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O lunga perioada de timp, auditul intern a fost vazut mai
ales ca o activitate de asisten{ad acordata auditorilor
externi, in special prin activitafi de verificare a
procedurilor contabile ca parte a procesului de evaluare
a controlului intern. In prezent, fara ca acest rol s&
dispara, incepe s& dobédndeascé o importanta prioritara
funcfia auditorului intern de consultant pentru
management. In acest context, devine tot mai evident
faptul ca profilul profesional al auditorului intern va suferi
schimbari generate nu doar de modificarile intervenite in
rolul pe care il indeplinegte, ci si de provocarile carora
trebuie s& le facé fatd in lumea afacerilor:
managementul riscului, tehnologiile informafionale tot
mai sofisticate, data mining etc. Studiul evidentiazg
practicile i tendintele privind auditul intern in Roménia i
in lume, respectiv competentele cerute in mod tradifional
auditorilor interni, percepfia lor cu privire la competentele
de care dispun i direcfiile in care ar trebui sa Tsi
dezvolte competentele, pe baza informafiilor din baza de
date furnizata de Fundafia pentru Cercetare a Institutului
Auditorilor Interni (The Institute of Internal Auditors
Research Foundation — IARF) si care confine date din
Corpul comun de cunostinte privind auditul intern la nivel
global (CBOK. Global Internal Audit Common Body of
Knowledge).

Cuvinte-cheie: CBOK, IIA, audit intern, competente,
tendinfe.

Clasificare JEL: M42, M48.

Va rugam sa citati acest articol astfel:

Chersan, I.C. (2016), Internal audit practices and trends in
Romania and worldwide, Audit Financiar, vol. XIV, no.
9(141)/2016, pp. 987-1002, DOI: 10.20869/AUDITF/2016/141/987

Link permanent pentru acest document:
http://dx.doi.org/10.20869/AUDITF/2016/141/987
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In ultimii ani au aparut oportunitati multiple pentru
auditorii interni. Aceste oportunitati pot fi valorificate
numai in conditiile detinerii de catre auditori a unor
cunostinte si abilitati tot mai complexe. Exista autori care
au sesizat noile reponsabilitati cérora trebuie s& le faca
fata auditorii interni si noile abilitati pe care acestia
trebuie sa le detina. Astfel, Ratliff si Reding (2002)
afirma ca ,auditorii secolului XXI trebuie sa fie pregatiti
s& auditeze orice — operatiunile (inclusiv cele specifice
controlului intern), performanta, informatiile si sistemele
informationale, conformitatea cu legea, situatiile
financiare, frauda, raportarea cu privire la mediu si la
performanta si calitatea”. Pentru aceasta, auditorii
trebuie sa detina:

o abilitati de analiza si gandire critica;

o metoda eficientd de a obtine o intelegere adecvata a

oricarei entitati sau activitati care urmeaza a fi
auditata: persoana, organizatie sau sistem;

¢ noile concepte, principii si tehnici specifice controlului
intern;

e congtientizare si intelegere a riscurilor gi
oportunitétilor specifice auditorilor, dar si celor care
vor fi auditati;

o capacitatea de a dezvolta obiective de audit generale
si specifice pentru pentru orice misiune de audit;

e capacitatea de a selectiona, a colecta (utilizand o
gama larga de proceduri de audit), a evalua si a
documenta probele de audit, utilizand procedee
statistice si nestatistice;

e capacitatea de a raporta cu privire la rezultatele
misiunilor de audit in forme variate si catre diferiti
beneficiari;

e capacitatea de a urmari modul de indeplinire a
recomandarilor;

e inalta congtiinta etica profesionala;
o capacitatea de a utiliza tehnicile de audit moderne.

In mod similar, Moeller si Witt (1999) considera c& un
auditor intern de succes este acela care detine
urmatoarele calitéti personale, in completarea
competentelor tehnice si profesionale: corectitudine i
integritate, devotament fata de interesele organizatiei,
modestie, calm profesional, empatie, coerenta,
curiozitate, atitudine critica, vigilenta, perseverenta,
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energie, incredere in fortele proprii, curaj si capacitatea
de a face judecéti de valoare.

Plecand de la aceste competente, considerate a fi
semnificative in asigurarea unei calitati corespunzétoare
a activitatii auditorilor interni, ne-am propus sa
prezentam in cadrul prezentului articol analize
comparative cu privire la:

a. nivelul de pregatire si competentele de care dispun
auditorii interni din Romania;

b. modalitatea de desfagurare a activitatii auditorilor
interni (relatii cu structurile de conducere din
organizatii, raportare);

c. tendinte in utilizarea diferitelor tehnici si instrumente
in misiunile de audit.

De-a lungul timpului, la nivel international, au fost
realizate numeroase studii privind evolutia auditului
intern (Moeller si Witt, 1999; Anderson, 2003;
Ramamoorti, 2003; Ratliff si Reding, 2002, Flemming
Ruud, 2003; Moeller, 2005), iar in ultimii ani ele au
inceput sa fie realizate i in Roménia (Bota-Avram i
Popa, 2011; Precob si Rusu-Buruiana, 2015).

Moeller si Witt (1999) si Moeller (2005) au realizat cele
mai complete lucrari dedicate auditului intern, ele
reprezentand, de fapt, continuari si aprofundari ale
primei carti dedicate exclusiv auditului intern, respectiv
Modern Internal Auditing (teza de doctorat a lui Victor Z.
Brink), publicata in anul 1942 de catre autorul ei la
prestigioasa editura John Wiley & Sons, si care, sub
ngrijirea lui Robert R. Moeller, a ajuns la a 8-a editie
(Brink’s Modern Internal Auditing: A Common Body of
Knowledge, 2016). Autorii anterior mentionati trateaza
auditul intern intr-o maniera exhaustiva si detaliata,
incepand cu definitia si evolutia auditului intern i
incheind cu discutarea tendintelor actuale din domeniu.
De asemenea, sunt abordate: relatia auditului intern cu
structurile de guvernare din organizatii, modul in care
este gestionata profesia de auditor intern (reglementarile
aplicabile), impactul sistemelor informationale asupra
auditului intern, tehnicile si instrumentele utilizate in
misiunile de asigurare si in cele de consiliere.

Ramamoorti (2003) prezinta evolutia auditului intern si a
obiectivelor sale din perspectiva istorica si descrie
practicile contemporane din auditul intern, mentionand
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influenta schimbarilor din mediul de afaceri asupra
auditului intern, respectiv nevoia de asumare de noi
roluri gi responsabilitati.

Evolutiile tehnologice si impactul lor asupra afacerilor
au facut obiectul preocuparilor lui Flemming Ruud
(2003), care a evidentiat evolutia auditului intern de
la serviciile de asigurare la serviciile de consiliere,
noul rol pe care auditorii interni trebuie sa si-l asume
si relatiile pe care acestia trebuie sa le mentina si sa
le dezvolte cu structurile de guvernare ale
companiilor.

In contextul scandalurilor financiare de la inceputul
anilor 2000, Anderson (2003) a formulat intrebari
legate de plusul de valoare pe care auditul intern 1l
aduce ,clientilor”, categorie Tn care fi include pe cei
care fac obiectul misiunilor de audit intern, managerii,
structurile de guvernare ale companiei, auditorii
externi, organismele de reglementare, clientii si
furnizorii. De asemenea, Anderson (2003) prezinta
tensiunile care exista intre acesti beneficiari

din cauza cerintelor diferite si cateodata contradictorii
pe care le adreseaza auditorilor interni, intrebandu-se
cum se poate realiza un echilibru in gestionarea
relatiilor dintre ei.

Ratliff si Reding (2002) fac referire la extinderea tot

mai semnificativa a ariei de cuprindere a auditului

intern, cu efect asupra nivelului de cunostinte si de
abilitati pe care auditorii interni trebuie sa le detina si

sa le dezvolte pentru ca lucrarile lor sa faca fata
exigentelor tot mai mari ale companiilor.

Bota-Avram si Popa (2011) au evidentiat evolutia atipica
a auditului intern in Romania, respectiv dezvoltarea
acestuia mai intéi in sectorul public si apoi in sectorul
privat. Acest fapt este atribuit, cel putin in parte,

specificului cultural si al mediului economic din Romania.

Studiul empiric realizat de Precob si Rusu-Buruiana
(2015) prezinta caracteristicile actuale ale activitatii de
audit intern din Roménia, opiniile pe care auditorii interni
le au despre rolul lor in firmele romanesti si perceptia
auditorilor cu privire la evolutia auditului intern.

Lucrarea are la baza literatura de specialitate si baza de
date furnizata de Fundatia pentru Cercetare a Institutului
Auditorilor Interni (The Institute of Internal Auditors
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Research Foundation - IIARF), care contine date din
Corpul comun de cunostinte privind auditul intern la nivel
global (The Global Internal Audit Common Body of
Knowledge — CBOK). De asemenea, pentru realizarea
analizelor comparative mentionate in introducere gi
pentru formularea concluziilor, au fost utilizate i
informatiile obtinute din prelucrarea aceleiasi baze de
date de Bailey (2010), lyer (2016), Rose (2015; 2016),
Seago (2015), Rittenberg (2016), Tsintzas (2016),
Barr-Pulliam (2016), Harrington si Piper (2015). Toate
aceste studii au fost realizate utilizand informatiile
preluate din baza de date CBOK, dar analizele din
aceste studii au vizat activitatile si caracteristicile
auditorilor interni la nivel global.

Articolul urméareste prezentarea comparativa a
rezultatelor obtinute la nivel global, european si al
Romaniei, in urma studiului realizat de CBOK in 2010,
cu privire la nivelul de pregatire si competentele pe care
le au auditorii interni, entitatile pentru care lucreaza,
tendintele in utilizarea diferitelor tehnici si instrumente in
misiunile de audit, certificarile detinute si experienta
detinuta.

Pentru realizarea prelucrarilor am folosit baza de date
CBOK, iar pentru vizualizarea datelor si selectarea celor
care prezinta importanté pentru studiul nostru am folosit
programul Q Reader. Datele au fost prelucrate cu
ajutorul Microsoft Office — Excel. Am extras din baza de
date CBOK 2010 datele la nivel global, european si
pentru Romania cu privire la:

e nivelul studiilor absolvite de auditorii interni,
e specializarea universitara dobandita si
e tipul de organizatie pentru care lucreaza in prezent.

Aceste elemente au stat la baza descrierii esantionului,
dupa care au fost realizate comparatiile si au fost
explicate rezultatele obtinute.

Desi de-a lungul mai multor ani au fost realizate
diferite studii, cel mai complet si ale carui rezultate
au fost si sintetizate intr-un raport este studiul
CBOK (2010), realizat pe baza raspunsurilor
primite de la 13.582 persoane, din 107 de tari (22
de limbi), cu mentiunea ca ratele de raspuns au
variat de la o intrebare la alta. In 2015 a fost
realizat un studiu mai amplu, ale carui rezultate
finale nu sunt inca publicate integral. Astfel, vom
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utiliza datele aferente studiului realizat in 2015
intr-o cercetare viitoare. Dupé fiecare prezentare
de informatii prelucrate pe baza datelor CBOK,
vom mentiona continutul intrebarii aga cum apare
in chestionarul CBOK.

In ceea ce priveste Romania, in cadrul studiului din
2010 au raspuns la chestionarul CBOK 104 auditori
interni. Distributia din punct de vedere al studiilor,
comparativ cu situatia la nivel global si european,
este prezentatd in Tabelul 1.

Tabelul 1. Situatia comparativa a ultimelor studii absolvite! de auditorii interni care au raspuns la

chestionarul CBOK din 2010

Nivelul studiilor Global Europa Romania

Liceu 4,36% 10,44%
Certificare tehnica 3,82% 4,94% -
Licenta in economie 29,40% 16,17% 38,46%
Licenta in alt domeniu decat economia 10,71% 7,46% 577%
Master in economie 37,55% 41,08% 39,42%
Master in alt domeniu decat economia 12,12% 16,45% 11,54%
Studii doctorale 2,04% 3,46% 4,81%

Total 100% 100% 100%

1 Raspunsuri la intrebarea Q7: Care este cel mai recent nivel educational absolvit (cu exceptia certificarilor profesionale)? (en. What
is your highest level of formal education (not certification) completed?)

Sursa: prelucrarile autorului pe baza CBOK, 2010

Se observa ca in Romania auditorii interni au cel
putin studii superioare, deoarece sunt obligatorii
pentru ocuparea unei post de auditor intern. In
consecinta, se constata ca in Roméania ponderea
auditorilor interni licentiati Tn economie (38,46%) este
mai mare decat cea de la nivel global (29,40%) si de
la nivel european (16,17%). De asemenea, ca

urmare a unei posibile prejudecati legate de
concentrarea activitatii de audit intern pe aspectele
financiar-contabile, fatd de media mondiala (10,71%)
si cea europeana (7,46%), in Romania sunt cei mai
putini auditori interni (5,77%) care au absolvit studii
economice superioare in alt domeniu decét cel
economic.

Tabelul 2. Situatia comparativa a specializarilor universitare absolvite? de auditorii interni care au raspuns la

chestionarul CBOK din 2010

Specializarea universitara absolvita Global Europa Romania
Contabilitate 50,36% 30,66% 35,58%
Management 25,19% 32,19% 37,50%
Finante 24,93% 28,22% 38,46%
Audit intern 23,62% 27,79% 34,62%
Economie 16,54% 29,58% 24,04%
Audit extern 12,96% 15,62% 11,54%
Informatica 9,03% 9,63% 7,69%
Drept 7,02% 10,71% 8,65%
Altele 5,87% 6,11% 3,85%
Studii tehnice 4,23% 5,84% 13,46%
Matematicd/statistica 4,27% 6,41% 3,85%
Arte sau stiinte socio-umane (de exemplu, filologie, istorie, psihologie) 4,21% 4,95% 0,00%
Alte stiinte sau domenii tehnice (de exemplu, fizica, chimie, geologie, biologie) 2,47% 3,19% 0,00%

2 Raspunsuri la intrebarea Q8: Care au fost specializarile dvs. in cadrul studiilor de licentd sau cele mai semnificative domenii de
studiu? (dupa caz) (en. What were your academic major(s) or your most significant fields of study. (Choose all that apply)).

Sursa: prelucrarile autorului dupa baza de date CBOK, 2010
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Cu privire la specializarile absolvite de auditorii interni,
constatdm ca la nivel mondial domina cei care au
Contabilitatea ca domeniu principal de pregatire
(50,36%); In Romania, procentul absolventilor de
Contabilitate este de 35,58%, iar in Europa de 30,66%.
In Roméania, situatia specializarilor absolvite este
surprinzatoare, in sensul ca un procent ridicat de auditori
interni (34,62%) declara ca au absolvit studii superioare
in domeniul Audit intern, fatd de procente semnificativ

mai mici la nivel mondial (23,62%) si european
(27,79%), De asemenea, se remarca ponderea
importanta a absolventilor de Finante (38,46%) care
lucreaza in domeniul auditului intern, prin comparatie cu
situatia globala (24,93%) si cea de la nivel european
(28,22%). Exista diferente semnificative i in cazul
studiilor tehnice, 13,46% dintre auditorii interni din

Roménia participanti la studiu avand studii tehnice, fata
de doar 5,84% la nivel european si 4,23% la nivel global.

Tabelul 3. Situatia comparativa a tipurilor de organizatie pentru care lucreaza in prezent? auditorii interni care

au raspuns la chestionarul CBOK din 2010

Tipul de organizatie Global Europa Romania
Companie privata necotata la bursa 28,99% 34,41% 30,95%
Companie cotata la bursa 38,98% 34,59% 23,81%
Sectorul public 22,74% 24,57% 38,10%
Organizatie non-profit/non-guvernamentald 5,93% 3,14% 4,76%
Alte categorii 3,36% 3,30% 2,38%

3 Raspunsuri la intrebarea Q24: Care este tipul organizatiei pentru care lucrai in prezent? (en. What is the type of organization for

which you currently work?)
Sursa: prelucrarile autorului dupa baza de date CBOK, 2010

Informatiile din Tabelul 3 explica mai multe din
rezultatele studiului nostru. Spre deosebire de situatia la
nivel global si european, unde majoritatea auditorilor
lucreaza pentru companii cotate la bursa sau companii
private necotate la bursa, in Roménia, cei mai multi
auditori lucreaza in sectorul public, unde regulile de
organizare $i de desfasurare a activitatii sunt mai rigide
si prezinta multe particularitati fatd de mediul privat.

Tn anul 2013, Institutul Auditorilor Interni (The Institute of
Internal Auditors — I1A) a publicat Cadrul conceptual
privind competentele auditorilor interni, conform caruia
auditorii interni trebuie sa dispuna de competente de
baza in urmatoarele zece arii de cunoastere (IIA, 2013):

1. etica profesionala;
2. managementul auditului intern;

3. cadrul general privind practicile profesionale
internationale;

4. guvernarea, riscul si controlul;
5. afacerile;
6. comunicarea;

Nr. 9(141)/2016

7. persuasiunea si colaborarea;

8. analiza critic;

9. derularea misiunii de audit intern;
10. dezvoltarea si inovarea.

Primele doua domenii sunt elemente fundamentale in
organizarea si desfagurarea activitatii de audit intern.
Etica profesionala da continut asteptarilor generale cu
privire la comportamentul auditorilor interni in ansamblu,
ca profesie. Abilitatile de gestionare a resurselor gi
activitatilor de audit intern sunt esentiale, indiferent de
marimea structurii de audit.

Practicile profesionale, guvernarea, riscul, controlul gi
afacerile sunt considerate abilitati tehnice ale auditorilor
interni gi sunt esentiale pentru derularea
corespunzatoare a oricarei misiuni de audit intern.

Abilitatile personale (comunicarea, persuasiunea gi
colaborarea, analiza critica) sunt importante pentru
obtinerea unei asigurari rezonabile ca informatiile,
observatiile si recomandarile au impactul agteptat
asupra organizatiei.

Derularea oricarei misiuni de audit presupune
obiectivitate, abilitati de planificare strategica si
operationala, precum $i 0 buna gestiune a resurselor.
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in sfarsit, dezvoltarea si inovarea pregatesc organizatia
pentru schimbérile necesare, asigurand parcursul lin
spre o dezvoltare sustenabila.

Competentele de baza din cadrul conceptual mentionat
anterior au fost formulate tinand cont de Principiile
fundamentale pentru practica profesionala a auditului
intern, publicate de 1A in 2015, care afirma ca
activitatea auditorilor interni trebuie sa se caracterizeze
prin urmatoarele (llA, 2015):

o integritate;

e competenta si constiinciozitate profesional;

o obiectivitate i independenta;

o safie aliniata strategiilor, obiectivelor si riscurilor
organizatiei;

o 53 fie pozitionata corespunzator in cadrul organizatiei
si sa dispuna de resurse adecvate;

o sa fie de calitate si sa se perfectioneze continuu;

e sa asigure o comunicare eficienta;

o sa furnizeze o asigurare bazata pe risc;

e 53 asigure o cunoagtere detaliata a organizatiei, sa
fie proactiva si orientata catre viitor;

e 53 promoveze ameliorarea activitatii organizatiei.

In urma analizei raspunsurilor participantilor la studiul
CBOK (2010) al Corpului comun de cunostinte privind
auditul intern la nivel global (The Global Internal Audit
Common Body of Knowledge - CBOK), s-a constatat ca
auditorii interni de la toate nivelurile au considerat ca
cele mai importante trei arii de competenta sunt:

o abilitatile de comunicare;

o abilitétile de identificare si de rezolvare a
problemelor;

e capacitatea de a fi la curent cu schimbarile
legislative, ale standardelor profesionale i ale
mediului de afaceri.

Pentru ca analiza competentelor necesare auditorilor
interni sa fie completd, ea a continut gi intrebari cu
privire la cunostintele pe care auditorii interni le
considera esentiale pentru activitatea lor. Astfel, ariile de
cunoastere in care auditorii interni considera ca trebuie
sa detina cunostinte adecvate, care sa le permita sa isi
desfasoare activitatea la un nivel de calitate
corespunzator, sunt, in ordinea importantei:

1. audi;
2. standarde de audit intern;
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etica;

detectarea fraudei;

managementul riscurilor;

schimbarile intervenite in standardele profesionale;

cunostinte tehnice despre domeniul de activitate al
organizatiei;

N o ok~ w

guvernare,

© o

contabilitate financiara;

10. gestiunea afacerii;

11. sisteme organizationale;

12. strategii si politicile de afaceri;

13. cultura organizationala;

14. dreptul afacerilor si regulile de guvernare;
15. finante;

16. tehnologii informationale;

17. contabilitate managerialg;

18. intelegerea cadrului conceptual privind calitatea;
19. economie;

20. marketing.

De asemenea, studiul a pus in evidenta
competentele de baza cerute auditorilor interni de la
diferite niveluri, grupandu-le in competente comune
si competente specifice.

Competenfele comune sunt reprezentate de cele mai
importante abilitati cerute auditorilor interni, indiferent
de nivelul la care se afla: personal implicat in
activitati de audit intern, sefi de echipe/misiuni de
audit si conducator al structurii de audit intern.
Fiecare trebuie sa isi perfectioneze continuu aceste
abilitati de-a lungul carierei.

Competentele specifice sunt reprezentate de cele
mai importante cinci abilitati cerute auditorilor interni
de la fiecare nivel. Dezvoltarea acestor abilitati
trebuie sa se realizeze pe masura ce auditorii interni
trec pe pozitii superioare.

Competentele generale si specifice au fost grupate
in competente generale, comportamentale si tehnice,
analiza fiind realizata in functie de pozitia pe care o
pot ocupa auditorii interni in structura de audit intern
a unei organizatii.

Competentele generale sunt abilitatile considerate
esentiale pentru indeplinirea anumitor sarcini.
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Prezentam in Tabelul 4 ordinea importantei acestor ai auditului intern, impreuna si individual.
abilitati, la nivelul celor trei categorii de profesionisti

Tabelul 4. Competentele generale necesare auditorilor interni, la nivel global,
pe categorii de auditori*
Competentele generale, Ordinea importantei pentru:
in ordinea importantei atribuite de o Sefii echipelor/ )
auditorii interni, indiferent de pozitia Personalul implicat fn misiunilor de audit Seful structurii de
ocupati activitati de audit intern intern audit intern
Abilitati de comunicare 1 2 2
Abilitati de identificare si de solutionare a
problemelor 2 5 5
Abilitatea de a promova valoarea auditului
intern 7 8 1
Capacitatea de a fi la curent cu
schimbadrile legislative, ale standardelor
profesionale si ale mediului de afaceri 4 4 3
Abilitati organizationale 6 1 6
Abilitati de rezolvare a conflictelor si de
negociere 8 3 4
Abilitati in pregétirea si dezvoltarea
profesionala a personalului 10 6 7
Capacitatea de a utiliza cadrul
conceptual, tehnicile si instrumentele
specifice contabilitatii 3 9
Abilitati in managementul schimbarii 11
Capacitatea de a utiliza cadrul
conceptual, tehnicile si instrumentele
specifice tehnologiilor informationale 5 10 11
Fluenta culturala si abilitati de comunicare
in limbi stréine 9 11 10

4Raspunsuri la intrebarea Q76: Va rugam sa precizati care este importanta urmatoarelor competente pentru activitatea dvs. la locul
de munca, pe pozitia pe care o ocupati in cadrul organizatiei. (en. Please indicate the importance of the following competencies for

you to perform your work at your position in the organization).

Sursa: prelucrarile autorului dupa baza de date CBOK, 2010 si Bailey, 2010

in ceea ce priveste competentele generale specifice, .
studiul a condus la urmatoatele rezultate:

o personalul implicat in activitafi de audit intern trebuie
sa aiba, in special, capacitatea de comunicare, de a .
utiliza cadrele conceptuale, de a identifica i rezolva
problemele, precum si de a utiliza tehnicile i
instrumentele specifice domeniului contabil gi
tehnologiile informationale;
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sefii echipelor/misiunilor de audit intern trebuie sa
dispuna de abilitati organizationale, de capacitatea de
a comunica, de a negocia si de a rezolva conflicte;

seful structurii de audit intern trebuie sa aiba
abilitatea de a promova valoarea auditului intern in
cadrul organizatiei, de a comunica, de a negocia $i
de a rezolva conflicte, precum si de a fi la curent cu
modificarile legislative.

935




Tabelul 5. Competentele generale necesare auditorilor interni, la nivel global, european si in Romania®

Competentele generale, A

in ordinea importa%;ei a'tribL?ite de auditorii interni Global Eurapa | Romania
Abilitati de comunicare 1 1 1
Abilitati de identificare si de solutionare a problemelor 2 2 5
Abilitatea de a promova valoarea auditului intern 3 4 4
Capacitatea de a fi la curent cu schimbérile legislative, ale standardelor profesionale si ale
mediului de afaceri 4 5 2
Abilitati organizationale 5 3 3
Abilitati de rezolvare a conflictelor si de negociere 6 6 7
Abilitati in pregatirea si dezvoltarea profesionald a personalului 7 8 8
Capacitatea de a utiliza cadrul conceptual, tehnicile si instrumentele specifice contabilitatii 8 10 6
Abilitati in managementul schimbarii 9 7 11
Capacitatea de a utiliza cadrul conceptual, tehnicile si instrumentele specifice tehnologiilor
informationale 10 9 9
Fluenta culturala si abilitati de comunicare in limbi straine 11 11 10

5Réspunsuri la intrebarea Q76: Va rugam sa precizati care este importanta urmatoarelor competente pentru activitatea dvs. la locul
de munca, pe pozitia pe care o ocupati in cadrul organizatiei. (en. Please indicate the importance of the following competencies for
you to perform your work at your position in the organization).

Sursa: prelucrarile autorului dupa baza de date CBOK 2010

Analizand perceptia auditorilor interni din Romania cu de a fi la curent cu schimbarile legislative, ceea ce este,
privire la competentele generale care le sunt necesare probabil, o consecinta a instabilitatii cvasi-continue a
pentru realizarea activitatilor specifice, se constata ca in mediului legislativ roméanesc.

acest caz se manifestd mai acut decét in alte tari nevoia

Tabelul 6. Competentele comportamentale necesare auditorilor interni®

Ordinea importantei pentru:
Competentele comportamentale, in ordinea personalul implicat sefii echipelor/ Sl el
importantei atribuite de auditorii interni, in activitati de audit | misiunilor de audit ¥ AR
indiferent de pozitia ocupata intern intern augit intern
G E R G E R G E R
Confidentialitate 1 1 1 4 4 10 1 1 1
Obiectivitate 2 2 3 11 10 7 6 5 3
Comunicare 3 3 2 1 1 5 3 3 4
Rationament 4 5 8 7 8 11 8 8 11
Buna conlucrare cu managerii de la toate nivelurile 7 7 6 10 11 9 7 7 9
Guvernare si senzitivitate etica 8 8 5 5 5 1 4 6 2
Bun coechipier 5 4 4 14 14 13 15 15 10
Construire de relatii 10 10 12 13 13 4 10 10 12
Muncd independenta 6 6 11 15 15 15 14 14 15
Creare de echipe 12 13 13 9 7 12 13 13 14
Conducere 14 14 15 2 2 3 2 2 7
Influenta 9 9 10 6 6 6 5 4 5
Facilitare 11 11 7 8 9 14 12 11 6
Gestiunea personalului 15 15 14 3 3 2 9 9 8
Catalizator al schimbarii 13 12 9 12 12 8 11 12 13

6 Raspunsuri la intrebarea Q74: Va rugam sa indicati care sunt cele mai importante cinci competente comportamentale necesare la
fiecare nivel profesional. (en. Please mark the five most important of the following behavioral skills for each professional staff level
to perform their work).

Legenda: G = nivel global; E = nivel european; R = Roménia
Sursa: prelucrarile autorului dupa baza de date CBOK, 2010 si Bailey, 2010

936 anul X1V



Competentele comportamentale sunt reprezentate de
modul in care sunt percepute propriile actiuni de catre
altii, din perspectiva unor standarde general acceptate.
Prezentam in Tabelul 6 ordinea importantei acestor
abilitati, la nivelul celor trei categorii de profesionisti ai
auditului intern, impreuna si individual.

Cu privire la competentele comportamentale specifice,
pe langa confidentialitate, care se regaseste pe primele
locuri in cazul tuturor categoriilor, din studiu a reiesit ca:

o personalul implicat in activitdfi de audit intern trebuie
s& fie obiectiv, s& dispuna de un bun rationament
profesional si sa aiba capacitatea de a colabora,
adica de a fi un bun coechipier;

o sefii echipelor/misiunilor de audit intern trebuie sa
aiba capacitatea de a comunica, de a conduce, de a
guverna si de a gestiona personalul. De asemenea,
ei trebuie sa fie sensibili la aspectele de natura etica;

o seful structurii de audit intern trebuie sa aiba
capacitatea de a conduce, de a comunica, de a

guverna si de a convinge, precum si s& dea dovada
de preocupare fata de problemele de natura etica.

In ceea ce priveste Romania, surprinde perceptia
sefilor de misiuni de audit cu privire la
confidentialitate, aceasta nefiind vazuta ca o cerinta
importanta (locul 10), la fel cum este in cazul
profesionigtilor din alte téri. De asemenea, pare a fi
in contradictie optiunea pentru construirea de relatii
(locul 4) fata de cea pentru crearea de echipe (locul
12) si importanta medie acordata comunicarii (locul
5), in conditiile in care la nivel european si mondial
abilitatile de comunicare ale sefilor de misiuni de
audit intern sunt considerate de prima importanta.

Competentele tehnice constau in aplicarea unor
cunostinte sau abilitati intr-o activitate. Ordinea
importantei abilitatilor tehnice n realizarea
obiectivelor specifice, la nivelul celor trei categorii de
profesionisti ai auditului intern, impreuna si
individual, la nivel global, european si in Roménia,
este prezentatd in Tabelul 7.

Tabelul 7. Competentele tehnice necesare auditorilor interni’

Ordinea importantei pentru:

Competentele tehnice, in ordinea importantei
atribuite de auditorii interni, indiferent de pozitia

personalul implicat
in activitati de audit

sefii echipelor/

misiunilor de audit seful structurii de

ocupata intern intern auditintern
G E R G E R G E R

Intelegerea afacerii 3 2 5 1 1 4 1 1 4
Tehnici de analiza a riscului si de evaluare a controlului 1 1 1 4 5 14 3 4 5
Identificarea tipurilor de controale 5 5 6 13 13 15 13 13 12
Guvernare, risc si instrumente si tehnici de control 12 10 9 8 9 6 4 5 8
Analiza afacerilor 4 4 3 7 8 9 10 9 3
Instrumente si tehnici de culegere si analiza a datelor 2 3 4 17 17 11 17 17 16
Abilitati Tn domeniul cercetarilor operationale si de

management 6 7 2 5 4 8 6 3 1
Instrumente si tehnici de rezolvare a problemelor 8 12 18 6 7 7 7 8 10
Negociere 14 13 15 3 3 3 2 2 9
Managementul proiectelor 13 14 13 2 2 2 5 6 2
Abilitati de investigare a fraudelor 11 9 7 11 11 18 9 10 6
Abilitati de utilizare a tehnicilor de audit asistate de

calculator 7 6 11 15 15 16 15 14 11
Instrumente si tehnici de analiza financiara 10 11 12 14 14 13 14 16 17
Sondaj statistic 9 8 8 18 18 17 18 18 18
Previziuni 16 16 10 9 6 1 8 7 7
Managementul calitatii totale 17 17 14 10 10 5 11 11 14
Cunostinte cu privire la ISO/calitate 15 15 17 16 16 12 16 15 13
Balanced scorecard 18 18 16 12 12 10 12 12 15

7 Raspunsuri la intrebarea Q75: Va rugam sa indicati cele mai importante cinci competente tehnice necesare la fiecare nivel profesional. (en.
Please mark the five most important of the following technical skills for each level of professional staff to perform their work).

Legenda: G = nivel global; E = nivel european; R = Roméania

Sursa: prelucrarile autorului dupa baza de date CBOK, 2010 si Bailey, 2010
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Competentele tehnice specifice pe care trebuie s le
detina cele trei categorii de profesionisti sunt prezentate
in continuare.

o Personalul implicat in activitdfi de audit intern trebuie
sa detina o buna cunoastere a tehnicilor de analiza a
riscului, a instrumentelor si tehnicilor de culegere si
analizé a datelor, de intelegere si analizé a afacerilor
si de identificare a tipurilor de controale.

o Sefii echipelor/misiunilor de audit intern trebuie sa
aiba capacitatea de intelegere a afacerii, sa dispuna
de abilitati in domeniul cercetarilor operationale si de
management, al managementului proiectelor, dar gi
s& fie buni negociatori.

o Seful structurii de audit intern trebuie s& inteleaga
foarte bine mediul de afaceri, sa fie un bun
negociator i un bun manager de proiect, dar si sa
stapaneasca bine instrumentele si tehnicile specifice
guvernarii, analizei riscului si evaluarii controlului.

Cu privire la competentele tehnice pe care ar trebui sa le
detina, este de remarcat faptul ca auditorii interni din
Roméania nu considera intelegerea afacerii ca avand
importanta deosebita, asa cum se intampla in cazul

Tabelul 8. Vechimea functiei de audit intern in organizatii®

sefilor de misiuni si responsabililor structurilor de audit
din alte tari. De asemenea, surprinzator este si locul
ocupat de nevoia de cunoastere a ,Tehnicilor de analiza
a riscului si de evaluare a controlului” in perceptia sefilor
de misiuni de audit intern din Romania (14), in conditiile
in care Tn perceptia auditorilor de pe pozitii similare din
alte tari, locul 5 este cel mai slab pe care este clasificata
aceasta competenta.

Multe din raspunsurile auditorilor interni roméani cu privire
la categoriile de cunostinte si de competente pe care
trebuie sa le detina sunt explicabile i prin vechimea
functiei de audit intern in organizatiile din Roméania.
Astfel, din datele analizate rezulta ca, in Romania in
anul 2010, majoritatea organizatiilor (86,42%) aveau
organizata functia de audit intern de mai putin de 10 ani,
in timp ce numai 1,23% aveau organizata aceasta
functie de peste 25 de ani (Tabelul 8). De fapt,
consideram ca datele releva organizarea auditului intern
la 0 companie internationala sau multinationala care
desfasoara activitate i in Romania, intrucat inainte de
1989 nu s-a organizat o astfel de functie in nicio firma
romaneasca.

De cand exista functia de audit intern
in organizatie?

La nivel global Europa Romania

de mai putin de 10 ani

44,83% 48,33% 86,42%

11-25 ani 30,34% 28,16% 12,35%
26-50 ani 17,44% 15,26% 1,23%
peste 51 de ani 7,38% 8,25% 0,00%

8Raspunsuri la intrebarea Q6: De cét timp este organizata activitatea de audit intern Tn organizatia dvs.? (en. How long has your

organization's internal audit activity been in place?)
Sursa: prelucrarile autorului dupa baza de date CBOK 2010

Spre deosebire de Romania, unde organizarea functiei
de audit intern este relativ recenta, la nivel global si in
Europa functia are o vechime semnificativ mai mare, in
jur de 25% dintre companii avand organizata functia de
peste 25 de ani. De fapt, la nivel global, in peste 55%
dintre firme auditul intern are o vechime de peste 10 ani,
iar in Europa peste 50% dintre firme au organizata
functia de audit intern de mai mult de 10 ani.

Perioada relativ scurta de cand a inceput sa fie
organizat auditul intern in Romania explica si de ce
ponderea auditorilor interni care declara ca au
competente in domenii precum Contabilitate,
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Management, Finante, IT, domeniul tehnic sau in
alte domenii decét cele enumerate este mai mare
decét la nivel global sau european.

Asa cum se observa din sectiunea rezervata
prezentarii esantionului (Tabelul 2), in Roméania
specializarea academica cea mai frecvent absolvita
de auditorii interni cuprinsi in studiu nu este
Contabilitate (care este pe primul loc la nivel global),
ci Finante, urmata de Management si Audit intern.
Cu toate acestea, mai mult de jumatate din auditorii
interni romani chestionati (56,73%) declara c& au
experienta in domeniul contabilitatii. Majoritatea
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(96,15%) afirma ca detin experientd in domeniul
auditului intern. Un aspect interesant si previzibil este
acela ca ponderea auditorilor care declara ca au

Tabelul 9. Experienta profesionala a auditorilor interni®

experientd in domeniul tehnic (13,46%) este egala
cu ponderea celor care declara ca au absolvit studii
tehnice.

Experienta profesionala Global Europa Romania
Audit intern 93,15% 93,45% 96,15%
Audit extern (in sectorul public sau in cel privat) 34,76% 28,64% 24,04%
Management 35,20% 31,69% 47,12%
Contabilitate 38,90% 29,57% 56,73%
Finante 25,28% 26,11% 38,46%
Tehnologii informationale (IT) 10,81% 11,96% 15,38%
Domeniul tehnic 3,99% 4,50% 13,46%
Altele 15,68% 20,78% 24,04%

9 Raspunsuri la intrebarea Q12: Precizati care este experienta dvs. profesionala (indicati toate raspunsurile posibile) (en. Specify

your professional experience: (please mark all that apply)).
Sursa: prelucrarile autorului dupa baza de date CBOK, 2010

Pentru intelegerea relatiilor cu structurile de conducere
si de guvernare din organizatie, am considerat important
sa analizadm cui ii este adresat raportul de audit intern.
Astfel, asa cum rezulta din Tabelul 10, rezultatele au
fost apropiate pentru cele trei niveluri ale analizei, cu
precizarea ca la nivel global se raporteaza intr-o masura
mai mare catre comitetele de audit. O posibila explicatie
poate fi aceea ca nu in toate jurisdictiile existé cerinta
legala a functiondrii comitetelor de audit. De exemplu, in
Romania, Legea societatilor comerciale stabileste
posibilitatea organizarii comitetelor de audit, fara ca

Tabelul 10. Destinatia rapoartelor auditorilor interni

acest lucru sa fie o obligatie. De asemenea, un studiu
publicat in 2005 de Organizatia Internationald a Burselor
de Valori (The International Organization of Securities
Commissions — I0SCO, 2005) arata ca doar in 53%
dintre jurisdictiile in care Tsi au sediul membrii IOSCO
exista legislatie specifica sau alte tipuri de reglementari
cu privire la cerinta functionarii comitetelor de audit,
tarile emergente fiind cele in care cerintele de acest tip
sunt reduse sau lipsesc. Mentionam cé la aceasta
intrebare li s-a cerut sa raspunda doar sefilor structurilor
de audit intern.

Structura céreia i se raporteaza direct La nivel global Europa Romania
Comitetul de audit 34,35% 28,32% 22,22%
Directorul general/Presedintele/Conducatorul institutiei publice 42,72% 51,80% 55,56%
Directorul economic 22,93% 19,88% 22,22%

10 Raspunsuri la intrebarea Q14: Cui raportati (direct) din punct de vedere administrativ in cadrul organizatiei dvs.? (en. Where do

you administratively report (direct line) in your organization?)
Sursa: prelucrarile autorului dupa baza de date CBOK 2010

Explicatia de mai sus poate fi mai ugor inteleasa daca
analizam in Figura 1 masura in care firmele au
organizate comitete de audit. Astfel, in Romania, nivelul
scazut de raportare catre comitetul de audit se justifica
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prin absenta acestei structuri organizatorice din multe
entitati, existand un numar mare de auditori interni
angajati in institutii publice.
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Figura 1. Organizarea comitetelor de audit in companiil!
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11 Raspunsuri la intrebarea Q26: Exista un comitet de audit sau o structura echivalenta in cadrul organizatiei dvs.? (en. Is there an
audit committee or equivalent in your organization?)
Sursa: prelucrarile autorului dupa baza de date CBOK, 2010

Un indicator care inregistreaza in Romania rezultate unui numar de 40 de ore de pregatire profesionala
peste mediile europeana si mondiala este realizarea continua pe an, aga cum rezulta din Figura 2.

Figura 2. Realizarea a 40 de ore de pregatire profesionala continua pe an*?
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12 Raspunsuri la intrebarea Q15: Beneficiati de minim 40 de ore de pregatire profesionald pe an? (en. Do you receive at least 40
hours of formal training per year?)

Sursa: prelucrarile autorului dupa baza de date CBOK 2010
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Daca analizam distributia auditorilor interni din punctul
de vedere al categoriei de organizatii pentru care

lucreaza (Figura 3), observam ca in Roméania aproape

jumétate dintre auditorii interni (48%) lucreaza in
organizatii de nivel national, fapt explicabil prin
angajarea lor cu precadere in institutii publice.

Figura 3. Distributia auditorilor interni in functie de localizarea geografica

a organizatiei pentru care lucreaza®
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13 Raspunsuri la intrebarea Q21: Organizatia dvs. este de nivel [local, statal, national, international...] (en. Is your organization [local,

state, national, international...]?)
Sursa: prelucrarile autorului dupa baza de date CBOK 2010

La nivel global si mai ales la nivel european se
constata ca cei mai multi auditori interni
lucreaza in companii internationale sau
multinationale. Si in Romania ponderea
auditorilor interni care lucreaza in companii
internationale sau multinationale este
semnificativa (35%).

Dupa ce am identificat caracteristicile auditului
intern in Roméania si in lume, precum si
competentele si cunostintele de care au nevoie
auditorii pentru realizarea misiunilor lor, in cele
ce urmeaza ne propunem sa identificam
tendintele in utilizarea viitoare a tehnicilor si
instrumentelor folosite de auditorii interni. Astfel,
asa cum se poate observa in Tabelul 11, pentru
realizarea la un nivel calitativ superior a
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activitatilor specifice, auditorii interni considera ca
cele mai utile sunt: planificarea bazata pe risc,
diferitele modalitati de comunicare electronica,
revizuirea analiticd, esantionarea statistica,
tehnicile de data mining si tehnicile de audit
asistate de calculator. Cu exceptia tehnicilor de
data mining, care ocupé locul 12 n preferintele
auditorilor interni din Romania, restul tehnicilor gi
instrumentelor sunt preferate in aceeasi masura
de auditorii interni din intreaga lume.

Cu privire la certificérile pe care le detin auditorii
interni din Romania se constata existenta unui
procent nesemnificativ de auditori interni

certificati in aceasta specializare (Certified Internal
Auditor — CIA), alte certificari fiind detinute doar in
mica masura.
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Tabelul 11. Preferinta auditorilor interni pentru utilizarea diferitelor tehnici si instrumente de lucru®*

Instrumente si tehnici pe care auditorii interni le utilizeaza si intentioneaza A
’ sa Ieztilizeze si in viitor in misiunile lor ’ ' EloitE] | BUGE | REfE
Planificarea bazata pe risc 1 1 1
Controlul auto-evaluarii 8 8 6
Balanced scorecard 14 14 13
Analiza comparativa 10 9 7
Revizuirea analitica 3 3 5
Data mining 6 6 12
Esantionarea statistica 4 5 2
Tehnicile de audit asistate de calculator 7 7 9
Tehnici de management al calitatii totale 15 15 15
Auditare continud/in timp real 11 12 8
Foi de lucru electronice 5 4 4
Software pentru fluxuri de diagrame 9 10 11
Aplicatii pentru definirea proceselor 12 11 16
Software de modelare a proceselor 16 16 14
Alte modalitati de comunicare electronica (email, internet) 2 2 3
Instrumente de revizuire a procesului de evaluare a calitatii potrivit Institutului Auditorilor
Interni 13 13 10

14 Raspunsuri la intrebarea Q69: Indicati masura in care activitatea de audit intern foloseste sau urmeaza sa foloseascé urmatoarele
instrumente sau tehnici de audit in cadrul unei misiuni de audit obisnuite (en. Indicate the extent the internal audit activity uses or
plans to use the following audit tools or techniques on a typical audit engagement).

Sursa: prelucrarile autorului dupa baza de date CBOK 2010

Situatia privind cele mai importante certificari pe care fiind Certified Public Accountant, pentru care exista
le detin sau intentioneaza sa le obtina in urmatorii in Roménia echivalentul de expert contabil gi/sau
cinci ani auditorii interni este prezentata in Tabelul auditor financiar. Mentionam, de asemenea, ca

12. Certificarile mentionate se pot obtine prin auditorilor li s-a cerut sa mentioneze toate
intermediul unor organizatii internationale, exceptia certificarile detinute.

Tabelul 12. Situatia certificarilor detinute sau a celor care se intentioneaza a fi obtinute de catre auditorii

interni din Romania!®

Ponderea auditorilor care:
Certificarea . e . intentioneaza sa obtina
detin (F:)enratzlfég?rea in certificarea in urmatorii 5
ani
CIA - Certified Internal Auditor 17,31% 51,92%
CPA - Certified Public Accountant 1,92% 8,65%
CGAP - Certified Government Audit Professional 10,58% 12,50%
CFSA - Certified Financial Services Auditor 3,85% 18,27%
CISA - Certified Information Systems Auditor 1,92% 577%
Alta 25,00% 2,88%
Niciuna 16,35% 1,92%

15 Réspunsuri la intrebarea Q11: Ce certificari si/sau calificari profesionale defineti, referitoare la auditul intern? (Alegeti toate variantele
corecte) (en. Which professional certifications and/or qualifications do you have related to internal auditing? (Choose all that apply).

Sursa: prelucrarile autorului dupa baza de date CBOK, 2010
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Constatam c4 situatia auditorilor interni din Romania
este mai buna in privinta intentiilor de a obtine certificari
decét in privinta detinerii lor. La nivel global si european,
cei mai multi dintre auditorii interni au deja certificari
obtinute ca auditor intern (CIA), expert contabil sau
auditor financiar (CPA) si auditor de sisteme
informationale (CISA). De asemenea, la fel ca in
Roménia, auditorii care lucreaza in structuri de audit
intern si-au manifestat interesul pentru obtinerea
certificrii ca auditor intern (CIA).

Din cercetarea efectuata reiese ca cererea pentru tot
mai multe competente si cunostinte pe care sa le detina
auditorii interni rezulta din evolutia functiei de audit intern
catre roluri noi. Amintim in acest context si rezultatele
studiului realizat de Ernst & Young (2013) si intitulat
,Matching Internal Audit talent to business risks. Key
findings from the Global Internal Audit Survey 2013”,
care a identificat si sintetizat cateva aspecte referitoare
la auditul intern, dupa cum urmeaza:

o Se asteapta tot mai mult ca auditul intern sa ofere
celor interesati o perspectiva cat mai corecta asupra
afacerilor, dar si sa indeplineasca rolul de consilier
strategic pentru organizatie.

o Au crescut asteptarile ca auditul intern sa fie tot mai
implicat in identificarea, evaluarea si monitorizarea
riscurilor.

o Trebuie acceptat faptul ca auditorilor interni le lipsesc
abilitatile in domeniul analizei datelor, strategiei de
afaceri, managementului riscului, prevenirii i
detectarii fraudelor si de multe ori nu au o experienta

indelungata in sectorul de activitate in care
actioneaza organizatia pe care 0 servesc.

Fata de rezultatele obtinute pe baza datelor din 2010
oferite de CBOK, studiile mai recente publicate pe baza
datelor CBOK 2015 ofera o imagine mai completa a
realitatilor actuale si a tendintelor din activitatea
auditorilor interni. Astfel, Rose (2015) realizeaza o
analiz& complexa a modului de autoevaluare a
competentelor de catre auditorii interni, Rittenberg
(2016) face un studiu comparativ intre rezultatele din
2010 si cele din 2015 cu privire la interactiunea dintre
auditorii interni si comitetele de audit, iar Harrington si
Piper (2015) ofera idei cu privire la maniera in care
auditorii interni pot sa isi construiasca o cariera de
succes in dinamica lume a afacerilor.

Studiile pe care le realizeaza organizatiile implicate in
reglementarea, promovarea si evaluarea activitatii de
audit intern la nivel global au rolul de a furniza un ghid
care sa le permita profesionistilor sa isi dezvolte
competentele necesare desfagurarii activitatii de audit
intern la un nivel calitativ tot mai inalt si sa isi creeze un
plan in ceea ce priveste dezvoltarea personala. Un fapt
general acceptat este acela ca, in cazul unui auditor
intern, experienta profesionala este esentiala pentru
succesul activitatii sale. Cu toate acestea, chiar daca
experienta poate fi dobandita numai in timp, auditorii pot
investi in pregatirea proprie, inclusiv prin obtinerea de
certificari in domeniul auditului intern.

Multumiri

Pentru realizarea acestei lucrari datele au fost obtinute
din bazele de date CBOK, 2010 si CBOK, 2015 Global
Internal Audit Practitioner Survey (Altamonte Springs,
Florida, USA: The Institute of Internal Auditors Research
Foundation).
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Auditul intern (Al) este un pilon deosebit de important
pentru guvernanta corporativa. Acest statut nu vine de la
sine, ci este dobandit printr-un efort conjugat al intregului
departament de Al si o viziune clara a conducatorului
acestuia. Competitia pe piata interna si mai ales in
planul economiei globale determina preocupari sporite
privind performanta companiilor. Atingerea obiectivelor
de afaceri in conditii de performanta financiara ramane
preocuparea majora a factorilor de decizie si reprezinta
in egala masura spatiul de investigare al Al, al carui rol
este de a sprijini compania in atingerea obiectivelor sale
prin utilizarea eficienta a resurselor si imbunatatirea
proceselor de afaceri si de management al riscurilor.

Studiile au evidentiat faptul c& nivelul de maturitate al
functiei de Al diferé de la o tara la alta, fapt explicat prin
diferentele culturale si vechimea” functiei de Al, dar
determinat si de nivelul de dezvoltare economica al tarii.
Guvernanta corporativa are propriul sau impact asupra
nivelului de dezvoltare al Al (Sarens s.a., 2011). in
Romania, functia de Al este implementata de mai bine de
un deceniu, ceea ce poate explica nivelul de maturitate
relativ redus in raport cu térile occidentale. Dificultatile
intampinate in procesul implementarii unei guvernante
corporative solide, manifestate inca si astazi, au influentat
la randul lor efortul de consolidare al functiei de audit
intern Tn cadrul organizatiilor roménesti. Auditorii interni
din Roménia au insa avantajul de a putea invata din
experienta altor téri si de a beneficia de progresul
inregistrat in cadrul profesiei, ca urmare a eforturilor
conjugate ale organismelor profesionale internationale.

Prezentul articol are ca obiectiv sa evidentieze tendintele
si prioritatile manifestate de auditul intern in plan
mondial reflectate de studiile internationale realizate in
ultimii ani. Apreciem evidentierea acestor aspecte ca
fiind extrem de utila pentru auditorii interni din Romania,
ajutandu-i sa isi planifice mai bine misiunile, sa isi
imbunatateasca metodele de lucru si propriile abilitati
profesionale si sa isi consolideze colaborarea cu
membrii comitetului de audit si conducerea executiva.

Cercetarea desfasurata este de tip calitativ. Obiectivele
urmarite sunt identificarea tendintelor, prioritatilor,
obiectivelor si tehnicilor utilizate in Al la nivel mondial,
pentru a putea avea elemente de comparatie cu modul
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de derulare a Al in Romania. Cercetarea a impus
parcurgerea literaturii de specialitate care valorifica
cercetarile in spatiul Al, precum si analiza studiilor
realizate in plan mondial, de organisme internationale de
prestigiu, cu privire la evolutia auditului intern.
Cercetarea de fata face parte dintr-un proiect complex,
initiat fn urma cu mai multi ani, gandit pe un orizont de
timp mai larg, urmarind evolutia Al in Romania si
implementarea bunelor practici, promovand tehnici si
metodologii moderne bazate pe tehnologia informatiei.

Abordarea orientata spre risc a devenit o constanta
pentru Al. Intreaga activitate a auditorilor interni este
determinata de riscurile la care este expusa compania.
Astfel, cunoscénd particularitatile afacerii gi ale
domeniului de activitate in care opereaza compania,
auditorii interni trebuie sa identifice riscurile strategice si
operationale curente, dar in egala masura trebuie sa
anticipeze principalele riscuri strategice pe orizonturi de
timp viitoare. Auditorii interni trebuie deci sa anticipeze
aceste expuneri la risc, sa monitorizeze riscurile
existente si sa isi fundamenteze planurile anuale i
obiectivele misiunilor Tn raport cu expunerile la risc
estimate. Astfel, planurile anuale vor reflecta nu doar
asteptarile partilor interesate exprimate sau anticipate de
catre auditorii interni, ci si tendintele estimate in planul
riscurilor, care pot afecta realizarea obiectivelor
companiei. Consideram necesar s& atentionam asupra
importantei acestui cuvant, anticipare, dar gi sa
evidentiem caracterul pro activ al muncii auditorilor
interni. Daca auditorii interni vor convinge comitetul de
audit, prin argumentele aduse, ca planul anual propus
este fundamentat pe riscurile-cheie care afecteaza
afacerea, vor obtine nu doar aprobarea planului, ci $i
bugetele necesare pentru derularea lui, precum si
intregul suport de care departamentul are nevoie pentru
a-si indeplini misiunea.

Studille internationale recente evidentiaza necesitatea
ca auditorii interni sa Tsi orienteze atentia catre riscurile
generate de dezvoltarea rapida a tehnologiei, cu impact
semnificativ asupra proceselor de afaceri, un loc special
avandu-| tehnologia informatiilor si riscurile care decurg
din utilizarea acesteia. Din aceasta perspectiva, este
subliniata necesitatea ca auditorii sa evalueze ,impactul
probabil al posibilelor viitoare evenimente — incluzand
consecintele in planul doi si trei — asupra strategiilor si
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operatiunilor companiei” (Harrington si Piper, 2016).
Aceasta implica abilitati sporite ale auditorilor interni,
determinate de specificul misiunilor de audit al
sistemelor informatice si al proceselor de prelucrare i
de transmitere informatizata a datelor, precum si de
evaluare a riscurilor specifice, ludndu-se Tn considerare
nu doar impactul lor direct, ci gi posibilele consecinte in
lant. Manifestarea unor riscuri IT poate produce drept
consecinté directd afectarea securitatii si/sau calitatii
proceselor de prelucrare a datelor — inclusiv posibile
intreruperi in functionarea sistemelor (atacuri ale hacker-
ilor, virusari ale sistemelor etc). In plan secund, riscurile
IT pot induce pierderi financiare ca urmare a intreruperii
unor procese de afaceri (sistemele informatice care le
sustin devenind indisponibile). n planul trei, riscurile IT
pot produce scurgeri de informatii de care pot beneficia
firme concurente, ceea ce poate afecta financiar
compania prin pierderea unor oportunitati de afaceri sau
diminuarea cotei de piata.

Riscul IT se afla intre primele cinci riscuri aflate in
atentia auditorilor interni. Din perspectiva managerilor,
riscurile care impun cea mai mare atentie sunt riscurile
operationale, riscurile strategice ale afacerii si riscul de
conformitate. Cu toate acestea, unul din cinci auditori
interni declara ca nu aloca timp auditarii securitatii
informatice a organizatiei, iar unul din patru auditori
declara ca nu aloca timp misiunilor de audit pentru
mediile de socializare (Harrington si Piper, 2016). Acest
lucru este explicat prin competentele specifice cerute de
auditul sistemelor informatice si numarul scazut al
auditorilor interni care au studii universitare in domeniul
informaticii sau al celor certificati ca auditori IT. Astfel,
aspecte sensibile sunt reprezentate de pregatirea
continua a auditorilor interni, cu accent pe tehnologia
informatiei, precum si de nevoia pregatirii universitare a
economistilor contabili, care trebuie sa vizeze si zona
auditului IT. Am precizat economisti contabili, avand in
vedere faptul c¢a, in mod semnificativ, spre auditul intern
se orienteaza absolventi de contabilitate, care este aria
de expertiza ceruta in mod special si in procesul
recrutarii i al pregatirii continue.

Pentru domeniul bancar si al pietelor de capital, atentia
Al se concentreaza pe (KPMG, 2016):

¢ cerinte crescute in planul reglementarii;
e culturad si mod de conducere;

e raportare (conform reglementarilor);

o teste de stres;
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e securitate cibernetica;

e managementul relatiei cu prestatorii de servicii
(urmare a externalizérii unor activitati si de
mentenanta a sistemelor IT);

e evaluarea continua a riscurilor;
o utilizarea analizei datelor/audit continuu;
e recrutarea i retentia auditorilor cu experienta.

O prioritate a Al este reprezentata de extinderea utilizarii
IT in munca auditorilor. Patru din zece directori de Al
declara ca ,utilizarea tehnologiei in departamentele lor
este adecvaté sau mai buna” — comparand cu situatia
din 2006 - cand a avut loc precedentul sondaj
(Cangemi, 2015). Acelasi studiu releva ca doi din zece
directori Al declara ca ,departamentele lor se bazeaza in
primul rand pe tehnicile manuale”. Consideram ca acest
lucru poate fi determinat de:

e nivelul cunostintelor si abilitatilor auditorilor interni in
domeniul IT,

¢ Dugetele insuficiente alocate acestei functii, ceea ce
face dificila, dacé nu chiar imposibila, achizitia de
produse software dedicate, si de

¢ strategia inadecvata a Al in planul evolutiei prin
implementarea instrumentelor IT dedicate, care ar
aduce eficienta si eficacitate Al.

Dintre instrumentele si produsele IT care pot fi utilizate
de auditorii interni amintim:

o foi de lucru electronice;

¢ instrumente pentru managementul informatiei
colectate;

o instrumente pentru analiza datelor;

e instrumente pentru data mining;

e instrumente pentru audit continuu;

o instrumente pentru planificarea misiunilor;

o instrumente pentru urmarirea implementarii
recomandarilor;

 aplicatii software pentru evaluarea riscurilor etc.

Plasand nevoia concentrarii atentiei auditorilor interni
spre riscurile IT, studiile mentionate confirma rezultatele
unor studii anterioare (de exemplu Protiviti, 2014), care
vizau drept prioritati pentru Al

¢ social media, aplicatiile utilizand dispozitive mobile,
cloud computing, securitatea informatiei;
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e utilizarea tehnicilor de audit asistat informatic
(Computer Assisted Audit Techniques — CAAT) si a
instrumentelor de analiza a datelor;

e prevenirea si identificarea fraudelor, cu accent pe
tehnologie.

Protiviti a continuat studiul si in 2016, accentuand faptul
ca riscul legat de securitatea cibernetica este inclus
constant in planul de audit si ca se acorda prioritate
aplicatiilor care folosesc dispozitive mobile, cloud
computing, standarde IT si Internet of Things (Protiviti,
2016).

Utilizarea instrumentelor de data mining a inregistrat o
crestere moderata, majoritatea respondentilor din cadrul
studiilor analizate declarénd utilizarea la nivel de baza.
Tehnicile de data mining pot fi utilizate cu succes pentru
identificarea fraudelor si a anomaliilor in activitati
comerciale, identificarea lipsei unor date/inconsistenta
datelor, monitorizarea riscurilor etc. Este important de
subliniat faptul ca procesele de data mining si analiza a
datelor se realizeaza doar partial in departamentele de
Al In Europa, spre exemplu, 18% dintre aceste
procesari se realizeaza in afara departamentului de Al
(Cangeni, 2015). Includerea analizei datelor Tn procesele
specifice muncii auditorilor interni va asigura cresterea
eficientei si eficacitatii muncii acestora, unul dintre
vectorii care determina acest fapt fiind procesul de
evaluare continua a riscurilor realizat in acest context.

Profilul profesional al auditorilor interni este intotdeauna
dinamic, ca urmare a evolutiei profesiei contabile in
general, dar si a modificarilor survenite Tn mediul de
afaceri si de reglementare. Acest fapt implica o
cunoastere profunda a modelelor de afaceri, a
proceselor si activitatilor derulate in companie, multe
dintre acestea fiind sustinute de procese informatizate,
ceea ce solicita abilitati si cunostinte in domeniul IT.
Henderson, Davis si Lapke (2013) subliniaza legatura
stransa dintre procesele de afaceri si IT, intreaga
infrastructura a companiei fiind bazata pe tehnologia
informatiei. Acest lucru determina modificéri atat in
prioritatile Al, cat si in obiectivele stabilite, activitatile
derulate si cunostintele solicitate auditorilor.

Cum resursele Al, ca numér de auditori certificati, sunt
limitate, preocuparea pentru pastrarea/atragerea acestor
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specialisti este ridicatd, multe cercetari vizand
identificarea cunostintelor i abilitatilor cerute auditorilor
interni. Astfel, au putut fi identificate cerinte vizand
abilitati si cunostinte legate strict de profilul profesional,
dar si un set extins de abilitati, care tin de capacitatea de
relationare gi comunicare, care sunt extrem de
importante pentru un auditor intern.

Dintre abilitatile cerute auditorilor interni retinem:
capacitatea de prezentare libera (public speaking),
managementul timpului (util in construirea planurilor de
audit si managementul misiunilor), construirea de relatii
solide cu membrii comitetului de audit, conducerea
executiva precum si realizarea de contacte externe
companiei, capacitatea de a face fata presiunilor in
sedinte prelungite, leadership, gandire strategica etc.

Harrington si Piper (2016) evidentiaza ca principale
cunostinte, abilitati si competente cerute auditorilor
interni:

o gandirea critic;

o abilitatile de comunicare;

e contabilitatea;

e asigurarea cu privire la managementul riscurilor;
¢ tehnologia informatiei (cunostinte generale);

o specificul domeniului de activitate.

Nu intdmplator, raspunsurile celor chestionati au
plasat pe primul loc gandirea critica. Intreaga muncé
de Al se bazeaza pe aceasta gandire critica, plecand
de la identificarea arilor critice de auditat ca urmare a
evaluarii riscurilor, alegerea procedurilor de audit Si
terminand cu exprimarea opiniei si formularea
recomandarilor. Comunicarea este esentiala, ajutand
auditorii interni sa identifice asteptarile partilor
interesate, sa construiasca relatii solide cu membrii
comitetului de audit si cu toti managerii, castigandu-le
increderea prin sprijinul acordat in solutionarea
problemelor. Comunicarea este esentiala si in timpul
misiunilor, cand, pe baza chestionarelor sau in
interviuri, auditorii interni culeg informatiile necesare.
Pe locul trei se afla cunostintele de contabilitate, care
de cele mai multe ori reprezinta pregatirea
profesionala de baza a auditorilor interni. Cunostintele
in domeniul tehnologiei informatiilor ocupa un loc
important, ca urmare a mediului puternic informatizat
in care opereaza compania, dar si ca urmare a utilizarii
din ce in ce mai extinse a instrumentelor IT in
activitatile zilnice ale auditorilor interni.
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Una dintre cele mai sensibile probleme, dar mai putin
investigata de cercetatori, este evaluarea performantelor
auditului intern. Subiectul prezinta un interes deosebit
atat In planul cercetarii stiintifice, cat si in cel al practicii
profesiei si al companiilor. Cum estimam calitatea
activitatii de audit intern si adecvarea la nevoile i
asteptarile partilor interesate? O privire in aria practicii
profesiei ar evidentia interesul pentru raspunsurile la
aceasta intrebare, manifestat atat de seful auditorilor
interni, alaturi de intreaga lui echipd, cat si de comitetul
de audit si de conducerea executiva.

Ghidul de practica emis de Institutul Auditorilor Interni
(The Institute of Internal Auditors — I1A) precizeaza ca
L,auditul intern trebuie sa stabileasca indicatori si criterii
de evaluare adecvate mediului sdu/organizatiei pentru a
masura gradul (inclusiv calitatea) de indeplinire a
obiectivelor pentru care este stabilita activitatea Al” (IlA,
2010).

Practica Al a condus la stabilirea unor indicatori, de cele

mai multe ori cantitativi, ca de exemplu:

e gradul de indeplinire a misiunilor incluse in planul de
audit aprobat;

¢ incadrarea in bugetul anual;

¢ incadrarea in bugetul de timp alocat misiunilor;

o timpul necesar pentru redactarea raportului de audit;

e gradul de acceptare si implementare a masurilor
recomandate in urma finalizarii misiunilor de audit
intern;

o reduceri de costuri si/sau cresterea veniturilor urmare
a recomandarilor Al de imbunatatire a proceselor i
activitatilor.

in opinia noastré, evaluarea Al ar trebui s evidentieze

mai mult masura in care Al a ajutat organizatia sa isi

atinga obiectivele. Ultimii doi indicatori mentionati
anterior corespund acestei recomandari.

IA (2010) recomanda includerea printre criteriile de
evaluare a Al, in completarea celor deja enuntate, a
urmatoarelor elemente:

e numarul anual de ore de pregatire profesionala per
auditor;

e experienta auditorilor, aici putand fi inclus numarul de
auditori interni certificati, expertize detinute etc;
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o modul de utilizare a timpului de lucru al auditorilor —
timp direct vs. timp indirect utilizat;

o numarul de auditori mentinuti/rulajul auditorilor in
departamentul de Al (Staff retention/Turnover);

o timpul mediu de raspuns la cerintele partilor
interesate;

o calitatea feedback-ului de la entitatile auditate
(numarul celor pozitive vs. negative);

e gradul de utilizare a tehnologiilor moderne Tn Al.

Pentru a adauga valoare si a contribui direct la
performanta financiara a companiei, Al trebuie sa ofere
solutii de imbunétatire a proceselor i de identificare a
oportunitatilor pentru companie. Numarul de propuneri
vizand reduceri de costuri, imbunatatiri de procese
(inclusiv prin mai buna gestionare a riscurilor), propuneri
pentru mai eficienta utilizare a resurselor, de identificare
de oportunitati de afaceri, propuneri pentru mai buna
aliniere la cerintele de reglementare pot reprezenta
criterii de evaluare a Al apropiate de agteptarile partilor
interesate. Prin natura misiunilor gi obiectivelor stabilite,
Al trebuie s& se alinieze prioritatilor companiei in
vederea atingerii obiectivelor de afaceri. Cu toate
acestea, studiul realizat de Harrington si Piper (2016)
evidentiaza ca doar 57% dintre auditorii interni
intervievati declara ca ,sunt total sau in cea mai mare
parte aliniati la planul strategic de afaceri”. In aceste
conditii, obiectivul Al de a sprijini organizatia sa isi atinga
obiectivele este greu de realizat.

Cum evolutia riscurilor inregistreaza o dinamica
constanta, modificarea planurilor anuale de audit (prin
schimbarea ordinii de prioritate a misiunilor deja
prevazute in plan, precum si includerea unor misiuni noi
ca urmare a cresterii expunerii la risc) poate reprezenta
un criteriu de evaluare a Al. Astfel de modificari,
argumentate n fata comitetului de audit, dovedeste
calitatea procesului de evaluare a riscurilor derulat de Al
si orientarea misiunilor spre ariile cele mai expuse la
risc.

Auditul intern inregistreaza o evolutie continua,
determinata de mediul dinamic pe care trebuie sa l
investigheze, asteptarile — mereu in schimbare —
formulate de catre partile interesate i, nu in ultimul
rand, de cerintele de buna practicé specifice Al.
Calitatea rezultatelor este in mare parte determinata de
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masura in care auditorii interni anticipeaza in mod
corect evolutia riscurilor si cerintelor comitetului de audit
si managementului, concentrandu-gi atentia pe ariile
cele mai expuse la risc si oferind recomandari pentru
imbunatatirea proceselor i atingerea obiectivelor
strategice.

Prioritare in munca auditorilor interni raman: alinierea la
riscurile strategice de business ale companiei,
abordarea riguroasa a riscurilor IT prin integrarea lor cu
riscurile afacerii, asimilarea tehnicilor si instrumentelor IT
in activitatea curentd, recrutarea auditorilor cu
experienta si abilitati extinse de utilizare a calculatorului,

precum si pregatirea continua, inclusiv in domeniul
tehnologiei informatiei.

Stabilirea unor indicatori de evaluare a auditului intern
odata cu aprobarea planului de audit intern i
monitorizarea permanenta a acestora de seful
departamentului de audit intern si de comitetul de audit
ofera criterii obiective de evaluare si de asociere a
muncii auditorilor interni cu performanta companiei. De
asemenea, aceste aspecte contribuie la indeplinirea
cerintei impuse auditului intern de a ajuta organizatia in
atingerea obiectivelor.
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Importanfa funcfiei de audit intern in institufiile bancare a
crescut considerabil in perioada crizei financiare, orientarea
managementului transferandu-se catre managementul
riscurilor gi controlul proceselor. Rolul auditului intern este
de a sprijini conducerea in protejarea patrimoniului bancii,
reputafiei §i in asigurarea dezvoltérii susfinute a
organizatiei, prin oferirea unei analize extinse i a unei
viziuni cuprinzétoare asupra activitétilor. In plus, aga cum
orice departament trebuie & isi realizeze obiectivele si s&
adauge valoare organizatiei, acelagi lucru este valabil si
pentru compartimentul de audit intern. Acest studiu are ca
obiectiv s& examineze metodele utilizate in mésurarea
valorii auditului intern in domeniul bancar si sa identifice
cele mai relevante metode care vizeazéa efectul activitéfii de
audit intern asupra rezultatelor organizafiei. Propunem
rdspunsuri la intrebari precum: ,Isi confirma valoarea
functiile de audit din institufiile bancare?” si ,Cum poate
auditul intern s& isi demonstreze contribufia la adéugarea
de valoare Tn beneficiul organizafiei?” Tn acest sens, am
abordat masurarea valorii auditului intern din punct de
vedere teoretic. in continuare am investigat care sunt
indicatorii-cheie de performan{a (KPIs) si practicile utilizate
pentru mésurarea valorii auditului intern $i am analizat
masura in care acegti indicatori reflectd valoarea adadugata
a activitafii de audit intern pentru organizafie.

Rezultatele studiului sugereaza cd majoritatea
organizafiilor utilizeaza metode care confin preponderent
elemente cantitative $i mai pufin elemente calitative.
Exista diferente intre banci gi alte tipuri de organizafii in
privinfa metodelor i practicilor utilizate, dar si in ceea ce
priveste importanta acordata mésurérii valorii auditului
intern. In plus, constatdrile confirma faptul ca exista loc
pentru imbunatatirea metodelor si practicilor utilizate,
astfel incat functia de audit intern s& isi majoreze
valoarea si credibilitatea.

Cuvinte-cheie: Audit intern, valoare adaugata, masurarea
performantei, banci.

Clasificare JEL: G21, M42.
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Criza financiara globala a demonstrat necesitatea
revizuirii unor functii a caror performanta este importanta
pentru functionarea sanatoasa a sistemului bancar, una
dintre aceste functii find reprezentaté de auditul intern,
care trebuie sa raspunda unor noi provocari, schimbari si
asteptari.

in perioada actual instituiile bancare se confruntd cu un
mediu dinamic i plin de provocari, in care trebuie sa
raspunda unor noi cerinte de reglementare, sa isi
intéreasca guvernanta corporativa si sa isi dezvolte oferta
de produse si servicii. Majoritatea institutiilor bancare au
fost nevoite s& caute solutii pentru a realiza un echilibru
intre managementul riscurilor, maximizarea profitabilitatii
si asigurarea respectarii reglementarilor aplicabile.

Desi functia de audit intern nu este direct
responsabild pentru identificarea de solutii pentru

problemele cu care se confrunta institutiile
bancare, ea are un rol important pentru sprijinirea
organizatiei in realizarea i mentinerea echilibrului
necesar, prin realizarea de evaluari ale mediului de
control intern si furnizarea de recomandari care sa
conduca la imbunatatirea proceselor de
management al riscurilor si la asigurarea
conformitatii cu reglementérile.

Tn aceste conditii, auditorii interni au nu numai ocazia,
dar si responsabilitatea de a sprijini conducerea,
implicandu-se activ in rezolvarea problemelor importante
ale organizatiei si furnizand recomandari si suport liniilor
de afaceri, managementului si comitetului de audit.

Aceste evolutii sunt surprinse si de modificérile
intervenite de-a lungul timpului Tn definitiile functiei
de audit intern oferite de Institutul Auditorilor Interni
(Institute of Internal Auditors -1lIA), conform
Tabelului 1.

Tabelul 1. Evolutia definitiilor auditului intern oferite de IIA

Vechea definitie a auditului intern
(emisa in 1947, revizuita in 1999)

Actuala definitie a auditului intern
(emisain 1999)

LAuditul intern este o functie de evaluare independenta stabilitd | ,Auditul intern este o activitate independenta de asigurare
in cadrul unei organizatii cu scopul de a examina si evalua | obiectiva si de consiliere, destinatd sa adauge valoare si sa
activitatile sale, sub forma unui serviciu pentru organizatie. |antreneze imbunatatirea activitdtilor organizafiei. Ajuta
Obiectivul auditului intern este de a asista membrii organizatiei | organizatia in indeplinirea obiectivelor sale printr-o abordare
in indeplinirea eficienta a responsabilitatilor lor. In acest scop, | sistematica si disciplinata in cadrul evalurii si imbunatatirii
auditul intern le fumizeaza analize, aprecieri, recomandari, | eficacitatii proceselor de management al riscurilor, control i
consiliere si informatii cu privire la activitdtile analizate. | guvernare.”

Obiectivul auditului include promovarea unui control eficace la
un cost rezonabil.”

Sursa: Prelucrarile autorului pe baza definitiilor furnizate de I1A, 1947; 11A, 1999

Conform celei mai recente definitii dezvoltate de 1A constaté cateva evolutii importante, evidentiate in
(1999) si aprobata de Consiliul de Administratie al lA, se Tabelul 2.

Tabelul 2. Diferente in definirea auditului intern

Vechea definitie (inainte de 1999) Actuala definitie (dupa 1999)
Functie de evaluare Activitate de asigurare obiectiva si de consiliere
Examineaza si evalueaza activitatile, sub forma unui serviciu Adaugé valoare si antreneaza imbunétatirea activitatilor
pentru organizatie organizatiei
Asista membrii organizatiei in indeplinirea eficientd a Ajuta organizatia in indeplinirea obiectivelor sale printr-o
responsabilitétilor lor abordare sistematica si disciplinatd
Promoveaza un control eficace la un cost rezonabil Evalueaza si imbunatateste eficacitatea proceselor de

management al riscurilor, control si guvernare

Sursa: Prelucrarile autorului
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Definitia revizuita a auditului intern accentueaza
obiectivul auditului intern, si anume ca prin serviciile de
asigurare obiectiva si consiliere desfasurate sa adauge
valoare organizatiei i sa antreneze imbunatatirea
activitatilor acesteia.

Comitetul de Supraveghere Bancara de la Basel (Basel
Committee on Banking Supervision — BCBS) subliniaza
in ghidul “The internal audit function in banks” (BCBS,
2012) faptul c& functia de audit intern trebuie s& ofere
asigurare consiliului de administratie si conducerii
superioare a bancii in legatura cu calitatea sistemului de
control intern, diminuand astfel riscurile de pierdere si de
afectare a reputatiei bancii. In acelasi timp, autoritatile
de supraveghere bancara trebuie s& fie multumite de
eficacitatea functiei de audit intern a bancii in ceea ce
priveste conformitatea cu politicile si practicile si
adoptarea de catre conducere de masuri adecvate si
prompte pentru remedierea deficientelor de control
intern identificate de auditul intern.

Concluziile desprinse din studii recente (Global Audit
Information Network — GAIN, 2009; Ernst&Young, 2010;
PricewaterhouseCoopers - PwC, 20144, 2014b; Ernst &
Young, 2010; Deloitte, 2014) evidentiaza provocarile
importante cu care se confrunta auditul intern in ceea ce
priveste extinderea rolului sau, in conditiile aparitiei de
noi riscuri, asteptarilor in crestere si controlului tot mai
strict ale partilor interesate, precum si presiunilor in
materie de resurse. Pentru a depasi aceste dificultati
este nevoie ca functia de audit intern sa Tsi dezvolte
competentele, abordarile, instrumentele si practicile
utilizate, care sustin cresterea valorii adaugate pentru
organizatie.

Atat liderii functiilor de audit intern (Chief Audit
Executives — CAES), cat si partile interesate, recunosc
potentialul functiei de audit intern de a adauga valoare
organizatiei. Contributia pozitiva semnificativa pe care
auditul intern o poate aduce in guvernarea i
desfagurarea activitatii unei organizatii depinde insa de
implementarea, functionarea si conducerea in mod
eficient a functiei de audit intern, care este posibila doar
in conditiile mentinerii i intéririi continue a credibilitatii
acesteia.

In vederea mentinerii i cresterii credibilitatii si autoritati
auditului intern, este necesar ca auditorii interni:

e sainteleaga cum percepe organizatia valoarea
auditului;
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e sasi defineasca un plan strategic adecvat
mandatului functiei de audit, in care sunt stabilite
obiectivele ce demonstreaza valoarea adusa
organizatiei;

e s& masoare valoarea si performanta auditului intern;
e 53 comunice corespunzator rezultatele obtinute.

Intrucat asteptrile partilor interesate au crescut
permanent, conducerea functiei de audit a trebuit sa isi
adapteze practicile pentru a tine pasul cu aceste
asteptari si sa ajusteze indicatorii utilizati pentru
urmarirea rezultatelor si pentru raportarea
performantelor obtinute.

Metodologia de cercetare utilizata pentru elaborarea
acestui articol a inclus urmatoarele elemente:

o revizuirea literaturii de specialitate la nivel
international, inclusiv a reglementarilor i
recomandarilor aplicabile (1A, BCBS) cu privire la
auditul intern in general i la auditul intern in sectorul
bancar. Revizuirea a avut in vedere diferite aspecte
privind auditul intern, precum: rolul si obiectivele
auditului intern; responsabilitatile ce i revin functiei
de audit intern in diferite zone de activitate precum
conformitatea, managementul riscului, diminuarea
riscului strategic, imbunatatirea gestionarii activitati;
valoarea adaugata si evaluarea performantei
activitatii de audit intern; modalitatile prin care auditul
intern isi poate depasi rolul actual si deveni un
consilier strategic.

e revizuirea rezultatelor unor proiecte de cercetare i
studii de caz incluzand: studiul “Imperatives for
Change: The ll1A’s Global Internal Audit Survey in
Action. Report V" (IlA, 2011c), solicitat de IIARF;
studii si rapoarte ale unor firme de servicii
profesionale si de consultantd (Ernst&Young, 2010;
PwC, 2014a, 2014b; Deloitte, 2014).

Realizand o analiza critica a publicatiilor, rezultatelor
cercetarilor si studiilor revizuite, am urmarit sa
raspundem urmatoarelor intrebari:

o Care sunt indicatorii cei mai relevanti pentru
urmarirea rezultatelor si pentru raportarea
performantelor activitatii de audit intern, astfel incat
functia de audit sa demonstreze valoarea adaugata
organizatiei?

anul X1V



o Care sunt metodele si practicile prin care auditul selectia si evaluarea managementului. O atentie
intern poate creste valoarea adaugata pentru speciald este acordata supravegherii functiilor de
organizatie? management al riscului, conformitate si audit intern,

autoritatile de supraveghere urmarind masura in care

controalele interne sunt evaluate corespunzator i

contribuie la guvernanta sanatoasa a bancii.

Auditul intern are un rol deosebit de important in
cadrul guvernantei corporative a institutiilor de credit.
In acest sens, principiile guvernantei corporative
pentru banci - “Corporate governance principles for
banks” (BCBS, 2015) prevad responsabilitatea
auditului intern cu privire la furnizarea de asigurare
independenta si sprijinirea consiliului de administratie
si conducerii superioare in promovarea procesului de
guvernanta corporativa si a stabilitatii pe termen lung
a bancii.

Ghidul (BCBS, 2015) subliniaza de asemenea

In final, am sintetizat metodele si practicile relevante
pentru masurarea performantei auditului intern in
sectorul bancar.

2.1. Pozitia auditului intern Tn cadrul
guvernantei corporative a institutiilor

de credit necesitatea stabilirii prin cadrul de guvernanta
Directiva 2006/48/CE a Parlamentului European si a corporativa de responsabilitati clare cu privire la
Consiliului privind initierea si exercitarea activitatii managementul riscului, atribuite celor ,trei linii de
institutiilor de credit (Articolul 22) solicita ca fiecare aparare” ale cadrului de guvernanta, dupa cum
institutie de credit sa dispuna de un cadru solid de urmeaza:

guvernanta, care include o structura organizationala
clara, cu linii de responsabilitate bine definite,
transparente si solide, precum si procese eficiente de
identificare, gestionare, urmarire si raportare a riscurilor

o Prima linie de aparare este reprezentata de unitatile
de afaceri, respectiv cele care accepta si
gestioneaza riscul implicat de activitatile pe care le

, " : realizeaza;
la care aceasta este sau ar putea fi expusa, mecanisme - ) . 5 .
corespunzatoare de control intern, proceduri fiabile * Adoua linie de aparare, independenta de prima,
administrative si contabile, in concordanta cu include functiile de administrare a riscurilor de
promovarea unui management al riscului eficient si conformitate;
sanatos. o Atreia linie de aparare, independenta de primele
Avand in vedere faptul ca guvernanta corporativa doua, este reprezentata de functia de audit
sanatoasa constituie o conditie esentiald pentru intern, care furnizeaza consiliului de administratie

si conducerii superioare o revizuire independenta
si 0 asigurare obiectiva cu privire la calitatea i
eficacitatea sistemelor si proceselor de control
intern, management al riscului $i guvernanta
corporativa, sprijinind consiliul i conducerea sa
protejeze organizatia si reputatia acesteia.

functionarea corespunzatoare a institutiilor de credit,
puténd afecta in acelasi timp negativ profilul de risc al
bancii in absenta unei implementari corespunzatoare,
autoritatile de supraveghere sunt puternic interesate de
asigurarea unei guvernante corporative solide.

in acest sens, autoritatile de supraveghere evalueaza
masura in care institutia de credit are implementate 2.2. Rolul auditului intern cu privire la

mecanisme prin care consiliul de administratie gi imbunititirea controlului intern i
conducerea superioara isi indeplinesc ’ - .
responsabilitatile cu privire la supraveghere, precum si managementulut riscului

procese prin care se realizeaza monitorizarea Ghidul elaborat de BCBS (*Corporate governance
obiectivelor strategice, incluzand apetitul pentru risc, principles for banks” - BCBS, 2015) defineste sistemul
performanta financiard, adecvarea si planificarea de control intern ca reprezentand ansamblul de reguli gi
capitalului, lichiditatea, profilul de risc si cultura controale ce guverneaza structura organizatorica i
riscului, controalele, practicile de remunerare i operationala a bancii, inclusiv procesele de raportare,
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precum si functiile de gestionare a riscurilor,
conformitatea si auditul intern.

In acord cu cerintele stipulate de reglementarile
aplicabile sistemului bancar din statele membre UE,
Ordonanta de Urgenta a Guvernului nr. 99/2006 privind
institutiile de credit si adecvarea capitalului, acorda o
maxima importanta controlului intern. Astfel, Ordonanta
prevede faptul ca mecanismele de control intern ale unei
institutii de credit se stabilesc prin actele constitutive gi
reglementarile sale interne si ca acestea trebuie sa
asigure cel putin organizarea functiilor de administrare a
riscurilor, de asigurare a conformitatii si de audit intern.

Cadrul general de desfagurare a activitatii de control
intern in domeniul bancar a fost sintetizat de BCBS
(1998), in ghidul “Framework for Internal Control
Systems in Banking Organisations™.

Conform acestui ghid (BCBS, 1998), controlul intern

reprezinta un proces continuu, realizat de consiliul de

administratie, de conducatorii gi personalul de la toate

nivelele institutiilor de credit, avand ca obiective

principale:

a. desfagurarea in conditii de eficienta si eficacitate a
activitatilor institutiei de credit;

b. furnizarea de informatii financiare si de gestiune
credibile, complete si oportune;

c. asigurarea conformitétii activitatilor institutiei de
credit cu cadrul legal si reglementarile aplicabile.

in vederea realizérii obiectivelor stabilite si asigurarii
stabilitatii financiare, institutiile de credit au obligatia
implementarii unui sistem de control intern compus din
urmatoarele cinci elemente, aflate in strénsa corelatie:

a. supravegherea realizata de conducere si cultura
controlului in cadrul organizatiei;

identificarea si evaluarea riscurilor;
activitatile de control si separare a responsabilitatilor;
informarea si comunicarea;

©® 2o o

activitatile de monitorizare si corectare a deficientelor
constatate.

Responsabilitatea finald pentru stabilirea si mentinerea
unui sistem de control intern adecvat si eficient ii revine
consiliului de administratie al institutiei de credit.

Functia de audit intern indeplineste un rol important gi
adauga valoare organizatiei prin furnizarea catre
conducerea institutiei de credit a unei revizuiri
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independente si a unei asigurari obiective cu privire la
calitatea si eficacitatea sistemelor si proceselor de
control intern si prin sprijinul acordat conducerii cu privire
la stabilirea $i mentinerea unui sistem de control intern
adecvat si eficient.

Prin urmare, unul dintre principalele obiective ale
auditului intern il reprezinta evaluarea eficientei si a
gradului de adecvare a sistemului de control intern, a
carui parte componenta este.

Tn ultimul deceniu, institutiile de credit s-au confruntat cu
o amplificare fara precedent a riscurilor, care a provocat
modificari importante ale guvernantei cu privire la
managementul riscurilor si perfectionarea abordarilor in
cadrul sistemelor de control.

Riscurile bancare exprima probabilitatea de nerealizare
a rezultatului estimat sau inregistrarea unei pierderi,
avand in vedere faptul ca prin concretizarea lor pot
aparea rezultate neprevazute.

Regulamentul Bancii Nationale a Roméniei (BNR) nr. 5
din 20 decembrie 2013 privind cadrul de administrare a
activitatii institutiilor de credit, procesul intern de
evaluare a adecvarii capitalului la riscuri gi conditiile de
externalizare a activitatilor acestora identifica
urmatoarele riscuri majore, cu impact semnificativ
asupra situatiei patrimoniale $i reputatiei bancii: riscul de
conformitate; riscul de raté a dobanzii; riscul aferent
tehnologiei informatiei (IT); riscul reputational; riscul
strategic; riscul de piata; riscul de model; riscul de credit;
riscul de tar; riscul de transfer; riscul de lichiditate;
riscul juridic.

in vederea monitorizarii, gestionarii si evaluarii acestor
riscuri, institutiile de credit sunt implicate in mod
constant in procesul de management al riscului.
Managementul riscului bancar desemneaza ansamblul
de procese de management al riscului $i de modele care
sa asigure punerea in aplicare a politicilor si practicilor
bazate pe riscuri, inclusiv tehnicile si instrumentele de
management necesare pentru masurarea, monitorizarea
si controlul tuturor riscurilor cu care se confrunta
institutia de credit.

Politicile si practicile bazate pe risc au ca scop principal
consolidarea profilului de risc si imbunatatirea
randamentului portofoliului bancii.

Responsabilitatile ce revin functiei de management al
riscului cu privire la gestionarea riscurilor cu care se
confruntd banca sunt urméatoarele:
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e masurarea permanenta a riscului portofoliului de
active si al altor expuneri;

e comunicarea profilului de risc al bancii catre
persoanele interesate din cadrul bancii, catre
autoritatile de supraveghere si catre alte parti
interesate relevante;

e adoptarea de masuri, fie direct, fie in colaborare cu
alte functii bancare pentru a reduce riscul unei
pierderi sau pentru a reduce dimensiunea pierderii
potentiale.

Conducerii institutiei de credit ii revine responsabilitatea
cu privire la: intelegerea riscurilor semnificative cu care
institutia se confruntd; stabilirea nivelurilor acceptabile
ale acestor riscuri; asigurarea ca sunt adoptate masurile
necesare pentru a identifica, masura, monitoriza i
controla aceste riscuri.

Auditului intern fi revine rolul de a sprijini organizatia s&
isi realizeze obiectivele stabilite, prin intermediul unei
abordari sistematice, cu scopul de a evalua si de a
imbunatati eficacitatea managementului riscurilor.

Abordarea moderna a auditului intern este bazata pe risc
si consta in realizarea de catre conducatorul functiei de
audit a unei evaluari a riscului organizatiei, pe baza
careia sunt evaluate unitatile din spatiul de audit;
frecventa cu care sunt auditate unitatile respective este
direct proportionala cu riscul asociat acestora.

Standardele Internationale pentru Practica Profesionala
a Auditului Intern, mai precis Standardul 2120
Managementul riscului (1A, 2012) stipuleaza necesitatea
ca activitatile de audit intern sa determine eficacitatea si
s& sustina perfectionarea proceselor de management al
riscului. In evaluarea eficacitatii proceselor de
management al riscului, auditul intern trebuie s tina
cont de urmatoarele aspecte:

o obiectivele organizatiei sprijina si sunt corelate cu
misiunea acesteia;

e riscurile majore sunt identificate si evaluate;

o sunt stabilite raspunsuri la risc, in vederea
armonizarii riscurilor cu apetitul organizatiei pentru
risc;

e captarea si comunicarea operativa in cadrul
organizatiei a informatiilor importante cu privire la
managementul riscului permit personalului implicat,
conducerii gi consiliului de administratie sa isi
realizeze sarcinile ce le revin.
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Auditul intern poate evalua eficacitatea proceselor pe
baza informatiilor colectate pe parcursul mai multor
misiuni de audit care, analizate impreuna, pot oferi o
perspectiva reprezentativa cu privire la procesul de
management al riscurilor si eficacitatea acestuia.

In concordanta cu Standardul 2120 (II1A, 2012),
evaluarile realizate de auditul intern in legatura cu
managementul riscului presupun urmatoarele:

o evaluarea expunerilor la risc in legatura cu
guvernanta, operatiunile si sistemele informatice ale
organizatiei;

¢ evaluarea potentialului de manifestare a fraudei si a
modului de gestionare a riscului de frauda;

¢ in cadrul angajamentelor de consiliere, abordarea
riscurilor semnificative in concordanté cu obiectivele
misiunii, acordand atentie totodata si existentei altor
riscuri semnificative;

e in cadrul misiunilor de asistenta acordaté conducerii
in stabilirea $i imbunatatirea proceselor de
management al riscurilor, abtinerea auditorilor interni
de la asumarea oricarei responsabilitati cu privire la
gestionarea riscurilor.

Auditul intern poate avea o contributie importanta
sprijinind organizatia in demersul sau de a depasi
dificultatile generate de riscurile cu care se confrunta.

Prin intermediul managementului riscurilor, auditul intern
nu numai ca previne riscurile, dar ajuta organizatia sa
functioneze mai eficient, ca rezultat al unei abordari mai
structurate si organizate.

2.3. Abordari privind valoarea adaugata si
performanta auditului intern

Conform definitiei oferite in Glosarul la Standardele
Internationale pentru Practica Profesionala de Audit
Intern (I1A, 2012), activitatea de audit intern aduce
valoare organizatiei (si factorilor interesati de aceasta
activitate) atunci cand furnizeaza o asigurare obiectiva si
relevanta si contribuie la eficacitatea i eficienta
proceselor de guvernanta, managementul riscului gi
control.

Valoarea adaugata poate fi privita din perspectiva
diferitelor parti interesate, si anume: auditori
interni/furnizori de servicii de audit intern; consiliul de
administratie/comitetul de audit/conducerea superioara;
autoritatile de supraveghere; alte parti interesate.
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Arena si Azzone (2009) au urmarit sa determine factorii
care influenteaza eficacitatea activitatii de audit intern.
Studiul a fost realizat pe baza informatiilor colectate de
la 153 de companii italiene si arata ca eficacitatea
activitatii de audit intern este influentata de:

o caracteristicile echipei de audit;
e procesele si activitatile de audit;
o relatiile din cadrul organizatiei.

Astfel, eficacitatea auditului intern este influentata pozitiv
de:

o cresterea raportului dintre numarul de auditori interni
si numarul de angajati ai organizatiei;

o afilierea directorilor de audit (CAEs) la llA;

o adoptarea de catre organizatie a tehnicilor de
autoevaluare a riscului de control;

e implicarea comitetului de audit in activitatile
auditorilor interni.

Studiul “Global Internal Audit Survey” realizat de 1A
(2010a), concretizat in cinci rapoarte, incorporeaza
intelegerea si opiniile unui numéar important de
practicieni Tn domeniul auditului intern, furnizori de
servicii de audit intern si membri ai comunitatii
academice, cu privire la natura si scopul activitatilor de
asigurare si consultanta specifice profesiei de audit
intern la nivel international, incluzand mai mult de 13.500
de raspunsuri disponibile de la respondenti din peste
107 tari.

Raportul l1A (2011a) “Measuring Internal Auditing’s
Value. Report III”, care se axeaza pe masurarea valorii
furnizate organizatiei de catre activitatea de audit
intern, evidentiaza faptul ca valoarea activitatii de audit
este exprimata prin utilitatea pe care aceasta o
prezinta pentru organizatie, apreciata prin prisma
perceptiei privind contributia activitatii de audit intern.
Aceasta perceptie este influentatd de o serie factori,
cei mai importanti fiind:

e asigurarea accesului adecvat la comitetul de audit;

o desfagurarea activitatii fara existenta oricaror
constrangeri privind modificarea unei evaluari sau
renuntarea la mentionarea unei deficiente;

o instrumentele de audit si tehnologia utilizate in cadrul
unei misiuni de audit.

[1A (2010b) a aprobat 0 noua propunere, care
exprima viziunea sa privind modul in care functia de
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audit intern furnizeaza valoare. Conform acestei
viziuni, ,organismele de guvernanta si conducerea
superioara se bazeaza pe activitatea de audit intern
pentru furnizarea unei asigurari obiective si a unei
perspective asupra eficacitatii si a eficientei
guvernarii, managementului riscului si proceselor de
control intern.”

in sens larg, termenul ,perspectiva” (“insight”) este
definit ca reprezentand ,Capacitatea de a obtine o
intelegere corecta si profunda a unei persoane sau a
unui lucru” (Oxford American Dictionary). 1A (2010b)
considera ca, pentru profesia de auditor intern,
perspectiva reprezintd o componenta-cheie a propunerii
de valoare, unul dintre obiectivele de baza ale functiei de
audit intern fiind acela de a oferi partilor interesate
perspectiva dobandita pe parcursul evaluarilor realizate,
atat cu privire la implicatiile acestor evaluari, cat si prin
furnizarea de recomandari.

Inanul 2011, IIA, cu asistenta din partea
Deloitte&Touche, a lansat proiectul de cercetare avand
ca obiectiv determinarea stadiului actual si al asteptarilor
privind livrarea de perspectiva de catre auditul intern;
proiectul s-a concretizat in realizarea raportului “Insight:
Delivering Value to Stakeholders” (11A, 2011b), care
evidentiaza urmatorii factori decisivi pentru furnizarea de
valoare de catre auditul intern:

e asigurarea de catre conducerea organizatiei a unui
mediu de control Tn care conducerea executiva i
managementul operational sunt total deschisi
recomandarilor de imbunatatire;

e comunicarea clara a asteptarilor din partea partilor
interesate si a conducatorilor de audit (CAEs) cu
privire la furnizarea de valoare si perspectiva de
catre auditorii interni;

o relatia de raportare a liderului de audit, respectiv
asigurarea independentei functiei de audit intern;

o existenta personalului de audit care sa detina
abilitatile practice si experienta in domeniul respectiv,
necesare pentru a face corelatiile necesare intre
procesul de audit si managementul riscului afacerii
respective;

e comunicarea clara, constructiva, care ofera
intelegere privind problemele identificate si
recomandarile corespunzatoare.

BCBS (2012) a publicat ghidul revizuit pentru evaluarea
eficacitatii functiei de audit in banci (“The Internal Audit
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Function in Banks”), care inlocuieste documentul din
2001 (“Internal Audit in Banks and the Supervisor's
Relationship with Auditors”) si care ia in considerare
concluziile desprinse din recenta criza financiara
internationald. Documentul abordeaza asteptarile
autoritatii de supraveghere cu privire la functia de audit
intern din institutiile bancare, relatiile autoritatii de
supraveghere cu aceasta functie si ofera un ghid cu
privire la evaluarea functiei de audit intern de catre
autoritatea de supraveghere.

Astfel, din punctul de vedere al autoritatii de
supraveghere, evaluarea periodica a functiei de audit
intern presupune a stabili daca aceasta are capacitatea
si autoritatea necesare si opereaza cu respectarea
principiilor sanatoase.

BCBS (2012) recomandé ca evaluarea functiei de audit
intern sa aiba la baza asteptarile autoritatii de
supraveghere in ceea ce priveste aceasta functie,
incluzand in acest sens:

e caracteristicile de baza ale funcfiei de audit intern:
independenta si obiectivitatea; competenta
profesionald; etica profesionala;

o statutul si autoritatea funcfiei de audit intern in cadrul
bancii, care trebuie sa raporteze direct consiliului de
administratie al bancii/comitetului de audit, permitand
astfel auditorilor sa manifeste obiectivitate in
realizarea angajamentelor;

e existenfa si prevederile cartei auditului intern, care
trebuie sa evidentieze scopul, statutul si autoritatea
functiei in cadrul bancii;

e intinderea activitafilor de audit, care trebuie sa
includa revizuirea si evaluarea eficacitatii sistemelor
si proceselor de control intern, management al
riscului i guvernanta corporativa la nivelul intregii
banci si sa acopere in mod adecvat aspectele ce
prezinta interes din punct de vedere al obiectivelor
cuprinse Tn planul de audit;

e mecanismele de guvernanta corporativa aplicabile
functiei de audit intern, cum ar fi: permanenta,
autoritatea, statutul si independenta functiei de audit
intern; resurse adecvate necesare activitatii de audit
intern; acces direct la consiliul de administratie;
personal de audit independent, competent si calificat;

e modul in care este organizaté funcfia de audit intern
la nivel de grup, in sensul asigurarii unei abordari
consecvente a auditului intern in toate bancile din
cadrul grupului;
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o nivelul de competenta, experienta si expertiza din
cadrul funcfiei de audit intern, ceea ce presupune:
capacitatea de a colecta, analiza i evalua
informatiile $i de a comunica adecvat cu partile
interesate; utilizarea de instrumente si tehnici de
audit adecvate; intelegerea activitatilor bancii;

¢ structura pachetului de remunerare la nivelul funcfiei
de audit intern, in special la nivelul conducerii functiei
si al auditorilor-cheie, care trebuie sa fie in
concordanta cu politicile si practicile bancii; pachetul
de recompensare a performantelor trebuie structurat
astfel incat sa se asigure evitarea conflictelor de
interese si compromiterea independentei i
obiectivitatii auditului intern;

o activitdtile de audit intern externalizate, daca este
cazul.

Deficientele identificate de autoritatea de supraveghere
cu privire la functia de audit intern pot afecta evaluarea
profilului de risc al bancii.

Aplicarea principiilor stabilite in cadrul ghidului BCBS
(2012) se realizeaza cu respectarea legislatiei nationale
si a structurilor de guvernanta corporative aplicabile.
BCBS (2012) mentioneaza de asemenea, c& in paralel
cu evaluarea calitatii functiei de audit intern de catre
autoritatea de supraveghere, comitetul de audit si insasi
functia de audit intern au responsabilitatea de a dezvolta
si a aplica metode proprii pentru a evalua calitatea
functiei de audit intern.

Consiliului de administratie ii revine responsabilitatea
finald de a revizui performanta functiei de audit intern; in
acest sens, ar trebui ca periodic sa aiba in vedere
realizarea unei evaluari externe independente a
asigurarii calitatii functiei de audit intern.

Deloitte (2014), una dintre companiile Big Four care
asigura auditul pentru multe dintre companiile publice, a
realizat studiul “Head of Internal Audit, Survey 2014.
Capturing insight” prin care a sintetizat perspective si
observatii cu privire la practicile de audit din Irlanda.
Studiul a fost realizat cu participanti din diverse companii
activand in domeniile serviciilor financiare (45%),
consum si tehnologie (24%) si sectorul public (31%).
Studiul a demonstrat faptul ca, desi fiecare sector de
activitate are caracteristici specifice, exista multe
aspecte si provocari comune tuturor domeniilor. De
asemenea, a evidentiat principalele provocari cu care se
confrunta auditul intern in ceea ce priveste extinderea
rolului sau, aparitia de noi riscuri, sporirea controlului
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exercitat de partile interesate si presiunile in materie de
resurse.

Unul dintre aspectele de baza luate in considerare in
evaluarea functiei de audit intern este reprezentat de
evaluarea performantei, inclusiv modul in care se
desfasoara planurile si modul in care se realizeaza
revizuirea functiei de audit intern la nivel general.
Rezultatele studiului (Deloitte, 2014) evidentiaza
urmatoarele: 97% dintre respondenti confirma ca
evaluarea performantei functiei de audit intern se
realizeaza conform unei metodologii specifice, iar 95%
dintre respondenti confirma c& metodologia utilizata este
in conformitate cu standardele IlA. Totusi, doar 67%
dintre respondenti au confirmat c& metodologia utilizata
include si un proces de evaluare externa a calitatji, in
conditiile in care standardele IIA cer sa existe un
program de asigurare a calitatii si de imbunatatire,
precum si evaluari interne si externe ale calitatii, cu o
evaluare externa la un interval de cel mult cinci ani.

Cu toate ca exista un interes privind evaluarea functiei
de audit intern atat din partea autoritatii de
supraveghere, cat si din partea conducerii bancilor,
asteptarile si sistemele de evaluare a calitatii functiei de
audit intern sunt proprii fiecareia dintre acestea, in
functie de obiectivele urmarite.

In ceea ce priveste metodele de evaluare a performantei
functiei de audit intern de catre conducerea acesteia,
atat reglementarile aplicabile functiei de audit intern
bancar, cat si standardele si ghidurile aplicabile prevad
responsabilitatea conducerii bancii, a comitetului de
audit si a conducerii functiei de audit intern de a evalua
calitatea i performanta functiei de audit intern, prin
stabilirea unor criterii clare de performanta i a unor
metode corespunzétoare de masurare a performantelor
realizate.

Asa cum este mentionat gi in raportul “Measuring Internal
Auditing’s Value. Report IlI" (1A, 2011a), valoarea
activitatii de audit intern este apreciata prin prisma
perceptiei asupra contributiei acesteia in guvernarea i
buna desfagurare a activitatii unei organizatii. Aceasta
perceptie este influentata in mod direct de masurarea
performantei activitatii de audit intern.
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In sens general, masurarea performantei poate fi privita
ca fiind ,un mijloc utilizat pentru cuantificarea eficientei
si/sau eficacitatii unei actiuni” (Neely, Gregory si Platts,
1995). Importanta masurarii performantei si a
indicatorilor de performanta a fost evidentiata de
Flapper, Fortuin si Stoop (1996) astfel: ,Un manager bun
tine evidenta performantelor sistemului de care el sau ea
este responsabil prin masurarea performantei.
Personalul lui/ei responsabil pentru anumite activitati in
cadrul sistemului, necesitd masurarea performantei
pentru a sti cat de bine isi indeplinesc sarcinile. Acest
lucru este valabil si pentru angajatii care executa efectiv
diferitele etape ale procesului. Astfel, indicatorii de
performanta sunt importanti pentru fiecare membru al
unei organizatii, intrucat ei arata ce trebuie masurat,
cum trebuie sa fie masurat si care sunt limitele in care ar
trebui sa se incadreze performanta realizata”.

In legatura cu importanta masurarii, H. James Harrington
(citat de Shimp, 2008) a declarat: ,Masurarea este
primul pas care conduce la control gi in cele din urma la
imbunétatire. Ceea ce nu poate fi masurat, nu poate fi
inteles. Daca nu poate fi inteles, nu poate fi controlat.
Dacé nu poate fi controlat, nu poate fi imbunatatit”.

Toate acestea conduc la concluzia ca masurarea
performantei prezinta o importanta majora pentru
procesul de evaluare a functiei de audit, care ii ofera
acesteia posibilitatea sa inteleaga unde se situeaza in
raport cu functiile din alte entitati similare si s& identifice
si sa adopte noi bune practici pentru imbunatatirea
rezultatelor sale. Stabilirea indicatorilor de performanta
este de maxima importanta pentru a determina in ce
masura functia de audit isi realizeaza obiectivele, in
conformitate cu practicile si standardele de calitate.

Avand in vedere importanta masurarii performantei
auditului intern, au fost realizate o serie de studii pentru
intelegerea metodelor i practicilor utilizate pentru
masurarea performantei activitatii de audit intern.

Sistemele de masurare a performantei difera
semnificativ intre functiile de audit, ca urmare a marii
diversitati de organizatii pe care aceste functii le
servesc (Rupsys si Boguslauskas, 2007). In practica
exista diferite clasificari ale sistemelor de masurare a
performantei utilizate in auditul intern. Unul dintre cele
mai utilizate sisteme are la baza abordarea “balanced
scorecard” (Ziegenfuss, 2000), care evidentiaza
alinierea obiectivelor si activitatilor departamentului de
audit la cele ale organizatiei. In cazul utilizérii acestei
metode, o atentie deosebita trebuie acordata combinatiei
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de indicatori, care trebuie sa fie cat mai bine adaptata
fiecarei categorii de parti interesate.

O altd metoda de clasificare este reprezentata de
metoda aport — proces — rezultat (input — process —
output) (Rupsys si Boguslauskas, 2007) conform careia:

 aportul poate fi reprezentat de calitatile auditorilor i
ale organizatiei (experientd, calificérile personalului;
bugetul aprobat; alti factori);

o procesul este reprezentat de intregul proces si toate
activitatile de audit;

o rezultatele reprezinta rezultatul final al procesului de
audit, constand in asigurari de audit oferite, servicii
de consiliere, recomandari, nivelul de intelegere
furnizata, imbunatatiri ale procesului de afaceri
realizate ca urmare a auditului intern etc.

Raportul GAIN (2009) “Knowledge Report.
Measuring Internal Auditing Performance”
sintetizeaza aspecte semnificative, recomandari si
practici de succes In domeniul managementului
performantei de la organizatii care elaboreaza
orientari si de la practicieni in domeniul auditului
intern, precum si informatii din sondaje (flash
surveys) si studiul “Annual Benchmarking Study”.

Conform IIA (2009) - “Annual Benchmarking Study”,
principalele categorii utilizate pentru masurarea
performantei auditului intern identificate sunt: gradul
de satisfactie a partilor interesate; procesele de audit
intern si capacitatea de inovare. Principalele
instrumente si tehnici utilizate pentru determinarea
acestor indicatori sunt prezentate in Tabelul 3.

Tabelul 3. Indicatori utilizati pentru masurarea performantei auditului intern

Clasamelnt Categoria de - <
genera_/ performants Instrumente/tehnici utilizate pentru masurare
categorie b
1 Gradul de Realizarea de sondaje/chestionare ale partilor interesate
2 satisfactie a Organizarea de interviuri /intrevederi cu partile interesate
3 partilor interesate Determinarea indicatorilor-cheie de performantd
1 Procesele de audit | Intocmirea de planuri de audit adecvate pentru fiecare misiune, care sa prevada domeniul,
intern obiectivele, calendarul si resursele alocate misiunii
2 Desfasurarea misiunilor de audit cu respectarea metodologiilor si practicilor stabilite
3 Feedback-ul obtinut de la pértile interesate principale cu privire la masura in care
activitatea de audit abordeaza in mod eficient problematica riscurilor
1 Inovare i Implementarea de masuri prin care sa se asigure formarea profesionald adecvata a
capacitate personalului de audit
2 Masurarea numarului de certificari detinute de personalul de audit
3 Implementarea de masuri prin care sa se asigure realizarea scopului i a obiectivelor
misiunii

Sursa: Prelucrérile autorului pe baza rezultatelor “Knowledge Report. Measuring Internal Audit Performance”, GAIN, 2009

Desi indicatorii utilizati pentru masurarea performantei
auditului intern difera de la o organizatie la alta, studiile
realizate de IIA, inclusiv studiul GAIN (2009) au sintetizat
cativa indicatori importanti utilizati indiferent de
organizatie i anume:

e realizarea de sondaje/chestionare ale partilor
interesate;

o misiuni de audit realizate versus planificate;

o conformitatea cu definitia auditului intern, cu
standardele si cu codul de etica.
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Concluzia desprinsa este aceea ca, indiferent de
metodele si tehnicile de audit utilizate, este necesar ca
liderii de audit s selecteze metodologia si indicatorii de
performanta care se potrivesc cel mai bine obiectului
activitatii de audit, indnd cont de agteptérile diferitelor
parti interesate, inclusiv comitetul de audit i echipa de
management superior, asigurandu-se astfel ca eforturile
auditului sunt armonizate cu obiectivele strategice ale
organizatiei $i adauga valoare acesteia.

Raportul “Measuring Internal Auditing’s Value. Report 11l
(I1A, 2011a) a evidentiat de asemenea, faptul ca
utilizarea metodelor de masurare a performantei
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inregistreaza diferente atét intre regiuni, céat si intre
domenii de activitate. Clasamentul celor mai frecvent
utilizate metode de evaluare a performantei activitatii de

audit intern In domeniul financiar, care include sectorul
bancar, comparativ cu frecventa metodelor utilizate la
nivelul tuturor domeniilor, este prezentat in Tabelul 4.

Tabelul 4. Metode utilizate pentru masurarea performantei activitatilor de audit intern in domeniul financiar comparativ

cu celelalte domenii de activitate

Total (toate domeniile de Domeniul financiar

Metode activitate - %) (%)
Procentul planurilor de audit finalizate 13,7 12,3
Recomandari acceptate/implementate 11,8 9,2
Chestionare/feedback din partea consiliului de administratie, 10,8 91
comitetului de audit si/sau managementului superior
Chestionare de satisfactie din partea departamentelor auditate 91 7,3
Asigurarea unui management sanéatos al riscurilor/control intern 8,3 6,9
eficient
Increderea auditorilor externi in activitatea de audit intern 8,3 8,0
Solutionarea la timp a problemelor de audit 7,6 6,2
Realizarea acoperirii obligatorii 7,0 6,3
Numarul de deficiente semnificative identificate de audit 6,6 41
Buget la ore efective de audit 6,3 58
Numar de solicitari din partea managementului pentru misiuni de 58 4,1
asigurare sau pentru proiecte de consultanta
Economii/evitarea de costuri si imbunatatiri realizate din 57 3,6
recomandarile implementate
Timpul de realizare a raportului (de la finalizarea muncii de teren 51 35
pana la raportul final)
Balanced scorecard 41 3,6
Intervalul de timp de la sedinta de deschidere péna la realizarea 4,1 3,5
formei preliminare de raport
Lipsa problemelor de reglementare sau reputatie si a unor erori 3,8 4,4
semnificative

Sursa: Prelucrarile autorului pe baza rezultatelor studiului IIA (2011a), “Measuring Internal Auditing’s Value. Report III”

Din analiza tendintelor in utilizarea metodelor de
evaluare a performantei auditului intern a rezultat faptul
ca primele cinci cel mai frecvent utilizate metode la
momentul studiului vor continua sa se mentina ca
importante in urmatorii cinci ani, la acestea
adaugéndu-se metoda balanced scorecard, cu o
importanta in crestere.

Studiul a evidentiat totodata faptul ca:

o Exista corelatie intre metodele utilizate de auditul
intern pentru masurarea performantelor activitatii
sale si perceptia asupra contributiei acestora.
Metodele cu cea mai ridicata corelatie sunt: procentul
de realizare a planului de audit; recomandari
acceptate/implementate si respectiv
chestionare/opinii din partea consiliului de
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administratie, comitetului de audit si managementului
superior. Aceste metode sunt cele mai orientate
catre rezultat si reprezentative in ceea ce priveste
contributia activitatii de audit intern la imbunatatirea
proceselor organizationale.

o Exista o corelatie directa intre sfera de intindere a
activitatilor de audit intern gi perceptia asupra
contributiei acestora. Exista o corelatie mai ridicata
intre activitatile de audit intern aferente controlului
intern, guvernantei si managementul riscului, pe de o
parte, si perceptia asupra contributiei auditului intern
la imbunatatirea acestor procese, pe de alta parte.

PricewaterhouseCoopers, una din firmele de audit din
categoria Big Four, a publicat in septembrie 2014 studiul
,Metrics by design. A practical approach to measuring
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internal audit performance”, referitor la modul in care
toate functiile de audit intern, indiferent de organizatia in
care activeaza, pot genera indicatori cu ajutorul carora
sa comunice valoarea furnizata si pe baza carora sa
monitorizeze rezultatele (PwC, 2014b). Rezultatele
studiului reflecta perceptia relativ scézuta a partilor
interesate cu privire la auditul intern, ceea ce presupune
fie c& auditul intern nu reuseste sa tind pasul cu
schimbarile ce au loc in mediul riscurilor, fie ca nu
reuseste sa raporteze valoarea reala livrata cu ajutorul

indicatorilor utilizati. In urma unei analize aprofundate a
fost constatata o diferenta semnificativa intre valoarea
perceputd in cazul functiilor de audit caracterizate
printr-o pondere mai ridicata a serviciilor de tip ,Consilier
de incredere” (“Trusted advisor”), comparativ cu cele
care furnizeaza mai mult servicii traditionale de ,Furnizor
de asigurare” (“Assurance provider”).

Diferenta dintre performanta perceputa in conditiile celor
doua abordari este prezentata in Tabelul 5.

Tabelul 5. Performanta auditului intern de tip ,,Consilier de incredere” (“Trusted advisor”) versus

»Furnizor de asigurare” (“Assurance provider”)

Procent de respondenti
care indica faptul ca
Indicatori de performant3 performanta auditului intern este buna
Consilier de Furnizor de asigurare
incredere
Concentrarea pe riscuri critice si pe probleme intdmpinate de 84% 53%
organizatie
Alinierea obiectivului si a planului de audit la asteptarile partilor 83% 64%
interesate
Promovarea imbunatatirii calitatii si a inovarii 73% 29%
Angajarea, formarea si/sau selectia de talente pentru audit 68% 45%
Utilizarea in mod eficient a tehnologiei in realizarea serviciilor 51% 29%
de audit

Sursa: Prelucrérile autorului pe baza rezultatelor studiului “Metrics by design. A practical approach to measuring internal audit

performance”, PwC, 2014b

Studiul realizat evidentiaza faptul ca nu exista un set
unic de indicatori ,de buna practica” pentru
masurarea performantei. Conducerea functiilor de
audit obisnuieste sa isi genereze indicatori proprii,
care s& corespunda cerintelor mandatului (strategie,
misiune, viziune) si asteptarilor partilor interesate.
Actualizarea permanenta a indicatorilor de
performanta asigura raportarea permanenta a valorii
reale furnizate de functia de audit in mod
corespunzator atat evolutiilor functiei, cat si
schimbdrii profilului de risc al organizatiei. In plus,
functiile de audit care genereaza indicatori ce
exprima valoarea reald furnizata pentru partile
interesate si coreleaza indicatorii de performanta cu
asteptarile partilor interesate reugesc sa obtina
aprecieri superioare de la partile interesate.
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In studiul PwC (2014) se mentioneaza si faptul ca
realizarea unui raport de tipul balanced scorecard
privind indicatorii de performanta reprezinta doar
inceputul procesului de transformare ce se impune
pentru functia de audit intern. Pentru a obtine un
balanced scorecard care sa contina indicatori
relevanti, pot fi necesare transformari culturale,
precum si realizarea unui plan de comunicare in care
sa fie descrise in mod adecvat asteptarile.

Obiectivul conducerii functiilor de audit nu trebuie sa
fie limitat la indicatori care sa reflecte livrarea de
rezultate superioare. Este necesar ca balanced
scorecard sa includa cateva domenii importante,
precum: eficacitatea proceselor, personal, acoperirea
riscurilor, conform Tabelului 6.
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Tabelul 6. Prezentari ale indicatorilor din balanced scorecard

Balanced scorecard ilustrativ pentru audit intern
o Imbunatatiri ale proceselor de afaceri rezultate din
auditul intern
A W . . o |mplicarea solicitata la nivel de management
o % misiuni de audit si testari SOX finalizate in A .
% misiu ! 0€ audit si testarl 80 © privind initiativele strategice
termen si in limita bugetului ' L .
e o i e - « , o Evaluarea de cétre pértile interesate si feedback S
< o % misiuni de audit finalizate care utilizeaza analize L A =2
% de date cu privire la asteptari 2
> ) L . S o Nivel de intelegere si consiliere pro active @
o Chestionar de satisfactie a clientului la finalizarea fumizate geres P
misiunii de audit o . R I
e Sesiuni de pregatire profesionala sau implicarea
in consolidarea cunostintelor de control
intern/management al riscurilor organizatiei
i o Reprezentare vizuala a alinierii planului de audit la -
= o % din planul de audit corelat cu categoriile de risc riscurile organizatjei 8
3 major (de exemplu: financiar, operational, strategic o Gradul de atentie acordata riscurilor emergente sau 8
o etc.) initiativelor privind transformarea 3
> 3 @D
= | » % de misiuni de audit non-IT versus IT incluse in o Alinierea si coordonarea cu alte functii de =
“8’_ plan conformitate (de exemplu: managementul riscului, §
g conformitate cu SOX, conformitate cu =
reglementérile etc.)
% din personalul de audit cu certificari relevante . - L
0 o Alinierea de talent la riscurile organizatiei
— % de personal IT versus non-IT T S -
< : I . o Atragerea de specialisti si auditori externi ®
S o Fluctuatia personalului in cadrul departamentului de . o . , a
) audit intern ¢ Plasarea personalului de audit intern in functii de S
& < , . audit superioare sau rotatia in cadrul organizatiei =
o Numarul de personal din departament comparativ ’ ’
cu bugetul
o Bugetul global al departamentului de audit intern Raportul cost-eficacitate a serviciilor
comparafiv cu perioada anterioara % cFi)e misiuni de audit in care au fost furnizate
- e Numar de misiuni de audit finalizate in limita 70 . o m
S b S instrumente cétre organizatie (de exemplu: =n
< ugetului de timp . ' . o
b e . o . analizatoare de date, baze de date, tablouri de o
@ o Constatari in urma raportului de audit in functie de ; : . A g
2 . . ' bord, proceduri de audit continuu, gandire =
o stare gi pe compartimente .
< |e Evaluriin rapoartele de audit emise in cursul inovatoare etc.) g
*E— . . o Numar de deficiente remediate anterior emiterii o
@ perioadei _ __, 2
S N . - s . raportului de audit; a3
= o Numar de zile de la finalizarea activitatii de teren si 0 e : . . o
| An la emiterea raportului de audit o % de misiuni de audit care utilizeaza analiza de =
o ‘E} de misiuni de audit revizuite intern din punct de date care sa conduca la emiterea de decizil -
0 Tnsid 1 din p rezultand o reducere a timpului de audit
vedere al calitatii la finalizarea muncii de teren
Furnizor de asigurare | Furnizor de solutii | Generator de perspectivé | Consilier de incredere

Sursa: “Metrics by design. A practical approach to measuring internal audit performance”, PwC, 2014b

Ca beneficii ale utilizarii balanced scorecard, sunt
mentionate:

e armonizeaza strategia si activitatile de audit intern cu
asteptarile partilor interesate;

o oferd o imagine extinsa cu privire la performanta;

e permite analize comparative Tn raport cu indicatori de
referinta (benchmarking);
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o imbunéatateste rezultatele finale prin reduceri de
costuri si eficientizarea proceselor.

De asemenea, comunicarea indicatorilor presupune o
foarte buna intelegere a audientei, precum si adaptarea
metodelor, frecventei si abordarii utilizate in raportare,
corespunzator necesitatilor partilor interesate.
Colectarea si prelucrarea datelor necesare, precum si
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prezentarea indicatorilor necesita utilizarea tehnologiei si
a resurselor umane cu competente adecvate.

Tn final, succesul in evidentierea catre audienta a
realizarilor care prezinta interes pentru aceasta, depinde
de instrumentele utilizate Tn raportarea indicatorilor,
respectiv tabloul de bord si vizualizarea datelor.

Diferite studii realizate recent (“Insight: Delivering Value
to Stakeholders” - IIA, 2011b; “2014 State of the Internal
Audit Profession Study” - PwC, 2014a) sintetizeaza o
serie de exemple de practici originale si convingatoare
care favorizeaza cresterea de valoare furnizata de catre
auditul intern, dintre care mentionam:

1. Evaluarea performantei auditului intern prin
revizuirea serviciilor de audit in situatia in care este
identificata o pierdere operationald, cu scopul de a
determina daca au existat eventuale slabiciuni ale
procesului de audit intern care trebuie remediate,
fructificand totodata aceasta oportunitate pentru o
mai buna intelegere a riscurilor reale ale afacerii
(1A, 2011b).

2. Organizarea unui forum de asigurare compus din
persoane cu rol important in managementul riscului
organizatiei: conducatorii departamentelor de risc
(chief risk officer — CRO), de conformitate si etica, IT
(chief information officer — ClO), financiar (CFO) si
respectiv audit (CAE), inclusiv auditorul extern. in
cadrul acestui forum pot fi discutate: riscurile cu care
se confruntd organizatia; evenimentele negative de
risc gi cauzele acestora; rezultatele unor activitati
intreprinse in scopul asigurarii si diminuarii riscurilor;
identificarea unor intarzieri in activitatile de asigurare
si monitorizare; desemnarea responsabililor cu
monitorizarea i evaluarea riscurilor; modalitatile
adecvate de comunicare a problemelor de risc catre
consiliul de administratie/directorii executivi (lIA,
2011b).

3. Angajamentul partilor interesate de a asigura o
relatie de raportare, care sa sprijine independenta
functiei de audit intern (l1A, 2011b).

4. Asigurarea existentei expertizei IT si abilitatilor
auditului intern necesare pentru a realiza analize de
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date i a valorifica informatii financiare i
operationale utile si eficiente, furnizand astfel
intelegere cu privire la rezultatele operationale i
ajutdnd managementul sa desfasoare activitatea mai
eficient si mai eficace (lIA, 2011b).

. Utilizarea de benchmarking, respectiv: furnizarea

catre management de analize comparative cu privire
la operatiunile diverselor locatii ale organizatiei,
utilizénd testari automate pe baza de interogari
standard si analize de date realizate periodic;
sintetizarea rezultatelor si crearea unui tablou de
bord. In acest mod, este posibil3 identificarea rapida
a exceptiilor i a variatiilor de la standardele
organizatiei, intocmirea de planuri de actiune pentru
remedierea deficientelor identificate si urmarirea
remedierii acestora (IIA, 2011b). Aceasta modalitate
permite auditului intern sa obtina o mai mare
acoperire cu mai putine resurse, oferind in acelasi
timp managementului analize comparative ale
datelor corespunzatoare rezultatelor operationale
deja imbunatatite.

. Existenta unor misiuni de audit clare, orientate pe

furnizarea de valoare, in concordanta cu strategia de
afaceri a organizatiei (/1A, 2011b), ceea ce implica:

o stabilirea unui proces intern standard si a unei
metodologii de lucru;

¢ identificarea si confirmarea asteptarilor si
cerintelor partilor interesate;

o dezvoltarea de strategii de comunicare eficiente;
o implicarea IT in procesul de audit;
o formarea si orientarea resurselor umane.

. Furnizarea de rezultate si recomandari

cuantificabile, care sa permitad conducerii sa
evalueze corect raportul cost/beneficiu al planurilor
de actiune propuse si sa sprijine justificarea costului
punerii acestora in aplicare (IlA, 2011b).

. Armonizarea activitatilor de audit intern cu

strategiile partilor interesate, pentru a putea
furniza intelegere in zonele de interes pentru
consiliul de administratie si management (lIA,
2011b).

. Investitii permanente in solutii inovative,

adaptate la mediul in continua schimbare,
concomitent cu orientarea catre misiuni si servicii
de consiliere care sa analizeze riscurile
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nefavorabile si favorabile, sprijinind astfel
managementul sa aiba in vedere controalele
necesare si riscurile aferente proceselor chiar
anterior definirii unui produs. Prin adoptarea de
solutii inovative este posibila stimularea utilizarii
analizei datelor in vederea eficientizarii misiunilor
de audit de tip retrospectiv si alocarii de mai mult
timp misiunilor de audit de tip prospectiv, unde
managementul gaseste cea mai mare valoare
livrata de auditul intern (PwC, 2014a).

10. Orientarea cétre includerea in cadrul
rapoartelor de audit a deficientelor de control
si a cauzelor fundamentale, in defavoarea
comunicarii exceptiilor. Aceasta implica
schimbarea modului de géndire al auditorilor Si
atragerea in cadrul echipelor de audit a unor
directori de audit cu experienta, care sa poata
asigura dezvoltarea abilitatilor auditorilor in
domeniile functionale (PwC, 2014a).

11. Utilizarea de metodologii de imbunatatire
continud, cum ar fi Six Sigma, in scopul cresterii
performantei auditului intern, prin imbunatatirea
intelegerii cu privire la modul in care pot fi
controlate procesele si a colaborarii dintre
auditori si auditati, avand ca rezultat o mai buna
acceptare a constatarilor si recomandarilor emise
de auditul intern. Mentionam ca utilizarea unei
astfel de metodologii de imbunatatire continua
presupune considerarea doar a acelor aspecte
relevante pentru auditul intern (PwC, 2014a).

Studiile realizate au evidentiat faptul ca acei lideri de
audit care au posibilitatea si resursele necesare de a
livra opinii raportandu-se la obiective strategice
prezinta o importanta mai ridicata pentru organizatiile
in care activeaza, iar partile interesate au confirmat
ca primesc o valoare mai ridicatd din partea auditului
intern. Din acest motiv, conducatorii de audit trebuie
sa Tsi proiecteze in mod corespunzator functiile de
audit, avand la baza colaborarea si obtinerea
consensului in ceea ce priveste asteptarile partilor
interesate. Avand in vedere complexitatea i
dinamica riscurilor cu care se confruntd majoritatea
organizatiilor, este necesar ca si conducerea
superioara si consiliul de administratie sa se implice
in proiectarea functiei de audit intern si s sustina
investitiile necesare in dezvoltarea capacitatilor
auditului intern, Incurajand orientarea acestuia spre
furnizarea de valoare catre organizatie.
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In ultimele decenii au avut loc schimbéri importante in
ceea ce priveste atentia acordata evaluarii valorii
adaugate, eficacitatii si performantei activitatii de audit
intern. Studiile realizate recent evidentiaza faptul ca atat
institutiile bancare, cat si autoritatile de supraveghere
doresc extinderea rolului auditului intern, pentru a
adauga mai multa valoare operatiunilor organizatiei i a
contribui la realizarea obiectivelor acesteia, printr-un rol
mai activ in sistemele de management al riscurilor si de
guvernanta corporativa.

Conducerea executiva asteapta mai mult decat oferirea
de asigurare credibila si misiuni de audit eficiente,
deoarece isi doreste sa poata apela la auditul intern in
cazul unor initiative strategice pentru care este necesara
expertiza si oferirea unei perspective, precum si oferirea
de idei care reprezinta provocari pentru practicile
curente ale organizatiei $i pot conduce la imbunatatirea
continua a performantei.

Auditul intern poate sprijini institutiile bancare in
realizarea schimbérilor necesare organizatiei gi in
identificarea echilibrului optim intre risc, cost si valoare.
Pentru a se bucura de succes, apreciere si autoritate, nu
este suficient ca auditul intern sa prezinte rezultatele
misiunii de audit, ci este importanta angajarea conducerii
executive si a membrilor consiliului de administratie in
analiza atenta a problemelor actuale ale activitatii gi in
sprijinirea dezvoltarii strategiilor care sa abordeze
riscurile asociate ale afacerii. In plus, avand in vedere
evolutiile rapide din domeniul tehnologiei, liderii de audit
trebuie sa se asigure ca valorifica potentialul oferit de
instrumentele de analiza a datelor pentru a decide ce
auditeaza, precum si pentru a audita procesele in mod
eficient i a monitoriza adecvat riscurile operationale,
oferind totodata perspectiva managementului i
consiliului de administratie si chiar instrumente noi i
permanente pentru evaluarea operatiunilor.

La randul lor, autoritatile de supraveghere bancara
evalueaza periodic functiile de audit intern ale institutiilor
bancare, pentru a stabili daca acestea au capacitatea si
autoritatea necesare si daca opereaza cu respectarea
principiilor sanatoase. Autoritatile de supraveghere
bancara trebuie s fie satisfacute de eficacitatea functiei
de audit intern a bancii in ceea ce priveste conformitatea
cu politicile, practicile si adoptarea de catre conducere
de masuri corespunzatoare pentru remedierea
deficientelor identificate de auditul intern.
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Pentru a determina masura in care functia de audit si
realizeaza obiectivele si raspunde agteptarilor partilor
interesate, este necesarad masurarea performantei
acesteia. Desi existé diferente intre indicatorii de
masurare a performantei auditului intern utilizati in
functie de specificul fiecarei organizatii, studiile realizate
au evidentiat urmatoarele practici de succes utilizate
pentru masurarea performantei:

e realizarea de sondaje privind satisfactia partilor
interesate sau a clientului;

e urmarirea numarului de misiuni de audit finalizate
versus planificate;

e masura in care este asigurata conformitatea
indicatorilor de performanta cu definitia auditului
intern, cu Standardele si Codul de etica;

o utilizarea balanced scorecard pentru a determina
daca activitatea de audit contribuie la adaugarea de
valoare i la imbunatatirea performantei generale a
organizatiei.

Avand in vedere rolul auditului intern Tn evaluarea si
imbunatatirea eficacitatii proceselor de management al
riscului, consideram ca valoarea adaugata organizatiei
de auditul intern trebuie analizata de asemenea, prin
prisma contributiei acestuia la reducerea riscului de
inregistrare a unor pierderi sau reducerea pierderilor
potentiale, respectiv de contributia la imbunatatirea
profilului de risc al institutiei de credit.

Indiferent de instrumentele si tehnicile utilizate pentru a
masura performanta auditului intern, este necesar ca liderii
functiilor de audit intern sa selecteze metodologia de
masurare a performantei care se potriveste cel mai bine
caracteristicilor organizatiei gi obiectivelor activitatii de
audit.

In plus, anterior selectarii indicatorilor de mésurare a
performantei, este necesar ca liderii functiilor de audit sa
tind cont de asteptarile principalelor parti interesate. In
acest mod va fi posibila nu doar mésurarea performantei
auditului intern, ci si armonizarea activitatii de audit cu
obiectivele strategice ale institutilor bancare i cresterea
valorii adaugate de auditul intern.
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Comunicarea in cadrul unei organizafii, ca parte a
factorilor de analizd comparativa in domeniul
responsabilitétii sociale corporative, care sprijina
orientarea asteptarilor angajatilor faciliteaza rezolvarea
problemelor, construieste relatii de cooperare $i
canalizeaz4 eforturile angajafilor spre atingerea unor
obiective comune. Obiectivul prezentului studiu este de a
investiga relaia dintre factorii de analiz& comparativ in
domeniul responsabilitéfii sociale corporative (CSR),
asociafi mediului organizafional (stil de conducere,
structura organizationald, cultura locului de muncd) si
eficacitatea comunicdrii in cadrul organizatiei, precum i
de a examina efectul moderator al relafiei guanxi dintre
supervizori si subalterni. Datele necesare studiului au fost
colectate cu ajutorul unor chestionare gestionate de
autori, ai c&ror respondenfi provin din Kuala Lumpur,
statul Selangor, Malaezia. Studiul a aratat ca un stil de
conducere mai participativ, o structura organizationald mai
putin formalizata la nivelul IMM-urilor $i o culturd mai
sénatoasd a locului de muncé au o influenta pozitiva
asupra eficacitafii comunicérii intra-organizafionale. In
plus, s-a stabilit c& relatia intre supervizori si subaltern,
cunoscutad sub numele guanxi, are un efect moderator
pozitiv asupra relafiilor intre stilul de conducere, structura
organizafionald i cultura locului de muncé, pe de o parte,
respectiv eficacitatea comunicdrii intra-organizafionale, pe
de alta parte. Concluzia prezentului studiu este cad
atitudinea conducerii organizafiei fafé de participarea
angajafilor, formalizarea structurii i sénétatea culturii
joacd un rol important in ceea ce privegte incurajarea unei
comunicari eficace, iar relatia quanxi intre supervizor i
subaltern promoveaza la réndul sdu comunicarea, in plus
faté de factorii de mediu mai sus amintifi.

Cuvinte-cheie: Factorii CSR asociafi mediului
organizafional, stil de conducere, structurg
organizafionald, cultura locului de muncd, relafie guanxi
supervizor — subaltern, eficacitatea comunicarii in
interiorul organizafiei.
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Tn mediul de afaceri competitiv si dinamic actual,
comunicarea eficace este esentiala pentru
supravieuirea si succesul organizatiei. Este ugor de
inteles de ce o comunicare intra-organizationala
eficienta este importanta ca parte a analizei comparative
in domeniul responsabilitatii sociale corporative (en.
corporate social responsibility - CSR). Aceasta permite
angajatilor sa facé schimb de opinii, sa invete unul de la
celalalt, sa si organizeze sarcinile, precum si sa
stabileasca si sa intretina relatii profesionale productive
(Robson, Skarmeas si Spyropoulou, 2006). Alte studii
aratd ca o comunicare intra-organizationala eficace
influenteaza pozitiv angajamentul, performanta,
implicarea, productivitatea si satisfactia angajatilor
(Allen, 1992; De Ridder, 2004; Ng s.a., 2006).

Un numar ridicat de factori de comunicare CSR stau in
calea unei comunicari eficace. Barierele din calea
comunicarii CSR sunt in general clasificate in factori de
mediu si factori personali. Barierele de mediu sunt legate
de caracteristicile mediului organizational, in timp ce
barierele personale apar pe fondul diferentelor de
personalitate ale indivizilor si al modului in care acestia
interactioneaza (Guo si Sanchez, 2009). Astfel de
bariere ingreuneaza comunicarea eficace, impiedicand,
intrerupand sau distorsionand continutul i modul de
transmitere a mesajelor de la emitator la receptor. In
timp ce numeroase studii se concentreaza asupra
modului in care caracteristicile individuale

influenteaza comunicarea eficace, articolele dedicate
intelegerii modului in care factorii mediului
organizational influenteaza eficacitatea comunicarii
intra-organizationale sunt putine si sporadice. Din acest
motiv, obiectivul prezentului studiu este de a investiga
relatia dintre factorii de analiza comparativé in domeniul
responsabilitatii sociale corporative, asociati mediului
organizational (stil de conducere, structura
organizationala, cultura locului de munca) si eficacitatea
comunicarii in cadrul organizatiei.

In plus, nu a fost cercetat modul in care relatia guanxi
intre supervizori si subalterni modereaza legatura dintre
factorii mediului organizational si eficacitatea
comunicarii. Termenul guanxi defineste relatia informala
si personala intre doi sau mai multi indivizi, construita pe
fondul unor institutii comune (Chen si Chen, 2004).
Guanxi este semnificativa in institutiile cu autoritate
centralizata si in anumite organizatii caracterizate prin

970

absenta regulilor si implementarea reglementarilor prin
analiza comparativa CSR (Smith s.a., 2012; Zhang, Li si
Harris, 2015). in astfel de cazuri, angajatii sunt motivati
s& construiasca relatii stranse cu supervizorii, pentru a
avansa in cariera si a obtine protectie. Date fiind
constatérile studiilor contextuale si efectul relatiei guanxi
intre subalterni si supervizori asupra anumitor trasaturi
ale comunicarii, cum ar fi dialogul deschis (Chen i
Tjosvold, 2007), cresterea participarii (Chen si Tjosvold,
2007), utilizarea frecventa a canalelor de comunicare
informale (Bian, 2006) si rezolvarea in comun a
problemelor (Hwang, 1997), prezentul studiu isi propune
s& examineze efectul de moderare al relatiei guanxi intre
subalterni si supervizori ca element al tabloului de bord
pentru analiza comparativa in domeniul responsabilitatii
sociale corporative.

Dat fiind faptul c& angajatii si conducerea Tsi petrec o
mare parte a timpului comunicand si analizand efectele
negative ale unei comunicari ineficace asupra
organizatiilor, prezenta lucrare isi propune sa raspunda
la urmatoarele intrebari:

o Care este relatia dintre stilul de conducere i
eficacitatea comunicérii intra-organizationale?

o Care este relatia dintre structura organizationala i
eficacitatea comunicérii intra-organizationale?

o Care este relatia dintre cultura locului de munca gi
eficacitatea comunicarii intra-organizationale?

o Este relatia dintre factorii asociati mediului
organizationali identificati i eficacitatea comunicarii
intra-organizationale moderata de relatia guanxi intre
supervizori i subalterni?

Importanta prezentului studiu este bivalenta. Din punct
de vedere academic, prezenta lucrare urmareste sa
aprofundeze o tema care inca nu a fost cercetata si sa
completeze cunoasterea in domeniul comunicarii
intra-organizationale asociate responsabilitatii sociale
corporative prin investigarea relatiei dintre o serie de
factori ai mediului organizational (stilul de conducere,
structura organizationala si cultura locului de munca) si
eficacitatea comunicarii intra-organizationale, precum
si s& examineze efectul de moderare al relatiei guanxi
intre supervizori si subalterni. Din punctul de vedere al
managementului, prezenta lucrare ofera informatii
pretioase, in masura sa sprijine conducerea in
modelarea mediului si relatiilor, in directia obtinerii unei
comunicari eficace.
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1.1. Responsabilitatea sociala corporativa
si comunicarea intra-organizationala
eficace

Exista numeroase definitii ale comunicarii, publicate in
literatura pe aceasta tema de cercetatori interesati de
descrierea, intelegerea si previzionarea fenomenelor
comunicationale. Anumiti cercetatori definesc
comunicarea n sens restrans, in termeni de schimburi
verbale (Hoben, 1954), diminuare a incertitudinii
(Barnlund, 1962), conectare (Ruesch, 1957) si intentie
(Miller, 1966); insa comunicarea inseamna in mod
evident mai mult. Tn contextul prezentului studiu,
comunicarea este definita ca procesul de schimb de
informatii intre doua sau mai multe parti, cu scopul de a
transmite sau de a receptiona mesajul vizat, prin
utilizarea unor limbaje si semne comune (Berelson si
Steiner, 1964; Guo si Sanchez, 2009; Croucher si
Cronn-Mills, 2014).

Un element al responsabilitatii sociale corporative de
tipul comunicarii intra-organizationale se refera la
comunicarea formala si informala din cadrul unei
organizatii, orientata de jos in sus, de sus in jos, pe
orizontala sau pe diagonala si desfasurata prin
intermediul unor canale de comunicare diverse (Guo i
Sanchez, 2009). Cele doua obiective principale ale
comunicarii intra-organizationale sunt de a informa
angajatii asupra politicilor companiei si asteptarilor
privind munca, precum i de a construi 0 comunitate
unitd in cadrul firmei (De Ridder, 2004). Desi angajatii isi
petrec 0 mare parte a timpului comunicand, nu toate
schimburile au drept rezultat 0 comunicare semnificativa,
respectiv o comunicare eficienta i eficace. O
comunicare eficace este obtinuta atunci cand mesajul
transmis de emitator este decodat si inteles cu exactitate
de receptori (Scott, 2005; Fielding, 2006).

Tot mai multe studii au demonstrat ca o comunicare
intra-organizationala eficace aduce numeroase beneficii
organizatiei, respectiv sprijina interactiunile sociale i
promoveaza construirea de relatii intre membri aflati pe
diferite niveluri (Kalla, 2005), crescand astfel increderea
si gradul de coordonare intre subalterni si manageri
(Gavin si Mayer, 2005; Jo si Shim, 2005). Comunicarea
deschisa si transparenta incurajeaza angajatii in a
impartasi idei intelectuale si creative, cu scopul de a
crea valoare pentru organizatie (Quirke, 2008) si a creste
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sentimentul de apartenenta si stima de sine a acestora
(Smidts, Pruyn si Van Riel, 2001). i alte studii au
indicat, la randul lor, ca o comunicare eficace are un
efect pozitiv asupra angajamentului, performantei,
devotamentului, retentiei, productivitatii si satisfactiei
angajatilor (Allen, 1992; De Ridder, 2004; Ng s.a., 2006).

1.2. Responsabilitatea sociala corporativa
si barierele de mediu

Factorii care impiedica realizarea unei comunicari
eficace sunt desemnati ca bariere de comunicare si se
clasifica in factori personali si factori de mediu.
Elementele CSR ale barierelor de mediu sunt legate de
trésaturile mediului organizational, in timp ce barierele
personale apar pe fondul diferentelor intre personalitatile
indivizilor si al modului in care acestia interactioneaza cu
altii. Ambele tipuri de bariere frdneaza comunicarea
eficace prin blocarea, intreruperea, filtrarea sau distorsio-
narea mesajului, pe parcursul procesului de codificare,
transmitere si decodificare (Guo si Sanchez, 2009).

Stilul de conducere. Stilul de conducere se manifesta
printr-un set de valori si credinte, care ii orienteaza pe
managerii de pe nivelurile ierarhice superioare in
procesul de control al operatiunilor si luare a deciziilor.
Unul din primele studii asupra stilului de conducere a
fost realizat de Lewin, Lippit si White (1939), identificand
trei stiluri principale de conducere — autocratic,
democratic si laissez-faire, in functie de atitudinea
managementului fata de participarea angajatilor la
procesul de luare a deciziilor. In timp, se inregistreaza o
popularitate mai ridicata sau mai scazuta a diferitelor
stiluri de conducere, insa teoria lui Lewin, Lippit si White
isi pastreaza relevanta.

Abordarile managementului in ceea ce priveste
comunicarea se manifesta in multiple forme si patrund in
sistemul de comunicatie interna al unei organizatii pe
multiple cai (Tourish si Robson, 2006; Arklan, 2011;
Whitworth, 2011). Denning (2008) a aratat ca abordarile
comunicationale de tip ,comanda si control” au rezultate
tot mai slabe, nefiind capabile s& obtind un raspuns
pozitiv din partea angajatilor. Liderii autocrati (slaba
participare a angajatilor) creeaza un mediu in care
informatia este transmisa preponderent de sus in jos, cu
intarzieri i probleme in primirea raspunsurilor, in timp
ce liderii cu inclinatie spre democratie (participare
semnificativa a angajatilor) promoveaza comunicarea
deschisa, in cadrul careia informatia este transmisa in
toate directiile, iar feedback-ul din partea angajatilor este
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apreciat in mod corespunzator, conducand la o crestere
importantd a calitatii comunicérii (Grunig, 1992; Tourish
si Robson, 2006; Arklan, 2011; Jensen, 2014).

Structura organizafionald. Structura organizationala se
refera la modul in care sunt alocate autoritatea i
responsabilitatile, respectiv modul in care sunt aplicate
procedurile de lucru de catre membrii organizatiei. Exista
numeroase dimensiuni documentate ale structurii
organizationale — specializarea, centralizarea,
formalizarea, complexitatea si configurarea (Pugh s.a.,
1968; Hage, 1980). Wagner si Hollenback (1992)
sugereaza ca centralizarea si formalizarea exercita
influenta cea mai puternica asupra tiparelor de
comunicare. Intrucét centralizarea este discutatd in
contextul stilului de conducere, prezentul studiu se
concentreaza asupra dimensiunii formalizarii, pentru a
Se evita suprapunerile.

Formalizarea se refera la regulile si procedurile stabilite,
care definesc actiunile considerate acceptabile, menite
s& controleze comportamentul angajatilor. Codificarea
postului, regulilor si procedurilor, respectarea regulilor i
rigiditatea lantului de comanda pot fi utilizate pentru
evaluarea gradului de formalizare. Hage, Aiken si
Marrett (1971) au publicat un studiu asupra modului in
care complexitatea, gradul de centralizare si gradul de
formalizare a organizatiei afecteazd comunicarea,
aratand ca eficacitatea comunicarii creste considerabil in
organizatile mai simple, cu un nivel ridicat de descen-
tralizare i mai putin formale. Un numar ridicat de nive-
luri ierarhice si o structura rigida a lantului de comanda
scad eficacitatea comunicarii, prin crearea de blocaje
procedurale si structurale (Guo si Sanchez, 2009).

Cultura locului de munca. Cultura locului de munca se
refera la sistemul de convingeri, atitudini, valori gi
premise comune, care guverneaza comportamentul
oamenilor intr-o organizatie (Fielding, 2006), dezvoltat in
timp ca raspuns la problemele din mediu si introdus prin
coeziune interna (Zait, 2002). Este considerat atat prim
planul, cat si fundalul sistemului comunicational intr-o
organizatie (Keyton, 2011). in cadrul organizatiilor,
fenomenele comunicationale sunt manifestari ale unor
configuratii complexe de atitudini, convingeri si valori
profund resimtite (Brown si Starkey, 1994). Intelegerea
comuna, nescrisa a ceea ce constituie comportamente
acceptabile si inacceptabile sprijina conditionarea
atitudinii angajatilor in directia comunicrii. Angajatii isi
ajusteaza comportamentul in functie de normele din
cadrul organizatiei — in cazul in care cultura locului de
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munca nu conduce la critica constructiva, angajatii vor
inceta sa mai furnizeze un astfel de feedback in timp
(Carrison, 2010). Chiar daca managerii nu suprima in
mod activ comunicarea de jos in sus, faptul c& angajatii
nu sunt incurajati s& exprime diferente de opinie sau sa
transmita vesti proaste poate, de asemenea, sé pastreze
secretul asupra unor informatii relevante (Bielaszka-
DuVernay, 2007). Brown si Starkey (1994) au aratat ca o
cultura a locului de munca bazata pe cooperare interna
(mai degraba decat pe concurentd), informald, empatica
si participativa conduce la imbunatatirea comunicarii.

1.3. Elemente de CSR in cadrul relatiei
guanxi dintre supervizori si subalterni

Originar din cultura chineza, termenul guanxi
desemneaza relatia informala si personala intre doi sau
mai multi indivizi, construita pe baza unor institutii
comune gi motivata prin existenta unor interese mutuale
(Chen si Chen, 2004). Studiile empirice arata ca relatia
guanxi intre supervizori gi subalterni este legata de
rezultate importante ale organizatiei. Relatia guanxi intre
supervizori si subalterni este responsabila de cresterea
atasamentului angajatilor fata de supervizori (Chen s.a.,
2009), cresterea increderii in lider (Tsui si Farh, 1997),
diminuarea intentiei de schimbare a locului de munca
(Wong s.a., 2003) si cresterea implicarii organizationale
(Farh s.a., 1998). In termeni de comunicare, s-a
demonstrat ca o relatie guanxi puternica intre supervizori
si subalterni incurajeaza participarea angajatilor (Chen si
Tjosvold, 2007), interactiunile interpersonale frecvente,
utilizarea canalelor de comunicare informale (Bian,
2006), dialogul deschis (Chen si Tjosvold, 2007) si
rezolvarea problemelor (Hwang, 1997).

Studiile contextuale arata ca relatia guanxi este
esentiala in societatile in tranzitie, precum si in institutiile
in care deciziile sunt luate de un numar restrans de
persoane, care au autoritatea de a pedepsi si de a
recompensa dupa cum considera de cuviinta (Smith s.a.,
2012). De asemenea, s-a demonstrat ca relatiile guanxi
faciliteaza practicile organizationale particulare (flexibile,
situationale), mai degraba decét universale (rigide,
standardizate), in care managerii au mai multa libertate
in luarea deciziilor, datorita absentei regulilor si
regulamentelor (Zhang, Li si Harris, 2015). In astfel de
situatii, angajatii sunt motivati sa construiasca relatii
stranse cu cei aflati la putere, pentru a promova gi
pentru siguranta locului de muncé (Zhang, Li si Harris,
2015).
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2.1. Cadru si ipoteze de cercetare

Prezenta lucrare isi propune sa examineze modul in
care factorii mediului organizational, cum ar fi stilul de
conducere (atitudinea managementului fata de

participarea angajatilor la luarea deciziilor), structura
organizationala (formalizarea) si cultura locului de
muncé (sénatatea) influenteaza eficacitatea
comunicarii intra-organizationale. Este, de asemenea,
examinat efectul moderator al relatiei guanxi intre
supervizor si subaltern. Cadrul de cercetare este
prezentat in Figura 1.

Figura 1. Cadrul de cercetare

Relatia guanxi
dintre supervizori
si subalterni

Atitudinea managementului
fata de participarea
angajatilor

Eficacitatea comunicarii

Formalizarea structurii

Séanatatea culturii

intra-organizationale

Sursa: prelucrarile autorilor

Pe baza cadrului de cercetare si a studiului literaturii de
specialitate, in cadrul studiului au fost formulate sase
ipoteze:

l.. O atitudine a managementului caracterizata
printr-un nivel ridicat de participare a angajafilor la
luarea deciziilor va avea ca rezultat 0 comunicare
intra-organizafionald mai eficientd, iar relafia dintre
cele doud este semnificativa.

l2. Un nivel scazut de formalizare influenteaza in mod
pozitiv eficacitatea comunicdrii intra-organizafionale,
iar relaia dintre cele doua este semnificativa.
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I3.

Cu cét cultura locului de muncé este mai sanatoasa,
cu atét eficacitatea comunicdrii intra-organizafionale
este mai ridicatd, iar relatia dintre cele doua este
semnificativa.

. Relafia guanxi intre supervizor si subaltern

modereaza relafia dintre atitudinea managementului
fata de participarea angajatilor la luarea deciziilor si
eficacitatea comunicérii intra-organizafionale.

. Relatia guanxi intre supervizor §i subaltern

modereaza relafia dintre formalizarea organizafionala
si eficacitatea comunicérii intra-organizafionale.
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ls. Relafia guanxi intre supervizor i subaltern
modereazé relatia dintre sanétatea culturii gi
eficacitatea comunicérii intra-organizafionale.

2.2. Esantionare, proiectarea chestionarului
si colectarea datelor

S-a utilizat egantionarea conventionala, datorita
executiei usoare, rapiditatii i eficientei din punctul de
vedere al costurilor. Pentru a colecta datele, au fost
distribuite chestionare atat in forma tiparita, cat si online,
prin aplicatia Google Form. Chestionarul a fost structurat
in doua sectiuni.

o Secfiunea A colecteaza informatii cu privire la
respondenti, cum ar fi sexul, varsta, etnia, nivelul
postului ocupat, industria, dimensiunea companiei i
forma de proprietate a organizatiei, utilizand atat
scale nominale, cat si numerice.

e Secfiunea B colecteaza informatii cu privire la
variabilele independente, moderatoare i
dependente, in baza unei serii de afirmatii furnizate
in cadrul chestionarului, evaluate de respondenti cu
ajutorul unor scale Likert pe 5 puncte (de la ,1=
Dezacord categoric” la ,5 = Acord categoric”).

Din 200 de chestionare distribuite in format tiparit, au

fost completate si returnate 156, ceea ce corespunde
unei rate de raspuns de 78%. In acelasi timp, au fost

completate 118 chestionare online, ceea ce a crescut
numarul total al chestionarelor completate la 274.

2.3. Selectia scalelor de masurare

Atitudinea managementului fafg de participarea angajafilor
la luarea deciziilor. Atitudinea managementului fata de
participarea angajatilor la luarea deciziilor determina
masura in care managerii considera ca angajatii sunt
capabili de a actiona in mod independent, respectiv
masura in care managerii permit angajatilor sa ia parte la
luarea decizillor. Pentru masurarea acestei variabile a fost
identificat un numar de sase itemi, prin adaptarea unora
din itemii chestionarului privind stilul de leadership,
elaborat de Bhatti s.a. (2012).

Formalizarea structurii. Formalizarea structurii masoara
nivelul de formalizare din cadrul unei organizatii. Au fost
selectati sase itemi pentru masurarea gradului de
codificare a postului, respectare a regulilor si
specificitate a postului, utilizand scala de evaluare a
formalizarii elaborata de Hage si Aiken (1969).
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Sénatatea culturii. Prezentul studiu face referire la
chestionarul FOCUS de mésurare a sanatatii culturii,
elaborat de van Muijen (1999). Din numarul ridicat de
itemi, au fost selectati sase, in vederea masurarii
deschiderii, suportului organizational i orientarii spre
obiective.

Relafia guanxi intre supervizor gi subaltern. Pentru
masurarea relatiei guanxi intre supervizor si subaltern au
fost adoptati sase itemi din studiul realizat de Chen s.a.
(2009). Pentru determinarea calitétii relatiei guanxi intre
supervizor si subaltern, aceasta scala masoara nivelul
de atagsament afectiv, includere in viata personala i
respect fata de supervizor.

Eficacitatea comunicérii intra-organizafionale. In studiul
elaborat de Park, Lee si Lee (2014), eficacitatea
comunicarii este structurata in frecvent,
bidirectionalitate si calitate a comunicarii. Plecand de la
aceasta abordare, a fost adoptat un numar de zece itemi
utilizati in studiul mai sus amintit, pentru a masura
eficacitatea comunicérii intra-organizationale.

2.4. Tehnici de analiza a datelor

Tnaintea realizarii analizei, datele au fost examinate, in
vederea eliminarii erorilor. Doua seturi de raspunsuri au
fost excluse, pe baza deviatiei extreme a acestora fata
de medie, astfel incat au ramas disponibile pentru
analiza un numar de 272 seturi de raspunsuri. Scorurile
itemilor formulate negativ au fost inversate. Au fost
utilizate diverse tehnici de analiza a datelor, inclusiv
statistica descriptiva (frecventd), teste de fiabilitate
(coeficientul Cronbach alfa), teste de normalitate
(asimetrie si boltire), analiza de corelatie (coeficientul de
corelatie Pearson) si regresia multipla.

3.1. Profilul respondentilor

Numarul total de respondenti din cadrul studiului a fost
de 272, din care, asa cum se poate observa in tabelul 1,
46,7% de sex masculin, iar restul de 53,3% de sex
feminin. Cel mai bine reprezentat interval de varsta este
26-35 de ani, cu un procent de 65,4%, urmat de
intervalul 36-45 de ani, cu 21,3%, 25 de ani sau mai
putin cu 5,5%, 46-55 de ani cu 5,5% $i 2,2% cu peste 56
de ani. In ceea ce priveste etnia, 59,6% din totalul
respondentilor sunt de etnie chineza, 19,1% de etnie
malayeza, 16,9% de etnie indiana si 4,4% de alta etnie.
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Cele mai frecvent reprezentate doua niveluri ale postului
ocupat sunt cele de executie (54%) si management de
nivel mediu (26,1%).

Respondentii provin din diverse sectoare de activitate,
dintre care cel mai puternic reprezentate sunt sectorul
bancar si al asigurarilor (18%), sectorul serviciilor
(15,4%), sectorul productiv (12,5%) si sectorul
telecomunicatii si IT (12,5%). In ceea ce priveste
dimensiunea companiei, majoritatea organizafiilor in
discutie s-au incadrat in clasa de marime 101-500
angajati (29,4%), urmaté de 21-100 angajati (24,3%) si
501-1000 angajati (12,9%). 235 respondenti (86,4%)
activeaza in organizatii private si 37 (13,6%) in
organizatii publice.

3.2. Testul de normalitate

Evaluarea normalitatii datelor este importanta, intrucat
numeroase teste statistice se bazeaza pe ipoteza
distributiei normale. in afara de histograma si boxplot,
normalitatea poate fi evaluata cu ajutorul indicilor de
asimetrie si boltire. Indicele de asimetrie este 0 masura
a asimetriei, in timp ce boltirea caracterizeaza inaltimea
curbei de distributie (Sekaran si Bougie, 2013).
Distributia valorilor este normala atunci cand indicii de

Tabelul 1. Sumarul profilului respondentilor

asimetrie si boltire sunt egali cu zero. Conform George si
Mallery (2010), valori ale indicilor de asimetrie si boltire
situate ntre -2 si +2 sunt acceptabile, aratand o
distributie normala.

Tabelul 2 prezinta rezultatele testelor de normalitate
pentru toate variabilele. Indicii de asimetrie si boltire se
incadreaza intre -1 si +1, indicand ca valorile sunt
apropiate unei distributii normale, fiind astfel adecvate
pentru analiza statistica.

3.3. Testul de fiabilitate

Exista diverse variante de masurare a fiabilitatii unui
instrument — stabilitatea, fiabilitatea test-retest,
fiabilitatea paralela, consistenta interna etc. In cadrul
prezentului studiu, a fost utilizat coeficientul Cronbach
alfa (a) pentru a mésura consistenta interna a scalelor,
ca masura a fiabilitatii. Consistenta interna a scalelor
indica masura in care itemii unei scale capteaza aceeasi
constructie. Ca reguld generald, coeficientul Cronbach
alfa ar trebui sa se situeze peste 0,7 (DeVellis, 2012).
Tabelul 3 prezinta rezultatele testului de fiabilitate
pentru respectivele variabile. Toate scalele au inregistrat
valori de peste 0,7 ale coeficientului Cronbach alfa,
indicand o buna consistenta interna.

Caracteristici Frecventa Procent
Sex
Masculin 127 46,7
Feminin 145 53,3
Varsta (ani)
<25 15 55
26 - 35 178 65,4
36-45 58 21,3
46 - 55 15 55
=56 6 2,2
Etnie
Malayeza 52 19,1
Chineza 162 59,6
Indiana 46 16,9
Altele 12 4,4
Nivelul postului
Munca de birou 2 0,7
Executie 147 54,0
Management mediu 71 26,1
Management superior 26 9,6
Management general 10 3,7
Altele 16 59
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Caracteristici Frecventa Procent
Sector de activitate
Sector bancar si asigurari 49 18,0
Productie 34 12,5
Telecomunicatii si IT 34 12,5
Auto 7 2,6
Alimentara 16 59
Constructii 19 7,0
Bunuri de consum cu miscare rapida 12 4.4
Divertisment si media 3 11
Comert cu amanuntul 21 7,7
Servicii 42 15,4
Altele 35 12,9
Dimensiunea companiei (numar de angajati)
<20 27 9,9
21-100 66 24,3
101 - 500 80 29,4
501 - 1000 35 12,9
1001 - 5000 32 118
= 5001 32 118
Forma de proprietate
Privatd 235 86,4
Publica 37 13,6

Sursa: prelucrarile autorilor

Tabelul 2. Sumarul testului de normalitate

Variabile Asimetrie Boltire
Atitudinea managementului fata de participarea angajatilor la
luarea deciziilor 0012 0771
Formalizarea structurii -0,079 -0,549
Sanatatea culturii -0,371 -0,770
Relatia guanxi intre supervizor si subaltern -0,005 -0,850
Eficacitatea comunicarii intra-organizationale 0,115 -0,691

Sursa: prelucrarile autorilor

Tabelul 3. Sumarul testului de fiabilitate

Variabile Cronbach alfa Nr. de itemi
Atitudinea managementului fata de participarea angajatilor la luarea deciziilor 0,845 6
Formalizarea structurii 0,830 6
Sanatatea culturii 0,752 6
Relatia guanxi intre supervizor si subaltern 0,878 6
Eficacitatea comunicarii intra-organizationale 0,932 10

Sursa: prelucrarile autorilor
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3.4. Analiza corelatiei

Analiza corelatiei este utilizata pentru a examina
intensitatea si directia asocierii intre doua variabile.
Coeficientul de corelatie al lui Pearson (r) este cel
mai adesea utilizat pentru masurarea corelatiei,
lu&nd valori intre -1 si +1. O valoare pozitiva indica
prezenta unei corelatii pozitive (atunci cand o
variabila creste, va creste si cealalta), in timp ce o

valoare negativa indica prezenta unei corelatii
negative (atunci cand o variabila creste, cealalta
descreste). In acelasi timp, intensitatea relatiei este
indicata de marimea absoluta a valorii. Cohen (1988)
oferd urmatoarele repere pentru interpretarea
intensitatii corelatiei: r € [0,1; 0,29] (corelatie slab),
r € [0,3; 0,49] (corelatie medie)

sir e [0,5; 0,99] (corelatie puternica).

Tabelul 4. Corelatia Pearson (r) intre variabilele independente, moderatoare si dependente

Eficacitatea comunicarii

clidlls intra-organizationale
Atitudinea managementului fatd de participarea angajatilor la luarea deciziilor r=0,726*
Formalizarea structurii r=0,676**
Sanatatea culturii r=0,793*
Relatia guanxi intre supervizor gi subaltern r=0,838*

Sursa: prelucrérile autorilor
*p < 0,01

3.5. Testarea ipotezelor

Regresia multipla este utilizata pentru a investiga relatia
intre variabilele independente si dependente, precum si
pentru a testa efectul variabilei moderatoare. Pentru
testarea ipotezelor, primul pas este de a examina relaia
dintre variabilele dependente si independente individuale
(I, 12 si 13). Se ia apoi in considerare i variabila
moderatoare, pentru a determina daca aceasta
modereaza relatia intre variabilele independente si cea
dependenta (I, IsSi lg).

l1: O atitudine a managementului caracterizata printr-un
nivel ridicat de participare a angajafilor la luarea
deciziilor va avea ca rezultat o comunicare
intra-organizafionald mai eficientd, iar relafia dintre
cele doud este semnificativa.

Exista o corelatie pozitiva puternica intre stilul de

conducere (atitudinea managementului fata de
participarea angajatilor la luarea deciziilor) si

eficacitatea comunicarii intra-organizationale (r = 0,726).

Tabelul 5-1 (Modelul 1) prezinta rezultatele regresiei
intre stilul de conducere si eficacitatea comunicarii
intra-organizationale. Cu un R? ajustat de 0,526,
variabila raspunde in procent de 52,6% de variatia
eficacitatii comunicarii intra-organizationale. Rezultatele
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arata ca stilul de conducere are o contributie
semnificativa la previzionarea eficacitatii comunicérii
intra-organizationale (B = 0,726, p = 0,000). Prin
aceasta, ipoteza 1 se confirma.

l2: Un nivel sc&zut de formalizare influenteaza in mod
pozitiv eficacitatea comunicdrii intra-organizafionale,
iar relafia dintre cele doua este semnificativa.

Exista o corelatie pozitiva puternica intre structura
organizationala (formalizarea structurii) si eficacitatea
comunicarii intra-organizationale. (r = 0,676). Conform
Tabelului 5-2 (Modelul 1), cu un R? ajustat de 0,456,
variabila este raspunzatoare in procent de 45,6% de
variatia eficacitatii comunicarii intra-organizationale.
Rezultatele arata ca structura organizationala are o
contributie semnificativa la previzionarea eficacitatii
comunicarii intra-organizationale (8 = 0,676, p = 0,000).
Prin aceasta, ipoteza 2 se confirma.

ls: Cu cét cultura locului de munca este mai sdnétoasa,
cu atat eficacitatea comunicdrii intra-organizafionale
este mai ridicatd, iar relatia dintre cele doua este
semnificativa.

Exista o corelatie pozitiva puternica intre cultura locului
de munca (sanatatea culturii) si eficacitatea comunicarii
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intra-organizationale. (r = 0,793). Conform Tabelului 5-3
(Modelul 1), cu un R? agjustat de 0,628, variabila
previzioneaza in proportie de 62,8% variatia eficacitatii
comunicarii intra-organizationale. La randul sau,

cultura locului de munca are o contributie semnificativa
la previzionarea eficacitatii comunicérii
intra-organizationale (B = 0,793, p = 0,000). Prin
aceasta, ipoteza 3 se confirma.

ls: Relatia guanxi dintre supervizor si subaltern
modereaza relafia dintre atitudinea managementului fafd
de participarea angajafilor la luarea deciziilor si
eficacitatea comunicérii intra-organizafionale.

Conform Tabelului 5-1, daca doar stilul de conducere
este introdus n regresie impreuna cu eficacitatea
comunicarii intra-organizationale (Modelul 1), R? ajustat
este de 0,526 (F = 301,420, p = 0,000). Cu toate
acestea, la adaugarea relatiei guanxi dintre supervizori
si subalterni (Modelul 2), variatia totala creste la 71,3%
(F =337,876, p = 0,000). Relatia guanxi dintre
supervizori si subalterni raspunde de un procent
suplimentar de 18,7% in variatia eficacitatii comunicarii,
dupé controlarea stilului de conducere (R? modificare =

0,188, F modificare = 117,402, p = 0,000). In lumina
acestui fapt, relatia guanxi dintre supervizori si subalterni
are un efect moderator si ipoteza 4 este acceptata. Atat
variabilele independente (B = 0,185, p = 0,000) cat i
cea moderatoare (8 = 0,693, p = 0,000) ramén individual
semnificative in previzionarea eficacitatii comunicarii
intra-organizationale.

ls: Relafia guanxi intre supervizor i subaltern

modereaza relafia dintre formalizarea organizafionala
si eficacitatea comunicérii intra-organizafionale.

Conform Tabelului 5-2, Modelul 1, valoarea R?

ajustat este de 0,456 (F = 227,808, p = 0,000). La
adaugarea relatiei guanxi intre supervizori gi
subalterni, variatia totala creste la 71,6% (F =

342,376, p = 0,000), aceasta raspunzand de un
procent suplimentar de 26% in variatia eficacitatii

comunicarii, dupa controlarea structurii
organizationale (R? modificare = 0,260, F modificare
= 248,294, p = 0,000). Aceasta arata ca relatia

guanxi intre supervizori si subalterni are un efect

moderator si ipoteza 5 este acceptata.

Tabelul 5-1. Rezultatele regresiei stilului de conducere si eficacitatii comunicarii intra-organizationale

(Modelul 1) si efectul moderator al relatiei guanxi dintre supervizori gi subordonati (Modelul 2)

Model Variabile B Beta R2ajustat F t Sig.

1 (Constant) 1.027 0,526 301,420 7,751 0,000

Stilul de conducere 0,738 0,726 17,361 0,000

(Constant) 0,750 0,713 337,876 7,131 0,000

9 Stilul de conducere 0,188 0,185 3,563 0,000

Relafia guanxiintre 0,635 | 0693 13319 | 0,000
supervizori gi subordonati

Variabila dependenta: Eficacitatea comunicarii intra-organizationale

Sursa: prelucrérile autorilor

Tabelul 5-2. Rezultatele regresiei structurii organizationale si eficacitatii comunicarii intra-organizationale

(Modelul 1) si efectul moderator al relatiei guanxi dintre supervizori i subordonati (Modelul 2)

Model Variabile B Beta | R?ajustat F t Sig.
1 (Constant) 1.358 0,456 227,808 | 10,402 | 0,000
Structura organizationala 0,694 | 0,676 15,093 | 0,000
(Constant) 0,763 0,716 342,376 7,509 | 0,000

2 Structura organizationala 0,182 0,178 3,921 | 0,000
Relatia guanxi intre supervizori si subordonati 0,654 | 0,714 15,757 | 0,000

Variabila dependenta: Eficacitatea comunicarii intra-organizationale

Sursa: prelucrarile autorilor
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Tabelul 5-3. Rezultatele regresiei culturii locului de munca si eficacitatii comunicarii intra-organizationale

(Modelul 1) si efectul moderator al relatiei guanxi dintre supervizori gi subordonati (Modelul 2)

Model Variabile B Beta R? ajustat F t Sig.

1 (Constant) 0,136 0,628 458,654 0,917 0,360

Cultura locului de munca 0,923 0,793 21,416 0,000

(Constant) 0,237 0,759 428,414 1,982 0,048

9 Cultura locului de munca 0,434 0,373 8,166 0,000

Relafia guanxiintre 0,509 | 0556 12173 | 0,000
supervizori gi subordonati

Variabila dependenta: Eficacitatea comunicarii intra-organizationale.

Sursa: prelucréarile autorilor

Atét variabilele independente (8 = 0,178, p = 0,000), cat
si cea moderatoare (= 0,714, p = 0,000) rdman
individual semnificative in previzionarea eficacitatii
comunicarii intra-organizationale.

ls: Relatia guanxi dintre supervizor si subaltern
modereaza relatia intre sénétatea culturii si
eficacitatea comunicarii intra-organizafionale.

Cultura locului de munca este introdusa in Modelul 1
(Tabelul 5-3), explicand un procent de 62,8% din
variatia eficacitatii comunicarii intra-organizationale

(F =458,754, p = 0,000). In urmatoarea etapa este
adaugata si relatia guanxi dintre supervizori gi subalterni
(Modelul 2), ceea ce conduce la un R? gjustat mai
ridicat, egal cu 0,759 (F = 428,414, p = 0,000). Relatia
guanxi dintre supervizori si subalterni este

responsabila de cresterea cu 13,1% a variatiei eficacitatii
comunicarii intra-organizationale (R? modificare = 0,132,
F modificare = 148,171, p = 0,000). Din acest motiv,
ipoteza 6 este acceptata. Atat variabilele independente
(8=0,373, p=0,000), cat si cea moderatoare
(B=0,556, p =0,000) raman individual semnificative

in previzionarea eficacitatii comunicérii
intra-organizationale.

Prima intrebare a cercetarii a vizat relatia dintre

stilul de conducere si eficacitatea comunicarii
intra-organizationale. Rezultatele analizei statistice arata
ca un stil de conducere caracterizat printr-un grad mai
ridicat de participare a angajatilor la luarea deciziilor are
o influenta pozitiva asupra eficacitatii comunicarii
intra-organizationale. Acest rezultat este similar celor
obtinute de Tourish i Robson (2006), Denning (2008),
Arkla (2011) si Jensen (2014). In acelasi timp, rezultatul
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este unul asteptat, intrucat managerii democratici isi
trateaza angajatii ca pe niste parteneri capabili, aportul
acestora in aspectele semnificative este unul dorit, iar
sugestiile angajatilor sunt luate in considerare in
procesul decizional. Pe de alta parte, o abordare
non-participativa tinde sa creeze un mediu supresiv, in
care accentul se pune pe comunicarea de sus in jos,
feedback-ul angajatilor este descurajat, iar schimbul de
informatii importante in timp util este restrictionat.

Cea de-a doua intrebare a cercetarii a avut in vedere
relatia dintre structura organizationala si eficacitatea
comunicarii intra-organizationale. Similar studiilor
precedente, un nivel mai redus de formalizare conduce
la cresterea eficacitatii comunicérii intra-organizationale,
intrucét flexibilitatea permite transmiterea de informatii
intre partile relevante mai direct, distorsiunile i
pierderile de informatie fiind minimizate. Acest rezultat
este sustinut i de Hage, Aiken si Marrett (1971),
precum si de Guo si Sanchez (2009). Desi un grad
ridicat de formalizare este de ajutor in separarea mai
clara a sarcinilor si responsabilitatilor, acesta creeaza o
de comanda stabilit pentru comunicare este descurajat
(chiar si in perioadele critice), iar angajatii sunt
monitorizati in permanenta, pentru a se asigura
respectarea regulilor. Cresterea si prelucrarea diferitelor
aspecte are nevoie de mai mult timp in cadrul
organizatiilor formalizate, dat fiind prezenta blocajelor
ierarhice ale comunicérii. Ca rezultat, informatia este
intarziata si distorsionata, intrucat comunicatia trebuie
s& traverseze mai multe paliere (afectarea eficacitatii
comunicarii).

Cea de-a treia intrebare a cercetarii a vizat studiul relatiei
dintre cultura locului de munca si eficacitatea comunicarii
intra-organizationale. S-a demonstrat ¢a o cultura mai
sanatoasa a locului de munca (transparenta si cooperanta)

979



are o influenta pozitiva asupra eficacitétii comunicarii.
Acest rezultat este similar constatarilor formulate de Brown
si Starkey (1994), Bielaszka-DuVernay (2007) si Carrison
(2010). Intr-un mediu caracterizat prin cooperare, angajatii
se considera membri de valoare si de incredere ai
organizatiei, muncind impreuna pentru a atinge obiectivele
organizatiei. Comunicarea tinde sa fie mai sincera,
deschisa si bine-intentionata atunci cand oamenii lucreaza
bine impreuna si impartasesc relatii de incredere. Pe de
alta parte, intr-o cultura nesanatoasa a locului de munca,
caracterizata prin rivalitate, lipsa de incredere i reactii
negative la feedback-uri constructive, oamenii pastreaza
informatiile pentru ei ingisi $i se abtin de la a semnala
probleme, daca nu este strict necesar. Acest
comportament frdneaza comunicarea eficace i are ca
rezultat intarzieri in identificarea i rezolvarea problemelor.

Cea de-a patra intrebare a cercetarii si-a propus sa
determine daca relatia guanxi dintre supervizori gi
subalterni are un efect moderator asupra factorilor
mediului organizational identificati si eficacitatea
comunicarii intra-organizationale. Rezultatele arata ca
o relatie guanxi strénsa intre supervizori i subordonati
are un efect moderator pozitiv asupra tuturor celor trei
relatii intre (i) stilul de conducere si eficacitatea
comunicarii, (ii) structura organizationala i eficacitatea
comunicarii §i (iii) cultura locului de munca si
eficacitatea comunicérii. Introducerea relatiei guanxi
intre supervizori si subalterni in toate cele trei cazuri
are ca rezultat cresterea gradului de determinare a
variatiei eficacitatii comunicarii intra-organizationale,
fata de mterventla celor trei variabile mdependente In
prezenta unei relatll guanxi stranse intre supervizori gi
subalterni, se raporteaza cregsterea frecventei, a multi-
directionalitatii i a calitatii comunicarii. Aceasta
evolutie este sustinuta i de constatarile studiilor
anterioare asupra schimburilor sociale, conform carora
cresterea calitatii relatiei dintre supervizori si subalterni
are o influenta pozitiva asupra comportamentelor
orientate spre afiliere, directionate catre sustinerea
functionarii fara sincope a organizatiei, cum ar fi
sprijinirea colegilor de munca, rezolvarea in comun a
problemelor si facilitarea comunicarii (Whiting,
Podsakoff si Pierce, 2008; Zhang, Li si Harris, 2015).

Implicatii teoretice

Studiul aduce doua contributii principale la literatura
existentd. In pnmul rénd, sustlne dezvoltarea literaturii
pe tema comunicarii organlzatlonale prin consolidarea

980

principalilor factori ai mediului organizational (cum ar fi
stilul de conducere, structura organizationala si cultura
locului de munca) si examineaza impactul acestora
asupra eficacitatii comunicarii intra-organizationale (nu
s-a identificat o astfel de initiativa in cadrul studiilor
anterioare). Constatarile prezentului studiu
demonstreaza ca un stil de conducere mai participativ, o
structura organizationala mai putin formalizata si o
culturd mai sénatoasa a locului de munca au o influenta
pozitiva asupra eficacitatii comunicérii in cadrul
organizatiei.

Tn al doilea rand, studiul contribuie la dezvoltarea
literaturii pe tema relatiei guanxi intre supervizori gi
subalterni, un domeniu relativ nou, dar care este
acceptat pe scara tot mai larga in domeniul academic,
pe masura ce tot mai multi cercetatori recunosc faptul ca
teoria schimbului lider-membru (teoria LMX) nu este
suficienta, pentru a capta multivalenta schimburilor intre
supervizori si subalterni. n timp ce majorltatea studiilor
se concentreaza asupra antecedentelor si rezultatelor
relatiei guanxi intre supervizori gi subalterni, prezenta
lucrarea contribuie la intelegerea efectului moderator al
acestei relatii. S-a concluzionat ca o relatie guanxi
stransa intre supervizori si subalterni are un efect
moderator pozitiv asupra tuturor celor trei relatii intre (i)
stilul de conducere si eficacitatea comunicarii, (ii)
structura organizationala i eficacitatea comunicarii si
(iii) cultura locului de munca si eficacitatea comunicarii.
Relatiile personale puternice intre supervizori gi
subalterni au ca rezultat intensificarea legaturilor
emotionale, sprijinului i preocuparii, a interdependentei
si obligatiilor reciproce (Chen s.a., 2009). Independent
de limitele si rigiditatea mediului, managerii $i angajatii
cu o relatie guanxi stransa comunica mai frecvent pe
canale de comunicare informale si isi transmit mai multe
informatii (Bian, 2006), se caracterizeaza printr-o
probabilitate mai mare de a se angaja in dialoguri
deschise (Chen si Tjosvold, 2007) si in rezolvarea in
comun a problemelor (Hwang, 1997), crescand prin
aceasta eficacitatea comunicarii.

Implicatii practice

Importanta unei comunicari intra- organlzatlonale efective
nu poate fi supraevaluata intr-un mediu in care oameni cu
experienta si personalitati diferite interactioneaza zilnic,
comunicarea eficace sprijina coordonarea asteptarilor,
faciliteaza rezolvarea problemelor, construieste relatii de
cooperare si canalizeaza eforturile angajatilor spre
atingerea unor obiective comune (Robson, Skarmeas si
Spyropoulou, 2006). Majoritatea eforturilor de a imbunatati
comunicarea se refera la inscrierea angajatilor la cursuri
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de comunicare, organizarea de sesiuni de teambuilding
pentru Tmbuné&tatirea muncii in echipa, sau realizarea de
investitii in tehnologie de comunicare de ultima generatie.
Cu toate acestea, rezultatele prezentului studiu arata ca
managerii ar trebui s& acorde atentie si credrii unui mediu
care s& incurajeze comunicarea deschisa, sugestiile si
feedback-ul.

Indivizii care ocupa functii de conducere in organizatii ar
trebui sa aloce timp pentru a reflecta cu privire la stilurile
lor de conducere. Abordari de management
non-participativ pierd rapid popularitate in actualul mediu
de afaceri dinamic. In schimb, un numar tot mai mare de
autori au pledat pentru ca organizatiile sa treaca la
abordari mai participative, pentru a incuraja
comunicarea deschisa si a permite angajatilor sa aiba un
cuvant de spus in deciziile care Ti afecteaza (Longest,
Rakich si Darr, 2005; Guo si Sanchez, 2009). Astfel, e
mai probabil ca angajatii sa dezvolte un sentiment de
proprietate referitor la organizatiile lor, s& devina mai
dedicati muncii lor, sa simta mai multé satisfactie la locul
de munca si sa fie mai dispusi sa comunice.

Structurile organizatorice ultra-formalizate se
dovedesc a fi negativ asociate cu eficacitatea
comunicérii. In acest context si avand in vedere
necesitatea de luare a deciziilor rapide in lumea
dinamica de astazi, este in interesul unei organizatii sa
adopte o structura mai putin formalizata si mai flexibila
pentru a-i incuraja pe angajati sa ia decizii in limite clar
definite, precum si sa ofere acces direct la persoanele
aflate pe nivelurile superioare de conducere pentru a
raporta probleme urgente. Acest lucru se poate realiza
prin practicarea politicilor usilor deschise, organizarea
de reuniuni ocazionale la primarie, crearea cutiilor
pentru sugestii si utilizarea in acest sens a
tehnologiilor de comunicare cum ar fi e-mail, aplicatii
de tip chat in timp real si forumuri online.

Cultura la locul de munca joaca un rol imens in
modelarea asteptarilor si comportamentelor membrilor
unei organizatii. Prin urmare, este esential sa se
creeze o cultura care sa conduca la comunicare
onesta si feedback-uri. Hills (2013) subliniaza faptul ca
un accent puternic pe transparenta, corectitudine,
integritate, munca in echipa si obiective comune pot
contribui la imbunatatirea eficientei comunicarii,
deoarece angajatii se concentreaza pentru a actiona in
interesul organizatiei $i mai putin pentru castiguri
egoiste. intr-un astfel de mediu, angajatii sunt mai
dispusi sa se ajute reciproc, sa rezolve problemele in
mod colectiv si primesc pozitiv criticile constructive.
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Aceasta reprezinta abordarea holistica in rezolvarea
problemelor, inlocuind simpla modificare a mediului
organizational, in speranta ca eficacitatea comunicarii se
va imbunatati substantial peste noapte. Eforturile care
presupun schimbari structurale si culturale semnificative
intampina rezistenta si, de aceea, rabdarea,
perseverenta, sistemele de motivare $i manifestarea de
catre lideri a unor comportamente dorite sunt esentiale
in producerea schimbarii necesare pentru cresterea
eficacitatii comunicarii.

Mai presus de orice conditii de mediu, relatiile personale
stranse cresc motivatia supervizorilor si subalternilor de a
se angaja mai frecvent in conversatii. In timp ce
schimbarea structurii i culturii unei organizatii poate lua
timp, stabilirea unei bune relatii guanxi intre supervizori gi
subalterni poate fi realizata intr-un interval de timp mult
mai scurt. Managerii $i angajatii nu ar trebui sa isi
restranga interactiunea doar la mediul profesional, ci ar
trebui sa exprime interes reciproc fata de viata personala,
respectiv fata de familie, hobby-uri i sénétate. Este
probabil ca, in acest fel, ambele parti sa se simta mai
legate la nivel emotional, s& manifeste incredere
reciproca, sa dobandeasca simtul reciprocitatii si obligatiei
si sa fie mai disponibili pentru o comunicare deschisa. Cu
toate acestea, managerii trebuie sa evite sa devina
invazivi in stabilirea unei relatii guanxi, pe care angajatii
& 0 perceapa ca pe o violare a intimitatii, precum i sa se
asigure ca ambele parti vor ramane loiale organizatiei si
nu vor folosi guanxi in scopuri personale.

Limite i recomandari
pentru cercetari viitoare

Prezentul studiu are anumite limite. Tn primul rénd, se
bazeaza pe un esantion relativ scazut, respondentii
provenind preponderent din Regiunea centrala (Kuala
Lumpur si Selangor). Dimensiunea redusa a esantionului
limiteaza reprezentativitatea raspunsurilor pentru o
populatie mai vasta. Faptul ca respondentii provin
preponderent din Regiunea centrala restrdnge gradul de
generalitate, intrucat caracteristicile demografice si
experienta locuitorilor din Kuala Lumpur si Selangor pot
diferi de cele ale locuitorilor altor regiuni. Studiile viitoare
ar trebui sa aiba in vedere un esantion mai larg, precum
si sa colecteze informatii din regiuni diferite, pentru a
creste gradul de generalitate a constatarilor.

Chestionarele au fost gestionate de catre autori, iar
interpretarea acestora se bazeaza pe modul in care au
fost intelese de respondenti. Existé posibilitatea ca
respondentii sa fi inteles gresit anumite afirmatii din cadrul
chestionarului, fapt care ar putea vicia raspunsurile. Pe
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viitor, acest pericol ar putea fi diminuat prin alocarea unui
volum mai mare de timp pentru desfasurarea sondajului,
care sa ii permita cercetatorului sa explice in detaliu
respondentilor itemii chestionarului. Riscul unor denaturari
in interpretare ar putea, de asemenea, fi minimizat prin
traducerea chestionarului si in alte limbi, cum ar fi
malaieza bahasa, chineza si tamila.

Exista posibilitatea ca prezentul studiu sa nu fie
exhaustiv si sa fi omis anumiti factori ai mediului
organizational care afecteaza eficacitatea comunicérii
intra-organizationale, cum ar fi constrangerile de timp si
distanta fizica intre angajatii companiei. Acesti factori ar
putea fi inclusi in studiile viitoare, prin explorarea
relatiilor asociate.

Tn sfarsit, constatarile prezentului studiu sunt influentate
de contextul cultural in care a fost desfasurata

cercetarea. Mai exact, datele au fost colectate in
Malaezia care, in cele mai multe privinte, corespunde
profilului cultural asiatic, cu tendinte spre colectivism si
centrat pe relatii (relatii guanxi mai stranse). Astfel,
constatérile vor fi diferite in cazul unor natiuni cu
orientare spre individualism si rezultate. Pe aceste
considerente, repetarea studiului in alte téri si
compararea rezultatelor obtinute ar putea reprezenta o
initiativa interesanta.
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For a long time, internal audit has been seen mainly as
an activity of providing assistance to external auditors,
especially by checking up accounting procedures as part
of the internal control evaluation process. At present,
while this role of the internal auditor has not
disappeared, the role of consultant manager has gained
primary importance. In this context, it is increasingly
obvious that the professional profile of the internal
auditor will undergo changes generated not only by the
changes in the role that he or she fulfils, but also by the
challenges that the business world needs to deal with:
risk management, increasingly sophisticated information
technology, data mining etc. This study relies on the
information provided by The Institute of Internal Auditors
Research Foundation — IIARF which includes data
extracted from The Global Internal Audit Common Body
of Knowledge — CBOK database, and it aims to point out
the practices and trends regarding internal audit in
Romania and worldwide, and, respectively, the
competencies traditionally required from internal
auditors, their views on the skills they master and on the
scope of their further skill development.
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Over the past years there have emerged multiple
opportunities for internal auditors, but these opportunities
can only be taken by auditors with more and more
complex knowledge and skills. Some authors noticed the
new responsibilities that internal auditors must manage
and the new skills that they need. Thus, Ratliff and Reding
(2002) claimed that “the auditors of the twenty-first
century need to be prepared to ‘audit’ everything -
operations (including those particular to internal control),
performance, information and information systems,
compliance with the law, financial statements, fraud,
environmental reports and performance and quality
reports”. Therefore, auditors need:

o Analytical skills and critical thinking;

o An efficient method to adequately understand any
entity or activity to be audited: person, organization
or system;

o The new concepts, principles and techniques
specific to internal control;

o Awareness and understanding of risks and
opportunities characteristic to auditors, as well as to
those to be audited;

o The ability to generate general and specific audit
objectives for any audit assignment;

o The ability to select, collect (using a large array of
auditing procedures), evaluate and document
auditing evidence, using statistic and non-statistic
procedures;

o The ability to report progress on the audit
assignments, in varied forms and to various
beneficiaries;

o The ability to assess how recommendations are
complied with;

o High professional ethics;
o The ability to use modern auditing techniques.

Similarly, Moeller and Witt (1999) believe that a
successful internal auditor masters the following
personal skills, which complement technical and
professional skills: fairness and integrity, loyalty to the
organization's interests, modesty, professional calm,
empathy, coherence, curiosity, critical attitude, vigilance,
tenacity, energy, self-trust, courage and the ability to
make value judgments.
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Considering these skills as significant for a high-quality
activity of internal auditors, in this article we aim to
present comparative analyses regarding:

a. The Romanian auditors’ level of training and skills;

b.  The way in which they carry out their activity
(relationship with organization management
structures, reporting);

c.  Trends regarding various audit techniques and
tools.

Over time, numerous studies on the evolution of internal
audit have been carried out internationally (Moeller and
Witt, 1999; Anderson, 2003; Ramamoorti, 2003; Ratliff
and Reding, 2002; Flemming Ruud, 2003; Moeller,
2005), and lately they have been carried out in Romania
as well (Bota-Avram and Popa, 2011; Precob and Rusu-
Buruiana, 2015).

Moeller and Witt (1999) and Moeller (2005) carried out
the most encompassing studies on internal audit. The
authors deal with internal audit in an exhaustive and
detailed manner. They begin with the definition and
evolution of internal audit and end with a discussion on
the current trends in the field, takling subjects such as
the way in which internal audit relates to the
management structures of organizations, the way in
which internal audit is managed as a profession (valid
regulations), the impact of information systems on
internal audit, techniques and instruments used in
assurance and advisory assignments.

After presenting, from a historical perspective, the
evolution of internal audit and its objectives, Ramamoorti
(2003) describes contemporary internal audit practices.
He mentions the influence that changes in the business
environment have on internal audit, namely, the need to
assume new roles and responsibilities.

Technological development and its impact on
businesses were the object of Flemming Ruud’s (2003)
research. He too pointed out the evolution of internal
audit, seeing that it evolved from providing assurance
services to consulting, he discussed the new role
internal auditors need to assume and the relationships
they need to maintain and develop with company
management structures.

In the context of recent financial scandals, Anderson
(2003) formulated several questions on the plus value
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that internal audit brings its “clients”, a category in which
he includes: those who are the object of the internal
audit asignments, managers, company management
structures, external auditors, regulating bodies,
customers and suppliers. He also describes the tensions
existing between these beneficiaries, due to different
and sometimes contradictory requirements that they
make to internal auditors, and wonders how balance
could be reached in the management of their
relationships.

Ratliff and Reding (2002) mention the significant
expansion of the area in which internal auditors
activate. This impacts the level of knowledge and the
abilities that internal auditors need to have and
improve in order to meet companies’ increased
demands.

Bota-Avram and Popa (2011) highlighted the
atypical evolution of internal audit in Romania,
namely its initial development in the public sector
and only later in the private sector. This is at least
partially explained by the cultural peculiarities of the
Romanian economic environment.

An empirical and more recent study, carried out by
Precob and Rusu-Buruiana (2015), describes the
current characteristics of the internal auditing carried
out by Romanian auditors, the internal auditors’
opinions on their role in Romanian firms and the
auditors’ opinions on the subsequent evolution of
internal audit.

The paper relies on the specialized audit literature
and on the database provided by the Institute of
Internal Auditors Research Foundation — [IARF,
which contains data taken from the Global Internal
Audit Common Body of Knowledge — CBOK. Also,
for the comparative analyses mentioned in the
Introduction section and for the formulation of
conclusions, we used the information obtained, after
working with the same database, by: Bailey (2010),
lyer (2016), Rose (2015) and Rose (2016), Seago
(2015), Rittenberg (2016), Tsintzas (2016), Barr-
Pulliam (2016), Harrington and Piper (2015). All
these studies have been carried out using data
provided by CBOK, while the analyses from these
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studies were concerned with the internal auditors’
activities and features at a global level.

Our study aims to compare results obtained globally, in
Europe and Romania, after the CBOK study carried out
in 2010, on the level of education and the skills of
internal auditors, the entities that they work for, the
trends in using various techniques and tools for auditing
assignments, the certifications and the experience that
they have.

To process the data, we used the above mentioned
database, and used the Q Reader computer
application to visualize the data and to select
relevant data for our study. Then we used the
Microsoft Office-Excel facilities. For this purpose, we
extracted information from the CBOK database on
the global, European and Romanian results,
concerning:

e theinternal auditors’ education;
o the university degree that they hold; and

o the type of organization that they currently work
for.

These elements were the foundation for the
description of the representative group. We then
proceeded to the proper data comparison and
explanation of results.

Although various studies have been conducted
throughout the years, the most exhaustive one,
whose results have been synthesized in a report, is
the 2010 CBOK study. It was carried out based on
answers received from 13,582 persons from 107
countries (22 languages), with varied answer rates
per question. Meanwhile, in 2015, a more
elaborate study was carried out, but its final results
have not yet been published in full. Therefore, we
will use the data provided by the 2015 study in a
future research. After presenting the information
which has been processed based on CBOK data,
we will present the content of the question as it
appeared in CBOK.

From Romania, in the 2010 study, 104 internal
auditors answered the CBOK questionnaire, with
the following distribution regarding their education,
compared to the global and European situation.
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Table 1. Comparative analysis regarding the education of internal auditors who answered the 2010 CBOK

guestionnaire?

The highest level of fo(r:rgre:]l [;alg:le%atlon (not certification) Global Europe Romania

Secondary/high school education 4.36% 10.44%

Undergraduate diploma/technical certificate or associate

degree 3.82% 4.94%

Bachelors/diploma in business 29.40% 16.17% 38.46%

Bachelors/diploma in fields other than business 10.71% 7.46% 5.77%

Maters in economics 37.55% 41.08% 39.42%

Masters/graduate diploma in fields other than business 12.12% 16.45% 11.54%

Doctoral degree (PhD or higher) 2.04% 3.46% 4.81%
Total 100% 100% 100%

1 Based on answers to question Q7. What is your highest level of formal education (not certification) completed?

Source: Author’s processing based on the CBOK 2010 database

One can notice that only in Romania the internal
auditors hold at least one university degree, since
otherwise it is impossible for them to work as
internal auditors. Consequently, one can see that
in Romania the number of internal auditors with a
BA in Economics (38.46%) is higher than globally
(29.40%) and in Europe (16.17%). Also, possibly

due to prejudice which deems internal audit
activities to be focused on financial accounting
aspects, in Romania there is the lowest number of
internal auditors (5.77%) who hold a university
degree in a field other than Economics, as
compared to the global (10.71%) and the European

(7.46%) average.

Table 2. Comparative analysis of the academic majors of the internal auditors who answered

the 2010 CBOK questionnaire?

The academic major(s) or the most significant
fields of study Global Europe Romania

Accounting 50.36% 30.66% 35.58%
General business/management 25.19% 32.19% 37.50%
Finance 24.93% 28.22% 38.46%
Internal auditing 23.62% 27.79% 34.62%
Economics 16.54% 29.58% 24.04%
External auditing 12.96% 15.62% 11.54%
Computer science or information systems 9.03% 9.63% 7.69%
Law 7.02% 10.71% 8.65%
Other 5.87% 6.11% 3.85%
Engineering 4.23% 5.84% 13.46%
Mathematics/statistics 4.27% 6.41% 3.85%
Arts or humanities (e.g. languages, literature, history,
psychology) 4.21% 4.95% 0.00%
Other science or technical field (e.g. physics,
chemistry, geology, biology) 2.47% 3.19% 0.00%

2Based on answers to question Q8: What were your academic major(s) or your most significant fields of study? (Choose all that apply)

Source: Author's processing based on the CBOK 2010 database
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Regarding the fields in which the internal auditors
majored, we note that globally most respondents
majored in Accounting (50.36%). In Romania, the
percentage of Accounting majors is 35.58%, and
in Europe it is 30.66%. In Romania, the statistics
regarding university majors are quite surprising,
namely a high percentage of internal auditors
(34.62%) declare to have majored in an Internal
Audit related field, as compared to significantly
lower percentages globally (23.62%) and in

Europe (27.79%). Also, we can notice the high
number of Finance majors (38.46%) working as
internal auditors, compared to the global level
(24.93%) and the European level (28.22%).
Significant differences are recorded in the case of

majors in technical fields, as 13.46% of

Romanian internal auditors participating in the

study hold a degree in a technical field, as

compared to only 5.84% in Europe and 4.23%

globally.

Table 3. Comparative analysis on the type of organization internal auditors answering the 2010 CBOK

guestionnaire currently work for3

The type of organization Global Europe Romania
Privately owned (non-listed) company 28.99% 34.41% 30.95%
Publicly-traded (listed) company 38.98% 34.59% 23.81%
Public sector/government 22.74% 24.57% 38.10%
Not-for-profit organization/non-government organization 5.93% 3.14% 4.76%
Other 3.36% 3.30% 2.38%

3 Based on answers to question Q24: What is the type of organization for which you currently work?

Source: Author's processing based on the CBOK 2010 database

The information in Table 3 explains a number of the
results in our study because, unlike the global or
European situation, where the majority of auditors work
for companies listed on the stock exchange or for non-
listed private companies, in Romania, the majority of
auditors work in the public sector, where the regulations
concerned with organizing and carrying out the activity
are different from those of the private sector, being more
rigid and having distinct characteristics.

In 2013, The Institute of Internal Auditors published the
Conceptual Framework regarding the competencies of
internal auditors. According to this framework, internal
auditors need to be thoroughly skilled in the following ten
core areas (lIA, 2013):

1. Professional ethics
2. Internal audit management

3. Application of the International Professional
Practices Framework (IPPF)

Governance, risk and control
Business acumen

No. 9(141)/2016

6. Communication

7. Persuasion and collaboration
8.  Ciritical thinking

9. Internal audit delivery

10. Improvement and innovation.

The first two areas, namely professional ethics and
management skills, are fundamental in organizing and
delivering any internal audit activity. Professional ethics
underlie the general expectations regarding the general
behaviour of internal auditors, as a profession, and the
competencies in the management of resourses and
internal audit activities are essential irrespective of the
size of the audit structure.

Professional practices, governance, risk, control and
business acumen are considered the auditors’ technical
skills and are essential to properly deliver any internal
audit engagement.

Personal skills (communication, persuasion and
collaboration, critical thinking) are important in providing
a reasonable certainty that the information, observations
and recommendations have the expected impact on the
organization.
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The carrying out of any audit assignment requires
objectivity, strategic and operational planning skills, as
well as a good management of resources.

Finally, improvement and innovation prepare the
organization for the necessary changes ensuring a
smooth transition to its sustainable growth.

The attributes in the above mentioned conceptual
framework were formulated based on the fundamental
Principles for professional internal auditing, published in
2015 by the Institute for Internal Auditors (l1A), which
states that the activity of the internal auditors must be
characterized by the following:

o Integrity;
o Professional competence and scrupulosity;
o Objectivity and self-reliance;

¢ Isin line with the stategies, objectives and risks of
the organiation;

o Appropriate position within the organization and
possession of adequate resources;

o Delivers high quality, and is under continuous
improvement;

o Efficient communication;
e Provision of assurance based on risk;

o Possession of detailed knowledge of the
organization, pro-active and future oriented attitude;

o Promotion of improved activity in the organization.

The analysis of the answers of participants in the 2010
Global Internal Audit Common Body of Knowledge—
CBOK showed that internal auditors at all levels thought
that the most important three competence areas were:

e Communication skills;

o Competence in problem identification and problem
solving;

o Knowledge of legislative changes, changes in
professional standards and changes in the business
environment.

For a complete analysis of the competencies required
from internal auditors, the questionnaire also included
items regarding the knowledge that internal auditors
consider to be essential for the work that they are
engaged in. Thus, in the order of their importance, the
areas in which internal auditors believe they must
possess adequate knowledge which would enable them
to carry out their activity properly, are:
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Audit;

Internal audit standards;

Ethics;

Fraud awareness;

Enterprise risk management;
Changes to professional standards;

Technical knowledge in the field in which the
organization operates;

Governance;

Financial accounting;

10. Business management;

11. Organizational systems;

12. Strategies and business policies;

13. Organizational culture;

14. Business law and government regulation;
15. Finance;

16. IT/CT;

17. Management accounting;

18. Undestanding of quality frameworks;
19. Economics;

20. Marketing.

Also, the study highlighted the basic skills required from
internal auditors at various levels. These were grouped
in common skills and specific skills.

The common skills are the most important skills required
from internal auditors, irrespective of the level that they
are at: internal audit staff, internal audit management
and chief audit executive. Each must continually improve
these skills, throughout their career.

The specific skills are the five most important skills
required from internal auditors at each level. These skills
must be developed as auditors occupy higher positions.

Both common and specific skills have been grouped as
general, behavioral and technical, and the analysis was
carried out depending on the different position that
internal auditors can occupy in the internal audit
structure of an organization.

General competencies are the skills considered to
be essential for the completion of certain tasks. In
Table 4 these are presented in the order of their
importance, together and individually, for all three
internal auditing professional categories.

N o g s~ wDd e

© o

year X1V



Table 4. General competencies required from internal auditors, at global level,

based on the position of the auditor*

General competencies, ranked by their importance to Order of importance for:
internal auditors, regardless of the position ocuppied - - -

by auditors Internal audit staff | Management | Head of audit function
Communication skills 1 2 3
Problem identification and solution skills 2 5 5
Ability to promote the value of the internal audit activity 7 8 1
Keeping up-to-date with industry and regulatory changes
and professional standards 4 4 3
Organizational skills 6 1 6
Conflict resolution/negotiation skills 8 3 4
Staff training and development 10 6 7
Competency with accounting frameworks, tools, and
technigues 3 9 9
Change management skills 11 7 8
Competency with IT/ICT frameworks, tools, and techniques 5 10 11
Cultural fluency and foreign language skills 9 11 10

4Based on answers to question Q76. Please indicate the importance of the following competencies for you to perform your work at

your position in the organization.

Source: Author's processing based on the CBOK 2010 database and Bailey, 2010

As for the general specific competencies, the study
provided the following results:

o The internal audit staff need especially

communicative skills and the ability to use .

conceptual frames, need problem identification and
problem solving skills as well as the ability to use the
techniques and tools specific to the fields of
accounting and information technology.

o The internal audit managers need management

skills, communicative skills, negotiation skills and
problem solving skills.

The chief audit executive needs the ability to
enhance the value of the internal audit within the
organization, to communicate, negotiate and solve
problems, as well as to stay updated on any
legislative changes.

Table 5. General competencies that the internal auditors need, at global level, European level and in

Romania®
General competencies, ranked by their importance Global Europe Romania
to internal auditors
Communication skills 1 1 1
Problem identification and solution skills 2
Ability to promote the value of the internal audit activity 3 4 4
Keeping up-to-date with industry and regulatory changes and
professional standards 4 5 2
Organizational skills 5 3 3
Conflict resolution/negotiation skills 6 6 7
Staff training and development abilities 7 8 8
Competency working with accounting frameworks and specific
accounting tools and technigues 8 10 6
Change management skills 9 7 11
Competency working with IT/ICT frameworks, tools, and techniques 10 9 9
Cultural fluency and foreign language skills 11 11 10

5Based on answers to question Q76. Please indicate the importance of the following competencies for you to perform your work at

your position in the organization.
Source: Author's processing based on the CBOK 2010 database

No. 9(141)/2016
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By analyzing Romanian internal auditors’ perception of
the general competencies that they need in order to
perform their specific activities, one can notice that, in
Romania, the need to stay up-to-date with legislative
changes is felt more accutely, probably as a
consequence of the quasi-continuous instability which
characterizes the Romanian legislative environment.

Table 6. Behavioral skills needed by internal auditors®

Behavioral skills are represented by the way in which
one’s own actions are perceived by the others, from the
perspective of generally accepted standards.

As in the case of general competencies, the following
table presents them in the order of their importance, at
the level of the three categories of internal audit
professionals, taken together and individually.

Order of importance for:

Behavioral skills, ranked by their importance to

internal auditors, regardless of the position Internal audit staff Management Hefa d Of.aUd't
i i unction
ocuppied by auditors
G E R G E R G E R
Confidentiality 1 1 1 4 4 10 1 1 1
Objectivity 2 2 3 11 10 7 6 5 3
Communication skills 3 3 2 1 1 5 3 3 4
Judgment 4 5 8 7 8 11 8 8 11
Work well with all levels of management 7 7 6 10 11 9 7 7 9
Governance and ethics sensitivity 8 8 5 5 5 1 4 6 2
Team player - collaboration/cooperation 5 4 4 14 14 13 15 15 10
Relationship building - building bonds 10 10 12 13 13 4 10 10 12
Work independently 6 6 11 15 15 15 14 14 15

Team building/creating group synergy

13 9 7 12 13 13 14

Leadership

15 2 2 3 2 2 7

==
||
==
O p[w

Influence - ability to persuade 10 6 6 6 5 4 5

Facilitation 11 11 7 8 9 14 12 11 6
Staff management 15 15 14 3 3 2 9 9 8
Change catalyst 13 12 9 12 12 8 11 12 13

6Based on answers to question Q74. Please mark the five most important of the following behavioral skills for each professional staff

level to perform their work.
Legend: G = global level; E = European level; R = in Romania

Source: Author's processing based on the CBOK 2010 database and Bailey, 2010

Concerning specific behavioral skills other than
confidentiality, which is ranked among the first positions
in all categories, the study revealed that:

¢ Internal audit staff need to be objective, to rely on
good professional reasoning and to be able to
collaborate, i.e., to be a good team member.

¢ Internal auditing team/assignment managers need
communication skills, leadership skills, governing
skills and staff management skills. Also, they need
sensitivity to ethical aspects.

o The chief audit executive needs leadership skills,
communicative skills, governing skills and persuasive
skills, as well as concern for ethical issues.
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In Romania, the internal audit managers’ views on
confidentiality are surprising, since unlike
professionals from other countries, they do not see it
as an important requirement (ranked 10). Also, there
is a contradiction between the option for building
relationships (ranked 4) compared to that of
organizing teams (ranked 12), and the relative
importance given to communication (ranked 5), since
both at European level and globally, the
communication skills of internal audit engagement
leaders are of primary importance.

Technical skills consist in the application of knowledge
or skills to an activity. The importance of technical skills
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in carrying out the specific objectives, at the level of the
three categories of internal audit professionals, taken

together and individually, at global level, at European
level, and in Romania, is classified below.

Table 7. Technical skills needed by internal auditors’

Tehnical skills, ranked by their importance Order of importance for:
to internal auditors, regardless of the - - -
position ocuppied by auditors Internal audit staff Management Head of audit function
G E R G E R G E R
Understanding business 3 2 5 1 1 4 1 1 4
Risk analysis and control assessment
techniques 1 1 1 4 5 14 3 4 5
Identifying types of controls 5 5 6 13 13 15 13 13 12
Governance, risk, and control tools and
techniques 12 10 9 8 9 6 4 5 8
Business process analysis 4 4 3 7 8 9 10 9 3
Data collection and analysis tools and
techniques 2 3 4 17 17 11 17 17 16
Operational and management research skills 6 7 2 5 4 8 6 3 1
Problem solving tools and techniques 8 12 18 6 7 7 7 8 10
Negotiating 14 13 15 3 3 3 2 2 9
Project management 13 14 13 2 2 2 5 6 2
Forensic skills/fraud awareness 11 9 7 11 11 18 9 10 6
Use of IT/ICT and technology-based audit
techniques 7 6 11 15 15 16 15 14 11
Financial analysis tools and techniques 10 11 12 14 14 13 14 16 17
Statistical sampling 9 8 8 18 18 17 18 18 18
Forecasting 16 16 10 9 6 1 8 7 7
Total quality management 17 17 14 10 10 5 11 11 14
ISO/quality knowledge 15 15 17 16 16 12 16 15 13
Balanced scorecard 18 18 16 12 12 10 12 12 15

7 Based on answers to question Q75. Please mark the five most important of the following technical skills for each level of

professional staff to perform their work.

Legend: G = global level; E = European level; R = in Romania

Source: Author's processing based on the CBOK 2010 database and Bailey, 2010

The specific technical requirements that the three
categories of professionals need are presented below.

o The internal audit staff need thorough knowledge of
risk analysis techniques, of data collection and
analysis instruments and techniques, the capacity to
understand and analyse businesses and to identify
control categories.

o The internal audit managers need the ability to
understand businesses, skills in the field of
operational and management research, in project
management, as well as good negotiating skills.

o The chief audit executive needs to thoroughly
understand businesses, to be a good negotiator and
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a good project manager, and also to master the tools
and techniques specific to governance, risk analysis,
and control assessment.

Regarding the technical skills that they should possess,
it is significant that Romanian internal auditors do not
rate as particulalrly important the understanding of
businesses, as it is the case with audit managers and
chief audit executives in other countries. The place (14)
occupied in the views of Romanian internal audit
managers by the need to know the “Techniques of risk
analysis and control evaluation” is also surprising, since
for auditors in similar positions in other countries, this
component ranked fifth, at its lowest.
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Many answers given by Romanian internal auditors
regarding the categories of knowledge and
competencies that they need can be accounted for by
the age of the internal audit position in Romanian
organizations. The data analysed show that in Romania,
in 2010, most organizations (86.42%) had had the

internal audit position for less than 10 years, and only
1.23% had had it for over 25 years (Table 8). In fact, the
latter must be the case of the internal audit function in an
international or multinational company activating in
Romania as well, since before 1989 such an activity in a
Romanian firm could not take place.

Table 8. The age of the internal audit activity in organizations®

How long has your organization's internal audit activity been in place? Global Europe Romania
0-10 years 44.83% 48.33% 86.42%
11-25 years 30.34% 28.16% 12.35%
26-50 years 17.44% 15.26% 1.23%
51-100 years or more 7.38% 8.25% 0.00%

8 Based on answers to question Q12. Specify your professional experience (please mark all that apply).

Source: Author's processing based on the CBOK 2010 database

Note Q6. How long has your organization's internal audit activity been in place?

Unlike in Romania, where the position of internal
auditor is relatively recent, globally and in Europe
the activity is significantly older, since about 25% of
the companies have had the activity organized for
over 25 years. In fact, at global level, in over 55%
of the firms, internal audit is past 10 years old, and
in Europe, over 50% of the firms have been

running the internal audit activity for more than 10
years.

The relatively short time that internal audit has had in
Romania explains why the number of internal auditors who
declare that they have skills in fields such as accounting,
management, finance, IT, technical or other fields than
those listed is higher than at global or European level.

Table 9. The professional experience of internal auditors

Professional experience Global Europe Romania
Internal auditing 93.15% 93.45% 96.15%
External (independent or public) auditing 34.76% 28.64% 24.04%
Management 35.20% 31.69% 47.12%
Accounting 38.90% 29.57% 56.73%
Finance 25.28% 26.11% 38.46%
ITACT 10.81% 11.96% 15.38%
Engineering 3.99% 4.50% 13.46%
Other 15.68% 20.78% 24.04%

1 Based on answers to question Q12. Specify your professional experience: (please mark all that apply).

Source: Author's processing based on the CBOK 2010 database

As one can see in the sample presentation section
(Table 2), in Romania, the most frequent university
degree among internal auditors included in the
research is not accounting (first place globally), but
finance, followed by management and internal audit.
Nevertheless, more than half of the Romanian
internal auditors questioned (56.73%) declare to be
experienced in accounting. Anyway, a striking
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majority (96.15%) declare to have experience as
internal auditors. An interesting and predictible
aspect is that the number of those who declare to be
experienced in a technical field (13.46%) equals the
number of those who declare to have majored in a
technical field.

In order to understand the relationship with the
management and executive structures within the
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organization, we considered it important to analyse to
whom the internal audit report is addressed. Thus, as
one can see in Table 10, the results were close for the
three analysed groups, yet globally, there is a higher
rate of reporting to the audit committees. A possible
explanation could be that not all jurisdictions share the
legal requirement to have an audit committee. For
example, in Romania, the Company Law rules the
possibility to organize audit committees, without making

it compulsory. Also, a study published in 2005 by The
International Organization of Securities Commissions
(I0SCO, 2005) showed that there is a specific legislation
or another type of regulation concerning the requirement
to have audit committees in only 53% of the jurisdictions
where I0SCO members are based. In emerging
countries, such requirements are minimal or absent.
Only chief audit executives were asked to answer this
question.

Table 10. The destination of internal auditors reports©

Where do you administratively report (direct line) in your organization Global Europe Romania
Audit committee, or equivalent 34.35% 28.32% 22.22%
Chief Executive Officer (CEO)/president/head of government agency 42.72% 51.80% 55.56%
Chief financial officer (CFO)/vice president of finance or Other 22.93% 19.88% 22.22%

10 Based on answers to question Q14. Where do you administratively report (direct line) in your organization?
Source: Author's processing based on the CBOK 2010 database

The explanation above can be easier understood if we
analyse Figure 1: the extent to which firms have
organized audit committees. In Romania, the low rate of

reporting to an audit committee is justified by its absence
in many entities. As seen above, this is the case of many

internal auditors working for public institutions.

Figure 1. The existence of audit committees in companies!
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Global

Europe

Romania
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11 Based on answers to question Q26. Is there an audit committee or equivalent in your organization?

Source: Author’s processing based on the CBOK 2010 database
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An indicator where Romania rates above the European training per year, as one can see in Figure 2.
and global average is the number of 40 hours of formal

Figure 2. 40 hours of formal training per year!?

90.00%
0,
80.00% 11.54% KRV 78.57%
70.00% -
60.00% -
50.00% -
’ m Yes
o -
40.00% No
30.00% -
22.46% 21.43%
20.00% - —
10.00% -
0.00% -
Global Europe Romania
12 Based on answers to question Q15. Do you receive at least 40 hours of formal training per year?
Source: Author's processing based on the CBOK 2010 database
If we analyse the distribution of internal auditors based internal auditors (48%) are employed in national
on the category of organizations that they work for organizations, which is explained by the fact that they
(Figure 3), we note that in Romania almost half of the work mainly in the public sector.

Figure 3. The casting of internal auditors based on geographical position of the organzation

for which they work?!?

50%
45%
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35%
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25%
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15%
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127% 1%

m Global
Europe

1 1 1 1 E 1 1 1 1 |

= Romania

Local State/provincial/ National International/
regional multinational

13 Based on answers to question Q21. Is your organization [local, state, national, international ...]?
Source: Author's processing based on the CBOK 2010 database
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We can notice that at global level and especially in
Europe, there is a higher number of internal auditors
employed in international or multinational companies. In
Romania as well, the number of internal auditors
employed in international or multinational companies is
significant (35%).

After discussing the characteristic features of internal
audit in Romania and worldwide and after identifying the

competencies and knowledge that auditors need to carry
out their assignments, we propose to identify the trends

in the future use of techniques and tools which are
currently used by internal auditors. Thus, as one can see
in Table 11, in order to deliver high quality internal audit,
internal auditors believe that the most useful are: risk-
based planning, various ways of electronic
communication, analytical review, statistic sampling,
data mining techniques and computer-assisted audit
techniques. Except for data mining techniques, ranked
12 by Romanian auditors, the rest of the techniques and
tools are valued equally by internal auditors worldwide.

Table 11. Internal auditors’ preference for the use of various audit techniques and tools

The extent the internal audit activity uses or plans
to use the following audit tools or techniques Global Europe Romania
on a typical audit engagement

Risk-based audit planning 1 1 1
Control self-assessment 8 8 6
Balanced scorecard 14 14 13
Benchmarking 10 9 7
Analytical review 3 3 5
Data mining 6 6 12
Statistical sampling 4 5 2
Computer assisted audit technique 7 7 9
Total quality management techniques 15 15 15
Continuous/real-time auditing 11 12 8
Electronic work papers 5 4 4
Flowchart software 9 10 11
Process mapping application 12 11 16
Process modelling software 16 16 14
Other electronic communication (e.g., Internet, E-mail) 2 2 3
The IIA’s quality assessment review tools 13 13 10

14 Based on answers to question Q69. Indicate the extent the internal audit activity uses or plans to use the following audit tools or

techniques on a typical audit engagement.

Source: Author's processing based on the CBOK 2010 database

With respect to the professional certifications of
Romanian internal auditors, we note a low
percentage in the number of Certified Internal
Auditors (CIA). Other certifications are also
absent, except for a small number of internal
auditors.

The situation relative to the most important
professional certifications that internal auditors
have or plan to obtain in the following five years
is presented below. The auditors were asked to
name all their qualifications.

No. 9(141)/2016

We note that Romanian internal auditors score better at
planning to obtain certifications rather than at having
them. Globally and at European levels the situation
looks much better, meaning that most internal auditors
have already obtained Certified Internal Auditor
Certificates (CIA), Chartered Professional Accountant or
Financial Auditor (CPA) Certificates and Certified
Information Systems Auditor (CISA) Certificates. Also,
as in Romania, those who work in internal audit
structures were interested in obtaining a Certified
Internal Auditor Certificate.
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Table 12. The professional certifications Romanian internal auditors have or plan to obtain?®

: s Planned additions over the
Professional certifications Currently next five years
CIA - Certified Internal Auditor 17.31% 51.92%
CPA - Certified Public Accountant 1.92% 8.65%
CGAP - Certified Government Audit Professional 10.58% 12.50%
CFSA - Certified Financial Services Auditor 3.85% 18.27%
CISA - Certified Information Systems Auditor 1.92% 5.77%
Other 25.00% 2.88%
None 16.35% 1.92%

15 Based on answers to question Q11. Which professional certifications and/or qualifications do you have related to internal auditing?

(Choose all that apply).

Source: Author’s processing based on the CBOK 2010 database

Our research has revealed that the demand for more
competencies and knowledge among internal
auditors results from the evolution of the internal
auditor’s position towards new roles. In this context
we mention the results of a study conducted by Ernst
& Young in 2013, titled “Key Findings from the Global
Internal Audit Survey 2013", which identified and
synthetized several aspects concerning internal
audit, as follows:

o Internal auditing is increasingly expected to offer
stakeholders a more and more accurate
perspective on business, as well as to play the
role of a strategic advisor for an organization.

o Expectations that internal audit be more and
more involved in identifying, assessing and
monitoring resources have increased.

o |tis afact that internal auditors lack data analysis
skills, business strategy skills, risk management
skills, fraud prevention and detection skills, and
most times they are not experienced in the field
in which the orgnization that they serve operates.

As compared to our results based on the data
provided by CBOK (2010), the most recently
published studies, based on the 2015 CBOK data
provide a more encompassing image of the
current realities and trends in the internal
auditors’ activity. Thus, Rose (2015) conducted a
complex analysis of the way in which internal
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auditors self-assess their competencies.
Rittenberg (2016) conducted a comparison
between the 2010 and 2015 results concerning
the interaction between internal auditors and
audit committees. Piper and Harrington (2015)
provide several ideas concerning the manner in
which internal auditors can build a successful
career in the increasingly changing business
world.

The role of studies carried out by the
organizations involved in regulating, promoting
and assessing the internal audit activity globally
is to provide a guide for professionals to develop
the competencies that they need in order to
perform a high quality internal auditing activity,
and to plan their personal development. Itis a
generally accepted fact that, for internal auditors,
professional experience is essential in their
activity. However, even though experience can
only be gained in time, anyone can invest in their
personal development, including by obtaining
internal audit certifications.
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Internal audit (IA) is an important pillar for the corporate
governance. However, this status is not obtained by
itself; on the contrary, it results from a joined effort of the
entire IA department and by a clear vision provided by
the chief of internal audit (CAE). The competition on the
internal market and especially in the global economy
generates increased concerns regarding the companies’
financial performance. Achieving the business objectives
and financial performance remains a major concern for
decision-makers and it also represents the investigation
space for 1A, whose role is to support the company in
the achievement of its objectives by an efficient use of
resources and the improvement of business and risk
management processes.

The studies emphasized that the maturity level of the 1A
function differs from one country to another, a fact
explained by cultural differences and the IA functions’
“age”, the economic development being also a
determinant factor. Corporate governance has its own
impact on the development of the 1A function (Sarens et
al.,, 2011). In Romania, the IA function is implemented
for more than a decade, a fact that can explain the
relatively reduced maturity level as compared to the one
registered in western countries. The difficulties that are
still manifesting in the process of solid corporate
governance implementation have influenced the
consolidation effort of IA function in Romanian
companies. Romanian internal auditors have the
advantage to learn from the experience of other
countries and benefit from the progress registered in the
profession as a result of the joined efforts of international
professional organizations.

The present paper aims to emphasize the tendencies
and priorities of IA as they are reflected by the
international studies issued in the last years. The author
considers that emphasizing these aspects is extremely
useful for the Romanian internal auditors, helping them
to better plan their missions, to improve their working
methods and their own professional abilities, and to
consolidate the collaboration with the audit committee
members and executive management.

The performed research is a qualitative one. The
followed objectives are the identification of the trends,
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priorities, objectives, and techniques used in I1A
worldwide, aiming to provide comparative information
related to the IA characteristics in Romania. The
research required a review of IA literature worldwide, as
well as the analysis of studies carried out by prestigious
international organizations regarding the evolution of IA.
The present research is part of a wider research project
meant to cover a large timeframe, which was initiated
several years ago and is aiming at tracking the evolution
of IA in Romania and the implementation of best
practices, while promoting IT-based methodologies and
techniques.

The risk-oriented approach has become a constant for
IA. The entire activity performed by internal auditors is
determined by the risks that company is exposed to.
Knowing the particularities of the business and industry
the company is operating in, internal auditors must
identify the strategic risks and current operations and, at
the same time, anticipate the main strategic risks for the
future. Therefore, internal auditors must anticipate
those risk exposures, monitor the existing risks and
establish the audit plan and missions’ objectives based
on the estimated risk exposures. The annual plans will
reflect the stakeholders’ expectations (expressed or
anticipated by internal auditors) and the estimated risks
trends that could deter the achievement of companies’
objectives. It is necessary to underline the importance
of anticipation in 1A work, but also to emphasize the
proactive character of the internal auditors’ work. If
internal auditors, by their arguments, will convince the
audit committee that the annual plan focuses on key
risks that affect the business, they will obtain not only
the approval for the IA plan, but also the required budget
for its implementation and the entire support they need
to perform their mission.

Recent international studies emphasize the need that
internal auditors turn their attention to the risks
generated by the rapid development of technology, with
significant impact over the business processes, a special
place being allocated to the information technology (IT)
and the risks associated with its employment. From this
perspective, the internal auditors need to assess the
“likely impact of possible future events — including their
second and third order consequences — on their
organizations’ strategies and operations” (Harrington
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and Piper, 2016). This implies, on the one hand,
increased abilities of internal auditors related to the
specificity of audit missions regarding information
systems and computerized data processing and
transmission, and, on the other hand, the assessment of
the specific risks, by taking into consideration not only
their direct impact, but the entire chain of consequences.
The occurrence of some IT risks might produce as a
direct consequence data security breaks and/or
impairment of data processing quality — including
possible systems’ cut-off (hackers' attacks, viruses
attacks). Secondly, IT risks might induce financial losses
as a result of the business processes cut-off (the
information systems supporting them being inoperable).
As a third order consequence, IT risks might generate
data leakages for the benefit of competitors, determining
the loss of business opportunities or the decrease of the
market share.

The IT risk is among the first five risks the internal
auditors are concerned with. From the managers’
perspective, the risks involving the highest attention are
the operational risks, business strategic risks and
compliance risk. Nevertheless, one of five internal
auditors state that they spend no time auditing the
company’s information security, while one of four
internal auditors declare that they do not allocate any
time to auditing social media (Harrington and Piper,
2016). This fact is explained by the specific
competencies required for information systems’ audit
activities and by the low number of auditors who have a
bachelors’ degree in computing or who are certified as
IT auditors. Therefore, sensitive aspects are represented
by the continuous training of internal auditors focusing
on information technology and also the need for the
university training of accountants to be more oriented
towards IT audit. We refer to the accounting university
studies, taking into consideration that, significantly,
accounting bachelors are more oriented towards the 1A
profession, accounting being the expertize area asked
especially in the recruitment and continuous training
processes.

For the banking and financial markets industry, the
internal auditors’ attention is focused on (KPMG, 2016):

o Increasing regulatory expectations;
e Culture and conduct;

o Regulatory reporting;

e Stress tests;
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o Cybersecurity;

o Third party relationships management (as a result of
outsourcing some activities and the IT systems
maintenance services);

e Continuous risk assessment;
o Data analysis/continuous audit;

o Recruitment and retention of experienced
professionals.

A priority for 1A is represented by the extended use of IT
in the auditors’ work. Four of ten CAEs declare that “the
use of technology is appropriate or better” — comparing
with 2006 — when the previous survey took place
(Cangemi, 2015). The same survey emphasized that two
of ten CAEs declare that “their departments primarily
rely on manual techniques”. This fact could be
determined by:

o The level of knowledge and abilities internal auditors
have in the field of IT;

o The insufficient budgets allocated to the A function
making difficult or actually impossible the acquisition
of IT-dedicated software; and

o The inadequate strategy on IA development based
on IT-dedicated instruments ensuring efficiency and
effectiveness to IA.

Among the IT instruments and products which can be
used by internal auditors we mention:

o Electronic work papers;

o Automated tools to manage the information
collected;

o Instruments for data analysis;

o Tools for data mining;

e Tools for continuous audit;

o Instruments for planning audit missions;
o Instruments for 1A follow-up activities;

o Software for risk assessment etc.

By emphasizing the need to focus internal auditors’
attention on IT risks, the mentioned surveys confirm the
findings from previous studies (such as Protiviti, 2014)
that underlined as priorities for 1A:

o Social media, applications using mobile devices,
cloud computing, information security;

o Use of Computer Assisted Audit Techniques -
CAATs and data analysis tools;
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o Fraud prevention and identification, based on
technology.

Protiviti (2016) continued the survey in 2016 emphasizing
that the cybersecurity risk is constantly included in the
audit plan and important priorities are registered in regard
with the use of mobile devices, cloud computing, IT
standards and Internet of Things (Protiviti, 2016).

The data mining tools usage registered a moderate
increase, the majority of the respondents declaring their
use at the basic level. Data mining can be used
successfully to identify fraud and anomalies in
commercial activities, data shortages/inconsistency, risk
monitoring etc. It is important to underline that data
mining and data analysis processes are partially
performed in 1A departments. In Europe, for example,
18% of those processes are performed outside the 1A
departments (Cangeni, 2015). Including data analysis in
the specific working processes of internal auditors will
ensure the increase of the efficiency and effectiveness
of their work, one of the vectors being the continuous
risk assessment process performed in this context.

The internal auditors’ professional profile registers a
constant dynamic as a result of the evolution in the
accounting profession, as a general framework, and of
changes in the business and regulatory environments.
These changes involve an in-depth knowledge of
business models, processes and activities performed
within a company, many of which are IT-based and as a
result require IT abilities and skills. Henderson, Davis
and Lapke (2013) underline the tight connection
between the business processes and IT, the entire
infrastructure of the company being IT-based. This fact
determines changes in the 1A and the established
objectives, activities carried out and the knowledge
required from the auditors.

The |A resources, in terms of the number of certified
internal auditors, are limited, the concern to retain/recruit
specialists is high, a lot of researches aiming at
identifying the knowledge and abilities required from
internal auditors. As a result, there were identified
specific requirements regarding abilities and knowledge
related specifically to the professional profile, and also
an extended set of abilities related to the relationship
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and communication skills, which are extremely important
for an internal auditor.

Among the abilities asked from the auditors we mention:
public speaking, time management (useful in the
establishment of audit plans and the management of
missions), building solid relationships with the 1A
committee members, executive management and
external contacts, the ability to face high pressure
meetings, leadership, strategic thinking etc.

Harrington and Piper (2016) emphasize that the main
knowledge, abilities and competencies asked for the
internal auditors are:

o Critical thinking;

e Communication skills;

e Accounting;

o Risk management assurance;

o Information technology (general knowledge);
o Industry specifics.

It is not surprising that the answers to questionnaires
placed critical thinking on the first place. The entire work
of an internal auditor is based on this critical thinking,
starting from the identification of the critical areas to be
audited as a result of the risk assessment, the selection of
audit procedures and ending with the opinion and
recommendations. Communication is essential, helping
internal auditors to identify the stakeholders’ expectations,
to build strong relationships with the IA committee
members and managers, gaining their trust and their
support in solving problems. Communication is also
necessary during missions when, based on
questionnaires or in interviews, the auditors collect the
necessary information. On the third place there is placed
the accounting knowledge, which, in most cases,
represents the professional background of the internal
auditors. The IT knowledge has an important place, as a
result of the IT-based environment in which the company
operates, and as a result of the extended use of IT
instruments by the internal auditors in their daily activities.

Maybe one of the most sensitive problems, less
investigated by the researchers, is the way in which IA
performance is measured. The topic is of special interest
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for both scientists and IA professionals, as well as for
companies. How are the quality of IA activities and the
adequacy to stakeholders’ needs and expectations
assessed? An insight into the practice of the profession
would emphasize the interest for the question showed
by the CAEs and their entire teams, and also by the
audit committee and executives.

The practice guide issued by the Institute of Internal
Auditors - 1A underlines that “IA should establish
performance metrics and related measurement criteria
appropriate to its environment/organization to measure
the degree (including quality) of achievement of
objectives for which the 1A activity is established” (llA,
2010).

The practice of IA led the way to the establishment of a

set of metrics, mainly quantitative, such as, for example:

o Planned vs. completed audit missions according to
the approved audit plan;

e Proper use of budgets;

e Performance of audit mission in the allocated time
budget;

o Time for issuing the audit report;

o The degree to which recommendations made as a
result of completed IA missions were accepted and
implemented;

o Cost savings and/or income increase as a result of
IA recommendations for the improvement of
processes and activities.

In our opinion, the IA evaluation should emphasize the
way in which the IA helped the organization to achieve
its objectives. The last two indicators mentioned above
are adequate in this regard.

The I1A (2010) recommends to include between the
criteria used for the assessment of IA, next to the ones
mentioned above, the following items:

o The total number of annual training hours per auditor;

o The internal auditors’ experience, including the
number of certified internal auditors, their expertize
etc.;

e The use of the internal auditors’ time — direct vs.
indirect time used:;

o Staff retention/Turnover in the 1A department;

o Average response time to the stakeholders’
requirements;
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o The quality of the feedback from auditees (the
number of positive vs. negative ones);

o The usage of new information technologies in 1A
activities.

Aiming at adding value and contribute, in a direct way, to
the financial performance of the company, 1A should
offer solutions for the improvement of processes and the
identification of business opportunities. The number of
recommendations for cost savings, processes
improvements (including an improved risk
management), recommendations for a better use of
resources, identification of business opportunities,
recommendations for an improved alignment to the
compliance issues could all represent criteria for the
evaluation of IA, close to the stakeholders’ expectations.
By the nature of the missions and objectives
established, A should be aligned to the company’s
priorities aiming at achieving the business objectives.
Nevertheless, the study by Harrington and Piper (2016)
emphasizes that 57% of the respondents declare that
they are “totally or mostly aligned to the business
strategic plan”. Under these conditions, the objective of
IA to support the company in achieving its objectives is
difficult to fulfil.

As the risks’ evolution registers a constant dynamic, the
updating of annual audit plans (by changing the
missions’ prioritization as well as including new ones as
a result of increased risk exposure) could be considered
as a useful criterion in assessing IA. This type of
changes, argued in front of audit committee, prove the
quality of the risk assessment process performed by
internal auditors and the focus of missions on the most
risk exposed areas.

IA registers a continuous evolution determined by the
dynamic environment that it is asked to investigate, the
expectations — always changing - expressed by
stakeholders and, not the least, by the requirements of
best practice specific for IA. The quality of the results is
mainly determined by the way internal auditors succeed
to anticipate correctly the risk evolution and the
requirements of audit committee and executives,
focusing on the most risk-exposed areas and offering
the recommendations for the improvement off processes
and the achievement of strategic objectives.
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Highly priority items in the internal auditors’ work are: the
alignment to the company’s strategic business risks, the
rigorous approach of the IT risks by their integration with
the business risks, the assimilation of the IT-based
techniques and instruments in the current activity, the
recruitment of experienced auditors proving extended
computer skills, and the continuous training, including in
the IT field.

Establishing metrics for the 1A assessment altogether
with the approval of the 1A plan, and the permanent
monitoring of their values by the CAE and audit
committee offer objective criteria to assess and connect
the audit work to the company’s performance. These
aspects also contribute to the fulfilment of requirement
that the 1A’s support the company in achieving its
objectives.
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The importance of the audit function in banking
institutions has considerably increased during the
financial crisis, the focus of the management moving to
risk management and control processes. The role of
internal audit is to help management in protecting the
bank’s patrimony, reputation and ensuring the
sustainable development of the organization, by
providing an extensive analysis and a comprehensive
insight on activities. Furthermore, just as each
department must achieve the set objectives and add
value to the organization, the same is true for the
internal audit department.

This study aims to examine the methods used to
measure the value of internal audit in the banking
industry and to identify the most significant methods that
consider the effect of the internal audit results on the
organization.

We propose answers to questions such as: “Do audit
functions in banking institutions confirm their value?” and
“How can internal audit demonstrate its contribution to
adding value to the organization?” In this regard, we
approached the measuring of the internal audit value
from a theoretical point of view. Further, we investigated
which are metrics (KPIs) and practices used to measure
the value of internal audit and analysed the extent to
which these metrics are likely to highlight the value
added to the organization by the internal audit activity.

The results of the study suggest that most organizations
use methods that contain mainly quantitative and less
qualitative elements. There are differences between
banks and other types of organizations in terms of the
methods and practices used, but also on the importance
showed to measurement of internal audit value. In
addition, the findings confirm that there is room for
improving the methods and practices used, so that the
audit function gains value and credibility.
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The global financial crisis has demonstrated the need to
revise certain functions whose performance is important
for the healthy functioning of the banking system, one of
these functions being represented by internal audit,
which must respond to new challenges, changes and
expectations.

During the current period, banking institutions face a
dynamic and challenging environment, where they must
comply with new regulatory requirements, strengthen
corporate governance and expand their offer of products
and services. Most banking institutions had no option but
to seek solutions in order to achieve a balance between
managing risk, maximizing profitability and ensuring the
observance of applicable regulations.

Although the internal audit function is not directly
responsible for the identification of solutions to the

problems faced by banking institutions, it has an
important role, supporting the organization in achieving
and maintaining the necessary balance, by providing
evaluations of the internal control environment and
recommendations leading to the improvement of risk
management processes and the assurance of
compliance with regulations.

Under these circumstances, internal auditors have
not only the opportunity, but also the responsibility to
support the management, by proactively involving in
finding solutions to the problems of the organization
and by providing recommendations and support to
the business lines, management and the audit
committee.

These developments are also reflected by the
modifications occurred over time in the definitions of the
internal audit function provided by the Institute of Internal
Auditors (llA), presented in Table 1.

Table 1. The evolution of internal audit definitions provided by the IIA

The old definition of internal audit
(released in 1947, revised in 1999)

The current definition of internal audit
(released in 1999)

“Internal Audit is an independent appraisal function established within
an organization to examine and evaluate its activities as a service to
the organization. The objective of internal audit is to assist members of
the organization in the effective discharge of their responsibilities. To
the end, internal audit furnishes them with analyses, appraisals,
recommendations, counsel and information concerning activities
reviewed. The audit objective includes promoting effective control at
reasonable cost. The members of the organization assisted by internal
auditing include those in management and the board of directors.”

Source: Author's processing of definitions provided by the 1lA, 1947; [1A, 1999

“Internal auditing is an independent, objective assurance
and consulting activity designed to add value and
improve an organization'’s operations. It helps an
organization accomplish its objectives by bringing a
systematic, disciplined approach to evaluate and improve
the effectiveness of risk management, control and
governance processes.”

According to the most recent definition developed by the
I1A (1999) and approved by the IIA Board of Directors in

1999, some important developments can be noted,
which are highlighted in Table 2.

Table 2. Differences in the definition of internal audit

The old definition (before 1999)

Appraisal function

Examines and evaluates the activities, as a service for the
organization

Assists members of the organization in the effective discharge of
their responsibilities

Promotes effective control at a reasonable cost

The current definition (after 1999)

Objective assurance and consulting activity

Adds value and stimulates improving the organization’s
activities

Assist the organization in fulfilling its objectives through a
systematic and disciplined approach

Evaluates and improves the effectiveness of risk
management, control and governance processes.

Source: Author's processing
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The revised definition of internal audit emphasizes the
objective of internal audit, which is to add value to the
organization and activate the improvement of its
activities through the provided objective assurance and
advisory services.

In the guide “The internal audit function in banks”
(BCBS, 2012), The Basel Committee on Banking
Supervision (BCBS) highlights the fact that the internal
audit function must provide the bank’s board of directors
and senior management with assurance in regard to the
quality of the internal control system, thus reducing the
risks of loss and reputational damage for the bank. At
the same time, the bank’s supervisors must be content
with the effectiveness of the bank’s internal audit
function regarding the compliance with policies and
practices and the adoption by the management of
appropriate and prompt measures in order to remedy the
internal control deficiencies identified by internal audit.

The conclusions drawn from various studies carried out
recently (Global Audit Information Network — GAIN, 2009;
PriceWaterhouseCoopers - PwC, 2014a, 2014b; Ernst &
Young, 2010; Deloitte, 2014) highlight the major
challenges faced by internal audit in terms of expanding its
role, given multiple emergent risks, rising of expectations
and stronger stakeholder scrutiny, as well as resources
pressures. To overcome these difficulties, it is necessary
for the internal audit function to develop the core
competencies, approaches, tools and practices, which
enable the increase of value added for the organization.

Both Chief Audit Executives (CAES), as well as
stakeholders, recognize the potential of the internal audit
function to add value to the organization. The important
positive contribution that internal audit can bring in
governance and operations of an organization depends
on the effective implementation, functioning and
management of the internal audit function, which is
possible only under the conditions of maintaining and
strengthening its credibility.

In order to maintain and increase the credibility and
authority of internal audit, the internal auditors should:

o Understand how the organization perceives audit
value;

o Define a strategic audit plan appropriate for the
mandate of the internal audit function, containing the
established objectives which prove the value
delivered to the organization;

o Measure the value and performance of internal audit;
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o Properly communicate the achieved results.

Since the stakeholders’ expectations have permanently
increased, the management of the audit function had to
adapt their practices to keep pace with these
expectations and to adjust the metrics used to track
results and report performance.

The research methodology employed for the
development of this paper included the following
elements:

o Areview of the international literature, including the
applicable regulations and recommendations (1A,
BCBS) on internal audit in general and on internal
audit in the banking industry. The revision
considered the various aspects of internal audit,
such as: the role and the objectives of internal audit;
the responsibilities incumbent upon the internal audit
function in different areas of activity such as
compliance, risk management, reducing strategic
risk, improving strategic management activity
(business improvement); value added and
assessment of performance of the internal audit
activity; ways in which internal audit can exceed its
current role and become a strategic advisor.

o Areview of the research projects’ results and
case studies including: “Imperatives for Change:
The I1A’s Global Internal Audit Survey in Action.
Report V" (II1A, 2011c); studies and reports
developed by companies of professional services
and consulting (Ernst&Young, 2010; PwC,
2014a, 2014b; Deloitte, 2014).

By performing a critical analysis of the reviewed
literature, research results and studies, we aimed to
answer the following questions:

o What would be the most relevant indicators for
tracking results and for reporting the performance of
the internal audit activities, so that the audit function
demonstrates the added value for the organization?

o What are the methods and practices by which
internal audit can increase the added value for the
organization?

Finally, we synthesized the relevant methods and
practices for internal audit performance measurement in
the banking sector.
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2.1. The position of internal audit within the
corporate governance of credit
institutions

Directive 2006/48/EC of the European Parliament and of
the Council of 14 June 2006 relating to the taking up and
pursuit of the business of credit institutions (Article 22)
requires each credit institution to set a sound
governance framework, which includes an articulated
organisational structure with clearly defined, transparent
and solid responsibility lines, as well as effective
processes for identifying, managing, monitoring and
reporting of the risks to which it is or might be exposed,
appropriate internal control mechanisms, reliable
administrative and accounting procedures, in
accordance with the promotion of an efficient and
healthy risk management.

Considering the fact that strong corporate governance
constitutes an essential condition for the healthy
functioning of credit institutions, which at the same time
may negatively affect the bank’s risk profile without
appropriate implementation, supervisory authorities have
a strong interest in ensuring a sound corporate
governance.

In this regard, the supervisory authorities assess the
extent to which the credit institution has set mechanisms
through which the board and the superior management
achieve their supervisory responsibilities, as well as
processes through which it carries out the monitoring of
strategic objectives, including risk appetites, financial
performance, capital adequacy and planning, liquidity,
risk profile and risk cultures, controls, remuneration
practices and management selection and evaluation.
Special attention is paid to the supervision of risk
management, compliance and internal audit functions,
the supervisory authorities pursuing the degree to which
internal controls are properly assessed and contribute to
the sound governance of the bank.

Internal audit has a very important role within the
corporate governance framework of credit institutions. In
this respect, the “Corporate Governance Principles for
Banks” (BCBS, 2015) stipulate internal audit's
responsibility with respect to the provision of
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independent assurance and support to the board and
senior management in promoting corporate governance
process and the long-term stability of the bank.

The Guide (BCBS, 2015) also highlights the need that
the corporate governance framework to establish clear
responsibilities relating to managing risk, assigned to the
“three lines of defence” of the governance framework, as
follows:

o The first line of defence is represented by business
units, which accept and manage the risk involved in
the activities they carry out;

o The second line of defence, independent of the first
one, includes the risk management and compliance
functions;

o The third line of defence, independent of the first
two, is the internal audit function, which provides the
board and senior management with independent
review and objective assurance on the quality and
effectiveness of the internal control, risk
management and corporate governance systems
and processes, helping the board to secure the
organization and its reputation.

2.2. The role of internal audit regarding the
improvement of the internal control and
risk management

The guide prepared by the BCSB (2015) - “Corporate
governance principles for banks defines the internal
control system as a set of rules and controls regulating
the bank’s organisational and operational systems,
including reporting, processes and risk management,
compliance and internal audit functions.

In line with the requirements stipulated by the applicable
banking regulations in the EU Member States, the
Government Ordinance No. 99/2006 regarding credit
institutions and capital adequacy grants maximum
importance to internal control. Thus, the Ordinance
stipulates that the internal control mechanisms of credit
institutions shall be established by their incorporation
acts and internal regulations and that they must provide
at least the organization of risk management,
compliance and internal audit functions.

The general framework for the implementation of internal
control activity in the banking industry was first
synthesized by the BCBS (1998) in the guide
“Framework for Internal Control Systems in Banking
Organisations”.
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According to this guide (BCBS, 1998), internal control is
a continuous process conducted by the board of
directors, managers and staff at all credit institutions’
levels, having as main objectives:

a. Conducting the credit institution’s activities in an
efficient and effective manner;

b. Providing credible, complete and timely financial and
management information;

c. Ensuring the conformity of the credit institution’s
activities with the legal framework and the applicable
regulations.

In order to achieve the set objectives and ensure
financial stability, credit institutions are required to
implement an internal control system which is composed
of the following five elements, placed in close
correlation:

a. Oversight carried out by the management and the
control culture within the organization;

Risks identification and assessment;
Control activities and separation of responsibilities;
Information and communication;

Monitoring activities and correcting the detected
deficiencies.

The final responsibility for the establishment and
maintenance of an adequate and effective internal
control system belongs to the credit institution’s board of
directors.

The internal audit function meets an important role and
adds value to the organization by providing the board
with an independent review and objective assurance as
to the quality and effectiveness of the internal control
systems and processes and by supporting the
management with regard to the establishment and
maintenance of an adequate and efficient internal
control system.

Therefore, one of the main objectives of internal audit is
to assess the effectiveness and the adequacy of the
internal control system, of which it is part.

Over the past decade, credit institutions have
experienced an unprecedented escalation of risk, which
has caused major changes governance with regard to
risk management and improvement of the approaches
within the control systems.

Banking risks express the probability of failure to
achieve the estimated result or to record a loss,
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considering that when the respective risks become
reality, unexpected results may occur.

The National Bank of Romania (Banca Nationala a
Roméniei - BNR) Regulation No. 5 of December 20,
2013 regarding the administration framework of credit
institution’s activity, the internal process for assessing
the capital adequacy to risks and the conditions of
outsourcing their activities identifies the following major
risks, with significant impact on the financial and
reputational situation of the bank: compliance risk;
interest rate risk; risk related information technology (IT);
reputational risk; strategic risk; market risk; model risk;
credit risk; country risk; transfer risk; liquidity risk; legal
risk.

In the interest of monitoring, managing and evaluating
such risks, credit institutions are constantly involved in
the risk management process. Banking risk
management encompasses all risk management
processes and models meant to ensure the
implementation of risk-based policies and practices,
including techniques and management tools necessary
to measure, monitor and control all risks faced by the
credit institution. Risk-based policies and practices aim
primarily at strengthening the risk profile and improving
the efficiency of the bank’s portfolio.

The responsibilities of the risk management function with
respect to the management of risks faced by the bank
are as follows:

e Continuous measurement of the risks related to the
assets portfolio and other exposures;

o Communicating the risk profile of the bank to the
concerned persons within the bank, to the
supervisory authorities and to other relevant
stakeholders;

o The adoption of measures, either directly or in
conjunction with other banking functions to reduce
the risk of a loss or to reduce the size of the potential
oss.

The management of the credit institution is responsible
for: the understanding the significant risks faced by the
credit institution; the establishment of acceptable levels
of those risks; ensuring that the necessary measures are
taken to identify, measure, monitor and control those
risks.

It is the role of internal audit to support the organization
in pursuing its objectives, through a systematic
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approach, in order to assess and improve the
effectiveness of risk management.

The modern approach of the internal audit is based on
risk and provides for the chief audit executive to carry
out an assessment of the organisation’s risk, based on
which the audit units are assessed; the frequency at
which the units are audited is directly proportional to the
risk associated with them.

The International Standards for the Professional Practice
of Internal Auditing, specifically Standard 2120 Risk
Management (Il1A, 2012) stipulates the need for internal
audit activities to determine the effectiveness and to
support the improvement of risk management
processes. In assessing the effectiveness of risk
management processes, internal audit should consider
the following:

o The objectives of the organisation support and are
related to the mission;

o Major risks are identified and assessed;

o Risk responses are determined in order to harmonize
the risks with the organization’s risk appetite;

o Capturing and fast communicating within the
organisation of important information regarding risk
management enable the involved staff, the
management and the board to carry out their
responsibilities.

Internal audit can assess the processes’ effectiveness
based on information collected during several audit
missions, which, considered together, can provide a
representative perspective on the risk management
process and its effectiveness.

In accordance with Standard 2120 (lIA, 2012), the
assessments made by internal audit in relation to risk
management involve the following:

o Assessing the risk exposures in relation to
governance, operations and information systems of
the organisation;

o Assessing the potential of fraud and the manner in
which the risk of fraud is managed;

o During the advisory missions, approaching the
significant risk in line with the objectives of the
mission, and also paying attention to the existence of
other significant risks;

o During the assistance missions for the establishment
and improvement of risk management processes,
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internal auditors should refrain from assuming any
responsibility with regard to risk management.

Internal audit can have an important contribution in
assisting the organization in its approach to overcome
the difficulties arising from the encountered risks.

Through risk management, internal audit not only
prevents the risks, but it helps the organization to
function more efficiently as a result of a more structured
and organized approach.

2.3. Approaches regarding the value added
and internal audit performance

According to the definition provided in the Glossary to
International Standards in the Glossary for the
Professional Practice of Internal Auditing (I1A, 2012),
“The internal audit activity adds value to the organization
(and its stakeholders) when it provides objective and
relevant assurance, and contributes to the effectiveness
and efficiency of governance, risk management, and
control processes.”

The added value can be seen from the perspective of
various stakeholders, namely: internal auditors/providers
of internal audit services; board of directors/audit
committee/superior management; supervisory
authorities; other stakeholders.

Arena and Azzone (2009) aimed to determine the
factors that influence the effectiveness of the internal
audit activity. The study was conducted based on
information collected from 153 Italian companies and
shows that the effectiveness of the internal audit activity
is influenced by:

e The characteristics of the audit team;
o The audit processes and activities;
o The relationships within the organization.

Thus, the effectiveness of the internal audit is positively
influenced by:

o Increasing the ratio between the number of internal
auditors and the number of employees of the
organization;

o Affiliation of the CAEs to the IIA;

o Adoption by the organization of risk self-assessment
techniques;

e Audit Committee’s involvement in the activities of
internal auditors.
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The study “Global Internal Audit Survey” conducted by
the IIA (2010a) materialized in five reports incorporates
the understanding and views of an important segment of
practitioners in the area of internal audit, internal audit
services providers and academics, with respect to the
nature and purpose of the assurance and advisory
activities specific to the internal audit profession
worldwide, based on more than 13,500 responses
available from respondents in over 107 countries.

The 1A (2011a) report “Measuring Internal Auditing’s
Value. Report IlI”, focused on measuring the value
provided to organization by the internal audit activity
reveals that the value of the audit activity is expressed
through the utility it shows for organization, appreciated
in terms of perceived contribution of the internal audit
activity. This perception is influenced by several factors,
the most important being:

o Ensuring suitable access to the audit committee;

o Conducting the activity without the existence of any
constraints regarding the modification of any rating
assessment or the discarding of mentioning any
deficiencies;

o Audit tools and technology used in the context of an
audit mission.

I1A (2010b) endorsed the new value proposition of
internal audit, expressing its vision on how the internal
audit function provides value. According to this vision,
“Governing bodies and senior management rely on
Internal Auditing for objective assurance and insight on
the effectiveness and efficiency of governance, risk
management, and internal control processes.”

In a broad sense, the term “insight” is defined as
representing “the capacity to gain year accurate and
deep intuitive understanding of a person or thing”
(Oxford American Dictionary). l1A (2010b) believes that,
for the internal audit profession, insight represents an
key component of the Value Proposition, one of the main
objectives of the internal audit function being to provide
stakeholders with perspective achieved during the
performed assessments, with regard to both the
implications of such evaluations, and providing
recommendations.

In 2011, the I1A assisted by Deloitte&Touche launched
the research project with the objective of determining the
current status and expectations concerning the insight
delivery by the internal audit; the project objectified with
the report “Insight: Delivering Value to Stakeholders”
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(1A, 2011b), which highlights the following determinant
factors for supplying insight by the internal audit:

o Provision by the organisation's management of a
strong control environment, where the executive and
operational management are totally open to
recommendations for improvement;

o Board, management and CAEs to communicate
clearly their expectations on providing value and
insight by the internal auditors;

o CAE reporting relationship, namely ensuring the
independence of the internal audit function;

o The existence of audit staff having practical skills
and experience in the industry, which are needed to
make the required correlations between the audit
process and business risk management;

e Clear, constructive communication that offers
understanding of the identified problems and the
appropriate recommendations.

BCBS (2012) published the revised guide for assessing
the effectiveness of the audit function in banks (“The
Internal Audit Function in Banks”), which replaces the
document form 2001 (“Internal Audit in Banks and the
Supervisor's Relationship with Auditors™), and considers
the lessons learned from the recent international
financial crisis. The document focuses on the
supervising authorities’ expectations with regard to the
internal audit function in banking institutions, the
relationships between supervising authorities and this
function and it provides a guide regarding the evaluation
of the internal audit function by the supervisory authority.

Thus, from the supervisors' point of view, the periodic
assessment of the internal audit function is supposed to
determine whether it has the necessary capacity and
authority and it operates in compliance with sound
principles.

BCBS (2012) recommends the assessment of the
internal audit function to be made considering the
supervisors’ expectations regarding this function,

including the following items:

e Characteristics of internal audit function:
independence and objectivity; professional
competence; professional ethics;

o The status and authority of the internal audit function
within the bank, which must report directly to the
board of directors/audit committee, allowing the
auditors to demonstrate objectivity in performing the
engagements;
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o The existence and the provisions of the internal audit
charter, which must highlight the status and authority
of the internal audit function within the bank;

o The scope of the audit that should include reviewing
and evaluating the effectiveness of the internal
control, risk management and corporate governance
systems and processes for the entire bank and to
adequately cover the aspects of interest from the
point of view of the audit plan objectives;

o Corporate governance mechanisms applicable to the
internal audit function, such as: permanence,
authority, status and independence of the internal
audit function; adequate resources for the internal
audit activity; direct access to the board of directors;
existence of independent, competent and qualified
audit staff;

o Organization of the internal audit function at group
level, in the sense of providing a consistent internal
audit approach in all the banks from the group;

o The level of competence, experience and expertise
within the internal audit function, which means: the
ability to collect, analyse and evaluate information
and to communicate adequately with stakeholders;
use of appropriate audit tools and techniques; good
understanding of bank’s activities;

o Structure of remuneration package at the level of the
internal audit function, especially at the level of
senior management and the key audit functions,
which must be in line with the bank’s policies and
practices; the performance rewarding package
should be structured so as to ensure the avoidance
of conflicts of interest and of compromising the
objectivity and independence;

e Qutsourced internal audit activities, if this is the case.

Deficiencies identified by the supervisors with regard to
the internal audit function may affect the assessment of
the risk profile of the bank.

Applying the principles set out in the BCBS (2012) guide
is carried out in compliance with national legislation and
applicable corporate governance structures. BCBS
(2012) also states that concurrently with the quality
assessment of the internal audit function performed by
the supervisory authority, the audit committee and the
internal audit function in itself have a responsibility to
develop and apply methods to assess the quality of the
internal audit function.
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The board of directors has the final responsibility to
review the performance of the internal audit function; in
this respect, the board should periodically perform an
independent external assessment of the quality
assurance for the internal audit function.

Deloitte (2014), one of the Big Four companies, which
provide audit services for an important segment of public
companies, conducted the study “Head of Internal Audit,
Survey 2014. Capturing insight” by which it synthesized
insights and observations with regard to the auditing
practices in Ireland. The study was conducted with
participants from various companies working in the fields
of financial services (45%), consumer and business
technology (24%) and in the public sector (31%). It
showed that, although every activity sector has specific
features, there are many issues and challenges common
to all fields. The Deloitte (2014) study highlighted the
main challenges faced by internal audit in terms of
expanding role the appearance of new risks, increasing
control exercised by the stakeholders and in terms of
resource pressures.

One of the core issues considered in the assessment of
the internal audit function is represented by the
performance assessment, including the way in which
plans are carried out and how the review of the internal
audit function at a general level is performed. The
results of the study (Deloitte, 2014) emphasized the
following: 97% of respondents confirm that the
assessment of the internal audit performance is made
according to a specific methodology, and 95% of
respondents confirm that the methodology used is in
accordance with the Il1A standards. However, only 67%
of respondents have confirmed that the methodology
used includes a process of external quality assessment,
given that the IIA standards require a quality assurance
and improvement program, as well as internal and
external quality assessments, with regular external
assessment with a maximum frequency of five years.

Although there is an interest on the assessment of the
internal audit function both on the side of the supervisory
authorities and on the side of banks’ management,
expectations and quality assessment systems of the
internal audit are particular for each function, depending
on its specific objectives.

In terms of internal audit performance assessment
methods used by the management, both the regulations
applicable to the bank’s internal audit function, as well
as the applicable standards and guidelines state the
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responsibility of the management, audit committee and
chief audit executives to assess the quality and
performance of the internal audit function by establishing
clear performance criteria and appropriate methods for
measuring the achieved performance.

As mentioned in the IIA (2011a) report "Measuring
Internal Auditing’s Value. Report III”, the value of the
internal audit activity is appreciated in terms of its
perceived contribution to the governance and smooth
running of the organization’s activity. This perception is
influenced directly by the assessment of the internal
audit activity performance.

In a general sense, performance measurement can be
regarded as “a metric used to quantify the efficiency
and/or effectiveness of the action” (Neely, Gregory and
Platts, 1995). The importance of measuring performance
and performance indicators was evidenced by Flapper,
Fortuin and Stoop (1996) as follows: “A good manager
keeps track of the performance of the system he or she
is responsible for by means of performance
measurement. His/her staff carrying responsibility for
certain activities within the performance measurement
system, need to see how well they are performing their
tasks. This also holds for the employees actually
executing the various process steps. So performance
indicators important for everyone inside year
organisation, as they tell what has to be measured and
what the control limits the actual performance should be
within.”

Regarding the importance of measurement, H. James
Harrington (cited by Shimp, 2008) stated: “If you can't
measure something, you can’t understand it. If you can’t
understand it, you can't control it. If you can’t control it,
you can'timprove it".

Therefore, it is apparent that performance measurement
has a major importance for the process of assessment
of the audit function, which provides it with the
opportunity to find out where it stands in relation to the
functions in other similar entities and to identify and
adopt new practices to improve its results. Setting the
performance indicators is of utmost importance to
determine to what extent the audit function
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accomplishes its objectives, in accordance with the
practices and standards of quality.

Considering the importance of internal audit
performance measurement, a series of studies were
conducted to understand the methods and practices
used to measure the performance of the internal audit
activity.

Performance measurement systems differ significantly
between audit functions, as a result of the great diversity
of organizations served by these functions (Rupsys and
Boguslauskas, 2007). In practice there are various
classifications of performance measurement systems
used in internal audit. One of the most used systems is
based on the balanced scorecard approach (Ziegenfuss,
2000), which shows the alignment of the audit
department objectives and activities to those of the
organization. In case of using this method, special
attention should be given to the combinations of
indicators/metrics which should be adapted to each
category of stakeholders, as well as possible.

Another classification method is represented by the
“input-process-output” method (Rupsys and
Boguslauskas, 2007) where:

o Input may be represented by the auditors’ and
organization’s qualities (experience, qualifications of
personnel, approved budget; other factors);

o Process is represented by the whole process and all
auditing activities;

o Results are the final outcome of the audit process,
consisting in: assurance provided, counselling
services, recommendations offered, the level of
understanding provided, business process
improvements made as a result of internal audit, etc.

The GAIN (2009) report “Measuring Internal Auditing
Performance” synthesizes significant issues,
recommendations and best practices of successful
performance management from organizations that
develop guidelines and from practitioners in the field of
internal audit, as well as information from flash surveys
and the “Annual Benchmarking Study”.

According to IIA (2009) - “Annual Benchmarking Study”,
the main identified categories used to measure the
performance of the internal audit are: the degree of
satisfaction of stakeholders; internal audit processes and
capacity for innovation. The main tools and techniques
used for measuring these indicators are presented in
Table 3:
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Table 3. Indicators used to measure the performance of internal audit

Ovecrg{!aga:)nrl;mg/ Pecrg?égngrr;ce Tools/ technique used for measuring
1 The degree of Surveys/ Stakeholders questionnaires
2 stakeholders’ Interviews/ Stakeholders meetings
3 satisfaction Key performance metrics/indicators
1 Internal audit Adequate audit plans are established for each mission including: scope, objectives,
processes timing, resource allocation
2 Conducting audits in compliance with established methodologies and practices
3 The feedback obtained from key stakeholders regarding the extent to which the audit
effectively addresses the problem of the risks
1 Innovationand | Implementation of measures by which to provide appropriate training of audit staff
2 capacity Measuring the number of certifications held by the audit staff
3 Implementation of measures that ensure the achievement of mission goals and objectives

Source: Author's processing based on the results form “Knowledge Report. Measuring Internal Auditing Performance”, GAIN, 2009

Although the indicators used to measure internal audit
performance differ from one organization to another,
various studies performed by the IIA, including the GAIN
(2009) study have synthesized several important
indicators used regardless of organization, namely:

best fit the object of the audit activity, taking into account
the expectations of the various stakeholders, including the
audit committee and management team, thus ensuring
that audit efforts are aligned with the strategic objectives
of the organization and add value to it.

o making surveys/questionnaires with stakeholders;
o audit missions carried out versus the ones planned;

o complying with the definition of internal auditing,
standards and code of ethics.

The conclusion is that, regardless of audit methods and
techniques used, it is necessary for audit leaders to select
the audit methodology and performance indicators that

The report “Measuring Internal Auditing’s Value. Report
" (1A, 2011a) also showed differences in the use of
performance measuring methods both between regions
and industries. The ranking of the most commonly used
methods for assessing the performance of the internal
audit activity in the financial industry, which includes the
banking sector, compared with the methods used in all
industries is presented in Table 4.

Table 4. Methods used for measuring the performance of internal audit activities in the financial industry,

compared to all other industries

Methods Total Financial industry
(all industries - %) (%)
Percentage of completed audit plans 13,7 12,3
Recommendations accepted/implemented 11,8 9,2
Surveys/feedback from the board, audit committee, and/or senior management 10,8 91
Customer/auditee surveys from audited departments 91 7,3
Assurance of sound risk management/internal control 8,3 6,9
Reliance of external auditors on the internal audit activity 8,3 8,0
Timely closure of audit issues 7,6 6,2
Completion of mandated coverage 7,0 6,3
Number of significant audit findings 6,6 41
Budget to actual audit hours 6,3 58
Number of management requests for internal audit assurance or consulting projects 58 41
Cost savings/avoidance and improvements due to the implemented 57 3,6
recommendations
Cycle time — report turnaround (end of fieldwork to final report) 51 35
Balanced scorecard 41 3,6
Cycle time from the opening conference to a preliminary report draft 41 35
Absence of regulatory or reputation issues and significant failures 3,8 4,4

Source: Author's processing based on results of [1A (2011a) study “Measuring Internal Auditing’s Value. Report Il
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From the analysis of trends in the methods used for
assessing the internal audit performance, it resulted that
the first five most commonly used methods at the time of
the study will maintain their importance during the next
five years, along with the recently added balanced
scorecard method, of growing importance.

The study also highlighted the fact that:

e There is a correlation between the methods
employed by the internal audit activity to measure its
performance and their perceived contribution.
Methods with the highest correlation coefficients are:
the implementation percentage of the audit plan;
recommendations accepted/implemented and
questionnaires/feedback of the board of directors,
audit committee and senior management. These
methods are the most representative and result-
oriented regarding the contribution of internal audit
activity to improvement the organizational processes.

o Thereis a direct correlation between the scope of
internal audit activities and their perceived
contribution. There is a higher correlation between
the internal audit activities on internal control,

governance and risk management, on the one hand,

and the perceived contribution of internal audit to the
improvement of these processes, on the other hand.

PricewaterhouseCoopers, one of the Big Four audit
companies, published in September 2014 the study
“Metrics by design. A practical approach to measuring
internal auditing performance”, referring to the way in
which all internal audit functions, regardless of the
organization in which they operate, can generate
indicators with which to communicate the value supplied
and monitor performance (PwC, 2014b). The study
results reflect the relative low stakeholders’ perception
regarding internal audit, implying either that the internal
audit is unable to keep up with the changes taking place
in the environment, or that it fails to report the real value
delivered with the used indicators. After a deeper
analysis, there was found at the same time a significant
difference between the perceived value in the case of
the audit functions characterised by a higher share of
“Trusted advisors” type audit services, as compared with
those performing more traditional “Assurance providers”
type services.

The difference between perceived performance under
the two approaches is presented in Table 5.

Table 5. Internal audit performance of “Trusted advisors” compared to “Assurance providers” services

Key performance metrics

Percentage of respondents who indicate that internal
audit performance is good

“Trusted advisors” “Assurance Providers”
Focus on critical risks and problems encountered by the 84% 53%
organization
Goal and audit plan alignment to stakeholders’ expectations 83% 64%
Promoting improvements in quality and innovation 73% 29%
Hiring, training, and/or selecting talents for audit 68% 45%
Effectively use of technology in auditing services 51% 29%

Source: Author's processing based on the results of the study, “Metrics by design. A practical approach to measuring internal audit

performance”, PwC, 2014

The study reveals that there is no unique set of *best
practice” metrics for performance measurement. The
management of the audit function is used to generate
their own indicators that meet the requirements of the
mandate (mission, vision, strategy) and the
stakeholders’ expectations. The continuous updating of
the performance indicators ensures the reporting of the
real value provided by the audit function, in accordance
with both the evolutions of the audit function and with the
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changing risk profile of the organization. In addition, the
audit functions that generate indicators expressing the
real value provided to stakeholders and correlate
performance indicators with stakeholders’ expectations
manage to attract superior appreciation from
stakeholders.

The PwC (2014) study also specifies that making a
“balanced scorecard” of the performance indicators
only represents the beginning of the transformation
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process necessary for the internal audit function. In
order to obtain a “balanced scorecard” containing
relevant indicators, cultural transformations may be
needed, as well as the development of a
communication plan to describe the expectations
adequately.

Table 6. lllustration of metrics for the balanced scorecard

The objective of the audit functions management should
not be limited to the indicators which reflect the delivery
of superior results. It is necessary for the balanced
scorecard to include some important fields, such as: the
processes’ effectiveness, personnel, risk coverage, as
presented in Table 6.

lllustrative internal audit balanced scorecard
% of audits and SOX testing completed within schedule | e Business process improvements resulting from
and on budget internal audit
% of completed audits that utilized data analytics o Level of management requested involvement
o | *Endof audit client satisfaction survey results with strategic initiatives
= o Stakeholder ~ assessment and  feedback s
= compared with expectations c
. . . . @D
o Level of insight and proactive advice delivered
e Training sessions or involvement with
enhancing internal control/risk management
knowledge of the organization
% of the audit plan aligned to major risk categories (i.e., | e Visual representation of alignment of audit plan
® financial, operational, strategic, etc.) to individual enterprise risks
& ® % of non-IT versus IT audit missions included in the | e Level of focus on emerging risks or T
o plan transformational initiatives 2
3 e Alignment and coordination with  other 8
X compliance functions (i.e., enterprise risk s<e
o management, SOX compliance, %
legal/compliance, etc.)
% of internal audit staff with relevant certifications o Alignment of talent to enterprise risks
I ® % of IT versus non-IT staff e Leverage of subject matter specialists and
§ o Internal audit department turnover guest auditors p
o « Departmental headcount compared to budget o Placement of internal audit staff into advanced 3
internal audit positions or rotation within the ®
business
o Overall internal audit department budget compared to | e Services cost-effectiveness ratio
@ the prior period % of audit missions where tools were provided
@ o Number of audits completed within the budgeted time to the business (i.e., data analytics, a‘i
2 o Audit report findings by status and division dashboards, databases, continuous auditing =}
3 « Audit report ratings issued during the period routines, thought leadership, etc.) 7
5 o Number of days from fieldwork to report o Number of audit findings remediated before the %
3 e% of audit missions with internal quality review | issuance of the audit report 2
§ performed by the end of fieldwork * % of audit missions using data analytics to §
a drive decisions - resulting in reductions of audit o
workhours ®
Assurance provider | Problem solver Insight generator | Trusted advisor

Source: “Metrics by design. A practical approach to measuring internal audit performance”, PwC, 2014
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As benefits of using the balanced scorecard, there are
mentioned:

o Harmonizing the strategy and internal audit activities
with stakeholders’ expectations;

o Offering an extensive picture regarding performance;

o Allowing comparative analyses in relation to the
reference indicators (benchmarking);

o Improving final results through cost reductions and
streamlining processes.

Additionally, communicating metrics involves a very
good understanding of the audience, as well as the
adaptation of methods, frequency and approach used in
the report to stakeholders’ needs. The preparation and
processing of the necessary data, as well as the
presentation of metrics require the use of technology
and human resources with the appropriate
competences.

Finally, success in highlighting the achievements of
interest for the audience depends on the tools used to
report metrics, namely the dashboard and data
visualization.

Various recent studies (“Insight: Delivering Value to
Stakeholders” - 1A, 2011b; “2014 State of the Internal
Audit Profession Study — PwC, 2014a) summarize a
number of examples of original and compelling practices
that foster the increase of value provided by the internal
audit, among which we mention:

1. Assessing internal audit performance by
reviewing audit services in case an operational loss
is identified, for the purpose of determining if there
were any weaknesses of the internal audit process
that need to be corrected, also capitalizing this as an
opportunity for better understanding the real risks of
the business (1A, 2011b).

2. Organizing an assurance forum consisting of
people with an important role in the organization’s
risk management (chief risk officer — CRO,
compliance and ethics, chief information officer —
CIO, finance — CFO and auditing - CAE), including
the external auditor: Within the forum, there can be
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discussed: the risks faced by the organization;
adverse risk events and their causes; the results of
activities performed in order to ensure decreases of
risks; identification of delays in assurance and
monitoring activities; appointing managers in charge
with monitoring and risk assessment; appropriate
methods used for the communication of risk issues
to the board of directors/executive directors (lIA,
2011b).

. Stakeholder commitment to ensuring a reporting

relationship which supports the independence of the
internal audit function (lIA, 2011b).

. Ensuring the existence of IT expertise and internal

audit skills necessary for achieving of data analyses
and to harness useful and effective financial and
operational information , providing insight with regard
to operational results and helping the management
to develop the activity more efficiently and more
effectively (I1A, 2011b).

. Use of benchmarking, namely: providing the

management with comparative analyses regarding
the operations of the various locations of the
organization, using automated testing on the basis of
standard queries and periodical data analyses;
results summarization and creating a balance
scorecard. In this way, it is possible the prompt
identification of the exceptions and variations from
the standards of the organization, making action
plans to remedy the identified deficiencies and to
follow-up (IIA, 2011b). This allows internal audit to
obtain a greater coverage with fewer resources,
while also providing to the management comparative
data analyses corresponding to the already improved
operational results.

. Existence of clear audit missions, focused on

providing value, according to the business strategy
of the organization (the IIA, 2011b), which involves:

o Establishing a standard internal process and a
work methodology;

o |dentification and confirmation of the
stakeholders’ expectations and requirements;

o Development of effective communication
strategies;

o [T involvement into the audit process;
e Human resources training and orientation.
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7. Providing quantifiable results and
recommendations, which enable the management
to assess correctly the cost/benefit ratio of the
proposed action plans and to support the rationale
for the cost of putting them into practice (l1A, 2011b).

8. Harmonizing internal audit activities with
stakeholders’ strategies, in order to provide insight
into the board of directors’ and management’ areas
of interest (IIA, 2011b).

9. Permanent investments in innovative solutions,
adapted to the ever changing environment,
concurrently with the focus on advisory missions and
services that analyse adverse and favourable risks,
thus supporting the management to take into
account the necessary controls and risks involved in
the processes, even before defining a product. By
adopting innovative solutions, it is possible to
stimulate the use of data analysis in order to
increase the efficiency of retrospective audit
missions and allocate more time for prospective
audit missions, where management finds the higher
value delivered by internal audit (PwC, 2014a).

10. Focusing on including in the audit reports the
fundamental control deficiencies and causes, as
opposed to communicating exceptions. This involves
changing the auditors’ way of thinking and including
within audit teams experienced audit executives,
who can ensure the development of auditors’ skills in
the functional areas (PwC, 2014a).

11. Using continuous improvement methodologies,
such as Six Sigma, in order to increase internal audit
performance, by improving the understanding about
how processes can be controlled and the
collaboration between auditors and auditees,
resulting in a better acceptance of findings and
recommendations issued by the internal audit. Using
such methodologies of continuous improvement
involves the consideration of only those aspects
relevant to internal audit (PwC, 2014a).

The studies highlighted the fact that those audit leaders
who have the possibility and the resources needed to
deliver according to the strategic objectives present a
higher importance for the organizations in which they
operate and stakeholders confirmed that they benefit
from higher value delivered by internal audit. For this
reason, the audit leaders need to project the audit
functions properly, based on collaboration and getting
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consensus regarding stakeholders’ expectations.
Considering the complex and dynamic risk environment
in which most organizations operate, the board of
directors and the superior management should also get
involved in the design of the internal audit function and
support the necessary investment in the development of
internal audit capabilities, encouraging its orientation
towards delivering value for the organization.

In the last decades, significant changes have occurred in
terms of attention paid to the assessment of the value
added, effectiveness and performance of the internal
audit activity. Recent studies show that both banking
institutions and supervisory authorities want the
extension of the internal audit contribution, in order to
add more value to the organizations’ operations and
contribute to achieving their objectives, by means of a
more active role in risk management and corporate
governance.

Executive management expects more than providing
credible assurance and efficient audit missions, because
it wants to be able to call on the internal audit in case of
strategic initiatives for which there are needed both
expertise and insight, as well as providing ideas that
represent challenges to the current practices of the
organization and can lead to continuous improvement of
the performance.

Internal audit can assist the banking institutions in
achieving the necessary changes and to identify the
optimal balance between risk, cost and value. To enjoy
success, appreciation and authority, it is not enough for
internal audit to present the results of the audit mission,
but it important to engage the executive management
and the members of the board of directors in the careful
analysis of the current business issues and in supporting
the development of strategies which address the
business risks. In addition, considering the rapid
developments in technology, chief audit executives must
ensure that the potential offered by the data analysis
tools is harnessed, in order to decide what to audit, to
audit the processes efficiently and monitor operational
risks appropriately, while offering insight to the
management and board of directors and even new and
permanent tools for the assessment of operations.

In turn, the banking supervisory authorities periodically
evaluate the banking internal audit functions to
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determine whether they have the capacity and the
necessary authority and operate in conformity with
sound principles. The banking supervisors must be
satisfied with the effectiveness of the internal audit
function of the bank with regard to compliance with
policies and practices, and the adoption of appropriate
measures to remedy the deficiencies identified by
internal audit.

In order to determine the extent to which the audit
function accomplishes its objectives and responds to
stakeholders’ expectations, it is required to measure its
performance. Although there are differences between
the metrics used for measuring the performance of
internal audit depending on the specifics of each
organization, the achieved studies have pointed out the
following successful practices used for performance
measurement:

o Conducting customers’ or stakeholders’ satisfaction
surveys;

o Tracking the completed versus the planned number
of audit assignments;

o The extent to which the compliance of performance
metrics with the definition of internal auditing,
standards and Code of Ethics is ensured:

e Use of balanced scorecard to determine whether
audits contribute to adding value and improve the
overall performance of the organization.

Considering the role of internal audit in assessing and
improving the effectiveness of risk management
processes, we believe that the value added by the
internal audit to the organisation must be considered
also in terms of its contribution to reducing the risk of
losses or to reducing the potential losses, and,
respectively, to improving the risk profile of the credit
institution.

Regardless of the tools and techniques used to measure
the performance of the internal audit, the chief audit
executives should select the methodology of
performance measuring that best fits the characteristics
and objectives of auditing activity.

In addition, prior to the selection of metrics for
performance measurement, the leaders of the audit
functions need to take into consideration the key
stakeholders’ expectations. In this way, it will be possible
not only to measure the internal audit performance, but
also to harmonize audit activities with the strategic goals
of the banking institutions and increase the value added
by the internal audit.
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In today’s highly competitive and dynamic business
environment, effective communication is crucial for an
organization's survival and success. It is easy to
comprehend why effective intra-organizational
communication is important as part of corporate social
responsibility - CSR benchmarking. It allows employees
to exchange opinions, learn from each other, organize
tasks as well as establish and maintain productive
working relationships (Robson, Skarmeas and
Spyropoulou, 2006). Other studies also found that
effective intra-organizational communication is positively
linked to employee engagement, performance,
commitment, productivity and satisfaction (Allen, 1992;
De Ridder, 2004; Ng et al., 2006).

Many CSR communication factors can get in the way of
effective communication. Barriers to CSR
communication are generally divided into environmental
and personal factors. Environmental barriers relate to
the characteristics and environmental settings of an
organization, while personal barriers arise from
differences in individual personalities and how they
interact with others (Guo and Sanchez, 2009). Such
barriers hamper effective communication by hindering,
disrupting or distorting the flow and content of messages
from the sender to the receiver. While there are many
studies focusing on how individual characteristics
influence effective communication, papers dedicated to
understanding how organizational environmental factors
impact intra-organizational communication effectiveness
are few and far between. Therefore, this study aims to
investigate the relationship between the CSR
benchmarking factors of the organizational environment
(management style, organizational structure, and
workplace culture) and intra-organizational
communication effectiveness.

At the same time, there is no research on how
supervisor — subordinate guanxi moderates the
relationship between organizational environmental
factors and communication effectiveness. Guanxi
describes the informal and personal relationship
between two or more individuals, built on the basis of
shared institutions (Chen and Chen, 2004). Guanxi is
important in institutions where authority is centralized
and in particularistic organizations characterized by the
lack of rules and enforcement of regulations through
CSR benchmarking (Smith et al., 2012; Zhang, Li and
Harris, 2015). In such circumstances, employees are
motivated to form close relationships with their

1026

supervisors for career advancement and protection.
Given the findings from contextual studies and the
impact of supervisor — subordinate guanxi on a number
of communicative outcomes such as open-minded
dialogue (Chen and Tjosvold, 2007), increased
participation (Chen and Tjosvold, 2007), frequent use of
informal communication channels (Bian, 2006) and
collective problem solving (Hwang, 1997), this study also
seeks to examine the moderating effect of supervisor —
subordinate guanxi, which is an element of the CSR
benchmarking scorecard.

Given that employees and managers spend a lot of their
time communicating and considering the negative
implications that ineffective communication can have on
organizations, this paper seeks to answer the following
questions:

o What is the relationship between management style
and intra-organizational communication
effectiveness?

o What is the relationship between organizational
structure and intra-organizational communication
effectiveness?

o What is the relationship between workplace culture
and intra-organizational communication
effectiveness?

o Does supervisor — subordinate guanxi moderate the
relationship between identified organizational
environmental factors and intra-organizational
communication effectiveness?

The significance of this study is two-fold. Academically,
this paper seeks to fill the research gap and expand the
body of knowledge on CSR intra-organizational
communication by investigating the relationship between
organizational environmental factors (management style,
organizational structure and workplace culture) and
intra-organizational communication effectiveness, as
well as to examine the moderating effect of supervisor —
subordinate guanxi. From a management point-of-view,
this study provides valuable insights to help managers
craft environments and relationships conducive to
effective communication.

1.1. CSR and effective intra-organizational
communication

There are numerous definitions of communication
published in various communication-related literatures
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by scholars interested in describing, understanding and
predicting communicational phenomena. Some scholars
define communication narrowly in terms of verbal
exchanges (Hoben, 1954), uncertainty reduction
(Barnlund, 1962), connection (Ruesch, 1957) and
intention (Miller, 1966); but communication is evidently
more than that. In the context of this study,
communication is defined as the process of information
exchange between two or more parties to transmit or
receive the intended messages through the use of
common languages and signs (Berelson and Steiner,
1964; Guo and Sanchez, 2009; Croucher and Cronn-
Mills, 2014).

An element of CSR such as intra-organizational
communication refers to the formal and informal
communication within an organization that can flow
upward, downward, horizontally or diagonally through
various communication channels (Guo and Sanchez,
2009). The two main objectives of intra-organizational
communication are to inform employees about company
policies and work expectations as well as to build a
close-knitted community within the firm (De Ridder,
2004). Although employees spend bulk of their time
communicating, not all exchanges result in a meaningful,
that is, an effective and efficient communication.
Effective communication is achieved when a message
from the sender is decoded and accurately understood
at the receiving end (Scott, 2005; Fielding, 2006).

A growing number of studies have shown that effective
intra-organizational communication produces numerous
benefits for the organization. It supports social
interactions and fosters relationship-building between
members at different levels of the organization (Kalla,
2005), thus improving trust and rapport between
subordinates and managers (Gavin and Mayer, 2005; Jo
and Shim, 2005). Transparent and open communication
encourages employees to share intellectual and creative
ideas to create value for the organization (Quirke, 2008)
and increases their sense of belongingness and
self-worth (Smidts, Pruyn and Van Riel, 2001). Other
studies also found effective communication positively
linked to employee engagement, performance,
commitment, retention, productivity and satisfaction
(Allen, 1992; De Ridder, 2004; Ng et al., 2006).

1.2. CSR and environmental barriers

Factors that impede effective communication are
referred to as communication barriers and are classified
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into personal and environmental factors. CSR elements
of environmental barriers relate to the characteristics
and environmental settings of an organization, while
personal barriers arise due to differences in individual
personalities and how they interact with others. Both
barriers hamper effective communication by blocking,
disrupting, filtering or distorting the message during the
process of encoding, sending and decoding (Guo and
Sanchez, 2009).

Management style: Management style describes the
set of values and beliefs guiding top managers in
controlling operations and decision making. One of
the earliest studies about management style was
conducted by Lewin, Lippit si White (1939) and
established three major management styles —
autocratic, democratic and laissez-faire, depending
on the management’s attitude towards employee
participation in decision making. Over the years,
different management styles rise and fall in
popularity, but Lewin, Lippit si White’s theory
continues to remain relevant.

Management approaches to communication manifest
themselves in different forms and permeate the
internal communication system of an organization in
many ways (Tourish and Robson, 2006; Arklan,
2011; Whitworth, 2011). Denning (2008) found that
command-and-control communication approaches
are increasingly failing and are unable to obtain
positive responses from employees. Autocratic
leaders (low employee participation) create an
environment where information is largely top-down,
with delays and problems in feedbacks while leaders
with democratic tendency (high employee
participation) promote open communication where
information flow in all directions and feedbacks from
employees are duly considered, leading to significant
improvements in the quality of communication
(Grunig, 1992; Tourish and Robson, 2006; Arklan,
2011; Jensen, 2014).

Organizational structure: Organizational structure
refers to how authority and responsibilities are
allocated and work procedures carried out by
organization members. There are many documented
dimensions of organizational structure —
specialization, centralization, formalization,
complexity and configuration (Pugh et al., 1968;
Hage, 1980). Wagner and Hollenback (1992)
suggest that centralization and formalization have
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the greatest influence on communication patterns.
Since centralization is discussed under management
style, this study focuses on the formalization
dimension to avoid overlapping.

Formalization refers to the established rules and
procedures that dictate what is considered
acceptable actions to control employees’ behaviours.
Job codification, rules and procedures, rule
observation and chain-of-command rigidity can be
used to measure the extent of formalization.

Hage, Aiken and Marrett (1971) published a study on
how organization complexity, centralization and
formalization affect communication. They found

that communication was far more effective in
simpler, more decentralized and less formal
organizations. Multiple levels of hierarchy and rigid
chain-of-command structure inhibit effective
communication by creating procedural and structural
blockages (Guo and Sanchez, 2009).

Workplace culture: Workplace culture refers to the
system of shared beliefs, attitudes, values and
assumptions governing behaviours of people in an
organization (Fielding, 2006), developed overtime in
response to environmental problems and brought in
by internal cohesion (Zait, 2002). It is described as
the foreground and background of an organization's
communication system (Keyton, 2011).
Communicative phenomena in organizations are
manifestations of complex configurations of deeply
felt attitudes, beliefs and values (Brown and Starkey,
1994). The common, unwritten understanding of
what constitute acceptable and unacceptable
behaviours helps condition employees’ attitudes
towards communication. Employees adjust their
behaviours according to the norm in the organization
— if the workplace culture is not conducive to
constructive criticism, employees will stop providing
such feedbacks over time (Carrison, 2010). While
managers may not actively suppress upward
communication, the absence of encouragement for
employees to voice dissent or relay bad news can
also keep important development under wraps
(Bielaszka-DuVernay, 2007). Brown and Starkey
(1994) found that communication tends to be
enhanced with an internally cooperative (rather than
competitive), informal, caring and participative
workplace culture.

1028

1.3. Elements of CSR in supervisor —
subordinate guanxi

Originating from the Chinese culture, guanxi describes
the informal and personal relationship between two or
more individuals, built on the basis of shared institutions
and motivated by mutual interests (Chen and Chen,
2004). Empirical studies reveal that supervisor —
subordinate guanxi is related to important organizational
outcomes. supervisor — subordinate guanxi is related to
increased employee attachment with supervisor (Chen
etal., 2009), trust in leader (Tsui and Farh, 1997),
reduced turnover intention (Wong et al., 2003) and
higher organizational commitment (Farh et al., 1998). In
terms of communication, strong supervisor —
subordinate guanxi is found to encourage employee
participation (Chen and Tjosvold, 2007), frequent
interpersonal interactions, use of informal
communication channels (Bian, 2006), open-minded
dialogue (Chen and Tjosvold, 2007) and problem solving
(Hwang, 1997).

Contextual studies reveal that guanxi is crucial in
transitional societies and institutions where decisions are
made by a handful that have the power to punish and
reward as they see fit (Smith et al., 2012). Guanxi is also
found to facilitate particularistic (flexible, situational)
rather than universalistic (rigid, standard) organizational
practices, where managers have more latitude in making
decisions due to the absence of rules and enforcement
of regulations (Zhang, Li and Harris, 2015). In such
situations, employees are motivated to form close
relationships with those in power to seek career
advancement and job security (Zhang, Li and Harris,
2015).

2.1. Research framework and hypotheses

This paper seeks to examine how organizational
environmental factors such as management style
(management attitude towards employee participation in
decision making), organizational structure (formalization)
and workplace culture (healthiness) influence
intra-organizational communication effectiveness. The
moderating effect of supervisor — subordinate guanxi is
also studied. The research framework is presented in
Figure 1.
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Figure 1. Research framework

Supervisor-subordonate
guanxi
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Formalization

Intra-organizational
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culture

Y

communication
effectiveness

Source: Authors’ processing

Based on the research framework and literature review,
there are six hypotheses in this study.

Hi: Management attitude with a higher degree of
employee participation in decision making results in
more effective intra-organizational communication
and the relationship is significant.

H,: A low degree of formalization is positively related to
intra-organizational communication effectiveness
and the relationship is significant.

Hs: The healthier the workplace culture, the higher the
intra-organizational communication effectiveness
and the relationship is significant.

H.: Supervisor — subordinate guanxi moderates the
relationship between management attitude towards
employee participation in decision making and
intra-organizational communication effectiveness.

Hs: Supervisor — subordinate guanxi moderates the
relationship between formalization of structure and
intra-organizational communication effectiveness.
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He: Supervisor — subordinate guanxi moderates the
relationship between healthiness of culture and
intra-organizational communication effectiveness.

2.2. Sampling, questionnaire design and
data collection

Convenience sampling is used due to the ease of
execution, speed as well as cost effectiveness. To
collect data, questionnaires were distributed both in
hardcopies and online via Google Form. The
questionnaire is divided into two sections:

o Section A collects information about respondents
such as gender, age, ethnicity, job level, industry,
company size and organization ownership using
nominal and ordinal scales;

o Section B collects information about independent,
moderator and dependent variables using interval
scales where a series of statements are provided
and respondents choose their answers from 5-point
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Likert scales (from “1= Strongly disagree” to “5 =
Strongly agree”).

Out of 200 hardcopy questionnaires distributed, 156
were completed and returned, translating to a response
rate of 78%. Meanwhile, online questionnaires
generated 118 completed responses, bringing the total
number of completed questionnaires to 274.

2.3. Selection of measurement scales

Management attitude towards employee participation in
decision making: Management attitude towards
employee participation in decision making measures the
degree to which managers believe employees are
capable of performing independently and allow them to
take part in decision making. Adapting some of the items
from Bhatti et al.’s (2012) leadership style questionnaire,
six items have been identified for the measurement of
this variable.

Formalization of structure: Formalization of structure
measures the degree of formalization in an organization.
Using a scale developed by Hage and Aiken (1969) to
assess formalization, six items are selected to measure
the extent of job codification, rule observation and job
specificity.

Healthiness of culture: This study references van
Muijen’s (1999) FOCUS questionnaire to measure the
healthiness of culture. Among many items, six have
been selected to measure openness, organizational
support and goal orientation.

Supervisor — subordinate guanxi: To measure supervisor
— subordinate guanxi, six items are adopted from Chen
etal.’s (2009) study. This scale measures the extent of
affective attachment, personal-life inclusion and
deference to supervisor in determining the quality of
supervisor — subordinate guanxi.

Intra-organizational communication effectiveness: In
Park, Lee and Lee's (2014) paper, communication
effectiveness is broken down into frequency, bi-
directionality and quality of communication. Following
this, ten items have been adopted from their study to
measure intra-organizational communication
effectiveness.

2.4. Data Analysis Techniques

Prior to performing the analysis, the data set has been
screened and cleansed from errors. Two sets of
responses were removed due to being flagged as
outliers, leaving 272 sets of responses available for data
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analysis. Scores for negatively worded items have also
been reversed. Various data analysis techniques are
used including descriptive statistics (frequency),
reliability test (Cronbach’s alpha coefficient), normality
test (Skewness and Kurtosis), correlation analysis
(Pearson correlation coefficient) and multiple regression.

3.1. Respondent profile

In total, there are 272 respondents for this study, out of
which, as it can be noted from table 1, male respondents
made up 46.7%, while female made up 53.3% of
respondents. The majority of respondents (65.4%) are in
the age group 26 to 35 years old, followed by 21.3%
aged between 36 and 45, 5.5% aged 25 and below,
5.5% between 46 and 55 years old and the remaining
2.2% aged 56 and above. In terms of ethnicity, Chinese
accounted for 59.6% of respondents, followed by Malay
at 19.1%, Indian at 16.9% and others (4.4%). The two
most recorded job levels are Executive (54%) and
Middle Manager (26.1%).

Respondents came from diversified industries with the
highest percentage from Insurance & Banking (18%),
Services (15.4%), Manufacturing (12.5%) and
Telecommunications & IT (12.5%). In terms of company
size, most fell into the range of 101 to 500 employees
(29.4%), 21 to 100 employees (24.3%) and 501 to 1000
employees (12.9%). 235 respondents (86.4%) were from
private organizations while 37 (13.6%) were from public
organizations.

3.2. Normality test

Assessing the normality of data is important as many
statistical tests are based on the assumption of
normal distribution of scores. Besides histogram and
boxplot, normality can also be assessed from
skewness and kurtosis values. Skewness is a
measure of asymmetry while kurtosis measures the
peakness or flatness of distribution (Sekaran and
Bougie, 2013). Distribution of scores is normal when
skewness and kurtosis values equal to zero.
According to George and Mallery (2010), skewness
and kurtosis values of between -2 and +2 are
acceptable in order to prove normal distribution.

Table 2 displays the results of normality test for all
variables. Skewness and kurtosis values for all
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variables fall within -1 and +1, indicating that scores
are close to normal distribution and suitable for
further statistical analysis.

3.3. Reliability test

There are many dimensions to measure the reliability of
an instrument — stability, test-retest reliability, parallel-form

reliability, internal consistency and so on. In this study, the
Cronbach’s alpha coefficient (a) is used to measure
internal consistency of scales as a measure of reliability.
Internal consistency indicates the extent to which items in
a scale tap the same construct. As a rule of thumb, the
Cronbach’s alpha coefficient of a scale should be above
0.7 (DeVellis, 2012).

Table 1. Summary of respondent profile

Characteristics Frequency Percentage
Gender
Male 127 46.7
Female 145 53.3
25 and below 15 55
26 - 35 178 65.4
36-45 58 21.3
46 - 55 15 5.5
56 and above 6 2.2
Ethnicity
Malay 52 19.1
Chinese 162 59.6
Indian 46 16.9
Others 12 4.4
Job level
Clerical 2 N
Executive 147 54.0
Middle Manager 71 26.1
Senior Manager 26 9.6
C-level 10 3.7
Others 16 5.9
Industry
Insurance & Banking 49 18.0
Manufacturing 34 125
Telecommunication & IT 34 125
Automobile 7 2.6
Food & Beverage 16 5.9
Construction 19 7.0
Fast-Moving Consumer Goods (FMCG) 12 4.4
Entertainment & Media 3 1.1
Retalil 21 1.7
Services 42 154
Others 35 12.9
Company size
20 and below 27 9.9
21-100 66 24.3
101 - 500 80 29.4
501 - 1000 35 12.9
1001 - 5000 32 11.8
5001 and above 32 11.8
Organization ownership
Private 235 86.4
Public 37 13.6

Source: Authors’ processing
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Table 2. Summary of normality test

Variables Skewness Kurtosis
Management attitude towards employee participation in decision making -0.012 -0.771
Formalization of structure -0.079 -0.549
Healthiness of culture -0.371 -0.770
Supervisor — subordinate guanxi -0.005 -0.850
Intra-organizational communication effectiveness 0.115 -0.691

Source: Authors’ processing

Table 3 shows the results of reliability test for the scales

of respective variables. All scales recorded a Cronbach’s

alpha coefficient higher than 0.7, indicating good internal
consistency reliability.

Table 3. Summary of reliability test

Variables Cronbach’s Alpha | N of Items
Management attitude towards employee participation in decision making 0.845 6
Formalization of structure 0.830 6
Healthiness of culture 0.752 6
Supervisor — subordinate guanxi 0.878 6
Intra-organizational communication effectiveness 0.932 10

Source: Authors’ processing

3.4. Correlation analysis

Correlation analysis is used to study the strength and
direction of association between two variables. Pearson
correlation coefficient (r) is most commonly used to
measure correlation and can take on values from -1 to +1.
A positive sign indicates that there is a positive correlation
(when one variable increases, so does the other) while a

negative sign indicates a negative correlation (when one
variable increases, the other decreases). Meanwhile, the
strength of relationship is indicated by the absolute size of
the value. Cohen (1988) suggests the following guideline
to interpret the strength of relationship: r = 0.1 to 0.29 (low
correlation), r = 0.3 to 0.49 (medium correlation) and
r=0.5to0 0.99 (strong correlation).

Table 4. Pearson correlation (r) between independent, moderator and dependent variables

3 Intra-organizational communication
Varigbles : effectiveness
Man_agement attitude towards employee participation in decision (= 0.726%
making
Formalization of structure r=0.676**
Healthiness of culture r=0.793*
Supervisor — subordinate guanxi r = 0.838**

Source: Authors’ processing
*n<0.01

3.5. Hypothesis testing

Multiple regression is used to investigate the relationship
between independent and dependent variables, as well
as to check the effect of the moderator variable. For
hypothesis testing, the first step is to examine the
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relationship between the individual independent and the
dependent variables (Hi, H2 and Hs). Then, the
moderator variable is added to determine if it moderates
the relationship between the independent and
dependent variables (Hs, Hs and He).
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Hi: Management attitude with a higher degree of
employee participation in decision making results
in more effective intra-organizational
communication and the relationship is significant.

There is a strong positive correlation between
management style (management attitude towards
employee participation in decision making) and
intra-organizational communication effectiveness
(r=0.726). Table 5-1 (Model 1) shows the
regression results between management style and
intra-organizational communication effectiveness.
With an adjusted R? value of 0.526, the variable
explains 52.6% of variance in intra-organizational
communication effectiveness. Results show that
management style makes a significant contribution to
the prediction of intra-organizational communication
effectiveness (8 = 0.726, p = 0.000). Therefore,
hypothesis 1 is supported.

H.: A low degree of formalization is positively related
to intra-organizational communication
effectiveness and the relationship is significant.

There is a strong positive correlation between
organizational structure (formalization of structure)
and intra-organizational communication
effectiveness (r = 0.676). As presented in

Table 5-2 (Model 1), with an adjusted R? value of
0.456, the variable explains 45.6% of variability in
intra-organizational communication effectiveness.
Results show that organizational structure makes
a significant contribution in predicting
intra-organizational communication effectiveness
(8=0.676, p =0.000). Therefore, hypothesis 2 is
supported.

Hs: The healthier the workplace culture, the higher
the intra-organizational communication
effectiveness and the relationship is significant.

There is a strong positive correlation between
workplace culture (healthiness of culture) and
intra-organizational communication effectiveness
(r=0.793). As presented in Table 5-3 (Model 1),
with an adjusted R? value of 0.628, the variable
predicts 62.8% of variance in intra-organizational
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communication effectiveness. Workplace culture also
makes a significant contribution to the prediction of
intra-organizational communication effectiveness
(8=0.793, p = 0.000). Therefore, hypothesis 3 is
supported.

H.: Supervisor — subordinate guanxi moderates the
relationship between management attitude
towards employee participation in decision
making and intra-organizational communication
effectiveness.

As illustrated in Table 5-1, when only management
style is regressed against intra-organizational
communication effectiveness (Model 1), the adjusted
R2 value is 0.526 (F = 301.420, p = 0.000). However,
when Supervisor — subordinate guanxi is added
(Model 2), the total variance explained increased to
71.3% (F = 337.876, p = 0.000). Supervisor —
subordinate guanxi explains an additional 18.7% of
variance in communication effectiveness, after
controlling for management style (R change =
0.188, F change = 117.402, p = 0.000). Therefore,
supervisor — subordinate guanxi has a moderating
effect and hypothesis 4 is accepted. Both
independent (8 = 0.185, p = 0.000) and moderator
(B=0.693, p =0.000) variables remain individually
significant in predicting intra-organizational
communication effectiveness.

Hs: Supervisor — subordinate guanxi moderates the
relationship between formalization of structure
and intra-organizational communication
effectiveness.

As presented in Table 5-2, Model 1, the adjusted R?
value is 0.456 (F = 227.808, p = 0.000). When
supervisor — subordinate guanxi is added, the total
variance explained increases to 71.6% (F = 342.376,
p = 0.000), explaining an additional 26% of variance
in communication effectiveness, after controlling for
organizational structure (R? change = 0.260,

F change = 248.294, p = 0.000). This shows that
supervisor — subordinate guanxi has a moderating
effect and hypothesis 5 is accepted.
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Table 5-1. Regression results between management style and intra-organizational communication

effectiveness (Model 1) and the moderating effect of supervisor — subordinate guanxi (Model 2)

Model Variables B Beta Adjusted R2 F t Sig.
1 (Constant) 1.027 0.526 301.420 7.751 0.000
Management style 0.738 | 0.726 17.361 | 0.000

(Constant) 0.750 0.713 337.876 7.131 0.000

2 Management style 0.188 | 0.185 3.563 0.000
Supervisor — subordinate guanxi 0.635 | 0.693 13.319 | 0.000

Source: Authors’ processing
Dependent Variable: Intra-organizational Communication Effectiveness

Table 5-2. Regression results between organizational structure and intra-organizational communication

effectiveness (Model 1) and the moderating effect of supervisor — subordinate guanxi (Model 2)

Model Variables B Beta | Adjusted R2 F t Sig.
1 (Constant) 1.358 0.456 227.808 | 10.402 0.000
Organizational structure 0.694 | 0.676 15.093 0.000

(Constant) 0.763 0.716 342.376 | 7.509 0.000

2 Organizational structure 0.182 | 0.178 3.921 0.000
Supervisor — subordinate guanxi 0.654 | 0.714 15.757 0.000

Dependent variable: Intra-organizational communication effectiveness
Source: Authors’ processing

Table 5-3. Regression results between workplace culture and intra-organizational communication

effectiveness (Model 1) and the moderating effect of supervisor — subordinate guanxi (Model 2)

Model Variables B Beta | Adjusted R? F t Sig.
1 (Constant) 0.136 0.628 458.654 | 0.917 0.360
Workplace culture 0.923 | 0.793 21.416 0.000

(Constant) 0.237 0.759 428.414 | 1.982 0.048

2 Workplace culture 0.434 | 0.373 8.166 0.000
Supervisor — subordinate guanxi 0.509 | 0.556 12.173 0.000

Dependent variable: Intra-organizational communication effectiveness
Source: Authors’ processing

Both independent (8 = 0.178, p = 0.000) and moderator
(8=0.714, p = 0.000) variables remain individually
significant in predicting intra-organizational
communication effectiveness.

He: Supervisor — subordinate guanxi moderates the

relationship between healthiness of culture and intra-
organizational communication effectiveness.

Workplace culture is entered into Model 1 (Table 5-3),
explaining 62.8% of variance in intra-organizational
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communication effectiveness (F = 458.754, p = 0.000).
Supervisor — subordinate guanxi is then added at the
second stage (Model 2), resulting in a higher adjusted R?
value of 0.759 (F = 428.414, p = 0.000). Supervisor —
subordinate guanxi accounts for an additional 13.1% of
variance in intra-organizational communication
effectiveness (R? change = 0.132, F change = 148.171,
p = 0.000). Therefore, hypothesis 6 is accepted. Both
independent (8 = 0.373, p = 0.000) and moderator (B =
0.556, p = 0.000) variables remain individually significant
in predicting intra-organizational communication.
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The first research question is to examine the relationship
between management style and intra-organizational
communication effectiveness. Results from statistical
analysis show that management style with a higher
degree of employee participation in decision making is
positively related to intra-organizational communication
effectiveness. This is consistent with the findings of
Tourish and Robson (2006), Denning (2008), Arklan
(2011) and Jensen (2014). This is expected as
democratic managers treat employees as capable
counterparts, actively seek their inputs for important
matters and incorporate employees’ suggestions when
making decisions. On the other hand, a non-participative
approach tends to create a suppressive environment
which emphasizes top-down communication,
discourages employee feedbacks and restricts the
sharing of timely and important information.

The second research question is to find out the
relationship between organizational structure and
intra-organizational communication effectiveness. In line
with earlier studies, a lower degree of formalization
results in higher intra-organizational communication
effectiveness as the flexibility enables information to be
transmitted to relevant parties more directly, minimizing
information distortion and loss. This is supported by
Hage, Aiken and Marrett (1971) and Guo and Sanchez
(2009). Although a higher degree of formalization helps
segregate tasks and responsibilities more clearly, it
creates a rigid structure where departure from
established chain-of-command for communication is
discouraged (even during critical times) and employees
are constantly monitored to ensure rule observation.
Escalation and handling of issues also take a longer
time in formalized organizations due to the presence of
hierarchical communication blockages. As a result,
information is delayed and distorted as communication is
forced through more levels (impacting communication
effectiveness).

The third research question is to study the relationship
between workplace culture and intra-organizational
communication effectiveness. A healthier workplace
culture (transparent and cooperative) is found to be
positively related to communication effectiveness. This is
similar to the findings of Brown and Starkey (1994),
Bielaszka-DuVernay (2007) and Carrison (2010). In a
cooperative environment, employees view each other as
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valued and trusted members of the organization and
work hand-in-hand to achieve organizational goals.
Communication is likely to be more frank, open and
well-intended when people work well together and share
trusting relationships. On the other hand, in an unhealthy
working culture characterized by competition to
outperform one another, lack of trust and negative
reactions to constructive feedbacks; people keep
important information to themselves and refrain from
highlighting problems unless necessary. These
behaviours impede effective communication and result
in delayed problem identification and solving.

The fourth research question aims to determine whether
supervisor — subordinate guanxi has any moderating
effect on the relationship between identified
organizational environmental factors and
intra-organizational communication effectiveness.
Results show that close supervisor — subordinate guanxi
is found to have a positive moderating effect on all three
relationships between (i) management style and
communication effectiveness, (i) organizational
structure and communication effectiveness and (iii)
workplace culture and communication effectiveness. The
addition of supervisor — subordinate guanxi in all three
instances results in higher explanation of variance in
intra-organizational communication effectiveness
compared to the independent variables alone. With
close supervisor — subordinate guanxi, communication is
reported to be of higher frequency, multi-directionality
and enhanced quality. This can be explained by findings
from past studies on social exchanges that higher quality
supervisor — subordinate relationship is positively related
to affiliation-oriented behaviours directed towards
increasing smooth organization functioning, such as
assisting co-workers, collective problem solving and
facilitating communication (Whiting, Podsakoff and
Pierce, 2008; Zhang, Li and Harris, 2015).

Theoretical implications

This study makes two major contributions to the existing
literature. Firstly, it helps to extend the organizational
communication literature by consolidating major
organizational environmental factors (such as
management style, organizational structure and
workplace culture) and examines their impact on
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intra-organizational communication effectiveness (there
is no such undertaking in past studies). Findings of this
study provide support that a more participative
management style, less formalized organizational
structure and healthier workplace culture are positively
related to communication effectiveness within an
organization.

Secondly, it adds to the literature on supervisor —
subordinate guanxi, which is a relatively new field but is
quickly gaining academic acceptance as more scholars
recognize that LMX (leader-member exchange) is
insufficient to capture the richness of supervisor —
subordinate exchanges. While most studies focus on the
antecedents and outcomes of supervisor — subordinate
guanxi, this paper contributes to understanding the
moderating effect of supervisor — subordinate guanxi. It
is found that close supervisor — subordinate guanxi has
a positive moderating effect on all three relationships
between (i) management style and communication
effectiveness, (i) organizational structure and
communication effectiveness and (jii) workplace culture
and communication effectiveness. Strong personal
relationship between supervisor and subordinate results
in stronger emotional ties, support and concern;
strengthening mutual interdependence and mutual
obligations (Chen et al., 2009). Regardless of the
environmental boundaries and rigidity, managers and
employees with close supervisor — subordinate guanxi
communicate more frequently using informal channels
and share more information (Bian, 2006), are more likely
to engage in open-minded dialogues (Chen and
Tjosvold, 2007) and joint problem solving (Hwang,
1997); thereby improving communication effectiveness.

Practical implications

The importance of effective intra-organizational
communication cannot be overemphasized. In an
environment where people from different backgrounds
and personalities interact daily, effective communication
helps align expectations, facilitates problem solving,
builds cooperative relationships and channels employee
efforts to achieve common goals (Robson, Skarmeas
and Spyropoulou, 2006). Most efforts to improve
communication revolve around signing employees up for
communication courses, sending employees on
team-building retreats to enhance teamwork or investing
in the latest communication technologies. However,
results from this study imply that managers should also
pay attention to creating an environment conducive to
open communication, suggestions and feedbacks.
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Individuals occupying managerial positions in
organizations should take time to reflect on their
managing styles. Non-participative management
approaches are quickly losing popularity in today’s
dynamic business environment. Instead, an increasing
number of authors have advocated for companies to
switch to more participative approaches, to encourage
open communication and allow employees to have a say
in decisions affecting them (Longest, Rakich and Darr,
2005; Guo and Sanchez, 2009). This way, employees
are more likely to develop a sense of ownership for their
organizations, become more committed to their work,
experience increased job satisfaction and are more
willing to communicate.

Highly formalized organizational structures are found to
be negatively related to communication effectiveness.
Against this backdrop and in view of the need for swift
decision making in today'’s fast-paced world, it is in an
organization's interest to adopt a less formalized and
more flexible structure to empower employees to make
decisions within clearly defined boundaries and provide
direct access to higher level management to report
urgent matters. This can be achieved by practicing open
door policies, organizing occasional town hall meetings,
implementing suggestion boxes and facilitated by
communication technologies such as emails, real-time
chatting software and online forums.

Workplace culture plays a huge role in shaping the
expectations and behaviours of an organization's
members. Therefore, it is crucial to create a culture
conducive to honest communication and feedbacks. Hills
(2013) highlights that strong emphasis on transparency,
fairness, integrity, teamwork and common goals can
help improve communication effectiveness as
employees focus on acting in the interest of the
organization and less for selfish gains. In such
environment, employees are more willing to help each
other, solve problems collectively and welcome
constructive criticisms.

This constitutes a holistic approach in addressing it
instead of solely making changes to the organization’s
environment and hoping that communication
effectiveness will improve tremendously overnight.
Efforts involving significant structural and cultural
changes are bound to face resistance and therefore,
patience, perseverance, incentive systems and leaders’
manifestation of desired behaviours are crucial in
successfully bringing about the required change to
improve communication effectiveness.
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On top of any environmental condition, close personal
relationship motivates supervisors and subordinates to
engage more frequently in conversations. While
changing an organization’s structure and culture may
take a long time, establishing good supervisor —
subordinate guanxi can be achieved in a much shorter
time span. Managers and employees should not restrict
interactions solely to work but also express interest in
each other's non-work life such as family, hobby and
health. This way, both parties are likely to feel more
emotionally connected, trust each other, have a sense of
reciprocity and obligation, and are more willing to
engage in open communication. However, managers
should take care not to be too invasive in establishing
good guanxi that employees perceived it as a violation of
privacy and ensure the loyalty of both parties remain
with the organization and not use guanxi for personal
gains.

Limitations and recommendations for future
research

This study has a number of limitations. Firstly, it has a
relatively small sample size and respondents are mostly
from the central region (Kuala Lumpur and Selangor).
The small sample size limits the representativeness of
responses to a larger population. The fact that
respondents come mostly from the Central region further
restricts its generalizability as the demographics and
experiences of people in Kuala Lumpur and Selangor
may differ from those in other regions. Future studies
should take note to have a larger sample size and
collect information from different regions to improve the
generalizability of findings.

Questionnaires are self-administered and rely on
respondents’ understanding for interpretation. There is a
possibility that respondents could misinterpret some of
the statements in the questionnaire which could lead to
bias responses. In the future, this can be reduced by
allocating more time to conduct surveys so that the
researcher can explain items in the questionnaire in
more details to respondents. Making the questionnaire
available in different languages such as Bahasa
Malaysia, Chinese and Tamil could also help to minimize
the risk of misinterpretation.

This paper may not be all encompassing and may have
omitted some other organizational environmental factors
that impact intra-organizational communication
effectiveness such as time constraint and physical
distance between company personnel. In further
exploring the relationships, these factors could be
included in future studies.

Lastly, the findings of this study are bounded by the
cultural context within which the research was
undertaken. More specifically, data was collected in
Malaysia, which in most aspects, fits the Asian cultural
profile that tends to be collectivist and relations-focused
(stronger guanxi). However, the same cannot be said for
more individualistic and achievement-oriented nations.
Thus, it would be interesting to replicate this study in
other countries and to compare the results.
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