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ABSTRAKT

Tato bakalaiska prace se zabyvéa analyzou spokojenosti zaméstnancli ve dvou zlinskych
firmach piisobicich pfedevsim v oblasti online marketingu. Tyto firmy jsou si navzajem
konkurenci na trhu prace, jelikoZ poptavaji pracovni silu se stejnou specializaci a
schopnostmi. V teoretické ¢asti jsou rozpracovany literarni zdroje zaméfené na
problematiku spokojenosti zamé&stnancli a témata s ni souvisejici. Praktickd ¢ast obsahuje
charakteristiku obou spole¢nosti a vyhodnoceni dotaznikového Setfeni spokojenosti
zaméstnancli. Vysledky jsou ilustrovany v podobé grafii s komentaii. Cilem prace je
nalezeni rozdilti v pracovnich podminkéch, jez jednotlivé firmy poskytuji a urceni jejich

vlivu na spokojenost a loajalitu zaméstnancu.

Klicova slova: zaméstnavatel, zaméstnanec, firemni kultura, zptisob vedeni zaméstnanci,

motivace, zapojeni zaméstnanctl, pracovni prostiedi, pracovni doba, systém odmén

ABSTRACT

This bachelor thesis deals with the analysis of employee satisfaction of two companies
based in Zlin. Both offer mainly online marketing services. These companies compete with
each other in the labour market as they are in need of employees with similar skill sets.
Literary sources dealing with the topic of employee satisfaction and those related to it are
elaborated on the theoretical part. The practical part consists of a characteristic of each
company and an evaluation of a questionnaire focusing on employee satisfaction. The
results are interpreted in the form of graphs and comments. The aim of the work is to
determine the differences in working conditions that these companies offer and find out

how the conditions influence employee satisfaction and loyalty.

Keywords: employer, employee, company culture, leadership, motivation, employee

engagement, working environment, working hours, reward system
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INTRODUCTION

Employees create a great part of company’s overall performance. Therefore, they are often
marked as the most valuable assets of a company. Their satisfaction has an impact on the
quality of their work produced. Moreover, now in the time of low unemployment rate,
there is a lack of skilled employees in the labour market. Therefore, the working conditions
play an important role in the recruitment of new people.

Factors that influence employee satisfaction differ not only with regard to the type of
the job, but they change with each individual person. The theoretical part of this thesis
deals with some of the most important aspects of employee satisfaction. The first one is the
company culture which includes mainly the company’s vision, values, practices and the
way the company is perceived in public. The employee’s overall satisfaction is highly
affected by the degree to which he fits into the company culture. Equally important is the
leadership and structure of the company that both have an impact on employees’
engagement and motivation. In the past, a financial reward was an effective tool for
employee stimulation. However, nowadays people put a strong emphasis on how they feel
in the company and the meaningfulness of their work, which is often more important than
the financial reward. Part of the reward system are benefits which may serve to create more
comfortable working conditions. Benefits can take a form of an adjustment in the working
hours. People appreciate when they have control over their time, and that can be achieved
by flexible working hours or a possibility to work from home. The working environment is
just as important whether the employee works from home, in open office space or has his
own separate office. The conditions of the working space effect employee’s productivity
and wellbeing.

In the practical part of this thesis, there are introduced two companies which operate
mainly in the field of online marketing. Both companies, Marketsoul s.r.o. and Weboo
s.r.0., are based in Zlin. It is clear that both companies need equally skilled employees and
they recruit them in the same location. Thus they are competition in the labour market.
Employees of these companies filled out questionnaires focusing on their satisfaction at
work and various factors that influence it. The results from the questionnaires are
illustrated in graphs with comments supplemented by information from the interviews with
personalists of each company. The overall results from both companies are then compared.

The aim of this thesis is to analyse the working conditions of Marketsoul and Weboo

and their effect on employee satisfaction. The intention is to describe the differences
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between those companies and the impact the differences have on the employees.
Eventually, suggestions for changes in the companies are made based on the results of the

analysis and based on the wishes of the employees themselves.
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I. THEORY
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1 COMPANY CULTURE

According to Armstrong, “organizational structure consists of shared values, norms and
assumptions which influence the way people act and the way things get done” (Armstrong
2015, 46). These aspects are set from when the company was established and new
employees should adapt to the existing company culture (Craig 2014). Therefore, the
company culture is more or less stable, however a change in the culture is possible over
time. The company culture is reflected in the efficiency of the company and in the quality

of employees’ working life (LukaSova 2010, 39-40).

1.1 Vision

The basics of company culture are formulated in the vision statement. This statement
should express what is the purpose of the company’s existence. Employees of the company
should identify themselves with the company’s vision and make sure that every decision

they make is in accordance with this vision. (Coleman 2013).

1.1.1 The Importance of Strong Why

A study from Amy Wrzesniewski distinguishes three different employees approaches to
work. The differences between them stem from the intensity of their why, i.e. how strong
is their reason to work (Miihlfeit 2017, 108). Some people perceive their work as a job.
That means the only reason for working is their need of finances. The second group looks
at their work as it is a career. In that case they perceive the work as something that will
help them in the future but they do not plan to remain in the same position. The last
approach with the strongest why is referred to as calling. This person does not feel a big
difference between his work and social life. His work is his life and he believes that his
work is in some way beneficial for the community (Wrzesniewski, et al. 1997). This is the
reason a company should have a strong why and pass it on to its employees. People tend to
feel more satisfied when they know why they do what they do (Miihlfeit 2017, 108).
Having employees with a strong why can be beneficial for the company in many ways.
One of them being that the obstacles that often come up are being met with a bigger

resolve. (Sinek 2011, 50).

1.1.2 Objectives
Vision is realized by set objectives. There are two different types of objectives considering
the time in which they are intended to be achieved. Long-term objectives are in the

perspective of five or more years. It concerns improvements in profitability, return on
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investments, employee productivity and more (Bianca n.d.; Business Dictionary n.d.,
http://www.businessdictionary.com/definition/long-term-objectives.html). The role of
short-term objectives is to meet the long-term objectives. These objectives have shorter
perspective than the long-term ones and they can be changed based on the changes on the
market. Short-term objectives are delegated by the manager to the specific departments of
the company and individuals (Bianca n.d.). There are certain rules based on which the
objectives might be set. E.g. the SMART rule which describes that objectives should be
specific, measurable, achievable, realistic and time-bound (Chartered Management
Institute 2011). However, according to Armstrong these complex methods should be
substituted by simpler processes. It should be based only on defined number of priorities
which are agreed upon in advance. These priorities can concern targets and delivery
timescales. This approach is less time consuming and more understandable than more

complex methods (Armstrong 2017b)

1.2 Core Values

To achieve the vision a company sets all employees should share the same values

(13

(Spiegelman 2012). Core values “...express beliefs about what sort of behaviour is
desirable” (Armstrong 2015, 46). Employees should adjust their behaviour to the values of
the company. It is important that they should not just behave in accordance with the values
but they should truly believe in them too. The values of the company are usually discussed
during the hiring process. It is in the company’s best interest to hire not just talented people
but also people who fit into their company culture. It is also much easier to get along with
co-workers if they stand for the same values. Based on these values employees make

decisions, communicate with clients and inside of the company as well (Coleman 2013).

1.3 Practices

Company’s values are applied in its everyday practices. Through practices company shows
its values are important to them and they follow them on an everyday basis (Coleman
2013). E.g. TOMS company’s core value is “to help improve lives through business”
(TOMS n.d., http://www.toms.com/supply-chain-transparency). Putting it into practice,
TOMS increased maternal health care program participation, raised student enrolment of
1000 in Liberian primary school classroom, 100 children were identified as needing
malnutrition care in Malawi, over 2 million children have been protected from hookworm

with medication (TOMS n.d., http://www.toms.com/improving-lives). By buying a TOMS



TBU in Zlin, Faculty of Humanities 15

product the customers contribute to fulfilling the company’s core values. The company
promises to give a pair of shoes to a person in need for a pair of shoes sold, or to provide a
safe childbirth per each bag sold (One for One n.d.). This company stands against any kind
of forced labour and refuses to cooperate with anyone who practices forced labour (TOMS

n.d., http://www.toms.com/improving-lives).

1.4 People

As it was said before, it is highly important to find people who fit into company culture
and help to develop it. A job applicant should be acquainted with company vision and
values as part of the hiring process to find out whether the person shares the same morals
and will be able to adapt. It is probable that the people who believe in what the company

believes are more loyal and remain in the company for a longer time (Coleman 2013).

1.4.1 Communication

Verbal behaviour is a crucial part of a company culture, i.e. the way people talk and the
way they address each other (Reza& 2009, 337). Relationships in the workplace play an
important role in creating a pleasant atmosphere where all employees feel comfortable. It
is always better when everyone looks forward to meeting their colleagues. Dealing with
bad relationships is a waste of time and energy one could spend working on the next big
project.

Healthy relationships in the workplace can be established by team building activities.
They enable employees to get to know each other better and develop friendships
(Spiegelman 2012). A so called happiness manager can help improve communication and
organize team building activities (Messinger 2015). His job is to take care of employees’
wellbeing, finding out what causes their dissatisfaction and what can be improved to create

better working conditions (Bartova 2016).

1.5 Narrative

Employees should know the history of the company they work for, the reason why it was
established, the beginnings and challenges it had to cope with. It helps strengthen company
culture and vision. Employees should be aware of how the company behaved in difficult
situations and model it. Besides, if there is a story that is interesting and well known in
public it makes the employees take pride in working for that company and makes them
more loyal as a result (Coleman 2013). These stories can be a useful tool for introducing a

company culture to a new employee (Lukasova 2010, 23).
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1.6 Place

Company culture is shaped by the location and design of the offices and overall work
environment. It can have a substantial impact on employee satisfaction as well (Coleman
2013). By overall design of the working environment, including the furniture, used
materials, colours and technology available, company can be differentiated from their

competition (LukaSova 2010, 25).
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2 LEADERSHIP

2.1 Organization Structure
Relationships between people in a company is defined by an organization structure. It deals
with division of labour, structure of management, authority, decision making process,

coordination of work etc. (Wetherly 2008, 21).

2.1.1 Hierarchical Structure

One of the most used structures is the hierarchical. This structure was designed in 1854 and
it clearly states who is accountable to whom, who has higher position, who makes
decisions (Morgan 2014, 85). The higher in the hierarchy the person is, the greater
authority the person has. The authority is usually allocated based on the education and
expertise of the person. A drawback of this structure is that people at the bottom of the
hierarchy might feel unappreciated and thus they become less committed to the
organization. Moreover, the communication between all layers is time consuming

(Wetherly 2008, 23).

AUHORITY FLOWS
DOWNWARDS
(TOP-DOWN)

=== DIRECTORS

MANAGERS

Figure 1 Hierarchical Structure

(Wetherly 2008, 23)

Market conditions are now different considering the new inventions, market situation and
people’s expectations. “Progressive organizations are trying to build cultures where
employees are engaged, inspired and creative,” describes Jacob Morgan in his book. That
is hardly achievable within an organization with the hierarchical structure. The working

environment changes these days quickly, and the company should be able to react to these



TBU in Zlin, Faculty of Humanities 18

changes, which is more difficult with a strict hierarchy (Morgan 2014, 85). This can be
achieved by delayering of the organization structure (Wetherly 2008, 23).

2.1.2 Functional Structure

Functional structure enables the organization to react to changes in the business
environment more easily. The structure consists of sub-systems with specific functions.
These departments generally focus on finance, personnel, production, marketing, sales,
research and development. Teams in each department are put together based on experience,
education and expert knowledge and have usually hierarchical structure. This leads to high
and effective performance of the teams. However, there might occur difficulties with the

work coordination or conflicts between certain departments (Wetherly 2008, 21-2).

Board of Directors

Figure 2 Functional Structure
(Wetherly 2008, 22)

2.1.3 Matrix Structure

Another option is a matrix structure where both horizontal and vertical levels are combined
as shown in figure 3. One person has accountabilities to his department and simultaneously
to his project team. This system brings together people with appropriate expertise and the
departments are more interconnected. A drawback of this structure is a possible confusion

about authorities and accountabilities of the individuals (Wetherly 2008, 22).
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Faculty Management Team

SUBIJECT GROUPS

Business
Studies

International
Business

Management &
Administration

Accounting

Figure 3 Matrix Structure
(Wetherly 2008, 22)

2.2 Leader vs. Manager

These expressions have very similar meanings, yet according to many publications, there is
a difference (Caruso 2004, 17; Armstrong 2016, 33-34). The main function of both, leader
and manager, is almost identical. Their role is to build an effective team, motivate its
members, help to create relationships within the team, set goals and make plans on how to
achieve them. They should also be able to make quick and effective decisions (Caruso
2004, 18). The difference is in the way of how they approach their respective roles.
A manager is more focused on tasks he has in his job description. It consists of planning,
setting the goals, organizing and controlling employees. Leader, on the other hand, is more
innovative, cares more about employees as individuals and overall employee engagement
and satisfaction. A manager can also be a leader, which is the best option possible.

However, not every manager is a good leader and vice versa (Armstrong 2016, 33-34).

2.3 Personal development
The tools of personal development can be used to motivate employees, to educate them
and to lead them to a better work performance. Employees with less experience can be

educated by job shadowing. The less experienced employee cooperates with a more
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experienced co-worker and learns by watching what he does. He goes to the meetings with
him, works on the projects and afterwards, they both discuss important parts of those
activities. Coaching is an even more effective, but more expensive and time consuming
method. This technique goes into more detail. The coach can be a senior worker or an
externalist. Other options are education and training, usually in form of a lecture or a
workshop. Employees can learn about new technologies, they can improve their
communication skills etc. (Bélohlavek 2016, 16). The environment where these trainings
are happening plays an important role in the learning process, whether it is in the
company’s premises or in some external location (Fuller 2004, 110).

When the tasks an employee deals with are monotonous, do not fulfil his potential or
he has to deal with more tasks than he can handle, it can lead to demotivation and less
productivity. This situation can be prevented by a change in the job description, delegation
of some tasks to other employees or by job rotation (B&lohlavek 2016, 17). During job
rotation the employee changes job positions according to a pre-arranged plan. Not only
will the employee’s work be less monotonous but he will also develop skills in more fields
(Business Dictionary n.d., http://www.businessdictionary.com/definition/job-

rotation.html).

2.4 Employee Engagement

One of the definitions states that employee engagement is “an individual’s purpose and
focused energy, evident to others in the display of personal initiative, adaptability, effort
and persistence directed towards organizational goals” (Armstrong 2016, 212). Another
definition says that it is “individuals involvement and satisfaction with as well as
enthusiasm for work™ (Armstrong 2016, 212). There exist many more explanations of the
meaning of employee engagement, but what they have mostly in common is that employee
engagement is something positive. It leads employees to a better performance and a higher
loyalty to the company (Macey 2008, 4).

IES model of employee engagement mentions its three main components which are
motivation, commitment and organizational citizenship behaviour. These three parts of
employee engagement share some aspects — they overlap (Armstrong 2008, 213). Some of
the characteristics of engaged employees include doing more than what his job description
is, being interested in improving company’s performance, actually doing it and sharing the

company’s values (Robinson 2004, 6).
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2.4.1 Motivation

There exist two types of motivation — intrinsic and extrinsic. Intrinsic motivation is “the
self-generated factors that influence people to behave in a particular way or to move in a
particular direction” (Armstrong 2003, 217). This type of motivation is important for
employee engagement. When the person does the work because it is meaningful to him,
not just because of the vision of the financial reward, the employee engagement is higher
(Armstrong 2016, 214). On the other hand, “extrinsic motivation pertains to a wide variety
of behaviors where the goals of actions extend beyond those inherent in the activity itself”
(Jovanovic 2014, 457).

According to Armstrong, “Motivation is concerned with the strength and direction of
behaviour and the factors that influence people to behave in certain ways” (Armstrong
2015, 60). Good leader should motivate his subordinates to work effectively, with
enthusiasm and, if necessary, remind them the reason why they work on that task. He
should encourage their intrinsic motivation. In the past, companies put emphasis on inputs
— how many hours employees spent working on the project, how long they were in the
office. However, nowadays the focus is more on outputs — what was created, not how long
it took. In other words, it does not matter if it was done in 3 hours or if it took the whole
day as long as the outcome is of a good quality (Morgan 2014, 86-87). Extrinsic
motivation is part of the reward system which is not influenced by the leader that much
(Jovanovic 2014, 457).

e  Maslow’s Hierarchy of Needs

This motivation theory was invented by Abrham Harold Maslow in 1943 and is part of
content motivation theories. Maslow describes five major categories of needs which have
hierarchical structure and specific order. The categories are fundamental psychological
needs, safety needs, social needs, esteem needs and self-fulfilment needs (Armstrong
2017a, 193). Fundamental psychological needs include food, water or breathing (King-Hill
2015, 54). In connection with organization it might include adequate heat, air and based
salary (Daft 2014, 529). Safety needs are both psychological and physical needs like
security of body, family or property (King-Hill 2015, 54). In the environment of an
organization safety needs are connected with the need for safe job, fringe benefits and job
security (Daft 2014, 529). Part of social needs, also called as belongingness needs, are
love, intimacy and friendships (King-Hill 2015, 54; Daft 2014, 531). In the workplace it is
liken to good relationships with co-workers, participation in a work group and a positive

relationship with supervisors (Daft 2014, 530). Esteem needs include acceptance and



TBU in Zlin, Faculty of Humanities 22

approval of others (Armstrong 2017a, 193). In organization it is a motivation for
recognition, an increase in responsibility or high status (Daft 2014, 530). At the peak are
self-fulfilment needs which are specific to each human being (Armstrong 2017a, 193). Part
of these needs might be the needs for education, religion, hobbies or personal growth.
Within the organization it is reflected in opportunities for training, advancement, growth
and creativity (Daft 2014, 530).

The principle of this theory is, that the basic needs have to be satisfied first (King-Hill
2015, 54). Without having satisfied needs that are lower in the hierarchy, higher needs
cannot be satisfied either. Once the basic needs are satisfied the one above becomes a
priority (Armstrong 2017a, 193). When the first three categories of needs are not satisfied,
Maslow calls it as deficiency needs. Meaning that when these needs are not being met, it
might result in psychological and physiological problems. When the person has the needs
of first three categories satisfied, he can focus on higher needs, where job and job
performance belong (King-Hill 2015, 54). However, the last category of self-fulfilment
needs can never be fully satisfied. When one need is satisfied the person creates new needs
which causes constant motivation (Armstrong 2017a, 193-194). Criticism of Maslow’s
theory points to the fact that the hierarchical order does not have to apply to all people

across different cultures, living conditions, religions, etc. (King-Hill 2015, 55).

Fulfillment off the job Need Hierarchy Fulfillment on the job

Education, religion, hobbies, Self-Actualozation Opportunities for training,
personal growth advancement, growth, creativity

Approval of family, friends, Esteem Needs Recognition, high status,
community increased responsibilities

Work groups. clients, coworkers,

Family, friends, community groups Belongingness Needs o
A SUpErvisors

Freedom from war, pollution, violence Safety Needs Safe work, fringe benefits, job security

Food, water, oxygen Physiological Needs Heat, air, base salary

Figure 4 Maslow's Hierarchy of Needs
(Daft 2014, 530)
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e  ERG Theory

Clayton Alderfer formulated the ERG Theory by modifying Maslow’s Hierarchy of
Needs (Daft 2014, 531). He simplified Maslow’s theory and listed three categories of
needs. Existence needs, which are the needs for physical well-being (Daft 2014, 531). That
includes hunger and thirst which are related to pay, fringe benefits and working conditions
(Armstrong 2017a, 194). Second category are relatedness needs, meaning the needs for
satisfactory relationships with others (Daft 2014, 531). It includes acceptance,
understanding, confirmation and influence (Armstrong 2017a, 194). Third category are
growth needs which lead people to educate themselves, develop and find their potential
(Daft 2014, 531; Armstrong 2017a, 194). Both Maslow and Alderfer prove how needs are
important in people’s satisfaction. Through satisfying employees’ needs, company can
motivate them to better performance (Daft 2014, 531).

e  Herzberg’s Two-Factor Model

This theory describes two factors affecting employee satisfaction or dissatisfaction.
Factors which motivate employees, called satisfiers, consist of the need for achievement,
responsibility, opportunities for advancement. Such needs are part of intrinsic motivation
(Armstrong 2017a, 195). In contrast, hygiene factors lead to dissatisfaction of employees
and include pay, relationships in the workplace, working conditions, company policy and
supervision. These factors do not lead to higher satisfaction, but they are necessary to
prevent dissatisfaction (Provaznik 2014, 320). The role of the manager is to eliminate
dissatisfiers and focus on satisfiers by which he motivates people and achieves higher
performance and employee satisfaction (Armstrong 2017a, 532-3).

e Theory Xand Y

McGregor’s theory X and Y describes two types of people based on their behaviour,
attitude and their performance at work. Characteristics of workers type X are that they
avoid work responsibilities, do only what they have to, are not creative and prefer when
they are given instructions. They need to be controlled and they are motivated by reward or
punishment. On the other hand, workers type Y are initiative, creative, responsible, they
see added value in their work performance and they are motivated by vision of career

growth or positive feedback (Provaznik 2014, 322).

2.4.2 Commitment
There are more types of commitment. The so called affective commitment that is applied

in connection with employee engagement. This type of commitment expresses how
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satisfied all people in the company are overall and how they feel about their colleagues.
These types of employees are willing to do more than what is in their job description.
Structural commitment is the exact opposite. Employees whit this type of commitment are
in the company not because they believe it is a great company but because they are

satisfied with the working conditions and salary (Robinson 2004, 8).

2.4.3 Organizational citizenship behaviour (OCB)

The main content of OCB is the behaviour of the employee and how willing he is to do
more than he is asked. It is not listed in the reward system and the intention of such
behaviour is not to be rewarded. OCB is strongly connected with employee commitment. If
the employee has an affective commitment then his main intention is not the reward but the
performance of the company and good relationships with colleagues. Therefore, he is
willing to work overtime, help his colleagues and share his experience with the company

he works for (Armstrong 2016, 214).
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3 WORKING HOURS

According to the Labour Code, Section 78, “working hours means a period of time for
which an employee is obliged to perform work for his employer and a period of time for
which an employee is ready to perform work in the workplace according to his employer’s

instructions” (Labour Code 2006, Section 78).

3.1 Shift patterns

Labour Code defines the term shift as “such part of weekly working hours, excluding
overtime, for which an employee is obliged to perform work for his employer according to
a predetermined schedule of shift-working” (Labour Code 2006, Section 78). Shift pattern
defines how long will the working hours be and a schedule according to which the working
hours will take place during the month (IBM n.d.). There exist:

e  Two-shift pattern of work
It is a rotation of an employee between two shifts in a period of 24 consecutive hours —
morning and afternoon shift, typically from Monday to Friday, a total of 38.75 hours a
week.

e  Three-shift pattern of work
It is a rotation of an employee between three shifts in a period of 24 consecutive hours.
Typically morning, afternoon and night shifts, a total of 37.5 hours a week.

e  Continuous pattern of work
In this pattern of work employees rotate continuously 24 hours, 7 days per week. The shift
is usually 8 or 12 hours long including the rest period, a total of 37,5 working hours a
week. Shifts must be followed by rest days.

o  Flexible schedule

The employer determines even and uneven schedules of working hours. The employee
can then decide about the beginning and the end of his working hours, a total of 40
working hours a week (Labour Code 2006, Section 78, 79; Working Time Solutions n.d.).

In general, the length of one shift cannot be longer than 12 hours. In case of shifts, the
employer creates the schedule and that must be handed to the employee at least two weeks

beforehand, unless agreed otherwise (Labour Code 2006, Section 85). The employee

! This is an official translation by Statni ufad inspekce prace.



TBU in Zlin, Faculty of Humanities 26

should have at least 11 hours rest time between the end of the last shift and the beginning

of the next one (Labour Code 2018, Section 90).

3.2 Overtime work

According to the law, overtime work is “work performed by an employee, on the order of
his employer or with his employer’s consent, which exceed the weekly working hours
ensuing from the predetermined schedule of working hours and above the pattern of shifts”
(Labour Code 2018, Section 78). According to Labour Code, Section 93, “overtime work
may be performed only exceptionally” (Labour Code 2018, Section 93). During one week,
the employee can be ordered to work maximum 8 hours of overtime, within one calendar
year overtime hours cannot exceed 150 hours in total. Overtime hours can be compensated
by granted time off, in which case overtime hours are not counted into the total overtime

hours (Labour Code 2018, Section 93).

3.3 Work Breaks

At least 30 minutes long break for food and rest has to follow after six hours of continuous
work. People under age 18 have the right for this break after four and half hours of
continuous work. This break can be divided into two breaks 15 minutes long and should
not be taken at the beginning or at the end of working hours and it shall not be a part of
working hours. Equitable time for food and rest must be given even to an employee who
does work which cannot be interrupted. In this case, the break time is included in working
hours. However, employees under age 18 cannot work without a break (Labour Code 2006,

Section 88).

3.4 Leave (Days off)

According to Labour Code, Section 211, “an employee who performs work (job) under his
employment contract is entitled, under the conditions laid down in this Part, to: annual
leave (i.e. leave per annum) or its proportional part; leave for the number of days on which
work was done; supplementary leave” (Labour Code 2006, Section 211). The length of a
leave is calculated from hours worked. An annual leave should be at least four weeks per
calendar year. Some exceptions exist where the length is different according to the job
description (Labour Code 2006, Section 212-15).

However, this is only the minimum of leave an employer is obliged to give to an

employee. An IT company Artin and an insurance company Direct, both based in the
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Czech Republic, offer unlimited leave by which they want to increase employee

motivation and improve work performance (Bufinska 2017).

3.5 Employment Relationship
An employment relationship is discussed in Labour Code in Chapter II. It is written there
that the employment relationship “shall be based on an employment contract between the
employer and his employee unless this Code proved for otherwise” (Labour Code 2006,
Section 33). If the employee is not in an employment relationship but is engaged by
agreements on work performed outside an employment relationship, according to the law
the employer does not have to create a schedule for him (Labour Code 2006, Section 74).
There are two types of agreements on work performed outside an employment
relationship. In case of an agreement on work performance, working hours cannot exceed
300 hours worked within one calendar year. An agreement on working activity allows the
employee to work maximum 20 hours per week within one year (Dlouhd 2018; Labour

Code 2018, Section 76-77).
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4 REWARD SYSTEM

According to Armstrong, “Reward systems consist of the methods used by organizations to
pay their employees and provide them with other types of reward” (Armstrong 2015, 11).
It serves as an effective tool for achieving employee satisfaction and for stimulating
employee motivation. Rewards are part of the extrinsic motivation (Armstrong 2003, 217).
Rewards can be financial and non-financial, a combination of both creates total rewards

(Armstrong 2015, 17).

4.1 Income

Pay is one of the means that motivate people to work (Bednat 2018, 14). People need
money to satisfy their basic needs, to buy food, to have a place to sleep, to feel secure and
to take care of their health (McLeod 2017). In order to convince a person to join the
company, he has to get a salary which will enable him to satisfy his basic needs. To keep
the employee in the company, he should get a salary as high as he would get for the same
or a similar job position elsewhere. If he is paid less, he might leave when another
company offers him more money (Bednai 2018, 17). Money can be viewed as ‘“an
instrument that provides valued outcomes” (Armstrong 2015, 92). Meaning that company
needs to have the work done and people need the money. Employees do the work and get
the money, it is the main principle of employer-employee relationship. It is also a way of
how to show employees their value for the company (Armstrong 2015, 92).

There is a distinction between salary and wage. The main difference is that salary is
paid to employees who are paid fixed amount of money per pay period, while wage is paid
to employees based on hours worked (Bragg 2017). People, who do an administrative
office work, i.e. skilled personnel, are given salary. Wage is usually paid in the field of
manufacturing process work to semi-skilled or unskilled people. Wage can be paid daily
based on hours worked, while salary is commonly paid monthly based on performance

(Surbhi 2015).2

4.1.1 Salary structure
Salary can be divided into two parts — fixed salary and movable salary. Fixed salary is

discussed in the contract (Ministerstvo financi 2014). Minimum fixed gross salary is the

2 For the purposes of this thesis, the term salary will be used.
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lowest salary permitted by law. Its basic legislation is specified in the Labour Code Act No
262/2006 Coll., as amended. The basic rate is determined by the government No 567/2006
Coll. The basic rate for the week working hours, which is 40 hours, is currently 12, 200
CZK or 73.20 CZK per hour (Ministerstvo prace a socialnich véci. n.d.). The movable
salary consists of bonuses, personal evaluation, allowances and other rewards.
(Ministerstvo financi 2014) This part of the salary is used to motivate employees
(Bélohlavek 2006, 552). The only compulsory part of the salary are the allowances. They
are paid in case that the employee worked overtime, during the weekend, during the
national holiday or when he worked in difficult working conditions (Ministerstvo financi
2014). Allowances can also be paid in case the employee is sent abroad by the company
(Armstrong 2015, 16).

When an employee worked overtime hours an employer is obligated to pay him a
premium of at least 25% of his average earnings or the employee can take compensatory
time off (Labour Code 2006, Section 114). When the employee has to work during a public
holiday, the employer is obligated to pay him his average salary and give him
compensatory time off or a premium of at least 100%. Working on Saturdays and Sundays
should be rewarded by a premium of at least 10% of the average earnings for hours of
work on Saturday or Sunday. For work at night the employee should get a premium in the
amount of at least 10% of the average earnings for work at night. (Labour Code 2006,

Section 114-16,118).

4.1.2 ROWE model

Results Only Work Environment strategy focuses on outputs that employees produce
rather than on the number of hours they work on a task. Employees are responsible for
their performance by which they influence their salary. This responsibility can positively
affect the employees’ performance and quality of their work. Another advantage of this
model is that people can work from their homes (home office). This will appreciate people
who do not feel comfortable working while surrounded by other colleagues in the office.
The option of a home office is favourable for the company as well because it can save
money on costs of the offices (see chapter 5.1.2). A drawback of this strategy is that it is
more difficult to handle teamwork and the overall communication between employees is
decreased (Nichol, n.d.) People who struggle with their own time management might find

it difficult to work in the ROWE. Moreover, this model can be applied only in some
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specific fields, e.g. marketing agencies. It will not work for companies where the direct

contact with the customer is necessary (Perkins, 2017).

4.2 Benefits and Perks

Benefits are a non-cash compensation given to an employee as an addition to the salary
(Doyle 2018). They are primarily used to increase employee motivation and loyalty to the
company. Benefits often play an important role when choosing the future employer, they
often have a higher priority than the salary itself (Berglova 2017).

One of the first Czech businessmen who started using benefits was Tomas Bata. He
built houses for his employees, he enabled them to educate themselves with a possibility of
a career growth and increase of wage. Apart from that, he provided them food and health
care. However, these benefits are nowadays considered to be a matter of course. Moreover,
each company has different types of employees who appreciate different types of benefits.
Most widespread benefits in the Czech Republic currently are e.g. food allowances, mobile
phone, training courses, flexible working hours, seven days of leave extra or automobile
for private use. Other favourite benefits are language courses, leisure time activities
allowances, food available during all working hours or child care (Berglova 2017).

Childcare is a suitable benefit mainly for single parents or families where both parents
have a time consuming work and have no one to help them look after their child
(Champion-Hughes 2001, 287). Kindergartens at work are supported by the European
Union, which gives out grants and subsidies to support equal working conditions for both
men and women (Firemni Skolky n.d.).

Tax-exempt income is also a part of benefits. It includes pension contributions and life
insurance allowances up to 50,000 CZK per person per year, courses and trainings
connected with their job description, provision of recreation in non-financial form up to
20,000 CZK per year, non-financial performance in the form of contributions to education,
culture, sport and health, usually in form of vouchers or cafeteria system (Berglova 2017).
Flexible benefits scheme, called cafeteria system, which companies often use, allows their
employees to choose from all benefits the company has to offer. There is a limit an
employee can reach and within this limit everyone can compile their benefits. The
employer has to coordinate the benefit system with respect to the tax system (Armstrong

2015, 17).
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Tax-neutral benefits have to be taxed in accordance with the same conditions as salary.
Those are e.g. contribution to transport to work, products and services for lower prices than
common price, sick leave or one week of leave extra (Berglova 2017).

On the other hand perks, also called fringe benefits are more about making the
employee’s working conditions more comfortable and enjoyable. Perks may consist of
profit sharing, free food and drinks, gym membership, paid day off for birthdays, ping
pong, table football or other types of entertainment in the offices. Perks are also a good
way of supporting the company culture and employee productivity (Blake 2015; Doyle
2018). E.g. employees of Google company have free food at work. That is beneficial not
only for employees but also for the company itself. The main purpose of a cafeteria with
free food and drinks in the workplace was to connect employees from different
departments. It supports their communication which might serve as a source of new
information, inspiration and it supports overall relationships in the workplace as well

(Bock 2015).
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5 WORKING ENVIRONMENT?

The academic field is divided when discussing the effects of the working environment on
employees’ job satisfaction and performance (Lee 2005, 326). Some studies show that the
way a workplace is designed can change employees’ concentration, productivity,
satisfaction and overall effectiveness of the company (Becker 2002, 154; Geoffrey 2017).
Working environment has an impact on employees’ health as well. Type of furniture,
materials, easy manoeuvrability in the office environment, it all has an influence on
employees’ bodies and can cause health issues if set improperly (Dostal 2014).
Appropriate working conditions can be a competitive advantage of the company if it needs

to recruit new employees (Ergonomics Plus n.d.).

5.1 Office

5.1.1 Open Space vs. Closed Space Offices

The original intention behind creating open offices was “to facilitate communication and
idea flow” (Konnikova 2014). This office layout is very popular amongst companies,
around 70% of all offices are designed as an open space (Konnikova 2014). However, not
everyone feels comfortable sharing one room with all the colleagues. There are several
studies which prove that this type of office layout is not beneficial for the employee
productivity. People working in an open space office often complain about noise and its
negative impact on their ability to concentrate (Geoffrey 2017). People who are in noisy
environment often have lower motivation, tend to be less creative and their cognitive skills
are reduced (Konnikova 2014). This problem can be solved by using headphones or
earplugs. Nevertheless, there is still a disruption caused by visual noise which is more
complicated to reduce in open space offices (Shellenbarger 2017).

One of the reasons why companies decide for an open space office is, that it is cheaper
than the closed ones (Church 2015). When the number of employees is increasing, the
alternative to dividing the offices of the company into two floors might be an open office
space. The division of the offices into two floors or even different buildings might have a
negative impact on the overall company culture (Church 2015). Another advantage of

sharing one room with colleagues is that people feel more involved in company’s day to

3 For the purpose of this thesis will be discussed office environment.
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day operation. Communication is much easier in the open space office. When an employee
needs speak with someone, he can reach out to him immediately (Belosic 2014). This
might also be a disadvantage, though. People can be disturbed by questions and new tasks
that can come basically at any time. The work environment also creates company culture
and the way how people perceive the company. In case of an open space setup, the
environment looks busy, people there look like a big family and it has a positive feel to it.
Companies use this to present themselves on the internet to create a positive and modern
looking image of the company (Church 2015).

Each person is different, therefore it is not possible to say if the open space office is
better or worse than separate offices. To achieve high employee satisfaction in connection
with work environment, the company should meet requirements of both — people who
prefer to work in private space as well as people who prefer an open space office. This can
be solved by so called hybrid type of office. These offices offer larger rooms for people
who need to work in a team or just prefer to work in larger space. Moreover, there are also
private offices available, where people who do not like to be disturbed by noise and
movements of their colleagues can work (Morgan 2016). An easy way to find out what
suits to employees best is to engage them into the process of designing the workplace

(Hongisto 2016, 178).

5.1.2 Home office
Home office means working at home or at any place other than the workplace. It is a
common practice of self-employed people. It can also be a form of working relationship
when the employee does his work at home or combines both, home office and workplace.
Employees working from home can regulate their working hours but they still have to be
able to meet the deadlines set from the employer. They also have the same rights for salary,
career growth and education as employees working in the workplace. An employee
working from home has no right for surcharges for overtime or public holiday (Pleskova
2013). Amendment to the Labour Code discusses that when the employee is working from
home, the employer should pay him the expenses related to his work performance
including the internet connection, mobile phone and other technical and software
equipment (Krasovskyj 2017).

Employees find home office attractive because it brings time flexibility. They can
adjust the time they spend working to other responsibilities. Moreover, they save time by

not having to commute to work. It saves not only time but money to both the employer and
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the employees. Employees do not spend money on commuting and the employer does not
pay for the offices. This applies only when employees work from home permanently.
Home office is a good option for people who prefer working alone and are more
productive outside of the office environment (Pleskova 2013).

One drawback of home office is that the employee does not come in touch with other
colleagues. It might lead to problems with communication and loss of the sense of
belonging. If the employee needs to discuss anything, phone call or video call might be an
option. Anyway, it cannot fully compensate personal contact. An occasional home office
day can serve as a healthy change of rhythm while avoiding the danger of a complete
separation. From the employer’s point of view the loss of control over the employee might

be a disadvantage and bring higher administrative burden (Pleskova 2013).

5.1.3 Ergonomics

On the website of the Ergonomics Plus company the ergonomics is introduced as “the
science of designing a workplace, keeping in mind the capabilities and limitations of the
worker” (Ergonomics Plus n.d.). An inappropriately chosen office design and equipment
can decrease employees’ productivity and cause damage for the body (Ergonomics Plus
n.d.). One of the most important aspects for employees working in the offices is having
enough space in the offices to walk. A long-term sitting by the desk can cause health issues
like digestive problems or metabolism disorders which can lead to obesity, diabetes or

heart disease (Dostal 2014).
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6 RESEARCH METHODS*

6.1 Research Design
Research design is a plan which describes the process of the research including the
structure and the strategy of the examination — data collecting method, measurement
analysis etc. (Kumar 2011, 94; Sekaran 2016, 95-6). The process generally is as follows:
1. Problem statement
Review of the literature
Choice of a data collection method
Test of the quality of the questionnaire
Formulation of the final questionnaire
Choice of population and sample design
Decision about the fieldwork

Time horizon

A A A T

Data analysis
10. Presentation

(Saris 2014, 4-11; Saunders 2016, 12; Sekaran 2016, 96)

6.2 Qualitative vs. Quantitative Research Strategy

Quantitative research strategy puts an emphasis on the amount of the data collected. In
contrast, Qualitative research strategy points out the importance of the content of the data
(Bryman 2015, 37-38). For quantitative researches a deductive approach is more typical—
the data are used to test the theory. An inductive approach is more frequently associated
with quantitative research, where the research is used to construct new theories (Saunders
2016, 168). However, both methods contain similar elements and it might be hard to
distinguish between them. There exists a mixed method research which combines
quantitative and qualitative methods. The main idea of the mixed method is to eliminate
possible deficiencies originating from having only quantitative or qualitative data

(Creswell 2014, 13-15).

# For the purposes of this thesis were described methods used in the practical part
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6.3 Data Collection Methods

6.3.1 Questionnaires

The purpose of questionnaires is to collect usually larger number of data. Therefore, they
belong mainly to the quantitative research strategy but can also be part of qualitative
research strategy based on the context — the purpose, the number of respondents and the
forms of questions (Sekaran 2016, 143). Through questionnaires factual or demographic
data, attitudes and opinions can be collected (Saunders 2016, 445).

There are different forms of questions that can be used in a questionnaire. Open-ended
questions enable respondents to write any kind of answer, which is not limited by
predetermined options. This form of question is often used at the end of the questionnaire
to give the respondent a space to add anything he could not mention in previous answers —
suggestions, additional information, feedback, etc. The number of words is not limited or a
longer text is allowed (Flatworld Solutions n.d.).

Close-ended questions have more forms. The importance questions, likert questions
and rating scale questions have a form of scale on which the respondents can evaluate the
importance. Through these forms respondents are usually asked how often they do some
type of activity or how satisfied they are with some service. (Flatworld Solutions n.d.;
Saunders 2016, 457). Dichotomous questions require only yes or no answer. A drawback
of this form of question is that there is no option in between (Flatworld Solutions n.d.). List
questions offer a number of predetermined answers and an option to answer with one’s
own words. (Singh 2010).

The administration of questionnaires can be done by mail in form of a printed
document which will be then filled out by pencil. Since the internet became a common part
of people’s lives, electronic and online questionnaires are being used instead. They are
posted on the internet or sent via email. An advantage of this form of administration is that

it is not expensive and the evaluation of the data is easier (Sekaran 2016, 143).

6.3.2 Interview

According to Sekaran an interview is “a guided, purposeful conversation between two or
more people” (Sekaran 2016, 113). During the interview one can ask closed or open
questions. Closed questions are simple, requiring mostly tick box answers. This type of
interview is mainly used during a quantitative research and is done with two parties — an

interviewer and one respondent. Open questions are used more often during a qualitative
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research (Davies 2015, 27). In this case, the interview can take the form of one to one —
interviewer and respondent, which does not have to be face-to-face, but can also be done
over the phone or online (Bryman 2015, 673; Sekaran 2016, 113). The next concept is
formed by the interviewer and a small group of people, usually six to twenty of them. It is
called semi-structured reflective interview (Davies 2015, 27). Interviews can be structured
or unstructured. In the first case, there is a set of questions formed in order find out a
specific information. During unstructured interview there is an opportunity to go into more
detail and ask follow-up questions based on the previous answers (Sekaran 2016, 115).

An advantage of face-to-face interview is that the interviewer can take nonverbal cues
into consideration and clarify the questions. On the other hand, face-to-face interview takes
more time and is more expensive when wider audience is questioned. For this purpose is it
more suitable to do a telephone or online interview. This concept better serves when wide
geographical area is covered. It provides anonymity of the respondent, therefore, he can be
more open in his answers. On the contrary, telephone interviews have to be shorter and the

interviewer cannot read the nonverbal clues (Sekaran 2016, 123).

6.3.3 Observation

Observation involves “planned watching, recording, analysis and interpretation of
behaviour, actions or events” (Sekaran 2016, 127). There are three basic forms of
observation. One is called participant observation which requires that the researcher and
the object of the study work or live together. During covert observation the purpose and
identity of the researcher are not known. The last form is non-participant observation
where the researcher does not directly meet the participants, but observes them from a
different room or on a video camera (Davies 2015, 29).

A major disadvantage of observation is that this method is time consuming and its
realization is expensive. The influence of the observer might result in a biased, invalid
outcome. The form of the observation plays an important role. One advantage of this
research method is that the people who cannot be interviewed can be observed, e.g.
children, people who do not speak the same language or people with some kind of
disorder. During observation more aspects can be monitored — conversation, movement of
body, movement of eyes, decisions made. The data gathered from observation are
considered more reliable and less biased than the data from other collecting methods. They

belong to the qualitative research strategy (Sekaran 2016, 137-39).
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6.4 Data Analysis

The data analysis of quantitative and qualitative research differ. Quantitative data have to
be coded first and edited afterwards — e.g. gotten rid of blank answers, illogical responses
etc. Then the data can be inserted into a database (Sekaran 2016, 273-8). Such database can
then be illustrated in frequency tables, bar charts, pie charts, histograms and other forms
(Bryman 2015, 347-9).

The analysis of the data based on qualitative research is more complicated. The data
are in form of a transcript of the interview, transcript of video record, open ended answers
and other forms. Each form requires different approach. Generally, the first step is the
reduction of the data during which the data is rearranged, reduced and divided into
categories. The next step is called data display. In this phase, the data is illustrated e.g. in
charts, diagrams, graphs or drawings to get a better overview of the inputs collected and its
possible connections. Last phase is drawing a conclusion from the entries and answering

research questions (Sekaran 2016, 332-47).
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7 BASIC INFORMATION

7.1 Purpose of Analysis

The purpose of this analysis is to determine the level of employee satisfaction in two
different companies, which operate on the same market, and the way they keep their
employees satisfied. Both companies, Marketsoul s.r.o. and Weboo s.r.0., are based in Zlin
and operate in the field of online marketing. The services they offer are similar. Among
other things, they include online marketing, web programming and graphic design.
Therefore, both companies are in need of equally skilled employees and they compete with

each other in the labour market.

7.2 Research Methods

After the purpose of analysis was stated, the student did an interview in each company with
an employee who takes care about overall wellbeing of all employees. The main intention
was to find out basic information about the company itself and about the company culture,
leadership, working hours, reward system, working environment and steps they make
towards keeping their employees satisfied at work. The research took the form of a
structured interview. Both employees were handed the same set of questions one day
before the interview took place. Both employees were questioned separately in the
premises of their companies so that the student could observe the working environment.

Based on those interviews a questionnaire for employees was created. The
questionnaire was identical for both companies. It consisted of 33 questions. 8 questions
were open ended and 25 close ended in the form of rating scale questions, one
dichotomous question and list questions, some of them with option of an open ended
answer. The questionnaire was divided into 7 parts:

1) Introduction and Research purpose

2) Employee and His Job Description

3) Company Culture

4) Leadership and Team

5) Working Hours

6) Reward System

7)  Work Environment
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7.3 Data analysis

The questionnaire was created on a Google forms platform. The link was sent to all
employees via email and was available from 22" March until 29" March. The data from
questionnaires were illustrated in bar charts, pie charts, histograms with comments and
open ended answers were commented on. First the data from both questionnaires were
analysed separately and then they were compared. Only the most relevant graphs were
analysed, detailed questionnaires’ results are available to see in the appendices section of

this thesis.



TBU in Zlin, Faculty of Humanities 42

8§ MARKETSOUL

8.1 Basic Information

Marketsoul s.r.o. is a full-service digital agency based in Zlin (Marketsoul n.d.). The
company was established in January 14, 2016 by Pavel Urban who is the director of the
company (Vefejny rejstiik a Sbirka listin n.d., https://or.justice.cz/ias/ui/rejstrik-
firma.vysledky?subjektld=921504&typ=UPLNY). It is a business-to-customer company
and the main services they offer are web development, market analysis, search engine
campaigns, SEO optimization, social network management and video creation (Marketsoul
n.d.). Currently, the company consists of six employees out of whom three are full-time
employees and three are part-time employees. Other than that, they have around eight to

nine externists. (Hordk, Appendix I). All employees are men (see the questionnaire).

8.2 Vision

The vision of Marketsoul company is to be a strategic partner in the field of innovation
and, by using modern technologies, make life happier. Their short-term objectives concern
planned monthly turnover. They also set goals with regard to production planned for each
month. The plan for this year is to increase their turnover by 100% which might also be
reflected in the number of employees. They want to keep the profitability on some pre-set
percentage. The next plan is to open a branch office in Slovakia. That is already happening
as they are currently looking for skilled employees there. They do not set objectives longer

than five years (Hordk, Appendix I).

8.3 Values

One of the main values of the company is “win-win” outcome — between the company and
their clients, between the employer and employees. All stakeholders should feel like they
have won. That requires communication and the ability to make compromises. Another
value is “90% solutions 10% excuses”. It means that when any problem appears, everyone
focuses on those 90% and tries to come up with a solution rather than to make excuses. All
employees should also keep their word and be responsible. The last value is innovation.

They try to come up with new ways of providing marketing services (Horak, Appendix I).
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8.4 Questionnaire

1) Company Culture
First three questions connected to the company culture were focused on the company’s
vision and objectives. Three out of six employees knew the exact form of the company’s
vision which is presented on their website. One employee answered that the company’s
vision is to be a reliable partner for their clients which is close to the original form. Next
employee’s answer was that the vision is to expand their services to larger companies. The
last answer contained company’s values instead of vision.

In answers about short-term objectives appeared e.g. planned monthly turnover,
increase of clients with a fixed monthly payment, need for a skilled account manager, a
programmer and a graphic designer, finishing some projects and opening a branch office in
Slovakia. More or less, all employees know what the company’s short-term objectives
include. The answers about long-term objectives included mainly yearly turnover and
expansion of the company. To summarize, all employees have a strong sense about
company’s vision and objectives. Overall, all employees know what the company wants to
achieve and they also know what they as individuals have to do for it. This positively

affects employee satisfaction as mentioned in the theoretical part 1.1.1.
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yes somewhat yes somewhat no no

Figure 5: Question: Is it clear to you what your role demands so that you are able to

meet the company objectives?

Except for the director of the company, all employees have the possibility a of career

growth. However, only one employee thinks that he will work for the same company in
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three years. Four employees are not clear about their future in the company and one
employee thinks that he will probably not work for the same company in three years. This
may indicate that employees are open to new job opportunities or they just do not think
about their future much. The company has been operating on the market for only two
years, so it is still developing itself and shaping its core structure. A growth of the
company and an increase of the number of employees might lead to changes in the
company culture and the hierarchy of the company. These changes could affect the
employee loyalty in the future. If they will not be satisfied with the changes, they might
decide to leave the company.

The employees were also asked if their job gives them a sense of fulfillment. The
answers were mostly yes and somewhat yes. Only one person answered somewhat no. He,
as the only one, does not feel that his opinions are being heard and valued by the
management of the company. Perhaps, the management of the company does not give
enough space to this employee to express his opinions, or does not react to his opinions,
therefore he does not feel to be fully satisfied and does not feel a sense of fulfillment.
However, there might be some misconception on the employee’s side as well. He might
not express his opinions clearly enough or he does not put strong emphasis onto them. The

rest voted again for yes or somewhat yes.

1 1

1
0

Y& somewhat yes somewhat no no

Figure 6: Question: Will you be working for the same company in 3 years?

2) Leadership and Team
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As was mentioned in the interview, the company culture is built on openness and no strict
rules. It is also reflected in the company’s leadership and the way they communicate in the
company. The structure of the company is more or less flat and the director of the company
is not separated from the rest of the employees, they all share one office together.
Employees are satisfied with the overall leadership, four employees voted yes and two

employees somewhat yes. This degree of satisfaction is also reflected in the next question.

5

0 0

yes somewhat yes somewhat no no

Figure 7: Question: Are you satisfied with the management of the company?

The same two employees, who are somewhat satisfied with the leadership, expressed that
they are somewhat satisfied with the reaction to suggestions they give to the management
of the company. Therefore, the lower degree of satisfaction with overall leadership might

be caused by the unresponsiveness to suggestions made by the employees.

(2]

0 0
yes somewhat yes somewhat no no
Figure 8: Question: Does the management of the company react to the

suggestions you give them?
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In terms of the satisfaction with the team the employees work in, only one employee voted
for somewhat dissatisfied. The same employee expressed, as the only one, that the team he
works in does not inspire him to do his best at the job. That might be one of the factors
which causes his overall dissatisfaction with the team. On the other hand, four employees
feel to be very inspired by their team. All employees feel support from the team when they
need it. Except for one, all employees know who to ask for advice, if they come across a
difficulty. In a small team of six people, it is more likely that employees know who to ask

for help, because they do not have that many options to choose from.
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Figure 10: Question: Are you satisfied with the team you work with?
5
4
4
3
2
1 1
1
0
yes somewhat yes neither yesnor no  somewhat no no

Figure 9: Question: Is your team a source of inspiration for you to

perform better at your job?
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The leader or manager should divide tasks between employees with regard to their skills
and abilities. If an employee is given tasks which are not connected to his filed of
knowledge and he struggles with it or if the employee is given only subordinate tasks
which do not make full use of his skills and abilities, it leads to lower satisfaction, as
mentioned in the theoretical part 2.3. According to the questionnaire, tasks employees deal
with in Marketsoul do more or less make a good use of employees’ skills and abilities.

Management probably knows its employees well and divides tasks appropriately.
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Figure 11: Question: Does your job make good use of your skills and

abilities?

As was mentioned in the theoretical part 1.4.1, relationships in the workplace are important
for the employee satisfaction. When an employee feels good at work, he is then more
productive. To strengthen the relationships in the workplace, the company organizes team
building activities. They management of the company expects not only a strengthening of
relationships from the teambuilding activities but it is also a good way to clear mind from
work (Hordk, Appendix I). All employees in Marketsoul participate in teambuilding
activities. They regularly play volleyball, they go for a beer from time to time, they go to a
summer house together and also they organize some occasional events like night march
Clay Eva in April and more. Employees appreciate sport teambuilding activities, except for
one who does not like playing volleyball. Therefore, company should also consider
including sport activities other than volleyball.

3) Working Hours
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The next section of the questionnaire was about the satisfaction with working hours.
Employees in Marketsoul are not paid per hours worked but their salary is dependent on
their performance. Therefore, they do not have got fixed working hours. Employees are
more or less satisfied with this system of working hours. One employee voted somewhat
no. This system of working hours might cause that the employee has not defined the time
for work and so he works basically all the time and has almost no free time. This is one of
the factors that might lead to dissatisfaction. However, it depends more on the time
management of individuals. The management of the company could have a meeting with
this employee and help him to organize his time better. His colleagues might give him

advice as well.
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Figure 12: Question: Are you satisfied with your working hours?

4) Reward System
The reward system in Marketsoul is based on employee performance with some small
fixed pay. They decided for this form of rewards to motivate people to perform their best
(Horék, Appendix I). No one feels to be fully satisfied with rewards they get for their work
and loyalty to the company. However, the majority of people voted somewhat yes. Two
employees are rather dissatisfied. With regard to the fact that employees are paid based on
their performance, they might see the percentage they get from the business deal they work

on as too low or they might want to get a higher fixed pay.
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Figure 13: Question: Do you feel that you are adequately rewarded for

your work and loyalty to the company?

Part of the reward system are benefits. One third of employees is fully satistfied with
benefits the company offers, one third somewhat satisfied and one third somewhat
dissatisfied. Employees who are rather satisfied appreciate mainly the coffee in the office,
friendly and dynamic environment, the field of work, flexible working hours, home office,
team building activities and training courses. Two employees, who are less satisfied,
appreciated only flexible working hours and unlimited phone calls and mobile data.
Employees suggested new benefits in the form of free training courses once in a
month, support of sport activities e.g. in the form gym membership, meal vouchers and
contributions to work equipment like laptops or mobile phones. People who are not
satisfied with the benefits and overall reward system might be more open to the thought of
leaving the company in case they get an offer from a company with more attractive
benefits and at least the same salary. The company should also better inform their
employees about benefits they offer, because one employee suggested a sim card as a new

benefit but they are already being offered this.
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Figure 14: Question: Are you satisfied with the benefits your company

offers to you?

5) Working Environment
The Last section of the questionnaire concerns satisfaction with the working environment.
The company has an open office environment. They decided for this form of office
because there is only six of them so far and also because they have a more or less flat
structure of the company. They do not have any departments. Apart from that it makes
communication in the company easier (Hordk, Appendix I). Employees are rather satisfied
with this type of office layout, however there are some factors which disturb them while
they are working in the office. These are mainly insufficient privacy, little space, bad air in
the office and noise. Employees are often disturbed by colleagues’ phone calls (five out of
six) and chatting of colleagues (four out of six). Fortunately, this can be solved by handling
calls or discussing things in a separate room which is available in the company and ask

them to do so.
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Figure 15: Question: Do you like working in an open office

environment?

6) Suggestions for Changes
It could be said that an easy way to ensure that employees are satisfied is to ask them what
they need the most to be productive and to do their job well. Based on the questionnaire,
employees in Marketsoul need e.g. high-performance laptops and mobile phones, adequate
rewards, provisions, company cars, headphones, good working environment, cooperation
with colleagues, set goals, possibility of personal growth, meaningful work and stimulation
by the management which is available for them in most cases.

However, most employees would suggest some changes in the reward system and the
selection of their clients. Improvement of financial stability, optimization of the system of
provisions, fixed pay and benefits, these are some areas employees would wish to change.
Marketsoul has been operating on the market for only two years which might be the reason
the company is not financially stable yet. After some time, when they are financially stable
and have more clients with regular services, they might be more selective and choose only
the reliable clients. Some employees also wished for new colleagues — assistant, graphic
designer and developer who are currently needed in the company. In the future it might be
better if they have less externists and more permanent employees who they are currently
struggling to find (Horak, Appendix I).

The team primarily consists of young people. The company could reach potential
employees through social media — Facebook, Instagram, where they unfortunately are not

very active at this moment. Insufficient promotion of the company itself is caused by staff
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shortage. The employees have no spare time to work on their brand awareness but they
always satisfy their clients in the first place. I could be advised them to search for new
employees at the Tomas Bata University. They could search for programmers at the
Faculty of Applied Informatics, for marketers at the Faculty of Multimedia
Communications and for accountants at the Faculty of Management and Economics.
Students often look for some temporary job and they would surely fit into the dynamic
environment and overall company culture as well. However, the company searches rather
for fulltime employees who are hard to find. Therefore, the company might offer trainee
programs for students and then keep full time those people who suit the job position they
need to occupy.

As the team consists only of men, two employees would welcome a female member in
the team. Apart from other tasks, the woman would take care of employees’ wellbeing in
the company by creating more pleasant working environment. She could add some flowers
to the offices, put some pictures or photos from the teambuilding activities on the wall and
make other aesthetic changes. In the room where the employees have meetings with the
clients, there could be posters with company’s values on the wall which might impress the
clients. The woman could take care of clients’ wellbeing as well by welcoming them in the
company and making coffee for them before the meeting starts. The company could
address women by offering benefits that would attract them. It can include a free voucher
for manicure once a month (costs around 230 CZK?), massages (costs in the range between
100 CZK and 1500 CZK depending on type of the massage®) or free enter to a fitness
centre once a week (one enter costs around 65 CZK”). Obviously, the company would have
to compensate these benefits to male employees too. Men could be offered e.g. vouchers to
barbershop instead of manicure (costs in the range between 150 CZK and 350 CZK?®).

Therefore, the final costs have to be multiplied by the number of all employees.

5 Beauty parlours in Zlin: http://www.salontiptop.cz/manikura.html;
http://www.pedikuraeva.cz/manikura.html; https://www.pedikura-zlin.cz/cenik/

6 Massages in Zlin: https://www.masazezlin.com/cenik/; http://www.avana.cz/ceniky/cenik-masazi-2017/;
http://www.amenity-wellness-spa.cz/cenik-a-oteviraci-doba/

7 Fitness center in Zlin: https://infitness.cz/kluby/zlin/informace-o-centru.html;
http://www.fitnessfl.cz/index.php?page=objednavky; http://www.relax-fitness.cz/cenik.php

8 Barber shop in Zlin: http://www.fousy.cz/#prace-cenik
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9 WEBOO

9.1 Basic Information

Weboo s.r.0. is an agency focusing on online marketing, programming, graphic design and
virtual reality (Weboo n.d.). The company was established in February 17, 2014 (Vetejny
rejstiik a Sbirka listin n.d., https://or.justice.cz/ias/ui/rejstrik-
firma.vysledky?subjektld=858103&typ=UPLNY). However, the history of this company
goes further back to 2007 when the directors of Weboo, Jifi Manasek and Milan Jufik,
started doing business connected to online marketing. It is a business-to-customer company
and apart from online marketing, programming and graphic design they are newly dealing
with virtual reality. The company consists of seventeen employees out of which two are
owners/directors of the company, eight are full time employees and seven are part time
employees (Greplova, Appendix II). The questionnaire was filled out by 16 employees out

of whom there are 6 women and 10 men (see the questionnaire).

9.2 Vision

The main vision of the Weboo company is to become a partner for their clients in all areas
connected to the online world and to do all of the necessary activities in-house. The
company does not want to have any externists and subcontracts and wants create
everything in the agency. A Part of their long-term objectives is to be good at what they
do, to educate themselves, to innovate their services while considering the changes in the
online world and to keep up with trends. Short-term objectives include planned turnover
per year and, concerning clientele, they want to expand their customer portfolio (Greplova,

Appendix II).

9.3 Values

Their motto is “Go up” which they try to follow in everything they do. It means that
everything they do should be, in some way, increasing. It applies in four main areas. First
is personality, which means that employees should develop themselves and should respect
other people. The next area is client. Employees should help their clients to always go
forward and should respect their opinion. Third area concerns the company itself. The most
important part of this area is based on employees and their ability to work in teams and be
responsible. To keep their word is the key. Last but not least is neighbourhood. It includes

respect of competition. They try to keep the environment in mind and live ecologically e.g.
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by separating waste. Further, they support the business environment and employability in
Zlin, e.g. by offering trainee programs for students or by presenting that their work for

clients was created in Zlin, e.g. in the footer of websites (Greplova, Appendix II).

9.4 Questionnaire

1) Company Culture
The company does not have its vision stated word for word, therefore, there is not only one
specific correct answer. According to the answers, employees put a strong emphasis on
their clients’ satisfaction. Being a responsible partner for clients, personal contact with
clients, satisfied clients — answers like these appeared frequently. Development of
company’s services, growth and stability of the company are other aspects that some
employees consider to be a part of the company’s vision. Two employees did not know
what might the company’s vision be and three employees described company’s values
instead. However, the majority knows what the vision is about.

Answers about the short-term objectives varied. Most of them include orientation on
clients, their satisfaction and expansion of client portfolio as well. Five employees did not
come up with any short-term objectives. One of them noted that she is trying to do the best
she can and she does not need to know what the vison and objectives are. However, each
person is different and to some people, knowing the company’s vision and objectives
might serve as a motivation to increase their engagement. Answers about the long-term
objectives mingle with the short-term ones. Again there appear clients’ satisfaction,
expansion of clients portfolio, company growth, virtual reality and more.

From the answers it is obvious that the employees are probably confused about the
difference between the short-term and the long-term objectives of the company. The short-
term objectives are more important for the employees, because they are more closely
connected to their everyday tasks. The majority of all employees knows what their role
demands so that they are able to meet the company objectives. It positively affects

employees’ satisfaction as mentioned in the theoretical part 1.1.1.
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Figure 16: Question: Is it clear to you what your role demands so that

you are able to meet the company objectives?

Three employees expressed that they would appreciate the possibility of a career growth in
the company, because they do not have at the moment. Upon closer observation of the data
was found out that it concerns people who work as the programmer, developer and graphic
designer. It is hard to say if they would have the possibility in any other company as these
positions tend to be not favourable for a career growth in general. Job rotation might be a
solution in this case. E.g. the programmer works as a programmer three days a week and
two days a week he might do a different job. It can be a job which will develop his skills
other than programming.

The fact that there is no possible career growth for these three employees might have a
negative impact on their future in the company as two of them do not think that they will
be working for the same company in three years. Half of all the employees do not know if
they will stay in the company. Six employees are positive about their future in the

company which indicates their current satisfaction.
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Figure 17: Question: Will you be working for the same company in 3

years?

2) Leadership and Team
This company works in a so called functional structure. Employees are mostly satisfied
with the leadership and with the reaction of the management to suggestions the employees
give them. The strength of the company lies probably in the team. All employees are more
or less satisfied with the team they work in. Their team is a source of inspiration for them
to perform better at their job in most cases and they feel support from their team when they
need it. It seems the employees have good relationships which make the work more

enjoyable and easier because they can rely on each other.
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Figure 18: Question: Is your team a source of inspiration for you to

perform better at your job?
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From the theoretical part 1.4.1 is know that good relationships in the workplace are
supported by teambuilding activities. The employees regularly go to a summer house once
a year, organize a grill party and a Christmas party. Other teambuilding activities are rather
spontaneous. Sometimes they go for a beer, a ride on go karts, exit games or they celebrate
birthdays and other special occasions. The management of the company then expects a
support of good relationships in the workplace and relax from work. Part of some
teambuilding activities, e.g. the summer house, is to work on the development of Weboo
(Greplova, Appendix II). Most of the employees participate in these activities or they plan
on doing so in the future. The major benefit for them is that they get to know each other
outside of the office environment which strengthens their relationships in the team and
creates a pleasant atmosphere. It also is an opportunity to talk about problems and it leads
to a better understanding of the co-workers as individuals.

3) Working Hours
All employees are very satisfied with their working hours except for one. This one
employee often works overtime. Nevertheless, he expressed that he does not mind working
overtime hours. Therefore, it is hard to determine where the roots of his dissatisfaction are.
Employees of the company have flexible working hours, meaning that they can come to
work basically at any time they want. They have an 8-hour work day and the time for
breaks is not strictly defined. This gives the employees freedom and a possibility to adjust
their working time to their other activities. Six employees have to occasionally work
overtime. However, it does not cause employee dissatisfaction because none of those
people find working overtime problematic. Three employees who would mind working
overtime are not asked to do so very often or not at all.

Home office is primarily used by people on positions such as copywriter, junior
graphic designer, developer and by the SEO and one PPC specialist. On the other hand,
people who have a greater responsibility, e.g. the developer leader, marketing leader or
director, are usually present in the office during their working hours. The opportunity to
choose from where the employees want to work is a form of benefit which seven out of
sixteen employees appreciate. Other employees probably prefer to work in the office or
cannot work from home. That might be mainly the programmers or developers who may
need the equipment which is available only in the office, e.g. high-performance computer

or three monitors.



TBU in Zlin, Faculty of Humanities 58

1 1
0 - -
yes somewhat yes somewhat no no

Figure 19: Question: How often do you work from home?

(home office)

4) Reward System
Employees in Weboo have fixed monthly salary supplemented by benefits. The majority of
all employees is rather satisfied with the way they are rewarded for their work and loyalty
to the company. Half of all employees voted somewhat yes and two voted yes — very
satisfied. Three people are rather dissatisfied and the next three are completely dissatisfied.
Dissatisfaction occurs amongst people for whom there is very small possibility of a career
growth (programmer, graphic designer, developer). All the three employees would
appreciate the possibility of a career growth. Presumably, because it might lead to higher
rewards. Moreover, one of them thinks that he/she” will probably not be working for the
company in three years and another one is quite sure about it. This decision might be

caused by the dissatisfaction with their salary as seen in the questionnaire.

° With respect to the anonymity of the questionnaire the gender is not mentioned in this case.
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yes somewhat yes somewhat no no

Figure 20: Question: Do you feel that you are adequately rewarded

for your work and loyalty to the company?

As for the benefits, the rate of satisfaction with them is higher than with the overall reward
system. The most favourite benefit is the MultiSport card'®, the card has multiple uses and
everyone can choose what suits them best. The next benefits that employees appreciate are
flexible working hours and the possibility of working from home.

Suggestions for new benefits contain mainly meal vouchers, financial rewards in form
of a commission from a trade and a bonus at least once per year. Employees would
appreciate pension contributions, holiday allowances and transport compensations as well.

The implementation of these benefits depends on the company’s financial possibilities.

10 “MultiSport programme: the concept of motivation for employees to engage in regular exercise and
relaxation” (source: https://multisport.cz/en/). Holders of this card can use it in Zlin to visit e.g. the Sky Gym,
Fitness Relax, Soln4 jeskyn¢ a polarium Solanka, Sporcentrum Maty, Sportovni centrum Heat Fit and more.
However, they can use it all around the Czech Republic and Slovakia (source:

https://multisport.cz/en/?s=&town=Z1%C3%ADn).


https://multisport.cz/en/
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Figure 21: Question: Are you satisfied with the benefits your

company offers to you?

5) Working Environment
The company has an open office environment. They have decided for this office layout
because it simplifies the communication. Employees often work on one project with people
from different departments. The open office environment saves time when something
needs to be discussed. Moreover, it supports the company culture which is based on
openness and communication. Open office layout might strengthen the relationships and
enable employees to better get to know each other (Greplova, Appendix II).

Employees are highly satisfied with this type of office. Only one employee is a little
dissatisfied. Factors which cause his dissatisfaction are noise, bad air in the office,
colleagues’ phone calls and chats of colleagues. These factors often disturb other
employees as well. Moreover, one employee mentioned noisy printer which might be
solved by moving the printer to other room or buying a new one. Nevertheless, employees
who do not want to be disturbed by other people can move to another room which is
available for them in the premises. Of course this solution does not include people who
cannot move their computers. Those are mainly programmers, developers and graphic
designers. However, according to the results of the questionnaire, people at this job

positions are satisfied with the working environment.
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9.5 Suggestions and Recommendations

Things that help individual employees to be productive and do their job well differ with
regard to their job position. For programmers it is important to have a high-performance
technical equipment. On the other hand, for people who do a more creative job, e.g. SEO
and PPC specialist, it is important to have a possibility to change the place they work in, to
work in a quiet environment or to listen to their own music, to have an access to the
Internet and to have regular breaks. The most of all employees agreed that motivation,
good team and relationships in the workplace, financial rewards, work environment and
overall atmosphere at work all have a positive influence on their performance.

As financial rewards are important for employees to be satisfied, some of them suggest
changes in the reward system, higher salary, bonuses and other benefits like meal vouchers
etc. Possible increase of the salaries or bonuses depend on the financial state of the
company.

Some employees wish not only for financial rewards but they also need a bigger
motivation from the management, better engagement of the management and a greater
ability to be praised for a job well done. One employee would appreciate regular feedback
on the work done. The management should take it into consideration and thinks about a
plan of motivation and feedback for the employees. After a project is done, the team could
have a short meeting with the management of the company and briefly evaluate the
process. What was done well, what should they avoid next time etc.

The company can consider announcing the employee of the month reward. Not only
will the employees know that the management appreciates their work but it will serve as a
motivational tool as well. I would not suggest defining any rules of choosing the candidate,
because it might create pressure on employees. The employee might be chosen based on
his above the standard work performance, willingness to often work overtime or gaining a
valuable client. He/she can be rewarded for helping others or even for bringing positive
energy to the team. The management can be creative in regard to the form of the reward as
well. It does not necessarily have to be a financial reward. The reward can be a cake with a
flavour and design which the employee likes. At the end of each month a meeting will take
place and the employee of the month will be announced. All employees can then eat the
cake, have a coffee together, talk about the performance in the last month and about
random things from their lives. This will result in a strengthening of relationships. It is

important to be careful ensure the employee of the month reward does not lead to jealousy



TBU in Zlin, Faculty of Humanities 62

and does not have a negative effect on the employees’ relationships. The price of the cake
is around 1000 CZK'!, plus the hourly wage of each participant must be added to the costs
as well.

The employee of the month might be presented on the company’s websites and social
media as well. There can be posted his photo with a comment on his performance, the
reason he was rewarded and the value he brings to the company. It will strengthen the
employer-employee relationship. Moreover, the company’s clients and other fans on its
social media accounts will have a chance to get to know the employees and overall

company deeper.

! Price for a cake for 18 people: http://dortyposkocil.cz/dorty/; http://www.cukrovita.cz/dorty-zlin.php.


http://dortyposkocil.cz/dorty/

TBU in Zlin, Faculty of Humanities 63

10 COMPANIES COMPARISON

The intention of this chapter is to compare working conditions of each company and their
influence on employee satisfaction and fluctuation. The comparison is based on the
interviews with the personalists of each company and on the questionnaires.

First of all, it is important to clarify the main differences between the two companies
and their influence. Marketsoul s.r.o0. has been operating on the market since January 2016
while Weboo s.r.o since February 2014 and its history goes even further back to 2007. The
length of the existence of the company might have an impact on its financial stability and
the fluctuation rate which is low in the Weboo company (Greplova, Appendix II). On the
other hand, the fluctuation rate in the Marketsoul company is higher. It might be caused by
the performance-based salary. Some employees find out that it does not suit them and
leave the company (Hordk, Appendix I). The team of Marketsoul consists of six men and
around eight to nine externists. On the other hand, the team of Weboo includes ten men,
six women and they want to avoid having any external staff. The team composition and
number of people in the team might influence the overall company culture and stability of
the company as well. The team which consists only of internal personnel is more stable and
the communication is easier. When the company has a large number of externalists, the
communication is more difficult and the company is not united (Horak, Appendix I).

1) Company Culture
The company cultures in both companies are based on openness, communication and
freedom. The company cultures are supported by the company structures which are in both
cases functional structures. However, the structure in Marketsoul tends to be more “flat” as
there is a lower number of employees and they are not divided into departments as they are
in Weboo. The lower number of employees in Marketsoul creates a high opportunity for a
career growth. Considering the future growth of the company, people will have an
opportunity to become heads of various departments. The vision of this possibility might
be tempting for new potential employees. Nevertheless, employees in Weboo have a
possibility of career growth as well. The difference in the questionnaire results stems from
the fact that in Weboo, there exist positions that do not generally offer a possibility of
career growth. These positions are a programmer, senior graphic designer and developer.
In Marketsoul, on the other hand, these roles are fulfilled by externists. This might have

caused a disparity in the results.
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To summarize, the possibility of career growth is comparable in both companies.
However, in Marketsoul, the progress might be faster as the company currently struggles

with employee shortage and needs to occupy position with a great responsibility, e.g.

19% (3)
56% (9)
25% (4)

=yes = No,butldon'tmind = No, butl would appreciate it

project manager.

Figure 23: Question: Is there an opportunity of career growth in the

company? (Weboo s.r.0.)

0% (0)
17% (1)

83% (5)

=yes  =No, butldon'tmind =No, but would appreciate it

Figure 22: Question: Is there an opportunity of career growth in the

company? (Marketsoul s.r.0)



TBU in Zlin, Faculty of Humanities 65

2) Team
One of the strengths of both companies is in the team itself. Considering the
questionnaires’ results, both teams seem to be composed of people who are responsible and
have good relationships in the workplace. Employees of both companies feel satisfied in
their teams. Moreover, the majority of all employees feels to be inspired by their team and
can rely on their colleagues when they need advice. The good atmosphere that is created by
the employees creates a positive image of the company when they share their satisfaction
with their friends or on social media. The positive view of the company might attract new
employees to join their team. Companies have Facebook profiles through which they share
pictures and videos from their working environment and teambuilding activities. Through
sharing these moments companies enable people to see behind the scenes and show them
how their teams work.
3) Working Hours

Large number of employees in both companies expressed that they consider the working
hours a benefit. The working hours are flexible in both companies, yet there is a difference
between them. Employees of Weboo work 8 hours per day from Monday to Friday and it is
up to them what time they come to work at. Employees of Marketsoul do not have
specified working hours. They have to finish their work no matter how long it will take
them as long as they meet the deadlines (see chapter 4.1.2). In both cases, employees have
control over their time and can adjust their working time with regard to their leisure time
activities. The form of no time-framed working hours in Marketsoul might be seen as both
— advantage and disadvantage. Either an employee does his job quickly and has more free
time or it takes him more time and he works more than eight hours per day. This depends
on each individual person, but it seems that employees with time-framed working hours are

a little bit more satisfied.
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Figure 25: Question: Are you satisfied with your working hours?
(Marketsoul s.r.0.)
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Figure 24: Question: Are you satisfied with your working hours?
(Weboo s.r.0)



TBU in Zlin, Faculty of Humanities 67

4) Reward System
One of the main differentiations of the companies is the reward system. In the Weboo
company employees have fixed monthly pay plus possible overtime and benefits. Meaning
that the employees get the same amount of money each month, not less. No matter how
much work they have done as long as they were at work at least 160 hours per month. In
contrast with that, employees in the Marketsoul company have low fixed pay and their
monthly salary depends on their performance. Therefore, the employees have different
salary each month. The system of performance based salary should serve as a motivation
for the employees. That might attract mainly young people who have no obligations to
their own families. If the person is hard working, he can earn more money than he would
in a company with fixed monthly salary. However, it is more mentally demanding and the
reward system might be one of the reasons why the fluctuation in the Marketsoul company
is higher than in the Weboo company (Greplova, Appendix II; Hordk, Appendix I).

The benefits each company offers are limited by their financial possibilities. Therefore
Weboo, the company with a longer existence, can afford to offer benefits like the
MultiSport cards which the majority of employees uses. Nevertheless, employees of both
companies appreciate mainly benefits which are not costly, including flexible working
hours, possibility of home office, free coffee and friendly atmosphere in the office.
Teambuilding activities might be also seen as a benefit. People who like team sports might
prefer working for the Marketsoul as the employees regularly play volleyball together.
Their occasional teambuilding activities are often sport-based as well. On the other hand,
people who prefer going to the fitness centres or do not like sports at all might prefer
working for Weboo. The Multisport card gives them many options of spending their free
time — fitness centre, wellness and other leisure time activities.

Benefits might be an opportunity to differentiate working conditions of the company
from their competition. Not only do they attract new employees but they can also have an
impact on current employees and their longer stay in the company. When the person starts
using the Multisport card in Weboo regularly or gets used to play volleyball with his
colleagues in Marketsoul every week, he will take these aspects into consideration when
thinking about changing his job.

5) Working Environment
The companies’ premises were observed during the interviews with the personalists. The
interview in the Weboo company was on Thursday at 10 a.m., and there were around ten

employees in the office at that time. The environment was quiet, and some people listened
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to music in their headphones. The interview took place in a meeting room where
appointments with clients or company’s meetings are held. The student was offered coffee.
Some of the employees consider having free coffee in the office their favourite benefit.
There was also a separate room with a couch built with pallets. The employees themselves
designed the room and assembled the furniture. They can go to this place when they want
to work alone or when they need to work in a team and discuss projects.

The interview in the Marketsoul company was on the same day at 4 p.m., and no other
employees were present in the company at that time. There was one open office, one small
meeting room for appointments with clients and one larger meeting room for employees’
meetings. Employees can go to the separate meeting rooms when they want privacy and do
not want to be disturbed. The interview took place in the smaller meeting room, and the
student was offered a coffee in this company as well. Some employees of Marketsoul
consider free coffee in the office as their favourite benefit too.

Although many studies in the theoretical part point out the disadvantages of an open
office environment, employees of both companies are satisfied in this type of office. The
working environments in both companies are similar. Therefore, it would probably not
play a significant role while choosing one company over the other. People who prefer to
work alone have a possibility to work in a separate room in both companies. However, the
work in an online marketing agency often involves teamwork which is facilitated by the

open office environment.
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CONCLUSION

The purpose of this thesis was to analyze the level of employee satisfaction in two different
companies operating in the field of online marketing. As both companies, Marketsoul s.r.o.
and Weboo s.r.o, are based in Zlin, they are competition to one another in the labour
market. The thesis includes not only the analysis of employee satisfaction of both
companies but also a comparison of their working conditions. The intention of the
comparison was to describe the differences in the working conditions and how could such
conditions affect the success rate of recruiting new employees.

The thesis was divided into theoretical and practical part. The theoretical part deals
with some of the most important aspects that have an influence on overall employee
satisfaction. It includes company culture, leadership, working hours, reward system and
working environment. The last chapter of the theoretical part describes different research
methods and data analysis some of which were then used for the analysis in the practical
part.

The practical part includes an introduction of each company followed by an evaluation
of questionnaires filled out by employees of both companies. The data for companies’
descriptions were collected by interviews with personalists of each company. This
information was also used to help create the questionnaire. The questionnaire deals with
some of the most important aspects influencing employees’ wellbeing in the companies.
The answers were illustrated in graphs and the most relevant questions were commented
and supplemented by information from the interviews. Lastly, the working conditions of
both companies and their influence on employee loyalty and satisfaction were compared.

The results of the analysis of the Marketsoul company showed that employees are
satisfied with overall working conditions. They mostly appreciate the dynamic
environment of the company, flexible working hours and the team they work in. The
weakness of the company is its instability arising primarily from the short existence of the
company. The area which concerns most employees is finances. Their higher satisfaction
could be achieved mainly by changes in the reward system including higher fixed pay,
holiday allowances, meal vouchers and more. Better stability of the company might be
built by having less external staff as well. The Marketsoul company is suitable mainly for
young people who feel comfortable in fast-moving conditions and are resilient. Having
performance-based salary, as people in Marketsoul have, is mentally demanding. However,

it can serve as a motivator for employees to perform their best. At the end of the company
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analysis the student recommended ways to reach new employees which they are currently
struggling with.

The results of the research in the Weboo company showed positive outcomes as
well. The employees highlighted their satisfaction with their team, benefits, flexible
working hours and overall pleasant atmosphere in the company. Although employees
would appreciate changes in the rewards in form of a higher salary and financial bonuses,
they would also welcome changes that are not that financially demanding. The
management of the company could achieve higher employee satisfaction by greater ability
to praise the employees for a job done well, by giving them regular feedback on their work
and by motivating them to perform their best at work. That might be achieved by greater
engagement of the management itself. Consequently, the student recommended a new way
of rewarding employees.

The main differences between the companies arise from the length of their existence.
Weboo, the company with the longer existence, tends to be more stable in terms of
finances and fluctuation. The higher fluctuation rate in the Marketsoul company might be
caused by the insufficient reward system as people get performance-based salaries. Greater
stability of the Weboo company and fixed pay might be more attractive to the majority of
people. However, the Marketsoul company could attract people who desire career growth

and the possibility to increase their salary with their performance.



TBU in Zlin, Faculty of Humanities 71

BIBLIOGRAPHY

Armstrong, Michael. 2003. A Handbook of Human Resource Management Practice. 9th
ed. London: Kogan Page.

Armstrong, Michael. 2015. Armstrong’s Handbook of Reward Management Practice. 5th
ed. London: Kogan Page.

Armstrong, Michael. 2016. Armstrong’s Handbook of Management and Leadership for
HR: Developing Effective People Skills and Better Leadership and Management . 4th
ed. London: Kogan Page.

Armstrong, Michael, and Stephen Taylor. 2017a. Armstrong’s Handbook of Human
Resource Management Practice. 14" ed. London: Kogan Page.

Armstrong, Michael. 2017b. Armstrong on Reinventing Performance Management:
Building a Culture of Continuous Improvement. London: Kogan Page.

Bartova, Dominika. 2016. “Revoluce v HR. St&sti v praci jako hlavni naplii Chief
Happiness Officera.”

Becker, Franklin. 2002, “Improving Organisational Performance by Exploiting Workplace
Flexibility.” Journal of Facilities Management 1, no. 2: 154-162.
https://doi.org/10.1108/14725960310807890.

Bednat, Vojtéch. 2018. Jak omezit fluktuaci a udrzet si zaméstnance manazerskymi
nastroji. Prague: Grada.

Bélohlavek, Frantisek, Pavol Kost'an, and Oldtich Sulet. 2006. Management. Brno:
Computer Press.

Bélohlavek, Frantisek. 2016. 25 typu lidi: jak s nimi jednat, jak je vést a motivovat. 3rd ed.
Prague: Grada.

Belosic, Jim. 2014. “3 Reasons Open Office Plans Are Better After All.” Accessed: March
12, 2018. https://www.inc.com/jim-belosic/3-reasons-the-open-office-concept-is-
good-for-leaders.html.

Berglova, Lucie, et. al. 2017. “Zaméstnanecké benefity a dané.” Accessed: March 19,
2018. http://www.businessinfo.cz/cs/clanky/zamestnanecke-benefity-a-dane-
93526.html.

Bianca, Audra. n.d. “Strategic Management With Long and Short Term Objectives.”
Accessed: March 19, 2018. https://yourbusiness.azcentral.com/strategic-management-

long-short-term-objectives-25629.html.



TBU in Zlin, Faculty of Humanities 72

Blake, Brock. 2015. “21 Employee Perks That Attract The Best Talent.” Accessed:
December 27, 2017. https://www.forbes.com/sites/brockblake/2015/02/24/21-
employee-perks-that-attract-the-best-talent/#6c4a87a2114e.

Bock, Laszlo. 2015. Novda pravidla: Google — pohled zevnitr.: zméni vas pristup k Zivotu v
praci. Translated by Bronislava Bartoniova. Prague: Prah.

Bragg, Steven. 2017. “The Difference Between Salary and Wages.” Accessed: March 17,
2018.

Bryman, Alan, and Emma Bell. 2015. Business Research Methods. 4th ed. Oxford: Oxford
University Press.

Bufinsk4, Barbora. 2017. “Prace neni vSechno, v ¢eskych firméach se zabydluje neomezena
dovolend.” Accessed: https://www.novinky.cz/finance/449571-prace-neni-vsechno-v-
ceskych-firmach-se-zabydluje-neomezena-dovolena.html.

Business Dictionary. n.d. “Job Rotation.” Accessed: March 17, 2018.
http://www .businessdictionary.com/definition/job-rotation.html.

Business Dictionary. n.d. “Long Term Objectives.” Accessed: March 19, 2018.
http://www.businessdictionary.com/definition/long-term-objectives.html.

Caruso, David R., and Peter Salovey. 2004. The Emotionally Intelligent Manager: How To
Develop and Use the Four Key Emotional Skills of Leadership. San Francisco: Jossey-
Bass.

Champion-Hughes, Ruth. 2001. “Totally Integrated Employee Benefits.” In Public Human
Resource Management, 287. Dallas: University of Texas.
http://journals.sagepub.com/doi/abs/10.1177/009102600103000302?journal Code=ppm
d.

Chartered Management Institute. 2011. “Setting SMART Objectives Checklist 231.”
Accessed: March 26, 2018.
https://www.managers.org.uk/~/media/Files/Campus%20CMI/Checklists%20PDP/Set
ting%20SMART%200bjectives.ashx.

Church, Michael O. 2015. “What Are the Pros and Cons of an Open-Office Floorplan?”
Accessed March 12, 2018. http://fortune.com/2015/03/18/pros-and-cons-open-office-
floorplan/.

Coleman, John. 2013. “Six Components of a Great Corporate Culture.” Accessed January

11, 2018. https://hbr.org/2013/05/six-components-of-culture.


https://www.forbes.com/sites/brockblake/2015/02/24/21-employee-perks-that-attract-the-best-talent/#6c4a87a2114e
https://www.forbes.com/sites/brockblake/2015/02/24/21-employee-perks-that-attract-the-best-talent/#6c4a87a2114e
http://journals.sagepub.com/doi/abs/10.1177/009102600103000302?journalCode=ppmd
http://journals.sagepub.com/doi/abs/10.1177/009102600103000302?journalCode=ppmd

TBU in Zlin, Faculty of Humanities 73

Corpas, Manuel. 2009. “Apple’s Core Values According to its CEO Tim Cook.” Accessed
January 11, 2018. https://cambridgeprecisionmedicine.com/2009/03/08/apples-core-
values-according-to-its-ceo-tim-cook/.

Craig, William. 2014. “What Is Company Culture, and How Do You Change 1t?”
Accessed January 9, 2018.
https://www.forbes.com/sites/williamcraig/2014/10/24/what-is-company-culture-and-
how-do-you-change-it/#2e1b3100b308.

Creswell, John W. 2014. Research Design: Qualitative, Quantitative and Mixed Method
Approaches. 4th ed. Los Angeles: Sage.

Daft, Richard L. 2014. New Era of Management. 11th ed. Australia: South-Western
Cengage Learning.

Dlouha, Petra. 2018. “Dohoda o provedeni prace a dohoda o pracovni ¢innosti 2018.”
Accessed March 18, 2018. https://www.penize.cz/mzda-a-plat/329866-dohoda-o-
provedeni-prace-a-dohoda-o-pracovni-cinnosti-2018-rady-a-kalkulacka.

Dostal, Dalibor. 2014. “Varovani: kancelare Skodi zdravi.” Accessed: March 20, 2018.
https://www.euro.cz/byznys/varovani-kancelare-skodi-zdravi-1077732.

Doyle, Alison. 2018. “Types of Employee Benefits and Perks.” Accessed: March 19, 2018.
https://www.thebalance.com/types-of-employee-benefits-and-perks-2060433.

Ergonomics Plus. n.d. “Workplace Ergonomics 101.” Accessed: March 20, 2018.
http://ergo-plus.com/workplace-ergonomics/#intro.

Firemni Skolky. n.d. “Dotace z EU.” Accessed: December 27, 2017.
http://www.firemni-skolky.cz/220--dotace z eu.

Flatworld Solutions. n.d. “What Are Different Types of Questionnaires.” Accessed March
16, 2018. https://www.flatworldsolutions.com/research-analysis/articles/different-
types-questionnaires.php.

Fuller, Alison, Anne Munro, and Helen Rainbird, eds. 2004. Workplace Learning in
Context. London: Routledge.

Geoffrey, James. 2017. “Open-Plan Offices Kill Productivity, According to Science.”
Accessed March 4, 2018. https://www.inc.com/geoffrey-james/science-just-proved-
that-open-plan-offices-destroy-productivity.html.

Horvatova, Petra, Jiti Blaha, and Andrea Copikova. 2016. Rizeni lidskych zdrojii: nové

trendy. Prague: Management Press.


https://www.penize.cz/mzda-a-plat/329866-dohoda-o-provedeni-prace-a-dohoda-o-pracovni-cinnosti-2018-rady-a-kalkulacka
https://www.penize.cz/mzda-a-plat/329866-dohoda-o-provedeni-prace-a-dohoda-o-pracovni-cinnosti-2018-rady-a-kalkulacka
https://www.thebalance.com/types-of-employee-benefits-and-perks-2060433
https://www.inc.com/geoffrey-james/science-just-proved-that-open-plan-offices-destroy-productivity.html
https://www.inc.com/geoffrey-james/science-just-proved-that-open-plan-offices-destroy-productivity.html

TBU in Zlin, Faculty of Humanities 74

Hull, Patrick. 2012. “Be Visionary. Think Big.” Accessed January 11, 2018.
https://www.forbes.com/sites/patrickhull/2012/12/19/be-visionary-think-
big/#3c4b3e593c17.

IBM. n.d. “Shift Patterns.” Accessed March 18, 2018.
https://www.ibm.com/support/knowledgecenter/en/SSY487/com.ibm.netcool OMNIb
usaas.doc_1.2.0/concept/emaas_ins_shiftpatterns.html.

Ikea. n.d. “The Ikea Vision.” Accessed January 11, 2018.
http://www.ikea.com/ms/en_CA/the ikea story/working at ikea/our vision.html.

Jovanovic, Dragana, and Marina Matejevic. 2014. “Relationship Between Rewards and
Intrinsic Motivation for Learning — Researches Review.” Procedia — Social and
Behavioral Sciences 149, (September): 456-460.
https://doi.org/10.1016/j.sbspro.2014.08.287.

King-Hill, Sophie. 2015. “Critical Analysis of Maslow’s Hierarchy of Need. The STeP
Journal (Student Teacher Perspectives) 2, no. 4: 54-57.
https://ojs.cumbria.ac.uk/index.php/step/article/view/274.

Konnikova, Maria. 2014. “The Open-office Trap.” Accessed March 3, 2018.
https://www.newyorker.com/business/currency/the-open-office-trap.

Krasovskyj, Dmytro. 2017. “Home office dle novely zékoniku prace.” Accessed: March
20, 2018. https://www.pravniprostor.cz/clanky/pracovni-pravo/home-office-dle-
novely-zakoniku-prace.

Kumar, Ranjit. 2011. Research Methodology: a Step-by-Step Guide for Beginners. 3rd ed.
Los Angeles: Sage.

Labour Code. 2016. “No. 262/2006 Coll.” Accessed: March 7, 2018.
http://www.suip.cz/_files/suip-556fflc16cd19a40c3819¢5¢c1d965b85/labour code.pdf.

Lee, So Young, and Jay L. Brand. 2005. “Effects of Control Over Office Workspace on
Perceptions of the Work Environment and Work Outcomes.” Journal of
Environmental Psychology 25, no. 3: 323-333.
https://doi.org/10.1016/j.jenvp.2005.08.001.

Lukasova, Rtzena. 2010. Organizacni kultura a jeji zmena. Prague: Grada.

Macey, William H., and Benjamin Schneider. 2008. “The Meaning of Employee
Engagement.” Industrial and Organizational Psychology 1, no. 1: 3-30. DOI:
10.1111/.1754-9434.2007.0002.x.

Marketsoul. n.d. “Uvod.” Accessed: March 24, 2018. http://marketsoul.cz.


https://www.forbes.com/sites/patrickhull/2012/12/19/be-visionary-think-big/#3c4b3e593c17
https://www.forbes.com/sites/patrickhull/2012/12/19/be-visionary-think-big/#3c4b3e593c17
https://doi.org/10.1016/j.jenvp.2005.08.001

TBU in Zlin, Faculty of Humanities 75

McLeod, Saul. 2017. “Maslow’s Hierarchy of Needs.” Accessed January 31, 2018.
https://www.simplypsychology.org/maslow.html.

Messinger, Leah. 2015. “Is a Chief Happiness Officer Really the Best Way to Increase
Workplace Happiness?” Accessed January 13, 2018.
https://www.theguardian.com/sustainable-business/2015/aug/26/chief-happiness-
officer-cho-employee-workplace-woohoo-google.

Midamerica Nazarene University. 2015. “Nothing Less Than Excellence: How
Organizational Leadership Informs the Core Values of Top Tech Firms.” Accessed
January 11, 2018. https://www.mnu.edu/graduate/blogs-ideas/how-organizational-
leadership-informs-the-core-values-of-top-tech-firms.

Morgan, Jacob. 2014. The Future of Work: Attract New Talent, Built Better Leaders, and
Create a Competitive Organization. Hoboken: Wiley.

Morgan, Jacob. 2016. “Are open Office Spaces Good or Bad?” Accessed March 12, 2018.
https://www.inc.com/jacob-morgan/are-open-office-spaces-good-or-bad.html.

Ministerstvo financi. 2014. “Mzdy.” Accessed March 1, 2018.
http://www.ministerstvofinanci.cz/detail-clanku/43 mzdy.html.

Ministerstvo prace a socialnich véci. n.d. “Informace o minimélni mzdé¢ od 1. ledna 2018.”
Accessed: March 1, 2018.
https://www.mpsv.cz/files/clanky/31800/Informace o MMe od 1 ledna 2018 na w
eb MPSV.pdf.

Miihlfeit, Jan, and Melina Costi. 2017. Pozitivni leader: jak energie a Stésti pohanéji
Spickové tymy na cesté k uspéchu. Brno: Management Press and Albatros Media.

Nichol, Jamie. n.d. “Pros and Cons of a Result Only Work Environment (ROWE).”
Accessed: April 19, 2018. https://cultureiq.com/results-only-work-environment-rowe/.

Perkins, Abby. 2017. ,,Do Results-Only Workplaces Really Work?* Accessed: April 19,
2018. https://www.business.com/articles/do-results-only-workplaces-really-work/.

Pleskové, Veronika, Marianna Carska, and Alena Vajsova. 2013. “Tzv. home office v
Ceské republice a na Slovensku.” Accessed: March 20, 2018.
https://www.epravo.cz/top/clanky/tzv-home-office-v-ceske-republice-a-na-slovensku-
90996.html.

Provaznik, Jan. 2014. Celostni management. 3rd ed. Bratislava: IRIS.

Robinson, Dilys, Sarah Perryman, and Sue Hayday. 2004. The Drivers of Employee
Engagement. Brighton: IES. http://www.employment-
studies.co.uk/system/files/resources/files/408.pdf.


https://www.epravo.cz/top/clanky/tzv-home-office-v-ceske-republice-a-na-slovensku-90996.html
https://www.epravo.cz/top/clanky/tzv-home-office-v-ceske-republice-a-na-slovensku-90996.html

TBU in Zlin, Faculty of Humanities 76

Rezag, Jaromir. 2009. Moderni management: manazer pro 21. stoleti. Brno: Computer
Press.

Saris, Willem E, and Irmtraud N. Gallhofer. 2014. Design, Evaluation, and Analysis of
Questionnaires for Survey Research. 2nd ed. Hoboken: John Wiley & Sons.

Saunders, Mark, Philip Lewis, and Adrian Thornhill. 2016. Research Methods for Business
Students. Tth ed.

Sekaran, Uma, and Roger Bougie. 2016. Research Methods for Business: a Skill-Building
Approach. Tth ed. Chichester: Willey.

Shellenbarger, Sue. 2017. “Why You Can’t Concentrate at Work.” Accessed March 4,
2018. https://www.wsj.com/articles/why-you-cant-concentrate-at-work-1494342840.

Sinek, Simon. 2011. Start With Why: How Great Leaders Inspire Everyone to Take Action.
Great Britain: Portfolio Penguin.

Singh, KJ. 2010. “What Are the Types of Questionnaire?”” Accessed March 16, 2018.
https://www.mbaofficial.com/mba-courses/research-methodology/what-are-the-types-
of-questionnaire/.

Spiegelman, Paul. 2012. “10 Elements of Great Company Culture.” Accessed January 11,
2018. https://www.inc.com/paul-spiegelman/great-company-culture-elements.html.

Surbhi, S. 2015. “Difference Between Salary and Wages.” Accessed March 18, 2018.
https://keydifferences.com/difference-between-salary-and-wages.html.

TOMS. n.d. “Supply Chain Disclosure.” Accessed January 11, 2018.
http://www.toms.com/supply-chain-transparency.

TOMS. n.d. “Our Impact.” Accessed January 11, 2018. http://www.toms.com/improving-
lives.

One for One. n.d. “Ptibéh TOMS.” Accessed March 19, 2018. http://one-for-one.cz.

University of New Haven. 2016. “Employee Benefits Summary.” Accessed December 27,
2017. https://unh-web
01.newhaven.edu/wwwmedia/portal/hr/10%20Benefits%20News/UNH%20Annual %2
00pen%20Enrollment%20Newsletter.pdf.

Hongisto, Valtteri, et. al. 2016. “Refurbishment of an Open-Plan Office — Environmental
and Job Satisfaction.” Journal of Environmental Psychology 45: 176-191.
https://doi.org/10.1016/j.jenvp.2015.12.004.

Veftejny rejstiik a Sbirka listin. n.d. “Uplny vypis z obchodniho rejstiiku Marketsoul s.r.0.”
https://or.justice.cz/ias/ui/rejstrik-firma.vysledky?subjektld=921504&typ=UPLNY.


https://www.mbaofficial.com/mba-courses/research-methodology/what-are-the-types-of-questionnaire/
https://www.mbaofficial.com/mba-courses/research-methodology/what-are-the-types-of-questionnaire/
https://www.inc.com/paul-spiegelman/great-company-culture-elements.html
https://doi.org/10.1016/j.jenvp.2015.12.004

TBU in Zlin, Faculty of Humanities 77

Veftejny rejstiik a Sbirka listin. n.d. “Uplny vypis z obchodniho rejstiiku Weboo s.r.0.”
Accessed: March 24, 2018. https://or.justice.cz/ias/ui/rejstrik-
firma.vysledky?subjektld=858103&typ=UPLNY.

Weboo. n.d. “Weboo agentura.” Accessed: March 24, 2018. https://weboo.eu.

Wetherly, Paul, and Dorron Otter. 2008. The Business Environment: Themes and Issues.
Oxford: Oxford University Press.

Working Time Solutions. n.d. “Examples of Shift Patterns and Traditional Approaches to
Shift Working.” Accessed March 18, 2018. https://workingtime-solutions.com/insight-
and-events/blogs-latest-news/2017/01/examples-of-shift-patterns-and-examining-the-
traditional-approaches-to-shift-working.

Wrzesniewski, Amy, et al. 1997. “Jobs, Careers, and Callings: People’s Relations to Their
Work.” Journal of Research in Personality 31:21-33.
https://doi.org/10.1006/jrpe.1997.2162.



TBU in Zlin, Faculty of Humanities

78

LIST OF ABBREVIATIONS

OCB Organizational Citizenship Behaviour
CZK Czech crown — the currency of the Czech Republic

e.g. exempli gratia = for example
ie. id est = that is
S.I.0 spole¢nost s ru¢enim omezenym

ROWE Results Only Work Environment
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APPENDIX P I: Interview Stanislav Horak — Marketsoul s.r.o.

1) Kdy byla firma zaloZena?

V lednu 2016

2) Kolik ma firma zaméstnanca?

3 zaméstnanci na plny tivazek a dalsi 3 na dohodu, dale 3 externisté ze Zlina a dalSich
5-6 externisti mimo Zlin

3) Jaka je vize spolecnosti?

Byt strategickym partnerem v oblasti inovaci a pomoci modernich technologii délat
zivot spokojeng;si.

4) Jaké jsou kratkodobé cile spolecnosti?

Nemame piesné definovany seznam, ale mame planované mési¢ni obraty, které
chceme dosahnout, coZ je tedy zaméfené na obchod. Dale mame plan vyroby, ktery
bychom méli splnit ten dany mésic a zdrzet stabilni financni situaci.

5) Jaké jsou dlouhodobé cile spole¢nosti?

Tak daleko jako je 5 let zatim nevidime, ale tento rok bychom chté¢li o dalsich 100%
rust, co se tykd obratu, nevim, jestli se to promitne i v lidech ve stejném pomeru, ale
mame urceno zvysit o 100% obrat. Dale mame v planu rozvinou aktivity na Slovensku,
vytvofit tam v podstaté dalsi tym a uz se to 1 déje. Mame tam drobnou pobocku, ale
momentalné shanime vhodné lidi. Chceme udrzet néjakou ziskovost zakazek, ktera je
na urcitém procentu a mit spokojené zakazniky.

6) Jaka je pracovni doba? Maji zaméstnanci vymezeny ¢as na prestavky?

Tohle nemame néjak definované. Je pravidlo, které se dodrzuje od zacatku, ze zhruba
v 9 hodin zacina pracovni doba. Od 9 do 15 hodin by tady zaméstnanci méli byt, nebo
by méli byt na telefonu. Ale nikoho nehlidame. S obédy se pocita, ale nemame to dané,
kdyz si tieba jde$ potom do mésta jesté néco vyfidit nebo tak, neni zadny problém.

o Mate 8 hodinovou pracovni dobu?

Pracovni dobu nefeSime, soustfedime se spi$ na finance, vSechny cile se daji
prevést do penéz. Tieba vyroba mé néjaky cil, ktery musi splnit a jestli do
udéla za 2 dny a méla na to cely mésic nebo to udéla za mésic a pil a méla
na to mésic, tak to je problém. Ale je to tak, nemame to nijak jinak
definované.

o Jak tedy platite brigadniky, kdyz nemate uréenou pracovni dobu?
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Nejsou placeni od hodiny, jsou placeni na zakladé¢ vykonu. Brigadniky

mame vétSinou na obchod, takze jim davame urcité procento z obchodu,

které uzaviou, plus maji néjaky fixni plat.
7) Mohl/a byste stru¢né popsat, jaka je ve Weboo/Marketsoul firemni kultura?
V ramci firmy neméame néjaké presné pravidla. Dalo by se fict, Ze je to hodn¢ zalozené
na téch lidech a na té volnosti. Spoléha se na takovou tu sebereflexi a ctizadostivost
lidi. A Ze kdyz se citi blbé, tak to prosté feknou, kdyzZ se citi dobie, tak je to tady citit
v té atmosfére. Do té kultury firmy patii i sportovni aktivity, dbdme na to, ze kolik
jazykid umis, tolikrat jsi clovékem, takze podporujeme lid naptiklad kdyz se chtéji ucit
anglictinu. M¢li jsme tady lektora, kterého jsme platili a lidi chodili na jeho hodiny.
Méme tady takové pravidlo, ze chodime upraveni. Nechodime do prace v teplakach
s kSiltovkou, ale je tady néjaké uroven toho obleCeni. Mozna by se to dalo nazvat
sportovni elegance.
8) Jaké jsou hlavni hodnoty firmy?
Hodnoty jsou win-win. A to jak se zakaznikem, tak interné ve firmé, ve vztahu
k soukromému Zzivotu. M¢l by byt vSude, aby vSechny strany byly spokojené. Je to o
délani kompromisti a domluvé a hlavné¢ komunikaci. Kdyz dobfe komunikujete, tak
s nestane, Ze jeden by prohraval a druhy vyhraval, protoZe se to vzdycky vykomunikuje
tak, aby ob¢ strany z toho profitovaly. To plati i pfi naboru lidi, ze kdyZ n¢kdo chce vic
penéz, tak nejsme proti, de facto ndm nevadi, kdyz si n€kdo fekne 100 tis. za mésic, ale
nckde se to ve firmé& musi projevit. Jinak bude firma lose a on bude win. Dalsi hodnota
je 90% feSeni, 10% vymluv. To znamend, Ze kdyZz cokoliv nejde, tak se nefeSi ty
vymluvy (on mi to nedodal, on mi neodepsal), ale fesi se, co mizes udélat pro to, aby ti
to dodal. Nebo kdyz to nejde takhle naprogramovat, jak by to mohlo jit jinak. Dalsi
hodnota je drzet vlastni slovo, co feknes, tak to plati. Dale tam mame inovaci prace,
kterou délame, snazime se hledat nové zplisoby jak néco délat a nedostat se do kolecka,
které by nas omezovalo a nepfichazeli jsme s ni¢im novym.
9) Proc jste zvolili formu kancelari open office? Jaké v tom vidite vyhody?
Je to 1 kvtli tomu, Ze je nas zatim malo, ale zaroven kvili tomu, ze médme plochou
strukturu firmy. Neni jeden velitel a vSichni ostatni pod nim. Je to vice mén¢ ploché,
kazdy ma néjakou divizi na starost, nemame vylozené néjaké oddé¢leni. VSichni jsme
tedy na stejné trovni a kazdy se podilime na prospéchu té firmy stejnym dilem. Proto
tedy neni potfeba to néjak Skatulkovat a delat kancelafe. Mame to tedy vSechno

oteviené a je to 1 z toho diivodu, aby se nam lépe komunikovalo. Spousta véci se fesi
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instantné a je potieba reagovat rychle. KdyZ mé né€kdo dotaz, hned se musi zeptat atd.
Kdyby nékomu nevyhovovalo pracovat v open space, Castokrat se stava, ze kdyz se
potiebujes sousttedit, tak si das sluchatka a pokud potiebuje$ byt sam, tak si mutzes
sednout do téhle zasedaci mistnosti a nebo kolikrat lidi pracuji z domu. Pokud to
nevyzaduje komunikaci, ale jen praci na pocitaci.

10) Jaké poradate teambuildingy a jak casto?

Méme vanocni vecirky. Obcas jdeme na bowling, na motokary. A obecné to mame tak,
ze kdyz se ve firmé néco povede, tak si ddme Stamprlu, pfipijeme si. Potom kdyz je
potieba néco fesit, tieba néjaké problémy, tak se to kolikrat fesi v hospod€. V kultute
firmy mame také to, ze by ¢lovék mél byt fit, to mél kdysi 1 Bat'a. Chodivame alespoil
jednou za tyden, kazdy ctvrtek v 6 hod, hrat volejbal. Do télocvicny a v 1été€ na beach.
Obcas tam bereme 1 zdkazniky, takze je to takové free.

11) Jaky prinos od teambuildingli ocekavate?

Dobrou atmosféru do firmy a to, abychom dokazali nékteré véci hodit za hlavu, nebrali
je osobné a netahali je do volného Casu a ten volny cas si uzili jako lidé a vSichni
dohromady. Neni to o tom, ze feditel ted’ bude néco vic, ale vSichni se bavime stejné a
je to takova vice lidska tvar. Obecné by to mélo zlepsit vztahy ve firmé, vytvarime si
spole¢né zazitky.

12) Jaké benefity nabizite svym zaméstnancim?

Flexibilni pracovni doba, kterou nehliddme. Samoziejmé ty klasické zakonem dané
jako dovolena, sick days, day off. Samoziejm¢ v kancelafi mame zdarma kafe a dalsi
napojem. Kdyz zaméstnanci potiebuji, mizou si ptjcit firemni auto, j4 mam na firmu
notebook, telefon. Zaméstnancim davame firemni tarify, které mulZou pouzivat
kdykoliv, protoze jsou neomezené a je nam jedno, jestli vola rodin€¢ nebo vyfizuje
firemni véci. KdyZ je potieba, tak dostanou 1 telefony. V kancelatich mizou fesit co
chtéji, kdyz sem piijdou o vikendu a potiebuji studovat nebo psat bakalarku, tak
muzou. Takze tady maji néjaké zdzemi, vSichni maji klice. Obcas zaplatime
z firemnich penéz néjaké ty vylety, v 1été planujeme chatu, kterou také hradime. Ted’
ptjdeme nocni pochod Clay Eva. To je no¢ni pochod z HostiSové az do Bystfice pod
Hostynem, je to 35 km. Tam jsme vSichni ptihlaSeni a startovné je asi 100 K¢, tak to
hradi firma a podobné. Nebo naptiklad kdyz n€kdo piijde s néjakym Skolenim, které je
v ramci pusobnosti firmy, tak minimalné 50% z toho plati firma. Kdyz pfijde firma

s n¢jakym Skolenim, tak to celé hradi firma.
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13) Pro¢ by si potencionidlni zaméstnanec mél vybrat Vasi firmu pred Vasi
konkurenci?

Predpokladam, ze u konkurence by méli taky flexibilni dobu, ale pokud ne, tak by to
urcité byla ta flexibilita pracovni doby. Dale to, Ze tady nefeSime zadnou tu strukturu,
je to oteviené a v podstaté se tady muze projevit uplné kdokoliv. Kdyz nam nékdo
napise, Ze nikdy v tomhle oboru nepracoval, ale chce dostat ptileZitost a chce ukazat co
v ném je, mame na to pfimo pracovni pozici, ktera se jmenuje junior sniper. Takze ten
muze délat cokoliv, vyzkouset si to a muze se klidn¢ stat manazerem celé vyroby,
muze si vzit obchod na Slovensku, mize si vzit celou marketingovou komunikaci
firmy. Lidi se u nds miiZou rozvijet, ddvame jim ten prostor a financujeme to. Plus
mame v ramci firmy aktivity, které se nevztahuji vylozené jen k online marketingu, ale
mame mnoho piilezitosti oteviit — mizou si zkusit, jak se otevira e-shop a prodavat
montované domy. Mame téch ¢innosti vic, do kterych je mozné se zapojit a hledame do
nich néjaké Sikovného €loveéka. Od zacatku si ten business milZze rozvést s tim, Zze my
zabezpeCime jak financni stranku néjakym zplsobem, tak tu manazerskou, ZzZe
pomiiZzeme, poradime. Tahle prace neni Zadna sranda, coz se mize zdat jako nevyhoda,
ale ve skutecnosti je to spiS vyhodou, protoze nejsi ve své komfortni zoné, ale je to ta
diskomfortni zona, ve které se ten ¢loveék nejvic posouvéd a nejvic roste. Neddvame
lidem velké fixni platy, ale pfedem dané KPI (pzn. Key Performance Indicator). Pokud
je plni, tak si mizou vydé¢lat neomezené mnozstvi penéz a pokud je neplni, tak
nedostanou nic a je to jen dikaz toho, ze nejsou tak schopni. Takze ta moznost
kariérniho riistu a osobniho rozvoje by mohla byt také pro potenciondlni zaméstnance
zajimava. Celkova otevienost a svoboda v tom, v ¢em se uchytis.

14) Co délate pro to, abyste si udrzeli své zaméstnance? Co délate pro zvySeni

jejich spokojenosti?

SnaZime se jim prodat tu svoji filozofii. To, pro¢ chodi ¢lovek do prace neni vyloZené
jen kvuli tém penézim. At uz jsou takhle nebo takhle vysoké. Je to o tom, Ze je to musi
1 bavit a ze ma moznost podilet se na zajimavych projektech. A taky to, ze jsme tady
super parta lidi. To je to, co se jim snazime prodavat. Kromé téchto social véci mame
také véci jako ty Skoleni, snazime se do téch lidi investovat, nalévat do nich ty
védomosti, které ja nebo Pavel méame, jakozto nejstar$i zaméstnanci nebo clenové
tymu. Snazime se t€ém lidem piedévat maximum. Kdyz sem piijde nepopsany papir, tak
my ho dokazeme tak popsat, ze ten Clovék pak zvysi svoji hodnotu na tom trhu.

Dévame jim potad né&jaké challenge, aby neusnuli na vaviinech, potad je motivovat.
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15) Jaka je fluktuace zaméstnancii ve firmé?
No docela velka. Jsme v segmentu, kde pracuji mladi lidé a ti ¢asto nevédi, co chtéji a
nebo si mysli Ze jsou nékde a pfitom jsou jesté¢ na zacatku, ale vezmou si toho pftili§
moc na sebe a nevydrzi to a odejdou. A proto je ta fluktuace tak velkd. Je to taky tim,
ze nemame velkou fixni mzdu 25 tis. hrubého a 0dd€las si svoje a jdes s Cistou hlavou
domt. Ale délame prescasy a ten fixni plat je nizky, tak to je takova nevyhoda vici tém
lidem, ale je to vétsi vyzva.

16) Jaké pracovni pozice ve firmé mate a které pracovni pozice je momentalné
nejtézsi obsadit? (Pozn. vyjmenované pozice budou na vybér v dotazniku ot. Jaka
je vase pracovni pozice?)

ZkuSen¢ho account manaZera, schopného grafika a programdtora. To je takovy

evergreen tyhle tfi pozice.

o Jakym zpusobem zaméstnance hledate?

Hlavné ptes osobni kontakty, poptdvame se znamych, jestli o n€kom nevi,
to je ta prvni meta. Druh4 meta je Linked-in. Tieti je web trh, ddme inzerat,
ze potifebujeme néco vyrobit, ten ¢loveék se o to prihlasi, vyrobi to a kdyz
jsme s nim spokojeni, tak se s nim domluvime a najmeme ho na part time a
pracuje pro nas. A Ctvrty zpisob jak hledame, tak je facebook, udélame
promo piispévek, zvetfejnime to, ze hledame napt. kreativniho designéra,
pustime to na facebooku a cekdme kdo se ptihlasi.

17) Jakou formou Vam mohou zaméstnanci davat podnéty ke zménam ve firmé?

Bud’ na kvartdlnich poradach a nebo kdykoliv jindy. Na téch kvartalnich poradach

tteba padne otdzka, co by firma musela délat, aby v ni chtél skoncit a tim on vlastné

odpovi, co mu vadi. Jinak my to mame hodné oteviené a nemame v tomhle nastavené

z4dné¢ pravidla, vSechno se fesi operativné. To znamend, ze kdyz se né€kdo ve firme citi

Spatné, tak se to fesi hned, domluvi se schlizka s nékym.

18) Dostali jste nékdy od zaméstnance navrh na provedeni néjaké zmény ve

firmé? Pokud ano, jak jste potom postupovali?

Zalezi, jak moc finan¢né narocné to je, jestli je to moc narocné, tak si fekneme jestli je

to viibec potieba a jak rychle je to potfeba. A pokud je to nevyhnutné potieba zaridit,

tak se to zafidi. Pokud je to drahé a nepfinese to nic, tak ne. Pokud je to v pohodé, tak

to udélame hned.

19) Provadéli jste nékdy analyzu spokojenosti VaSich zaméstnanci? A pokud

ano, s jakymi vysledky?
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Mame kvartalni porady, kde si sedneme face-to-face s Pavlem jakoZto majitelem, kde
mame néjakou Sablonu, podle které jedeme. Je tam tfeba pifimo otazka jak jsi
spokojeny na Skéle od 1 do 10. Je tam hodnoceni zaméstnancii kolem -pracovni a
vztahovy. Co t€ motivuje, co ti pomiize pii praci, aby ses citil lip a tak. Potom
hodnoceni sama sebe — silné a slabé stranky. Dale si tam nastavuje$ a hodnotis cile,
které sis ty sdm dal a jak jsi je plnil, takZe si tohle kvartdln¢ revidujeS. A celkové

spokojenost lidi ve firmé se takhle fesi na téch kvartalnich poradach
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APPENDIX P II: Interview Marie Greplova — Weboo s.r.o.

1) Kdy byla firma zaloZena?

My jsme loni slavili 10. vyroci, takze rok 2007, kdyz to budeme brat od uplného
zakladu.

2) Kolik ma firma zaméstnanca?

V tuto chvili mame 17 zaméstnanct a z toho 2 jsou majitelé a jednatelé spolecnosti, 8
zaméstnancl na plny uvazek a zbytek jsou brigadnici.

3) Jaka je vize spolecnosti?

Nasi vizi je stat se partnerem pro nase klienty co se ty¢e kompletnich dodavek sluZeb
v oblasti online svéta a to vSechno in-house. Abychom neméli zadné externisty a
subdodavky a zvladli vSechno vytvofit u nas.

4) Jaké jsou kratkodobé cile spolecnosti?

Mame stanovené tak, Ze kazdy rok chceme obratove rlst. Zatim se ndm to daii plnit na
vic, nez jak to mame stanovené v tuhle chvili. Dale mame také cile co se tyce
spoluprace s klienty. Chceme rozSifovat nase portfolio sluzeb, coz se nam ne uplné
v tuto chvili dafi, protoze aktivné nabizet a rozSifovat naSe sluzby je naro¢né, kdyz
jsme v ¢asovém presu, kdyz méame kazdy hodné povinnosti.

o Takze mate 1 nékoho, kdo se zaméfuje na to, shan€t nové klienty, nebo si

klienti spi§ nachazi vas?

U nas je to spiS ten druhy zpasob. Nas princip spolupraci je hodné
postaveny na tom, ze chceme dlouhodobé spoluprace. Nespolupracujeme asi
s nikym, kdo by chtél jen néjakou jednordzovou sluzbu. Nasim cilem je, mit
toho klienta dlouhodobé a tim padem nam i hodné odpadé ta préce, co se
tyCe novych klienti, ale nefikdm, ze to nedélame. Ale nemdme zadného
obchod’aka, ktery jen oslovuje firmy.

5) Jaké jsou dlouhodobé cile spole¢nosti?

Abychom byli dobii v tom, co délame, abychom se dostate¢né¢ vzdélavali a inovovali

vSechny ty oblasti téch sluzeb, protoze ten online svét se hodné vyvijij. Pfed rokem

jsme zacali pracovat hodné s virtualni realitou. TakZe obecné, abychom tu kvalitu

sluzeb dokézali stale zvySovat a udrzet krok s témi trendy.

6) Jaka je pracovni doba? Maji zaméstnanci vymezeny ¢as na prestavky?
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Mame vymezeny pracovni ¢as, nemame vymezenou dobu na piestavky. Je to tak, Ze
jsou tady kufaci, ktefi si daji pauzu na cigaretu kdy chtéji, na obéd chodi kdo chce kdy
chce. Neni to tak, Ze by si nékde musel odpichnout, Ze byl na ob&d¢ piesné ptl hodiny.

o Ale né&jaky zpusobem se to tedy steiné snazite dodrzovat?

Ano, je to hodn¢ o té zodpovédnosti toho ¢lovéka. Kdyz nékdo potiebuje
ten den nékam jit, ma tfeba doktora nebo takhle, tak my vilbec nehrajeme na
n¢jaké propustky. Ono se celkem rychle projevi v tomhle malém poctu,
kdyz to nékdo zneuziva, je to celkem snadno viditelné. A my vétSinou o
sobé vime, protoze jsme i kamaradi, takze kdyz ma nékdo treba zdravotni
problémy, tak to vime a nemdme to tak, ze by ten ¢lov€k musel donést
propustku od doktora.

o A kazdy si voli sam, kdy prijde do prace, nebo mate n€jak stanovenou

pracovni dobu?

Kazdy si to voli sam. Je dané, Ze musime byt na poradach, které¢ jsou
stanovené a zbytek je na kazdém z néds. Nékdo chodi na Sestou a odchazi
diiv, n€kdo chodi tfeba na devatou. J4 osobné chodim kazdy den jinak,
podle toho, jak mi to vyhovuje. Jak vstanu, jestli jdu rano cvicit. Kazdy si to
prosté organizuje sam. DuleZité je, aby byl na schlizkach a na poradach.
7) Mohl/a byste stru¢né popsat, jaka je ve Weboo/Marketsoul firemni kultura?
My si hodn¢ zakladame na tom tymu, na lidech, co spolu sedime v tom open spacu a to
je nase velka sila. Mij $¢f to jednou moc hezky tekl v jenom rozhovoru, ktery jsme
délali, Ze my nemdme silu tfeba v tom, Ze by nékdo dostal ultra velky plat. Na to, co
délame, nas kdykoliv nékdo pretahne. Kdyby nékdo chtél, tak nas klidn€ n¢kdo pieplati
tteba v Praze, v Brn¢. Ale tady jde spiS o to, Ze my se snazime vytvafet takové
podminky, aby ti lidi tady byli spokojeni, aby je to bavilo. My si to vSechno hodné
urujeme sami, i tu komunikaci s klienty. Jaké si to udélame, takového to mame a to je
asi ta firemni kultura, stoji to na lidech.
8) Jaké jsou hlavni hodnoty firmy?
Schvaln¢ jsem té dnes vzala do zasedacky, abys to vidéla, méme je tady vyvéSené na
sténadch. My jsme vymysleli asi pfed 2 rokama ,,Go up®, coz je takové naSe heslo,
kterym se snazime fidit ve vSem, co délame. To Go up znamend, ze vzdycky musime
myslet na to, jestli to, co délame, jde néjakym zplisobem nahoru — pro nas, pro klienta.
At to vSechno kooperuje spolu a at’ se to nékam posouva. Urcili jsme si takové 4

oblasti, ke kterym se to vztahuje. To jsou — personality, client, company and
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neighbourhood. Je to tedy hodné zamétené na ty lidi, Ze to rozviji cloveéka po lidské
strance, ze respektuje hodnoty kazdého znas. Co se tyce klienta, tak je to, ze
pomahame plnit ty klientovi cile, ze mu poméhame, aby Sel vzdycky doptedu, aby to
nikdy nebyl pro n¢j krok zpatky a zaroven vzdycky respektujeme klientiv nézor, to je
dilezité. A co se ty¢e firmy jako takové, tak vytvaiime hodné takové tymové prostiedi,
véci, co tady mame. Ze ta zodpovédnost viiéi tém ostatnim v tymu je asi kli¢ové u nas.
Protoze ja se musim spolehnout na to, ze mi nékdo doda véci veas a je mi jedno, jestli
to udela doma, tady, ale musim veédét, ze mi to doda. A dalsi je také to, ze si ve Weboo
pomahame a respektujeme, ale to je asi takovd jasna véc, protoze jsme vSichni i
kamaradi. A co se tyce i okoli, tak samoziejmé snazime se myslet i na ty véci kolem, ze
respektujeme konkurenci, Ze se snazime myslet na ekologii ¢astecné, coz se nam zatim
jesté uplné nedati, ale vétim, ze do budoucna to bude lepsi. Zatim se snazime o takové
zakladni véci jako tfidéni odpadu a takové véci, ale neni to zatim na néjaké top urovni.
A snazime se 1 podporovat to business prostiedi tady ve Zlin¢€. Jme hodn¢ zapojeni ve
zlinském kreativnim clusteru, kde se hodné angazujeme, jsme zapojeni do rtznych
stazi a snazime se podporovat tady zaméstnatelnost tady na Zlinsku. I co se tyka praxe
studentt, tieba 1 to, ze s Tebou ted feSime tu bakalarku. Snazime se to i hodné
prezentovat — created in Zlin, coz davame ted na vétSin€ webtll do paticky, aby to bylo
vidét.

9) Pro¢ jste zvolili formu kancelari open office? Jaké v tom vidite vyhody?
Zvolili jsme to tak, protoze uz od zacatku jsme byli vSichni v jedné mistnosti a myslim
si, Zze pro tu komunikaci mezi lidmi je to nejlepsi feSeni. My hodné feSime kreativni
véci, koncepty, jak by to clovek udélal a hodné tohle fesSime naptic¢ riznych oddéleni —
market’ak, grafik, kodér. A ono je zdlouhavé, kdyz si ¢lovek musi dopfedu domlouvat
schiizku. Takhle my na sebe zavolame a nebo si napiSeme na hangoutu, kdyz nechceme
rusit ostatni. Pfijde mi to takové vic otevien¢jsi a zaroveii je to i o tom tymu, Ze my si
povidame tieba i o tom, kdyz né¢kdo doma zrovna néco proziva, tak se o tom pobavime.
Myslim, Ze to podporuje ty vztahy mezi sebou, nez kdybychom kazdy sed¢li ve svém
kanclu a nebo tteba po dvou po tfech, tak potom nékteré lidi tfeba viibec nemusis
potkat. Snazili jsme se to ale ud¢lat tak, ze vime, Ze ne kazdému samoziejmé pro praci
vyhovuje open space. TakZe jsme se to snazili udé¢lat tak, aby tady bylo dostatek
unikovych mist. VSichni market'dci maji notebooky, takze kdokoliv chce, tak si mize

ten pocitac prenést, u téch koderti a programatora a grafiki je to horsi, protoze oni maji
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bednu. Ale snazime se to délat tak, abychom nebyli hlu¢ni. Kdyz nékdo potiebuje, tak
si tieba da sluchatka.

10) Jaké poradate teambuildingy a jak ¢asto?

Pravideln¢ délame vanocni vecirek, jednou za rok jezdime na prodlouzeny vikend na
chatu, v 1ét¢ délame grilovacku a potom v pribéhu roku délame spis takové narazoveé
akce. Kdyz chce tfeba n€kdo néco oslavit, nebo kdyz n¢kdo tieba tfi tydny dopiedu
napiSe, ze chce nékam vyrazit, at’ se kdo chce ptfidad. Chodime na exit games, motokary,
ale to uz chodime hodné nepravidelné a v mensi skupiné€. Spi$ prosté kdo zrovna v tu
chvili ma cas, tak jde. U téch pravidelnych velkych akci se ale snazime Casové vyjit
vstfic vSem, zvlasté u toho vanocniho vecirku a chaty, to je pro nas dilezité.

11) Jaky prinos od teambuildingii oCekavate?

Takové trochu uvolnéni se, zarovenl podpora toho kolektivu. Ne jenom byt potad
zavieni v kanclu, ale taky néco vymyslet spolu. Zaroven také praci na Weboo, na nasi
firm&. ProtoZe ono to je takové, jak se fika, Zze kovafova kobyla chodi bosa. Ze Easto
mame problém s tim pracovat na naSem brandu, na nasi znacce. Protoze furt je prace
dost a sami sebe dost zanedbavame. Takze pro tohle je idealni prostor pravé na té
chat¢, prosté sednout si, fict si véci co se nam nelibi, co bychom cht¢li zménit a takhle.
TakZe to vyuZivame hodn¢ pro nés.

12) Jaké benefity nabizite svym zaméstnancim?

Urcité velky benefit je ta flexibilni pracovni doba. Potom mame takové standartni jako
kavovar — kava zadarmo, aquamaty a ted’ nové od prosince mame multisportky, coz je
super, to vyuziva hodn€ z nas.

o Ty funguji jak?

Tu Ti zaplati bud’ zaméstnavatel, nebo si ji hradi§ z ¢asti sama — zalezi na
domluvé mezi zaméstnavatelem a zameéstnancem a plati to do riznych
sportovnich zatizenich po celé ¢eské a slovenské republice. Mizeme chodit
kazdy den n€kam cvicit. Coz je super, protoze kdyz tady kazdy sedime 8
hodin a vice, tak je dobré, kdyz myslime i na to svoje fyzické zdravi. Je
v tom tfeba 1 wellness. Je tam v nabidce celkem dost zafizeni s tim, Ze
pokud n€kde chceme navazat spolupraci, tak jim tfeba napiSeme a oni je
sami oslovi, jestli by nechtéli tam tu multisportku taky zavést. A na jednu
karti€¢ku mtizes jit jednou denné né¢kam cvicit.

Jinak ty benefity u nas jsou hodn¢ o tom, ze kdyz néco chce, tak to miize navrhnout a

my se o tom potom pobavime.
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13) Pro¢ by si potencionidlni zaméstnanec mél vybrat Vasi firmu pred Vasi
konkurenci?

Je to hodné o té kultufe o tom tymu, Ze vétSina lidi je tfeba 1 pfekvapena. Treba kdyz
k ndm pfijdou stazisti, tak jsou z toho vétSinou piekvapeni, Ze nejsme zadna svdzana
firma. Jsou tady vSechno mladi lidi, normalné si poviddme o normalnich vécech, ne ze
bych tady 8 hodin sed¢la se sluchatky na uSich a snazime se zaclenit ty lidi do toho
kolektivu. To si myslim, ze je velkd vyhoda a zaroven je vyhoda v tom, Ze kazdy si
muze navrhnout, co chce. To znamend, ze kdo se chce angazovat v n¢jaké oblasti,
treba marketingu, n€kdo chce délat PPC. Piijde sem, tak tu moznost m4 a ma moznost i
kdyzZ si to obh4jis, tak je na jakoukoliv konferenci, kurz, cokoliv. Pokud si to obhdjis,
pokud v tom $éf vidi pfinos a pokud potom zpétn¢ ud€las n€jaké shrnuti pro ostatni, tak
muzesS jet kam chce§S — coz je vlastné dalSi forma benefitu, ktery jsem predtim
nezminila. V tom je velky pifinos i po té strance rozvoje. Snazime se, abychom
nezakrnéli v tom, co umime, ale abychom se posouvali dopiedu. Takze to je 1 hodné o
tom sebevzdélavani. A u nas Ti nikdo nebude pocitat, ze jsi dneska neodpracovala tady
na tom klientovi tolik a tolik hodin. Jsou prosté véci, které trvaji trochu dyl, nez se
naucis a to je normalni. Samoziejmé to clovék nesmi zneuzivat, ale to se tady odhali
tim, Ze tady sedime spolu a mluvime spolu, tak se to tady odhali docela rychle. Takze
kdyZ toho nékdo zneuziva, tak to zjistime.

o A uz jste méli takovou zkuSenost?

Je to takoveé, ze obCas maji nékteti lidi problém s tou otevienou kulturou
v tom, Ze je to n¢jak moc nemotivuje. Nemaji jasn¢ dané, Ze dneska musi
udélat tohle a tohle, ale ten ¢lovek si to ur€uje sdm. Jsou prosté povahy lidi,
ktefi to nezvladaji. Neni to pro kazdého, ale vétSinou ti lidi odejdou sami,
protoZe to citi.

14) Co délate pro to, abyste si udrzeli své zaméstnance? Co délate pro zvySeni

jejich spokojenosti?

Kdyz nékdo chce né¢kdo zménit, tak muze, vzdycky to diskutujeme na velkych

poradéach, které mame jednou za ¢trnact dni a tam miize kdokoliv cokoliv navrhnout,

fict, kdyz se mu néco nelibi. To se snaZzime hodn¢ takhle komunikovat mezi sebou.

15) Jaka je fluktuace zaméstnancii ve firmé?

Ted momentdlné¢ to méme dost stabilni. PIné¢ uvazky si myslim, Ze jsme tady

v takovém sloZeni uz minimaln¢ rok a pul. S tim, Ze brigadnici se ndm obc¢as méni, coz
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je asi normalni, protoze to jsou lidi co studuji, tieba odejdou na magisterské studium

nékam jinak nebo se rozhodnou, Ze budou zit mimo Zlin a tak.

16) Jaké pracovni pozice ve firmé mate a které pracovni pozice je momentalné
nejtézsi obsadit?

Programatofi. To je velky problém, protoze dobry programator vétSinou uz nékde je,

takZze ho musi§ pretdhnout a samoziejme i1 co se tyCe financi, tak tam se pohybuje

nejvic penéz asi.

o Jakou formou tedy ty programatory shanite?

Ty co tady ted méame, tak tady byli nejdiive na stdzi nebo na brigadé a
zistali tady. Méli jsme 1 kluky, co pracovali pro nas a tfeba 1 pro nékoho
jiného, ale neosvédcilo se nam to. Lepsi je to, kdyz jsou tady. Ono se to
hodné projevi na tom vykonu, Ze ten clovék nevénuje plnou pozornost té
svoji praci, ale nefikdm Ze to neni redlné, ale zrovna tenhle ¢lovek nebyl
s tou otevienou firemni kulturou Gplné€ ztotoznény.
17) Jakou formou Vim mohou zaméstnanci davat podnéty ke zménam ve firmé?
Na té hlavni porad¢ a méme 1 porady jednotlivych oddé€leni, marketing ma jednou za
tyden a developeti maji kazdy den rano takovou kratkou poradu. Na téch se to da taky
fesit, zalezi taky na tom, jestli se to tyka jen toho oddéleni nebo jestli se jedna o celou

firmu samoziejmé.

18) Dostali jste nékdy od zaméstnance navrh na provedeni néjaké zmény ve
firmé? Pokud ano, jak jste potom postupovali?

Vétsinou to postupuje tak, Ze n€kdo tfeba chce néjaky benefit nebo néjakou véc tady

resit, tak zjistime jaky postoj k tomu maji ostatni a pokud nas je tieba vic, coz

znamena tfeba aspon 3-4 lidi, tak to pfedneseme na té porad¢ a Séfové se k tomu

vyjadii, zaroven se k tomu vyjadii ostatni, jestli jim to pfijde adekvatni. Zalezi také na

tom, o jakou véc se jedna, jestli je to véc ta 1000 K¢ nebo za 50 000 tisic nebo i vic.

19) Provadéli jste nékdy analyzu spokojenosti VaSich zaméstnanci? A pokud
ano, s jakymi vysledky?

Vétsinou to funguje tak, ze po roce mas pohovor s vedenim. S tim, Ze tam se dé¢la

dotaznik co se tyCe tebe a té tvoji pozice, jestli to sméfuje tam, kam chces ty, jestli je to

dobré pro tu firmu. Jak se vidi§ sama v budoucnosti v té firm¢ a takovy komplexni

dotaznik. TakZe to délame vZzdycky, kdyZ je uplynuly rok pracovniho vztahu. Ale tim,
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7ze my to mame hodné o tom, Zze kdyz se nam néco nelibi, tak to rovnou fesime, tak

néco takového Uplne nedélame.
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APPENDIX P III: Questionnaire Template in English

An Analysis of Employee Satisfaction in Marketing Agencies in Zlin

An Analysis of Employee Satisfaction in Marketing

Agencies in Zlin

Hello,

thank you in advance for completing this questionnaire for my bachelor thesis focusing on an
analysis of employee satisfaction in marketing agencies. The questionnaire is anonymous and the
results will be provided to the management of the company. Therefore, | will be glad if you will
take it also as an opportunity how to change something for better in the company you work for :)

PS: The information about the connection between the job description and other answers will not

be provided to the company to ensure the anonymity.
Dominika Rajnohova, student of TBU in Zlin

*Povinné pole

Introduction

1. What is your job description? *
ZaSkrtnéte vSechny platné moznosti.

Owner/Director
Marketing Leader
Senior Graphic Designer
Junior Graphic Designer
PPC Specialist
Comparison Websites Specialist
SEO Specialist
Programmer

Developer

Developer Leader

Social Media Specialist
Project Manager
Account Manager

Sales Manager
Assistant

Finance

Jiné:

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform

18.04.18 21:21

Stranka1z7



TBU in Zlin, Faculty of Humanities

96

An Analysis of Employee Satisfaction in Marketing Agencies in Zlin 18.04.18 21:21

2.

You are: *
Oznacte jen jednu elipsu.

Man

Woman

Company Culture

3.

What is the vision of the Weboo/Marketsoul
company? *

. What are short-term objectives of the

company? *

. What are long-term objectives of the

company? *

. Is it clear to you what your role demands so that you are able to meet the company

objectives? *
Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.

Yes No

. Does your job give you a sense of fulfillment? *

Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.

Yes No

. Is there an opportunity of career growth in the company? *

Oznacte jen jednu elipsu.

Yes
No, but | don't mind

No, but | would appreciate it

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Stranka 2z 7
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9. Do you feel that your opinions are heard and valued by the management of the
company? *
Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.
1 2 3 4 5
Yes () (O O O D No
10. Will you be working for the same company in 3 years? *
Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.
1 2 3 4 5
ves () (O O O D No
Leadership and Team
11. Are you satisfied with the management of the company? *
Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.
1 2 3 4
s (O (O (O (O Mo
12. Does the management of the company react to the suggestions you give them? *
Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.
1 2 3 4
s (O (O O (O No
13. Are you satisfied with the team you work with? *
Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.
1 2 3 4
ves (O (O D (D Mo
https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Strénka 3z 7
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An Analysis of Employee Satisfaction in Marketing Agencies in Zlin 18.04.18 21:21

14. Is your team a source of inspiration for you to perform better at your job? *

Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.

1 2 3 4 5
Yes QQQQQNO

15. Do you feel that your team supports you when you need it? *

Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.

1 2 3 4 5

Yes DQ@@QNO

16. If you come across a difficulty, do you know who to ask for an advice? *

Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacdte jen jednu elipsu.

1 2 3 4 5

Yes QQ@@ONO

17. Does your job make good use of your skills and abilities? *

Choose on the scale: yes - somewhat yes - neither yes nor no - somewhat no - no
Oznacte jen jednu elipsu.

1 2 3 4 5

ves (O (O O O D No

18. Do you participate in the company’s team building acitivities? *
Also, mention your opinion of how it is beneficial to you, or why you do not participate.

Working Hours

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Stranka 4 z 7
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An Analysis of Employee Satisfaction in Marketing Agencies in Zlin 18.04.18 21:21

19.

20.

21.

22.

Are you satisfied with your working hours? *

Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.

1 2 3 4
Yes QQQQ No

Do you often work overtime? *

Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.

1 2 3 4

Yes @@@@ No

Do you mind working overtime? *

Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacdte jen jednu elipsu.

1 2 3 4

Yes QQQ@ No

How often do you work from home? (home office) *

Choose on the scale: Often - somewhat often - somewhat not often - not at all
Oznacte jen jednu elipsu.

1 2 3 4

Often O Q Q Q Not at all

Reward System

23.

Do you feel that you are adequately rewarded for your work and loyalty to the
company? *

Choose on the scale: yes - somewhat yes - somewhat no - no

Oznacte jen jednu elipsu.

1 2 3 4

Yes @QQD No

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Stranka 5z 7
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An Analysis of Employee Satisfaction in Marketing Agencies in Zlin 18.04.18 21:21

24. Are you satisfied with the benefits your company offers to you? *
Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.

Yes No

25. Write down 3 benefits that you appreciate
the most. *

26. Write down suggestion of 3 new benefits which you would appreciate to have. *

Work Environment

27. Do you like working in an open office environment? *

Choose on the scale: yes - somewhat yes - somewhat no - no
Oznacte jen jednu elipsu.

Yes No

28. Which of these factors often disturb you while you are working in the office? *

Choose one or more option.
ZaSkrtnéte vSechny platné moznosti.

Noise

Insufficient privacy

Little space (feeling that there are too many people around you)
Movements of colleagues

Poor lighting

Bad air on the office

None

Jiné:

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Stranka 6 z 7
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An Analysis of Employee Satisfaction in Marketing Agencies in Zlin 18.04.18 21(21

29. What sounds disturb you while you are working in the office? *

Choose one or more options.
Zaskrtnéte vsechny platné moznosti.

Use of office equipment (copier, shredder, stapler etc.)

Sounds of others connected to work (keyboard, drawers, paper dusting etc.)
Colleagues' phone calls

Chats of colleagues

Jiné:

30. Write down 3 things that help you to be productive and do your job well. *
Are they available for you in the company?

31. Write down 3 suggestions for improvement in the company that would lead to your
higher satisfaction. *
With regard to the leadership, company structure, reward system, working environment,
relationships at the workplace and more.

B Google Forms

https://docs.google.com/forms/d/1xTA_Vu5_FiSj6 9RFtXumfje7Xe1rhE5diOM3yFurgFk/printform Stranka7z 7
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APPENDIX P IV: Questionnaire Marketsoul s.r.o.

1) Jaka je VasSe pracovni pozice?
o  Majitel/jednatel: 1

o  PPC specialista: 1

o  Project manager: 3

o  Account manager: 1

o  Sales manager: 1

o Asistent: 2

o  Finance: 1

2) Jste:

0%

100% (6)

s Muz = Zena

3) Jaka je vize spole¢nosti Marketsoul?

o Byt strategicky partner v oblasti inovaci a pomoci modernich technologii délat
zivot spokojeng;jsi.

o  rozsifit své produkty do velkych firem

o Byt strategicky partner v oblastni inovaci a pomoci modernich technologii délat
zivot spokojeng;jsi.

o Inovace, vetejné blaho, 90% feSeni 10% stiznosti,... ahooj Pajo, promin ze si to
presne nepamatuju

o Byt strategickym partnerem v oblasti inovaci a pomoci modernich technologii
délat Zivot spokojensi

o stat’ sa spolahlivym partnerom pre spolo¢nosti
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4)

@)

6)

6

Lh

-2

Jaké jsou kratkodobé cile firmy?

Udrzet planovany mésicni obrat spoleCnosti, mnozstvi uzavienych a
vyfakturovanych projektt, rist obratu a zvySovani kvality dodanych praci.

Vice zakazek s fixni mésicni trzbou

Nastavit pobocku v Nitie, uzavtit dlouho oteviené velké projekty, ziskat nového
account manager a programatora.

Zbavit se ztratovych projektli, obnovit SK pobocku, najit vice schopnych
obchodniku, grafiku a koderu na full-time, pustit novy web MS a kampane

Vytvofit si finan¢ni rezervu. Ziskat nové zkusené lidi do tymu. Dokoncit velké
zakazky, které se s nami tdhnout uz dlouhou dobu.

Ukon¢it’ dlhodobe projekty, rozvinut slovensku pobocku

Jaké jsou dlouhodobé cile spole¢nosti?

Meziro¢ni rast o 100% obratové, Udrzet spokojenost zakaznikii, zvysit objem
pravidelnych klientd s mési¢nim fee, spokojenost lidi ve firmé.

Rozsiteni povédomi firmy do celé republiky a Slovenska

Ziskovost 15 %, finan¢ni stabilita firmy, CSR projekty.

Vice pravidelnych lukrativnich praci, podporit organicke poptavky, vytvorit
divize a jasne rozdelit role zamestnancu, udrzet nynejsi meziro¢ni procentualni rust

ZvySovat hodnotu spole¢nosti.

ZvySovat obrat a vytvorit’ si system na zvladanie vac¢Sich projektov

Jste si védomy/a toho, co vyZaduje VaSe role ve firmé, aby téchto cili bylo

dosazeno?

1

ano spise ano spiSe ne ne
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7) Dava Vam VaSe prace pocit naplnéni?

a
3
3
2
2
1

1
0 0

0
ano spise ano nevim spise ne ne

8) Maite moZnost ve firmé kariérné rist?

0% (0)
17% (1)

83% (5)

= Ano = Ne, ale nevadi mi to = Ne, ale takovou moZnost bychuvital/a
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9) Mate pocit, Ze na VaSem nazoru ve firmé zalezi?

4
3
3
2
2
1
1
0
0
ano spise ano spife ne ne

10) Myslite si, Ze budete pro stejnou spole¢nost pracovat i za 3 roky?

(3]

0

ano spife ano spife ne ne
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11) Jste spokojeny/a s vedenim firmy?

4
4
3
2
2
0

ano spife ano spife ne ne

—

12) Reaguje vedeni firmy na podnéty, které mu davate?

4
4
3
2
2
0
ano

spise ano spise ne ne

—
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Jste spokojeny/a s tymem, ve kterém pracujete?

4

4

3

2

1 1

1
0

0
ano spise ano spise ne ne

13) Inspiruje Vas tym, ve kterém pracujete, k lepSim pracovnim vysledkiim?

0 0

ano spise ano nevim spise ne ne
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14) Citite ve svém tymu oporu, kdyZ ji zrovna potiebujete?

4
3 3
3
2
1
0 0
0
ano spise ano spife ne ne

15) KadyZ si s né¢im nevite rady, vite vZdy, za kym mate jit?

ano spie ano nevim spide ne ne
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vr 7

16) Vyuzivate pri praci plné své schopnosti a dovednosti?

6

Lh

1

1
0

ano spise ano spiSe ne ne

17) Utastnite se firemnich teambuilding?

o  Ano, je to super uvolnéni a ztmeleni kolektivu.

o  pokud mi to ¢asovy rozvrh dovoluje tak ano

o  Firma podporuje sportovni aktivity - 1x tydné volejbal, letni firemni chata pro
celou firmu. No¢ni pochod 36 km v dubnu Clay Eva.

o  Jsou super, a jsem za ne rad. hlavne voli§!! Ty kecaci me zas tak neberou, ale to
asi nikoho. Co se ty¢e kolektivu, neni co vytknout

o  Ano, ucastnim. Na pracovisti se vétSina témat to¢i kolem pracovnich zaleZzitosti a
klientd. Proto je ptfijemné zpestfeni, kdyZ se bavime o béZznych vécech a
poznavame se vice z osobniho hlediska. Mimo jiné chodime pravidelné na volejbal,
coz je skvélé, protoze behém hry na praci nikdo ani nepomysli, tudiz je to vzdy
uvolnéné a zabavné. Je to také dobré proto, Ze se pozndvame navzdjem vSichni,
nikoliv jen s jednotlivci, se kterymi se ¢loveék bavi vic 1 ve svém volném case.

o  Zatial to je iba volejbal ¢o mne osobne nevyhovuje, inak s tym nemam problém a

rad si sko¢im na pivko vzdy

18) Vyhovuje Vam Vase pracovni doba?



TBU in Zlin, Faculty of Humanities

110

(2]

—

ano spise ano spise ne

19) Pracujete ¢asto prrescas?

0

ano spise ano spife ne

ne

ne
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20) Vadi Vam pracovat prescas?

ano

21) Jak casto vyuZivate moZnosti home office?

casto

spise ano

spise ano

spife ne

spife ne

ne

vibec
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—

22) Mate pocit, Ze jste dostate¢né odménén/a za svou praci a loajalitu k firmé?

1 1
ano spise ano spise ne ne

23) Jste spokojeny/a s benefity, které Vam firma nabizi?

ano spise ano spise ne ne

24) Napiste 3 benefity, které ocernujete nejvice.

o  Kafe, super kolektiv, piijemné dynamické prostiedi a obor prace.

o  neomezené volani a internet v mobilu

o  Pohyblivé pracovni doba, ptatelské prostiedi, Dynamické prostiedi

o  Kolektivni aktivity, home/school office, flexibilni pracovni doba, vnitropodnikova
komunikace, skoleni

Volna pracovni doba

o
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o

homeoffice, dobrd atmosféra v tyme, vzdelavanie

25) Napiste navrh na 3 nové benefity, které byste uvital/a.

o

o

o

vice dovolené :D a méné¢ prescast, jinak nic.

fixni pfiplatek, jednou mési¢n¢ skoleni zdarma,

Ptispévky na dovolenou, nakup dalSich zatizeni (monitory, pocitace)

Dostanu ten mobil Pavle? Prosim? Porad cekam ¢ekam na své parkovaci misto :D
PS autorce: dotaznik anonymni nemutize byt, kdyz jsme tam projektaci "dva" a jeden
pise po slovensky :)

Podpora sportovni aktivity (napf. predplatné do fitcentra, do bazénu atd.),
pifispévky na obédy, ptispévek na zatizeni, které vyuzivame k préci (na notebook
nebo mobilni telefon).

sim kartu na volanie v praci, preplatenie Sportovych aktivit / konferencii

26) Vyhovuje Vam pracovat v prostorach open office?

0 0

ano spise ano spife ne ne

27) Které z nasledujicich faktori Vas ¢asto rusi pii praci v kancelari?

(@]

@)

@)

Hluk: 2

Malo soukromi: 2

Malo mista (pocit, ze je kolem me moc lidi): 0
Pohyby kolegti: 0

Spatny vzduch v mistnosti: 1

ZAadné: 1
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o Jiné: Neustalé dotazy n€kterych kolegl, bez kterych mohou Spatné pokracovat v

praci.

28) Které zvuky Vas rusi pri praci v kancelari?

o  Uzivani kanceléafského vybaveni (kopirka, skartovacka, sesivacka aj.): 0

o  Zvuky, které pfi praci délaji ostatni (zvuky klavesnice, Suplikii, Susténi papiri aj.):
0

o  Telefonaty kolegt: 5

o  Rozhovory kolegt: 4

29) Napiste 3 véci, které Vam pomahaji k tomu byt produktivni a odvadét
kvalitné svou praci.

o  Dobry vykonny notebook, smartphone, google

o  mit kvalitni odménu, dobry kolektiv v praci, podporovani motivace od vedeni

o  Veéci? Mysleno fyzické? - Firemni auto, monitor

o  Spoluprace kolegu, provize a moznost osobniho rustu

o  Vhodné prostiedi (pohodIné a klidné) - mam k dispozici ¢aste¢né. Délat na praci,
kterd mé bavi a ddva mi smysl - pouze obCas nemam k dispozici. D¢lat praci, u
které se projevi vysledek okamzité a navic je ocenén - mam k dispozici pouze
obcas).

o sluchatka, mat stanovené cile, neviem

30) NapiSte 3 navrhy na zlepseni ve firmé, které by zvySily Vasi spokojenost.
o VEtsi stabilita ve financich (n€kdy chodi pozd¢ prachy), méné piescasti a 1épe
prodané zakazky.

fixni vyplata, benefity

(©]

o Financni stabilita, mlada asistentka :D

O

Optimalizace % systemu provizi, opatrnéj§i vybér zakdzek, vice schopnych

specialistli na grafiku/kodovani

(@]

Byt Castéji ocenén za odvedenou praci (nikoliv pouze ve smyslu financi). Mit
firemni notebook, ktery by perfektné fungoval. Mit kolem sebe zkuSeny kolektiv,

ktery by mi své zkuSenosti mohl pfedavat a posouvat mé.

O

mentoring program, pravidelne teambuildingy, neviem
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APPENDIX P V: Questionnaire Weboo s.r.o.

)

2)

3)

o

Jaka je VasSe pracovni pozice?
Majitel/jednatel: 1

Leader marketingu: 1

Senior grafik: 1

Junior grafik: 1

PPC specialista: 3

Specialista na zbozové srovnavace: 1
SEO specialista: 2
Programator: 1

Kodér: 5

Leader kodért: 1

Copywriter: 1

Link builder: 1

Jste:

38% (6)

62% (10)

s MuZ = Zena

Jaka je vize spole¢nosti Marketsoul?

Udrzet si "status" svobodné firmy a byt stabilni a uznadvanou marketingovou

agenturou
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o

4)

o

Byt jednickou na trhu zlinskych agentur, které dodavaji kompletni feseni v online
svéte. VSechno délat pod jednou stiechou.

Délat online jinak

Nemame to nikde napsané, ale hadam asi byt spolehlivym partnerem nasim
klientm a pfindsSet jim co nejlepsi sluzby.

Byt zodpovédny viici klientovi, konkurenci, kolegim a ke svému rozvoji

GO UP

nevim

nevim

Byt nejlepsi v online marketingu a ve vSech sluzbach okolo

Go up, byt porad lepsi

Mlada prosperujici spolecnost, s velkymi zadkazniky.

svobodna firma

spokojenost zakaznikii

Pevna pozice v oblasti vyvoje internetovych aplikaci a rozvoje marketigovych
sluZeb pro nasSe klienty

Mit velké spokojené klienty

Délat svou praci lépe nez ostatni, predevSim v oblasti osobniho kontaktu s

klientem.

Jaké jsou kratkodobé cile firmy?

Zdokonalovani se v oboru

naplnit obrat, zkvalitnit a rozSifovat portfolio sluzeb nasim soucasnym klientlim,
ziskat nové velké klienty

nevim

nevim

Ziskavat vice zakazek

Spokojeny klient

nevim

nevim, snazim se d€lat véci, jak nejlip umim, nepotiebuji k tomu znat vize a cile
Uspokojit potieby klientl, vydélat penize

Klienti, ktefi jsou spokojeni s praci

Proniknout do svéta virtualni reality.

vlastni redak¢ni systém, blog, pofadani Skoleni
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o vykonost
o Vyvoj vlastniho internetového feSeni
o Nevim

o Vybudovani pausalniho bali¢ku pro tvorbu webu.

5) Jste si védomy/a toho, co vyZaduje VasSe role ve firmé, aby téchto cili bylo

dosazeno?
9
8
;
6
5
4
3
2
1 1
1
0 ] ]

spise ano spife ne ne

6) Dava Vam Vase prace pocit naplnéni?

IIII
0

ano "ip]% ano "ip]% ne ne

o

Ll

(2]

—



TBU in Zlin, Faculty of Humanities 118

7) Mate moZnost ve firmé kariérné rist?

19% (3)

56% (9)
25% (4)

" ano " ne, ale nevadi mi to * ne, ale takovou moznost bychuvital/a

8) Mate pocit, Ze na VaSem nazoru ve firmé zalezi?

8
8
7
6
5
4
3
3
2
1
0

ano spie ano

3
2
I 0
nevim

spide ne ne
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9) Miyslite si, Ze budete pro stejnou spolecnost pracovat i za 3 roky?

9
8
7
6
5
4
3
2
1
| I
0 ]
spise ano sp1§.e ne ne
10) Jste spokojeny/a s vedenim firmy?
10

—_— k2 s

9

8

7

6

5
Ilo

0

bplbe ano "ip]bf‘.' ne ne
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11) Reaguje vedeni firmy na podnéty, které mu davate?

10

9
9
8
7
6
5
5
2
. 0
0
ano

spise ano spise ne ne

—_— k2 s

12) Jste spokojeny/a s tymem, ve kterém pracujete?
16
14
14
12

10

2

2
m
0

ano spise ano spise ne ne
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13) Inspiruje Vias tym, ve kterém pracujete, k lepSim pracovnim vysledkim?

12

10

(2]

ano spise ano spise ne ne

14) Citite ve svém tymu oporu, kdyZ ji zrovna potiebujete?

12 i

10

ano spise ano nevim spise ne ne
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15) KdyzZ si s nééim nevite rady, vite vidy, za kym mate jit?

12
10
8
6
4
2
2 I
1 : :
0
ano spise ano nevim spise ne ne

16) Vyuzivate pri praci plné€ své schopnosti a dovednosti?

12
10
10
8
6
5
4
2
1
0 0
. B
ano spise ano nevim spise ne ne

17) Utastnite se firemnich teambuildingi?

o  Prozatim jsem se nezucastnil, kvilli Skolnim povinnostem. Mam to ale v planu.

o  ano, trochu odreagovani

o  Zatim jsem na Zadném nebyla.

o  Ano ucastnim, je to super, protoZe se pozndme i jinak nez po pracovni strance. A

jsem rada, Ze s kolegy nemdme problém travit ¢as i po pracovni dobé.

O

Ano, jsou potieba, pro vyfikani si ur¢itych problémi a vétSiho pochopeni vSech

zameéstnancu jako individualit
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16

14

12

10

o

o

Ano, jsou pfinosné pro zlepSeni vztahli v tymu.

ano. piinos - tmeleni kolektivu, spole¢né zazitky

ano

Ano obcas, pfinosné jsou tim, Ze se odreagujeme od prace

Zatim jsem se neucastnil

Ucastnim se, zlepsuje atmosféru ve firmé a jsou super.

ucastnim, pro dobré vztahy s kolegy je vzdy pfinosné se toho ti¢astnit
obcas

Obcas dle moznosti

ano

18) Vyhovuje Vam Vase pracovni doba?

15

‘ 0 N

ano spise ano spise ne ne
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19) Pracujete Casto pirescas?

(2]

—

ano spise ano spife ne ne

20) Vadi Vam pracovat prescas?

1
1 O
0

ano spise ano spife ne ne
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21) Jak casto vyuzivate mozZnosti home office?

1 1
1 ] =
0
ano spise ano spife ne ne

22) Mate pocit, Ze jste dostatené odménén/a za svou praci a loajalitu k firmé?

8
8
7
6
5
4
3
| I I
0

3
ano spie ano spide ne ne

(78]

-2

—
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h

o

(78]

(2]

—

23)

24)
o
o

o

25)

Jste spokojeny/a s benefity, které Vam firma nabizi?
7
6
2
I 1
ano spide ano spise ne ne

NapiSte 3 benefity, které ocefujete nejvice.

Multisportka, Variabilita vybéru prace

kava, multisportka, spole¢né snidané

Home Office, Ugasti konferencich, nevim

Multisportka! moznost homeoffice, vzdélavani

Multisport karta; nakupy na DPH; moznost vyptjceni / vyzkouSeni jakéhokoliv
hardware ¢i software

dovolena navic, flexi pracovni doba, uvolnéna atmosféra

home office, cigaretova pauza, multisport

home office, jiné nevyuzivam, protoZe pro mne nejsou uplné vhodné

home office, volna prac. doba, multisport

Flexibilni pracovni doba, home office, Spotify

Flexibilni pracovni doba, home office, multisport karta

volna pracovni doba, celkova volnost (zaddnd omezujici pravidla)

nakup elektroniky bez DPH

Multisport, home office, flexibilni pracovni doba

multisport, homeoffice, sttl

Flexibilni pracovni doba, Home office, Multisport karta,

NapiSte navrh na 3 nové benefity, které byste uvital/a.

Nevim
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10

(2]

26) Vyhovuje Vam pracovat v prostorach open office?

27) Které z nasledujicich faktora Vas ¢asto rusi pii praci v kancelari?

o

(@]

pfispévek na masaze, ptispévek na dovolenou

Ptispévek na online kurzy, nevim

odména za dobfe odvedeny projekt, firemni angli¢tina, mozna stravenky

Provize za uzavieny obchod; neocekavané prémie; nevim

vzdélavani, finan¢ni prémie, notebook

finan¢ni odmeéna, nevim, nevim

prispevek na stravovani, piispévek na penzijni ptipojisténi

nevim

Prohlubovani kvalifikace, piispévky na kulturu, stravenky

Stravenky

stravenky, pfispévek na diichod, ptispévek na dovolenou

ptispévek na obédy, ptispévek na dopravu, penéZni bonus minimalné 1x za rok

Momentalné nemam piedstavu
pstros, bazén, kuracka teraska

nevim

11

1

ano spise ano spise ne

Hluk: 7

Malo soukromi: 1

Malo mista (pocit, ze je kolem mé& moc lidi): 0
Pohyby kolegii: 0

Spatny vzduch v mistnosti: 4

ne
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o

@)

Z4dné: 4

Jiné: Tiskarna

28) Které zvuky Vas rusi pri praci v kancelari?

o

o

0

Uzivani kancelafského vybaveni (kopirka, skartovacka, seSivacka aj.): 1

Zvuky, které pfi praci délaji ostatni (zvuky klavesnice, Supliki, Susténi papirti aj.):

Telefonaty kolegti: 5
Rozhovory kolegti: 6
Z4dné: 6

Jiné: Mumlani kolegt (s nikym nemluvi, ale mumld); pracuji z domova

29) Napiste 3 véci, které Vam pomahaji k tomu byt produktivni a odvadét

kvalitné svou praci.

©)

o

o

Internet

dostate¢né finan¢ni ohodnoceni, smysluplné projekty, spole¢na prace v tymu
Kolektiv, Klid, Ob¢asna pauza. Ano, mam.

hudba, kaktusy na stole, moznost odejit do jakékoli jiné mistnosti

Pravidelné prestavky; zména mista prace (gauc, restroom atd.); moznost jit rano
do fitness centra

Tymové prostiedi

vztahy na pracovisti, atmosféra, prostfedi

motivace, dobra nalada, smyslupnost - jestli je mam je diskutabilni a zalezi to
spise na subjektivnich pocitech

pratelska atmosféra, zadny stres, moznost poradit se s kolegy v openoffice
Nikotin, osobni motivace, tym ptijemnych lidi

Kolektiv, pracovni doba, home-office

nemusim fesit jiné véci, které nesouviseji s moji pozici; kdyZ néco nevim,
zeptam se a dostanu odpoveéd’; kdyz mam dost, mtzu si udé€lat pauzu a jit tieba
ven

vykonny pocita¢ se 3 monitory a perfektnim vybavenim

Ticho, soukromi

dobra atmosféra, hudba, kdyz ten klient za to stoji

Hudba, kéava, postup v plnéni projektu
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30) Napiste 3 navrhy na zlepsSeni ve firmé, které by zvySily Vasi spokojenost.

@)

(0]

Nevim

veétsi zapojeni a zajem vedeni, vice testovat, mit vétsi klienty

Jsem v agentuie kratce, nemiizu fict. Mozna tissi tiskarna.

momentalné me nic nenapada

Vice zakazek; vice sméri podnikdni firmy; vétSi podpora a schopnost
pochvalit za dobfe odvedenou praci

nevim

nevim

vice motivace a ocenéni za dobrou praci (t¢Zko realizovatelné v naSich
podminkach - uz se to také fesilo)

nevim

Firemni vecirky, pravidelny feedback na kvalitu prace, enormni financni
odmeény

nevim

vyssi plat, néjaké benefity (stravenky...)

nabor vice kvalitnich lidi z oboru, firemni bonusy, vice teambuildingt

Zajistit lepsi vybaveni

pstros

Rozsitfeni technologie tvorby webu (délat to jesté n¢jak jinak), systém

odménovani



