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ABSTRAKT

Vzdélavani zaméstnancl je pro firmy velmi dilezité, nebot” pravé vzdélani zaméstnanci
pfinaseji firmé mozna zlepSeni a rozvoj. Cilem této prace bylo analyzovat soucasny systém
vzdélavani a navrhnout opatfeni pro jeho zlepSeni. V teoretické ¢asti jsou obsazeny zakladni
pojmy a principy spojené se vzdélavanim zaméstnancii. Analytickd ¢ast obsahuje popis
vzdélavani zaméstnanci ve firmé a vysledky dotaznikového Setfeni mezi zaméstnanci
ohledné jejich vzdélavani ve firme. Bylo zjiSténo, Ze vzdélavaci proces je v souCasnosti
dobfe nastaven a zaméstnanci jsou snim spokojeni. Existuji také ale mezery ve
vyhodnocovani skoleni, interni komunikaci vztazené ke vzdélavani a motivaci. Na zaklad¢
téchto zjiSténi byla navrzena doporuceni jako napiiklad moZznosti sbéru dat pted a po Skoleni

¢1 navrhy komunikace pomoci intranetu ¢i emailu.

Kli¢ova slova: fizeni lidskych zdroji, vzdélavani zameéstnancl, planovani vzdélavani,

metody vzdélavani, vyhodnoceni vzdélavani, rozhovory, dotaznik

ABSTRACT

Employee training is very important for companies because it is the training of employees
that brings possible improvements and development to the company. This bachelor’s thesis
aimed to find out how training is carried out in the selected company. The theoretical part
contains basic terms and principles associated with employee training. The analytical part
contains a description of employee training in the company and the results of a questionnaire
survey among employees regarding their training in the company. It was found that the
training process is currently well set up and the employees are satisfied with it. But there are
also gaps in the evaluation of training, and internal communication related to training and
motivation. Based on these findings, recommendations were proposed, such as the
possibility of collecting data before and after the training, or suggestions for communication

using the intranet or emails.

Keywords: human resource management, employee training, planning of training, training

methods, training evaluation, interviews, questionnaire
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INTRODUCTION

An important practice in the discipline of Human Resource Management (HRM) is
employee training. If a company pays close attention to the training of its employees, it can
bring a lot of benefits in the future. Among the most common are less turnover of employees,
greater loyalty of employees to the company, greater expertise of employees in their work,
greater motivation to work, and many others. However, every company should take into
account that employee training is not a cheap matter, but if they decide to invest in it, it can
bring a significant competitive advantage on which the company can further build its

development.

This bachelor’s thesis aim is to analyze the process of training and development of
employees in the selected company XY and suggest measures to is improvement. Among
other things, the work also focuses on individual employees and their satisfaction with the
training process and their ideas for possible improvements or praise for those who take care
of training in the company. Because the chosen company XY is interested in feedback, it

decided to participate in this topic and thus become part of this bachelor’s thesis.

This bachelor thesis consists of two main parts. The first part is theoretical. This part offers
an insight into the discipline of Human Resource Management (HRM) and employee
training itself. It specifies in particular the goals and benefits of employee training, individual

parts of the training process, and methods that can be used during training.

The second part of the bachelor thesis is analytical. This part is mainly devoted to the
selected company. It gives a brief description of it and the structure of its employees with a
closer look at those who are part of the personnel section of the company. Furthermore,
based on an interview with one member of the personnel section is described the training
process according to all its phases. At the same time, this part is supplemented with feedback
from short questionnaires that are filled out by the company’s employees and can thus serve
as their feedback on the training process that the company prepares for them. The last part

is recommendations for possible improvements in employee training.
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I. THEORY
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1 HUMAN RESOURCE MANAGEMENT

Human Resource Management (HRM) creates a base for this bachelor thesis. For that reason,
the main principles of this discipline should be explained. The past came up with the term
personnel management which is now taken as a traditional form of Human Resource
Management (HRM). The main topics the discipline discussed at that time were for instance
legal necessaries when it comes to employing people, the financial side of this problem,
learning and development of employees, or the position of trade unions and their power

against the organization (Wilton 2019, 5).

As Armstrong and Taylor (2020, 5-6), Wilton (2019, 3), and Marchington et al. (2016, 3)
agree there was a huge change at the beginning of the 1980s when Human Resource
Management started to appear as a new form of personnel management. Since then, Human
Resources (HR) has been considered as one of the key elements for the company’s strategic
advantage against competitors. Wilton (2019, 3) completes this thought with the importance
of well-established employee-employer relationships at work that lower misunderstandings
among the employees and increase employee involvement (EI) and motivation at work and
decision-making processes. Armstrong and Taylor (2020, 5) also emphasize the power of

“fairness, trust, openness, and personal fulfillment” among employees.

The current definition of Human Resource Management was established by Armstrong and
Taylor (2020, 5) and Wilton (2019, 2) as “all the activities” that are related to managing
employees in a certain company such as “recruitment, training and development, rewarding,
motivating and controlling workers.” As Marchington et al. (2016, 3) describe, focus shall
be also put on more general objectives for instance on fulfilling the government’s or
shareholder’s satisfaction or paying attention to “social demand for efficiency and

2

effectiveness.” Armstrong and Taylor (2020, 5) also admit that Human Resource
Management would not exist without the contribution of other scientific disciplines such as

psychology, sociology, behavioral and economic sciences.

As Armstrong and Taylor (2020, 3) say Human resource management (HRM) is about hiring
new employees to the company, managing their work, and focusing on developing their
potential at work. Wilton (2019, 2) adds that finding well-skilled employees, designing the
work that suits them, and training them is inevitable. The system of rewards and controls

must be also well established by the company.
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1.1 The Goals of Human Resource Management

Since, each scientific discipline that exists states some goals, Human Resource Management

has also its own which Armstrong and Taylor (2020, 7) describe as follows:

e To develop Human resources (HR) to the point where the organization’s goals and

business strategy would be fulfilled.
e To contribute to the overall development of the work culture in general.

e To hire just well-qualified workers with special skills that the organization may use

to its benefit.

e To create an environment where all employees would feel great and motivated to do
their best at work and it would have an unexpected positive effect on the relationships

in the organization.
e To satisfy the employee’s wants, needs, and work expectations.
e To treat employees of all sorts as important stakeholders of the company.

e To follow ethical and social rules when it comes to dealing with employees in the

organization.

Sikyt (2014, 46-47) adds the words of Koubek (2007, 16) that HRM “should make the
company productive to make it better at a time.” To make this happen the company may use
different types of means such as “material, financial or informative one.” The author also
highlights the importance of a certain balance between economic and social goals that the

company settles down (Sikyi 2014, 51).

1.2 The Models of Human Resource Management

As reported by Armstrong and Taylor (2020, 9-11), over the years Human Resource

Management has developed models that describe how HRM works and how can be defined.
The two main models of HRM are:

o The Harvard framework created by Michael Beer at the beginning of the 1980s says:
“Human Resources (HR) are all management decisions and actions that affect the
nature of the relationship between the organization and employees.” The model has
two main features. The first one describes the work of line managers who should be

more accountable for the fundamentals in HR based on the organization’s decisions
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that are at the same time in agreement with the business strategy. The second feature
shows the importance of HR policies to be an asset to both sides of the company and

the employees in the long term.
e The hard and soft models were:

o The hard model is based on a rational, calculative attitude towards HR where the

organization focuses more on its strategy and economy.

o The soft model is based on well-established relationships among employees and
employers where sophisticated communication, empathy, trust, and loyalty are

provided.

Besides these two, Sikyt (2014, 96-119) describes the Michigan framework as a model that
pays attention mainly to “strategy, structure, and system of HRM” and European framework
that varies from the typical American models in its main focus on “best fit” rather than “best
practice” as it is usual in the American models. It is important to mention that these two

forms might be interconnected if necessary.

1.3 The Future of Human Resource Management

As Banfield and Kay (2012, 9-11) define the main challenges for Human Resource

Management are:

e Today’s work environment comes up with more self-employed people who are not

dependent on their employers in a certain organization and work on their own.

e Changes in the legal systems of several countries mainly in Europe are trying to

create policies that will support the rights of employees in organizations.

e Companies replace manually skilled workers with those who are educated and

creative.

e More varieties of workforce.

Armstrong and Taylor (2020, 17) add the knowledge of Guest (2017, 22) that shows two
modes of understanding HRM in the future where the first one is for equal gains of both
sides the company and the employees whereas the second one is rather a conservative
approach to developing organization’s performance without a closer look on employee's

wellbeing.
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2 EMPLOYEE TRAINING AND DEVELOPMENT

This chapter will cover the discipline of Human Resource Development (HRD) which is a
part of Human Resource Management (HRM). As Wilton (2019, 275) assumes HRD
describes both individuals and groups of people who first learn and later develop their gained
knowledge, acquired skills, and taught behavior during training at their workplace.
Marchington et al. (2016, 257) supplement that learning and development are in the hands
of HR departments in the company.

As Banfield and Kay (2012, 252-253) Marchington et al. (2016, 258-259), and Armstrong
and Taylor (2020, 379) agree the terminology used in HRD should be specified. All of them
agree that learning encompasses the development of mainly skills and knowledge. Banfield
and Kay (2012, 252) add that learning contributes to personal growth and shows people as
unique individuals. Armstrong and Taylor (2020, 383) evolved their thought on how

individuals learn and clarified three main distinctions:
e Learning by an individual experience.
e [earning by interactions with other people and undertaking their point of view.
e Taking learning courses.

At the same time, learning and its progress it nicely visible on a learning curve that shows
when the progress stagnates and when it grows. The stagnation may happen when the
training is ineffective or when there is low motivation of employees to learn new skills.
Sometimes a little stagnation may happen when the employees are trying to get used to newly
gained knowledge or skills. (Armstrong and Taylor 2020, 386-387)

Training on the other hand is defined by Banfield and Kay (2012, 251) as a “planned,
structured, and often formalized learning experience that seeks to develop specific skills and
knowledge needed for effective job performance.” Training mainly happens at work but can
occur also outside of it. As Ross (2019, 3) states “Training represents a process with a start
point, endpoint, and stages between each of these points.”

When it comes to development Marchington et al. (2016, 258) define it as “an umbrella term
for learning and training.” Banfield and Kay (2012, 251) add that it shows how human
potential can grow in a matter of time at the workplace or outside of it.

Based on Marchington et al. (2016, 258) skills are “aspects of behavior which are developed
through practice, and which individuals need to perform at an acceptable level to do the job

satisfactorily.” Skills are acquired in a couple of steps such as:
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e Remember how something works.
e Understanding why it is like that.
e Be able to apply the knowledge.

e Analyze what is going on.

e Evaluate the performance.

e Create new ways of work.

The term education is defined by Armstrong and Taylor (2020, 379) as “the development of
the knowledge, values, and understanding required in all aspects of life rather than the

knowledge and skills related to particular areas of activity.”

As said by lles, Yolles, and Altman (2001, 1-2) knowledge might be considered “a fluid mix
of framed experience, values, contextual information, and expert insight.” The knowledge

might be acquired in the former education.

Lastly, Banfield and Kay (2012, 251) define “the combination of skills, knowledge, and
experience that result in a person’s ability to carry out specific tasks and procedures to a
required standard” as competence. Competence makes the work possible for the employee.

2.1 The Goals and Benefits of Employee Training

This part is devoted partially to the goals of employee training in an organization which is
characterized by Banfield and Kay (2012, 255) who describe the goals of employee training

in an organization by six “Es’ of training” where each E stands for:

e Engage - to make the organization’s values, methods, and policies closer to the

employees during the training.
e Educate - to develop employee’s knowledge which they may later use at work.
¢ Enhance - to develop mainly employee’s skills useful at work.

e Empower - to train employees to a certain level where they can work more on their

own.
e Energize - to increase motivation and attachment to work.

e Enlighten - to show a variety of perspectives on a certain issue.



TBU in Zlin, Faculty of Humanities 17

Armstrong and Taylor (2020, 379-380) follow up with the thought that goals for learning
and development should be part of the business strategy of each company because the
company’s employees have an important part in the company’s success in the market where
the competitors appear. At the same time, they agree that employees should be treated well
concerning their needs and wants at work. They use the term strategic learning and
development for a description of this problem. This term is widely used by other authors in

the discipline of Human Resource Development (HRD).

The second part of this chapter is zeroing in on the benefits of employee training in an
organization. Wilton (2019, 280) provides evidence that the benefit of employee training and
development might be divided into three main parts:” the individual, organizational and

societal.”

From the point of view of an employee, the main benefits come with developed skills and
increased knowledge in certain areas of work. This may lead to a higher potential for
employee promotion or to a pay rise. The training the employee undergoes may increase
their respect and consolidate their position at the company and among other employees.
Equally more developed skills and knowledge lead to a lower chance of future
unemployment and an increased likelihood of higher paying jobs. As Banfield and Kay
(2012, 254) say, an employee’s value increases in the labor market because of the training

they get in the organization.

Employee training gives the organization a couple of benefits such as fewer mistakes in
employee work, lower fluctuation of employees, and better loyalty to the company or it may
show the company in a better light in the eyes of employees and that can change their
behavior. As Banfield and Kay (2012, 260-261) mention, training should be taken as an
investment that may contribute to better competitiveness of the company in the market. They
also emphasize the importance of relations among people and profits. On the other hand,
training might be seen rather as a cost for the company. Some companies might see it as one
of the first elements they can reduce when the hard time comes. The authors stress that if
employees are not trained well it will appear on the negative side later on in the form of low-
skilled workers with weak knowledge and bad work performance. This might be more
harmful than beneficial for the company itself. Wilton (2019, 280) adds that at worst it will
lead to “employee exit.” He also emphasizes that companies need to be respectful of
mistakes they first make in employee training and at best learn from their errors and not

repeat them in the future. This will lead to the general development of a certain company.
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All in all, the general society may benefit a lot from employee training because it increases
its potential. For that reason, companies and smaller employers are encouraged mainly by
the government to invest in employee training. As Wilton (2019, 280) says, it will be
reflected in the general “social and economic well-being and strengthen economic

competitiveness on the market.”

2.2 The Process of Employee Training

The next part of the theory for this bachelor thesis is going to be about the process of
employee training. As Wilton (2019, 291) describes, employee training might be divided

into four main parts. According to his description, these parts are:
e Assessment of learning and development needs.
e Planning and designing the training programs.
e Delivering training programs to the employees.
e Evaluation of the training.

However, Marchington et al. (2016, 263) show a slightly different division where the
designing and delivering of the training program belongs to the same part of the training
cycle, whereas finding out what the learning needs are and at the end evaluating the training

results stands on its own.
Noe et al. (2022, 200) came up with a training cycle that has five parts such as:
e Assessment of training needs.
e Checking the readiness of employees for training.
e Planning the training program.
e Delivering training program.
e Evaluating the training.

Here the whole new part of the cycle where the readiness of employees for the training was
established. On the other hand, planning and delivering have the same structure as Wilton
(2019, 291) describes. Lussier and Hendon (2020, 170) supersede the part of the cycle where
the readiness is described in Noe et al. (2022, 201) distinction by focusing on the change in
behavior of employees the employers want to reach through the training. Lastly, they use the

term to assess training besides evaluating it.
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In addition, Ross (2019, 5-13) includes the following six steps that might be useful for the

company in the training process and offers a few principles that the company may follow in

the training such:

e The importance of strategy in employee training which leads to fulfilling the

company’s goals and objectives.

e The key role of need assessment warrants relevance of training programs fulfilling

both the company’s and trainee’s expectations.

¢ Finding out what model of training program suits the company’s goals the best and

at the same time take the satisfaction of the designer, trainer, and trainees into

account. This process is divided into a few steps:

o

o

o

O

Finding the number of stages necessary for the training.

Be able to characterize the theme and topic in each stage where the theme is
a general subject of the stage whereas the topic is a certain issue within the

stage.

Set down the amount of time needed for each stage.

Establish learning objectives that trainees should earn in training.
Choose methods that suit the group of trainees and the training program.

Choose methods that will make the training easier for trainees and trainers.

e Take into account that training focuses mainly on the process.

e Make sure how to deal with adult learners. Trainers should know that:

o

Adult motivation varies from children’s motivation.

They prefer visuals to sounds.

The training must be personal.

They need to know how they are going to benefit from it.
They prefer working with their colleagues rather than alone.

The more the task is practical the better.
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2.2.1 The Assessment of Learning Needs

As Wilton (2019, 292) says, there are problems or issues in every company existing. It means
the chance to improve what is not working or what needs a bit of development is always
possible. Marchington et al. (2016,263), Lussier and Hendon (2020, 171), and Pettinger
(2002, pg. 28) agree, that assessing the right learning and development needs means covering
a certain gap that exists between what is currently used and what can be used in the future.
Noe et al. (2022, 201) define it as “a process of evaluating the organization, individual
employees, and employee’s tasks to determine what kinds of training, if any, are necessary.”
They also establish three questions that help to understand the purpose of this division. For
organizations, the question is “What is the context in which training will occur?”. To make
the decision-making process easier question “Who needs training?” may help with setting
down for whom the training is and the last question “What subject should the training
cover?” establishes the task itself.

Others such as Marchington et al. (2016, 263) or Wilton (2019, 293) do not use questions
for this distinction but rather terms organizational, occupational, and personal level of needs.
As Wilton (2019, 293) specifies organizational level of need focuses mainly on the
organization itself and emphasizes the organization’s goals which the employee training
should fulfill. Occupational or task-oriented level of needs is related to employee
performance. If the need is well-established the employee may later work with better
equipment or other specifics needed for effective and efficient work. Individual levels of
needs may vary based on the role and the position the employee has in the organization.
Newly hired employees will mention different needs than managers or engineers in the
organization who have worked there for years.

Marchington et al. (2016, 263), and Wilton (2019, 292) agree that the main gap is related to
the employee skills, knowledge, and attitude, and believe all of them can be rectified by
training. Noe et al. (2022, 201) clash with this point of view and believe only knowledge
may be repaired by training.

Nevertheless, even the training process may end up in a closed cycle and do not be related
to other HR aspects in the organization, if the right attention is not put on them. This may
later clash with business strategy or other objectives crucial for the organization
(Marchington et al. 2016, 264). Ross (2019, 147), and Marchington et al. (2016, 265),
describe learning objectives set down the issues that should be covered by the training. They

suggest using the SMART method where each of the learning objectives is specific,
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measurable, achievable, relevant, and time bound. This will make the training more
measurable later on.

The right amount of attentiveness should be put also on social, environmental, economic,
and other aspects that may shape the needs in general. Wilton (2019, 294) says these are for
instance “a changing customer demand, developments in the wider marketplace, new
legislation or technology and others.”

Lussier and Hendon (2020, 171) sum up this part with the statement “If a need assessment
is not done correctly, none of the other steps will be successful either.” This might be

considered as the highlight of this chapter before the upcoming parts start.

2.2.2 Planning and Designing of the Training Program

Since the learning and development needs of employees and organizations are already well-
known from the need assessment part, it is time to move a step forward to planning. The
organization needs to plan for whom the training is, what the trainees should learn, or which
skill should they develop. Questions such as who will lead the training, will the company
use somebody from inside or outside of the company, how much is the organization willing
to invest into the training, and lastly how much time does the company want to spend with
the training and where it will be handled is valid to ask (Wilton 2019, 294-295). Pettinger
(2002, 106) says that the group size and the mix of employees do matter. Some kind of
training is more suitable for individuals some for groups. There may be a situation when it
is useful for employees of different kinds to have similar training just to understand each
other’s work but sometimes it may be rather ineffective. Noe et al. (2022, 207) add that
training methods and a form of evaluation should be planned too. Also, the learning
objectives and answers to all the questions stated above will give the organization a chance
to quantify how successful the training was. They emphasize the need for equal evaluation
of training for everybody and take into consideration special conditions for training if
minorities, elderly people, and people with disabilities are present. Lussier and Hendon
(2020, 173) highlight the necessity of knowing how the learning process itself works for a
better understanding of how people learn and develop in general.

When it comes to designing a training program there are again various aspects and types of
the training to look at. Pettinger (2002, 42 -45) defines so-called universal programs. As he
says these are necessary for all kinds of organizations because they describe the main things
each company needs to do. Some points the universal program may be about are:

e Getting to know the employees during first contact.
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e Getting to know the place where the employee is going to work later.

Getting to know safety and healthy principles and rules.

Getting to know working ethics.

Initial training.

Getting to know working culture, values, beliefs...

On the other hand, Ross (2019, 121 -132) describes different types of training programs that
can be created based on the concentration of the interest as:

¢ Knowledge-based.

Skills-based.

Personal development.

Performance-based.

Leadership training programs.
e Management training programs.
e Training programs that cover organizational policies.

Where knowledge-based training program highlights theory, facts, and needed information
the employees require to know to work well. As Ross (2019, 121-132) says the training
should “engage trainee’s cognitive sense-making process, perceptual abilities, and reasoning
or logical analysis capabilities.”

The skill-based training program is in contrast to the previous program, focused mainly on
the employee's skills they already have or that can be newly developed by the training. The
skills might be job-oriented (e.g. repair work) or they might be focused on professional
development skills (e.g. time management)

Personal development training is not mainly related to work but rather to developing “soft
skills, communication skills, time management skills, problem-solving skills, and others,”
that may develop the employee as an individual in general.

One of the typical characteristics of performance-based training is that it is often “outcome-
driven.” Its motivation comes from the goals of employers.

When it comes to training for leaders these might be divided into three categories arising
from the leader's experience. These are “self-leadership training, leadership development

training, and advanced training for leaders.”
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Training for managers is important so they know how the whole organizational system
works, how the policies are implemented, and how they may control individual employees
in their departments. As Ross (2019, 121-132) states the knowledge of certain
communication skills, problem-solving skills, decision-making skills, or performance of
each employee is needed.
Training programs focusing on certain policies are everyday issues. What matters the most
is what kind of policy it is. Ross (2019, 121-132) defines three main policies where the first
is based on a policy freshly created by the company itself, the second policy is made up by
the government and must be observed across the board and the third policy focuses on
refreshing old policies already established by the company. To the group of policies belongs
“safety policies, ethics policies, discrimination policies” and others.
Lastly, Stolovitch and Keeps (2011, 122 -125) distinguish four main types of training
following as:

e Receptive training - trainees are introduced to new topics by the trainer and their task

is to remember most of what was said and be motivated to learn more.

e Directive training - trainers give trainees the muster of how they should do a certain
task and the trainees follow the muster step by step until they finish the task and

manage to later work on their own.

e Guided discovery - the principle of this training is based on the scarceness of trainees
who ask for the help of their trainers. They later help them find the solution and are
present the whole time to answer additional questions. After the task is finished, they

offer feedback to trainees.

o Exploratory learning — this type of training is based on the requirements of the
employee and later exploring the options that may solve the problem. The trainer is

present to help and give feedback.

Besides the awareness of who the trainees are, for the designer of the training program is
crucial to know who the trainer will be. As Noe et al. (2022, 207-208) mention it could be
an organization employee who has the knowledge to pass on to other employees or it could
be someone who is not related to the organization at all. It depends on the knowledge, skills,
or other aspects the organization wants to achieve through the training. The outcome of the
planning and designing part should be the decision whether the training will be delivered on-

the-job or rather off-the-job. Based on this decision the organization may choose from the
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variety of methods used for training which will be discussed in more detail later in this
bachelor thesis. When it comes to off-the-job training Noe et al. (2022, 207) nicely remark
that this option should be chosen by the company “if they lack the expertise in training.” The
organization needs to take into account that finding the right organization that will make
suitable training possible for the organization might be a bit complicated process.

When it comes to time management the designers of the training program need to know how
many stages the program will cover and how much time should each stage take. The whole
training time should be settled by the organization at the beginning of planning. Timing is
important so the trainees can get used to things they have learned during training. Here
applies what was said before that for learners in general is good to receive new things such
as knowledge or skills in smaller parts. If not, the trainee's attention and motivation decline,
and the training is not effective (Ross 2019, 150-151).

As Noe et al. (2022, 208) point well, each training is specific. For that reason, if the
organization decides to hire external trainers to train the organization’s employees it might
be kind of expensive. That is because the trainer needs to put his or her time into creating
such training with certain specifics and for them, it means they cannot use it again in other
situations. This is the reason why some organizations count their ROI (return on investment)

because they want to know whether or not they will profit from such training (Armstrong

and Taylor 2020, 399).

2.2.3 Delivery of the Training

The third part of the training process is devoted to delivering the training. This section can
be sometimes connected to the planning and designing of the training program. As Wilton
(2019, 296-297) and Noe et al. (2022, 208) agree the training should be delivered in a way
that considers the company’s goals and objectives and at the same time lowers the money
spent on the delivery to the minimum possible. Wilton (2019, 297) points out that the
constraints of time planned for training, the customs the organization esteems, and the
culture the organization belongs to may affect the delivery part of the training program.
Marchington et al. (2016, 265) mention that “prior experience, anxieties about the
employee’s abilities, and their expectations” may play an important role in the delivery.
These aspects can have an influence on the way how the employees will learn new skills and
gain new knowledge needed for their work.

Marchington et al. (2016, 265) highlight the responsibility of the HR department to get to

know the organization’s employees to the level where they will be able to make the training
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and especially the delivery part suitable for them as much as possible. Armstrong and Taylor
(2020, 398) add that it is also a task for line managers to be able to support their colleagues
during the training process and let them later use their newly gained skills and knowledge at
regular work.

The HR department needs to know the employees also in the situation when the company
decides to use external trainers. That is for reason that Noe et al. (2022, 207) describe as a
tendency of companies to write the request for proposal (RFP) where the organization states
the requirements for the training, starting with the number of employees that will be part of
the training and ending with the time requirements of the training’s end. Later on, the
company chooses one organization that will lead the training based on the suitability of their
services to the company and its goals and objectives planned for the training. As Noe et al.
(2022, 207) mention there is still work for the HR department even though the training itself
is in the hands of the contracted company. HR employees then appear in the whole process
in the position of the training administrator and make sure everything goes according to the

plan during the training process.

2.2.4 Evaluation of the Training

The evaluation of the training appears in the last position in the training process. However,
even this position is closely connected to the planning phase of the whole process. As
Armstrong and Taylor (2020, 399) say for the organization is important to know their
objectives and goals of training and at the same time set down the criteria of evaluation.
These should be created before the training starts in the planning phase, so they are clear to
everybody later on. Noe et al. (2022, 221-223) and Wilton (2019, 304) point out that the
evaluation later offers important information on whether the objectives were met and how
much the company spent on the training at all. The authors also agree that the purpose of the
evaluation is to anticipate unnecessary wrong decisions made by the company and help the
organization to improve their following training programs in the future and omit the parts of
the training program that are ineffective and do not contribute to achieving wants and needs
of the company’s stakeholders.

Wilton (2019, 306) describes that these stakeholders might be for instance regular employees
of the company who benefit from the feedback they receive and that may support their future
progress. Also, managers in general might seek information connected to collective
development and individual support to the employees, which may help them to improve their

team. Lastly, members of the HR department benefit from the overall outcomes of the
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training and for that reason may find more suitable types of training for their colleagues in
the future.
Diamantidis and Chatzoglou (2014, 154) also distinguish two types of feedback the
employees may get. The first one is related to feedback from their peers that they receive
after the training finishes and lets them know “how well they performed.” On the other hand,
the feedback from supervisors shows how willing are the employees to engage the skills and
knowledge they gained during the training in their regular work. Wilton (2019, 304) and
Marchington et al. (2016, 267) state that there are two main forms of feedback. One of them
is informal feedback which is often used because it is easier to deliver. The person who
delivers the feedback is usually a manager or a member of the HR department. However,
this approach is rarely systematic and might be inaccurate for that reason. The second option
is formal feedback. This type of feedback consists mainly of testing and for that reason is
more complicated to manage and is not used so often even though it may offer more precise
results needed for future development of the training.
The authors such as Armstrong and Taylor (2020, 399), Marchington et al. (2016, 268-269),
Lussier and Hendon (2020, 180) or Wilton (2019, 305) highlight the model, or it might be
said the levels of evaluation created by Kirkpatrick during several years of his career that
show what should be evaluated after the training ends. Kirkpatrick mainly distinguishes four
main parts: Reaction, Learning, Behaviour, and Results.
e Reaction as a part of evaluation offers information from the trainees on the training
itself and it gives a chance to sum up more points of view and at the same time get
rid of subjective points of view of each individual. This is widely used by

organizations.

e Learning uses formal evaluation to get to know more about gained “skills, knowledge

and attitudes” of the employees.

e Behaviour relates to job performance and training in a term of getting rid of the gaps
that appeared before the training and being able to transform the gained info from
the training back to the regular work. This part of the model might be hard to

measure.

e Results are using “specific criteria” connected to job performance and seek to get
information on specific improvements in employee’s work based on the training they
have undergone. These might be connected to the performance of the department or

in general organization and incorporate for example employee productivity, sales,
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labor fluctuation, and so on. These aspects will show whether or not was the training

worth the “money, time and effort” the company put in.

The four main parts of Kirkpatrick’s model might be known in the form of levels, where
reaction refers to the reaction level, learning refers to the immediate level, behavior refers to
the intermediate level, and results to the ultimate-level evaluation. (Marchington et al. 2016,
268)

Diamantidis and Chatzoglou (2014, 154) also point out that Kirkpatrick’s model should be
evolved by feedback from peers and feedback from supervisors. This is all because it will
increase the amount of information the organization might get from the training evaluation.
Besides the gains from Kirkpatrick’s model related to what the organization should evaluate
Banfield and Kay (2012, 262) introduce another model that answers the question of why the
companies should even evaluate the training in general. This model was created by Easterby-
Smith in 1994 and is divided into four main parts:

e Proving — to create proof that something has changed when the training appeared.

e C(Controling - to make sure the company knows how to deliver the training

successfully.

e [mproving — to learn from the mistakes the company made in the training now and

pay attention to them later on.

e Learning — to show that evaluation is an important part of the whole training and

development process.

Besides models that will tell us how to do the evaluation, the organization may also focus
on certain aspects that are measurable and may bring them essential information about the
training results. Noe et al. (2022, 221-223) show five main aspects that are Trainee
satisfaction, Transfer of training, New skills and knowledge, Performance improvements,
and Return on investment. “They may gain this information from interviews with trainees,
the tests the trainees fill in, observation, questionnaires or annual reports and performance
appraisals.” There might be a problem with the transfer of gained skills and knowledge from
the training in a situation when the employees do not have enough opportunities to use them.
In this case, their performance improvements won’t be that visible or won’t appear at all. At
the same time, if the organization finds out the employee is not using the newly gained skills
and knowledge it is up to them to question whether the training was even important and the

finances, they put into it were worth it. The best way of getting to know the improvements
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is to measure the performance and other aspects before and then after the training to the
details. If this is not possible the other option is to create a pretest and posttest and evaluate
them later on. However, the widely used is only the posttest because it is the easiest way
how to evaluate the performance after the training ends. Here the problem appears because
the organization does not get the amount of data, they may need to make an adequate
comparison of performance results.

Training of employees might be costly for the organization a lot and for that reason, it may
lead the organization to count their ROI (return on investment) as another type of
measurement. Training is not only about the improvements of the employee's performance
and development of their skills it also includes the economic prosperity of the company and
that is what the ROI offers. As Noe et al. (2022, 222) write it is “the monetary benefit of the
investment compared to the amount invested, expressed as a percentage.” Besides this
financial measurement, Armstrong and Taylor (2020, 399) allude also to the Return on
expectation that focuses on “the extent to which the objectives and anticipated benefits of
any learning investment have been realized.” Wilton (2019, 305) adds that this measurement
offers the entrance to “hard numbers and soft qualitative information” that may say more
about the general value of the training.

Even though the evaluation of the training process is mainly beneficial it also accompanies
a couple of problems related to the evaluation itself. Wilton (2019, 305 - 306) for example
states that there might be “a problem of validity and reliability.” He questions the momentary
impact of employee training against the long-term impact that is often more important to the
company even though it might be more expensive and time-consuming. He also uses Gold’s
(2007) point of view that says companies tend to prefer the perspective of costs of the
training against the benefits it makes for the company. On the other hand, Armstrong and
Taylor (2020, 401) see a couple of problems when it comes to making the evaluation
successful such as:

e The lack of expertise.
e The lack of clear objectives.
e Limited budget for the training.

e The risks connected to evaluation.
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Marchington et al. (2016, 267) look at the problem of evaluating easily. They point out that
sometimes managers in the organization are just not willing to take care of the data coming
from the training process and analyze them appropriately.

To close this part, Diamantidis and Chatzoglou (2014, 165) highlight that managers should
not expect employees to be able to use their gained skills and knowledge immediately after
the training but rather give them time to process it and try to use them with mistakes because
that is how they will learn it without the pressure of responsibility. At this time managers
should show a certain support to their colleagues, so they feel motivated to try to do their

best later on because this behavior will anticipate other potential problems.

2.3 Practices and Methods of Employee Training

As was predestined before, this chapter is devoted to practices and methods used for
employee training in organizations. The authors who focus on HR training and development
do not have similar points of view on this problem not even a similar distinction of methods
they focus on, or they describe in their books or articles. However, the major distinction that
appears for example in Pettinger (2002, 51-74), Horvathova and Copikova (2017, 70-71),
and Marsikové and Slaichova (2015, 15) distinguish training methods to those which are on-
the-job or off-the-job. Where on-the-job training is related to training that is mainly for just
one trainee and happens daily during the work itself at the workplace. On the other hand,
off-the-job training is carried out somewhere outside of the usual work environment that is
well-known for the trainees. This method may resonate with the education the trainees
undergo during their childhood education phase because it consists of more or less similar
types of training. As Marsikové and Slaichové (2015, 15) well point out, there might be a
couple of training methods that are somewhere in the middle of this distinction. They also
specify the group of on-the-job training where they create a general training method which
the trainee learns and later may use in various companies involved in his or her life and then
specific training that is useful just for the one company only. Mathis, Jackson, and Valentine
(2014, 279) call the training that appears in the workplace internal training and the one that
appears out of the workplace external training. They point out that external training might
be supported by the government or other educational institutions that offer certain
development of employees.

Marchington et al. (2016, 265-267) and Armstrong and Taylor (2020, 395) agree that this

allocation into on-the-job and off-the-job training might be also formal or informal. Formal
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is mainly on-the-job training as it appears “face to face in a workplace,” nevertheless,
informal training is more planned and prepared beforehand because of its complexity.
Because each author sees a different importance of the method distinction Wilton (2019,
297) comes up with two types of methods where one focuses on instructions and the other
on facilitation. Instructional methods require the work of trainers because without them the
trainee won’t probably succeed in the training. Methods that focus on facilitating leave more
work on the trainee who needs to play their role in the training process and the work of the
trainer is not that huge.
Another type of distinction might be based on Marchington et al. ‘s (2016, 265-267) point
of view where they introduce firstly the individual and group-based methods and later relate
them to andragogical and pedagogical approaches.
e Individual + pedagogical — are typical for simulations where the regular skills are
developed and need to be practiced anticipating unnecessary mistakes. They led the
experienced workers to use a bit of creativity if possible (communication with

customers).

e QGroup-based + pedagogical — usually used for a bigger number of trainees or if the
organization wants to lower its expenses. Even though these methods might be highly
supported by the organization’s managers they might be ineffective because there is
not enough time or place for each trainee to ask questions and remember everything

that was said (typically lecture).

e Group-based + andragogical — useful as a team bouncing type of method and good
for understanding managerial problems in real situations that may appear. However,
bad communication in a team may cause problems in discussion and problem-solving

(typically projects or case studies).

e Self-directed — usually better for individuals but suitable also for groups. The biggest
plus of this method is that the trainee chooses the method or the activity that suits

him or her the best (typically e-learning).

Lastly, Martin, Kolomitro, and C.M. Lam (2014, 15-17) take it the other way around, when
they omit to create special distinctions of methods and rather focus mainly on the main
methods that are used by companies and define them and explain into details, so they are

more understandable. This all is for getting rid of the deduction part when the readers pay
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bigger attention to finding out the right classification and not focusing on the method’s
description and purpose itself.

Besides the main distinctions that are related to employee training, it matters to explain
certain method-related terms too. Armstrong and Taylor (2020, 414), Marchington et al.
(2016, 271), and Stolovitch and Keeps (2011, 189) introduce the term just-in-time training
that might be used by the organization in the case when some small problem or a need of
training arise and the company is capable to use its prepared training methods that will fulfill
the aim at the moment. This method is mainly used threw e-learning employee training
methods.

Armstrong and Taylor (2020, 414) also introduce the term bite-sized training which refers
to a small session of training that the trainee undergoes when the training is needed so they
develop the skill or knowledge they need at the time of the need. It is beneficial also in the
long-term because the employee repeatedly relearns already gained skills and for that reason
might become even better at them.

To conclude this part with a few statistics Noe et al. (2022, 209) offer a short overview of
methods that are mainly used by companies in today’s world. The majority of companies
still tend to use instructor-led methods that are happening in classes. However, modern
companies accompanied more of “the online or computer-based methods in the last couple
of decades.” They also well point out that companies should look at the number of hours

they stipulate for employee training.

2.3.1 On-the-job Methods

As it was predestined before, on-the-job training is the most used by companies in today’s
world (Noe et al. 2022, 209). This group of methods might be placed methods such as
coaching, mentoring, job rotation, assisting, counseling, internship, apprenticeship or
shadowing, and many more.

As Horvathova and Copikova (2017, 70) and Armstrong and Taylor (2020, 406) agree
Coaching is rather “one-to-one” type of training that is necessary at the workplace. The
trainer or it might be said the coach tends to support the trainee, make sure they know what
they are doing, and through questions lead them towards their goals and offer them superior
feedback.

Mentoring, on the other hand, is used by the company if they want to encourage the
development of the employee who is mainly a junior in their position to become senior later

on. This is done by using a senior mentor to support and prepare the trainee to be able to do
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the senior work on their own in the future (Martin, Kolomitro, and C.M. Lam 2014, 27), and
Wilton (2019, 299).

Milic, Mandic, and Pavic (2020, 75) add to this group of methods also the job rotation.
Verhulst and DeCenzo (2022, 238) describe it as the opportunity for the trainee to get to
know more about various positions in the company and try a variety of tasks before they
settle on one position. This process gives them the chance to find out what suits them the
best and at the same time understand how the processes in the company are connected.

The difference between apprenticeship and internship is well described by Noe et al. (2022,
212) where the Apprenticeship is “the combination of on-the-job training and classroom
training” that allows trainees to gain money and at the same time learn new skills. This
method of training is widely used for “skilled trades, such as plumbing, carpenter, and
electrical work.” However, Internship is created by schools that are finding places for their
students at companies where they may gain the needed practice connected to their education.
The authors highlight that this should be beneficial mainly for the students and not that much
for the company as “low-cost or free labor.”

Both Horvathova and Copikova (2017, 70) and Marsikova and Slaichové (2015, 15) also
mention the on-job-methods assisting and counselling. In this case, Counselling focuses on
the consultation between the trainee and the trainer if it is necessary whereas Assisting pays
attention rather to manual work where the trainer explains the work process in detail and
repeats it until the trainee can do it on their own. Something similar to these two is also
described by Armstrong and Taylor (2020, 406) as Shadowing where the trainee watches

how the trainer is doing the tasks and observes it until it is clear and understandable.

2.3.2 Off-the-job Training

The previous description said that off-the-job training methods usually take place outside of
the normal workplace. Some of these methods are for example lectures, case studies,
simulations, seminars, workshops, or demonstrations.

The lecture describes the process when the trainer explains something mainly theoretical to
the group of listeners with the purpose of easily and in a fast manner making the trainees
learn new stuff. The problem might be that there is not that much time for conversation and
answering the questions that may appear (Roy and Ray 2019, 177).

As Horvéathova and Copikova (2017, 71) explain, the seminar is a form of the lecture where
the discussion is added. This might make the understanding of the topic easier for the

audience and the unclear stuff might be explained immediately by the trainer. Because of
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this form, there is harder work for the trainer because the person who is responsible for the
training needs to be able to control the discussion and react to the questions in the right way.
These authors also introduce a method of demonstration where the trainees are stimulated to
use certain equipment needed for their work, so they know how to use it later on. The activity
is firstly done by someone who is experienced with using it and later it is offered to trainees
to try to use the equipment on their own. As equipment might be considered a computer,
machine, or other.

The other method that will be explained is the case study. Noe et al. (2022, 214-215) define
it as an artificial situation that might happen in reality and should develop trainee’s “thinking
skills when it comes to analyzing and evaluating the situation.” It offers them a chance to try
to use unusual solutions and processes when it comes to problem-solving in a safe
environment. This method might help to develop the teams and their communication skills.

Another common method used off-the-job is simulation. Lussier and Hendon (2020, 179)
show it in the online perspective where the trainees are exposed to unexpected situations that
might appear in real life again. The new thing that distinguishes simulation from the case
study is that trainees are encouraged to actually perform the right way of dealing with the
unexpected situation, so they are ready to later perform it when necessary. These simulations
are used mainly to anticipate dangers related to the health of employees and their emotional
states (Lussier and Hendon 2020, 179).

The last method in this group will be the workshop. It opens up the topic, which needs to be
discussed, and the right solution is often found by the group of people if they share their
points of view on the problem itself. The main benefit of this method is the variety of
perspectives that are introduced by the group of people. It might be considered as the form

of the case study method. (Horvathova and Copikova 2017, 71)

2.3.3 Digital Training Methods

Digital training in general means that the training appears to be in the online world of the
internet where various forms of training exist. Some of them might be for instance e-
learning, virtual reality, social media, mobile learning, or others. As Wilton (2019, 299 -301)
specifies these are also considered modern trends that are developing the training methods
in connection with the Web 2.0 technology.

E-learning in general covers activities considering the usage of online courses, the
company’s intranets, or other interactions that appear between the trainer and the trainee

through online sources. The authors highlight that e-learning enables the company to use
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less textual materials for the training and for that reason is more sustainable and efficient for
the company. Banfield and Kay (2012, 266) add that e-learning offers “a new platform for
the delivery of training.”

Phillips and Gully (2014, 220-221) describe virtual training as another “tool” that might be
used by the organization where they will use the advantage of “YouTube-type videos” to
make the training for their employees easier and more interesting and available at the same
time in the online world. Wilton (2019, 303) supports this idea with the statement that says
virtual training makes the training “richer” and allows the trainees to create so-called “virtual
communities or to exploit virtual mentoring.” Noe et al. (2022, 213) evolve this thought and
describe a chance for the trainees to create avatars that will represent them in the virtual
world and enable them to be part of the “job-related situations” that may appear at the
workplace in a safe environment. They also explain that virtual reality offers a “three-
dimensional learning experience” for trainees.

Social media creates one of the main trends in today’s world. They do not have to be
perceived only as a form of fun or abreaction. They can be useful also when it comes to
employee training. Platforms such as Facebook, Instagram, LinkedIn, and others give a
chance to employees to get to know the company in a different light, be able to communicate
with the company in a slightly different way, and share their points of view with other
colleagues and the public. The organization’s content on social media sites might offer quick
learning for the employees or inspire them to work better and at the same time it deepens
their loyalty to the company in general. Last but not least bonus of the social media method
of training is that employees have new access to important information that the company
needs them to know. (Armstrong and Taylor 2020, 411)

The last method that will be described is in the form of mobile technologies. Wilton (2019,
302) points out that mobile technologies allow organizations the opportunity to make their
employees more attached to the work, be able to respond quickly and learn new things easily
on a daily basis. He also explains the problem of work-life balance for the employees because
the usage of mobile technologies makes them to be active all the time among the required

hours, they set down with the company at the beginning of their work relationship.

2.3.4 Onboarding

One of the processes that might accompany the training methods is also onboarding. This is
a type of procedure in which new employees get to know their new work environment, learn

about their duties, and get familiar with new colleagues they will work with. Onboarding
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might be considered a really important part of the initial training of employees because based
on it the employee decides whether or not they stay in the company or leave. As Verhulst
and DeCenzo (2022, 228-230) point out, onboarding is in the hands of the company,
especially the HR department members. They should make sure new employees are prepared
for the work experience and are excited about it. There is a variety of methods on how to do
this part correctly and remarkably. Some companies might decide to schedule a few meetings
to get to know the new person better before their work together starts others may rather use
the benefits of the modern world and offer to the new employee to do the onboarding online
to get to know the system better or others. They should make sure the person will have the
essential support from managers and colleagues and will get certain feedback regularly so

they might get better.

Onboarding is incorporated also in the Czech Labor Code (2006, §227-§235) which states
what the employer needs to do at the beginning of the work relationship with a new employee
and then later on. Each company needs to make sure their employees have the necessary
competence needed for their work. If not, the company must offer them a certain type of
training that will give them the needed information for their work. If the company decides
to move the employee from one position to another the necessity of needed training remains
if necessary and must be managed by the company. At the same time, if the company wants
the employee to learn something new, they may insist on the employee undergoing the
training if necessary. It is the employee's responsibility to try and learn new things and
develop their competencies at work. The training which develops employee's competencies
included in their work and the time spent on training is paid by the company as if the
employee would work as usual. If the employee peddles their education in a certain form on
their own the employer must offer them the time to prepare for the completion of final exams

by offering them the days off.

On certain occasions, there might be signed a qualification agreement between the company
and the employee when the employee wants to develop his or her education and
competencies but at the same time, the employee signs the agreement which makes him or
her remain in the company until the training is finished in a return to the company’s support
and effort to help. If this agreement is broken by the employee, the employee is responsible
for paying the adequate amount of money back to the employer. This responsibility
disappears when the employee is fired, unfit for work, cannot perform work due to health

reasons, or their training is not used by the employer anymore.
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At the same time, some types of training are required by Czech law. These are mainly
focused on the employees' health and safety (BOZP). Some of them focus for example on
driving cars or other means of transportation that are offered by the company other prevent
the dangers of fire or offer first aid training. In today's world, most of them might be done
online in the comfort of the employees' home or company and do not take as much time off
the working hours. These trainings are also repeated during the work later on, when
necessary, because of new equipment or regularly just to keep the important things in

employee’s minds (Bezpec€nost prace.info 2014).
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3 SUMMARY OF THE THEORETICAL PART

The theoretical part of this bachelor thesis focuses on the scientific discipline called Human
resource management. One of the main interests of this discipline is considered training and
development of employees in a company. Training is important for both the company and
the employees in general. It offers more opportunities for the employee’s career and bigger
competencies and fewer mistakes done by employees at work for the company. Training of
employees also supports the fulfillment of the company’s needs and wants that they have
established in their goals and training objectives.

Employee training in an organization consists usually of four main parts such as need
assessment, planning, and designing, delivering the training, and lastly the evaluation of the
training. Each of these parts is important because they are interconnected, and one follows
the other. If a certain mistake appears in any of them it might hurt the whole training. Need
assessment answers the questions of who will be trained and by whom and for how much
and how long for what matter. The planning and designing part of the training process then
goes into detail and makes sure the training will be suitable for both the company and the
trainees and at the same time the lowest costs possible. The delivery of the training might be
done by internal or external trainers. Based on this decision the methods of the training are
chosen. In today's world training methods are not performed only on-the-job through
coaching or job rotation or other methods but also off-the-job or online for example through
e-learning or lectures. The last step in the training process is an evaluation. This part is
usually omitted by the companies because it feels like a waste of time. However, this might
be a false assumption because the evaluation might show the gaps in the training or the needs
of the company’s employees that are not fulfilled. The training evaluation might offer
feedback on the company’s work and the effort they showed and put in.

Based on these theoretical findings, the education and training system in the company XY
is analyzed in the next part of this bachelor thesis. For this analysis, information provided
by the company's employees through interviews and the processing of internal documents

and training materials is used.
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II. ANALYSIS
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4 THE CHARACTERISTICS OF THE SELECTED COMPANY

The subject for this analytical part of the bachelor’s thesis is the company XY. This company
was established in 1935 and since then belonged to the group of companies operating in the
plastics industry. In the past, company XY helped other companies to grow and build their
position in the market. Without a doubt, the company has a share in the development of the
given industry in the Czech Republic. This would not be possible without the employees
who work in the company and their tendency to make the company better every day. Thanks
to them, the company can constantly develop and strengthen its position in the market. As
the only producer in the Czech market, the company XY offers items such as pressed floor
coverings, waterproofing membrane systems, or breathable films. The company XY also
thinks about the surrounding world and therefore has been able to meet ISO 14001 standards
since 2000. (Company Website 2024)

The overall control over the company XY is in the hands of the board of directors and
supervisory board. As a matter of fact, the company XY is a joint-stock company with its

sole shareholder the company XZ. (Annual Report 2022)

Some of the important years in the company’s history that are listed on the Company Website
(2024) were 1940, 1949, 1956, 2000, and 2011. In 1940, the company began industrially
processing PVC for the first time. In 1949, a new plastic plant was established near the
headquarters of the XY company, which later became part of the company’s organizational
structure. The year 1956 brought a novelty in the beginning of polyethylene processing. In
2000, not only did the company XY manage to achieve ISO 14001 standards, but it also
became part of the larger XZ concern, which brings together over 250 entities in the fields
of chemistry, food, agriculture, media, and ground technology. In 2011, company XY

received the “Responsible Care” certificate for the first time. (Company Website 2024)

The company XY does not only operate in the Czech market but actively exports its products
and cooperates with companies from 49 other countries around the world. Data from
previous years confirm that up to 70% of the production of the given company XY goes to
foreign markets. This would not be possible without the company’s 1200 employees.
According to the company’s general director, their employees have the enthusiasm, will, and
energy to manage themselves, but apart from that, they manage to work with the
responsibility that falls on them and are persistent in their work. However, it is not only the

employees who constantly move the company forward. The company XY regularly tries to
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incorporate new knowledge from science and technology in its field into its activities and
also actively listens to the needs of its customers and partners. Thanks to all the previously
mentioned dispositions, the company has been able to operate in the Czech and European

markets for more than 80 years. (Company Website 2024)

In the company XY people also see potential in young people and therefore actively support
students and try to help them with internships or writing professional and final thesis for
their studies. That is why the company XY also supports nearby universities and high schools
from the vicinity of the company headquarters and participates in various types of job fairs,
where students and pupils have a better chance to get to know the company and perhaps in
the future join the already large number of employees that the company XY has. (Company
Website 2024)

As mentioned earlier, the company XY is not indifferent to the surrounding environment
and the future either. This is also why they try to include measures in their activities that
would lead to better treatment of water resources, do not harm the air, or lead to greater
recycling. On the Company Website (2024), the company mentions three main aspects they
go for such as environmental, social, and economic aspects. The company can boast products
that directly contribute to maintaining a quality environment. Among them might be
included products such as insulating foils, floor coverings, or other products that in a certain

way contribute to saving primary materials for their production.

For the upcoming years, the company XY wants to continue the successful work that brought
it more than 4,4 billion Czech crowns in profits from the sale of products and services. Such
a profit was achieved thanks to the sale of products in several segments of their scope, which
are construction, consumer industry, food, haberdashery, footwear, and healthcare. Whether
the company XY presents a true and fair view of its finances is checked annually by an
independent auditor based on a check of Czech accounting regulations and statements.

(Company Website 2024), (Annual Report 2022)
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S EMPLOYEES AND THEIR STRUCTURE

Like most of the companies also the company XY has its inner structure that influences the
position of employees in it. The structure of employees in the company XY is described in
the Organizational Code that the company has. This document not only regulates the
structure but also mentions the principles that the company has, the principles of company
management, and the content of individual departments in the company XY and their
cooperation. This Organizational Code is then followed by other regulations introduced by

the company. (Organizational Code 2023)

All the company’s employees are divided into work units according to their professional
specialization. The highest work unit is then the section. In the company, there can then be

other parts of its structure falling under sections, namely unions, departments, and shifts.

Each section has its director, who reports directly to the company’s CEO (chief executive
officer) and is thus a member of the company’s executive management. This employee is
then responsible for his or her entire section within the scope of the regulations to which the
company is committed. The employees of the given section do not work separately from the
others, but on the contrary, they also cooperate with members of other sections of the
company. There are currently a total of seven sections in the company and regarding the

Organizational Code (2023) these are:
¢ Business section
e Production section
¢ Financial section
e Personnel section
e Technical section
e Logistics section
e Energy section

Another part of the structure is the previously mentioned union. This division is used in the
company XY for better separation of work activities or the possibility of better management
of workers. Each unit has its leader, who is subordinate to the director of the section. Often

this position does not need to be filled if it is held by the section director himself or herself.



TBU in Zlin, Faculty of Humanities 42

The department then falls under a union or section and thus enables further division of
workers or work activities. The top position in the department may be the head of the
department falling under the union leader or the director of the section. Again, this position

may not be filled unrest otherwise stated.

The shift falls under the lowest organizational level in company XY. It is mainly used for

better organization of work activities. (Organizational Code 2023)

Regarding the development of the number of employees of the company XY, this
information is provided by the Annual report (2022), and Annual report (2020). Over the
last five years, one can see that the changes in the number of employees mainly concerned
those in production and not those who are part of the management of the company or not
that many of these in-office positions. Table 1 will serve to better illustrate the whole

situation.

Table 1 — The development of the number of employees until 31.12.

Type of job Yoar
2018 2019 2020 2021 2022
Production 959 947 921 899 858
Offices 299 287 286 292 284
Management 22 22 22 21 21
In sum 1280 1256 1229 1212 1163

The last five years brought a reduction in the number of employees by almost 100 of them.
It didn’t happen all at once, but over the years the number of workers has always decreased
by 10-20 per year. Only the year 2022 brought a bigger reduction, of almost 50 company

workers.

In order to get a closer look at the structure of employees, Table 2 depicts it. This table
describes the distribution of employees and the development of their number by gender.

Given that this is a manufacturing company, there is a significant male preponderance of

Table 2 — The structure of employees by gender until 31.12.

Vo Gender
Male Female

2023 692 388
2022 747 455
2021 793 470
2020 810 470
2019 849 471
2018 857 494
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almost half. However, their number, unlike that of women, decreased much more in the past
years, and therefore this can lead to the conclusion that women are more consistent in their

positions and loyal to the company a bit more.

Table number 3 offers an even greater specifically of employees according to their age. It
can be seen that the company is mainly built on employees who are older than 41 years and
therefore have the most experience. On the other hand, at least the company employs persons
who have not yet reached the age of 18. In any case, it can be seen that there is a trend in the
company where the company XY prefers to accept and work with older employees who
already have some life experience. Simply put, with increasing age, the number of these

employees in company XY increases.

Table 3 — The structure of employees by age until 31.12.

Year Age category

-18 19-20 21-25 26-30 31-35 36-40 41-
2023 7 7 141 73 112 106 734
2022 8 13 50 94 140 114 783
2021 6 11 65 110 144 133 794
2020 5 17 68 124 143 144 779
2019 8 19 80 148 129 159 777
2018 11 23 89 132 136 163 797

The last specific that will bring the company’s employees even closer will be their education.
The company XY divided its employees into 10 basic education categories. In this regard,
the company employs the most employees with basic education, secondary vocational
education with a teaching certificate, complete secondary education, either vocational or
general with a high school diploma, and then university graduates with a master’s degree. It
makes sense to mention that the company XY can also be proud of approximately 7

employees with doctoral degrees who have been working with the company consistently for
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at least the last five years and thus bring great expertise to the company. For an easy

understanding, refer to Table 4 below.

Table 4 — The structure of employees by their education until 31.12.

Attained Year

education | 2023 2022 2021 2020 2019 2018
Primary
education
Lower
secondary
professional
education
Secondary
vocational 444 491 526 550 560 573
education
Secondary
or
secondary 3 4 4 3 4 5
vocational
education
Complete
secondary 18 21 25 25 25 27
education
Complete
secondary
vocational
education
Higher
professional 4 5 4 4 4 2
education
University
bachelor’s 25 26 28 31 30 32
degree
University
master’s 111 127 131 129 127 134
degree
University
doctoral 6 7 7 6 7 7
education

117 146 137 120 126 123

18 23 25 25 25 30

221 339 369 375 395 403

5.1 The Personnel Section in a Selected Company

The personnel section at the company XY strikes in particular for consistency between the
number and structure of workplaces and the number and structure of employees. It also seeks
to develop the capabilities of company employees and support their performance and social
skills. Among other things, this section tries to promote good interpersonal relations and

beneficial management styles of the company’s employees. (Organizational Code 2023)
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The main activity of the workers in this section is mainly to monitor the correct procedures
within the framework of legislation related to work and employment of people. Other

activities that the employees of this section deal with are, for example:
e Recruitment
e Hiring and firing of employees
e Organization of employee training
e Individual development of individual employees
e Proper motivation of employees

e C(Creation of internal guidelines and regulations that relate to the company’s

employees.

e Creation of plans, budgets, and analyses related to work with the company’s

employees.
e Conducts dialogue with trade unions.
e Communication with labor institutions, schools, and other organizations in the region

The company’s lawyer also falls under the personnel section in the company XY. A large
part of the activities of the company’s personnel section also include employee wages. Part
of this activity is mainly communication with state administration bodies such as health
insurance companies, social security administration or financial authorities, and others

(Organizational Code 2023).

Not only employees working in the personnel section of the company XY must also follow
the Personnel Management Rules. This directive is also intended for all members of
management and staff leaders who participate in employee relations, the management of
subordinate employees, or communication with unions. This directive mainly regulates the
concept of human resources management in the given company. It states that the personnel
policy and strategy are changed every year following the document related to the Business
Plan for the coming year in the section Employees and Salary Policy. Here, the director of
the personnel section provides data on the development of the number of employees, average
wages, or the plan for the following year, including priorities and goals in the area of human

resources and their subsequent development. (Personnel Management Rules 2023)
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Personnel planning is one of the activities of the personnel section members and is part of
corporate planning. Thanks to it, managers of individual sections of the company XY have
access to information regarding human resources, whether their number or costs per

individual. In the personnel planning process, three main plans are created:
e The salary plan,
e The number of employees plan,
e The employee training plan

The director of the personnel section is responsible for the salary plan. This plan is part of
the Business Plan for the coming year. It mainly works with the planned number of
employees, adequate remuneration, and motivation, and does not forget the legally
established obligation resulting from it. This plan is then evaluated monthly so that the

company XY knows whether it is fulfilled or not. (Personnel Management Rules 2023)

The number of employees plan is mainly based on the company’s Business Plan for the given
year. This plan then records upcoming retirements, changes in the careers of workers, or
changes in the distribution of employees. At the same time, it also deals with whether the
given employee of the company XY is in a right and suitable position due to their
qualifications. The personnel director is again responsible for compliance with this plan,

following the monthly controls of this plan. (Personnel Management Rules 2023)

The last plan is the employee training plan. This plan follows from the document on the
Employee Education Plan and the budget for the given year. It is based on an analysis of the

educational needs of individual company employees. It focuses in particular on:
e The qualification requirements for the job
e The applicable legislation which includes for example legal training
e Customer required training.
e The need for the development of skills of individuals and groups

Thanks to the points mentioned above, the company can then determine for whom the
training is intended, what methods and forms will be used, when and where the training will
take place, or who will lead the training of employees. The personnel director is responsible
for compliance with this plan following the semi-annual controls of this plan. (Personnel

Management rules 2023)
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6 AN ANALYSIS OF EMPLOYEE TRAINING IN A SELECTED
COMPANY

To better understand how the employee training in the company XY works the HR employee
answered several questions on this topic. The key questions focused on why the company
even trains its employees, how the company makes it, where are the strengths and

weaknesses and many more.

The interview with the personnel officer on the 15 of March in the company XY which was
recorded and later also completed in writing by the personnel officer, serves as a basis for
summarizing the answers to these questions, which described the process of employee
training at the company XY. These written answers might be found in Appendix P I of this
bachelor’s thesis. It follows from these answers that the company XY supports their
employees because they believe that the more the employees are developed the better the
company will be. At the same time, employee training may give the company a certain
competitive advantage in the market and create a field for additional development. The
company is open to a variety of training for each employee that they have in the company
because they want to pay back in a certain way for what they get from the employees and
their work. The company XY cares for its employees and believes that the money invested
in employee training is worthy not only for the company itself but also for the individual
development of its employees and their future position on the labor market if they leave the

company.

As was stated before in the theoretical part of this bachelor’s thesis even for employee
training the company states itself some goals. Among the goals that the company XY has for

employee training are for example:
e Increased employee motivation for the personnel and career growth
e Improving the perception of the employer’s role
e Increasing the performance and efficiency of the organization
e Control of compliance with legislative requirements
e Increasing competitiveness in the labor market
¢ Increasing know-how

e Streamlining of internal processes
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e Building an employer brand
e Introduction of innovation in the field

The company’s goals for employee training are closely connected to the corporate values
which are: We care about the world around us, We pull together, We are good housekeepers,
We do our job to the fullest, We develop ourselves and the company. (Interview with the

personnel officer, March 15, 2024)

One of the other things that the company XY already deals with is finances. Considering that
the company feels that employee training is a necessity, it does not hesitate to invest in them
in recent years an amount always worth 1.7-2.3 million Czech crowns. To be able to
approximate this amount more closely, it is roughly 2000 Czech crowns per employee. This
value could be misleading because not all employees take advantage of all the training
offered. It will be described in detailed values for different types of employees in the
upcoming chapters of this bachelor’s thesis. (Interview with the personnel officer, March 15,

2024)

There is a variety of options in employee training which are used by the company for their
people. The company believes that its employees can expand their qualifications in any way,
whether it is selected qualification training or further studies. Regarding the worker itself,
there is a chance to develop both the hard-skills and the soft-skills. The development of soft-
skills is more typical for managers and office workers. Among the hard-skills that are
supported belong for example languages, certifications, usage of MS Office, warehouse
management system, or legal training. A big role in the choice of employee training play

also:
e New technologies
e Legislation and legal requirements
e Competition
e Trends
e Employee interest
e Management requirements

When it comes to employees who take care of employee training in general, there are just

two main ones the personnel director and one of the personnel officers in the HR section. At
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the same time, the company XY has its internal trainers who train other employees in the
company. There are currently around 30 of them. For some of them, it might be a regular
position in the company because their work and training are needed very often. On the other
hand, other internal trainers are considered to be managers, executives, or just skilled
employees who are experts in their work. These internal trainers are trained for changes in
the area of their agenda, have the opportunity to consult the requirements of their own or
subordinate employees, and participate in the training outputs. The company tries to provide
them not only with important information but also with the work aids that are needed. One
of the possibilities for their personal or professional growth is also the possibility of courses
that are paid for them by the company, certifications, or lecturers. Some of the other sources
of motivation for employees are opportunities for career growth, salary increases, or better

qualifications itself. (Interview with the personnel officer, March 15, 2024)

The company also does not oppose the use of external trainers if the company XY does not
have enough of its employees for such work, expertise or selected certifications are required
for the training. The company may go for the training based on good recommendations for
soft-skills and psycho-hygiene trainers, or if the company XY aims to support other

companies in the region.

Its role in the selection of external trainers play also the company’s needs, expected benefit
of the training, number of trainees, good references or costs. The costs of external training
have their place in the decision-making process of managers and personnel director whose
role is to approve the training or not based on the requirements and goals. If they found that
the given employee or a group of employees also does not need the training for their essential
work, it might be rejected. The other option is that the company XY tries to find different
ways of a certain training starting with different external trainers and ending with the
certifications for their employees that may train the rest of the employees for lower costs in
the long run. The role of HR workers in the case when the company uses the services of the
external trainer is to deal with the finding of adequate trainers, communication with them,
preparation of materials for external trainers, creation of cooperation agreement, preparation
of background for training, dealing with company’s employees and their presence,
motivation of employees to take part in the training, listening to employee’s needs and
comments on training, monitoring the dates of given training and many more. (Interview

with the personnel officer, March 15, 2024)
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When it comes to training itself, as the personnel officer described in the interview (March
15, 2024), the company XY tries to make the training suitable for each of their employees
but of course, there are cases in which this is not possible because of the complications in
organization, costs, or lack of time. However, if the company sees that there is an employee
who has already the necessary skills or knowledge the company tends to offer them to choose
to focus on different aspects of their work such as soft-skills or recommend them to try to
learn to use a new machine or device. This helps to the development of the company in

general and also supports substitutability.

During the interview with the personnel officer (March 15, 2024), it was agreed that all main
four parts of the employee training appear also in company XY. It should be said that some
of them are more developed and some of them less but it will be described in detail in the

following parts of this bachelor’s thesis.

6.1 Training Process: Assessment of Training Needs

The first part of the employee training process is considered the Assessment of training
needs. There are a couple of needs that the company thinks about, and the personnel officer

describes in the interview (March 15, 2024). Among them might be for example:
e (Constant need to develop company quality
e Competitiveness
e Meet legal requirements for employee training
e Employee needs
e New technology and modern society
e Costs

When it comes to the constant development of the company XY the company’s management
sees the need to continuously develop as a company, but all to develop its employees. This

will enable them to develop new products and the education and skills of their employees.

Competitiveness is closely connected to constant development because if the company XY
tries to do more than its competitors it may create a better position on the market and that

will lead to greater demand for its products and greater returns from their activities.
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All this can also be contributed to by the inclination to use new technologies brought to the
company by new employees or experts in the field who work with the company. Thus, the
company does not hesitate to test the creation of modern society and science and later

incorporate them into everyday routines and introduce them to their customers.

At the same time, the company XY takes into account that each of its employees is different
and therefore tries to make the overall work process as close to its employees as possible as
well as the training offered by the company. Another way the company tries to get closer to
its employees and thus create a better working environment is by listening to their needs and

comments on the work process and employee training.

With all this, the company XY must also try to fulfill all legally required training of
employees, so that there is no threat to their health or life. The company considered legally
required training as a necessity and would not limit it even if the company XY were to get
into financial trouble. Such training most often includes periodic training on health and

safety, fire protection, dedicated technical equipment, and many others.

At the same time, the company tries to reduce the costs of employee training if possible, and
if not, there is an effort to at least look for cheaper options. The company takes employee
training as an investment from which it expects a certain return, but also as an expense
because it invests a large amount of money in it every year. However, they always try to
distribute these funds fairly among all positions of employees, so that each one of them has

the opportunity to develop.

Besides the already mentioned examples of the employee training needs the company needs
to deal with other topics such as who will be trained, by whom, where, for how long, for
how much, and on which kind of topic. These will be covered in the following part on
Planning and Designing because they are interconnected. (Interview with the personnel

officer, 2024)

6.2 Training Process: Planning and Designing

Planning and designing is another part of the training process for company employees.
According to an interview with the company’s personnel officer (March 15, 2024), this is
also the most important preparatory phase. The designers of the training plans try to meet all

the requirements of the organization as well as the employees.



TBU in Zlin, Faculty of Humanities 52

As mentioned earlier, one part of planning is selecting the right participants for the given
training. The company selects them based on legislative requirements, requirements of
superiors, or company management. The HR department also plays a role in the selection of
training participants, which can submit a proposal for the selection of certain employees for
whom the training would be suitable or if the employee himself or herself declares that he

or she would be interested in some type of training.

Employees are most often trained on topics related to their assigned segments, which are
constantly evolving or following new training opportunities offered by the market. The
company also tries to listen to its customers and their requirements, and based on their

comments, it also adjusts the topics on which employees are then trained.

Good employee training also depends on choosing the right trainer. This activity is provided
by the company’s management and the personnel director. The staff of the personnel section
participates in the planning of the employee training itself, roughly 1/5 of their employment,
and then the company managers, who add a hand to the work in terms of company strategies,
where employee training is also included. For managerial staff, it is not possible to directly
determine how much time they spend on employee training because their work also includes
cost planning for the training, adjusting guidelines, or other activities related to their position

in the company.

The length of the employee training can also change depending on the type of employee and
his or her needs or the need for the training itself. The training provided by law is carried out
periodically in accordance with the related regulations. On the other hand, employees can
engage in individual training of various types repeatedly or once as needed. However, the
company XY has no problem providing employee training repeatedly if it is necessary or if

its individual parts are connected to each other.

The employee training itself can take place either on the premises of the company or outside
of it. If it is training in the company, it depends on the number of trained workers, spatial
capacities, and their occupancy or technologies available for training. During training in the
company, it is also perceived that the external trainer is at a certain disadvantage in an
unfamiliar environment, and therefore more attention and care or help is provided by the
company to him or her if needed. As mentioned earlier, the company does not hesitate to
send its employees to external trainers if it is more convenient for them or if it is not possible

to carry out the training directly in the company. This is, for example, a common situation if
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an employee wants to learn a language. In this case, he or she has the opportunity for example

to visit the lecturer near his permanent residence.

According to the theory, employees with disabilities, older employees, or foreigners should
also be taken into account when planning employee training. For foreign employees, the
company has prepared Czech language courses which it sends them to so that they can better
integrate into work teams. An interpreter is often present at these language training sessions.
Employees who have certain health disadvantages are located in the company, in any case,
their health condition enables them to carry out all the necessary activities for their work and
does not limit them in any way, therefore they do not undergo any special training.
Newcomers to the company often have a special adaptation program drawn up by their direct

supervisors which enables them to do well in their work.

The theoretical part of this bachelor’s thesis says that the planning phase should also include
establishing criteria for evaluating employee training. This phase is still being worked on in
the company and will thus be one of the topics for the company’s recommendations for
improvements. In the future, the company would like to monitor the comments from its
employees about the training and subsequently also from the supervisors to know whether

the training was beneficial or not.

Since the company likes to take care of its employees itself, it also creates its own training
plans for each year. These plans always include which employees will be trained, on what
topic, to what extent, who will be the trainer, how long the training is valid for, and when it
will be carried out. The annual training plan always includes statutory training, for example,
professional workers who work with selected machines, and materials, or use special
techniques for their work. Other parts of this plan are also training for office workers. Here,
the trainings are most often focused on newcomers, then on various software, or applications,

and systems that the company XY uses or also various professional training.

6.3 Training Process: Training Methods

As part of the planning phase, the company XY also deals with the selection of methods for
employee training. According to the interview with the personnel officer (March 15, 2024),
the company takes into account the demands of various employees as well as the possibilities
of external trainers or the company’s background and therefore uses several of them for its
employees. The company uses training methods both online and offline. Some of the main

ones are:
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e Coaching

e Mentoring

e E-learning

e Conferences
e Meetings

e Release from work as part of the further studies
e Lectures

e  Workshops

e Briefings

e Consultations
e Dispatchings

Apart from e-learning, the company also uses the Seduo.cz web platform for online
employee training. This type of employee training was introduced following the COVID -
19 period when the company wanted to allow most of its workers to work from home if
possible. In this case, it was mainly office workers who then worked from home. Given that
this system was suitable in the past, the company XY keeps it even today and thus offers its
employees the opportunity to train and educate themselves online according to their time
convenience. At the same time, these methods allow workers to perform their work duties

in comfort and convenience.

Because the company XY uses a large number of training methods, it also has different types

of trainers. Employees are most often trained by:
e superiors
e more experienced employees
e certified trainers
e coaches
e professional trainers

e training agencies
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e schools

Employees are allowed to also use other types of trainers if necessary or if they come up

with someone who is recommended to them and does its work well.

6.4 Training Process: Onboarding of Newcomers

The training of newly arrived employees is one of the activities that takes place in most
companies. The same is true for the company XY as the personnel officer agrees in the
interview (March 15, 2024) as well. A newly arrived employee is subjected to various types
of training in the first breaths, from induction training to safety training to fire protection
training. He or she is also introduced to basic information about the company that could be
of interest to him or her or be of benefit. These are included in the Introduction package
created by the company XY. At the same time, he or she has the opportunity to familiarize
himself or herself with the function of the Trade Union, which the company has and with
which it normally cooperates. In the introduction process, he or she is also introduced to
members of the personnel and payroll section where he or she can address anything regarding

his or her position.

Subsequently, the worker is gradually integrated into the regular regime with the help of
more experienced employees, a direct supervisor, or a certified trainer so that he or she can
perform its part of the work independently at first. In this section, the onboarding of the
employee may differ depending on the position he or she holds in the company. Among
other things, the incorporation of a new employee into the work operation is tied to their
abilities, time options, and technologies he or she has to work with, or special requirements

from supervisors or an adaptation plan.

As far as statutory training is concerned, the new employee is trained in it at the time he or
she needs it. Some production workers are trained gradually on different types of equipment

based on their skills and length of service.

6.5 Training Process: Training of Employees in Production

Another part of this bachelor’s thesis is focused on training employees in production. The
employee training in these positions is somewhat different from the types of training that the

employees in the office receive.
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As the personnel officer describes in the interview (March 15, 2024), If a newcomer is in
this position, he or she, like all other newcomers, must undergo health and safety training,
fire protection, and go through the information package. These employees are also familiar
with their criminal liability and the company’s code of ethics. Their superior can then inform
them of the given directives or procedures that relate directly to their position, and of course,

they must undergo legal training or training to operate the given machines or equipment.

The company XY tries to train these employees more in teams, for the purpose of
strengthening friendships in the workplace and creating a work culture that is almost based
on family relationships. However, if individual training is needed, it is also used. The
training of workers in production often consists of several phases or is connected to each
other in order to constantly improve. The most common methods used directly by these

employees are:
e demonstration
e assisting
e mentoring
e reading machine documents
e presentations
e lectures

If these employees would like to take advantage of additional training that the company XY
has prepared for them, they can further develop themselves, for example, with the help of
workshops especially on improving their qualifications, the ability to represent other
workers, improving stress management, working with time or soft-skills. The company XY
also cares about the psychological and financial well-being of its employees and therefore

offers them psycho-hygiene and financial literacy courses.

As far as finances are concerned, the company XY invests around 650, 000 Czech crowns
in the training of production workers every year. This financial amount can be estimated
among a total of 809 production employees. These finances are invested mainly in men in
production worth 16193 hours per year, which is roughly 23 hours per man, and for women

a total of 7954 hours per year and roughly 21 hours per woman.
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6.6 Training Process: Training of Office Workers

As already indicated earlier, the training of employees in office positions will be further
approached. For these employees, the training is often not technical or manual, but rather
strategic or supporting personal development in the area of their work as described by the

personnel officer in the interview (March 15, 2024).

Anyway, if a newcomer joins this position, he or she must also undergo a series of training
just like his or her colleagues and be informed about everything necessary for his or her
position. That is why he or she undergoes training on health and safety, fire protection,
information package, code of ethics, and criminal responsibility. Managers once again
familiarize him or her with the necessary guidelines and procedures for their work or
company strategy, culture, or special requirements from the management of the company. If
it is beneficial to his or her position, they can complete an academy for managers, which is

made possible by the company’s cooperation with external trainers.

In this case, the company XY focuses more on training individuals, as each of them has
different needs and requirements for their position. Another reason is also the possibility to
develop more in problematic areas of the individual and can thus be better motivated for the
following work. In this case, the company tries to ensure that the given employee focuses
well on his position, has all the necessary information available for his or her work, and is
motivated to perform it well and reliably. These employees often develop soft-skills rather
than hard-skills. Some types of training may be repeated if it is a long-term course or
statutory employee training. For example, teaching foreign languages can be considered as
a long-term course which can be part of working hours or outside of it depending on the

needs of the employee and the possibilities of the trainer.

If these employees still want to develop further, they are often allowed, for example, further
education or the use of the job rotation method. this method would bring them closer to the
other positions in the company. In these cases, the company XY tries to offer at least

horizontal growth if vertical growth is no longer possible.

As far as finances are concerned, the company XY invests roughly 10 450, 000 Czech
crowns in these employees every year. This financial amount is spread among a total of 211
employees in these positions. To better approximate the whole situation, this is a rough cut
of 5000 Czech crowns per employee per year. As for the hours trained, it is approximately

16, 193 hours for men in these positions which equates to 23 hours per man. For women, it
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is roughly 7, 954 hours of training in total, where approximately 21 hours of training are

devoted to one woman.

6.7 Training Process: Training Evaluation

According to the theory of the bachelor’s thesis, the last stage in the training of employees
should be the evaluation of the training. So far, this phase in the company XY is taking place
very marginally (Interview with the personnel officer, March 15, 2024). In the planning
process, there is no setting of criteria for the evaluation of the training or determination of
the required outputs from the training. As of this year, the company collects training
feedback from its employees only in the overall evaluation through the company’s internal
application. Considering that the evaluation of the training process is the last stage, it is not
yet given too much emphasis in the company, even though their contribution is known to the
company. As follows from my conversation with the company’s personnel officer, it is a
topic for the coming year, which concerns the development of the company in this area.
Together, we also went through various options for collecting information from employees,
which are still only ideas. These proposals would, for example, be connected with the use of
artificial intelligence or online forms. The upcoming step would also be to collect feedback
from the executives after some time has passed since the training. From their feedback, the
company would get an answer as to whether the training was useful and especially effective
or not. However, if the company receives feedback from employees without planned data
collection, it still tries to react and make the changes necessary for their further functioning

or development.
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7 EVALUATION OF THE QUESTIONNAIRE SURVEY FOCUSED
ON EMPLOYEE SATISFACTION WITH TRAINING

In addition to finding out information about the training process for employees from an
interview with an HR specialist at company XY, I also decided to get feedback from the
employees themselves. Their perspective on the entire training process can be beneficial not

only for the thesis but also for the company XY as such.

Therefore, with the help of the company’s HR specialist, I decided to distribute among the
employees a short questionnaire created via the website my.survivor.com, which contained
a total of 14 questions. Employees then answered 8 closed and 6 open questions. None of
their answers were considered right or wrong and the survey was completely anonymous. A
total of 85 company employees took part in the survey, which is 7,3% of the entire number
of employees surveyed. The questions then included items focused on the characteristics of
the employee themselves and then their view of training in the company. Its summary might

be found in the bachelor’s thesis attachment.

As regards the characteristics of the employees, it was mostly men and women (83/84) who
were employees over 35 years old (67/85), with a university or secondary education (82/85).
These workers most often occupied managerial or office positions (74/86). The
questionnaire survey also confirmed that the company manages to retain its employees in
the long term, as most of them have been with the company XY for at least 4 years but also

more than 21 years (74/85).

If the questionnaire asked about how much company XY pays attention to employee

training, it turned out that a large part of employees think that company XY is somehow
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Figure 1 — Employee’s view of the company’s interest in employee
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interested in the development and training of employees. This is evident from the insight in
the graph above, looking at the highest represented numbers moving from 5 upwards and

also this graph’s average which is 8,7.

Among other things, the majority of employees who took part in the survey agree that
employee training is particularly beneficial for their greater qualification and education
(30/102) in the field of their work, the opportunity to develop already acquired knowledge
and skills (15/102) or to improve their performance at work (6/102). Many of them also point
out that employee training is mandatory by law (10/102) and at the same time enables the

company to be competitive in the market or gain a certain advantage over its competition
(10/102).

The following graph also shows that the majority of employees are satisfied with the
established training system and believe that it brings them significant benefits for both their
work and personal life. This is supported by the average of Figure 3 which is 8,7 that is
above number 5 and also the fact that 69 out of 85 employees believe the training brings

them certain benefits.
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Figure 2 - Employee satisfaction with the training

Among the main benefits of the training process, employees get are the following:
e Personality development (21/82)
e Professional development (4/82)

e Awareness of news and changes (14/82)
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e Improvement of work efficiency (10/82)
e Language skills (7/82)
e Better employment in the labor market (5/82)

The questionnaire survey also confirmed that employees appreciate the company’s support
in relation to further training (10/64), either in the form of motivation or the fact that the
company XY will financially cover the given training and the employee thus does not have
to finance anything further. Then employees also like a wide range of available courses from
different branches and a chance to choose the course they like and thus train themselves in
things that are interesting or beneficial for them (14/64). Among other things, in this context,
they also mention the possibility of leaving their comfort zone and the chance to try
something new or develop the language skills needed for work (5/64). However, a large
number of participants also do not see anything that can be appreciated in relation to

employee training (12/64).

As part of the questionnaire, I also asked about what the employees would change and where
the biggest gaps are in relation to employee training. In addition to those who do not see
anything bad or anything that could be improved (10/73), there were a large number of those
who were, for example, in favor of increasing financial investment in training so that there
are more quality courses and a greater choice, but also those who would imagine better
overall financial reward as they continuously improve their qualifications (8/73). This
change could then contribute to greater employee motivation for training (7/73), as this is
also one of the frequent topics mentioned by the employees of the company XY. At the same
time, a large number of them would appreciate more regularity of courses (11/73), especially
language ones, so that their knowledge and skills can really advance. Employees also see
significant gaps in the overall setting of comprehensive training (9/73), as many of them do
not know where to look for educational opportunities, how they can apply for a course of
their choice, etc. Among other things, this insight can lead to a lack of communication
between the company’s employees and a lack of feedback on the training that has already
taken place. As another item, employees mention the possibility of team training (2/73),
where relationships could be cemented, and a better working environment created. The
specific suggestion of the employees to improve the training process will thus be the main

part of the recommendations for the company in this bachelor’s thesis.



TBU in Zlin, Faculty of Humanities 62

8 SUMMARY OF ANALYTICAL FINDINGS

For a faster understanding of what is done correctly in the employee training of the company

XY and what needs minor or major adjustments, see Table 5 down below.

Table 5 — Employee training summary and exists from the
questionnaire survey

What to keep What to change

The company’s interest in employee training A small number of employees involved in the
preparation of training.

Appropriate training goals Less investment in production workers

Employee training goals in accordance with The entire evaluation phase of employee training

company principles

Support of internal lecturers from among Lack of transparency of information about

employees and their development training opportunities for some employees

Openness to external trainers and the possibility | Insufficient coverage of all levels of language

of their selection by employees education

Efforts made by the company to find ideal Insufficient team training

trainers.

Large investment in training Lack of motivation for training

Using different training methods and openness to | Insufficient financial evaluation of trained
new technologies and trends employees
Well-prepared onboarding

Support of teamwork and individuality
Supporting the development of soft skills,
psycho-hygiene and financial literacy for
employees in production

Training makes employee’s work more efficient
and therefore they are more satisfied.

The company develops thanks to employee
development.

In general, from the analysis of the training process at company XY following the interview
with the personnel officer, it appears that the company is very interested in the training of its
employees, and they are not indifferent to this topic. The company is very well aware that a

properly set training system can be more beneficial for them than the other way around.

That is why the company also tries to offer its employees various training options. They have
the opportunity to train directly in the company under the guidance of their colleagues or
external trainers who visit the company temporarily. On the other hand, the company also
allows external training outside the company premises if it is more convenient for the
employees or if the external trainer cannot come directly to the company. In this case, the
company’s flexibility and determination to provide quality training in any form to any
employee as long as it is in line with the training budget and their qualifications for work is
likable. The company XY is also not afraid to use different training methods according to

what is most beneficial at the given moment. It is important to note that a newer trend is the
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use of modern and online methods of training since COVID-19. These changes allow

employees to train in the comfort of their homes or at a time that suits them best.

At the same time, it should be pointed out that newcomers to the company in any position
have a very well-prepared adaptation plan, which makes starting a new job much more
pleasant for them. Later, the company offers both individual growth and the opportunity to
develop together with their colleagues to aim for more and more satisfaction of work in the
company. The company XY does not forget on the less educated members of its employees

and offers them the opportunity to develop more in financial literacy and self-care.

All of the above is only possible thanks to the relatively large sums invested in employee
training. Thanks to such sums, the company can offer quality development to each employee.
One of the things that could be improved in the future is the difference in invested amount
for specific types of employees. As the analysis shows, the company invests much more in
the development of workers in offices and managerial positions than in employees in
production. A minor problem here is that there are almost 3 times as many production
workers as there are employees in offices and maybe they will deserve even more
investments despite the current excellent care. At the same time, it is based on the
questionnaire that employees who are honestly and regularly trained would appreciate the

increase in their financial evaluation, as their qualifications and abilities have improved.

At the same time, only two people participate in the preparation of the training process at
the beginning, which is a relatively small number for the number of employees that the
company XY has. In this part, the company does not yet set any evaluation criteria, it does
not have plans for collecting data from employees and their managers or established options
for measuring the success of employee training. If the number of employees dedicated to
training were to increase in the future, there would probably be more room for the

development of employee motivation or the development of the training system in general.
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9 RECOMMENDATIONS FOR IMPROVING THE CURRENT
STATE OF STAFF TRAINING

In the analytical part of this bachelor’s thesis, based on an interview with the company’s
personnel officer and then a questionnaire survey for employees, it was shown that the
training process does exist in the company XY and is quite developed. In the same way, the
company’s employees are more or less satisfied with it, according to what the answers in the
questionnaire show. However, even so, there are still a few points that the company could

improve in the future.

In the recommendations section, I would therefore like to focus on the three basic parts,

which are:
e Communication in the company following the training process,
e Employee motivation for further development

¢ Final part of the evaluation of the training process

9.1 Improvements in Communication and Training System

As it emerged especially from the questionnaire survey, even if the company XY strikes for
a well-adjusted training system, there are employees in the company who do not know about
it, do not know how to work with it, or do not know how to fully use its possibilities. Frequent
responses indicate that some employees, for example, do not know that they can apply for a
course according to their ideas and interests, which would advance them further in their

education and skills, and which the company might be willing to finance.

For that reason, I would then, for example, propose to include training that would introduce
newcomers to the company to the possibilities of further growth and development so that
everyone knows where they can find the necessary information or who they can ask if they
are interested in one of the courses and is not offered directly to them. From my point of
view, in this case, it is not a time-consuming or financially demanding training, but at the
same time, it would allow employees to be more informed immediately after they start a new
job. Regarding employees who already work in the company, I would suggest using an
intranet, where the employee could see what options are available to him or her at any time
and thus have up-to-date information. With this option, however, it is necessary to take into

account that not every employee regularly checks the intranet, and therefore, I would suggest
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using the option of a mass email, which at least the majority of the company’s employees
could notice when there are any news or changes related to training. For those who are in
production and do not use a computer on a daily basis, I would suggest using classic bulletin
boards where new information would appear. Thanks to this, they could then consult their
new options further with superiors or other employees of the company. At the same time,
the company XY could also place greater emphasis on the heads of individual sections,
whose task is to inform their subordinates about changes and news in the company, which

would thus also include news in relation to training.

9.2 Improvements in Employee Motivation for Training

Considering that quite a lot of the company’s employees filled in the questionnaire that they
are not very motivated to further development, I think that this could also be easily worked
on. There are certainly a large number of possibilities for the company to obtain knowledge
about additional motivation from employees or how to involve them in the process itself and
what to watch out for. Among other things, as a follow-up to the questionnaire survey, there
are also suggestions of what employees would appreciate according to the topic of

motivation.

From my point of view, a company XY can easily get ideas about what would motivate
employees from a short questionnaire, for example, no longer than five minutes. Such a
questionnaire does not take long to create, it is an inexpensive option and provides quick
results, which the company can then work with further. A more personal option is to involve
the employees themselves and, for example, ask managers what they think would motivate
their subordinates and where the biggest gaps are, so that they can adjust the selection of
courses according to the employee’s ideas. Managers could include this activity, for
example, as part of evaluation interviews. Thanks to this, they can develop the individual

needs of employees and listen to their needs.

As a last idea on the subject of employee motivation, I would like to mention the possibility
of creating a challenge. Allow employees to recommend a course or lecture and then reward
them according to the most promising ideas. From this point of view, the company can
discover new lecturers and new courses that can be very beneficial for its employees and
that it would not have come across earlier on its own if the employee had not come up with
the ideas. At the same time, if it was a reward for one or, for example, a maximum of three

employees, it would not be very burdensome for the company, both financially and in terms
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of time. If the company does not want to create a challenge for all employees, it can try to at
least in some way financially or non-financially reward at least those who actively participate
in the training and maybe this can also be a motivator for other of their co-workers. This
option would then remove the answers in the questionnaire that pointed to the fact that
employees who are trained afterward do not receive, for example, greater financial
compensation even though they have better qualifications and education, and instead are
often assigned more work or switch to harder work. In this case, I would then suggest, at
least after a certain period of work or completion of development training, an increase in
salary by an adequate part for the company or at least a financial reward in addition to the

salary, so that the motivation of workers for training does not decrease in the long term.

Given that a large number of answers in the questionnaire survey also related to the regularity
of training, especially language training, I would use the motivation of the employees and,
being a company would allow them to be more educated in this regard. Among other things,
the employees also pointed to the regularity of professional and technical training, news in
the SAP system and work with this system or the support of financial literacy and soft skills
courses. A large number of employees, especially those from the production part, would also
appreciate basic computer work courses so that this device does not hold them back at work

and rather helps them use its advantages.

9.3 Creation of the Evaluation Part in the Employee Training Process

Considering that the analysis of the training process shows that the company XY is not
currently involved in evaluating the training that its employees undergo, I decided to focus
on this issue as well. As recommended in the theoretical part, the best option would be to
test the knowledge and skills of the employees twice, before and after the training, so that
the company has the opportunity to analyze their progress and find out if the course was

beneficial. That is why I decided to focus on both of these opinions.

As regards the pre-test for production workers, here I would focus mainly on their
performance and I will look at the error rate or time delays associated with their work. In
this regard, the company can find out in which activities the employee wastes his or her time
the most because, for example, he or she is not sufficiently trained in how to handle the
equipment efficiently or does not know the correct work procedure. If errors are involved,
the company XY can then analyze where errors most often occur and then try to create

training on this topic so that the error rate can be reduced.
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For office workers, this situation can be a bit more difficult to analyze. Here, I would rather
choose the option of interviewing the workers so that each of them can point out the activities
that are problematic for him or her or that they would like to improve. Another option is to
ask for the perspective of a superior worker or colleagues who are in contact with the given

employee on a daily basis.

If it is a variant of post-tests, here I would suggest collecting feedback from three sides.

These include:
e Trainers, lecturers
e Employees (Trainees)
e Supervisors

Considering that companies most often collect feedback only from their employees, whether
they are superiors or those who are being trained, in this context it could also be interesting
to have feedback about those who train, whether they are external or internal trainers. They
could bring the company an unbiased view of the state of knowledge and skills of the workers
and thus point out the main shortcomings that they find in the context of the topic of training.
Again, the company XY could get this feedback very quickly and easily, either from its
internal trainers or external trainers via email. Here, I would recommend sending a very short

questionnaire with two questions after each training session. You can see them below.

1. How satisfied were you with the training on a scale
1 to 10, where 10 it the most?

2. Which aspects of the training need further work or
were problematic?

Figure 3 — Example of a questionnaire for lecturers
Immediately after the end of the training, I would also recommend collecting feedback from

employees. They will have the training fresh in their minds and it will be easier for them to
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remember what was beneficial and what they learned. Among other things, they can also
comment on the progress of the training and the possibilities of its improvements for the next
time. In this case, I would again recommend using email communication and a short

questionnaire, the draft of which can again be seen below.

1. How satisfied were you with the training on a scale
1 to 10, where 10 it the most?

2. How was the training beneficial?

3. What could be improved in the training?

Figure 4 — Example of a questionnaire for employees
After a longer period, I would also recommend company XY to collect feedback on the
training from superior employees, who can see whether the employees are able to apply its
content in their daily work routine and whether it brought them other benefits. Apart from
the already mentioned points, these employees could also comment on employee problems,
poor transfer of acquired knowledge and skills into practice, or possible recommendations
for improvement. Here, I would suggest waiting to collect answers at least 1 month after the
training, so that everything can be analyzed more and better. I would again choose a short
questionnaire to collect information. At the same time, I would recommend managers
consult the entire situation with their subordinates and, for example, include their
suggestions for improvement in the evaluation of the training in the questionnaire. A possible

variant of the questionnaire might be seen below.
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1. How satisfied do you think the employees were
with the training on a scale 1 to 10, where 10 is the
most ?

2. What beneficial changes did you notice after the
training?

500

3. What do you think still need to be focused on?

4. Do you think the training should be done again?

Vyberte jednu odpovéd

Yes
No

Other

Figure 5 — Example of a questionnaire for superiors
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CONCLUSION

The topic of employee training is an integral part of the discipline of HRM and the topic for
this bachelor’s thesis. If the company deals with the further gradual development of its

employees, it can mean a lot of advantages for it in the future and also constant progress.

The main essence of this work was to find out how exactly the training process works in the
selected company XY and to suggest possibilities for its improvement. This company is an
integral part of the plastic industry in the Czech Republic and abroad. In recent years, it has
employed more than 1,100 employees, so concert for their continuous development is a

natural part of company management.

This bachelor thesis consists of two main parts and they are theory and analysis. The
theoretical part was mainly about defining the discipline of HRM and its part of employee
training and development, as well as a description of the basic principles of training and its

process.

In the analytical part, there was an introduction of the company as such, a description of a
more detailed view of the structure of the company and its employees. After that followed a
detailed description of the training processes based on an interview with the company’s
personnel officer. This work is also supplemented with the findings of the employees from
the questionnaire survey. Finally, the analytical part deals with recommendations for the

company.

Based on the interview, it was found that the training process is very well set up in the
company and there are a large number of opportunities for employees to use and develop
skills in their field and beyond. However, one of the main shortcomings of this process for
the company is the missing part devoted to the evaluation of the training process from which
the company may get valuable feedback. A questionnaire survey then confirmed the
employee’s satisfaction with the current training system. Among other things, however, it
also pointed out gaps in communication, motivation for further development, or highlighted

types of training that employees would appreciate and cannot yet use.

As part of the final part of the recommendations, various forms of improving communication
in the company in relation to training were pointed out, as well as motivational possibilities,
which the employees would appreciate based on the questionnaire. At the same time, the
possibility of data processing before and after the training was discussed, which the company

could include when creating the last part of the process devoted to evaluation.
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APPENDIX P I: INTERVIEW WITH THE COMPANY 'S PERSONNEL
OFFICER IN CZECH LANGUAGE

Vysvétleni cile rozhovoru:

Tento rozhovor je soucasti vyzkumu pro bakalarskou praci zpracovavanou mnou na fakulté
humanitnich studii na UTB. Nas rozhovor se bude zamétovat na analyzu systému
vzdélavani zaméstnanct a odpovédi z néj poté budou pouzity pro ucely bakalaiské prace.
Rada bych zminila, Ze se Zadna z odpovedi nebude brana jako spravna ¢i Spatnd. Pro ucely

snaz$iho zpracovani dat bych rada tento rozhovor nahrala. Souhlasite s tim? Dé&kuji moc

Identifikacni list + Informovany souhlas

Nez zacneme s rozhovorem rada bych vés jesté poprosila o vyplnéni identifikacniho listu,
ktery slouzi pouze pro statistické vyhodnoceni informaci a je zcela anonymni. Poté také o
vyplnéni Informovaného souhlasu se zpracovanim nasbiranych informaci z rozhovoru.

Dékuji moc

Respondentova prace:

1. Jaka je VaSe pozice v této firmé a jaka je podstata Vasi prace?

Jsem personalista. Mou praci je napliiovat, co nejlépe potieby vedeni spole€nosti, ale 1
samotnych zaméstnancu. To ve zkratce Pokud bych to méla popsat bliZze, mym tikolem
je potadani vybérovych fizeni, onboarding zaméstnance, dale péce o stavajici zaméstnance
ze svetenych usekil. Mimo jiné je mou starosti zajisténi kompletniho vzdélavani
zaméstnanci, pracovné-lékarska agenda souvisejici s BOZP, planovani sportovnich a
kulturnich akci. Podilim se na funkci firemniho intranetu nebo firemnich novin. Snazim se
neustale zlepSovat interni firemni procesy, at’ uz co se tyka personalniho software nebo
samotného nastaveni procesii adaptace nebo vzdélavani. Ke vS§emu samoziejmée patii
udrzovani dokumentace zaméstnanct tak, aby bylo vse v poradku. V neposledni fad¢ se
podilim na reportovani, persondlnich strategii a mnohého dalsiho. Je to velmi riiznoroda

napli prace, a to je na tom to krasné.

2. Jaké jsou hlavni vystupy z Vasi prace, které mate pod svou kontrolou (tj. Mtzete

ovlivnit svou praci.)?



Vzdy lze vystupy mé prace ovlivnit. Ukéze se to zejména ve spokojenosti pracovnikti

s vybérem jejich kolegil, podfizenych a spokojenosti samého vedeni firmy. Jsem nejradsi
kdyz jsou spokojeny vSechny strany véetné zaméstnancti samotnych. Pteci jen by mélo byt
personalni oddéleni srdcem spolecnosti. Ukazatelem je tieba i to, Ze se zaméestnanec
zastavi, ze se mu libila néjaka potadana akce nebo se zastavi pod¢kovat za pomoc

s pracovni agendou. Nejlep$im vystupem je zefektivnéni nékterych procest, jako je
zvyseni transparentnosti, snizeni administrativniho zatizeni a dalsi. Opravdu mé napliuje,

kdyZ vidim zménu a mlizu si fici — Ano, to je moje prace.

3. Jakou pozici zastavate v rozlozeni personalniho oddé€leni spole¢nosti XY?
Doufam, ze jsem plnohodnotnym ¢lenem tymu. Cilem je byt nenahraditelnym ¢lenem :)))
Kazdopadné, co se tyce mi svéfené agendy, snad jsem vSe popsala odpovédi na prvni
otazku. Mozna jsem néco vynechala, ale tim, Ze kazdy den na nasem odd¢leni je jiny a

obcas se snazime fesit 1 situace, které nejsou ryze odpoveédnosti personalniho oddéleni.

Vzdélavani obecné:

1. Jak byste popsal vztah spolecnosti XY vzhledem ke vzdélavani zaméstnanci?
(Miizete uvést 1 na Skale od 1 do 10, kde 1 je nejméné a 10 nejvice. Pro€ prave toto
hodnoceni?)

8 - Myslim, Ze vzdy je prostor pro zlepSeni. Firma se snazZi podpofit kazdého, aby si
roz$ifoval svou kvalifikaci at’ uZ v ramci umoznéni jim vybranym Skolenim nebo
uvolnénim ze zamé&stnani za ticelem dalSiho studia. Zakonna Skoleni jsou samoziejmosti,
ale snaZime se aby se zamé&stnanci vzdélavali déle 1 ze své vlastni iniciativy a to jak online

tak offline formou.

2. Pro¢€ spole€nost XY vzdélava své zaméstnance?
Protoze se snazime rozSitovat firemni kvalita. Véfime, ze ve v€domostech a zkuSenostech
je sila a miize to byt konkuren¢ni vyhodou. Snazime se to, co ndm zameéstnanci davaji, jim
1 vracet. Osobn¢ si myslim, Ze je to v dnesni dob¢ nutnosti, doba se rychle vyviji a firmy se
musi ptizpisobit tlaku zvenci. My se chceme py$nit tim, ze mame edukované
zamestnance, ktefi 1 v pripad¢, ze se rozhodnou organizaci opustit, tak budou mit dobrou

pozici na trhu prace.

3. Jaké jsou hlavni cile vzdélavani zaméstnancti?



Zvysovani motivace — moznost osobniho a kariérniho rastu
ZlepSeni vnimani role zaméstnavatele
Zvysovani vykonu a efektivity organizace

Kontrola plnéni legislativnich pozadavkt

4. Jak souvisi cile vzdélavani s obecnymi cili spole¢nosti?
Mozna bych zd¢€ zminila nase firemni hodnoty — Zalezi nam na svété kolem nas, Tahneme
za jeden provaz, Jsem dobry hospodat, Déldm svou praci naplno a Rozvijime sebe i firmu.
Myslim, ze pravé zminéné hodnoty, které vzesly ze shody zaméstnanci a vedeni
spole¢nosti perfektné reflektuji cile vzdélavani a panuje mezi nimi vzajemny soulad. Praveé

soulad je kli¢ovy pro rlst zamé&stnancii 1 firmy.

5. Jaké benefity spole¢nost XY ocekava od vzdélavani svych zaméstnancti? Patii mezi
n¢ naptiklad snizena fluktuace zaméstnancu, lepsi komunikace ¢i jiné? Dopliite.
Jednak je to zlepSeni vnimani zaméstnavatele a také lepsi komunikace ve firmé,
zaméstnanci pak dokazi 1épe pojmenovat své potieby a vSe vede k celkové spokojenosti.

Déle také zlepsi know-how firmy a jeji vnitini rozvoj.

6. Ceho chce spolecnost XY dosahnout pomoci vzdélavani zaméstnanci?
Zvyseni konkurenceschopnosti na trhu prace. Déle zvySovani know-how, zefektivnéni
internich procest, budovani znac¢ky zaméstnavatele nebo tieba zavedeni novych metod,

procest, produkti atd.

7. Na co je vzdélavani zaméstnanct ve spolecnosti XY nejcastéji zaméieno?
U THP pozic se jedna ¢asto o rozvoj soft-skills zvlasté u pozic z obchodniho oddéleni.
Zvysujeme samoziejmeé 1 hard skills jako je jazykova vybavenost nebo nejriizné;jsi
certifikace, vyuzivani MS Office, zejména Excel nebo Access. Déle §kolime uzivani
systému skladového hospodafstvi. Nedilnou soucasti jsou i zakonem vyZadovana Skoleni
jako jsou napf. periodické Skoleni BOZP, poZéarni ochrany, vyhrazenych technickych

zafizeni a mnohého dal$iho.

8. Jak spolecnost XY vnima vzdelavani zaméstnanct z finanéniho hlediska? (Tj. Jako

investici, jako néklad,...)



Pravdépodobné jako investici, vhodné¢ zvolené kurzy jsou investici do zaméstnanct a
vétSinou jde ocekavat i jeji zpétnou navratnost. Samoziejmée jsou i nakladem, se kterym je

tteba kazdy rok pocitat a snazime se vzdy alokovat dostatecné mnozstvi financi.

9. Kdyby prisly finanéni problémy spolecnosti, jak by o ovlivnilo oblast vzdélavani
zaméstnanci?
Ziejme by doslo ke snizeni finan¢nich nakladii na vzdélavani. Vice bychom zvazovali,
komu budou dopliikové vzdélavaci akce hrazeny, a zda jsou opravdu dilezité pro jeho
rozvoj ¢i zda nevybereme jinou variantu. Rozhodné bychom neomezili povinna skoleni, to

je nezbytna nutnost.

10. Jaké jsou externi vlivy, které plisobi na otazku vzdélavani zaméstnanct ve firme?
(Napt. Nové technologie, vliv poptavky, konkurence,...)
Urcité nové technologie, at’ uz je to nakup novych stroji, software nebo zména internich
procest a postupl. Neodmyslitelnou roli ma také legislativa a zdkonné pozadavky.
V neposledni fad¢ je to i konkurence nebo také soucasné trendy v rozvoji zaméstnanct a
HR obecné. Vliv ma také zajem zaméstnanct o specifické kurzy nebo pozadavky

vedoucich zaméstnancu.

Zaméstnanci starajici se o vzdélavani:
11. Kolik zaméstnanct se podili na planovani vzdélavani zaméstnanci ve spolecnosti
XY?

2 — Personalni feditel a ja

12. Ma spolecnost XY interni lektory? Jak je pfipravuje?
Ano — vysilanim na Skoleni zmén v oblasti jejich svéfené agendy, konzultacemi pozadavki
na vystupy ze Skoleni. V letoSnim roce chceme provést i Skoleni komunikace zaméstnancti
ve vyrobé, delegovani ¢innosti a vedeni tymu. Snazime se jim dodat vSe potifebné od

informaci, znalosti azZ po pracovni pomucky.

13. Kolik zaméstnancti spolecnosti XY piimo vzdelava ostatni zaméstnance?
1x Skoleni tlakovych nadob, 1x Skoleni obsluhy vytahti, 3x Skoleni fidict motorovych

voziki, 3x uzivani personalniho systému a dochazky, dale vSichni vedouci pracovnici (19),



3x aplikacni stfedisko, plus zde mame Sikovné zaméstnance, ktefi nam Skoli tieba SAP a

narazové néco dalsiho, tam nedokézi Gplné vycislit

14. Maji zaméstnanci, ktefi vzdélavaji ostatni ¢leny spolecnosti néjaké specialni
vzdélani?
Mohou mit riizné certifikace z prislusSného oboru nebo se prosté jen jednad o zaméstnance,

ktefi jsou ve své praci opravdu vyborni.

15. Umoziuje spolecnost XY témto zaméstnanciim se vzdelavat, aby poté mohli 1épe
sami vzdé¢lavat ostatni zaméstnance? Jak? Proc?
Ano, prostednictvim uhrady kurzii pro vedouci zaméstnance, lektory atp. Cim kvalitngjsi a

angazovangjsi vstup, tim kvalitnéjsi vystup.

16. Jak spole¢nost XY motivuje své zaméstnance, aby se chtéli vzdélavat?
Prostfednictvim podpory kariérniho ristu, navySenim mzdy ¢i samotnym zvySenim

kvalifikace. Rlizni zaméstnanci maji rlizné potieby a napliuji je jiné véci.

Proces:
1. Teorie nejcastéji popisuje Ctyfi ¢asti vzdélavaciho procesu, kterymi jsou stanoveni
potieb vzdélavani, planovani a design vzdélavaciho programu, samotné vzdélavani
a vyhodnoceni vzdélavaciho procesu. Myslite, Ze tyto ¢asti obsahuje i vzdélavani

zaméstnanct ve spolecnosti XY? Proc?

Ano, vZdy je kladen diiraz na planovani a vyslySeni potieb organizace i samotnych
zaméstnanct. Kazdy rok jsou tvofeny vzdélavaci plany. Samotné vzdélavani je asi
naprosto jasna ¢ast procesu. Co ndm pokulhéva je vyhodnoceni tispéSnosti a samotné

hodnoceni $koleni. Zde vnimam mezery. Letos je v planu uprava adapta¢niho procesu,

MV

piisti rok se vrhu asi na ten vzdélavaci.

Kdy se spolec¢nost XY rozhoduje pro vyuziti externich zdrojt vzdélavani?
Kdyz neméme vlastni kapacity, kdyZ je vyZadovana vysoka odbornost ¢i certifikace, dale
kdyz se jedna o skoleni soft skills nebo psychohygieny atp. nebo tieba i jen, kdyz

dostaneme vyborné doporuceni nebo se snazime podpoiit vzdélavaci instituce z regionu.



2. Jak probiha proces hledani idealniho externiho zdroje vzdélavani?
Identifikujeme nase potieby a ocekdvany piinos dan¢ho zdroje, ddle mnozstvi ucastnikl
jejich strukturu, poté hraji roli dobré reference na poskytovatele vzdélavaci akce a
samoziejm¢ mohou hrat roli i ndklady — to vSak neznamena, ze bychom neplatili

zaméstnanciim i ndkladné kurzy.

3. Jak se snazi spolecnost XY snizovat ndklady spojené s vyuzivanim externich zdroji
vzdélavani?
Ugast na $koleni schvaluje piisluiny nadfizeny a personélni feditel, v p¥ipadé, Ze $koleni
neni spojeno s profesnim ristem, mize byt zaméstnanci odmitnuto. Déle 1ze provést
prizkum trhu a nabidnout jiného Skolitele zabyvajiciho se stejnym tématem. Dalsi
moznosti je také zaplatit certifikaci a zvySovat kvalifikaci naSich zaméstnanci, ktefi poté

mohou vzd¢lavat své kolegy s podstatné nizSimi naklady.

4. Jakou roli maji v procesu vzdélavani HR pracovnici, pokud spole¢nost XY vyuziva
na vzdélavani externisty?
Zajisténi externistll, zasedacich mistnosti, pldnovani a prezenci zaméstnanct, plnéni
Skoleni ve stanovenych terminech, zejména téch vyZzadovanych legislativou. Déle osloveni
a komunikace s externisty, ¢asto jim zasilame podklady od naSeho ucetniho oddéleni nebo
s nimi podepisujeme smlouvy o spolupraci. Snazim se také vyslySet potieby a zajmy
zaméstnancl k tomu, jakou formu vzdélavani ptisté vyuzit nebo v ¢em maji mezery a

potiebovali by se zlepsit.

5. Pouzivé spolecnost XY jednotny proces vzdélavani pro vSechny zaméstnance?
Pokud ano, proc¢?
Ne, rlizni zaméstnanci maji rizné potieby, vyhovuji jim jiné metody vyuky a jiné pfistupy.
Samoziejmé to pii takovém mnozstvi zaméstnancl nelze nikdy perfektné obsdhnout, na to
by musela byt vyc¢lenéna jedna osoba, ktera bude mit na starosti pouze vzdélavani a rozvoj,

coZ v soucasné dobé neni mozné.

6. Upravuje spolecnost XY své vzdélavani na zaklad¢ zkusSenosti a znalosti, které

jejich zaméstnanci jiz maji? Jak?



Ano, muze jim byt napfiklad pfifazen jiny kurz, co se tyce soft skills nebo se zaméfi na
jinou oblast. Zaméstnance ve vyrobé mohou byt tfeba piifazeni k jiné lince, aby si rozsifili

znalosti a zajistila se zastupitelnost atd.

Stanoveni potfeb + Planovani a Design

1. Podle ¢eho spolecnost XY vybira, kdo se vzdélavani zucastni?
Podle legislativnich pozadavk, podle pozadavkii od nadtizenych ¢i samotného vedeni
spole¢nosti, podle doporuceni od personalniho oddéleni nebo dle z4jmu samotného

zameéstnance.

2. Podle ¢eho spolecnost XY vybira, na jaké téma bude vzdélavani zaméteno?
Podle aktudlnich potteb jednotlivych segmentl ve spolecnosti a také podle soucasnych

trend ¢i naroka klienta.

3. Podle ¢eho spolecnost XY vybird, kdo povede vzdélavani zaméstnanct?

ZaleZi na rozhodnuti vedeni spolecnosti a zejména pak personalniho feditele.

4. Podle ¢eho spolecnost XY vybira, kde se vzdélavani uskutecni?

Podle kapacit prostoru, mnoZstvi ucastnikti, mozZnosti lektora, ¢i zajmu zaméstnance

5. Podle ¢eho spolecnost XY stanovuje, kolik casu bude na vzdélavani zaméstnanct
vyhrazeno?
Nelze jednoznaéné urcit. Toto lze urcit pouze u vzdélavaciho planu periodickych

zakonnych Skoleni.

6. Lisi se Cas vénovany vzdélavani zaméstnancii podle pozic, na kterych se nachazeji?

Ano, muze.

7. Kolik penéz je spole¢nost XY ochotna investovat do vzdélavani?
V poslednich letech se jednalo vzdy o ¢astku 1,7-2,3mil. K¢ a myslim, Ze tento trend bude

setrvavat 1 nadale.

8. Jaké jsou posledni ¢astky investované do vzdélavani zaméstnancli v poméru na

jednoho zaméstnance?



Za lonsky rok je to 1936,8K¢.

9. Kolik ¢asu vénuje ¢len personalniho oddéleni planovani vzdélavani ve spolecnosti
XY?

Nedokazi presné vycislit, ale fekla bych, Ze je to alespon 1/5 naplné pracovniho poméru.

10. Kolik ¢asu vénuje manazer ve spolecnosti XY planovani vzdélavani?
Jedna se zejména o Cas pfi tvorbé firemni strategie, ktera zahrnuje 1 vzdélavani, dale pak
planovani naklada na vzdélavani a ptipadné uprava smérnic. Zase se jedna o néco, co nelze

ptimo vy¢islit.

11. Zohlednuje spolecnost XY pfii planovani vzdélavani i zaméstnance se zdravotnim
postizenim, starsi ¢i nove ptichozi zaméstnance ¢i cizince? Jak?
Ano, zahrani¢ni zaméstnanci jsou vysilani na integracni kurzy vyuky ceského jazyka, pfi
Skolenich je pfitomna tlumocnice. Novi zaméstnanci jsou vysilani na Skoleni dle
adaptacniho plano stanoveného jejich nadiizenym. Co se tyka OZP zaméstnanci, jejich
znevyhodnéni neni v nasi firmé natolik vazné, aby je to omezovalo v jakychkoli
vzdélavacich aktivitach. U starSich zaméstnanci je kladen diraz na to, aby spravné

porozuméli vykladu a mize jim byt pii Skoleni vénovan vétsi prostor.

12. Planuje spolecnost XY doptedu i zpisob vyhodnoceni a kritéria, podle kterych se
budou zpracovévat vysledky vzdélavani?
Doposud ne, ale chtéla bych proces vzdélavani revidovat v ptistim roce a jednou ze
zasadnich zmén by pak mélo byt hodnoceni skoleni a zpétna vazba prostfednictvim tfeba

Chatbota nebo online formulaiti. Osobné se priklanim spiSe k chatbotovi.

13. Planuje spolecnost XY také od koho se bude ziskavat zpétna vazba na vzdélavani?
V prvni fadé by se ziskavala od i¢astnikli Skoleni, po uplynuti néjaké doby by pak
efektivitu Skoleni hodnotil 1 nadfizeny dle toho, jak je s nové nabytymi znalostmi u svého

zaméstnance spokojen.

14. Planuje spolecnost XY také urcité bezpecnosti prostfedky pii nasledném ziskavani
informaci od zaméstnancii, aby byla udrZena jejich anonymita?

Ano, souvisi to s vyuzitim metod, které jsem zminila v pfedchozi otazce.



15. Vytvafi si spolecnost XY vzdélavaci programy sama nebo vyuziva pomoc externisti?

Vytvaiime si je sami.

16. Jaké jsou nejcastéjsi metody, které spolecnost XY vyuziva pii vzdélavani
zamg&stnanct?
Pouzivame rizné metody od online ¢i offline vzdélavani, vzdélavaci platformu Seduo.cz,
koucovani, mentoring, e-learningy, konference, meetingy, uvoliiovani za ucelem dalsiho

studia, prednasky, workshopy, instruktaze, porady nebo dispecinky.

17. Kdo je vzdélavatelem pti vyuziti riznych metod a pro¢?
Nadfizeni zaméstnanci, ¢i zkuSenégj$i zaméstnanci, certifikovani Skolitelé, kouci,
profesionalni Skolitelé, vzdélavaci agentury, Skoly, atd. V§e souvisi s poskytovatelem

vzdélavaci akce a nasSimi pozadavky, které se odviji od konkrétni potieby.

18. Pro¢ spole¢nost XY vyuziva online metody vzdélavani? Jaké formy tohoto
vzdélavani vyuziva?
E-learningy, online konference, schiizky, zdznamy ze skoleni, Seduo.cz. Ve asi souvisi
s covidovym obdobim, kdy zejména u T pozic byl kladen diraz na vyuzivani home office a
spousta rodicu si navykla na tento rezim vyuky 1 u svych déti. Néktefi zaméstnanci to

preferuji kviili pohodli nebo v ramci efektivity organizace svého Casu.

Samotny trénink:

Novaccei + zdkonna Skoleni

1. Jak se spolecnost XY zamétuje na vzdelavani nove ptichozich zaméstnanca?
Uvodnimi §kolenimi, dle adaptaénich pozadavki ze strany jednotlivych oddéleni, dle
schopnosti novackd, dle ¢asovych moznosti, technologii a dle pozadavki jich nadtizenych

a koneckoncti i jich samotnych.

2. Jak se snazi spole¢nost XY zaclenit nové zaméstnance do kolektivu a prace?
V prvnich dnech zaméstnanec absolvuje vstupni Skoleni, Skoleni bezpec¢nosti, pozarni
ochrany a poté je mu piedstaven informacni balicek pro nové zaméstnance. Dale je mu

predstavena Odborova organizace. Zarovenl je jim piedstaveno personalni a mzdové



oddélenti, na které se mohou kdykoliv obratit. V prvnich dnech probiha seznameni s kolegy,
naplni prace a konkrétnimi pozadavky vedoucich pracovnikl k tomu, aby se zaméstnanec
zapracoval a plnil svou roli v organizaci. Vedouci zaméstnanci maji zpracovany vlastni

adaptacni plany, dle kterych postupuyji.

3. Jaké metody vyuziva spolec¢nost XY pro zasSkoleni novych zaméstnanct?

Nadfizeni zaméstnanci, ¢i zkuSené€jsi zaméstnanci, certifikovani Skolitelé

4. Jak se spole¢nost XY zaméfuje na zédkonem povinna skoleni nové piichozich
zaméstnanci?
Vse je napldnovano v pfiméfeném obdobi dle toho, kdy zaméstnanec za¢ne vyuzivat dané
prostfedky jako je napt. automobil nebo tfeba motorovy vozik, jetab, ploSinu, vytah, zacne

obsluhovat plynové ¢i tlakové nadoby, atd. — ten seznam je samoziejmée podstatné delsi.

5. Jak se spolecnost XY stavi k zdkonnym Skolenim (BOZP, Skoleni fidi¢h, prvni
pomoc,..) u stavajicich zaméstnanct?
Snazime se vSe dodrzet ve stanovenych terminech, obcas se stane, Ze nékomu platnost
kurzu propadne kviili nemoci, ale to se po jeho navratu snazime ihned napravit. DodrZeni
legislativnich pozadavk je pro nas klicové a pomaha nam k tomu vzdélavaci plan a také

nas HRIS, ktery hlida terminy $koleni u zaméstnanci.

6. Jak pravideln¢ se zdkonna Skoleni ve spolecnost XY opaku;ji?

Dle zdkonem stanovené periodicity.

7. Uzavira spolecnost XY se zaméstnanci kvalifikacni dolozku? Pro¢? Za jakych
podminek?
Vyjimecén¢, za mého plisobeni byla uzaviena pouze jedna, kdy bylo zaméstnanci zaplaceno

studium.

Vzdélavani ve vyrobe:
1. Jaka Skoleni musi podstoupit nove ptichozi zaméstnanec?
BOZP, PO, informacni balic¢ek, seznameni s trestni odpovédnosti, etickym kodexem,

seznameni se smérnicemi a postupy, obsluhou stroji a nasleduji pak zakonna Skoleni.



2. Jaké metody se k témto Skoleni vyuzivaji? (Demonstrace, asistovani, mentoring, e-
learning,...)
Demonstrace, asistovani, mentoring, ¢teni dokumentace ke strojim, prezentace, prednasky

a jiné.

3. Preferuje spolecnost XY vzdélavani u téchto zaméstnanci spise jednorazové ¢i
dlouhodobé? Proc¢?

Obé varianty, zaleZi na konkrétnich zamé&stnancich. Ale vZdy je tfeba zamé&stnance

konstantné vzdélavat, aby nam nezakrnéli

4. Jaké skoleni se opakuji pravidelné v priab&hu pracovniho poméru?
Bezpecnost, pozarni ochrana, Skoleni prvni pomoci, zédkonna skoleni, porady a dispecinky

a Casto samotné Skoleni manipulace se stroji ¢i ptidélenymi pomickami.

5. Jaké jsou dalsi moznosti vzdélavani pro zaméstnance ve vyrobe?
Workshopy, dalsi zvySovani kvalifikace, zvySovani zastupitelnosti a zaSkolovani na dalsi
linky ¢i jind oddé€leni, zvladani stresu, a casem 1 budovani soft skills. Lze zde zahrnout 1

psychohygienu nebo finanéni gramotnost.

6. SnaZi se spolecnost XY zamétovat ve vzdélavani spise na jednotlivee ¢i tymy?
Proc¢?
SpiSe na tymy, snazime se budovat vzajemnou kulturu, zna¢ku zamé&stnavatele, a hlavné je

motivovat ke vzajemné spolupraci, viceméné, aby spolu fungovali jako rodina.

7. Jak nékladné je Skoleni zaméstnanct ve vyrob&? Primérné na vSechny, poptipadé
na jednoho zaméstnance.

Cca 650 000K¢, 809 zam., Tedy cca 803K¢. dle lofiského planu nakladd na vzdélavani.

8. Kolik je primérny pocet proskolenych hodin u zaméstnanct ve vyrobé za rok?
Tento parametr nerozliSujeme, rozliSujeme pouze rozdéleni na muze a Zeny v celé
organizaci. Soustiedime se na toto rozliSeni, jelikoZ se na n¢j soustiedi i ESG reporting

nebo reporty do HR sout&Zi. Muzi 16193h, 23h/osoba, Zeny 7954h, 21h/osoba

Vzdélavani manazeru:



1. Jaké skoleni musi podstoupit nové ptichozi zaméstnanec na této pozici?
BOZP, PO, informacni balic¢ek, seznameni s trestni odpovédnosti, etickym kodexem,
seznameni se smérnicemi a postupy, firemni strategii, kulturou, dale s pozadavky vedeni a
koncernového vedeni. Nasledné mzZe absolvovat akademii pro manazery, kterd byva

zajiSténa externisty.

2. Jaké metody se k témto Skoleni vyuzivaji? (Napt. Coaching, mentoring, rotace
prace,..)
U manazera jsou vyuzity snad vSechny mozné metody $koleni, casto i kombinace. Zalezi,
na co se je tieba se vice zaméfit, jestli na soft skills, hard skills a jiné. Zejména je kladen
daraz na potfeby samotného zaméstnance, protoze potifebujeme, aby se citil jisty svou

pozici a byl respektovan svymi podiizenymi, ale také kolegy.

3. Preferuje spolecnost XY vzdélavani jednorazové ¢i dlouhodobé? Proc?
Zalezi, ¢eho se vzdélavani tyka. Jsou aktivity, které trvaji del$i dobu, pokud se jedna o
aktualizaci firemni dokumentace, nafizeni nebo legislativni zménu, zde staci jednorazova
vzdélavaci akce, ptipadné poté zopakovana v dalsi periodé. Pokud se jedna o vyuku jazyk

wevr

nebo soft skills, zde preferujeme dlouhodob¢jsi vyukovy ramec.

4. Jaké Skoleni se opakuji pravidelné v priib&hu pracovniho poméru?
Zakonna Skoleni, Skoleni firemnich hodnot a kultury, strategie organizace, kurzy na vedeni

lidi, jazykové kurzy a v pfipad€ zajmu konkrétnich jedincii pak 1 nejrizné;jsi akademie.

5. Jaké jsou dal§i moZnosti vzdélavani pro zameéstnance na pozicich manazera a
v kancelatich?
Ur¢ité by zde byla moZnost podpory dalSiho studia nebo prave rotace, v ptipadé, Ze by
zaméstnanec nemohl rist vertikalné, mohl by dosahnout alespoii horizontalniho posunu,
dovedu si predstavit, Zze bychom se méli vice zaméfit na kurzy vyuzivani Al, potrad je

spousta moznosti, jak se dale rozvijet.

6. SnaZi se spolecnost XY zamétovat ve vzdélavani spise na jednotlivee ¢i tymy?
Proc?
V tomto piipad¢ se zaméfujeme vice na jednotlivce, podporujeme jejich angazovanost a

motivaci, ale zaleZi zase na konkrétnim osazenstvu, jsou situace, kdy vzdelavani probiha i



formou jakychsi mediaci, kouc¢ovani, aby vyrazni jednotlivei v tymu neméli pocit, Ze jsou
tazeni dol nebo naopak jejich dravost fungovala jako motivace a ne deprivace pro ostatni

¢leny tymu.

7. Jak nakladné je Skoleni manazerti a zaméstnanct v kancelatrich? Primérn¢ na
vSechny, poptipad¢ na jednoho zaméstnance.

1045000K¢, 211 osob, tedy cca. 4953K¢ dle lofiského planu nakladi na vzdelavani.

8. Jaky je primérny pocet proskolenych hodin u téchto zaméstnanci?
Tento parametr nerozliSujeme, rozliSujeme pouze rozdéleni na muze a zeny v celé
organizaci. Soustiedime se na toto rozliSeni, jelikoZ se na néj soustiedi 1 ESG reporting

nebo reporty do HR soutézi. Muzi 16 193h, 23h/osoba, Zeny 7954h, 21h/osoba

Vyhodnoceni:
1. Jaka jsou kritéria pro vyhodnocovani vzdélavani?
Zatim nejsou stanovena. Zaméstnanci odpovidaji pouze Skalové u poznamky z hodnoceni

v nasi interni aplikaci.

2. Jaké jsou ocekavani spole¢nosti XY od vyhodnoceni prubéhu vzdélavani?

Zatim jim neni ptikladana ptiliSna dileZitost.

3. Vyuziva spolecnost XY vyhodnocené poznatky ke zlepSeni vzdélavacich
programi? Jak?
Plosné to asi nelze tvrdit, spiSe u vyjimek.
4. Informuje spolecnost XY své zaméstnance napiic pozicemi o vysledcich
vzdélavani? Pro¢? Jak?
Ne, ale timto v§im bych se chtéla zabyvat v pfistim roce, nebot’ sama vnima, Ze tato
posledni ¢ast vzdélavaciho procesu neni dostatecné zpracovana, minimalné ne do té miry,

ze by ji Slo statisticky zpracovavat a reportovat.



APPENDIX P 2: THE QUESTIONNAIRE AND ITS ANSWERS

Otazka ¢. 1 - Kolik Vam je let? Absolutni| Relativni %
Méné nez 18 1 1,18
18-25 2 2,35
26-34 15 17,65
35-49 40 47,06
50-69 27 31,76
70 avice 0 1]
Otazka €. 2 - Jaké je Va&e pohlavi? Absolutni| Relativni %
Zena 32 38,09
Muz 51 60,72
Jiné 1 1,19
Otazka €. 3 - Jaké je Vae nejvy3si dosaZené vzdélani? Absolutni| Relativni %
Zakladni 2 2,35
Stiedoskolské 35 41,18
VysokoSkolské 47 55,29
Jing 1 1,18
Otdzka €. 4 - Na jaké pozici pracujete? Absolutni| Relativni %
Ve vyrobé 6 6,98
Jina 6 6,98
MNa manaZerske pozici 19 22,09
V kancelafi 55 63,95
Otazka €. 5 - Jak dlouho jste u spoleénosti zaméstnany/a? Absolutni| Relativni %
Méné nez rok 1 1,18
1-3 roky 10 11,76
4-10 let 34 40
11-20 let 16 18,82
21 avice let 24 28,24
Otézka ¢. 6 - Jak moc pozornosti vénuje podle Vds firma vzdélavani a rozvoji zaméstnancl (3kala 1-10, 10 nejvi Absolutni| Relativni %
1 3 3,53
2 4 471
3 11 12,94
4 2 2,35
5 14 16,47
-] 18 21,18
7 14 16,47
8 16 18,82
9 2,35
10 1 1,18
Otdzka €. 7 - Proc si myslite, Ze firma vzdélava zaméstnance? Absolutni| Relativni %
Aby byli loajatni 1 0,98
Chtéji benefitovat zaméstnance 1; 0,98
Aby byli informaovani 2 1,96
Berou to jako investici 2 1,96
Aby byli flexibilni 2 1,96
Aby se §ifilo know-how 2 1,96
Kv(ili zakazniklm 2 1,96
Chtéji snizit chybovost 3 2,94
Aby se rozvijela firma 4 3,92
Je to trend 5 4,9
Aby podavali lepéivykony 6 5,88
Nevzdélavaji - 6,88
Kv(ili legislativé a normam 10 9,8
Pro lepsi konkurenceschopnost 10 9,8
Aby rozvijeli své znalosti a dovednosti 15 14,71
Aby méli lepéi kvalifikaci a kvalitu prace 30 29,41




Otézka &. 8 - Jak jste spokojen/a se vzdéldvacimi aktivitami, které Vam firma nabizi na $kdle od 1-10 (10 je nejy| Absolutni| Relativni %
1 8 9,41
2 4 4,71
3 2z 8,24
4 5 5,88
5 14 16,47
6 13 15,29
7 14 16,47
8 14 16,47
9 5 5,88
10 1 1,18
Otézka €. 9 - Myslite si, 7e Vam prace na svém rozvoji pfinasi n&jake benefity a whody? Absolutni| Relativni %
Ne 16 18,82
Ano 69 81,18
Otazka €. 10 - Pokud jste na predchozi otazku odpovédéli ano, uvedté priklad benefit(? Absolutni| Relativni %
Oddaleni stari 1 1,22
Zkusenosti 1 1,22
Rist finanéniho ohodnoceni 2 2,44
Kariérni riist 4 4,88
Kvalita prace 4 4,88
Nejsou 4 4,88
Rozvoj vzdélani 4 4,88
Lepéi pozice na trhu price 5 6,1
Spokojenost 5 6,1
Jazyky 7 8,54
Efektivnost prace 10 12,2
Informovanost 14 17,07
Rozvoj osobnosti 21 25,61
Otazka €. 11 - Co na soucasném stavu vzdélavani jako zaméstnanec ocefujete? Absolutni| Relativni %
Dostupnost pro véechny 1 1,56
Rozvoj za postedni roky 1 1,56
Informaovanost 1 1,56
Zafitky 1 1,56
Flexibilitu 2 3,13
Individudlni pfistup 3 4,69
Vzdélavat se v pracovni dobé 3 4,69
Kvalitu 5 7,81
MoZnost posouvat se vpied 5 7,81
Jazyky 3] 9,38
Podporu firmy 10 15,63
Nic/nevim 12 18,75
Wybér kurzd 14 21,88
Otdzka €. 12 -Co je podle Vas v soucasnosti nejvétdi vyzvou pro firmu z hlediska vzdélavani zaméstnanca? Absolutni| Relativni %
Stabilita firmy 1 1,67
Otevienost novinkam 1 1,67
Ignorance potfeb zaméstnanci 1 1,67
Kvalita vzdélavani 1 1,67
Wybér spravnych témat 1 1,67
Malo internich kurzd 1 1,67
Spatna komunikace ve vztahu ke vzdélavacimu procesu 1 1,67
Strach 2 3,33
Velka pracovni vytiZzenost / nedostatek éasu na vzdélavani 3 5
Nedostateénd aplikace ziskaného vzdélani 3 5
Neznalost jazykd 4 6,67
Uméla inteligence 4 6,67
Systematicnost procesd 4 6,67
Trendy 4 6,67
Prehled v tématech 4 6,67
Finance 6 =]
Motivace ke vzdélavani 9 15
Nic /nevim 10 16,67




Otazka €. 13 - Kdybyste mohl/a cokoliv v oblasti vzdélavani ve firmé zménit, co byste zménil/a? Absolutni| Relativni %
Podpora internich kurzl a lektord 1 1,37
Rozvaoj soft-skills 1 1,37
Zajem o potieby zaméstnanc( 1 1,37
Velky objem novych poznatkd béhem Skoleni 1 1,37
Flexibilitu 1 1,37
Vice zaZitkowych Skoleni 1 1,37
Osobni offline pristup 1 1,37
Rovné moZnosti pro viechny 2 2,74
Kontrola ziskanych znalosti 2 2,74
Zatit se vzdélavanim zaméstnancl 2 2,74
Individudlni pfistup k jednotliveim 2 2,74
Vice tymowvych koleni 2 2,74
Teambuilding 3 4,11
VEtsi motivace F 9,59
Vétsi mnozstvi investovanych financi 8 10,96
Vétsi nabidka kurz 8 10,96
Nastaveni interniho vzdélavaciho systému +komunikace ze strany firmy 9 12,33
Nic/ nevim 10 13,7
Nizkou pravidelnost kurzd 11 15,07
Otadzka £. 14 - Jaky kurz £i Skoleni Vam v nabidce vzdélavacich aktivit chybi? Absolutni| Relativni %
Automatizace 1 1,33
LEAN 1 1,33
Brannd vychova 1 1,33
ZaZitkove kurzy 1 1,33
Digiskills.cz 1 1,33
Kurzy zvladani stresu 1 1,33
Sportovni kurzy 1 1,33
Kurzy v MKT oblasti 1 1,33
Kurzy pro pracovniky ve wrobé 1 1,33
Kurzy na aktualni legislativni zaleZitosti 1 1,33
Teambuilding 1 1,33
Kurzy HIF 1 1,33
Kurzy PK 1 1,33
Kurzy na novinky v oblasti prace 1 1,33
Kurzy na IT bezpeénost 1 1,33
Uméla inteligence 2 2,67
Kurzy Office (Word, Excel,..) 2 2,67
Kurzy tymové spoluprace 2 2,67
Kurzy na obchodni dovednosti 2 2,67
Kurzy komunikace 3 4
Finanéni gramotnost 4 5,33
Kurzy na praci s pocitatem 4 5,33
SAP 5 6,67
Soft-skills (time management, well-being, rozvoj osobnosti) 5 6,67
Jazykove kurzy 6 8
Oboroveé a technicke kurzy 74 9,33
Nic /nevim 18 24




