


 

PÔSOBNOSŤ   ČASU   JE   VIAC   AKO   MANAŽMENT   ČASU 
 
 
Obdobie, ktoré žijeme je charakteristické neustálym 
zrýchľovaním všetkých javov a procesov. Je to 
obdobie „zrýchľovania zrýchlenia“, obdobie 
významných temporálnych zmien spôsobených 
najmä digitalizáciou vzťahov (stála digitálna 
dosiahnuteľnosť) a virtualizáciou reality (pracovných  
systémov).               

Na  posúdenie vlastných (i tímových) potrieb 
a možností, ale aj pre racionalizáciu procesov 
vedenia ľudí využívame parameter čas ako 
kvantitatívnu charakteristiku prebiehajúcich 
procesov. Čas vnímame ako samozrejmosť, ako 
vzduch na dýchanie. Takéto chápanie časových 
kompetencií však už nezodpovedá súčasným 
požiadavkám profesijného ani osobného života. 

Viacerí bádatelia i celé výskumné tímy moderného 
sveta sa už dlhší čas venujú hľadaniu jednotlivých 
„kvalitatívnych znakov“ času a ich zoskupovaniu pre 
využitie v konkrétnej situácii. 
Z publikovaných výsledkov doterajšieho výskumu 
problematiky vyplýva, že pre efektívne  
hospodárenie s časom (pre racionálne využitie času) 
je potrebné. 

 Významne znížiť rozsah prijímaných informácií 

(cieľov a rozhodnutí) a tým redukovať „stále  

spojenie“ (mobil,  smartfón) s pracovným tímom 

(večer, víkend, dovolenka), pretože je to 

zdraviu škodlivé a znižuje to pracovnú 

výkonnosť ; 

 Rešpektovať psychické (emocionálne) potreby 

(možnosti) ľudí podľa ich typu (denné a nočné 

typy, multiaktívni ľudia, ľudia schopní plánovať 

aktivity v čase), čo je dôležité pre dosiahnutie 

temporálnej prospešnosti práce ; 

 Podporovať aktivity na udržanie sviežosti tela 

a čulosti zmyslov (spoločné cvičenia, 

autogénny tréning, meditácie a pod.) ; 

 Rešpektovať schopnosť jednotlivých typov ľudí 

rýchle reagovať na podnety (rýchli a pomalí 

jedinci) za poznania, že každý jedinec má 

svoje, individuálne „optimálne obrátky“ 

(efektívne pracuje a dobre sa cíti) a že stále 

zrýchľovanie aktivít vedie k nekvalitnej práci, 

čím sa získaný čas stáva iba relatívnym ; 

 Zohľadňovať rozličnosti ľudí podľa ich 

vnútorného (biologického) rytmu a ich potrebu 

vyrovnať sa s požiadavkami pracovnej činnosti 

(práca-odpočinok, striedanie pracovných 

činností), temporálne sa synchronizovať;     

 Nepodceňovať pôsobenie temporálnej empatie 

(ľudí nočného typu nemotivovať ráno, pomalé 

typy ľudí nenútiť do zrýchľovania tempa práce). 

Výsledkom daného reťazca temporálnych zmien 
práce by malo byť dosiahnutie stavu, že úspešné 

splnenie cieľov je aj emocionálne uspokojujúce. 
V spojení so selekciou prijímaných informácií, 
správnym stanovením priorít, určením naliehavosti 
realizácie aktivít je možné vytvoriť koncept 
temporálnych kompetencií, ako východisko pre 
prípravu a realizáciu náročných pracovných 
projektov, racionálnu organizáciu práce a optimálnu 
koncepciu hospodárenia s časom (využívania času). 

Musíme rešpektovať a podriadiť sa poznaniu, že čas 
nemožno ušetriť, nemožno ho riadiť ani odstrániť. 
Čas možno iba rozumne (vy)užiť.  

Ak v intenciách vyššie uvedeného pohľadu na 
charakteristiky parametra čas posudzujeme 
temporálne kompetencie uplatňované na väčšine 
našich univerzít, zdá sa, že všetky snahy merať 
efektívnosť práce pedagógov iba meraním 
kvantitatívnych znakov času práce, spracovávaním 
„šichtoviek“ o ich prítomnosti na pracovisku sú 
potieraním výsledkov výskumu o kvalitatívnych 
charakteristikách času a ich význame pre zvyšovanie 
výkonnosti akademických zamestnancov a ich  
psychického uspokojenia z  výsledkov  svojej  práce.   

 
Trnava,  december 2015 
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E-LEARNING, AS AN EFFECTIVE TOOL FOR MANAGERS TO WORK IN A MULTICULTURAL 
ENVIRONMENT 

 

BAKOVÁ Lucia, CHLPEKOVÁ Andrea 

 

ABSTRACT 
This paper focuses on multicultural work environment brought by globalization. Managers in such 
environment must think and work globally. It is essential that their skills are further developed. At the time of 
digitalization, it is necessary that managers have this kind of literacy and improve it also through training. 
Effective form of education, which also increases digital literacy, is the use of e-learning. The aim of the 
scientific paper is a detailed identification and description of development of education for managers through 
e-learning form on the basis of collected data of 159 employees of the largest engineering and automobile 
companies. 
 
KEY WORDS 
globalization, multiculture environment, managers, e-learning 
 
 

INTRODUCTION 

Globalization is a phenomenon which brings many 
changes on the globe. Many companies have moved 
away from being organized around self-contained 
national entities and instead have structures that 
transcend borders and integrate business across 
countries, they become multicultural (Staněk 2005). 
Work environment without boundaries is the motto of 
today’s CEO (PwC 2015). Managers in these 
companies are facing a perfect storm – a changing 
workforce both demographically and culturally. The 
rise of technology and increasing workplace diversity 
have all made the need for competent multicultural 
leaders and managers essential (Blain 2012). There 
is a growing importance for managers and leaders to 
be multiculturally aware, knowledgeable and skillful..  

 
WORK ENVIRONMENT WITHOUT BOUNDARIES 
 
Every year PriceWaterhouceCoopers prepares an 
annual global CEO survey. In 2015, 1322 CEOs from 
77 countries around the world were interviewed. 85 
% of all these directors believe that cultural diversity 
and overall strategy within the companies have an 
impact on increasing business performance and 56% 
believe that cultural diversity helps them succeed in 
the new sector or region (PwC 2015). As companies 
look for ways to best apply their innovative ways, 
they need to have a good "mixture" of talented 
people who can think and work in different ways. In 
Slovakia, it is common, if a company fails to find a 
specialist in its ranks, to call on outside sources in 
Slovakia, if it does not succeed, the company 
searches abroad (Trend 2015). According to 
statements by experts from recruitment agencies, in 
the next five years we will needs to create 12,000 
new jobs in the automotive and engineering industry. 
It is only a matter of time before our job market runs 
out and we will have to resort to qualified forces from 
abroad. With new investments, which are coming to 
Slovakia in the coming period, for example a fourth 

car manufacturer, it might happen within a year 
(McROY 2015). The cultural mix of the workforce in 
the enterprise need different approach from superior 
and in education. Even PWC has indicated in its 
analysis that the one-size-fits-all approach will not 
certainly work in the mix of talented people, 
therefore, companies are preparing a whole range of 
strategies to identify and develop exactly what 
people need. 81% of CEOs are looking for much 
wider range of skills in employees. Up to 71% of 
CEOs said that the company is looking for the right 
talent, not only in other companies but also in other 
countries. Developing the skills of existing 
employees in the company is also on the list of 
priorities of each company. 81% of CEOs said that it 
is necessary to provide them with new skills through 
continuing education as well as various mobility 
programs, moreover up to 89% of organizations are 
planning to enhance the mobility of their employees 
within its branches around the world during next two 
years (PwC 2015) 
 
 
THE DEVELOPMENT OF MULTICULTURAL 
MANAGEMENT AND MANAGEMENT SKILLS IN 
TODAY’S GLOBALIZED ENVIRONMENT 

In 2011-2012, Cegos (International Organization for 
Professional Development in Education) has 
executed analysis with a title „Development of 
multicultural management and management skills in 
today's globalized workplace. It points out that 
today's managers need to think and work differently 
in a global team. What is now required is radically 
different from how managers were trained, 
developed and coached in the past. In 2011 in 
another analysis carried out in the countries of UK, 
France, Germany, Spain and Italy, Cegos revealed 
that 20% of managers were not at all being trained 
and in comparison with 2010, there was a decrease 
in the training of managerial skills by 7%. This 
decrease in management education reflects that 
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every fourth manager has not undergone 
management training (Cegos 2011). From March 
until the end of June 2015, we surveyed the largest 
Slovak engineering and automotive companies, and 
investigated a sample of 135 surveyed managers in 
order to find out how many were trained in the 
company at the onset of the job. Upto 68% said they 
have not received any management training and 
even have not undergone any adaptation process. 
According to the HR Director of EDYMAX, Ltd., a 
personnel and consulting company, many managers 
lack the elementary management skills. Companies 
invest a lot of money in the 
training of regular employees but 
are forgetting about their 
managers. Many times the 
adaptation process is absent in 
the company, so the managers do 
not know what training programs 
they should undergo. Companies 
often think that formal education 
is sufficient and leave the 
manager alone with his individual 
development. CIPD (professional 
organization for human resources 
and people development) has 
interviewed 367 managers and 56 
HR specialists in the UK. 6 out of 
10 were not satisfied with the 
program of managerial skills 
development and 2 out of 10 
respondents think that the 
program was ineffective. Our 
managers who have received 
training all claimed that the 
provided training program was 
sufficient for them (CIPD 2015). 
Enterprises should invest more 
in education of managers. It should be more 
effectively related to individual and business needs. 
The rise of technology is bringing new learning 
opportunities to companies. 
 
 
 
DEVELOPMENT OF TECHNOLOGY AND 
EDUCATION 
Development of technology raises many questions 
about managing such as How can I get the best out 
of my multicultural team especially considering the 
fact that we have to manage a lot of people at a 
distance? Besides ability to understand cultural 
differences of a team, communication and other soft 
skills, a good multicultural manager in addition needs 
to have technical skills, such as the digital literacy. It 
is expected that he will be technically skilled at a 
very high level (CIPD 2015).  

In 2015, Institute for Public Affairs published a 
research report, which compares the Digital Literacy 
in Slovakia during 10 years. According to this report, 
the intensity of Internet use in the last two years is 
growing rapidly and in 2015 Information and 

Communication Technology (ICT) is used daily by 
nearly 49% of the population older than 14 years. A 
large proportion of the population can no longer 
dispense with some ICT for example up to 36% of 
respondents cannot imagine their lives without 
mobile phone, and one fifth of the population 
declares dependence on computers, laptops, tablets 
and Internet. During last decade, the approach to 
digital literacy of people has significantly changed, 
on the other hand, there is about 40% of the 
population who refuses to learn and adapt to new 
technologies, often, however, these are people over 

60 years, less educated, the unemployed but also 
manual workers (Velšic 2015).  
Use of information technology was also the subject 
of our research. The entire sample consisted of 159 
employees of the largest engineering and automobile 
companies, 10.3% of respondents were top 
managers, 37.9% middle management, 36.2% lower 
management and employees accounted for 15.5%. 
The outcome of this research showed that preferred 
form of education was different in employees, who 
completed education and people who have not 
completed it. The biggest difference was in the use 
of e-learning (Fig. 1). Up to 37.5% of employees, 
who have completed education, prefer electronic 
forms of learning 
 
 
 
According to Table 1, age group 55 and over, 
exclusively prefers an attendance form of education. 
On the other hand, respondents who went through 
training, lower and middle managers and people with 
Masters degree prefer learning through e-learning 
(tab. 1). 
 

Fig. 1 Preferred form of education trained and untrained employees of the 
analyzed company Source: own research) 
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In case of foreign studies carried out by Cegos, as in 
Slovakia and abroad, mainly managers and people 
with higher education prefer learning through e-
learning, despite the fact that this form of education 
is ranked as second to preferred forms of learning. 
The main, or more precisely, the most common 
source of education is the fulltime form of education 
(seminars, training), 79% in Asia vs. 91% in Europe. 
The second most common source of learning is 
online learning, up to 58% is involved in online 
education in Asia, compared to 43% in Europe. A 

combined method of training in both continents is 
represented in 39% (Cegos 2013). 
Until now, people who have ever undergone training 
through e-learning prefer this sort of education in 
75%, on the other hand, only 45% of people who do 
not have this form of experience prefer such training. 
In the future, the traditional education will not go into 
oblivion because people require mix forms of 
education, however, education must be more 
personal, and must take into account demographic 
and cultural changes in the global market 
 

 
 

 
 

class room e-learning mixed/blended class room e-learning mised/blended

28,89 26,67 44,44 18,75 37,5 43,75

female 13 9 18 13 6 6

male 16 18 27 6 31 38

18-24 rokov 0 0 0 0 0 0

25-34 rokov 9 11 13 6 6 6

35-44 rokov 9 13 18 0 31 19

45-54 rokov 7 2 13 6 13 13

55 a viac rokov 4 0 0 0 0 0

primary school 0 0 0 0 0 0

secondary school 0 0 2 0 0 0

high school 9 2 9 13 0 13

Bachelor's degree 0 2 4 0 0 0

Master's degree 11 27 33 0 50 25

PhD. degree 0 0 0 0 0 0

ordinary emploeey 13 2 4 6 0 0

junior management 7 11 13 6 25 19

senior management 7 11 18 0 25 6

top management 0 9 4 0 0 13

Bratislava 16 7 13 6 6 13

Trnava 9 7 13 6 13 13

Trenčín 4 2 0 0 0 0

Nitra 0 4 7 0 6 0

Žilina 0 4 4 0 13 6

Banská Bystrica 2 0 0 0 13 0

Prešov 0 0 0 0 6 0

Košice 0 2 4 0 0 0

Slovak 16 7 18 0 0 13

English 0 0 0 0 0 0

German 7 16 13 0 31 13

Korean 0 2 4 0 13 6

Italian 0 0 0 0 0 0

Spanish 0 0 0 0 0 0

French 4 2 4 6 6 6

Japanese 0 0 4 0 0 0

Dutch 0 0 0 0 0 0

other 2 0 0 6 0 0

250 - 499 16 7 11 0 25 6

500 -999 2 9 20 0 6 6

1000 and more 11 11 13 13 19 25

Education

Job position

Region

Major nationality of 

management in the 

company

Size of the company

Preferred form of training - untrained, the 

whole sample (N=116)

Preferred form of training - trained, the 

whoe sample (N=43)

Gender

Age

Tab. 1 Preferred form of training in the analyzed companies, the percentage of by-demographic aspects 
Source: own research 
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IS E-LEARNING AN EFFECTIVE FORM OF 
EDUCATION FOR MANAGERS?  

 
This question can help answer using SWOT 
analysis. Which can help us to evaluate the 
strengths, weaknesses, opportunities and 
treats involved in a project or in a business 
venture (Fig. 3). 

 
Strengths 

- preferred form of 
education for managers 
and people with 
University degree, 

- management of 
education, it is possible 
to study anywhere and 
anytime, 

- flexibility for learner, the 
taken studies can be 
accessed at any time. 

 
Weaknesses 

- less digital literacy of 
learner, 

- foreign surveys show 
that there are still many 
people who do not feel 
confident in such 
education system. 

 

Opportunities 

- in case of lower literacy of 
a student, the system 
should be made 
transparent, help and 
technical support should be available, then 
the student will feel more comfortable even 
in this form of education, 

- improving digital literacy 
of students, 

- development of e-
learning, which would reflect the 
student's request, i. e. all 
elements of interactivity will be 
used (use of serious game, 
online classes, online 
communication with coach or 
mentor), courses will be tailored 
to individual needs. 

 
Threats 

- unfavorable 
development of economical and 
social situation globally, that 
means companies will not have 
the financial means to 
implement e-learning system. 
 
 

 
 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

 
 

 
 

 
 
 
 
 
 

 
 

 
 
 
 

Fig. 2   Forms of training, the average for the analyzed countries of Asia 
Pacific 

Source: Cegos 2013 own processing 

 

Fig. 3  SWOT analysis - elearning 
Source: own processing 
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CONCLUSION 
 
E-learning education must be sufficiently interactive, 
so that it captures and brings positive effects for 
management training. Surveys show that in the case 
of management positions, e-learning is very effective 
because managers do not have enough time for 
training and would like manages own time. The 
enterprise choose which way of ensuring e-learning 
decide to go, whether you hire system or create one 
yourself and will use it also for other employees. 
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