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1 INTRODUCTION

This Bachelor thesis deals with the translation of texts from the field
of human resources accompanied by a commentary and glossary of
terminology and key terms. The aim of the work is the translation of two
texts, their analysis and a short introduction to the theory of translation.
The purpose of this bachelor thesis is to create a coherent text, which has
a logical structure and reproduces the same information as the source

text.

This thesis is divided into two main sections, particularly
a theoretical and a practical part with translations, analysis and

glossaries.

The first, theoretical part includes a brief overview of theory
of translation, types of translation, translation methods, procedures of
translation, tasks of a translator and functional styles in English. The aim
of the theoretical part is to introduce the theory of translation and give

information about important aspects of translation.

In the process of creating this part the literature concerning
translation was used, primarily from the author Dagmar Knittlova K teorii i
praxi pfekladu, from Jan Vilikovsky Preklad jako tvorba and from Jifi Levy

Uméni prekladu.

The practical part consists of the translation of two texts from the
field of human resources. The first text gives information about services
of a company KPMG, which offers assistance in an area of audit and tax.
The text informs also about challenges, which could occur in the
economic field, especially in the area of human resources. This text was
selected, because it contains a great number of terminology and a large
number of useful terms from the field of human resources. It is written in

scientific style.



The second text informs about internships, which are offered
by a company Marks & Spencer primarily to students of universities.
This text was chosen, because it contains a different variety of vocabulary

in comparison to the first text. It is written in publicistic style.

Each translated text is followed with a commentary and glossary.
The commentary consists of two parts — macro approach, which analyses
the source text and micro approach, which is related to the target text.
After the commentary there are two glossaries, which contain chosen
English expressions, i.e. terminology and key expressions, and their

Czech equivalents.

The final part of this bachelor thesis, conclusion, gives a summary

of the whole work and states the outcomes of the thesis.

At the end, there are included the endnotes, bibliography, abstract,

resumé and appendices.

This topic was selected, because of the author’s interest in
translation from English language into Czech language and the desire
to learn about the theory of translation and the potential possibility of

further usage as well.



2 THEORETICAL PART
2.1 TRANSLATION

First of all, there is a need to define the term translation. Generally,
it is rendering the meaning of a text into another language in the way
the author intended. !

The purpose of translation is to reproduce not only the language,
but also the information, which the language expresses and its relation to
objective reality, to the author and the recipient. Translation should

reproduce the function of information, not only its elements. %

Translation has been known for a long time. Its written proof is
nearly as old as the script itself. In consideration of this long tradition, it is
astonishing that theory of translation is being still developed primarily

nowadays. !

Nowadays, there is consideration that the fundamental principle
of translation is functional equivalence, i.e. it is not important, whether the
expressions used are identical or not; however, it is significant that they
have the same function. Furthermore, not only in meaning is considered,
but expressive and the associational function is important as well,

i.e. the expression is supposed to be stylistically appropriate.

The basic task of a translator is to translate from one language into
another language. At the beginning of the translating process, a translator
has a text, which is being translated and it is called the source or the
original text. The outcome is the target text, the translated text. The target

text is supposed to correspond with the original text.



2.2 THE TYPES OF TRANSLATION

According to Roman Jakobson, there could be distinguished three

types of translation:

e Intralingual translation — translation within the same language,
it involves rewording and paraphrasing

¢ Interlingual translation — translation from one language into another

e Intersemiotic translation — translation of the verbal signs by non-

verbal signs !

2.3 TRANSLATION METHODS

“The central problem of translation has always been whether to

translate literally or freely” [6]

There is a need to distinguish the difference between translation
methods and translation procedures. Translation methods relate to whole
texts, on the contrary translation procedures are used for sentences

and smaller units of the given language. [

The modern approaches are focused more on the process of
translation. In the area of modern theory of translation, there is one
unified manner, which concentrates firstly on macro approach. The macro
approach focuses on cultural background, historical and local
environment, literal hints, fact about the given country, relationship of the
author to the topic and to the audience, type of audience, type of text and
its function. On the contrary, the micro approach aims at particular

components, grammatical structures and their function. !



There are distinguished eight translation methods:

1) Word-for-word translation

The order in the source language is preserved and the words
are translated by their most used meaning, out of context. Cultural words
are translated literary. The main function of this method is to understand

the mechanics of the original language.

2) Literal translation

By this method the grammatical structure of the source language
is transformed into their nearest equivalents in the target language,

the lexical words are translated one by one, out of context as well.

3) Faithful translation

Faithful translation is an attempt to reproduce an accurate
contextual meaning of the source text within the limitations of grammatical

structure of the target language.

4) Semantic translation

This method differs from the previous method only in the degree,
in which the aesthetic value of the source language must be considered,

i.e. beautiful and natural sound.

5) Adaptation

Adaptation is regarded as the most ‘free’ form of translation, it is

used primarily for plays (comedies) and poetry. The themes, characters
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and plots are usually preserved, on the other hand culture of the source

language is generally converted to the culture of the target language.

6) Free translation

The method free translation reproduces the content without the

form of the original, it is generally a longer paraphrase than the original.

7) Idiomatic translation

Idiomatic translation reproduces accurately the original, however,
problems with a translation of colloquialism and idioms are solved by

explaining that these expressions do not exist in the original.

8) Communicative translation

This method is an attempt to capture the exact contextual meaning
of the source text in a way that both the content and the language means

are acceptable and comprehensible to the readership. ©

2.4 TRANSLATION PROCEDURES

There are seven translation procedures, which are used for solving

the lack of a direct equivalent in the target language: ™

1) Transcription

Transcription is in form of a transcript, which is more or less
adapted to the usage of the target language; it is necessary to take in
consideration transliteration as well, i.e. transcript through an another
alphabet, which causes a sound distortion. It is typical of transcription of

Chinese and other names.
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Example: Mao-tse-tung /mawdzung/ => /mawtsetung/

2) Calque
calgue means a literal translation of a given expression or a phrase
Examples: human resources => lidské zdroje
skyscraper => mrakodrap

potflower => hrnkova kvétina

3) Substitution

Substitution is a replacement of one expression with another,
equivalent expression. For instance, nouns with personal pronouns and

vice versa, etc.

Example: When he opened the door, John saw... => Kdyz John

otevrel dvere, uvidél...

4) Transposition

As transposition are meant necessary grammatical changes that

are made due to different language system

Example: It is believed that . . . => Ma se za to, ze . ..

5) Modulation
Modulation consists in change of the point

Example: angle-joint of the pipe => koleno potrubi

12



6) Equivalency

Equivalency is considered not to be widely suitable term for
the usage of stylistic and structural means, which are different from the

original, for instance, in the area of expressivity

Example: my sweet girl => dévenka

7) Adaptation

As adaptation is meant a substitution of a situation described in
the source text, by another means, e.g. if in the target language does not

exist an equivalent of a proverb or a word-play
Examples: Look before you leap. => Dvakrat méf, jednou fez. !
A house is not a home.

Another day, another dollar.

2.5 TASKS OF A TRANSLATOR

The main task of a translator is to produce a comprehensible
translation. Generally, the translator’s intention is identical with the one

of the author of the source text.
A translator is supposed to have the knowledge of:
1. the language, from which he or she is translating
2. the language, into which he or she is translating

3. the content of the source text, for instance, local and historical

facts [*°

The translator is supposed to know as accurately as possible the

purpose of the target text. 4!
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“There is no such thing as a perfect, ideal or ‘correct’ translation. A
translator is always trying to extend his knowledge and improve his

means of expression; he is always pursuing facts and words.” **!

A translator adjusts the translated text to the addressee with
a different environment and background, i.e. he or she has to solve
problems associated with expressions describing objects or phenomena
connected to history, culture, economy and the way of living, which do not

have equivalents in the target language. ¢!

At the present, the most challenging and high prioritised role

of a translator is to overcome intercultural barriers. "]

2.6 THE FUNCTIONAL STYLES

Firstly, there is a need to characterize stylistics. It is a study of style
used in language. *® In the English language, there are distinguished 5

common functional styles:

1) Style of science and technology

Style of science and technology is further divided into scientific

and popular scientific style:

a) Scientific style

The main function of the scientific style is to express thoughts
or ideas of a variety of different fields precisely, accurately and
completely, generally in a written form. Primary, it is monologic as
administrative style. Since there is no feedback from the addressee, the
context of the situation is not helpful or the author cannot rely on his or
her intonation of the voice, gestures and facial expressions, therefore the

written form has to be stylistically and linguistically clear to make

14



communication comprehensible. The content generally includes a large
number of technical terms. Syntax is quite poor. The alternation of the
personal pronouns or verbal categories, the usage of non-usual or
expressive constructions does not occur.
The inseparable part of scientific style is strict objectivity, which require

Impersonal constructions and passive voice.

b) Popular scientific style

Popular scientific style has characteristics of informal style,
alternatively publicistic style. The main function of this style is to inform
the broadest range of people about scientific facts. Popular scientific style
strives to explain in an interesting way complex issues, states
characteristics of objects and phenomena. There is a complex structure
of the text, which is more understandable, sentences are shorter and
there is not a large number of terminology. Often, terms are explained in

the texts and made comprehensible. 9!

2) Administrative style

Administrative style is linked with publicistic style, however, it is
connected to scientific style. Typical features of this style are factuality,
clarity, unambiguity and briefness. The language could be characterized
as monotonous, lexically and syntactically poor and compositionally
rather simple. It generally takes a written form, although it could be in a

spoken form as well. ?°

3) Journalistic style

In English, journalistic style could be considered to be a separate

functional style, because it has a large number of characteristics, and it

15



could be separated from publicistic style. Journalistic style informs and
instructs the reader, it presents facts and data without commentary as
well. The specific feature of this style consists in fast and clear transfer of

information about current affairs to audience. #%

4) Publicistic style

Publicistic style is used not only in newspaper and magazine, but
on radio, television and film. The main function of this style is generally to
inform and persuade the reader. Another important feature of publicistic
style is its general accessibility and comprehensibility. It changes its form
depending on the situation and it differentiates more and more.

Terminology is expressed indirectly. ?%

5) Style of literary works

The style of literary works helps to create an author’s view of the
world and his or her perception of the reality through the narrator and

characters of literary works. &
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3 PRACTICAL PART
3.1 TRANSLATION OF THE FIRST TEXT

Lidské zdroje
Analytické sluzby zaméstnancl spoleCnosti KPMG poskytu;ji
organizacim fakta, ktera jim pomahaji s rozhodovanim v oblasti

managementu lidskych zdroju.

V souc€asnosti organizace shromazduji velké mnozstvi udaja, které
se tykaji jejich zakaznikl, obchodni vykonnosti a pracovni sily, s cilem
zajistit lepSi vysledky podniku. Zatimco byly podniknuty velké kroky
v oblasti dostupnosti a vyuziti udaji o zakaznicich a jejich vykonnosti,
vétSina organizaci pokracuje v boji za ziskani téch nejkvalitnéjSich udaja

o0 zaméstnancich zplsobem pfimo ovliviujicim konkurenéni vyhodu.

Rozpoc€et na odménovani pracovni sily Cini témér 50% provoznich
nakladl vétsiny organizaci, je proto kliCové, aby tato investice byla
vysoce efektivni, napfiklad aby bylo zajisténo v€asné zarazeni lidi do
spravnych pozic a ve spravny Cas. Dale je potfeba, aby bylo vyuZito
nasazeni zaméstnancu jako ukazatel budouciho vyvoje vykonu a také
byla zajisténa odména a ocenéna iniciativnost posilujici strategii podniku.
V neposledni fadé je nezbytné, aby byly zvefejnény prislusné pozadavky.
Porovname-li pfisluSna data a uplatnime-li prospésné analyzy, obvykle

draha subjektivni hodnota podniku muZze byt vyrazné vylepSena.

Nékteré vSeobecné faktory, které prispivaji k celistvosti analytiky

lidskych zdroju, zahrnuiji:

Stabiliza€ni vyzvy

o Rozhodnuti zaméstnanct a sbér udajli obvykle hraji
kvali oddéleni lidskych zdroju vedlejsi roli, které tihne v organizaci

spiSe k roli operativni nez strategicke.
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o Analytika a fada dovednosti obvykle nejsou rozvijeny
v ramci problematiky lidskych zdroju.
o Nespravné uréeni strategie mezi podniky

a zamestnanci pretrvava v mnoha organizacich.

Problémy s udaji

o Velka €ast udaju lidskych zdroju je v nestrukturovaném
formatu. Jedna se napfiklad o kvalitativni zpétnou vazbu,
dokumenty o vykonu zaméstnancl, vystupni interview
a kazdodenni postoj.

o Jednim zddvodl pro€ nizka kvalita udajd
a administrativy poSkozuje data lidskych zdroji je to, Ze jsou
shromazdovany v rlznych okamzicich zivotniho cyklu
zameéstnance.

o Jiz existujici zpravy ve vétSiné podnikovych
informacnich systému jsou taktické a zaméfuji se pouze na miru

vykonu, ktera souvisi s ukazateli vykonnosti.

Technologické vyzvy

o Udaje nemohou byt snadno rozdéleny na mensi &asti
do poZadovanych nahledu.

o Struktura organizace komplikuje rozdéleni udaju
zameéstnancu do skupin, které zvyrazriuji strukturu.

o Provedeni uplné analyzy komplikuji pretrvavajici
problémy se sjednocenim neclenénych udaju, externich dat a udaju

zameéstnancu.

18



Procesni vyzvy

. Omezeny pristup k provedeni analyzy udaju lidskych
zdroju, ktera se obvykle zaméfuje jen na vykon zaméstnancu.

. Zaméfeni pouze na vedeni prizkumu, rozhovorq,
zpétnou vazbu a analyzu, ale nikoliv na ucelena data, ktera jsou

potfebna k identifikovani struktury.

) NedostateCné znalosti ohledné podavani zprav
a oCekavani.
) Uplatiovani  reaktivnino  pfistupu, ale nikoliv

proaktivniho, ktery positivné ovliviuje organizaci lidskych zdroju.

Jak mGzeme pomoci

Pristoupime-li k problémim na zakladé dikaz( a fidime-li se
intuici, je mozné spojit nesourodé vnitini a vnejSi zdroje dat za pomoci
analyzy zaméstnanci spoleCnosti KPMG, ktera se zaméfuje na

porozumeéni vykonnostni motivace.

Analytika zaméstnancu spoleCnosti KPMG analyzuje udaje
tykajicich se zaméstnancu, jako je napfiklad vyplatni listina, pfispévky,
ubytek pracovnich sil, vykon, dovolena, identifikovani dalSich
potencialnich hodnot a podpora na faktech zaloZzeného rozhodovani

managementu lidskych zdroju.

V KPMG se snazime porozumét rozmérum konkurencni vyhody,
abychom Iépe poradili nas§im klientdm. Zkompletovali jsme dikladnou
analyzu lidského kapitalu. NaSe struktura 5C podporuje zasadu,
Ze strategie podniku a konkurencni vyhoda by mély mit vliv na
zaméstnance. Jediné tehdy muze organizace efektivné reinvestovat jedny
ze svych nejvysSich operacnich nakladu. Tato struktura pomaha naSim

klientdm rozpoznat prilezitost ke snizeni nakladd pracovni sily,
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k potencialnim investicim, popfipadé zajiSténi investic bez naruSeni

souladu, nasazeni a vztaht k zakaznikdam.

Vlivem nasSi struktury 5C jsou podniknuty takové kroky, které by
mély uleh&it monitorovani vykonu pracovni sily prostfednictvim grafa
a tabulek. Nabizime inovativni formulafe a vzory. Dale poskytujeme plné
flexibilni a zakazkovou analyzu, ktera je upravena tak, aby vyhovéla

vaSim pozadavkim.

Lidské zdroje

Podniky v kazdém hospodafském odvétvi bojuji se sestavenim
struktury fizeni, dovednostmi vedoucich tyma a s celkovou produktivitou,
které jim mnohdy brani v tom, aby nejuc€innégji vyuzili proménlivych
podminek a prileZitosti. Casto zaznamenaji, Ze potiebuji nové
organizacni modely, a také zaméstnance, ktefi mohou vést a podilet se
na téchto modelech. Dale organizace zjistuji, Ze je nezbytné poradenstvi

béhem prechodu na novy zplsob vedeni podniku.

Poskytujeme sluzby, které pomahaji s osvojenim zmén v podniku
a posilenim vykonu, pomoci aktivniho pFistupu, ktery zvySi hodnotu

organizace a také jeji nejhodnotnéjsi majetek, své zameéstnance.

Pomulzeme vam identifikovat oblasti lidskych zdroju, ve kterych je

potencial na zménu, a pfidat hodnotu rozsSifujici se organizaci.

Nase sluzby zahrnuiji:

Transformace oddéleni lidskych zdroju
Management zaméfeny na vyhledavani talentd
Poskytovani sluzeb lidskych zdroji

Technologie oddéleni lidskych zdroju

20



Zmeéna vedeni

Design organizace

Nastroje motivujici k nastupu a adaptace zaméstnancu
Znalosti a rozvoj

Zapojeni zaméstnancu

Spole¢nost KPMG pfinasi do podnikl pozitivni zménu

Transformace lidskych zdroju

Je mozné zlepsit ucinnost funkce lidskych zdroji porovnanim

sluzeb lidskych zdrojli s potfebami podniku.

Spole¢nost KPMG pomaha lidrim podniku, aby se lépe soustredili
na kazdy aspekt funkce lidskych zdroji. Dale napomaha v podniku
umoznit zasadni zménu, ale zaroven neomezuje rozClenéni strategie,
proces prepracovani, prestavéni operacnich modell a roli dodani sluzeb,
aktualizace systému realizace, strategické planovani zaméstnancu a také

analytiku pracovni sily.

Pomuzeme vam zvySit hodnotu podniku od lidskych zdroji az po
integrovani transformacnich sluzeb vedoucich od strategie aZ po uvedeni
do praxe. NasSe holisticka metodika zahrnuje vS8echny potfebné
zameéstnance, postupy, technologie, dodani sluzeb a informaéni slozky,
vCetné praktik, které ovladaji trh a poskytuji feSeni. Zabyvame se i témi
nejkomplikovanéj§imi problémy naSich klientld, a timto napomahame
vedoucim pracovnikim lidskych zdroji a jejich vedoucich tymum se

strategii, designem a uskute¢nénim transformace lidskych zdroju.

Provozovatelé spole¢nosti KPMG maji znacné zkuSenosti
a hlubokou znalost potencialnich problémd. Pomahame klientim

navrhnout inovativni organizaCni modely, procesy a technologie, které
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pfinaseji dlouhotrvajici hodnotu celé organizaci. Mnoho organizaci si také
zvolilo spole¢nost KPMG, aby jim pomohla vyfesit technologické vyzvy
lidskych zdroju, coz je kriticka slozka programu transformace lidskych

zdroja.

Usiluieme o to, abychom pfinaSeli nasim klientdm integrovany
a souvisly soubor sluzeb lidskych zdrojl, ktery zahrnuje naSe poradenské
a danové sluzby. Vyuzivame nastroje, které sahaji od strategie,
technologii a zkvalitnéni vyrobkl a sluzeb, az po hloubku branze, coz

pfinasi nasim klientm pfidanou hodnotu.
KPMG vam mUzZe pomoci s:

e Strategii a vizi

Dodanim sluzeb a realizaci

Mobilni pracovni silou a rizikovymi sluzbami

Technologickym designem a realizaci

IntegraCnimi sluzbami podniku a technologiemi, v€etné
Oracle, SAP a Workday

Poskytovani sluzeb lidskych zdroju

Funkce lidskych zdroju se rapidné rozviji jako odpovéd na ménici
se demograficka data, dynamicky hospodarsky rust a rusivé technologie.
Lidfi lidskych zdroja hledaji na trhu provozovatele sluzeb, ktefi rozumi

vztahu mezi podnikovymi strategiemi lidskych zdroji a vykonem.

Inovace technologii lidskych zdroji vytvofily pfilezitosti pro mnoho
organizaci k tomu, aby pfehodnotily stavajici model poskytovani sluzeb
lidskych zdroji. Tento model by mél byt nakladové uc€innéjSim
a efektivnéjSim z hlediska pozadavkl organizace. Pokud jsou vyuzZivany
Celni technologie, jako jsou napfiklad systémy SaaS, zavislost na

podpofre IT je snizena. Zameéstnanci spolu s managementem timto ziskaji
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lepSi pfistup k informacim. Nékteré unikatni vyzvy, které se tykaji jistoty
a integrace, se mohou objevit. Velké mnozstvi lidri podnik( ale neni na

né pfipraveno.

Jako poskytovatel komplexnich sluzeb lidskych zdroju, pomahame
firmam vytvofit operacni strategie, implementovat je a vést proces
transformace. Tyto dovednosti — kombinované s nasimi zkuSenostmi
v odvétvi, nasimi znalostmi o vedoucich technologiich, danich, 0 mozném
riziku a schopnost vedeni kontroly podniku — mohou poskytnout pfidanou

hodnotu v procesu transformace.

Nas design poskytovani sluzeb lidskych zdroji a realizace sluzeb

zahrnuje:

o Harmonizace strategie

o Proces transformace a obohaceni

o Vyhodnoceni dodavatele, jeho vybér a zména

o Spolecny design sluzeb a realizace

o Design organizace a transformace

e  Rizeni a vykon (ukazatele vykonnosti, idaje tykajici se

zaméstnancu a systém ukazatelu vykonnosti podniku)
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3.1.1 COMMENTARY ON THE FIRST TEXT

1 MACRO APPROACH

The original text is obtained from a website of the company KPMG,
which offers audit, tax and advisory services. This source text is written
in scientific style and informs about the services of the company.
The type of audience of this text are organizations, which seek to help in

the economic field.

The source text gives, as already mentioned above, information
about services, which the company KPMG offers and challenges, which

could occur in the field of human resources and finance in any company.

The function of this text is to persuade the reader about qualities of
KPMG and to inform about the services of the company and the most

common challenges in this area.

As already mentioned above, the functional style of this text is
scientific style. The structure is logically ordered. This text is divided into
many paragraphs. In the text, there is a large number of long sentences,
although some parts of the text are divided into points for a better

comprehensibility.

As far as the language is concerned, there is a great number of

compounds in the text, e.g. decision-making, workforce or skillset.

The text is written in formal language and there is a large number of
terminology, which could cause problems while translating. In the
glossary, there is stated a large number of them. There are no expressive

words in the text.
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2 MICRO APPROACH

There are two basic levels in micro approach — grammatical and
lexical. The grammatical level is composed of morphology and syntax,

and the lexical level is related to words and vocabulary.

a) Grammatical level

The passive voice is used when the receiver of the action is more
important than the performer of the action or when the performer of

the action is not someone specific.

Another usage of passive voice would be when avoiding placing
responsibility for a particular action on any specific person or
organization. 1?4

The passive voice is used for reasons of style and clarity. >

All of these usages of passive voice mentioned above are used in

the chosen text from the field of human resources.

It is formed in all tenses by using the verb be in the appropriate

tense plus the past participle of the main verb. *°

In the text, there are some examples of passive voice:
In the first example, there is passive formed in a present simple:

Key measures are organised under our 5C framework to allow

easy monitoring of workforce performance via an interactive dashboard.
Another example is formed in the present perfect tense:

Whilst great strides have been made in the accessibility and use of

customer and performance data, most organizations continue to struggle
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to leverage workforce data in a way that directly impacts competitive
advantage.

In the text, there occurs infinitive of purpose, which is used to
indicate why somebody does something. *”! This phenomenon could be

generally translated into Czech language as “aby + verb”.
There are some examples from the text:

Organizations today gather huge amount of data on their
customers, business performance and workforce to drive better business

outcomes.

Continued difficulty with the integration of unstructured data,

external data and workforce data to conduct a comprehensive analysis.

Traditional focus on conducting surveys, interviews and feedback,

and segregated analysis, but not on integrating data to identify patterns.

b) Lexical level

1) Compound nouns

A compound noun is an expression consisted of more than one

word, which functions as a noun in a sentence. 8!
Examples:

Fact-based, decision-making, workforce, skillset, feedback,
lifecycle, highlight, interview, evidence-based, hypothesis-driven,

seamless etc.
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2) Gerund

This text contains a large number of gerunds. A gerund is a verb
form, which is used in a place of subject, subject or it stands after
preposition. It is formed by adding “-ing” to a verb. % This structure is

used more in written English than in spoken English. ¥
Some examples from the text:

Bringing disparate data sets together and applying meaningful
analysis can dramatically improve a traditionally expensive and subjective

component of business.

Utilizing HR analysis as a reactive rather proactive method to

assist the HR organization.

Using an evidence-based, hypothesis-driven approach, KPMG’s
Workforce Analytics combines disparate internal and external data
sources to help you understand how your people drive business

performance.

In all of the three examples, there are gerunds in a place of a

subject.

27



3.1.2

GLOSSARY TO THE FIRST TEXT

English

Definition?

Translated into
Czech

to assemble the

to bring the way in which

1. sestavit strukturu

management the management of fizeni

structure a company is organized 2. sestavit strukturu
together in a single group vedeni

business a detailed plan for achieving | obchodni strategie

strategy success in one part or

all parts of a business

customer and
performance

data

information, especially facts
or numbers, collected to be
examined, considered and
used to help with making
decisions relating to people or
organizations that

buy a product or service or
relating to how well someone

does their job or their duties

1. udaje o
zakaznicich a jejich

vykonnosti

data collection

the activity of collecting
information that can be used
to find out about a

particular subject

1. sbér udajl
2. shromazdovani

Gdaji

disparate data

information, especially facts
or numbers, collected to be

examined and considered

nesouroda data

! All of the definitions were obtained from: Cambridge Dictionary. Accessible from:

https://dictionary.cambridge.org/
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https://dictionary.cambridge.org/dictionary/english/bring
https://dictionary.cambridge.org/dictionary/english/management
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organized
https://dictionary.cambridge.org/dictionary/english/single
https://dictionary.cambridge.org/dictionary/english/group
https://dictionary.cambridge.org/dictionary/english/plan
https://dictionary.cambridge.org/dictionary/english/achieve
https://dictionary.cambridge.org/dictionary/english/success
https://dictionary.cambridge.org/dictionary/english/part
https://dictionary.cambridge.org/dictionary/english/part
https://dictionary.cambridge.org/dictionary/english/business
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/examine
https://dictionary.cambridge.org/dictionary/english/help
https://dictionary.cambridge.org/dictionary/english/person
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/product
https://dictionary.cambridge.org/dictionary/english/service
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/duty
https://dictionary.cambridge.org/dictionary/english/activity
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/find
https://dictionary.cambridge.org/dictionary/english/subject
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/examine

and used to help with making

decisions that are different in

every way
decision-making | the process of rozhodovani
making choices,
esp. important choices
employee the fact of employing 1. zapojeni
engagement someone who is paid to work | zaméstnancl
for an organization 2. nasazeni
zaméstnancu
HR data information, especially facts 1. udaje lidskych

or numbers, collected to be
examined, considered and
used to help with making

decisions in the area of HR

zdroju
2. data lidskych

zdroju

HR department

one part of an organization
that deals with finding new

employees etc.

1. oddéleni lidskych
zdroja
2. usek lidskych

zdroju

HR

improvement

a situation in HR that is better
than it was before, or
a change that makes

a situation better

1. zvySeni kvality
lidskych zdroju
2. zkvalitnéni

lidskych zdroja

HR executives

a person or
a group of people who run the

HR department

vedouci pracovnici

lidskych zdroju

HR leader

a person who is in charge of a
group, situation, etc. in the

HR department

1. lidr lidskych zdroju
2. vedouci
predstavitel lidskych

zdroja
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https://dictionary.cambridge.org/dictionary/english/help
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/choice
https://dictionary.cambridge.org/dictionary/english/important
https://dictionary.cambridge.org/dictionary/english/choice
https://dictionary.cambridge.org/dictionary/english/employ
https://dictionary.cambridge.org/dictionary/english/paid
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/examine
https://dictionary.cambridge.org/dictionary/english/help
https://dictionary.cambridge.org/dictionary/english/part
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/situation
https://dictionary.cambridge.org/dictionary/english/change
https://dictionary.cambridge.org/dictionary/english/situation
https://dictionary.cambridge.org/dictionary/english/group
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/run
https://dictionary.cambridge.org/dictionary/english/charge
https://dictionary.cambridge.org/dictionary/english/group
https://dictionary.cambridge.org/dictionary/english/situation

3. vudce lidskych

zdroju

HR services

business activity that involves
doing things

for customers rather

than producing goods, or a
single act of doing something

for a customer relating to HR

sluzby lidskych

zdroja

to improve the
efficiency and
effectiveness of
the HR function

to make the HR function
better

1. vylepSit uc€innost
funkce lidskych
zdroja

2. zlepsit u€innost
funkce lidskych

zdroju

internal and

external data

supplying of information that

comes from within an

vnitini a vnéjsi zdroje
dat

sources organization and outside of it
KPMG'’s people of the company KPMG | 1. provozovatelé
practitioners who work in a job that KPMG
involves long training and 2. provozovatelé
high levels of skill spole¢nosti KPMG
KPMG'’s the information that results 1. analytika pracovni
workforce from the process of analysing | sily spoleCnosti
analytics people who work for the KPMG
company KPMG 2. analytika
zaméstnancu
spole¢nosti KPMG
operational the way in which a company | operativni strategie
strategy organizes its production and

selling goods or services
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https://dictionary.cambridge.org/dictionary/english/business
https://dictionary.cambridge.org/dictionary/english/activity
https://dictionary.cambridge.org/dictionary/english/customer
https://dictionary.cambridge.org/dictionary/english/produce
https://dictionary.cambridge.org/dictionary/english/goods
https://dictionary.cambridge.org/dictionary/english/single
https://dictionary.cambridge.org/dictionary/english/act
https://dictionary.cambridge.org/dictionary/english/customer
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/long
https://dictionary.cambridge.org/dictionary/english/training
https://dictionary.cambridge.org/dictionary/english/level
https://dictionary.cambridge.org/dictionary/english/skill
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/result
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organize
https://dictionary.cambridge.org/dictionary/english/production
https://dictionary.cambridge.org/dictionary/english/selling
https://dictionary.cambridge.org/dictionary/english/goods
https://dictionary.cambridge.org/dictionary/english/service

poor data

quality

not a high standard of
information, especially facts
or numbers, collected to be
examined, considered and
used to help with making

decisions

Spatna kvalita udaju

predictor of

performance

something such as

an event or fact that enables
to say how well will someone
do their job or their duties in

the future

ukazatel vykonnosti

reengineering

the process of
changing and improving the
way a company works, the

way a job is done, etc.

1. pfepracovani

2. reingeneering

strategic a process in which a 1. strategicke
workforce company’s executives decide | planovani pracovni
planning what they want sily

to achieve and the best 2. strategické

actions and use of resources | planovani

for doing this action using zaméstnancu

people who work in a

company
workforce the information that results 1. analytika pracovni
analytics from a process of analysing sily

all the people who work for 2. analytika

a company or organization zameéstnancu

workforce cost

reduction

the process of reducing the
amount of money that a

company spends on wages,

1. snizovani nakladu
pracovni sily

2. snizovani nakladu
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https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/examine
https://dictionary.cambridge.org/dictionary/english/help
https://dictionary.cambridge.org/dictionary/english/event
https://dictionary.cambridge.org/dictionary/english/fact
https://dictionary.cambridge.org/dictionary/english/enable
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/duty
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/change
https://dictionary.cambridge.org/dictionary/english/improve
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/works
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/executive
https://dictionary.cambridge.org/dictionary/english/achieve
https://dictionary.cambridge.org/dictionary/english/action
https://dictionary.cambridge.org/dictionary/english/resource
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/result
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/reduce
https://dictionary.cambridge.org/dictionary/english/amount
https://dictionary.cambridge.org/dictionary/english/money
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/spend
https://dictionary.cambridge.org/dictionary/english/wages

etc. in order to make it

more profitable

zaméstnancu
3. snizeni nakladu
pracovni sily

4. snizeni nakladu

zaméstnancuU
workforce data | information, especially facts 1. udaje
or numbers, collected to be zaméstnancuU

examined, considered and
used to help with making
decisions relating to all
the people who work for

a company or an organization

2. udaje pracovni sily
3. data zaméstnancu

4. data pracovni sily

workforce a choice that sb. makes about | 1. rozhodovani
decision something after thinking pracovni sily
about several possibilities 2. rozhodovani
relating to all the people zaméstnancu
who work for a company or
organization
workforce how well all the people 1. vykonnost
performance who work for a company or pracovni sily

an organization do their job or

their duties

2. vykonnost

zaméstnancuU
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https://dictionary.cambridge.org/dictionary/english/order
https://dictionary.cambridge.org/dictionary/english/profitable
https://dictionary.cambridge.org/dictionary/english/information
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/collect
https://dictionary.cambridge.org/dictionary/english/examine
https://dictionary.cambridge.org/dictionary/english/help
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/choice
https://dictionary.cambridge.org/dictionary/english/thinking
https://dictionary.cambridge.org/dictionary/english/possibility
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/duty

3.2 TRANSLATION OF THE SECOND TEXT

Lidské zdroje

Nasich 85 000 kolegu je srdcem a dusi M&S a na$ tym lidskych
zdroji ma jasny plan podpofit nasi firmu a zaméstnance, aby vyuZili
sveého plného potencialu. Chceme rozvijet a pfitahnout skvélé talenty,
také rozmanitou a kompletni pracovni silu, ktera pomaha nasSim lidem
osobnostné rust. Jako stazisté oddéleni lidskych zdroji se naudcite
dovednostem a ziskate vlastnosti, potfebné k tomu byt soucasti naseho

tymu.

Tento program je urCeny pro ambiciozni lidi, ktefi pravé dokoncuji
prvni nebo druhy rocnik svého studia. Jak jinak stravit Iéto nez ziskanim
novych pratel a zazitku, které mohou obohatit vasi kariéru jesté predtim,
nez zaCala? Jedna se o 6-8 tydenni staz, ze které budete mit radost
a budete mit Sanci vidét, jak odliSné funguji razné &asti kolektivu lidskych
zdroji. Pokud budete pusobit bud v nasi hlavni kancelafi v Londyné,
Manchesteru nebo regionalné v nasSich maloobchodech, oteviou se vam
pfilezitosti na cely zivot.

Méli byste byt nadSeni z dynamického maloobchodu a délat pro
nase zakazniky to nejlepSi. Pokud jste spoleCensky orientovani lidé
s excelentnimi analytickymi dovednostmi, tak je pro vas tato staz
perfektni. Studium na pfislusné vysoké Skole je velké plus, ale v kazdém
pfipadé vas podpofime, abyste odvedli skvélou praci a ziskali dalSi

vyhlidky na skvélou kariéru.

Vzdélani a rozvoj

ZkusSenost je nejlepSim ucitelem, a to je divodem pro€ v M&S vas

s radosti ,do toho hodime®. SkuteCna odpovédnost za skutecné projekty
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jiz od prvniho dne (ne, doopravdy to tak neni). Ale znalosti nejsou jen
jednosmérné: téSime se, az uslySime vase nové napady, abychom zacali
pochybovat o tom, jak nas podnik vedeme a také uvazovat, jak mizeme
podpofit jeho rust. Samoziejmé, v8e zacCina uplnym pfijetim do M&S.
S nami na to nikdy nejste sami. BEhem tohoto obdobi ziskate zakladni
pfehled o naSem podniku spole¢né se v3emi informacemi, které budete
potfebovat ke své noveé roli a Zivotu s jednou z nejvétSich britskych

znacek.

Uéeni ,za pochodu*

Poskytujeme mnoho pfilezitosti k uc¢eni, jak v naSem obchodg, tak
v nasi hlavni kancelafi, které se méni podle vaseho programu. At uz
vedete lidi v obchodé nebo jste vyznamnymi Cleny tymu hlavni kancelare,
vydélavani penéz a uceni jsou propojeny. Prfevezmete opravdovou
odpovédnost a budete pomahat se ,vyporadat® s proménlivymi problémy
béhem dne. Dostanete urCitou ¢ast odpovédnosti nebo budete mit hned

zpocatku na starosti fizeni projektu — ano, je to skvéla pfilezitost zazafit.

Uceni fizené sebou samym

Poskytujeme vam prostfedky pfi Skoleni a pfilezitosti a je jen na
vas, jak je vyuzijete. Bude od vas ocCekavana vaSe iniciativa, a také
abyste sami identifikovali oblasti, ve kterych se potfebujete zlepSit — a mit

motivaci ke zlepSeni.

Docasné pridéleni do obchodu

Teorie mUze znit dobfe, ale jen malo planu prezije kontakt se

zakaznikem. Pokud budete pusobit v hlavni kancelafi, ziskate zkuSenosti
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v obchodé pomoci naseho programu doCasného pfidéleni do obchodu.

PFidéleni muze trvat 1 tyden az 3 mésice, zalezi na vaSem studiu.

Podnikovy program vzdélavani

NasSe 3$pickové seminafe zdokonali vase dovednosti v podniku
sahajici od zakladnich dovednosti a tréninku odborné zpusobilosti az po

pIné nasazené fizeni projektu.

Odborny trénink

Investujeme do chytrych technologii, abychom dosahli nasi vize
stat se nejuspésnéjsim vicekanalovym maloobchodnikem na svété. To je
divodem, pro¢ do vas investujeme spoustu ¢asu, abychom se ujistili, ze

dostanete to spravné odborné skoleni.

Specifické ulohy

Podpofime vas po celou dobu vasi kariéry v M&S a pomoci Skoleni

specifickych uloh, vam pomazeme dosahnout vasich cilu.

Prehled rozvoje

Na rozdil od vétSiny spolecnosti, fizeni vykonnosti spolec¢nosti M&S
neni jen pfipad, kdy fikame, abyste podavali vétSi vykony. Zajistujeme,
aby byly vaSe uspéchy uznavany a vaSe zpétna vazba vyslySena
a samoziejmé, Ze se vase kariéra rozviji. Vzdyt M&S prosperuje, jen

pokud se nam vSem dafi.
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Odborné predpoklady

Zalezi na oblasti odvétvi, ke kterému se pfipojite, ale mizete mit
prilezitost vybudovat odborné predpoklady, abyste s M&S obohatili vyvoj

vasi kariéry.

Lidské zdroje

Diky naSim lidem jsme tim, kym jsme. To je duvodem, pro¢ ma
oddéleni lidskych zdroji mimofadnou ulohu, abychom se ujistili, Ze jsou
dobfe vedeni, motivovani a podpofeni k dosazeni svého pIného
potencialu. Zaméstnavame okolo 85 000 lidi po celém svété. Starat se

0 né je vyzva, kterou nas tym lidskych zdroji kazdy den pfijima.

V M&S chceme ziskat ty nejnadanéjSi talenty a od naSich
stavajicich zaméstnancui dostat to nejlepSi. To je divodem pro¢ muizete
oCekavat rychlé a povzbuzujici prostfedi a kolegy, ktefi dodavaji sluzby
lidskych zdroji. Toto prostfedi ma opravdovy a hmotny dopad — na

podnik a lidi, ktefi v ném pracuiji.

Budete také vytvaret nasi kulturu — a to hraje nedilnou ulohu v tom,
jaky jako podnik podavame vykon, a také to, jak naSi lidé premysleji
a jednaji, abychom byli stale o krok napfed ve velmi konkurencnim trhu.
To v8e znamena, Ze vam muzeme poskytnout ohromnou prilezitost

k uspokojujici kariére.

Koho hledame

Relevantni kvalifikace a zkuSenosti jsou samoziejmé dulezité, ale
v M&S, klademe ddraz na personalistiku. Chceme zaméstnance, kterym
zalezi na dobrém jménu znacky M&S, a ktefi vyuziji svych dovednosti
jednat s lidmi, aby je inspirovali, a také aby davali a dosahovali toho
nejlepSiho. Poznate také dllezitost obchodniho partnerstvi a stanete se
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odborné zdatnymi ve vysvétlovani komplexnich problému lidskych zdroju

jednoduchym zplisobem s dlirazem na porozuméni a realizaci.

Prace v hlavni kancelari

Nase hlavni kancelaf puUsobi v londynské centrale M&S, naSe
kancelare jsou ve Stockley Park, Chesteru a Manchesteru. Vstupte do
samého centra M&S a dostante se do stfedu déni, které fidi srdce

naseho rychle se rozvijejiciho podniku a svétové znamé znacky.

Odmény a vyhody

V M&S si myslime, Ze je nezbytné, aby nasi zaméstnanci byli dobfe
odmeénéni. Pokud budete pracovat v M&S, ziskate vysoce konkurencni
balicek odmén, ktery pfitahuje, motivuje a wudrzuje ty nejlepsi
zameéstnance. Neustale kontrolujeme tento balicek, abychom se ujistili, ze
obsahuje vSechno, co naSi zameéstnanci od téchto vyhod ocekavaji.

Vyhody, které si muzete aktualné uzit, zahrnuiji:

- Mzdy - oproti ostatnim spole¢nostem pravidelné kontrolujeme mzdy,
abychom se uijistili, Ze jsme konkurenceschopni a drzime krok se
zménami na trhu. Také kazdy rok posuzujeme zakladni mzdu, navic
nabizime odmeény za mimoradny vykon, abychom ocenili individualni
uspéchy.

- Zameéstnanecka sleva — dostanete 20% slevu na vSechny nakupy,
v obchodé i online. Vyjimky jsou vyhrazeny, ale neni omezeno
mnozstvi zbozi, které muzete zakoupit se slevou. A navic
poskytneme také slevu partnerovi/partnerce nebo ¢Clenovi rodiny, ktery

s vami zije ve spole¢né domacnosti.
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Dovolena — mate pravo na minimalné 28 dni zakonem dané dovolené
ro¢né. Ocividné, pokud budete pracovat na pul uvazku, bude tato
sazba prepoctena.

Bonusy — kdyZz my jako podnik vydélavame, chceme, aby to nasi
zaméstnanci také pocitili. Proto nabizime mnoho bonusovych
programl ponechanych volnému wuvazeni, pomoci kterych
odmeénujeme nase zaméstnance za pomoc pfi dosazeni nasich cild.
Penze — jsme si védomi, jak je v dnesSni dobé dulezité spofeni na
dichod. V M&S chceme vam v tomto pomoci. To je davodem, pro¢
nabizime jasné vymezeny plan pfispévkd na penzi, ktery spociva
v tom, Ze pokud pfispéjete 3% z vasi mzdy, M&S prispéje 6%. Vice
na www.yourmandspension.com.

Zivotni pojisténi — jiz od prvniho dne budete mit hrazeno Zivotni
pojisténi v hodnoté dvojnasobného platu vaseho rocniho pfijmu
v duchodu.

Sharesave — pomoci programu Sharesave muUzete jednoduse Setfit.
Pokud date kazdy meésic stranou jakoukoliv ¢astku mezi 5 a 250
librami po dobu 3 let, po tfech letech budete moci pouZzit tyto uspory
na koupi akcii M&S s 20% slevou — nebo jednoduse dostanete své
uspory nazpét. Posilame v Fijnu kazdému, kdo u nas pracuje
minimalné 3 meésice, pozvanku na pfipojeni se k Sharesave, a proto
se méjte se na pozoru.

Sharebuy — na$ program Sharebuy vam pomuUze s mési¢ni koupi
akcii spoleCnosti M&S, které se odvadéji pfimo z vasi hrubé mzdy.
MiZete investovat i jen 10 liber a maximalni mnozZstvi je 150 liber —
nebo do 10% vaSi hrubé mzdy, podle toho co je nizSi. Pokud toto
udélate, budete platit mésicné mensi dan z pfijmu a statni socialni
zabezpeceni a zaroven podpofite investici. Jakmile budete s nami ffi
meésice, budete mit narok na to, se pfipojit a zasSleme vam pozvanku
pfimo k vam domdu. Budete se moci hned pfidat nebo pozdéji - jak se

vam to bude hodit.
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Shares Solidarity - pfipojte se k naSemu programu Shares Solidarity,
ktery zahrnuje vouchery na péci o dité, nakupovani o dovolené,
leasing na auto a jizdu na kole do prace, a tim muzete usetfit na dani
a statnim socialnim zabezpeceni.

Slevy — neni to jen v obchodé, kde muzete ziskat pofadné slevy.
Pokud se pfidate, muzete vyuzit pfes 1 500 specialnich slev, které
zahrnuji produkty pouzivané béhem dovolené, volného Casu a mnohé
dalSi sluzby.

Zdravi a duSevni pohoda — v M&S je vasSe duSevni pohoda naSi
velkou prioritou a chceme, abyste byli tou vasi nejlepsi verzi. To je
dlvodem pro€ vam nabizime se slevou vyrobky zoblasti péce
o zdravi a mame k dispozici webovou stranku zaméfenou na dusevni
pohodu, kde poskytujeme ty nejlepsi tipy a rady, abyste byli fit.
Charitativni den dobrovolnictvi — pokud se pfidate, budete mit
moznost stat se na jeden den dobrovolnikem u charity dle vlastniho

vybéru.
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3.2.1 COMMENTARY ON THE SECOND TEXT

1 MACRO APPROACH

The original text is obtained from a  website
www.careers.marksandspencer.com of the company Marks & Spencer,
which specializes in selling high-quality products, primarily clothing,
cosmetics and food. The author of this text is unknown. The article is
aimed at people, who have an interest to apply for an internship offered

by the company Marks & Spencer. The text is written in publicistic style.

As mentioned above, the text gives information about internships
offered by Marks & Spencer. It introduces the company and its aims
in the area of human resources. The text presents different ways, of
giving the potential applicants the opportunities to have a thriving career

in Marks & Spencer.

The function of this text is to inform and persuade potential

applicants about the internship, which M&S offers.

The text is written in informal language. There is a small number
of terminology and there are no difficult incomprehensible expressions,
besides perhaps several phrases could cause problems with
understanding, e.g. phrasal verbs, which will be mentioned in the micro

approach.

There are a great number of subheadings, which serve to facilitate
the reader’s understanding. The text is logically structured. It is divided
into smaller paragraphs. There is a small number of longer sentences in
the text, but simple shorter sentences predominate and they will be

analysed in the micro approach.
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2 MICRO APPROACH

a) Grammatical level

In the English language, there is a large number of verb tenses.
In the text mainly present simple and future simple tense occur. For

example:

While we’ll provide the training tools and opportunities, it’s up to

you to take advantage of them.

This sentence contains both of these tenses. Present simple tense
(the verb is) is mainly used for stating truths, describing permanent
situations or characterizing matters that happen on a regular basis. !
The usage of future simple tense (will provide) is to talk about predictions,

which are based on guesswork, analysis or judgement.

Other than future simple tense, there are other forms of future
tense in the text, e.g. future continuous tense and future simple tense in

passive voice.

In this example, there occurs the future continuous tense, which is

used for temporary actions in progress at a particular point in the future:
[33]

Whether you’re managing people in store, or a valued member of a
Head Office team, you’ll be learning while you earn, shouldering real

responsibilities and helping to tackle the ever-changing issues of the day.

In the second example, there is a passive form of future simple

tense:

You will be given a specific area of responsibility or a project to

manage yourself fairly early on - say yes, it's a great chance to shine.
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Phrasal verbs

‘One of the most common characteristics of the English verb is that
it can combine with prepositions and adverb particles. Broadly speaking,
we call these combinations phrasal verbs.’ ¥ Some examples from the

text:
take on — nabyt

What better way to spend your summer than making friends and
taking on experience that can enhance your career before it’s even

begun?

throw in — hodit (co/koho kam)

Experience is the best teacher, which is why M&S likes to throw

you in at the deep end.

depend on — zaviset, zalezet (na ¢em/kom)

Depending on your graduate programme the attachment could be

anything from one week to three months.

invest in — vloZit, investovat (co do ¢eho)

We're investing heavily in smarter technology to achieve our

vision of becoming the world's most successful multi-channel retailer.
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b) Lexical level

In the text, there occurs a great number of simple, compound and

complex sentences.

Simple sentence is the smallest sentence-unit. It has a subject and

a predicate. ©°
Examples of a simple sentence from the text:
Of course, it all starts with a comprehensive introduction to M&S.

You're never on your own with us.

In a compound sentence, all the clauses are equal and can stand
on their own, there is no main clause with subordinate clauses depending

on it. B9
Examples from the text:

Studying a relevant degree is a big plus, but you will receive all the

support you need to do a great job and further your career prospects.

We will support you throughout your career at M&S and, with role-

specific training, help you reach your goals.

Complex sentence is a sentence that contains a main part and one

or more other parts. 2’

As already mentioned, there is a large number of complex
sentences in the text, especially relative clauses, which describe and
determine nouns in more detail, to which they are referring. *® There are

stated some examples from the text:
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We want to develop and attract great talent, as well as being a

diverse and inclusive workforce that allows our people to flourish.

This programme is for ambitious people who are finishing their first

or second year.

This is a six to eight-week internship in which you’ll thrive and

have a chance to see how different parts of the HR group work.

In the text, there occurs an expression workshop, which could be

analysed from the morphological point of view:

workshop — noun, singular, common noun, it gender, concrete

noun, compound noun, countable
structure of the word: work + shop

type of morphemes: both are free morphemes

This expression would be, as stated in the glossary to the second
text, translated as seminaf, workshop, pracovni seminar, vzdélavaci

dilna.
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3.2.2 GLOSSARY TO THE SECOND TEXT

English Definition? Translated into
Czech
benefits something such as 1. vyhody
a pension or health insurance 2. pfispévky
that an employee
receives in addition to their salary(
= money)
Bonus an extra amount of money thatis | 1. bonus
given to sb. as a reward for 2. prémie
good work 3. pfiplatek
competitive a place where a konkurencni trh

marketplace

particular product or service
is bought or sold and it involves

competition

development

a report that contains

prehled rozvoje

review important information about a
particular subject or activity,
especially of an improvement of
a skill, ability, quality, etc.:
diverse and all the people who work for rozmanita a
inclusive a company or an organization kompletni
workforce including many different pracovni sila
types of people and containing
or including a particular thing
employee a reduction in the usual price of zameéstnanecka
discount a product or service that is given sleva

% All of the definitions were obtained from: Cambridge Dictionary. Accessible from:
https://dictionary.cambridge.org/
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by a company or an organization
to someone who is paid to work

for them

to enhance sb.’s

to improve the quality of sb.’s

obohatit néci

career career kariéeru
excellent an extremely good ability to do an | excelentni
analytical skills activity well that relates to the analytické
careful or scientific examination of | dovednosti
facts and information
fast-moving business that is rychle se
business developing or changing very rozvijejici podnik

quickly

fast-paced and
stimulating

environment

the conditions
which people work in
changing very quickly and

encouraging interest or new ideas

prostfedi, které je
rychlé a

stimulujici

full-on project

the activity of organizing and

1. plné nasazené

management controlling a project to fizeni projektu
the greatest degree 2. plné nasazeny
management
projektu
3. pIné nasazené
vedeni projektu
Head Office the most important office of hlavni kancelar
an organization or company
holidays a time when someone does not go | Dovolena
to work but is free to do what they
want, such as travel or relax
HR abbreviation for human resources | lidské zdroje

- the department of an
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organization that deals with
finding new employees,
keeping records about all the
organization's employees, and

helping them with any problems

HR group a number of people working in the | 1. kolektiv
HR department that are put lidskych zdroju
together or considered as 2. tym lidskych
a single thing zdroju

HR intern to work for a 1. stazista
company or organization in a HR | lidskych zdroju
department for a short period 2. praktikant
of time, sometimes without lidskych zdroju
being paid, in order to get
experience of a particular type
of work

HR team a group of 1. tym lidskych

people who work together on a

particular activity, project, etc.

zdroja
2. kolektiv
lidskych zdroju

life assurance

life insurance

Zivotni pojisténi

performance a system for judging how fizeni vykonnosti
management well employees do their job,
their needs for training, etc.
on-the-job the process of getting an uceni za pochodu
learning understanding of something
happening where someone
works and while they do their job
pay to give money to someone for 1. mzda
something they want to buy or 2. plat

47



https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/deal
https://dictionary.cambridge.org/dictionary/english/finding
https://dictionary.cambridge.org/dictionary/english/employee
https://dictionary.cambridge.org/dictionary/english/keeping
https://dictionary.cambridge.org/dictionary/english/record
https://dictionary.cambridge.org/dictionary/english/employee
https://dictionary.cambridge.org/dictionary/english/helping
https://dictionary.cambridge.org/dictionary/english/problem
https://dictionary.cambridge.org/dictionary/english/number
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/single
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/company
https://dictionary.cambridge.org/dictionary/english/organization
https://dictionary.cambridge.org/dictionary/english/short
https://dictionary.cambridge.org/dictionary/english/time
https://dictionary.cambridge.org/dictionary/english/paid
https://dictionary.cambridge.org/dictionary/english/order
https://dictionary.cambridge.org/dictionary/english/experience
https://dictionary.cambridge.org/dictionary/english/type
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/group
https://dictionary.cambridge.org/dictionary/english/people
https://dictionary.cambridge.org/dictionary/english/work
https://dictionary.cambridge.org/dictionary/english/activity
https://dictionary.cambridge.org/dictionary/english/project
https://dictionary.cambridge.org/dictionary/english/system
https://dictionary.cambridge.org/dictionary/english/judge
https://dictionary.cambridge.org/dictionary/english/employee
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/need
https://dictionary.cambridge.org/dictionary/english/training
https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/understanding
https://dictionary.cambridge.org/dictionary/english/happen
https://dictionary.cambridge.org/dictionary/english/works
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/money
https://dictionary.cambridge.org/dictionary/english/want
https://dictionary.cambridge.org/dictionary/english/buy

for services provided 3. vyplata
pension an amount of money paid 1. dichod
regularly by the government to 2. penze
a person who does
not work anymore because they
are too old or have become ill
people skills the ability to communicate with dovednost jednat
people in a friendly way s lidmi
and therefore deal with
them effectively, especially in
business
to perform to do a job, task, or duty 1. podavat vykon
2. vykonavat
3. konat
performance an advantage, for example more odména za vykon
rewards money or a better job, that

someone receives if they are
successful, work hard, etc. given
for if someone does well

their job or their duties

professional an official record showing that sb. | 1. odborna

qualifications has successfully zpusobilost
finished a course of training or 2. odborna
study, has the skills necessary to | kvalifikace
do something, etc. that 3. odborné
is related to work that needs a predpoklady
high level of education
or special training

relevant an official record showing that a 1. relevantni

gualifications person has successfully kvalifikace a
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and experience

finished a course of training or
study, has the skills necessary to
do something, etc. and

has knowledge or a skKill

suitable for a particular purpose

zkuSenost

2. pfislusna
kvalifikace a
zkuSenosti
3. pfislusna
zpusobilost a
praxe

4. pfislusna
odborna

zpusobilost a

zkuSenost
5. pfislusné
odborneé
predpoklady a
zkuSenosti
rewards money or other advantages given | odména
to sb. because they have odménovani
been successful
workshop a meeting in which people learn 1. seminar
about a subject by discussing it or | 2. pracovni
doing activities relating to it seminar
3. workshop
4. vzdélavaci
dilna

world-famous
brand

a brand that is known about by
many people from most parts of

the world

svétové znama

znacka
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4 CONCLUSION

The main aim of this bachelor thesis was to translate two different
texts from the field of human resources and to present a theory of

translation as well.

The purpose of this bachelor thesis was to create a coherent text,
which would have a logical structure and would reproduce the same

information as the source text.

The whole thesis was divided into two main categories, particularly
the theoretical and the practical part. As far as the theoretical part is
concerned, the intention of the author was to provide a brief and clear
introduction to the theory of translation and also to inform about functional

styles in English.

The main function of the practical part was to produce two texts,
which correspond with the original text and are understandable for the
reader. Both of the texts were translated from English into Czech
language and there are included commentaries that analyse texts from
the lexical and grammatical level. The author attempted to analyse each
text differently, i.e. each commentary focuses on different grammatical or
lexical phenomena. In glossaries, there is terminology, key terms and
expressions, which could be slightly incomprehensible to understand by
the reader. Both translated texts are from the field of human resources,
on the other hand, each of them is different in the used language, i.e. the
second text uses more common vocabulary than the first text, which

contains more technical expressions.

In the process of creating this bachelor thesis, the author gained
a general knowledge of the theory of translation. For the author, the
biggest benefit of the theoretical part was the gained knowledge of

translation methods and procedures, because they were very useful when
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creating the practical part, mainly when translating the two English texts

into the Czech language.

While creating the practical part, the author gained experience with
translation from the English language into Czech, finding proper
equivalents and being confronted by challenges due to different language

systems of both languages.

In the process of creating this bachelor thesis, the author had
problems finding proper Czech equivalents of certain English phrases,
which were successfully solved with the help of dictionaries and the
author gained knowledge of phrases, which are used mainly in the field of

human resources.
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7 ABSTRACT

This bachelor thesis deals with translation of two texts from the field
of human resources. The translated texts were chosen from websites
of companies KPMG and Marks & Spencer. The whole bachelor thesis is

divided into two main parts, the theoretical and practical part.

The theoretical part consists of general definition of translation
and its purpose, translation methods and procedures, the main tasks
of a translator and lastly there are mentioned functional styles of English

language.

The practical part contains translation of two English texts into
Czech language. Each translation is followed with a commentary
containing two parts, macro approach that is related to the source text
and micro approach that analyses the target text. Both of the translations
are accompanied
by glossaries that contain English expressions and their Czech

equivalents.
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8 RESUME

Tato bakalarska prace se zabyva prekladem dvou textl z oblasti
lidskych zdroju. Prekladané texty byly ziskany z internetovych stranek
spolec¢nosti KPMG a Marks & Spencer. Cela prace je rozdélena na dvé

hlavni ¢asti, teoretickou a praktickou ¢ast.

Teoreticka ¢ast se sklada z obecné definice pfekladu a jeho ucelu,
typy pfekladu, prekladatelské metody a postupy, hlavni ukoly pfekladatele

a také jsou zminény funkéni styly, které se vyskytuji v anglickém jazyce.

Prakticka Cast se sklada zprekladu dvou anglickych textd
do Ceského jazyka. Preklad nasleduje komentar, ktery zahrnuje dvé Casti,
makroanalyzu, ktera souvisi s originalnim textem a mikroanalyzu,
ktera analyzuje cilovy text. Oba pfeklady jsou dopinény dvéma glosafi,

které obsahuji anglické vyrazy a jejich Ceské ekvivalenty.
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9 APPENDICES

9.1 APPENDIX1

Human Resource

KPMG’s workforce analytics helps organizations with fact-based HR

management decision-making.

Organizations today gather huge amount of data on their customers,
business performance and workforce to drive better business outcomes.
Whilst great strides have been made in the accessibility and use of
customer and performance data, most organizations continue to struggle
to leverage workforce data in a way that directly impacts competitive

advantage.

With workforce accounting for close to 50% of most organisation’s
operating expenses, it is critical this investment is working effectively for
you — ensuring placement of people in the right roles and at the right time,
using employee engagement as a predictor of performance, ensuring
rewards & recognition initiatives continue to reinforce business strategy,
accurate disclosure of regulatory requirements etc. Bringing disparate
data sets together and applying meaningful analysis can dramatically

improve a traditionally expensive and subjective component of business.

Some common factors that contribute to the complexity of analytics for
HR include:

Maturity Challenges

« Workforce decisions and data collection typically driven out and
through HR departments who have tended to play a more operational

than strategic role in organisations

« Analytics & insight skillsets not traditionally developed within HR
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Misalignment between business & people strategy remains in many

organisations.

Data Challenges

Much of the HR data is in unstructured formats like qualitative
feedback, performance review documentations, exit interviews and

daily sentiments

The HR data typically suffers from poor data quality and governance

due to the way it is collected at various points in the employee lifecycle

Existing reports in most ERP systems are tactical in nature and only

focus on the measurement of performance related KPIs

Technology Challenges

Limited capability to easily “slice and dice” data into preferred views

Organisation structures make it difficult to easily to segment workforce

data into meaningful grouping that highlight patterns

Continued difficulty with the integration of unstructured data, external

data and workforce data to conduct a comprehensive analysis

Process Challenges

Narrow approach to HR data analysis, typically focused on workforce

performance

Traditional focus on conducting surveys, interviews and feedback, and

segregated analysis, but not on integrating data to identify patterns
Lack of consistent understanding of reporting needs and expectations

Utilizing HR analysis as a reactive rather proactive method to assist the
HR organization
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How we can help

Using an evidence-based, hypothesis-driven approach, KPMG’s
Workforce Analytics combines disparate internal and external data
sources to help you understand how your people drive business

performance.

KPMG’s Workforce Analytics allow analyses of people metrics such as
payroll, benefits, attrition, performance, leave, identifying further value

potential and supporting fact-based HR management decision-making.

At KPMG, we are interested in understanding dimensions of competitive
advantage to better advise our clients. Having completed an in-depth
Human Capital Analysis, our 5C Framework underpins the principle that
business strategy and competitive advantage needs to be translated into
the impact on people. Only then can an organization effectively leverage
one of its largest operating costs. The Framework helps our clients
identify opportunities for workforce cost reduction, investment and/or
investment assurance without impacting compliance, engagement and

customer relationships.

Key measures are organised under our 5C framework to allow easy
monitoring of workforce performance via an interactive dashboard. While
offering out-of-the-box, pre-configured reports, we also provide fully

flexible and bespoke analysis to meet your requirements.

Human Resources

Businesses in every industry struggle to assemble the management
structure, leadership skills and overall workforce productivity to capitalize
on rapidly shifting conditions and opportunities. Often they find they need
new organizational models, people who can lead and contribute within
those models, and guidance in making the transition to new ways of doing

business.
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We provide services to help your business embrace change and
strengthen performance through proactive approaches to improving the

organization and its most valuable asset, its people.

We can help you identify areas of HR improvement and add value to the

broader organization.

Our services include:

HR Transformation

Talent Management

HR Service Delivery

HR Technology

Change Management
Organization Design
Employee Onboarding Tools
Learning and Development
Employee Engagement

KPMG Powered Enterprise

HR Transformation

Improve the efficiency and effectiveness of the HR function by aligning

HR services with the needs of the business.

KPMG helps business leaders with a holistic and thorough focus on each
aspect of the HR function to enable fundamental change including but not
limited to strategy articulation, process reengineering, redesign of
operating models and service delivery roles, system implementation

upgrades, strategic workforce planning, and workforce analytics.
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We can help you create greater business value from HR through
integrated transformation services that extend from strategy through
execution. Our holistic methodology incorporates all the necessary
people, process, technology, service delivery, and information
components, including market-leading practices and solutions. Cutting
through the complexity of our clients’ biggest challenges, we will assist
HR executives and their leadership teams with strategy, design, and

execution across the full HR Transformation life cycle.

KPMG's practitioners have extensive experience and deep understanding
of people issues. We help clients design innovative organizational
models, processes, and technologies that drive lasting value across the
organization. Combined with deep HR technology skills, many
organizations have also selected KPMG to help implement HR
technology solutions, a critical component of their HR transformation

program.

We strive to bring our clients an integrated and seamless set of HR
services that span our Advisory and Tax businesses. Our ability to
collaborate across functions with skills ranging from strategy, process
excellence and technology, along with industry depth, delivers significant

value to our clients.
KPMG can help you with:
« Strategy and vision
« Service delivery design and implementation
« Mobility tax and risk services
« Technology design and implementation

« Business and technology integration services,

including Oracle, SAP, and Workday solutions.
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HR Service Delivery

The human resources function (HR) is evolving rapidly in response to
changing demographics, economic pressures, and disruptive
technologies. Across the marketplace, HR leaders are looking for service
providers who understand the linkage between HR business strategies

and performance.

Innovations in HR technology have created opportunities for many
organizations to rethink the HR service delivery model with the goal of
becoming more cost-efficient and effective in terms of meeting the
demands of the organization. In utilizing leading technologies, like SaaS-
based systems, the dependency on IT support is reduced and employees
and management gain better access to information; yet, some unique
challenges with security and integration can arise that many business

leaders may not be prepared to address.

As a full-service provider for HR, we take a collaborative approach to help
firms craft operational strategies, manage implementation, and lead the
transition process. These skills—combined with our deep industry point of
view, our experiences with leading technologies, and the broader tax,

risk, and audit businesses—can be valuable on a transformation journey.

Our HR Service Delivery Design and Implementation services

include:
« Policy harmonization
« Process transformation and enhancement
« Vendor evaluation, selection, and transition
« Shared services design and implementation
« Organizational design and transition

« Governance and performance (KPIs, metrics, and scorecards)
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Talent Management

KPMG can assist you in achieving a high return on your talent

investment.

Smart decisions on hiring, promoting and retaining talent can make
the difference between a brand that draws high-caliber talent and a

company with jobs to be had.

Companies dedicate considerable resources to finding, deploying and
cultivating their people, with good reason. After all, how well an

organization manages its talent can make or break its business.

What can Strategic Talent Management do for your organization?

Position your organization to win in the future. We work with clients to
identify the skills and capabilities their organizations will need in the
future so they can begin building them into their workforces today. The
process starts by understanding where the organization wants to succeed
in the future — and the people, processes and tools they will need to

accomplish those successes.

Tune into the needs of future talent. Strategic workforce planning
provides a forward-looking focus on the supply and demand of your talent
pools so you can be proactive, versus reactive, when addressing talent

needs.

Mitigate talent-related risks. It is important to embed talent risks such
as succession, skills availability, key person dependencies and
retirement cliffs firmly into an organization’s enterprise risk
management. Talent-related decisions must be evaluated for their return
on investment — and this intelligence should then be recycled to inform
future talent decisions. Most importantly, strategic talent assessment and
planning should be part of ongoing business planning — not an isolated
HR exercise.
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How can KPMG’s framework help?

KPMG’s “Tune in to Talent” is an approach for strategic talent
management. The individual icons from left to right on the picture below
outline each step, creating a path for addressing your organization’s
talent-related challenges. The early parts of this talent planning
framework are particularly crucial. Let us help you think through the future

requirements of your business, the risks, and the investment trade-offs.

Change Management

Changes in processes, systems and technology require that jobs be
structured and performed differently. To enable and sustain lasting
change, rigorous attention to a formal change management effort is

integral to any significant project a company undertakes.

KPMG can help equip your company to drive and sustain change through

these key services:

Organization Risk and Readiness — A holistic diagnosis is conducted
that assesses an organization’s risks in dealing with large-scale change.
The diagnosis incorporates key elements of a sound change
management strategy, including culture transformation, executive

sponsorship, organization design factors and workforce implications.

Stakeholder Management and  Strategic Communication —
Identification of key influences and the design and execution of a
systemic approach to communication that increases awareness, buy-in

and ownership of the desired change.

Workforce Transition — Job impact analyses are conducted, and

targeted workforce transition programs designed, so that the full life cycle
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of the change process is supported. We help you equip people
significantly affected by change for new roles, implement processes to
support them, and coordinate integration of talent management and

training to prepare them for success in the new environment.

We also can help you address change issues with these enabling

services:

e-Brainstorming®

e-Brainstorming®is a KPMG trademarked platform that allows for real-
time data collection across multiple geographies through the use of a
simultaneous telephone and web interface. e-Brainstorming ® has helped
our clients conduct strategic planning, generate and evaluate ideas, solicit
real-time feedback and assess risk. It also supports other collaborative
objectives such as data gathering, market assessment, problem
identification and resolution, project evaluation and employee feedback

collection.

KPMG’s e-Brainstorming® platform is a unique approach to quickly and
efficiently collect input, ideas, feedback and hard data on key questions
confronting an organization. Internal and/or external audiences can
participate in a simultaneous phone and web platform with a professional
moderator guiding the discussion. All participants—up to 100 (including
observers) in a single session of 60-90 minutes in length—are
anonymous, and can simultaneously view answers from all other
participants as they are submitted. This creates a powerful synergistic
effect that enables participants to react to and build on other comments

and ideas instantaneously.

e-Brainstorming® can help you reduce the cost and accelerate the time
required to collect critical and timely feedback from selected audiences. It

can reduce the risk of missing critical data and valued perspectives
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across a diverse population, and can serve as a robust vehicle for
generating new insights and ways of thinking. This platform can help you

tackle:

o Business issues that could benefit from new information from the

marketplace
« The need for accelerated decision-making

« A program/project/initiative that needs data across a diverse

population quickly

« The need to gather a set of information or opinions from internal

and/or external audiences

U-Collaborate

U-Collaborate is KPMG’s facilitation approach that differs from traditional

client-facing workshops in three main dimensions:
(1) Need to make critical decisions to advance the work
(2) Scale (25 or more participants)

(3) Complexity (addressing mission-critical business issues that span

geographies, business functions or lines of business)

U-Collaborate, which is embedded within a KPMG engagement, can help
you tackle critical business issues such as creating a new target
operating model or defining a new business process, through a facilitation

approach that is a powerful enabler of alignment and decision making.

After a rigorous planning and preparation process, U-Collaborate gathers
the right people together (usually off-site for two to three days) and
provides them with the focus, facts and facilitation required to rapidly
make decisions and significantly advance a strategic initiative. For
example, U-Collaborate events enable diverse stakeholders to define the

problem, rapidly learn and review/iterative solution prototypes and create

69


https://advisory.kpmg.us/managementconsulting/capabilities/change-management/u-collaborate.html

actionable implementation plans. KPMG subject matter experts are
present as appropriate and help to contribute to the facilitated

discussions.

Our U-Collaborate methodology can help you accelerate development of
key project deliverables by promoting alignment and streamlining decision
making. U-Collaborate helps avoid problems or delays that often arise in
project environments due to communication gaps, reducing - or

eliminating - the need for rework.

With U-Collaborate, KPMG can help you:
« Accelerate development of key project deliverables
« Reduce/eliminate rework

« Ensure sign-off of project deliverables through decision making and

alignment

« Leverage contributions of KPMG thought leaders in focused, highly

visible way

Learning and Development

KPMG’s People and Change organization has an established Learning &
Development (L&D) team focused on assisting clients in designing
customized, leading practice L&D functions, corporate training strategies,

content design and development and learning measurement programs.

Our Learning & Development methodology includes a proven roadmap of
activities, work products, accelerators and deliverables that can be scaled
or tailored for any organization. Coupled with our strong focus on value
creation, our approach assists organizations in meeting Human Capital

risks head on to overcome challenges and drive tangible business results.
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KPMG is arecognized leader in Learning & Development

We have been inducted into the Training Magazine Hall of Fame in
recognition of our consistent ranking in the top ten of its celebrated

Training Top 125 list.

KPMG’s Business School was recognized in CLO Magazine’s 2015 list of
Learning Elite: KPMG placed #6, a higher ranking than any other

professional services firm.

Our approach to Learning & Development spans the spectrum
of Strategy, Content, and Technology & Support.

Strategy:

Establishing a centralized Learning & Development strategy and function
can help you mitigate risk, achieve efficiencies, improve impact and

reduce costs.

Strategy services include:

Learning & Development maturity assessment and planning, Learning &
Development target operating model design, Learning effectiveness and
measurement, business strategy alignment, corporate university strategy,
learning technology assessment and strategy, curriculum and content

design.

Content:

Focusing content solutions on design, course production, and delivery

methods can foster a mature training program and learning environment.

Content services include:
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Systems/ERP, Cloud applications, regulatory compliance, leadership
development course production (Instructor-Led Training, elLearning,
Virtual Classroom, Training assets), Train the Trainer, Evaluation and

post-implementation support.
Technology & Support:

Finding the right L&C technology is crucial for an organization to
effectively maintain a competitive advantage realize efficiencies and keep

employees engaged.

Technology & Support services include:

Learning Management System (LMS): Selection and Implementations,
hosted / Outsources LMS, LMS Administration support, content enabling

technology (e.g., mobile platforms and gamification)

Organizational Design

An organization that wants different results must change the way it does
things because all organizations are perfectly designed to get the results
they get.

Lack of organizational clarity can debilitate a company. It can deralil
efforts to achieve business goals because people aren’t able to focus on
the right work within the right structure. Well-defined responsibilities,
properly empowered people and a sound decision-making framework are

the keys to establishing and sustaining a high performance environment.

KPMG can help you discover a new organizational model that fosters
increased productivity, clear alignment to business strategies and fit-for-

purpose organizational structures.

Strategy articulation — Based on business strategy, a set of objectives

and priorities dictate the design principles of the future-state
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organizational model, making possible the alignment of strategy and

structure.

Conceptual design — After analysis of design principles and future-state
alternatives, the planned organizational model is reconciled with current
operations to facilitate gap analysis of key structural elements, including

organizational capabilities, role descriptions and spans of control.

Organizational assessment — Based on business strategy and
conceptual design, we look across several organizational dimensions
(e.g., capabilities, talent, culture, leadership) to define current challenges
and identify specific changes that will likely improve performance and

meet organizational objectives.

Organizational governance — With an operational, detailed design of the
organizational structure, roles, responsibilities and ownership of decision

rights are established to strengthen operational efficiency.

Employee Engagement

The Employee as a Customer

Creating consistency, reducing friction, and enabling employees with
seamless intuitive technology not only impacts employee engagement,
but also drives business value. By understanding the “why” behind user
interactions, companies can closely align behaviors with business

objectives to create effective user experiences.

« Employees are more vocal about the systems they must interact
with — their needs have changed due to modern technology and

software they use in their home life.

« Employees expect consistency in design and functionality with the

systems they interact with and an ease of getting work done.
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« The line between home and work is blurred creating a difficult
environment for enterprises to adapt quickly enough to keep

employees engaged in their jobs.

While most business leaders agree that employee engagement has

real business impact, few actually have a strategy.

KPMG can help you utilize digital and mobile technologies to drive
business transformation across the enterprise to increase sales and

reduce costs. Specifically, we help you:
« Motivate workforce & increase productivity
« Enable truly mobilized teams
« Increase ROI on legacy applications
« Make quicker decisions with increased confidence

« Increase sales through improved processes

ALM Intelligence has named KPMG a global "leader" in employee

experience consulting

Leaders are at the top of the market in terms of their capabilities to create
client impact through their depth of expertise and ability to deploy it

across a range of engagement models.

KPMG has been recognized as a global leader in the area of employee
experience consulting, according to an August 2017 report from ALM
Intelligence. The recognition underscores KPMG’s leadership position in

human capital management and HR transformation.

Liz DeVito, Associate Director and Lead for HR Consulting Research with
ALM Intelligence said “KPMG provides a full range of services across the
employee experience consulting value chain, standing out for the most
human-centered and empathetic approach among its peers. The firm’s
evidence-based consulting approach combines a mix of advanced
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analytics and behavioral science tools and techniques to help clients
understand how the experience modulates across the employee lifecycle

over time.”

According to the ALM report, “leaders” are at the top of the market in
terms of their capabilities to create client impact through their depth of

expertise and ability to deploy it across a range of engagement models.

KPMG's holistic approach based on design-thinking and people-centered
design looks at the employee experience from both the organization and
individual perspective. Our end-to-end approach uses industry-leading
technology to map the behaviors and motivations of high-performing
talent. Armed with this insight, we partner with clients to shape a

customized plan to sustain a differentiated employee experience.

Report Highlights
« KPMG integrates an exceptionally strong change management
capability into employee experience consulting, supported by a
robust library of tools and methodologies for cultural and behavior

analysis.

« KPMG expertly uses workshops, interviews, and Ignition centers to
research and solve the very real human problems behind the

employee experience in collaboration with clients.

« KPMG also earned the prestigious “legend” rating from ALM for its
internal client insight and client capability development, as well as
for the depth and client impact of its work in employee experience

consulting.

Explore Real Insights for the People Agenda for insights on employee

experience and managing talent in a digital world.
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Strategic Human Resources Management

Creating a competitive advantage through the development of your

employees.

Attracting and keeping the talented and skilled employees is one of the
most important challenges organizations face in today’s dynamic
business world. No strategy, no matter how well designed, will work
unless you have the right people, with the right skills and behaviors, in the
right roles, motivated in the right way and supported by the right leaders.
Companies can develop a competitive advantage through the skills and

competencies of its people.

So in order to be successful even more value must be given to
people The job doesn’t stop with attracting talented and skilled
employees. In order to keep this competitive advantage an organization
has to work structurally on the development of employee competencies
and behaviors in order to increase the performance of your organization.
KPMG'’s Strategic Human Resources Management (HRM) focuses on the
optimal design of the HR function within the organization and the
transformation into a strategic function. Our services vary from advice on
rewarding structures to organizational design, change management,

corporate ideology assessment and adapting HRM management.
Issues we help address:

Developing a flexible, responsive and efficient organization structure

that meets the demands of an ever-changing marketplace.

Aligning the goals and objectives of functions and individuals with

business strategy and the direction of the organization.

Developing the workforce so that it has the required skills,

competencies and behaviors to be competitive.

Positioning the Human Resource function as a key role in helping an

organization achieve its strategy.
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Human Resources Training & Development

KPMG supports companies in accurately identifying their executives’
potentiality and in developing them in order to ensure increased

performance

Accurately identifying your executives’ abilities and potentiality is a
necessary step before any training or developmental activity commences,

in order to objectively identify improvement areas.

We can also assist define your executive’s training and development
needs, determine suitable group or individual training and leadership
programs, draw up realistic career development plans and help improve

your people’s productivity and loyalty.

As a result, KPMG’s People Services is able to plan appropriate training
programs and individual career development plans for executives, so that
their capabilities are fully developed and their output and engagement

towards the company is maximized.

Leadership /Talent Development

People Services offers a specialized approach to the development of

leadership skills.

We cover a range of leadership development and executive coaching

programmes:
Talent management
Career planning
Succession planning
Assessment & development centers
Leadership / Management Development

Executive Coaching

77


https://home.kpmg.com/content/dam/kpmg/gr/pdf/2016/08/gr-ps-assessment-development-centers-brochure.pdf

Training Programs
We plan and implement two kinds of training programmes:
Open seminars on a variety of subjects.
In-house seminars tailored to the needs of every client.
Our in-house seminars are developed based on:

5 thematic units: Management, Finance & Tax, Human Resources, IT

and Customer Management.

Development tools for Sales and Customer Management skills, based

on the renowned Sandler Training Method.

Leading "events of excellence" providing knowledge on subjects such

as Management, HR, Finance, IT, Sales etc.

Outsourcing
Outsourcing done well delivers results. It can help your business succeed
in an increasingly complex and changing world by reducing costs,

enhancing value, improving services, and instilling innovation.

The journey begins with a vision that’s closely linked with your company’s
core mission and strategy. It continues with a carefully constructed

change strategy that considers these design principles:

« One size doesn’t fit all: A single outsourcing or offshoring solution
likely won't address your diverse needs. Different providers and
solutions may be required to support different parts of your

business.

« Align expectations: Ensure that the expectations of the sourcing
model you select align with the operational characteristics of the

delivery teams and the objectives of each party.
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« Redesign your processes: Realign your retained organization’s
processes to operate efficiently. Redesign the touch points
between the service provider, the functional area, and the

functional users.

« Use flexible agreements: Technology and business needs can
evolve quickly. Your outsourcing contracts should be flexible
enough to adjust quickly to new capabilities so you can benefit from

long-term value.

« Digital labor is the new labor arbitrage: Think of digital labor —
robotic process automation, enhanced RPA and cognitive
automation - as a service delivery tool for IT and business

optimization.

The hardest part of outsourcing occurs after the deal is
done. Outsourcing governance can be ambiguous. The attention to detalil
required to effectively manage and govern agreements can seem
daunting. Addressing these issues early in the outsourcing process can
protect the value, integrity, and intent of the deal and can enable business

transformation.

KPMG's experienced, trusted advisors can help you
validate outsourcing strategies, understand costs, build the business
case, align stakeholders, evaluate options, and guide you through vendor
selection and negotiation. We also have services and tools to help
companies with existing outsourcing contracts manage that work more

effectively.
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9.2 APPENDIX 2

HUMAN RESOURCES
Our 85,000 colleagues are the heart and soul of M&S, and the HR team

have a clear plan to support our business and people to reach their full
potential. We want to develop and attract great talent, as well as being
a diverse and inclusive workforce that allows our people to flourish.
As a HR intern you'll learn the skills and characteristics needed to be part

of this team.

This programme is for ambitious people who are finishing their first
or second year. What better way to spend your summer than making
friends and taking on experience that can enhance your career before it's
even begun? This is a six to eight-week internship in which you'll thrive
and have a chance to see how different parts of the HR group work.
Based in either our Head Office in London, Manchester or regionally in

our retail stores it will open up a life time of opportunity.

You'll need to be passionate about fast-moving retail and doing the right
thing for our customers. If you are people focused with excellent
analytical skills, then this internship could be perfect for you. Studying a
relevant degree is a big plus, but you will receive all the support you need
to do

a great job and further your career prospects.

Learning and Development

Experience is the best teacher, which is why M&S likes to throw you
in at the deep end. Real responsibilities on real projects, from day one
(no, really). But the learnings aren't just one way:. we're eager to hear
your fresh ideas, to have our ways challenged, in order to grow the
business.

Of course, it all starts with a comprehensive introduction to M&S. You're
never on your own with us. During this time, you'll get a basic overview of
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our business, along with all the information you need about your new role

and life with one of the nation's brightest brands.

On-the-job learning

We've plenty of learning opportunities both in store and at our Head
Office, which vary according to your scheme. Whether you’re managing
people

in store, or a valued member of a Head Office team, you’ll be learning
while you earn, shouldering real responsibilities and helping to tackle the
ever-changing issues of the day. You will be given a specific area of
responsibility or a project to manage yourself fairly early on - say yes,

it's a great chance to shine.

Self-directed learning

While we'll provide the training tools and opportunities, it's up to you to
take advantage of them. You'll be expected to use your initiative to
identify learning needs specific to you — and have the motivation to meet

these needs.

Store attachments

Theory's all well and good, but few plans survive contact with the
customer. If you’re based in Head Office, you'll get hands-on, in-store
experience through our store attachment programme. Depending on your
graduate programme the attachment could be anything from one week to

three months.

Corporate Learning Programme

Our cutting-edge workshops will hone your business abilities, ranging
from skills foundation and competency training to full-on project
management.

Technical training

We're investing heavily in smarter technology to achieve our vision

of becoming the world's most successful multi-channel retailer. So we'll
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invest plenty of time with you to ensure you receive all the right technical

training.

Role-specific training
We will support you throughout your career at M&S and, with role-specific

training, help you reach your goals.

Development reviews

Unlike many companies, M&S performance management isn't just a case
of us saying jump higher. We ensure your achievements are recognised,
your feedback is heard and, of course, that your career is progressing.

After all, M&S only performs well when we all do.

Professional qualifications

Depending on the area of the business you join, you could have the
opportunity to work towards professional qualifications to enhance your

career progression with M&S.

HR

Our people make us who we are. That's why we have an outstanding HR
function to make sure they're well managed, motivated and encouraged
to reach their full potential. We employ around 85,000 people worldwide.

Looking after them all is the challenge our HR team rises to every day.

Sourcing the very brightest talent and getting the best from our existing
employees is what HR at M&S is all about. So you can expect a fast-
paced and stimulating environment, with colleagues who deliver an HR
service that has a real, tangible impact — both on the business and the
people

that work here.
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You'll be shaping our culture too — and doing so plays an integral role
in how we perform as a business. It's about influencing the way our
people think and act to keep us ahead in a fiercely competitive
marketplace. All of which means we can promise you enormous scope for

a hugely rewarding career.

Who we look for

Relevant qualifications and experience will obviously be important.
But being M&S, we place a premium on the personal too. We want
people who care about the M&S brand and can use their people skills to
inspire people to give, and achieve, their best. You’ll know all about the
importance of business partnering too and be adept at explaining

complex HR issues in a way that’s simple to understand and implement.

Working in Head Office

Our Head Office functions operate out of our London headquarters, our
offices in Stockley Park, Chester and Manchester. Step into the nerve
centre of M&S and get amongst the action that steers the heart of our

fast-moving business and world-famous brand.

WHY WORK FOR US?

Joining M&S means so much more than working for one of the nation’s
largest retailers. We’ve built our business on a passion for excellence,
a flexible approach in all that we do and by collaborating with one another
to put customers first. There’'s a sense of camaraderie here; a feeling
of belonging — probably because we go out of our way to listen to
and involve all of our people. And because we want to be the best, we
want you to be your best. The size and scope of our business means that
the opportunities on offer are as diverse as the people that work here.

If you're ready to play your part, you'll be richly rewarded too. From
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competitive salaries, bonus schemes and flexible working options
to opportunities to volunteer in the community, there really is something

for everyone.

REWARDS AND BENEFITS

At M&S we feel it's vital that our people are well rewarded. So when you
say yes to M&S, we’'ll give you access to a highly competitive total reward
package that’'s proven to attract, motivate and retain the best people.
We’'re constantly reviewing the details of the package to make sure it's
got everything our people want in a benefits scheme, but the things you'll

be able to enjoy currently include:

Pay — We regularly check our salaries against other companies to make
sure we’re competitive and keeping up with changes in the market. We'll
also review your basic pay every year, plus we offer extra performance

rewards to recognise individual achievements.

Employee discount — You’'ll get 20% discount on all in-store and online
purchases. Some exclusions do apply but there’s no limit on the amount
of goods you can buy with discount. What's more, we’ll give a partner or

family member who permanently lives with you the discount too!

Holidays — You are entitled to a minimum of 28 days’ statutory holiday per

year. Obviously, if you work part-time this will be pro-rated.

Bonus — When we do well financially, we want our people to feel the
benefit too. So we have a number of discretionary bonus schemes on
offer

that reward our employees for helping us to reach our goals.

Pension — Nowadays, we’re all aware of how important it is to save for
our retirement. At M&S, we want to help you along the way. This is why

we offer an excellent Defined Contribution pension plan, where if you
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contribute 3% of your pay M&S will contribute 6%. For full details visit

www.yourmandspension.com.

Life Assurance — From day one, you'll receive life assurance cover

to the value of two times your annual pensionable salary.

Sharesave — Sharesave is a simple way to save. You put aside any
amount between £5 and £250 each month for three years. At the end of
three years you can use your savings to buy M&S shares at a 20%
discount — or simply get your savings back. We'll be sending everyone
who has been with us for at least three months an invitation to join
Sharesave in October,

so watch out for it.

Sharebuy — Sharebuy helps you buy M&S shares on a monthly basis
direct from your gross salary. You can invest as little as £10 and as much
as £150 — or up to 10% of your gross monthly salary, whichever is the
lower. By doing this, you’ll pay less Income Tax and National Insurance
each month as well as building up an investment. Once you have been
with us for three months you’ll be eligible to join and we’ll send you an
invite to your home address. You can join then, or at a later date that suits

you.

Salary Sacrifice — Join one of our Salary Sacrifice schemes, covering
childcare vouchers, holiday buying, car leasing and cycle to work and you

could save money on tax and National Insurance.

Discounts — It's not just in-store where you can benefit from generous
discounts. When you join, you can take advantage of over 1,500 special
discounts covering holidays, leisure attractions and many more products

and services.

Heath & Wellbeing — At M&S your wellbeing is a big priority, and we want

you to be the best you can be. That's why we’ll offer you discounted
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healthcare products and a wellbeing website with top tips and health

guides, to keep you fighting fit.

Charity Volunteer Day — When you join, you’ll have the opportunity

to volunteer for one day at a charity of your choice.

Diversity

We have a diverse range of employees and are committed to an active
Equal Opportunities Policy. This doesn't just cover our recruitment
and selection procedures, but runs right through learning and
development, appraisal, promotion opportunities and eventually to

retirement.

We promote an environment free from discrimination, harassment
and victimisation and work hard to ensure everyone is offered equality
of opportunity to achieve their full potential. All the decisions we make
relating to employment practices are objective, free from bias and based

solely upon work criteria and individual merit.

Not only are we responsive to the needs of our employees and customers
but we also take pride in the role we play in the community at large.
Because of this we value diversity very highly and it's important to us that
we recognise and make full use of the wealth of talent we have within

our organisation.

We place a lot of emphasis on developing initiatives and procedures
that ensure equality of opportunity for every member of the Marks &

Spencer team.
It is our policy to:

Promote a working environment free from discrimination, harassment

and victimisation on the basis of;
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= gender, sexual orientation, marital or civil partnership

status, gender reassignment
= race, colour, nationality, ethnic or national origin,
= hours of work
= religious or political beliefs
= disability
= age

Ensure that our workers are not disadvantaged in any aspect
of our employment policies or working practices unless justified

as necessary for operational reasons.

Ensure that all decisions relating to employment practices are objective,
free from bias, and based solely on work criteria and individual merit.
In every set of circumstances we aim to find a solution which takes
account of an individual’s personal circumstances and the needs of the

business.

Employ a workforce that reflects the diverse community we serve and

maximises personal and commercial opportunities.
Review changes in attitude and application of internal policy.

Raise staff awareness by designing and delivering training programmes

that support the Equal Opportunities aims.

Comply with the law and communicate to our stakeholders

the responsibility to protect both individuals and the company.

We also recognise that it may be necessary to make reasonable
adjustments to ensure that disabled workers or applicants are not placed

at a substantial disadvantage by a practice or policy that exists at M&S.
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Learning and development

To improve your confidence at work and equip you with all the skills you
need, we offer a comprehensive training and performance coaching
programme. Whatever your role, wherever your ambition lies, we’ll tailor
your training to meet your needs, giving you all the support you need to
do your job well. So however far you want to go, we’ll get behind you all

the way.

As well as training, we offer an induction programme for all our new
starters. This will last between one and two weeks, depending on your
experience. This induction will give you a basic overview of our business,
along with all you'll need to feel passionate, inspired and excited about

your new role with us.

Lifestyle Options

We recognise that, whatever job you do or whatever level you're at,

you need to strike a balance between your work life and your home life.

Flexible working - We offer a range of options for flexible working, be it
part-time work, job sharing or term-time working. We also offer support for
staff wishing to study or to take a complete break with our career break

scheme of up to nine months’ unpaid leave.

Supporting working parents - M&S recognises the importance of the
family and the need to support working parents in ways that help them
balance their work and family lives. We want to ensure that both current
and new mums and dads get all the help and support they need.
We give time off for antenatal, midwife, health visitor and

parent craft classes as well as maternity pay and leave.

M&S believes that adoptive parents should have the same support as
biological parents. We offer comparable adoption leave and pay within

a policy specially designed for adoptive parents,
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including  extra  support leading up to the  adoption.

We also offer paid time off for staff undergoing IVF treatment and for staff
undergoing assessment as prospective foster parents. When the baby
arrives, we offer two weeks paid paternity leave to all dads/partners.
Parents can then take parental leave of up to 18 weeks’ unpaid leave

per child up to the age of five years.

Supporting carers - With one in 6 people in the UK now having some form
of caring responsibility, Marks & Spencer understands the need to
support staff who need to balance their caring and working commitments.
Employees with 2 years' continuous service may request up to 9 months'
unpaid career leave, for example to travel,

carry out voluntary work, or cope with -caring responsibilities.

Any decision is at the discretion of the line manager, and will be based
on operational needs as well as the employee’s performance, attendance
and conduct record. An employee wishing to take 3 months or more
career leave should request this type of leave 3 months prior to the
desired start date. Employment will be regarded as continuous for the

purposes of this leave and benefits.

Supporting the community - Supporting the community plays a big part
in most of our lives, whether we are supporting schools, health services,
charities or local action groups. Marks & Spencer has always had a good
relationship with the wider community from where we draw our staff

and our customers.

The company supports its employees in lots of ways, including when they
are on jury service or acting as a school governor or Justice of the Peace.
For ex-service men or women and those who belong to the Armed Forces
Volunteer Service we offer a week’s paid leave to go on annual training

exercises, and for staff wishing to become candidates for any UK
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or European parliament or assembly, we offer a break of up to 5 years.
We’'re always happy to discuss individual requirements for other types of
public duties such as local authority, prison or other custodial duties. We

want to help staff play their part.

Supporting you - We know there may be times when our staff would
appreciate advice or support in dealing with a personal situation either
at home or at work. Should you require help, the business use the
services of an independent 24 hour confidential helpline staffed by
advisors who are trained to listen and respond. The helpline can offer
assistance in a range of circumstances including general counselling,
advice on debt or financial problems, legal problems, abuse, relationship

difficulties and state benefits.
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