitable people in our group.

| | |
| I 1

®1 2 3 4 5 6©

|
f ] T

7. The work processes we have in place allow me to be as productive as possible.

| | |
1 I I

|
1
®1 2 34 2 6©

8. Training and development opportunities are available at company to help me
build valuable skills.

|
1
®1 2 3 4 5 6©

9. TPCA motivates me to contribute more than what is normally required to com-
plete my work.

11. Given the opportunity, I tell others the great things about working for TPCA.

| | I | |
I | ¥ I I

|
|
®l 2 3 4 5 5©

12. My superior encourages me to develop ideas to make my work better.

| | | | | |
I I I |

®l 2 3 4 5 6©



Please, mark the department where you work:

AF IS CA HR PC Manufacturing shop



APPENDIX PIX. : OVERALL RESULTS OF QUESTIONNAIRE

Source: own processing

Overall, our organisation has a good reputation as an employer.
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My superior provides feedback that allows me to improve my performance.

e 75%
70% (SRS
60% |
50% {
| Employee Engagement Survey
0 i Motivation Survey
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20% .

10%
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agreement

I agree that promoted are the most suitable people in our
group.

57%

56%
56% |

55% S

54% -

53% |

B Employee Engagement Survey

52% - PO
@ Motivation Survey

51% -

50% -
49% |
48% |

47% -

agreement




The work processes we have in a place allow me to be as productive as
possible.
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Training and development opportunities are available at company to help
me build valuable skills.
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complete my work.

69%

agreement

B Employee Engagement Survey‘
| @ Motivation Survey
I O Czech Average

80%

70% |

60% -|[SE—————

50% |

40% |

30% -

20% -

10% (R

0% -

It would take me a lot to make me leave TPCA.

agreement

m Employee Engagement Survey
@ Motivation Survey
O Czech Average




Given the opportunity, | tell others the great things about working for
TPCA.
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My superior encourages me to develop ideas to make my
work better.
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APPENDIX P X. : AF RESULTS OF QUESTIONNAIRE

Source: own processing

Overall, our organisation has a good reputation as an employer.
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APPENDIX P XI. : HRGA RESULTS OF QUESTIONNAIRE

Source: own processing
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APPENDIX P XII. : CA RESULTS OF QUESTIONNAIRE
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APPENDIX P XIII. : HR RESULTS OF QUESTIONNAIRE

Source: own processing
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APPENDIX P XV. : PC RESULTS OF QUESTIONNAIRE
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