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POSOBNOST CASU JE VIAC AKO MANAZMENT CASU

Obdobie, ktoré Zijeme je charakteristické neustalym
zrychfovanim vSetkych javov a procesov. Je to

obdobie  ,zrychlovania  zrychlenia® obdobie
vyznamnych temporalnych zmien spésobenych
najma digitalizaciou vztahov (stala digitalna

dosiahnutelnost) a virtualizaciou reality (pracovnych
systémov).

Na posudenie vlastnych (i timovych) potrieb
amoznosti, ale aj pre racionalizaciu procesov
vedenia [udi vyuzivame parameter ¢as ako
kvantitativnu charakteristiku prebiehajucich
procesov. Cas vnimame ako samozrejmost, ako
vzduch na dychanie. Takéto chapanie ¢&asovych
kompetencii v8ak uz nezodpoveda sucasnym
poziadavkam profesijného ani osobného Zivota.

Viaceri badatelia i celé vyskumné timy moderného
sveta sa uz dlh8i &as venuju hfadaniu jednotlivych
Lkvalitativnych znakov* ¢asu a ich zoskupovaniu pre
vyuzitie v konkrétnej situacii.
Z publikovanych vysledkov doterajSieho vyskumu
problematiky vyplyva, ze pre efektivne
hospodarenie s Casom (pre racionalne vyuzitie ¢asu)
je potrebné.
e Vyznamne zniZit rozsah prijimanych informacii
(cielov arozhodnuti) atym redukovat ,stale
spojenie“ (mobil, smartfén) s pracovnym timom

(veCer, vikend, dovolenka), pretoze je to
zdraviu  Skodlivé a zniZzuje to pracovnu
vykonnost';

o Re$pektovat psychické (emocionalne) potreby
(moznosti) fudi podla ich typu (denné a no¢né
typy, multiaktivni fudia, fudia schopni planovat
aktivity v Case), €o je dblezité pre dosiahnutie
temporélnej prospesSnosti prace ;

e Podporovat’ aktivity na udrZzanie svieZosti tela
a Culosti zmyslov (spologné cvi€enia,
autogénny tréning, meditacie a pod.) ;

o Re$pektovat schopnost jednotlivych typov ludi
rychle reagovat na podnety (rychli a pomali
jedinci) za poznania, Ze kazdy jedinec ma
svoje, individualne  ,optimalne  obratky*
(efektivne pracuje a dobre sa citi) a ze stale
zrychlovanie aktivit vedie k nekvalitnej praci,
¢im sa ziskany ¢as stava iba relativnym ;

e Zohladriovat rozliénosti ludi podla ich
vnutorného (biologického) rytmu aich potrebu
vyrovnat sa s poziadavkami pracovnej Cinnosti
(praca-odpocinok, striedanie pracovnych
¢innosti), temporalne sa synchronizovat;

e Nepodcenovat pésobenie temporalnej empatie
(fudi no€ného typu nemotivovat rano, pomalé
typy ludi nenutit do zrychlovania tempa prace).

Vysledkom daného retazca temporalnych zmien
prace by malo byt dosiahnutie stavu, Zze uUspesné

splnenie cielov je aj emocionalne uspokojujuce.
V spojeni so selekciou prijimanych informacii,
spravnym stanovenim priorit, uréenim naliehavosti
realizacie aktivit je mozné vytvorit koncept
temporalnych kompetencii, ako vychodisko pre
pripravu  a realizaciu naroénych  pracovnych
projektov, racionalnu organizaciu prace a optimalnu
koncepciu hospodarenia s €asom (vyuzivania ¢asu).

Musime reSpektovat a podriadit sa poznaniu, ze ¢as
nemozno usetrit, nemozno ho riadit ani odstranit.
Cas mozno iba rozumne (vy)uzit.

Ak vintenciach vy3Sie uvedeného pohladu na
charakteristiky  parametra  ¢as  posudzujeme
temporalne kompetencie uplatiiované na vacsine
naSich univerzit, zda sa, Ze v3etky snahy merat
efektivnost prace pedagoégov iba meranim
kvantitativnych znakov €asu prace, spracovavanim
LSichtoviek” oich pritomnosti na pracovisku su
potieranim vysledkov vyskumu o kvalitativnych
charakteristikach €asu a ich vyzname pre zvySovanie
vykonnosti akademickych zamestnancov aich
psychického uspokojenia z vysledkov svojej prace.

Trnava, december 2015

prof. Ing. Jozef Sablik, CSc.
Ustav priemyselného
inZinierstva a manazZmentu
MTF STU




OBSAH

12

18

23

30

34

39

E-LEARNING, AKO UCINNY NASTROJ PRIPRAVY MANAZEROV NA PRACU
V MULTIKULTURNOM PROSTREDI
BAKOVA Lucia, CHLPEKOVA Andrea

BUSINESS ETHICS AND ITS IMPACT ON CORPORATE CULTURE
DURISOVA Jaroslava, VANOVA Jaromira

SATISFACTION OF EMPLOYEE AS A STABILIZING FACTOR AFFECTING THE
FLUCTUATION OF PRODUCTIONS STAFF IN SELECTED INDUSTRIAL ENTERPRISES
KASNIKOVA Kristina, SPISAKOVA Alzbeta, CHLPEKOVA Andrea

MANAGEMENT OF UNIVERSAL SHELF STACKER
KORSHUMOV Alexander

EQUATION OF ELLIPTIC TRAJECTORIES
LOZHKIN Alexander, LYALIN Vadim, TARASOV Vladimir

VIBRATION DIAGNOSTICS
LIBOR Jozsef, VAS Ferenc, CZIFRA Gyorgy

KNOWLEDGE MANAGEMENT CAPABILITY AND COMPETITIVE ADVANTAGE: AN
EMPIBICAL $TUDY OF SERBIAN ENTERPRISES )
MOMCILOVIC Oliver, ZAKIN Mila, STANISAVLJEV Sanja, MLKVA Miroslava, NIKOLIC Gordana

MEASURING THE EFFECTIVENESS OF EDUCATION OF EMPLOYEES OVER 45 YEARS IN
CONDITIONS OF INDUSTRIAL ENTERPRISES
SPISAKOVA Alzbeta, KASNIKOVA Kristina, CHLPEKOVA Andrea



FORUM MANAZERA 2/2015

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

BAKOVA Lucia, CHLPEKOVA 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.
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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 (Stanék 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 CEQOs 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 atitle ,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 ftrained,
developed and coached in the past. In 2011 in
another analysis carried out in the countries of UK,
France, Germany, Spain and ltaly, 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.

0,00

DEVELOPMENT OF TECHNOLOGY AND
EDUCATION

Development of technology raises many questions
about managing such as How can | 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

mixed/biended  NEE—

cteaming | —

dassroom T

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

10,00 20,00 30,00 40,00 50,00

Etrained M untrained

Fig. 1 Preferred form of education trained and untrained employees of the
analyzed company Source: own research)

60 years, less educated, the unemployed but also
manual workers (VelSic 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).
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Tab. 1 Preferred form of training in the analyzed companies, the percentage of by-demographic aspects
Source: own research

Preferred form of training - untrained, the
whole sample (N=116)

Preferred form of training - trained, the
whoe sample (N=43)

class room e-learning |mixed/blended| class room e-learning [mised/blended
28,89 26,67 44,44 18,75 37,5 43,75

m 13 9 18 13 6 6
16 18 27 6 31 38
18-24 rokov 0 0 0 0 0 0

25-34 rokov 9 11 13 6 6
Age 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
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
ordinary emploeey 13 2 4 6 0 0
o junior management 7 11 13 6 25 19

Job position =
senior management 7 11 18 0 25 6
top management 0 9 4 0 0 13
Bratislava 16 7 13 6 6 13
9 7 13 6 13 13
¢il 4 2 0 0 0 0
Region L i 0 4 7 0 6 0
m 0 4 4 0 13 6
2 0 0 0 13 0
$ 0 0 0 0 6 0
Si 0 2 4 0 0 0
16 7 18 0 0 13
0 0 0 0 0 0
7 16 13 0 31 13
e onalitvof 0 2 4 0 13 6
ajor nationality o

ma;agement in :he 0 0 0 0 0 0
e 0 0 0 0 0 0
4 2 4 6 6 6
0 0 4 0 0 0
0 0 0 0 0 0
2 0 0 6 0 0
16 7 11 0 25 6
Size of the company 2 9 20 0 6 6
1000 and more 11 11 13 13 19 25

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

Pacific

Source: Cegos 2013 own processing

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
opportunities and

strengths, weaknesses,

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

Useful to
achieving the
obiectives
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- 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.

Harmful to
achieving the
obiectives |

_—em mm mm omm o

weaknesses

threats

Fig. 3 SWOT analysis - elearning

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,

Source: own processing




FORUM MANAZERA 2/2015

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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