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ABSTRAKT

Tato prace analyzuje v&dvaci strategie pouzivanéipalSim rozvoji zamsstnand.
Zabyva se strategii vlastniho poznani, kognitiwratsgii, behavioralni strategii a strategii
pro budovani tymu. Déle analyzuje formy aigpby podnikového vztavani jakymi jsou
metoda Coachingu, metoda Mentoringu, metoda Bm@mshgu, hrani roli a
manazerskymi hrami. Nez&huje se pouze na teoreticky vyklad, ale také natjmiek
pouZziti €chto technik. Prace dochazi k 2ay, Ze strategicky rozvoj lidskych zdédjvori

podstatnou konkutai vyhodu, ktera rize byt v dnesSnich podminkachdiva.

Klicova slova:
Vzdélavani zamistnand, vzdilavaci strategie, kognitivni strategie, behavidratrategie,

teambuilding, coaching, mentoring, brainstormingnazerské hry

ABSTRACT

This thesis analyses the learning strategies uséukifurther education of employees. It
deals with the strategies of own knowledge, cogajtibehavioral and team building.
There are also described forms and ways of compaiming methods such as coaching,
mentoring, brainstorming, role playing and manag#ngames. The thesis does not focus
only on the theoretical but also on practical aggilon of these techniques. It concludes
that the strategic human resources developmenttitgas a significant competitive

advantage which may be crucial in today's condgtion

Keywords:
Employee training, educational strategies, cogaittrategy, behavioral strategy, team

building, coaching, mentoring, brainstorming, masréa) games
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INTRODUCTION

Despite all the advances in modern technology, Imunesources are still the greatest
wealth of the company. The concept of human ressurepresents not only employees
but especially their knowledge, experience andsskikey use for the job performance.
Any employee entering the company is trained ta@lde to handle work in their fields.
Competition between companies is still extensive #uerefore today the first training is
not enough. This is the reason why further edunatovery important. For the education
to be really effective the company have to chobseight strategy and form of education.
The aim of this paper is to provide an overviewddferent educational strategies and
other forms and methods of business education. tiisis is not a summary of all
existing methods and forms of education, but fosusely on the selected ones.
Beginning of the first chapter is dedicated to ni@fins which relate to education. Next
part deals with the question why business educagiamportant and which contributions
it has for business. The last part of the chagdocused on the objectives of business
education. The second chapter follows up with etioical strategies. Each strategy is
described and explained separately.

The strategy of human own knowledge deals witheimployee’s creative thinking. It
helps to use properly the acquired knowledge afarmation. Cognitive strategy helps
the employee to remember as much information asklyuas possible. If workers have to
learn one process which is repeated every day,s@dahavioral strategy with which an
employee acquires a skill as quickly as possible [ast but not least education strategy
is team building which is used when individualsdhé®work together.

The third part focuses on the practical use of atioie methods in relation to previous
strategies. The first method of education is caaghihis is one of the most important
education methods where is the interaction betweener and trainee. Trainer is a kind
of mentor for trainee. Mentoring is a way of coachbut in this method the mentor is
mostly a more experienced worker or senior stafh Wwelps newcomers. Brainstorming is
a method of team building where employees sharg tteas. The role playing or
managerial games deal with practicing of new skalisl behavior in common situations.
An important part of education is of course feedtbaich indicates if education was

successful.
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1 INTRODUCTION TO BUSINESS EDUCATION

Learning can be defined as an activity that leadmsting and effective change in the
activity and behavior in order to obtain informatickknowledge, skills and habits. People
has a constant need to better understand the aolchd them and learning is one way

how to interact with changing surroundirfgs.

1.1 Definitions

Learning is a process of change which involves new knowdedgearning can be
organized or spontaneous — every time when a peggptores something new it is
learning. The greatest attention is focused onrozga learning because it is represented
by education. It is safe to say that the most ingmdrthings in life are learned by
spontaneous learning (speech, walking, make aigedtip). Also in business many
things are learned by spontaneous learning thu® tiseno need to apply organized
education only, especially in practical activities.

Developmentis a process to achieve a change by learning. ID@vent includes an
intent which is an important part of bounded andaxmded development programs.
Education is a way of learning. Education is organized aadrigled — it has a start and
finish and mostly is a systematic way of learning.

Business educationis a set of targeted and planned activities whdoh focused on
gaining working qualifications and on learning dediworking dealing with the staff of
the organization. The areas include orientatiomitng, enhancing skills, retraining and

the professional rehabilitation.

'Hronik, FrantiSekRozvoj a vzélavani pracovnik. Praha : Grada Publishing, 2007

’Dvorakova, Zuzanavlanagement lidskych zdrojPraha : C.H. Beck, 2007
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1.2 Importance and contribution of business education

Technical and economic globalization brings witthg globalization of the labor market
and increasing competition. Therefore, companiesstél developing new technologies,
which require not only the ability to learn newlskiknowledge, concepts, but also the
ability to be flexible in their skills. Incrementf dnternational and multinational
companies needs to formulate new attitudes andesdl focus on new markets and be
able to act effectively with people. Competitivenesthe company's ability to succeed in
the markets and keep the edge over their competiRaised on the facts above is no
doubt that one of the key sources of economic deweént and competitiveness is still
human capital. Human capital is primarily knowledgills, experience, technology and
relationships with customers giving companies a metitive edge in the market.
Investment to education and staff development shthdrefore be a priority and not just
an addition or benefit. Systematic training wiladeto a return of the investment in the
form of improved productivity, flexibility and aliiy to innovate.

Contributions of business education:

* Improved quality of working life

* Increased productivity

* Improved customer service

* Increased worker satisfaction

* Improved image of the organization

* Improved staff development as individuals and ctile

 Increased readiness to chahge

*Muzik, JaroslavProfesni vzelavani dosglych. Praha: Codex Bohemia, 1999

“*Koubek, JosefRizeni lidskych zdréj Praha: Management Press, 2007
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1.3 Objectives of business education

The main objective of business education is to gmeppemployees to increase their
performance which, as | mentioned earlier, leadsotapetitiveness and prosperity of the
company and to meeting the objectives of corpostii@egy. Another aim of business
education is not or should not be a mere developmerchange in eligibility but also

bring about the changes in thinking, feeling ankayer of workers.

Objectives should be:
» specific

* measurable

e activating

* realistic

e timed®

Another aim is to develop intellectual capital ahe improvement and promotion of

individual and team learning through the creatibéma ¢earning culture, the environment
in which employees are encouraged to participateaining and development and where
knowledge is systematically managed.

A Well-prepared educational system has strateggomance for the company. If it is

properly applied and used there is improvement udiriess processes and efficient
utilization of human resources that are crucial dosuccessful organization. Education
also contributes to the emergence and consolidafi@ppropriate organizational culture

which then affects the content and level of edocaith the organizatiof.

® Bartak, JanVzailavani ve firnd. Praha : Alfa Publishing, 2007

®Armstrong, MichaelPersonalni managemerRraha : Grada, 1999
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2 EDUCATION STRATEGY

What is needed: a skilled worker, that is chargeeairly every company. Trainers as well
as supervisors or managers are often called updeaith skills. Some of these skills
involve psychical movements and are what psychstegiall psychomotor skills. Other
skills involve the ability to make routine calcutats or follow procedures. The skills
which require mental effort are called cognitivallsk Sometimes psychomotor and
cognitive skills are combined. In any case, thdofwing definition applies: “A skill
involves a patterned set of operations requiringtin@ through not necessarily easy

physical activity, mental activity or both.”

2.1 Behavioral strategy

2.1.1 Origins of behavioral strategy

“Next to Sigmund Freud, Burrhus Frederic Skinnepashaps the world’s most famous
psychologist. Behaviorism became completely ideadifwith B. F. Skinner and before
his death he was its foremost spokesperson. Skaiidanot invent behaviorism, nor did
he discovered it. However, he described it so thginty, as one of the ways that people

learn, that we can call it a theory.”

2.1.2 Setting goals
When the Behavioral strategy is used for teachkiissit is necessary to get specific
about learning outcomes. Outcomes of the Behavistedtegy are usually called

objectives. Where do objectives come from?

"Davis, JamesEffective training strategies: a comprehensive guith maximizing

learning in organizationsSan Francisco: Berrett-Koehler Publishers, 1998
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They are derived from the competencies needed ta dwen job. Behavioral Strategy
training cannot begin until the trainer written dovan adequate list of behavioral
objectives. Objectives need to be stated as behthab can be observed, described and
measured. Behavioral objectives by themselves aannathing if the rest of the
Behavioral Strategy is not used. But without stgoals, you probably will not even get

started®

Behavioral objectives have been formally defined‘ratatively specific statements of
learning outcomes expressed from the learner’s pbwview and telling what the learner
is to do at the end of instruction.” It should h#iced that the emphasis in the definition
is not on what the trainer does, but on what thimée is able to do when the objectives
are achieved and learning has been completed. [@bsic specifications for formulating
behavioral objectives were developed by Robert Rgé whose name is now well
known in training. To help teachers write objectitkat were precise and specific, Mager

developed two lists of verbs, one vague and oneifsp8é

Words open to many interpretations Words open to fe interpretations
To know To write

To understand To recite

To really understand To identify

To appreciate To differenciate

To fully appreciate To solve

To grasp the significance of To construct

To enjoy To list

To believe To compare

To have faith in To constrast

®Davis, JamesManaging your own learningSan Francisco, CA Berkeley, CA: Berrett-
Koehler Publishers Distributed by Publishers Grdugst, 2000.
®Mager, Robert F.Preparing Instructional ObjectivesBelmont, California: Pitman

Management and Training, 1984
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Note that the words in the right column describleawgor. The Behavioral objectives are
expressed in very specific language. A well-writbemavioral objective should contain a
statement of terminal behavior (what the trainek @ doing when the objective has
been achieved), a statement of the conditions uwwtarh the behavior will be expected
to occur, and a statement of criteria (the staredafdacceptable performance). This is
how a behavioral objective might be written.

For trainers using the Behavioral Strategy, welktem behavioral objectives are
beneficial in planning instruction and esentiatlesigning and evaluating instruction. For

trainees, they are useful as a guide to what to l@ad how to study.

2.1.3 Measuring Present Performance Level

When the objectives are clear, the trainer needsmtbout if the a trainee can already
perform the skill. One of the advantages of thed@ral Strategy is that it usually is
easy to establish present performance level silplgsking the trainee to perform the
skill. If trainee can do it perfectly, the trainimg successfully finished and trainee can be
sent on his way. The chances are, however, thawiliegive a less than perfect
performance. In some cases trainee will not be &bt it at all and will need to start
from the beginning. But where is the beginningth#d person to be trained can not learn
the first step needed to achieve the objectivehasdittle succes with the initial stages of
training, there must be learned some necessaty siiich will help trainee in first stages

of training.

2.1.4 Performing task analysis

It is important to specify the objectives of instion, but an objectives are only the first
step of the whole process. An objective is alsa phthe final stage because the whole
process is finished by achieving the determinealggorhe objective may be to change
the wheel, but the steps involved in actually peniag the skill are something different.

Changing a car wheel so that it will screw off,égakown, put on new wheel and screw
involves a multitude of tasks and subtasks. Evainée who is learning a new skill must
advance in small steps toward the objective.Thega® used to break a skill into its parts
is called task analysis.

For some skills there are several ways of reacthegobjective. The learner takes the
lead, and the approximations that the learner ptesare reinforced. In teaching a new

employee how to get to the new work it does nott@nathich road will employee go.
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The route is unimportant if both of them takes saene time and they will lead to the
goal. The tasks involved in attaining such objexdiare called variable sequence tasks.
However, sometimes the route is important, anch@sé¢ cases the objective can not be
reached unless the steps are followed in the exdet. In cooking, for example, recipes
often must be followed step by step (sift the drgredients together before adding the
liquid). These tasks are called fixed sequencestask

Task analysis involves four steps:

Define the skill as a behavioral objective
List all the component parts of the objective (ks and subtasks)

Arrange the tasks in sequential order and idethigyprerequisites

A w0 N PE

Test the routine for correct order and any omission

The key to task analysis is in gathering up althef tasks and subtasks and getting them
in the right order. The tasks can be collectedewesal ways: by talking with subject
matter experts who know how to perform the skyiwatching people who are proficient
at the skill perform it, by consulting manuals dmbks that describe the skill, and by
logically analyzing the steps needed to performttsks leading to the objective. The
trainer may or may not be an expert in performimg skill, and likewise, an expert may
be able to perform the skill automatically withdogting able to describe the tasks that go

into it. 1°

2.1.5 Using Feedback

After the behavioral objectives have been deterthimebaseline has been established,
and the skill has been analyzed into its taskis, ime to have the trainees try the skill.

The first stages of Behavioral strategies dealk Wieoretical explanation what is trainee
suppose to do and how he should do it but the paimt of this training is action. When

trainee know all essential information he hasydigure out the actual task by himself.

Davis, JameskEffective training strategies: a comprehensive guid maximizing

learning in organizationsSan Francisco: Berrett-Koehler Publishers, 1998
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That is how learning occurs in the Behavioral &ggt The trainee tries something and
the trainer provides feedback. This is the pointhia training where the coaching comes
in. Only certain efforts bring positive consequendeis at that crucial moment, when a
specific action gets linked with a particular cansence that learning occurs. The process
of linking behavior to consequences is called mwitédment. In training, where people are
involved in making their first awkward efforts tedrn a skill, we simply call it feedback.
Feedback can be divided into two basic classesandsvand punishments. Reward is a
positive form of feedback and behavior which is aled by reward should be repeated
because it is signal that trainee is performing.wdward must be satisfying enough to
trainee otherwise it will be useless. What worksiasward for someone does not works
as a reward for others. Punishment is a negativma faf feedback and trainee should
avoid behavior which is “rewarded” by some kindpoainishment. But how do we know
what people find rewarding? It varies and behastsriknow that. The process of
feedback does not depend on the intrinsic progedtfi¢he reward or punishment itself. In
fact, a reinforcer probably has no intrinsic praijes: Probably the most important
feedback is internal reward. It comes from thengais good feeling that he performs
skill well. Internal reward would be nothing if in@r would not tell trainee that he give
correct performance. This is called knowledge tesuBometimes trainee will get
feedback from the equipment, process or produchdde but if trainee provides services,
some external feedback is needed. For a conseqtenoark as a positive reinforcer, it
must be satisfying to that particular individual. i$ not accidental, therefore, that
behaviorists define feedback in terms of the bedraiti produces. If the behavior is
repeated (learned) the feedback that brought aheutepetition of the behavior can be
regarded as reinforcing.

There are four types of feedback: two simple methimdinitiate, speed up or maintain
desired behavior — positive reinforcement and negateinforcement, and two simple
methods to slow down or stop undesirable behavixtirction and punishment.

Negative reinforcement is often confused with poment but the differences between

the two will become clear as they are further defin
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2.1.6 Positive Reinforcement

This method of feedback is used as a reward fastsbe learned. Depending on the age
or personality type of the trainee, positive refnéss are likely to be things such as:

* praise, attention and recognition

» confirmation of right answers

* positive comments on a test or assignment

» free time for social interaction

* points, stars, trophies, certificates or awards

» various types of food

e promotions or pay increases

Positive reinforcers are anything what brings gtesd to trainee or generate satisfaction.
The best positive reinforcement comes naturallgnftbe task itself, when the trainee gets
things right, finds out how something works, or cssfully performs a skill. Positive
reinforcement may take the form of a grandmoth@csntive: If you do this, then... The
trainer’s role in using positive reinforcementasprovide incentive for the trainee to do

each task and to reward correctly performed apprations of the objective.

2.1.7 Negative Reinforcement

This method of feedback involves setting averswmeditions that an individual will work
hard to avoid. It has the same effect as punishimecduse trainee feels unpleasant, but it
is unlike punishment because it is never applieehdtive reinforcement is not based on
the action but on the possibility that it come trude positive reinforcement, it can be
used, or it can occur naturally. Typical types wEraive conditions are those things
trainees will work hard to avoid, such as:

* doing things wrong

* having to repeat the task

* becoming unhappy with poor performance

» working longer at the task

» failing a test or checkpoint

» critical remarks on papers or assignments

* reprimand or embarrassment

* not getting the job, getting a demotion or pay outpsing one’s job
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Although negative reinforcement is unpleasantsithe possibility of avoiding it that
controls the behavior. Hard work in a training peog can be motivated by the threat of
negative consequences. The problem with threatspurse, is that they are negative and
sometimes they must be carried out, at which pgbiey turn into punishment, with all its

problems.

2.1.8 Extinction

A third method of feedback is the process of witdhmg reinforcement selectively.
Extinction is a somewhat outdated term and traitmatay are more likely to say that the
behavior is simply being ignored. Behavior is nepenished or rewarded, but is passed
over with the hope that it will slow down or go aw&ometimes the trainer ignores
certain tokens of trainee’s inappropriate behavioainer hopes that trainee will figure
out what behavior is helpful for him and what ist.nNot all behaviors need to be
provided with consequences. Any of the things ndlymesed as rewards or punishments

can be withheld. Extinction functions as the absesfgositive reinforcement.

2.1.9 Punishment

A final method of feedback is the direct applicatiof an unpleasant stimulus. Most
people need no further definition of punishment.thAé forms of aversive feedback listed
above under negative reinforcement become punistsmehen applied. The basic
research on punishment shows that it works, if loykwvone means that it will stop the
behaviors with which it is associated. A behavioattis punished is not likely to be
repeated. In certain situations a sharp reprimandaning may be used in training,
especially when matters of safety, basic rightdauwonan dignity are involved. This kind
of feedback may occasionally be used where songetmust be stopped, but in most
training the goal is not stopping behavior butiggtit started in the right direction and
continuing it. The research is clear, punishmegbisd way for stopping behavior but not
for establishing it. Positive reinforcement, in gevus quantities is needed to establish
new patterns of behavior, such as learning nevisskNith the exception, which poses a
special problem, the four types of feedback camipeed and used generously. The
effects of punishment are not easily containedigPunent has a way of generalizing and

escalating, and it produces a emotional respondigeitearner. Although the trainer may
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have meant to provide a carefully targeted punistini@ stop a specific behavior, the
trainee will often associate other things with thahishment. A trainee who is punished
can learn quickly to dislike the trainer, the wdrp, the topic, and the entire
organization, because each has become associdtethespunishment.

Immediate feedback is what makes learning take eplbecause it reinforces the
connection between the task (effort) and the feekll{eeward). Without appropriate,
well-timed feedback, the trainee just stumbles g@loever sure whether anything is right
or wrong. When the person who is learning how tangje a car wheel finally gets it right,
the wheel is deployed into place and fits. The lbee#t would be much better if the trainer
(or coworker) is there to say, “Hey, nice job, radiht, your got it.” And at the end of the
course though it may seem a little awkward, mayeEne bit embarrassing for some,
most trainees like to get that certificate, thatnmeat of personal recognition, those few
words of praise for learning the sum total of b# tasks that make up the skill. Feedback
is important all along the way as the learner wdhksugh each task and subtask in the

task analysis:

“pavis, JamesManaging your own learningSan Francisco, CA Berkeley, CA: Berrett-
Koehler Publishers Distributed by Publishers Grvgst, 2000.
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2.2 Cognitive Strategy

2.2.1 Origins of Cognitive Strategy

“Cognitive psychology has no B. F. Skinner, no Enfigure who can be said to be its
foremost spokesperson. The study of mental prosebas its roots in the work of
Willhelm Wundt, William James, F. L. Bartlett, atite European movement known as
Gestalt psychology, but from the turn of the ceptumtil the end of World War I, the
behaviorists dominated psychology, insisting thamhn consciousness was a “black
box” and that behavior (both animal and human) tes only appropriate subject of
scientific psychology. An area that had been beytia proper domain of study for
psychologists (human consciousness) now becamétia¢ point for an outpouring of
scientific investigation and theory building. Aligh some psychologists continued to
study communication processes in animals, sucheafascinating work on apes and sign

language, the focus of the research was on hunfiamriation processing™?

2.2.2 The information processing model

When we picture the typical training classroomraaner speaking in a strong voice and
using overheads or showing slides, the participsittiag in rows and taking notes, trying
to process what is being shown and said. When #ngcjpants will be leaving they
surely will saying”...that was boring or | do not kmowhat the learner was talking
about...”

What is known about this kind of learning? The psses we use for communication
through presentations have been investigated exedpnsby cognitive psychologists,
scholars who study the mental activity of attending processing and remembering
information. After nearly thirty years of researtchey have reached agreement of the
outlines of a basic information processing modelc@xding to these models, information

comes in through any of the five senses and imgingea sensory register.

12Spence, Janet Trhe psychology of learning and motivation (VolurieNew York:
Academic Pres 1968
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Filters are activated and let pass or screen oat wiperson will pay attention to based on
interest. The main features of the informationaralyzed, abstracted and encoded. They
are held in short-term memory for a few seconddendnidecision is made about what to
do — respond directly, think about them, integréem with new information, or store
them in long-term memory. Perhaps the new inforomatiequires a search for old
information held in long- term memory. Although theocess is enormously complex,
there appears to be general agreement about tletidius called attention, processing,
short-term memory and long-term memory. These ateplaces in the brain, of course
but rather sets of interrelated processes thatngm ¢the mind to facilitate the symbolic

manipulation of information™?

Information — Processing Model:

Short-Term

v

Outputs
— Memor
Sensory y (response)

Register

Long-Term

Memory

A Control Mechanism
Selection filter
Rehearsal

Coding

Search

Semantic aktivity
Schlas, frames
Mental blackboard
Response selection

Figure 1. Information — Processing Model
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2.2.3 Attention Mechanism

First a presenter must get the attention of theigyeant. The bad news is that our
capacity for attention is limited, perhaps far mim&ted than intuition would suggest or
multimedia oriented adolescents would admit. Thedgaews is that when it is necessary
to attend closely to something, we have a rathearkable capacity for focusing on what
we want and need to see or hear. Apparently whentain is focused on something, it is
focused there almost exclusively. Notice the wdrdast. More recent studies suggest
that attention is not so much like a switch thabnsor off but is instead like a filter that
selectively lets through the important informatiwhile screening out most (but not all)
of the rest. Additional dichotic listening experimi& confirmed this view, subjects heard
at least some things (like their own name) in thatiended ear or would cross channels
to follow an interesting story. But in general atten tends to be highly focused.

The rules for presenters:

1) Whatever it takes, get their attention

2) Tell participants what to focus attention on

3) Do not overload the system

4) Slow down and regain attention when necessary

5) Do not try to compete with distraction

Attention is a limited resource and effective preses work to create sustainable learning

environments. If attention is never gained or bseafk all else is lost.

2.2.4 Information Processing

Assuming that the presenter has captured and fddiseattention of the participants,

what can be done to help them comprehend, whaingsaid and shown to them? Once
information has begun to come in through sensesallyssight and hearing in a

presentation, how is it processed? A traditionahicmn sense view of perception is that
a person simply sees or hears what is out theimsephers have struggled for centuries
with this problem — the relationship of the mindhe real world. Cognitive psychologists
have joined those in this debate who emphasizertpertance of what the mind does in

information processing.



TBU in Zlin, Faculty of Humanities 25

What does the presenter need to do to increaskk#igmood that information will be
processed as intended?

1) Recognize that interpretation will always occur

2) Help participants discover the overall patternthminformation eing presented

3) Present information in context

4) Help participants with meaning making

5) Build strong bridges with from prior knowledge tewninformation

6) Devise ways to ensure that participants are agtineblved*

2.2.5 Memory

Most presenters would like participants to remembleat they said. But is difficult for
listeners to identify what is important to rememlagd how to remember accepted
information. Retaining information over long persodf time involves memory.

After many years of research, cognitive psycholsgismve made a distinction between
short-term memory and long-term memory.

Short-term memory does not last very long and @sdoot hold very much. It is used to
keep information temporarily in mind in order td aa it.

Long-term memory, on the other hand, is what measipfe mean when they refer to
memory and it is this kind of memory that is usyale concern of trainers and
participants. Long term memory keeps all informat@nd ideas in mind for weeks,

months and years.

Davis, JameskEffective training strategies: a comprehensive guid maximizing
learning in organizationsSan Francisco: Berrett-Koehler Publishers, 1998

“Davis, JamesManaging your own learningSan Francisco, CA Berkeley, CA: Berrett-
Koehler Publishers Distributed by Publishers Grdugst, 2000.

%pIhakové, AlenaUcebnice obecné psychologRraha: Academia, 2005
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2.3 Own knowledge strategy

Companies need employees who have ability to thie&rly and creatively. Intellectual
work requires an intelligent worker who can ask amdwer a lot of questions. If the
organization do not want to stuck in the one pthen it need these creative thinkers.

These employees need to have three types of tlgnkin

Critical thinking— focuses on justification or ohet reasons to support conclusion. The
emphasis in the critical thinking is at the creatod argument or criticizing arguments of

others.

Creative thinking — generate a lot of ideas by gisinusual ways. It requires a flexibility

and courage to break down the boundaries. UsualBnt new product or service.

Dialogical thinking — requires ability to evaluatenclusion from the different points of
view. Evaluator need to enter empathetically impasing arguments and viewpoints and

recognizing its strength and weaknesses.

2.4 Strategy for team development (team building)

The most organizations are not the main working undividuals but it is the team and
the outcome depends on teamwork. An important wdach helps individuals many
years to better collaborate in order to achieveoirtgmt results is team building. There is
need to have the teams to meet the challengesotganizations face. Teambuilding
challenge is how to make teams work together. Tezansot only be created they must
be built. For this reason is teambuilding so imgottas education strategy. The concept
of teambuilding in the sixties of the twentieth ey became the basis for management.
It was originally designed to improve team buildingerpersonal relationships and social
interaction. Today it deals with both aspects afribuilding exercise: how teams perform
their work and how team members collaborate. Irbtioadest sense is a team building is
tool for ensuring a harmonious, productive andcedfit cooperation of individuals and
maximizing implementation of task and objectiveisTtiaining can be a single event or
series of events that take place over a longeogeri time. In any case, we consider this

as continual process.
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The first step is the creation of teambuilding te&or complex projects, the team has to

be educated during the implementation of eachdtéipe project. Employees selected for

the team may not be used cooperate but bringsetdetom habits and behavior of their

original departments. Creating a cohesive teamldhoegin by teambuilding because it

helps to members agree on:

Team contract

The mission, goals and vision of team success

Roles and responsibilities of team members

Working approach and the agreement on mutual atability
Project phases and key points

Education and resource plahs

Participation in teambuilding, soon after the qethe team, help solve all these points

®payne, VivetteThe team-building workshop: a trainer's guidéew York: Amacom,

2001

"Mackin, Deborah.The team building tool kit : tips, tactics, and eslfor effective

workplace teamdNew York: American Management Association, 1994
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Teambuilding process follow these steps:

a) obtain a commitment

Decision to participate in teambuilding begins wethntract or agreement. It is important
to decide if the course is carried out by an exetrainer or manager. When the team-
building is lead by managers, the managers gaieva perspective to strengthen their
competence to manage and build up their respoitgifdr performance and team
effectiveness. But leading by managers also haBsgslvantages.

Managers need to be fully engaged in teambuildirig.important for them to contribute
their ideas which help make decisions and solvélpros. The course lead by external
trainer helps to avoid the dual role of company ag@n and prevents efforts to control
the situation. If the course is lead by corporatioanager it is hard for the team to be
open and objective when talking about the issuesmbers are afraid that the manager
may take their comments personally. Often teamalires their concerns for fear of
offending their boss. The opportunity to talk abthgir views directly is only way how to

step forward to improve performance.

b) defining goals

The first step is to determine the objectives @& #dvaluation. The objectives will be
different depending on the needs to solve the problthat threaten their performance, to
meet the strategic challenges or to prepare fangdha

If team building is designed to deal with work pieshs and problems in interpersonal
relations, data collection is focused on findingatviworks and what does not. If team
building is designed to help the team with strategisues and changes then data

collection focuses on the position for future sgsce

c) gathering information from the team members

Companies used to collect data through interviewgustionnaires. It is important to
assess the advantages and disadvantages of eholgtec The most commonly used is
the interview. It provides a rich source of infotioa and is the most flexible and

adaptable method of data collection.
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The basic rules for teambuilding interviews:

* Always speak only one

* Speak as yourself - | use

* respect different points of view and different apirs

* Ensure that the discussion is involving all

» Stay on topic and do not digress

* express your views openly and honestly

» speak to the point and avoid the lengthy storiesesdamples

* Wait when the others speak and do not interruphthe

d) implementation of results

Successful team building brings the agreementssidas and other actions. The success
of the course depends on early and thorough impletien of these activities.

Summary of leadership - is useful for external trainers as well as fbe tcourse
participants. It is a short overview of the mainn® of the course.

Team Feedback- Summary of the course participants the basicchant for the team's
performance.

The mission, agreements includes everything that the team during therseicreated.
Include a statement about the mission and agreeondrability.

Action plans - the main mechanism on monitoring the team dgretnt

e) evaluate the effect of teambuilding

Evaluation is the final step in the process of teaiding. It is important because the
trainers and the team for some time explore itsctffeness. Immediate evaluation at the
end of the meeting will provide feedback on theliggaf seminars and compliance or
failure of all stated objectives and whether theip@ants consider lessons useful. For
the quarter to half year evaluation focuses onaegy which teambuilding actually help
improve team performance. Evaluation with an iraerather provides an opportunity to
look at progress made and determine how it can tipfollowing courses to further
performance improvement. Evaluation must be madesugyervisor, team leader or

team?®
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In some situations it may happened that the sifimsaaliness and training are strong but

teambuilding is not the right solution.

Team members do not have the skills required far thiork

The team does not have resources it needs

Team work is not appreciated or reflected in thégomance management system
Performance problems of individuals affect the team

The team has problems to attract and retain members

Team members feel a glass ceiling (the lack of dppdies for career growth and

development)

payne, VivetteThe team-building workshop: a trainer's guidéew York: Amacom,

2001

Kolajova, Lenka Tymova spolupréce : jak efektivmést tym pro dosaZzeni nejlepsich

vysledkuPraha: Grada, 2006.
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3 METHODS OF BUSINESS EDUCATION

3.1 Coaching

Coaching is the method originally used in sports ibuthese times it is an interactive
process which is used to carry out with employes$opmance problems and develop
their capabilities. The process is based on colltlmn between managers/supervisors
and employees using three basic components: tedhhilp, personal support and
individual challenge. These three factors are helgether by emotional connection
between participants. This connection is importatause coaching is person to person

experience. technical help

Emotional
connection

personal support individual challenge

Figure 2. Factors of Coaching
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3.1.1 Benefits

Companies underrate benefits of coaching becaesedith not see the future potential of
this method. These companies will never use thephtiential of their employees and

managers. This training makes jobs easier and ephaarticipant’s career by:

Overcoming performance problems: some employee doesnanage to do all tasks
which manager assign to him, other employee hastiba® management so he has to
finish his work at home, another has no idea hown@rove the company performance —

all these problems can be solved by coaching.

Developing employees skills: more skilled workeesr anake a routine of their usual
working tasks - these tasks will take less timen&tgers can use this saved time and
delegate more responsibility to workers which wadlve time to managers who can think

about future development and motivation of empleyee

Increasing productivity: through increased effestigss people will work quicker and

smarter and unit’s performance level will increase.

Creating promotable subordinate: coaching improwasagerial and interpersonal skills
of managers and improves employees performancee Mkitled staff members have

better chance for promotion.

Improving retention: further education builds trusttween employer and employee.
People are more loyal and motivated when emplgyends time and money to help them

improve their skills. Company reduces cost foraepment.

Fostering a positive work culture: good coachingdpices better relationships between

colleagues. It also satisfies and motivates stafhivers to reach future godf3.

2’Cook, MarshallEffective coachingNew York: McGraw Hill, 1999



TBU in Zlin, Faculty of Humanities 33

The process of coaching is accomplished throudimesetsteps of observation, discussion

and active coaching.

1) Preparation — The first step in effective coachimgbservation. A coach has to
understand the situation, has to have informatioout employee, about his skills and
behavior. Observation will help to offer relevamtformed, timely advices and will

answer if coaching is appropriate and helps to eyga. Observation needs to be formal
(during business meeting) and also informal (dubngak time) only then observer can
learn what person is not doing well. Another pémloservation have to deal with finding

a performance gap and skill deficiency.

A performance gap is difference between employagsent performance and what
employer requires from him. For example accoundaets not manage to finish his paper
work on time. Other departments rely on his dath amalysis finds the gap between his

performance and what is expected from him.

A skill deficiency is difference between employeesrent performance and capabilities
needed to take on another job position. For exarapt®untant has opportunity to be
promoted as Key account manager but he has naekile for this position. Coach looks

for the gaps between current employee position whdt he need to manage for
promotion.

Both gaps could be corrected through coaching.

Final stage of observation is recognition if coaghwill improve all problems.

Coachee who denies his problems or blame it onr®ttenot be helped .

2) Discussion — this is intermediate step betweenrghten and active coaching. In
this part is time to discuss what coach observautéparation stage. Result of first stage
should deal with observation about actual behawvistead of personal motives. Reason
for dealing with behaviors is that behavior cardbeumented with high level of certainty
and evaluator can stay objective. Discussion aboehavior should begin with
compliment to break the ice and relax the coacNeg&t continue with explaining why is

behavior of coachee problem and how it influenbesgoals and work performance.
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The most productive communication between peopkestaplace through dialogue
otherwise person could feel that he or she is updesonal attack.
In discussion are open-ended and close question.
Close questions ends with yes or no answer anddiey lead to further discussion.
For example: “Are you satisfied with your job?”
“Are you fulfilling your career goals?”
“Can you schedule your working time?”
Open-ended questions leads to further discussiontgtarticipants ideas and generate
participation.
For example: “What are the major problems of...?”
“What is your idea about...?”
“Why are you not happy with...?”
Inherent part of discussion is listening the ofberticipant of talk. Coach must be active
listener who will tell coachee his opinions butcalgill show respect by giving attention
during coachee talk.
Active listener pay attention to:  maintaining egatact
taking necessary notes
avoiding distraction

smiling at appropriate moments

3) Active coaching is consist of agreement on goa&ising up an action plan and giving
feedback.

The First step of active coaching is defining gaafithe whole process. Agreement is
important because manager have to know where h&eoHaad the coachee and coachee
has to know what is his progress and how far iotfjective. Participants have to inquire
different perspectives, present proposals, checlumalerstanding, check for agreement
and if one of them don’t agree, they have to goutin whole process again.

The next step of the active coaching is to devalopction plan. An action plan contains:
e astatement of goals

» specific goals

* atimetable

* measure of success

* the coach’s role
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An Action plan don’t need to be written by coacm Action Plan can be written by
coachee who will be more responsible for goalsailidoe more committed to achieve
them.

When an action plan is written then the processoaiching can begin. The Coach tells
coachee what to do, how to do it or shows how tahdags more effectively. If it is
possible he lets coachee to figure things out byngelf because it is the most effective
learning style*

Coaching is always finished by giving and receiviegdback. Feedback evaluates the
success of coaching and it can be positive or negat

Positive feedback can be simply compliment on gawodk or further identification of
particular actions. Negative feedback can be simptecism which is the judgement of
faults or in the contrast can bring details forcdssion and improvement.

How to give a feedback:

» focus on improving performance

» keep the focus of feedback on future

» provide timely feedback

» focus on behavior, not attitudes or personality

* avoid generalization

* be sincere

e Dbe realistié

2!l uecke, RichardCoaching and mentoring: how to develop top talend achieve
stronger performanceBoston: Harvard Business School Press, 2004

?Blanchard, Nick PEffective training: systems, strategies, and pcegiUpper Saddle
River, N.J: Pearson/Prentice Hall, 2010.
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3.2 Mentoring

“Mentoring is a fundamental form of human developim@here one person invests time,
energy and personal know-how in assisting the dr@amt ability of another persof”

A mentor is mostly more experienced worker androfte higher position in company.
The mentor is one who is willing to assist othergiéveloping their career.

A mentee is someone less experienced who needrmgeidia his career development.

3.2.1 Benefits of mentoring

Mentee:

» improved performance and productivity
e career opportunity and advancement

* improved knowledge and skills

» greater confidence and well — being

Mentor:

* improved performance

e greater satisfaction, loyalty and self-awareness
* new knowledge and skills

» leadership development

Business:

» staff retention and improved communication

* improved morale, motivation and relationships

« improved business learniffg

%Gordon, F. Sheavientoring: how to develop successful mentor behavidenlo Park,
California: Crisp Publications, 2001.

*Megginson, DavidMentoring in action: a practical guidd.ondon: Kogan Page, 2006.
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3.2.2 Mentoring cost

One of disadvantage of mentoring is that it is cast-free. Costs of mentoring are time
and effort of manager which could have been spememseful way: improving customer

service, budget control, planning and oversightrajens and so forth. Many companies
nevertheless consider mentoring as cost becaisspatt of their company valués.

The process of mentoring includes three stage®eatin, new understanding and action
planning. The model can be used to reflect upontwhentoring involves, schedule

mentoring meeting, to review mentoring processeamtthnce shared understanding.

1) Exploration — in the first stage mentor take a lemadreating a relationship with his

mentee and developing atmosphere for exploratidns part should not be rushed
because insufficient exploration leads to faultydenstanding in second stage. If the
mentor or mentee are stuck in endless exploratith mo progress, it is time to talk

about their relationship and if it is useful to tane with mentoring.

2) New understanding — the second stage is turningt poimentoring. It is part when

mentor share experiences, tell stories, demonstkiis, establish priorities, give

constructive feedback, support and mentee acceptniermation.

If the mentor is supportive and sensitive then ment receptive and able to learn.
Patient mentoring, give mentee clarification whathas learned and implications of new
developmental needs, goals and aspirations. Tireesoh this stage depends on
experience and complexity of the issue and qualitgiscussion between mentor and

mentee.

»Luecke, RichardCoaching and mentoring: how to develop top talend achieve

stronger performanceBoston: Harvard Business School Press, 2004.
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3) Action planning — final stage of the mentoring mes. The mentor encourage
mentee to a new, creative ways of thinking, helpnetke decision and solve problems,
monitor progress and evaluate outcomes. The meiner advice and direction to the
mentee and he follow plans through own solutionerigvprogressive step should be
celebrated for mentee’s better feeling. If theoacplan is to work really well a longer-

term view (weeks, months or year) is neces$ary.

3.2.3 Feedback

The process of mentoring is finished, as in theckivay, by giving a feedback. Mentor
express his opinions and ideas based on his expeseFeedback should be consist of

facts, advices, support and offer additional help.

’Alred, Geof.The mentoring pocketbookIresford: Management Pocketbooks, 1998.
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3.3 Brainstorming

Brainstorming is fairly unstructured group proctsscollecting information about
a variety of topics. Brainstorming often begins fysing a situation or describing a
problem that requires a solution. Participantsaaieed to think about how to deal with a
situation or how to solve the problem. Membershefgroup have to write all ideas which
are generated without premature evaluation. Oniceleds are written, the group goes
through the ideas and discuss about their usefilia®sl combine similar ideas or
solutions. Participants should encourage as maasids possible.
Rules for effective brainstorming session:

» do not allow criticism of ideas until all ideas leaveen generated

* encourage quantity of ideas rather than being caedeinitially with the quality

of ideas
» verbalize ideas as soon and as often as they occur

« combine ideas and build on thém

Advantages of the brainstorming

. fast and easy way to analyze tasks or problems

. group produce better judgment then individual

. identifies major possibilities that results in leetiraining

. can identify creative solution to problems and wiayperform tasks

*’Osborn, Alex.Applied imagination; principles and procedures oéative problem-

solving New York: Scribner, 1963.
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Disadvantages:

. Results are qualitative and based on perception
. Potential to conflicts
. Disruption of participants work flow

One of the most used methods in the brainstornsragmethod of free association. This
method is based on letting all ideas come out®itimd. The most important thing to do
is to let all thoughts go and not justify them. tRgpants just have to write everything
down on paper without any line or sequence. Ther¢haee exercises which can be used
for free creative thinking®

1) Participant choose a product and develop creatnategy for this product.
Then he will write, for at least ten minutes, eveiyg what is on his mind. The
grammar or spelling is not important because dnly about ideas. When participant
finish this task he will look at all words and txy find out how it can help him look
differently at the product. How it can improve lafrategy or try to find some
connections between his first ideas and his frikiting.

2) Participant pick a product and develop creativatsgy again. Then he ask
himself a hundred questions about product and arthwe. Then he pick the ten best
guestion and ask ten questions about these tetiaues-inally he choose the two of
them and try to apply them for his product andtegya

3) Start will be the same again (with product andtsgy. Participant choose a
five words from the dictionary and come up with ttheee ideas relating to the
product and strategy for each. This will help m#p&ant to access the area of his mind
he may not normally use to solve the problems dmd is the key point of

brainstorming. Come up with new ide&$.

?8Jonassen, DavidTask analysis methods for instructional desifyfiehwah, N.J: L.

Erlbaum Associates, 1999.

?Cory, Timothy.Brainstorming: Techniques for New Ide&&w York: iUniverse, 2003
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3.4 Management games

This form of business education has become incerghsipopular as a means of

entertaining managers, training device for empleya® aid in transferring knowledge.

Games to promote knowledge — the traditional way ho promote knowledge is by
direct instruction — lecture. Advantages of lecsuage broadcasting to sizeable audience
but lecture can bore audience.

Compared with lectures games would put forward reoyt arguments such as the

following:
. games can have distinguishable subject knowledgalacbuilt into them
. the students learn by experience rather than ngaga
. opportunity for emphasize learning points as the@arogresses
. difference in students motivation
. participants in the game are actively involved
. discussion between participants

Disadvantages of games:
* require a longer time to cover the same amoumifofination as lecture
* less programmed than a lecture so there is no giggrdhat all the points will be

given with emphasis

Games to help with decision-making

Discussion games — players receive a descriptioblgm (real or imaginary) and they
must decide what should be done about it. The proldan be solved clearly without any
other options or it can have several credible swhgt Supervisor listen all players

solution and tell them his expert opinion.

In-tray exercises — players receive problems remtesy the contents of “in” basket on
office-holder’s desk one morning. The task is toidk what will office-holder do with

each item. , record the chosen action and stateoither in which one will make a
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decisions. Game is difficult because it is not ejioto take right action on one matter if
by attending to it some other time-critical itemrmeglected.

Ranking exercises — players set the list of resmyrideas, people or activities in rank
order from the most important to the least impdrtdime best know ranking is Desert
island survival when players rank items in ordemgbortance for their survival. There is

a supervisor who compare answers chosen by players.

Games to increase group effectiveness

Four-letter words — players have to make a fouetetords from the letters which they
receive. This exercise need a good communicatitwdasn players so in that way it is
communication exercise. Once players cooperated havé written down words it

becomes problem-solving exercise or decision-makxejcise.

Perception — this game can be called a logic pugahe of the members who understand
the method is chosen to explain the method thosebees who do not know anything.
Selected member has to be ensured that other memidebe able to communicate the

method further. The main benefit of this game iprovement of communicative skills.

3.5 Role-playing
Role-playing is powerful method which is used wispoken words are not enough
because participants have to empathize to the obléheir customer, supplier or
employee.
Advantages:
* introduces situation dramatically
* opportunity to appreciate another point of view
e opportunity to practice a skills
» allows of exploration of solutions
Disadvantages:
* not appropriate for large groups

« some students could be too self-conscidus

%Elgood,ChrisUsing management gamesresford: Gower, 1996.
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CONCLUSION

The aim of this paper was to provide an overviewlifferent educational strategies and
other forms and methods of business education. @dpsr can be used as a guideline for
those who are interested in further education oftad

Business education is a learning journey which shefrticipants to be able to handle all
tasks within their jobs. Although every new empleye trained to manage their work,
due to increasing competition, the first trainirggiot enough. Development of new
technologies requires people able to learn newlsskihd flexible in their skills.
Globalization of markets requires the languagelsskdind multicultural approach in
international trade relations.

Educational plan, which is a part of educationabcpss, is important for effective
education of employees. This plan consists of amglyplanning, implementation and
evaluation of educational activities. The educatlgrian sets the goals which should be
reached. When the goals are determined, the apat®gtrategy can be selected.

Every strategy is focused on different area off stafelopment. For qualitative training,
the behavioral strategy is used because employkecavitrol the required skill. For
guantitative training, the cognitive strategy iediecause employee will get a lot of
information as soon as possible. Own knowledgeegjyas based on critical, creative and
dialogical thinking. This strategy is used mostlydulvertising workers or advisors who
need to think about new ways how to do ordinargghi There are also methods which
support the positive acceptance of new memberfhdoworking team. Teambuilding
methods support coherence and creativity and theeynastly realized by some outdoor
training.

Educational strategies are completed by differemtmé of educational methods as
coaching, mentoring, brainstorming or role playing.

As a problem in the planning and implementatiotrahing activities can be the constant
dilemma which strategy or method is the right ofteere is no guarantee that the chosen
strategy or method will help the employee gain meglskills or knowledge, but there is
no doubt that the education strategy can show toamuresource professional direction

and the process of elimination will lead to an wati conclusion.
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