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Abstract: Education of personnel is an important function in human resource management which creates conditions 
for influencing the performance of workers. This article draws attention to the issue of education of managers as 
specific category of workers. The specifics of their work require to pay particular attention to the development of their 
skills and abilities for performance of the managerial functions. The paper includes presentation of survey results 
which allows to provide up-to-date information on the state of education of managers at different types of 
organizations. The results, although the sample of organizations was relatively small, show that Slovak organizations, 
regardless of size,  do not use modern teaching methods as coaching, workshops or e-learning on a large scale, but 
still prefer rather traditional ways of education such as training. 
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1. Introduction 

For the successful operation of the organization the effective management of employees is necessary. 
Continuous improvement of the level of knowledge is beneficial not only for managers but also for the organization 
itself. Training of staff in managerial positions to a large degree influences their subordinates. This contributes to 
increase of their performance, to the overall performance of the company and at the same time it has positive and 
lasting impact on the quality of work. It is therefore appropriate for the organization to have highly qualified 
managers in addition to capital and equipment. Activities relating to education should be implemented systematically. 

2. Literature review 

Within an organization, the training activities are carried out by human resource management. It creates 
opportunities to raise the qualifications of staff and the formation of human capital in the organization (Baizíkova et 
al. 2011). Employee education can be characterized as a permanent process in which the adjustment and changes in 
working behavior, level of knowledge, and motivation of individual employees of the company increase by learning 
through various methods. Outcome of education is the reducing of the gap between current workers' skills and 
requirements that are imposed on them (Kachaňáková 1999). Basic and general knowledge and skills of the individual 
are formed by education. These allow to get a general foundation on which it is possible to build training (Višňovský 
et al., 2003). 

Education in state, public and the private organizations is common phenomenon these days. Employers are used 
to the necessity of continuous maintaining and improving qualification of employees "(Sulíková 2003, p. 843). Hájek 
and Vasek (1991, p. 73) perceive education of workers as " the offsetting of the lack of basic education, further 
education, expanding forms of education and retraining courses." Another definition By Porvazník (1999, p. 453) 
says that "education is the emotional, cognitive and volitive information- communication process focused on 
acquiring and developing qualities, knowledge and skills that affect activities, conduct, behavior and working and 
personal life." Pružinský (2005, p.11) states that education therefore is not "purchase of information, but the process, 
which should be systematic, controllable and permanent."  

The concept of education (training) itself allows systematic, planned efforts of the organization to provide 
employees with possibility to learn competencies needed for their work. The aim of education is that employees 
acquire skills and knowledge and subsequently use them in the work. It is not a preparation for future jobs, but is 
aimed at improving the current job performance. Organizations should strive to achieve a state in which employees 
share their new knowledge with colleagues and can instruct their co-workers (Baizíková et al. 2011).  

The key to success is to make workers understand that training activities are not only a "gift" or extra rest, but 
are part of the labor activity in the organization. They are carried out with clear objectives and with expectations of 
changes in performance of employees throughout the organization. It is also important to communicate clearly with 
workers and to inform them that acquired knowledge and skills serve for the overall development and future growth 
in the organization or outside it (Czikk, Čepelová 2006). The objectives of education in the companies must be 
updated according to the results of analysis of the tasks of employees and according to the results of the analyses of 
competencies for the successful implementation of activity. Motivation and well chosen approaches and methods are 
very important for education itself. The process of education has these two basic objectives:  

• social - focused mainly on the development of human potential 

• individual - focused on the personal development of the individual in organization and its capacity to adapt 
to different conditions of life (Mihalcová 2007). 

Education must be part of a human resources management. The starting point is to get enough information from 
job analysis which is the base for the description of the work and the requirements specification for the employee. 
When selecting training programs it is necessary to know what are real needs of education, whether employees are 
able to learn. It is also necessary to create the conditions for education and choose the right methods and timing. After 
completion of the training program it is also necessary for the organization to evaluate the effectiveness and 
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efficiency of the program, as the training makes sense if its participants gain something and learn something 
(Baizíková et al. 2011). 

When planning a specific education program, objectives of education must be defined primarily. It is also 
necessary to specify what the person in education program has to know at the end of the program. The defined 
objectives will determine appropriate content and length of training activities (Czikk, Čepelová 2006). Choice of 
educational programs is an administrative component of education in the organization. When choosing the ideal 
education program, it is important to what extent the organization participates in the preparation and implementation 
of training. This also applies whether the training managers are permanent employees of the organization or are 
recruited for specific training (Baizíková et al. 2011).  

2.1   Training of staff in managerial positions  

Personal development of managers should be different from the education of other employees. The reason is the 
nature of their work, which is hardly predictable and measurable, which also affects the choice of methods of 
education (Kachaňáková 1999).Authors Mumford and Gold (2006, p. 145) describe it as "an attempt to improve the 
efficiency of managers through the process of education." 

Personal development of managers is a continuous process that provides a wide range of opportunities and 
activities. The process of their personal development is related to the implementation of the objectives and strategies 
of organizations. It is based on the understanding of business objectives and specific organization requirements 
(Folwarczná 2010). 

The development of the total professional potential of managers such as talent, skills and perspective will ensure 
the success of the organization also in the future. Success of personal development of managers requires to 
understand the nature of development of managers and all processes related to it, to create favorable conditions for 
this development and last but not least to implement this development in connection with the various aspekts of 
managerial work that make up the concept of development of managers (Kachňáková, Nachtmannová, Joniaková 
2011). 

As stressed by Hirsh and Carter (2002, p. 387) "Education of managers still must offer well-considered and 
logical view on what managers must learn, but the method of its providing needs to be more flexible and must better 
suit to busy working life of managers. Development of interpersonal and leadership skills is a top priority and it is not 
easy to achieve it by using conventional formal education." 

3. Data and Methodology 

In order to determine the current status of education of staff working at managerial positions in the Slovak 
organizations there was conducted small research. The aim of the survey was to determine the rate of application of 
selected methods in the training of managers in Slovak organizations in different size categories of companies and 
their comparison.  

Subject of survey were selected methods used in the training of managers, namely: 

• Coaching. 

• Training. 

• Workshop. 

• E-learning. 

For the purpose of collecting data was used a standardized questionnaire. 65 respondents - workers at 
managerial positions at 56 organizations - were willing to participate in the survey.  

4.     Results and discussion 
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The survey was focused on determining the utilization rate of 4 selected educational methods, and the results are 
interpreted separately for different size categories. Given to the relatively small survey sample three groups of 
companies were subject of comparison: small and medium sized (up to 250 employees), large (251-500 employees) 
and very large (501 or more employees).  

Graph 1 presents the results of the use of selected educational methods on a sample of companies with up to 250 
employees. 

 

Graph 1 Rate of use of selected educational methods on a sample of small and medium-sized companies 

 

 

As shown in Graph 1, it is clear that small and medium-sized companies rarely use modern methods of 
education of managers, such as coaching, workshops and e-learning. E-learning is the least frequently used method. 
More than 50% of respondents said that they never use this method. Similar results are in the case of coaching and 
workshops. Unlike these methods, training is much more widely used. Unlike other methods, the training is in many 
cases more formal type of education, which consists mostly only from one-direction handover of certain information 
and does not support a certain creative potential, which in the case of workers in management positions is often 
desirable. The financial costs may be the reason for sparse use of modern methods of education in small and medium-
sized companies, since these methods are usually provided by external agencies.  

Graph 2 shows the results of comparison of the use of selected methods of education of managers at a sample of 
companies with 250 - 500 employees. 

 

Graph 2 Rate of use of selected educational methods on a sample of large companies 

 

 

The results of survey show that even businesses with a higher number of employees, and therefore with a higher 
representation of workers on managerial positions typically do not use modern teaching methods. Workshops are 
hardly ever used although they allow not just a passive receiving of new information needed to perform their job, but 
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an active form of participation in the education process, which makes this method suitable for executives. E-learning 
is also little used which may be caused by the high financial costs. Managers working in large companies are a little 
more familiar with coaching. In the large organizations, like in small businesses, the most common method of 
education is training. But the training is not always the most appropriate way of education of managers especially if it 
is applied as the only form of education.  

Since it was assumed that modern teaching methods will be used mainly in very large companies that employ 
greater numbers and managers, the companies employing 501 or more were part of the survey. The results are shown 
in graph 3. 

 

Graph 3 Rate of use of selected educational methods on a sample of very large companies 

 

 

On a sample of companies employing more than 501 people it was once again confirmed that the training is still 
the most commonly used form of education, as was the case of companies with up to 500 employees. A positive 
finding is that a wider range of methods is applied in these companies as 28% of them confirmed that they commonly 
use e-learning and for 16% of them workshop is very common method. Despite these findings there is still a relatively 
high number of companies that rarely apply these methods of education and personal development.  

Graph 4 shows the utilization rate of the surveyed methods of education at each size of companies. The rate was 
determined as an average value of using the method on a scale from 1 (completely unused method) to 5 (very often 
used method of education).  

 

Graph 4 Comparison of the utilization rate of selected educational methods in terms of different size of 
companies. 
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The results of comparison indicate that the rate of use of the various methods is very similar in different size 
categories of companies. In summary it can be stated that least used method is workshop, followed by couching and 
e-learning. All three methods are very rarely used. The most commonly applied method is training. This may be the 
result of the obligation of some companies to implement trainings. But the content of these trainings is not adapted to 
the direct needs of managers, and often provides only information of a general type.  

5.     Conclusions 

Managerial profession is a very specific form of work, the implementation of which places high demands on the 
person. Manager often has to make important decisions which require substantial experience and analytical skills. 
Manager must also guide a large number of subordinates, coordinate a large number of different activities that require 
a particularly effective time management and proper delegation of responsibilities. Successful mastery of the 
profession therefore requires adequate permanent training and personal development that can be achieved by proper 
adjustment of the educational program and selection of appropriate methods of education. Nowadays, when human 
resources, particularly managers, represent company's greatest asset, enterprises should not neglect this area of 
personnel management, which lead to better performance of managers, to greater job satisfaction and, ultimately, to 
building of loyalty among the managers and to creation of the company's goodwill. 
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