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Abstrakt 

V současné době je, vzdělávání a rozvoj zaměstnanců nedílnou součástí řízení lidských 

zdrojů, je nezbytné jak pro organice tak pro její zaměstnance. V dnešní době, dobře vzdělaný 

zaměstnanec představuje pro organizaci významnou hodnotu. Kompetenční modely jsou 

organizacemi stále více využívány pro efektivní řízení lidských zdrojů. Dobře nastavený 

kompetenční model může být organizacemi využit pro různé aktivity. Autorka práce využila 

metody MCDM; metoda AHP byla využita k zjištění klíčových kompetencí a k tvorbě 

samotného kompetenčního modelu. Metoda TOPSIS byla použita k hodnocení zaměstnanců a 

metoda WINGS ke zjištění vztahů mezi kompetencemi. Z aplikačního hlediska mohou být 

metody MCDM využity manažery ke zjištění jak důležitosti, tak vzájemných vztahů mezi 

faktory, atributy nebo alternativami. Bylo zjištěno, že vazby mezi kompetencemi existují a že 

vzdělávání a rozvoj zaměstnanců by mělo být primárně zaměřeno na tyto kompetence. 
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Abstract 

 

Currently, employees’ training and development plays an integral part of human resources 

management; it is necessary for both, the company and its employees. Today, well-educated 

and trained employees present a significant value for any company. Competency models are 

more and more used for effective human resource management. Well-designed competency 

models can be used by the organizations within the human resource management for various 

activities. The author has used the MCDM methods; AHP helped to scale down the number of 

measures and helped to determine the most important competencies which lead to the design 

of competency model. TOPSIS method has been used to evaluate employees’ performance. 

From a MCDM application point of view the WINGS can be a powerful tool for managers in 

problems that deal with both importance and relationship among evaluated factors, attributes 

or alternatives. It was found that there are cause and effect relationships among competencies; 

by improving those competencies, the overall training and development should improve the 

employee key competencies. 
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1 Introduction 

Currently, employees’ training and development plays an integral part of human resources 

management; it is necessary for both, the company and its employees. Today, well-educated 

and trained employees present a significant value for any company. The times when the 

company’s competitiveness depended only on tangible assets are long gone; today, the 

companies are trying to concentrate not only on hiring and keeping qualified employees but 

also on their training and development, which can also be utilized by the company as an 

employees’ motivation or benefit. 

The activity of training and development does not represent only to manage some course or 

training, it is much more. Before the training, it is necessary to take certain steps, to consult 

proposal of training with employees and at the end of training cycle it is necessary to evaluate 

it. The process also includes the discussions with supervisors about the training necessity and 

justification for these training programs and also their financial demands. The most important 

part of training and development is the person who is being trained. Since, if our employees 

will be trained and developed towards something they do not really want or need, the training 

and development will not provide required results. 

Main aim of this doctoral thesis is to identify the training and development needs and 

activities for middle managers in the automotive industry in the Moravian-Silesian 

region; and based on this propose the procedure of managerial training and 

development activities.  

This doctoral thesis is divided into two main parts, the theoretical-methodological part and 

the empirical part. The thesis consists of five chapters, apart from introduction and 

conclusion. 

The second chapter is devoted to the main and partial aims of the doctoral thesis. In the 

third chapter, the theoretical-methodological part, the human resource management as a whole 

system is described, then the term competency is explained; subsequently the competency 

models are introduced and also described in detail. The training and development system is 

also described in the third chapter. 

In chapter four all the methods used are described and include the analysis, synthesis, 

induction, deduction, comparison method, questionnaire and multiple criteria decision making 

methods i.e. the AHP – analytical hierarchical process, that has been used to determine the 



 

6 

 

ranking of individual competencies, i.e. the importance of individual competencies; TOPSIS 

method, which has been used for the employees’ performance evaluation and WINGS 

method, which has been used to determine if there exist any, and which, cause and effect 

relations among the competencies. 

Chapter five concentrates on the application in a real company, the company is introduced 

and described there, also the current system of employees’ training and development and 

procedure of employees’ training and development is described in this chapter. The author’s 

research is being described there, that is the application of MCDM methods (AHP, TOPSIS 

and WINGS) and partial results are presented. 

In chapter six all results, recommendations and discussion on the researched issue are 

presented and described. Last chapter is the conclusion of the doctoral thesis, where the 

recommendations that can improve the current employees’ training and development system 

are described. 
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2 The Main and Partial Goals of the Dissertation Thesis 

Main aim of this doctoral dissertation thesis is to identify the training and development needs 

and activities for the middle managers in the automotive industry in the Moravian-Silesian 

region. 

Partial aims of the dissertation thesis: 

1. Create a database of important competencies for managers on the basis of literature 

review. 

2. Select the most important managerial competencies for training and development 

based on the questionnaire research. 

3. Create a competency model for middle manager position. 

4. By utilizing the AHP method, find out the ranking of competencies according to 

importance. 

5. By using TOPSIS method, execute employees’ performance evaluation. 

6. Use WINGS method to find out the interrelations among the most important 

competencies, i.e. which competency/ies influence another the most and should 

therefore be the most developed. 

7. Find the learning gap of the employees in a selected company and design the learning 

activities and propose training and development activities, which can improve the 

required competencies. 

The work will be based on a current literature (Czech and foreign) and on the researches’ 

results. 

It can be assumed that the thesis will be beneficial both theoretically and practically. The 

analysis of employees’ training and development systems according to current literature will 

create the theoretical aspect of work contribution. Practical and scientific contribution 

deriving from doctoral thesis elaboration can be the utilization and application of multiple 

criteria decision making methods with the aim to evaluate and rank core competencies, and to 

find if there are any causal relations among them and then create training and development 

system which will be linked to improve and develop key competencies. 

The pedagogical contribution of this doctoral dissertation thesis will be the acquired 

knowledge of the most important managerial competencies and which competencies should be 
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developed the most, where the author of this thesis can use this knowledge in the lectures of 

the following subjects: Managerial Skills and Trend of Modern Management. 

 

Research questions: 

Q1: The AHP method can be used to determine key managerial competencies. 

Q2: The method TOPSIS can be used for employee’s performance evaluation. 

Q3: There are interrelations among competencies, i.e. there is a cause an effect relationship       

among them. 

Q4: The WINGS method can be used for identification of managerial training and 

development activities. 
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3 Theoretical Aspects  

This chapter is dealing with the description of human resources management, further referred 

to as HRM, competency, competency models, employees’ training and development, 

competency models and their application in employees’ learning and development. Also, 

basic terms pertaining to the above mentioned topic will be described in this chapter. 

 

3.1 Basic terms 

Human capital – is an economic and management construct, which is referring to the 

knowledge, skills and other attributes of labor that contribute to the development of business 

or economy (Bratton and Gold, 2012). Sometimes called intellectual capital, it is the 

collective value of the capabilities, knowledge, skills and commitment of an organizational 

workforce. Human capital theory is the view that people are worth investing in as a form of 

capital: that people’s performance and the results achieved can be considered as a return on 

investment and assessed in terms of cost and benefits. (Cole and Kelly, 2015) 

Human capital has been recognized as a critical resource in most organizations (Pfeffer, 

1994; Wright et al., 1994). It is an intangible asset, best described as a stock of knowledge 

comprising education, information and productive and innovative skills, which is formed 

through investment in education, training, and informal knowledge transfer (Becker, 1996). 

Human capital can also be defined as full range of knowledge, skills and abilities that an 

individual can use to produce a given set of outcomes (Hitt et al., 2001). Human resource may 

provide an added value to an organization because the supply of labor is heterogeneous; 

therefore, people possess different levels of knowledge, skills and abilities (Wright et al. 

1994). Recently, Wright and McMahan (2011) defined the human capital as the “knowledge, 

skills, abilities and other characteristics (including health, ethics, personality, etc.) possessed 

by an employee or potential employee of the organization that can bring positive outcomes. 

Competency - Mirabile (1997, p. 74) defines competency as “a knowledge, skill, ability, or 

characteristic associated with high performance on a job, such as problem solving, analytical 

thinking, or leadership. Some definitions of competency include motives, beliefs and values”.  

Competency model - according to Fogg, 1999 a competency model is a behavioral job 

description that must be defined by each occupational function and each job. 
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Knowledge – refers to information and learning resting in person, such as surgeon’s 

knowledge of human anatomy. 

Skill – this refers to a person’s ability to perform a certain task, such as surgeon’s skill to 

perform a surgery. 

Self-concepts and values – this refers to a person’s attitude, values and self-image. An 

example is a self-confidence, a person who believes that he or she can be successful in a given 

situation. 

Traits – refer to physical characteristics and consistent responses to situations or 

information. 

Motives – emotions, desires, physiological needs or similar impulses that prompt action. 

(Vazirani, 2010) 

3.2 Human Resource Management 

According to Kumar (2012) the term human resources, further referred to as HR, can be 

defined as total knowledge, creative abilities, skills, talents, as well as aptitudes of an 

organization’s workforce, such as values, approaches and beliefs of the individuals who are 

involved in the organization’s affairs. 

The specific objectives of HR may be outlined as follows: 

To ensure effective utilization of HR; all other organizational resources will be efficiently 

utilized by the HR; to establish and maintain an adequate organizational structure of 

relationships among all organization’s members by dividing the organization’s tasks into 

functions, positions and jobs, and by clearly defining the responsibility, accountability, 

authority for each job and its relation with other jobs in the organization; to generate 

maximum development of HR throughout the organization by offering opportunities for 

advancement to employees through training and development; to ensure respect for all human 

beings by providing various services and welfare facilities to all the employees; to ensure 

reconciliation of individual or group goals with those of the organization in such a manner 

that the employees feel a sense of commitment and loyalty towards it; to identify and satisfy 

the needs of individuals by offering different monetary and non-monetary rewards; to achieve 

and maintain high morale among employees in the organization by securing better human 

relations. (Kumar, 2012) 
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Importance of HRM 

Kumar (2012), Armstrong (2007) state that HR is important for the organization due to the 

following reasons: good HR practices help in attracting and retaining the best people in the 

organization; appointment of the right type of employees is essential, the right people can be 

fitted into new jobs properly only under the condition that the management performs its HR 

functions satisfactorily; globalization has increased the organization’s size and the 

organizations can now employ thousands of employees in various countries; HR planning 

alerts the organization to the types of people it will need in the short, medium and long run; 

HR development is essential for meeting future challenges and the importance of HRM has 

significantly increased due to the shortage of really good managerial talent in the country. 

 

Price (2011), states that systematic human resource development maximizes the human 

capital of any organization, devoting time, financial resources and thought to improve the pool 

of essential competencies among its staff. It has a general impact on business performance by 

enhancing the product knowledge and service expertise, motivating employees, drawing on 

their power staff, allowing individuals to take a measure of control over their own careers and 

develop life patterns that offer increased opportunity and satisfaction. 

 

Nicolescu and Reason (2016) state that human resources designate individuals that make 

up a system, organization, country region or the whole city. Effective management of 

employees is arguably the most difficult task, more complex, ambiguous, but the most 

important facing managers. 

 

Human Resource Activities 

Kumar (2012) divides the HR activities into three main functions: managerial, operative and 

advisory see Figure 3.1. 
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Figure 3.1 HR Functions 

 

Source: KUMAR, Raj. Human resource management Strategic analysis text and cases. p. 12 

 

Managerial functions – since the HR manager is a member of the organization’s 

management, he/she has to perform the basic managerial functions of planning, organizing, 

directing and controlling in a relation to his/her department. These functions are briefly 

described below: 

 

Planning – manager has to plan ahead in order to get things done through his/her subordinates. 

Planning is necessary to give the organization its goals and directions to establish the best 

procedures to reach the goals. Effective managers recognize that a substantial part of their 

time should be devoted to planning. When it comes to the planning the HR manager has to 

consider the following: anticipating vacancies, planning job requirements, job descriptions 

and determination of the sources of recruitment. Plans have to be developed in order to 

eliminate the forecast shortages and excess of particular HR categories.  

 

Organizing – once the objectives are established and the plans are developed then the HR 

manager must design and develop organization structure to carry out the various operations; 

organization structure, in general, includes the following: grouping HR activities logically into 

functions or positions; assignment of different groups of activities to different individuals; 

delegation of authority according to the tasks assigned and responsibilities involved; and 

coordination of activities of different individuals. 

 

Directing – the plans have to be put into effect by the people, however, how smoothly the 

plans are implemented depends on the motivation of people. The directing function involves 

encouraging people to work willingly and effectively for the goals of the organization. The 
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HR manager can motivate the employees in an organization through career planning, 

remuneration, ensuring employee morale etc.  

 

Controlling – is concerned with the regulation of activities in accordance with the 

organization’s plans, which in turn have to be formulated on the basis of the organization’s 

objectives. Thus, controlling completes the cycle and leads back to planning; it is the 

observation and comparison of results with the standards and correction of deviations. 

Controlling helps the mangers to evaluate and control the employees’ performance in terms of 

various functions and involves performance appraisal, examination of employees’ records and 

statistic and personal audit.  

 

Operative functions – include those tasks or duties which are specifically entrusted to the 

HRM, they are concerned with employment, development, remuneration, working conditions, 

motivation and record keeping. 

 

Employment – this function includes the employment of proper kind and number of people 

necessary to achieve the organization’s objectives; this involves recruitment, selection, and 

placement etc. of the human resources. 

 

Development – training and development is a follow-up of the employment function. It is the 

duty of management to train each employee properly to develop technical skills for the job for 

which he/she has been employed and also to develop him/her for the higher jobs in the 

organization. Proper training and development of employees is necessary to increase their 

skills in doing their jobs and satisfying their growth need. 

 

Remuneration – this function is concerned with determining adequate and equitable 

remuneration of employees in the organization for their contribution to the organizational 

goals. The human resource can be compensated in terms of monetary and non-monetary 

rewards. Factors which must be taken into consideration are requirements of the jobs, legal 

provisions regarding minimum wage capacity, competitor’s wage level, etc. 

 

Working conditions – employees have to be provided with good working conditions so that 

they may like their work and workplace and maintain their efficiency. Working conditions 
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certainly influence the motivation and morale of employees. These may include the measures 

taken for health, safety, but also recreational activities etc. 

 

Motivation – employees work for the organization to satisfy their needs, in many cases it is 

found that they do not contribute to the organizational goals as much as they could; this 

happens because employees are not adequately motivated. The HR manager helps the various 

department managers to design a system of financial and non-financial rewards to motivate 

employees. 

 

Record keeping – HR department maintains the records of the employees working in the 

organization; it keeps full records relating to the training, transfer, achievements, promotions, 

absenteeism and labor turnover, personnel programs and policies of the organization. 

(Bratton, Gold, 2012; Byars, Rue, 2011; Graham, Bennett, 1992). 

 

Advisory functions – HR manager has specialized education and training in managing human 

relations. The manager is an expert in his/her area and thus can give advice on matters relating 

to the organization’s human resources. The manager should advise the: 

 

Top management – the HR manger advises the top management in formulation and evaluation 

of the HR programs, policies and procedures. The manager also gives advice for achieving 

and maintaining good human relations and high employee morale. 

 

Departmental heads – the HR manager offers advice to the heads of various departments on 

issues, such as employee planning, job analysis, job design, recruitment and selection, 

placement, training, performance appraisal, etc. (Koubek, 2015; Lucio, 2014; Price, 2011) 

 

Byers and Rue (2011) refer to the human resource functions as those tasks and duties that are 

performed, in both, large, medium and small organizations in order to provide for and 

coordinate human resources. HR functions include: human resource planning, recruitment, 

and selection; human resource development; compensation and benefits; safety and health, 

employee and labor relations, human resource research; the Table 3.1 identifies the activities 

that comprise each major human resource function. 
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Table 3.1 Activities of Human resource functions 

Human resource planning, recruitment and selection 

 Conducting job analyses to establish the specific requirements of individual jobs 

within the organization. 

 Forecasting the human resource requirements the organization needs to achieve its 

objectives. 

 Developing and implementing a plan to meet these requirements. 

 Recruiting human resources the organization requires to achieve its objectives. 

 Selecting and hiring human resources to fill specific jobs within the organization. 

Human resource development 

 Orienting and training employees. 

 Designing and implementing management and organizational development 

programs. 

 Building effective teams within the organizational structure. 

 Designing systems for appraising the performance of individual employees. 

 Assisting employees in developing career plans. 

Remuneration and Benefits 

 Designing and implementing remuneration and benefit system for all employees. 

 Ensuring that remuneration and benefits are fair and consistent. 

Safety and Health 

 Designing and implementing programs to ensure employee health and safety. 

 Providing assistance to employees with personal problems that influence their work 

performance. 

Employee and labor relations 

 Serving as an intermediary between the organization and its union(s). 

 Designing discipline and grievance handling systems. 

Human Resource Research 

 Providing human resource information base. 

 Designing and implementing employee communication systems. 

Source: Byers and Rue, 2011 p. 4 

Mead and Andrews, (2009) state that HRM typically covers a range of various activities, 

which include: planning: jobs and people, recruitment, selection methods and decisions, staff 

retention, and diversity: the legal framework, health, safety and welfare, job evaluation, 

incentives, pension and benefits. The following Figure 3.2 shows some alternative employee-

related pathways linking HRM and organizational performance. 
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Figure 3.2 HRM activities 

 

Source: Paauwe, Guest, and Wright, HRM & Performance Achievements & Challenges, 2013, 

p. 19.  

3.3 Competency and Competency models 

In this chapter there is described the term competency and different views on this term based 

on several authors. Also in this chapter the term competency model is introduced and 

described in detail.  

 

3.3.1 Competency 

The introduction of competency based approaches within the corporate environment initiated 

around 1970 and their development has been rapid since then. 

Mirabile (1997, p. 74) defines competency as “a knowledge, skill, ability, or characteristic 

associated with high performance on a job, such as problem solving, analytical thinking, or 

leadership. Some definitions of competency include motives, beliefs and values”.  

The connection that the organizations represent by its mission and strategic objectives and 

that is represented by the individual is shown in the following Figure 3.3, the scheme of 

competency context in the working environment according to Harzallah and Vernadata, 

(2002). 
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Figure 3.3 Relations in Competency  

 

Source: Harzallah and Vernadata, 2002, modified by Kubeš et al., 2004, p. 29 

The Figure 3.3 above shows how the organizations influence competencies requirements 

and also that the competency bearer is, especially, an individual who has to have or acquire 

given competency in order to establish required behavior. 

Figure 3.4 The components of competency 

 

 

Source: LUCIA, Anntoinette D. and Richard, LEPSINGER, The Art and Science of 

Competency Models – Pinpointing Critical Success Factors in Organizations. p. 7 
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Figure 3.4 shows that the behavior can be decomposed to individual components for which 

can be then defined various ways of training and development, so that a required performance 

is achieved. According to Lucia and Lepsinger, (1999) the top of the pyramid is built on the 

foundation of inherent talents and incorporating the types of skills and knowledge, which can 

be acquired through learning, effort and experience. 

 

In the Table 3.2 are presented the main definitions of “competencies” from different 

authors or companies in an effort to provide a complete and complex understanding of the 

different aspects that this term incorporates. 

Table 3.2 Competency definition 

Author/Company Definition of Competency 

McClelland, 1970 A personal trait or set of habits that leads to 

more effective or superior job performance. 

HR-XML, 2010 A specific, identifiable, definable, and 

measurable knowledge, skill, ability and/or 

other deployment-related characteristics, such 

as attitude, behavior, physical ability, which a 

human resource possess and which is 

necessary for, or material to, the performance 

of an activity within a specific business 

context. 

Boyatzis, 1982 Underlying characteristics of an individual, 

which are, casually (change in one variable 

cause change in another) related to effective 

job performance. 

Spencer and Spencer, 1993 Underlying characteristic of an individual that 

is causally related to criterion referenced to 

effective and/or superior performance in a job 

or situation. 

Wilson, 1994 The skills, abilities, and personal 

characteristics required by “effective” or 

“good” manager. 

Treasury Board of Canada Secretariat, 

1999 

Knowledge, skills, abilities and behaviors that 

an employee applies in performing his/her 

work and that are the key employee-related 

levers for achieving results that are relevant to 

the organization’s business strategies. 

Parry, 1999 Cluster of knowledge, skills, personal 

attributes that affects a major part of one’s job 

that – correlates with performance on the job; 

can be measured against well-accepted 

standards; and can be improved through 

training and development. 
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Green, 1999 A written description of measurable work 

habits and personal skills used to achieve 

work objectives. 

PeopleSoft A set of measurable and observable 

knowledge, skills and behaviors that 

contribute to success in a job/position. 

Gartner group Set of characteristics, including skills, 

knowledge and attributes, that causes or 

forecasts performance. 

Berger and Berger, 2004 A reliably measurable, relatively enduring 

characteristic or combination of characteristic 

of a person, team or organization, which 

causes and statistically predicts measurable 

level of performance. 

Draganidis, Mentzas, 2006 A combination of tacit and explicit 

knowledge, behavior and skills that gives 

someone the potential for effectiveness in task 

performance.  

Cooper, 2000 A cluster of knowledge, skills, and attitudes 

that affects a major part of person’s job.  

Source: Elaborated by the author according to literature 

 

According to Bernstein et al., 1988 each person has stable, long-lasting dispositions to 

display certain behaviors, attitudes, and emotions. Each person has a different set of 

dispositions, or at least a set of dispositions of varying strengths, which assume a unique 

pattern. This creates an endless variety of human personalities. 

Aforementioned definitions of competency all combine, too a different extent, the 

knowledge, skills, ability, personal characteristic etc. which are associated with a high 

performance on a job. For the purpose of this work, the author will use a combination of 

Mirabile (1997, p. 74) competency description and Parry’s (1999) description, where the 

author believes that a competency is cluster of knowledge, skills, abilities and personal 

characteristics, which have an effect on a high performance and which can be improved 

through training and development. 

  

3.3.2 Competency Model 

According to Berge and Verneil (2002) many organizations are now adopting competency-

based models to meet the evolving goals and needs.  

Vazirani, 2010 defines competency model as a descriptive tool that identifies the 

competencies needed to operate in a specific role within a job, occupation, organization or 
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industry. According to Fogg, 1999 a competency model is a behavioral job description that 

must be defined by each occupational function and each job. Shippman, 2000 states that 

depending on the work and organizational environment, a group of 7 to 9 total competencies 

are usually required of a particular job and depicted in a competency model. According to 

Cooper, 2000 the competency model is a collection of competencies and standards of 

performance establishing qualifications for a specific job position. 

Competencies have to lead to effective performance, which means that the performance 

of a person with competency must be significantly better than that of a person without it. 

Competencies are components of a job which are reflected in behavior that is observable in a 

workplace, (Sanghi, 2007). 

Well-designed competency model can be used by the organization in various ways by 

the human resources department. It can serve as a base for: 

 recruitment – criteria are developed for evaluating resumes, interview guides, written 

or performance tests are prepared based on specific (required) competencies; 

 performance management – guides for managers are developed to help them conduct 

discussions with their employees about their performance, creation of ratings to help 

managers in the assessment of each competency, develop such performance appraisal 

process and forms which incorporate the competencies; 

 succession planning – develop instruments to assess the employees’ competencies who 

have the potential to advancement, design tools which will help the managers to assess 

the critical competency gaps in the pool of succession candidates; 

 recognition and rewards – design such recognition and rewards program which is 

based on employees’ demonstration of highly valued competencies;  

 compensation – design compensation program where the salary (pay) of employees is 

increased based on the evidence of their proficiency in selected competencies; 

 training and development – utilize the competencies to design needed training and 

other learning activities, create feedback instrument to evaluate employee needs for 

specific competency development,  develop planning guides which provide employees 

with specific suggestions on how to acquire or strengthen each competency. (Marelli, 

Tondora, Hoge 2005). 
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Figure 3.5 The competencies according to functions 

 

Source: Boyatzis, 1982, The competent manager, p. 125 

 

The above Figure 3.5 shows the division of competencies according to their functions: 

planning, organizing, controlling, motivating and coordinating. Each function includes several 

tasks, which belong to particular function’s group; also each task is then assigned to particular 

competency cluster. As can be seen in the figure, some competencies belong to more than one 

cluster, e.g. developing capability in subordinates is relevant to competencies in HR 

management cluster, leadership cluster and also in directing subordinates cluster. 

 

According to Hroník, (2006) the competency model derives from the set of several types of 

competencies; each organization has its own competencies, some more developed, some less 

developed, i.e. there could be competency models aimed at soft factors, hard factors or their 

combination. He divides the competencies into the three following groups: competencies 

aimed at problem solution (attitude towards tasks and assignments), interpersonal 

competencies (relations to other people), and self-control competencies (behavior to oneself 

and showing emotions). These competencies are general, however most competencies in 

competency models can be included in these competency groups. 
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Pulakos (2009) provides a general competency model with eight competencies, see Figure 

3.6. Competencies in this model use competencies which can measure employees’ 

performance. Among the key evaluation criteria belongs: learning and developing, technical 

proficiency, work planning, strategic thinking, collaboration with others, representing the 

organization, communicating with others. 

Figure 3.6 General competency model 

  

 Source: Pulakos, 2009, Performance management, p. 16 

 

3.3.3 Competency Models for Managers 

Vazirani, 2010 states that competencies at work are, however, not simply about developing 

readiness or having the skills, knowledge and attribute to perform. Competence also involves 

the willingness and desire to perform. Thus, competence requires developing skills and 

knowledge and designing appropriate competency models that tie to current roles and 

anticipate future skill requirement. Quinn et al. (2015) states that the ultimate goal of 

competency models is the ability to integrate a diverse set of competencies that will allow the 

employee to operate effectively in a constantly changing world of competing values. 

According to Boyatzis, 1982, who has conducted a study to determine which 

characteristics of managers are related to effective performance has executed a research where 

2000 managers were surveyed. From the 21 characteristics that were initially hypothesized to 

be related to managerial effectiveness, 12 were found to be competencies, see Table 3.3. 
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Table 3.3 Managerial Competencies 

Cluster Competency Threshold Competency 

Goal and action 

management  

Concern with impact 

Diagnostic use of concepts 

Efficiency orientation 

Proactivity 

 

Leadership Conceptualization 

Self-confidence 

Use of oral presentations 

Logical thought 

Human resource 

management 

Managing group process 

Use of socialized power 

Accurate self-assessment 

Positive regard 

Directing subordinates  Developing others 

Spontaneity 

Use of unilateral power 

Focus on others Perceptual objectivity 

Self-control 

Stamina and adaptability 

 

Specialized knowledge  Specialized knowledge 

Boyatzis, 1982, The competent manager, p. 230 

 

Cole and Kelly, (2015) define managerial competencies as measurable clusters of knowledge, 

skills and abilities that are considered vital in determining how managers accomplish goals. 

Whetten and Cameron, 2016 state what differentiates effective managers from less 

effective managers. If developing managerial skills is so crucial for organizational success, 

what skills have to be the focus of our attention? The management literature is filled with lists 

of attributes, behaviors, orientations, and strategies for enhancing successful performance. In 

addition to reviewing the managerial, human resources and leadership literature, the research 

of 402 individuals who were rated as highly effective managers in their own organizations in 

the fields of business, health care, education, and state government by asking senior officers to 

name the most effective managers in their organizations. They then interviewed people to 

determine what attributes were associated with managerial effectiveness. 

From sixty characteristics of effective mangers, the 10 identified the most often are shown 

in table 3.4. They are all behavioral skills, they are not personality attributes or styles, nor are 

they generalizations such as “luck”, “charisma”, or “timing”. They are also common across 

industries, levels, and job responsibilities.  
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Table 3.4 Ten most important skills of a manger 

Skills of Effective Managers – Case study 

1. Verbal communication (including listening) 

2. Managing time and stress 

3. Rational and creative decision making 

4. Recognizing, defining and solving problems 

5. Motivating and influencing others 

6. Delegating and engaging others 

7. Setting goals and articulating a vision 

8. Self-awareness 

9. Team building 

10. Managing conflict 

Whetten and Cameron, 2016 Developing Management Skills, p. 30 

 

According to Kubeš, Spillerová and Kurnický (2004) the managerial competencies are 

composed by Tyron in 2003, where the profile for a specific position derives as a combination 

of three following competency categories: 

Managerial competencies – abilities and skills that contribute to the excellent performance 

in the role of manager; their objective is to ensure that the tasks will be fulfilled in accordance 

with the strategic plans, further they have to create a good team environment, select and 

develop their subordinates. Some examples of the managerial competencies are: conflict 

solution, employees’ coaching and delegating, employees’ appraisal, employees’ selection, 

strategic planning etc. 

Interpersonal competencies – are necessary for effective communication and building 

positive relationships with others; these competencies are important in every position if we 

come into contact with other people. They include: active listening, empathy, negotiation, 

presentation skills, cooperation, building relationships etc. 

Technical competencies – include the set of skills connected to a particular position. They 

ensure that the employee is able to fulfill task or set of tasks, which are typical for his/her 

work and at the same time they differ from the work of other specialists. They include but are 

not limited to: accounting/finance, data collection, analysis and summarization, problem 

solution and decision making, programming, budgeting etc. 
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Carroll and McCrackin (1997) complete the Tyron’s division of competencies and divide 

competencies into four groups: 

 Key competencies – for all employees. 

 Team competencies – for groups that are dependent on each other, e.g. within a 

collaboration on a project. 

 Functional – financial, development, marketing etc. 

 Leadership and managerial. 

According to Prokopenko, Kubr et al. (1996) the competency of a manager is his/her 

ability to perform certain function or set of functions and achieve certain level of 

performance/efficiency. Managerial competency can be divided into several parts, which have 

to be developed. The most common definition for managerial competency is expressed by the 

description of his/her knowledge, personal attributes (personality), attitude and skills. 

Knowledge is acquired and in memory stored information about certain phenomena, terms 

and its relationships. For our needs, we will consider the knowledge as a set of knowledge of 

economic, entrepreneur and managerial environment, technologies, specific organization, its 

structure and organization’s culture, managerial concepts, systems, principles and methods, 

and social, psychological, cultural and political etc. factors. 

Personal traits (personality) there have been many researches done to find out which 

personal characteristics best describe the manager; however there has not been an 

unambiguous result. It is clear that certain person attributes are necessary for specific job or 

group of jobs. It is impossible to create a universal personality model and prove that the 

person fulfilling requirements of this model will definitely attain success in a managerial 

function; however, in practice it is appropriate to select certain personalities for specific types 

of jobs according to concrete personality types, talents and attitudes. Personal traits 

(personality) can be defined as a characteristic ways how the person is reacting to specific 

impulses. Personality traits determine how the person will react to any general set of events. 

Therefore, personality traits are defined as characteristic pattern of thinking, which result is a 

characteristic way of person’s behavior in a various situations. Example of personality trait is: 

tendency to take over an initiative, flexibility, adaptability, self-confidence, endurance, 

patience etc.  

Attitude, the attitude lies in the feeling and opinions for and against various questions and 

issues. In business and management the attitude is a predisposition of individual how he/she 
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sees his/her work, how he/she sees other people etc. The manager’s attitude is reflected in 

his/her behavior. The attitude reflects the values that each individual respects; the values and 

from the values derived attitudes are formed by person’s life-long experiences and contacts in 

family, school, society, culture, employment etc. The values express the person’s preferences 

and are often a result of selection between competing interests. Basic question is if the attitude 

can be influence by upbringing or education. There is not an unambiguous answer to this 

question; the researches show that the attitude can be hardly changed, however under some 

circumstances it is possible based on acquired personal experience and feedback from other 

individuals; this can be attained only if a given individual has enough will, talent and interest 

to understand and change his/her behavior. 

Skills are the ability to do certain things, apply knowledge, personality traits and attitudes 

in a working environment. In general, among managerial skills belong the skills: technical, 

general managerial and organizational, analytical and conceptual, socio-cultural, 

communication, leadership and political. 

Experience – the experience is often considered as competency indicator, widely accepted 

is an opinion that qualification linearly increases with the years of experience; this assumption 

cannot be accepted without a verification, since practical results depends on opportunities to 

learn something in practice and on ability and will of the manager to learn based on acquired 

experience in practice. Classic question is: “Does this manager have twenty years of 

experience, or does he/she have twenty times same one year experience?” 

Technical and behavioral competency – the technical qualification includes technical 

knowledge, skills, talents and attitudes that pertain to technological, economic, financial, 

structural and procedural aspects of the work. The behavioral area includes all competencies 

pertaining to the work with people that influence communication and behavior of manager 

with individuals and groups within the organization as well as outside of the organization. 

These two groups are very often called as “hard” and “soft” skills. This division is very useful 

since it does express two basic parts of any manager’s work, i.e. the technical side and the 

side of interpersonal relationships. 
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Table 3.5 Required personality traits of a manager 

Diligence Manager has internal energy which drives 

him/her forward 

Consistency The ability to deal with details without 

losing the overall vision 

Strong-mindedness Ability to concentrate on results 

Creativity The ability to think laterally and 

systematically 

Cultural adaptability and understanding The ability to consider other than own 

cultural environment 

Ability to work in team The ability to cooperate with others and use 

their possibilities 

Self-confidence The ability to realistically perceive own 

assets and imperfections 

Charisma The ability to inspire others 

Own system of values Well-developed ability to distinguish what is 

right, what is wrong and how to behave in 

complicated situations 

Source: Prokopenko, Kubr et.al, 1996, p. 27 (modified by author) 

 

Whetton and Cameron, (2011) have developed a model of essential management skills; 

they have divided the competencies into three groups: personal, interpersonal and group 

competencies, as it is shown in the Table 3.6. 

Table 3.6 A Model of Essential Management Skills 

Personal 

Solving problems creatively 

Managing stress and well-being 

Developing self-awareness 

Interpersonal 

Managing conflict 

Motivating employees 

Communicating supportively 

Gain power and influence 

Group 

Building effective teams 

Leading positive change 

Empowering and delegating 

Whetton and Cameron, 2011, and 2016 p. 19 and p. 34(modified by author) 

American Managerial Association, further referred to as AMA has designed a qualification 

model, which consists of three groups of competencies, as shown in the Table 3.7 below. 
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Table 3.7 Qualification model used by AMA (American managerial association) 

Area of objective and action management 

Aim on performance The effort to do anything better (in comparison 

with personal performance in the past, 

performance of others or excellent standard 

performance) 

Active approach The ability to behave actively with the aim to 

achieve something, i.e. instigating activity with 

concrete objective 

Effort to apply the influence Interest in symbols and tools of power with the 

aim to have an influence on others. Using the 

conceptions for diagnosis – using earlier 

conceptions for explanation of situation. 

Area of directing subordinates 

Use of one-side influence Using various forms of influence to attain 

agreement. 

Improving others The ability to be an example in performance and 

to provide necessary help in improving 

performance. 

Spontaneity The ability to express oneself freely and easily. 

Area of human resource management 

Precise self-evaluation Realistic and legitimate opinion on oneself. 

Self-control The ability to suppress own needs in favor of the 

organization’s objectives. 

Tenacity and adaptability The ability to manage high work load and to be 

flexible when adapting to life and organization’s 

environment changes. 

Objectivity The ability to be rather objective than limited by 

excess subjectivity or by personal prejudice. 

Positive thinking The ability to take a positive stand towards 

others. 

Process management in a group The ability to motivate others to work efficiently 

in a group. 

Using social influence Using the influence to create alliances, networks 

or coalitions. 

The area of leadership 

Self-confidence The ability to constantly shown determination 

and presence of mind. 

Conceptuality Using concepts in a new sense to find out 

natural relations and tendency in the large 

amount of information.  

Logical thinking Mind process in which the individual arranges 

the events in a causal order 

The ability of speech The ability off effective speech in front of 

others. 

Source: POWERS, Edward A. (1987) Enhancing Managerial Competence: the American 

Management Association Competency Programme,  p.7-18. – modified by author. 

 

 

 

According to Quinn et al. (2015) the key competencies can be divided into four groups, as 

can be seen in the Table 3.8. 
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Table 3.8 Key competencies according to Quinn 

Collaborate: Creating and sustaining commitment and cohesion 

Understanding self and others 

Communicating honestly and effectively 

Mentoring and developing others 

Managing groups and leading teams 

Managing and encouraging constructive conflict 

Control: Establishing and maintaining stability and continuity 

Organizing information flows 

Working and managing across functions 

Planning and coordinating projects 

Measuring and monitoring performance and quality 

Encouraging and enabling compliance 

Compete: Improving productivity and increasing profitability 

Developing and communicating a vision 

Setting goals and objectives 

Motivating self and others 

Designing and organizing 

Managing execution and driving for results 

Create: Promoting change and encouraging adaptability 

Using power ethically and effectively 

Championing and selling new ideas 

Fueling and fostering innovation 

Negotiating agreement and commitment 

Implementing and sustaining change 

 Quinn et al., Becoming a master manager, 2015, p. 20 

  

Cooper, (2000) states that major business competencies, which can be used as a foundation 

for managerial competencies, include fourteen major business competencies, see the Table 3.9 

below. 

Table 3.9 Major business competencies 

Communication (oral, written, listening): 

effectively expresses ideas and facts in a succinct, organized manner; makes clear and 

convincing presentations;  

considers and responds appropriately to ideas and thoughts expressed by others. 

Flexibility: 

remains open to change;  

adapts behavior and work methods in response to new information, changing conditions, or 

unexpected obstacles. 

Conflict management: 

resolves conflicts, confrontations, and disagreement in a positive and constructive manner; 

strives for win-win solutions;  

works to minimize negative personal impact. 

Creativity and innovation: 

develops new insights into situations and applies innovative solutions to make 
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organizational improvements;  

designs and implements cutting-edge programs and processes. 

Customer focus: 

anticipates and meets the needs of clients;  

achieves quality end products;  

advocates and takes action for improving services. 

Process and product improvement: 

assures that effective internal controls are developed and maintained to ensure the integrity 

of the organization, products and services;  

continually improves the quality of products and services;  

identifies simpler, faster, less costly processes for achieving high-quality results. 

Initiative (decisiveness, self-direction): 

demonstrates belief in own abilities and ideas;  

is self-motivating and results-oriented;  

recognizes own strengths and weaknesses;  

makes sound, well-informed decisions; perceives the impact of decisions;  

commits to action to accomplish organizational goals. 

Managing and developing others: 

ensures that employees are appropriately selected, utilized, appraised, and developed;  

motivates and guides others toward goal accomplishments;  

rewards employees for efforts and achievements and ensures they are treated in a fair and 

equitable manner;  

empowers employees by sharing information, knowledge, skills, power and authority; 

develops lower levels of leadership by pushing authority downward and outward 

throughout the organization;  

coaches and mentors others. 

Diversity: 

recognizes the positive influences of diverse cultures, view-points, and behavioral and 

learning styles;  

adapts leadership styles to a variety of situations;  

builds a workforce that includes and values diversity in race, gender, culture and other 

aspects of individual differences. 

Leadership: 

inspires and challenges others; 

takes a long-term view and initiates organizational change for the future;  

builds commitment to the vision with others;  

identifies opportunities to move the organization toward the vision;  

works with others to build vision. 

Team building: 

manages group processes; encourages and facilitates cooperation, pride, trust, and group 

identity;  

fosters commitment and team spirit;  

works with others to achieve goals. 

Financial Management: 

Prepares, justifies, and administers budgets for program areas;  

plans, administers and monitors expenditures to ensure cost-effective support of programs 

and policies;  

monitors, oversees, and controls revenue-generating activities. 

Project management: 

determines objectives and strategies;  
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develops plans and organizes resources for implementation of projects;  

coordinates with other parts of the organization to accomplish goals;  

monitors and evaluates the progress and outcomes of operational plans;  

anticipates potential threats and opportunities; 

synthetizes large amounts of information into important points. 

Relational influence: 

considers and responds appropriately to the needs, feelings, and capabilities of others; 

develops networks and coalitions with others who have mutual interests or goals or who 

have complementary skills and knowledge; 

gains cooperation from others to obtain and share information and accomplish goals; 

builds consensus and find mutually acceptable solutions; 

persuades others and influences outcomes; 

develops and maintain awareness of external factors that affect the organization. 

 

Source: Cooper, Effective competency modeling and reporting, 2000, p. 102  

 

3.4 Training and Development 

Berge and Verneil, 2002 define learning as a competitive strategy in the global workplace. 

Therefore, the trainers must engage in defining strategic goals, analyzing organizational 

processes and providing better systematic performance within the business context. 

Brinkerhoff and Gill (1995) described paradigmatic shift from traditional training to learning, 

a shift that corresponds to a corporate belief that to be competitive and maintain a 

technological advantage, new knowledge must be at the heart of competitive strategies. 

Learning focuses on the employee, i.e. the person doing the learning, whereas training focuses 

on the trainer. In a knowledge-enabled organization, only the employee and his or her 

manager can determine what has to be learned in order to improve individual and 

organizational performance. Nicolescu and Reason (2016) state that the ability of the 21st 

century organizations to adapt to contemporary society, characterized by high complexity and 

change, is generally given by their attitude towards knowledge, as an essential condition of 

reaching the top. One cannot promote and develop this type of company, which focuses on the 

values of knowledge, without developing permanent training programs and the substantial 

intervention of knowledge based management practice. 

Learning is no longer the transfer of information but it is the creation of knowledge as it is 

visibly expressed by improvement in business results and innovations. At the beginning of 

20th century human resource managers have expressed the opinion that one of the main 

challenges they have to confront involve issues related to training and development, Boyatzis 

(2008). Barett, O’Connell (2001) finds that employees are likely to place greater value on 
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training programs that are highly respected by colleagues, supervisors and managers. 

Companies which are able to create an environment where training is valued and supported by 

employees will be able to achieve greater commitment outcomes. Training perceived by 

employees to be effective will likely have a positive impact on job satisfaction and 

motivation.  

Donovan et al (2001) executed a research where he found that employees are more active 

and quick in responding and accepting changes, they build their inner confidence stronger and 

they develop understanding to the support of their peers once they have participated in 

different types of training programs. Comprehensive training and development programs help 

in deliberating on knowledge, skills and attitudes necessary to achieve company’s goals and 

also to create a competitive advantage. Forrest and Peterson (2006) said that training and 

development objectives are to develop competencies such as technical, human, conceptual and 

managerial for the furtherance of individual and company’s growth. Armstrong (2007) 

mentions that training has a direct relationship with the employees’ performance; training is a 

formal and systematic modification of behavior through learning.  

According to Chiaburu and Tekleab (2005) in current business employees’ skills which are 

necessary for their job can only be acquired through training. Most companies train their 

employees in a way that will help them to sustain throughout their careers. Such training can 

lead to high levels of motivation and commitment by employees who actually see the 

opportunity they are given. According to Chen et al. (2004) training is related to the skills 

deemed necessary by the company’s management and must be acquired by the company’s 

members in order to increase the probability of achievement of company’s goals. Training 

offered to employees may also help to reduce employees’ anxiety and frustration brought on 

by work demands which the employees are not familiar with and they lack the skills to handle 

it effectively. According to Colombo and Stanca (2008) training has been an important 

variable in increasing company’s productivity. Oguntimehin (2001) identified the following 

functions of training: productivity increase, quality of work improvement, skills improvement, 

knowledge, understanding and attitude, enhancing the utilization of tools and machines, 

reducing waste, accidents, employees’ tardiness and absenteeism, it eliminates obsolescence 

in skills, technologies, methods, products, capital management etc. It brings incumbents to the 

level of performance; it also improves man-power development and ensures the survival and 

growth of the company. Barett, O’Connell (2001) found out that there is a close relation 

between the employees’ perception towards the training program and the company’s 
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commitment; employees have positively linked to the perceived training ability of employees, 

willingness to participate, and training support from the senior staff and also the company’s 

management. According to Boyatzis (2009) the benefit of training is that it ensures the vitality 

of a company and core functions of human resource management. He also found a strong 

relation between training and various outcomes of company, such as job satisfaction, training, 

and company’s commitments. 

Based on research of Boadu, 2014 training and development among employees is 

inevitable in any modern organization; it is indeed a crucial tool for the survival of every 

organization today. According to Truitt, 2011 a number of authors are currently doing more 

research in the areas of training and development and its effects on employees that we have 

not seen in the past literature. 

Kulkurani, (2013) states that training and development programs play a key role in every 

organization and that there programs improve employees’ performance at the workplace, they 

update employees’ knowledge and enhance employees’ personal skills. Weru, Iravo and 

Sakwa (2013) argue that employees’ training and development is about managing and 

empowering people, the vital assets of any business or organization; employees’ training and 

development offer an interesting case of change for any organization in the light of uncertain 

and rapidly changing environment. They also state that training and development programs 

increase the organizations’ performance and effectiveness. 

 

3.4.1 Training and Development System 

Training is the process by which people acquire capabilities to perform jobs. Training 

provides employees with specific, identifiable knowledge and skills for use in their current 

jobs. Companies’ usage of training may include the “hard” skills such as teaching sales 

representatives how to use the intranet resources, a branch manager how to review an income 

statement, or a worker how to set up a machine. “Soft” skills are critical in many instances 

and can be taught as well. They may include communication skills, mentoring, managing a 

meeting, presentation skills or team work. Training can be designed to meet various 

objectives and can be classified in many ways as is shown in Figure 3.7. Common training 

areas include: 

 Required and regular training – complies with various mandatory legal 

requirements and is given to all employees (i.e. safety, ISO etc.). 
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 Job/technical training – enables employees to perform their jobs well i.e. product 

knowledge, technical processes and procedures, customer relations etc. 

 Interpersonal and problem-solving training – addresses both the operational and 

interpersonal problems and seeks to improve companies’ working relationships, such 

as interpersonal communication, managerial skills, conflict resolution, negotiating etc. 

 Developmental and career training – provides long-term focus to enhance individual 

and organizational capabilities for the future, i.e. business knowledge and practice, 

company’s changes, leadership etc, (Mathis, Jackson, 2012). 

Figure 3.7 Types of Training 

 

Source: Robert L. Mathis, John H. Jackson. Human Resource Management. P. 261, modified 

by author. 

 

Training should result in improved company’s performance. For some enterprises, making 

sure that it does requires a “performance consulting” approach. 

 

Intercultural Competence Training 

Increasing number of global employers provide intercultural competence training for their 

global employees. Intercultural competence incorporates a wide range of human social skills 

and personality characteristics as is shown in Figure 3.7. 

 

Training Components 

Training plans allow companies to identify what is needed for employee performance before 

training begins. It is at this stage that fit with strategic issues is ensured. Effective training 
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efforts consider the following: is there really a need for the training; who needs to be trained; 

who will do the training; what form will the training take; how will knowledge be transferred 

to the job; how will training be evaluated. 

 

Training process - the way the company organizes and structures their training affects the 

way employees experience the training, which influences the effectiveness of the training. 

Effective training requires the use of a systematic training process, shown in fig. 3.8. The four 

phases of this process are assessment, design, delivery and evaluation. Using this process 

reduces the likelihood that unplanned, uncoordinated training efforts will occur. 

Figure 3.8 Systematic Training Process 

 

Source: Robert L. Mathis, John H. Jackson. Human Resource Management. p. 267, modified 

by author. 

 

Assessing the Training Needs 

Assessing the company’s training needs represents the diagnostic phase of a training plan. 

This assessment considers issues of employee and company’s performance to determine if 

training can help. Needs assessment measures the competencies of a company, a group or an 

individual as they relate to what is needed in the strategic plan. It is necessary to find out what 

is happening and what should be happening before deciding if training will help, and if it will 

help, what kind is needed. (Armstrong, 2007) 

 

Company’s analyses – training needs can be diagnosed by analyzing company’s outcomes 

and looking at the future company’s needs. A part of planning for training is the identification 
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of the knowledge sharing analysis that will be needed now and in the future as both jobs and 

the company change. Both internal and external forces will influence training and should be 

considered when doing the company’s analyses. For example, the problems posed by the 

technical obsolescence of current employees and an insufficiently educated labor pool from 

which new workers are drawn should be confronted before those issues become critical. 

Company’s analyses come from various operational measures of company’s performance. On 

continuing bases, detailed analyses of HR data should reveal training weaknesses. 

Departments with high turnover, high absenteeism, low performance, or other deficiencies can 

be pinpointed. Training objectives can be developed if analyses of such problems are 

followed. 

 

Job Analyses – another way how to do training needs analysis is to review the jobs involved 

and the tasks performed in those jobs. By comparing the requirements of jobs with the 

knowledge sharing analysis of employees, training needs can be identified. Current jobs 

specifications can be the source for such analysis.  For example in a manufacturing company, 

analyses identified that tasks performed by the engineers who serve as technical instructors for 

other employees. By making list of these tasks required of a technical instructor the 

management established a program to teach specific instructional skills, therefore, the 

engineers were able to become more successful instructors. (Mathis and Jacskon, 2008) 

 

Individual analyses – diagnosing training needs focuses on individuals and how they perform 

their jobs. Following sources can be useful for individual analyses: performance appraisals; 

skill tests; individual assessment tests; records of critical incidents; assessment center 

exercises; questionnaires and surveys; internet input. 

The most commonly used approach for making these individual analyses is to use 

performance appraisal data. In some cases, a good HR information system can be used to 

identify individuals who require training in specific areas in order to be eligible for promotion. 

To assess training needs through the performance appraisal process, the company must firstly 

determine an employee’s performance strengths and inadequacies in a formal review. Then, it 

can design some type of training to help the employee overcome the weaknesses and enhance 

the strengths. (Price, 2005) 
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Other way of assessing individual training needs is to use both managerial and non-

managerial input about what training is needed. Getting such input can also be useful in 

building support from those who will be trained who have provided input for identifying 

training needs. A training needs survey can be in the form of questionnaires or interviews with 

the supervisors and employees individually or in groups. The increase in Internet use has 

resulted in companies using web-based surveys, requests, and other inputs from managers and 

employees to identify training needs. (Noe, 2013) 

 

Establishing Training Needs and Objectives 

According to Vodák and Kucharčíková, (2007) useful information for the future needs of 

future training belongs: 

 strategic business plans, especially the plans for growth, diversification and increasing the 

customer’s value; 

 restructuring, from which the employees’ layover, change of their job activity and 

therefore the requirements for performance, may derive; 

 changes deriving from competitive environment; 

 implementation of new technology or a system, such as an installation of a new program 

or software will influence not only those that will work with it but also those who will use 

its outputs for their work; 

 changes in management and performance, e.g. if the productivity decreases will we look 

for its cause, which may show variety in performance in different parts of the company 

and it often leads to the need of training and development. 

When the training requirements have been identified using appropriate needs analyses, the 

training objectives and priorities can be established by a “gap analysis”, which indicates the 

distance between where the company is with its employee capabilities and where it needs to 

be. Training objectives and priorities are then determined to close the gap. Three different 

types of training objectives can be set: 

 knowledge – impart  cognitive information and details to employees/trainees; 

 skill – develop behavior changes in how jobs and various task requirements are 

performed; 

 attitude – create interest in an awareness of the importance of training. 
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The success of training should be measured in terms of the objectives which were set. Useful 

objectives are measurable. For example, an objective for a new sales clerk is to “demonstrate 

the ability to explain function of each product in the department in two weeks”.  This 

objective checks whether the person really learned and is able to use the training. 

Since training rarely have an unlimited budget and because the company has multiple training 

needs, prioritization is needed. Ideally, the management looks at training needs in relation to 

strategic company plans as a part of the company change process. Consequently the training 

needs can be prioritized based on company’s objectives. Conducting the training most needed 

to improve the performance of the company will produce visible results more quickly. 

(Mathis, Jackson, 2008) 

 

Training Delivery 

After the training has been designed, then the actual delivery of training can start. Regardless 

of the type of training done, a number of approaches and methods can be used. Whatever the 

approach used, there is a variety of consideration that must be balanced when selecting 

training delivery methods. The common variables are: 

nature of training; subject matter; number of trainees; individual vs. team; self-paced vs. 

guided; training resources and costs; e-learning vs. traditional learning; time allotted; 

completion timeline. (Armstrong, 2007) 

 

Internal Training 

Generally, it applies very specifically to the company and its jobs. It is very popular because it 

saves the costs of sending employees away for training and often avoids the costs of outside 

trainers. Skills-oriented technical training is conducted inside the company. Due to rapid 

changes in technology, the building and updating of technical skills may become crucial 

training needs. 

 Informal training – occurs through interactions and feedback among employees. Much 

of what the employees know about their jobs they learn informally by asking questions 

and getting advice from other employees and their supervisors, rather than a formal 

training. 

 On the job training – it is the most common because it is flexible and relevant to what 

the employees do. In contrast with the informal training which usually occurs 

spontaneously on the job training should be planned. The manager or supervisor who 
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conducts the training must be able to do both teach and show the employees what to 

do. Well-planned and well-executed on the job training can be very effective. Based 

on a guided form of training known as job instruction training, on the job training is 

the most effective if a logical progression of stages is used. 

 Cross training – variety on the job training, which occurs when employees are trained 

to do more than one job. Meaning, for their and someone else’s job. For the employer, 

the advantages of cross training are flexibility and development. But, although cross 

training is attractive to the employer, it is not always appreciated by the employees, 

who often feel that it requires them to do more work for the same pay. To eliminate 

such responses, learning “bonuses” can be awarded for successfully completing cross 

training to make it more appealing to employees. (Paauwe, Guest, Wright, 2013) 

External Training 

Training which takes place outside the employing company is used extensively by the 

companies of all sizes. Large companies usually use external training if they lack the 

capability to train people internally or when many people need to be trained quickly. External 

training may be the best option for training in smaller companies due to the limitations in the 

size of their HR staff and in the number of employees who need various types of specialized 

training. Despite the size of the company, external training occurs for several reasons: 

 it may be cheaper for an employer to have an outside trainer conduct the training in 

areas where internal training resources are limited; 

 the company may have insufficient time to develop internal training materials; 

 The HR staff may not have the necessary level of expertise for the subject matter in 

which the training is needed; 

 there are advantages to having employees interact with managers and peers in other 

companies in training programs which are held externally. (Kumar, 2012) 

Combination of Training Approaches 

Appropriate training must be chosen whether the training is delivered internally or externally. 

The following overview identifies two common training approaches that often integrate 

internal and external training. Some are used more for job-based training, while others are 

used more for development. 
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 Cooperative training – mixes classroom training and on the job experiences. This type 

of training can take several forms. One, generally referred to as school-to-work 

transition, helps individuals move into jobs while still in school. One form of 

cooperative training is the apprentice training, which provides the employee with on 

the job experience under the guidance of a skilled and certified worker. Another form 

of cooperative training is the internship which usually combines the job training with 

classroom instructions from schools, universities.  

 Instructor-led Classroom and Conference Training – still the most prevalent approach 

to training. Employer – conducted short courses, lectures, and meetings usually consist 

of classroom training, whereas numerous employee development courses offered by 

professional companies or educational institutions are examples of conference 

training. Very important aspect of classroom training is the need to recognize that 

adults in a classroom setting have different expectations and learning styles from those 

of younger students. (Brinkerhoff, Gill, 1994) 

Orientation/Adaptation Training 

The most important and widely executed type of regular training is done for new employees. 

Orientation or adaptation training is planned introduction of new employees to their jobs, co-

workers, and the company, and is offered by most employers. It requires cooperation between 

the individual in the HR unit and operating managers and supervisors. Effective 

orientation/adaptation training achieves several key purposes: 

 establishes a favorable employee impression of the company and the job; 

 provides organization and job information; 

 enhances interpersonal acceptance by co-workers; 

 accelerates socialization and integration of the new employee into the company; 

 ensures that employee performance and productivity begin more quickly. 

Orientation also contributes to overall company’s performance. By helping employees to 

more quickly feel that they are part of the company, they can begin contributing more quickly 

to company’s work efforts. (Bratton, Gold, 2012) 
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Training Evaluation 

Training evaluation compares the post-training results with the pre-training objectives of 

managers, trainers, and trainees. The training is very often conducted with little thought of 

measuring and evaluating it later to see how well it worked. Since training is both time 

consuming and costly, it should be evaluated. Donald L. Kirkpatrick identified four levels at 

which training can be evaluated, shown in Figure 3.9. The evaluation of training becomes 

successively more difficult as it moves from measuring reaction to measuring learning to 

measuring behavior to measuring results. (Baron, Armstrong, 2008) 

 

Figure 3.9 Levels of Training Evaluation 

 

Source: Robert L. Mathis, John H. Jackson. Human Resource Management. p. 280, modified 

by author. 

 

Reaction – evaluation of the reaction levels of trainees is done by conducting interviews or 

administering questionnaires. If the questionnaire is administered immediately after the 

workshop, it might measure only how much the trainees liked the training rather how the 

training benefited them or how it affected the way they do what has been trained. 

 

Learning – learning levels can be evaluated by measuring how well trainees have learned 

facts, ideas, concepts, attitudes etc. Tests on the training material are generally used for 

evaluating learning, and they can be given both before and after training to provide scores that 
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can be compared. If the test shows learning problems then lecturers get feedback and the 

course can be re-designed so the content can be delivered more effectively. Of course, passing 

the test does not guarantee that the trainees will remember the training content months later or 

will change job behaviors. 

 

Behavior – evaluating training at this level means: a) measuring the effect of training on job 

performance through interviews with the trainees and their co-workers, and b) observing job 

performance. However, the evaluation should be broadly based and consider performance 

management improvements, not just be on the training events. Even if the behaviors do 

change after the training, the results that the management desires may not be obtained. 

 

Results – employers evaluate results by measuring the effect of the training on the 

achievement of company’s objectives. Since results such as productivity, turnover, quality, 

time, sales, and costs are relatively concrete, this type of evaluation can be done by comparing 

results before and after training. The difficulty with measuring results is pinpointing whether 

changes were actually the result of training or of other major factors. For example, manager 

who have completed interviewing training program can be measured on employee turnover 

before and after the training, however turnover also depends on other factors, such as current 

economic situations, the demand for workers and other variables. 

 

Training Evaluation Metrics 

Training is expensive and it is an HR function that requires measurement and monitoring. 

Commonly used methods are cost-benefit analysis, and return on investment (ROI) or 

benchmarking. 

 

Cost-benefit analysis is a comparison of costs and benefits associated with the training. The 

analysis consists of the four following stages: 

1. Determine training costs – consider direct costs such as design, trainer fees, materials, 

facilities and other administration activities. 

2. Identify potential savings results – consider employee retention, better customer 

service, fewer work errors, quicker equipment production etc. 

3. Compute potential savings – collect data on the performance results and assign 

“money” costs to each of them. 
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4. Conduct costs and savings benefits comparison – evaluate costs per participant, the 

savings per participant, and how the cost-benefits relate to business performance. 

 

Typical Costs include: trainer’s salary and time, trainees’ salaries and time, materials for 

training, expenses for trainer and trainees, cost of facility and equipment, lost productivity 

(opportunity cost). 

 

Typical Benefits include: increase in production, reduction in errors and accidents, reduction 

in turnover, less supervision necessary, ability to use new capabilities, attitude changes. 

 

Return on Investment Analysis - using quantifiable metrics improves the credibility of HR 

as a profession, and allows upper management to identify specific, measurable ways that HR 

services benefit the organization. It's no longer enough to state that a certain program is 

believed to be beneficial -- you need to be able to prove the worth of your actions. In difficult 

economic times, the value of support services -- often seen as tangential to the organization's 

core mission or product -- comes under increasing scrutiny. Consequently it becomes even 

more important for HR professionals to show how HR services directly impact the bottom 

line, while identifying and eliminating programs that are not financially efficient. 

To calculate the ROI of human capital, divide the organization's net revenue -- gross 

revenue after deducting operating expenses, salaries and benefits -- by the cost of salaries and 

benefits. To calculate the ROI of a particular program, you must first calculate the value of the 

specific program itself, and then divide it by the costs of implementing the program. For 

example, if a training program to speed production of a factory line results in an increased 

amount of product, calculate the value of the additional product and divide that by the costs of 

providing the training and materials. In some cases -- a general increase in productivity, for 

example -- you will need to isolate the portion of the increase that was because of an HR 

measure before calculating ROI. Conduct an analysis of groups that underwent a training 

class, versus groups that did not, to estimate the effect. Alternatively, use an expert to estimate 

the percentage increase that was because of the training. 

Benchmarking – HR professionals gather data on training in their company and compare 

them with data on training at other company in the same industry and of a similar size. 
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3.4.2 Training Methods 

As soon as we have determined the objectives that the organization would like to achieve by 

the learning and development, it is necessary to select an appropriate method for the 

employees’ learning and development. The training method will depend on various factors 

connected to the organization, the individuals and also to the training objectives. One aspect 

that should be considered is the organization’s culture and methods which have proven to be 

efficient; however it is advised that the methods do vary according to the contents of the 

training. It is also very important to consider the learning styles of individuals; the selection of 

an appropriate learning method is determined by various factors, such as the number and age 

of learners, their motivation to learning and their current position.The following Table 3.10 

shows the summary of training methods and their brief description. 

Table 3.10 Summary of training methods 

On-the-job training 

methods 

Advantages Disadvantages 

On-the-job instruction Relevant; develops trainee-

supervisor links 

Noise, bustle and pressure of 

workplace 

Coaching Job-related; develops boss-

subordinate relationship 

Subject to work pressures; 

may be done piecemeal 

Counselling Employee needs help and 

manager provides it 

Counselling skills have to be 

developed 

Delegation by boss Increases scope of job; 

provides greater motivation 

Employee may make 

mistakes or may fail to 

achieve task 

Secondment Increases experience of 

employees; creates new 

interest 

Employee may not succeed 

in new position 

Guided projects/action 

learning 

Increase knowledge and 

skills in work situation, but 

under guidance 

Finding suitable guides and 

mentors 

Off-the-job training 

methods 

Advantages Disadvantages 

A – in company   

Lecture/talks Useful for factual 

information 

One-way emphasis; little 

participation 

Group discussions Useful for generating ideas 

and solutions 

Requires adequate 

leadership 

Role-playing exercises Useful for developing social 

skills 

Requires careful organizing; 

giving tactical feedback is 

not easy 

Skills development A safe way to practice key 

skills 

Careful organization 

required 

B – external   

College courses (long) Leads to qualification; Length of training time; not 
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comprehensive coverage in 

theory; wide range of 

teaching methods 

enough practical work 

College courses (short) Supplement in-company 

training; independent of 

internal politics 

May not meet client needs 

precisely enough 

Consultants/other training 

organizations 

Clients’ needs get high 

priority; fills gaps in 

company provisions; good 

range of teaching methods 

Can be expensive; may rely 

heavily on packages 

Source: Cole and Kelly (2015) p. 496 and Koubek, (2015), Raheja (2015) 

Raheja (2015) adds Simulation exercises, which include the Management games – if games 

are properly designed, they can help to ingrain thinking habits, analytical, logical and 

reasoning capabilities, but also the importance of team work, time management, to make 

decisions lacking complete information, communication and leadership capabilities. 

Management games – use of management games can encourage novel, innovative 

mechanisms for coping with stress. Management games orient the employee with practical 

applicability of the subject; these games help to appreciate management concepts in a 

practical way. Different games can be used for training general managers, middle managers 

and top managers as well. 

Case study – are complex examples which give an insight into the context of a problem as 

well as illustrating the main point. Case studies are considered trainee centered activities 

based on topics, which demonstrate theoretical concepts in an applied setting. Case study 

allows the application of theoretical concepts to be demonstrated; therefore it is bridging the 

gap between theory and practice, encourages active learning and provides an opportunity for 

the development of key skills such as communication, team work and problem solving. 

Role playing – each employee takes on the role of a person affected by an issue and studies 

the impacts of the issues on human life and/or the effects of human activities on the world 

around us from the perspective of that person; it emphasizes the real-world side of science and 

challenges the trainees to deal with complex problems with no single “correct” answer and to 

use a variety of skills beyond those who are employed in a typical research project.  Role-

playing provides the trainees with a valuable opportunity to learn not just the course content, 

but other perspectives on it. The steps that are involved in the role playing include defining 

objectives, choosing context and roles, introducing the exercise, trainee preparation and/or 

research, the role-play, concluding discussion and assessment. The types of role play can be 

multiple role play, single role play, role rotation and spontaneous role play. 
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In basket training – in basket exercise also called in-tray training, consists of a set of 

business papers, such as emails, reports, memos and others, where the trainee is asked to 

prioritize the decisions to be made immediately and the ones that can be postponed. 

Sensitivity training also called the laboratory or T-group training; this training is about 

making the trainees understand themselves and others reasonably and it is done by developing 

social sensitivity and behavioral flexibility in them, i.e. it is the ability of an individual/trainee 

to sense what others feel and think from their own point of view. It can also reveal the 

information about his/her own personal qualities, concerns, emotional issues and things that 

he/she has in common with other group’s members. 

A group’s trainer refrains from acting as the group leader or lecturer, instead he/she 

attempts to clarify the group processes using incidents as examples to clarify general point or 

provide feedback. Overall, the group action, as well as the process is the goal.  

 

3.5 Managerial Learning 

Prokopenko, Kubr et al. (1996) state that majority of managers claim that they have learned 

everything by “acquiring experience” or by “hard work”, this is often used argument why not 

to attend or how to avoid certain educational course. One reason for this is that many 

managers did not prepare for the function of a manger in the courses and they do not have 

many or any experience with this preparation; most managers are therefore right when they 

say that the only “school” for them was the practice. Next reason lies in the managerial work 

itself; it is a complicated work, interactive and fragmented.  

 

Byers and Rue (2011), Tidd (2012) state that managerial development is concerned with 

developing the experience, attitudes, and skills necessary to become or remain an effective 

manager. In order to be successful, it must have a full support of the organization’s top 

managers/executives. Managerial development should be designed, conducted, and evaluated 

on the basis of the objectives of the organization, the needs of the individual managers who 

are to be developed, and any anticipated changes in the organization’s management team. 

Figure 3.10 presents an overall total managerial development process which is further 

described. 
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Figure 3.10 Managerial development process 

 

Source: Byers, Rue, 2011, p. 168 

Organizational objectives – an organization’s objective play a significant role in 

determining the organization’s requirements for mangers. For example, in an organization is 

undergoing a rapid expansion program, new managers will be needed at all levels; if on the 

other hand, the organization is experience limited growth, few new managers may be needed, 

but he skill of the present management team may need to be upgraded. 

Management inventory and succession plan – is a specialized type of skills inventory, 

provides certain types of information about an organization’s current management team. 

Management inventories often include information about current position, length of 

employment, retirement date, education, past performance evaluation etc. Management 

inventory can also be used to fill vacancies that occur unexpectedly; another use is in planning 

the development needs of individual mangers and using these plans to pinpoint development 

activities for the total organization. Management inventory can also be used to develop 

management succession plan, which records potential successors for each manager within the 

organization.  

Changes in the management team – some changes in the management team can be 

estimated fairly accurately and easily, whereas other changes are not so easily determined; 
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changes e.g. retirement can be predicted from information in the management inventory; 

changes such as transfers and promotions can be estimated from such factors as the planned 

retirements of individuals in specific jobs and the objectives of the organization. Analyzing 

the organization’s objectives, studying the management inventory and succession plan, and 

evaluating the changes in management team can give the human resource department a good 

view of both the quantity and quality of mangers the organization will need. (Byers, Rue, 

2011).  

3.6 Training and Development Based on Competency Models 

Authors of recent learning and development literature have used the approach to competency 

models that aligns with the business needs of the organization. Learning and development 

primary role has been to insure that the workforce is provided with the knowledge, skills and 

attitudes that correlates with effective job performance, can be measured and evaluated, and 

can be improved through learning and development. 

According to Kandula (2015), competency model approach has direct and strong positive 

correlation between competency approach and training and development practices. The 

competency models can help with the identification of training needs, as well as its 

evaluation.  

Berge and Verneil (2002) state that by trainable we mean the competencies that can be 

affected by training effort, as compared to personal traits, which cannot be trained; since a 

trait is a relatively enduring characteristic of an individual’s behavior that cannot be easily 

changed through the training.  

According to Berio and Harzallah, (2005) the competency models should help the 

organizations to decide and to plan the overall trainings, given a set of possible learning 

resources; and should also help the employees to decide and to plan his/her own learning, 

given the set of possible learning resources.  

In order to build a strong organization, employee competencies need to be developed and 

retained through effective human resource management (Ulrich and Lake, 1991; Pfeffer, 

1994; Becker and Gerhart, 1996). 

Weru, Iravo and Sakwa (2013) argue that deliberated and formal approach to training and 

development will contribute positively towards organizational performance; training and 

development is necessitated due to the rapid advances and changes in technology, developing 
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core competencies, steering downsizing and re-engineering and covering gaps in formal 

education which all being issues of immediate nature, fall in managerial position’s domain. 

According to Niazi (2011), employees’ training and development activities should focus on 

developing key competencies. Belkadi, Bonjour and Dulmet, 2007 state that competency 

models are useful tool for designing employees’ training and development activities.  

Based on Bucur, 2013, the organizations today should base the employees training and 

development on developing the necessary core competencies. The following table 3.11 shows 

an example of a model for developing management skills, which consists of a components, 

contents and objectives and can serve as an example of managerial learning. 

Table 3.11 A model for developing management skills 

A Model for Developing Management Skills 

Components Contents Objectives 

Skill assessment Survey instruments 

Role plays 

Assess current level of skill 

competence and knowledge; 

create readiness to change 

Skill learning Written text 

Behavioral guidelines 

Teach correct principles and 

present a rationale for 

behavioral guidelines 

Skill analysis Cases Provide examples of 

appropriate and 

inappropriate skill 

performance. Analyze 

behavioral principles and 

reasons they work. 

Skill practice Exercises 

Simulations 

Role plays 

Practice behavioral 

guidelines. Adapt principles 

to personal style. Receive 

feedback and assistance. 

Skill application Assignments (behavioral and 

written) 

Transfer classroom learning 

into real-life situations. 

Foster ongoing personal 

development. 

Whetten and Cameron, 2016 Developing Management Skills, p. 32  

Cole and Kelly (2015), state that managers use the standards (competencies) to identify and 

describe the skills they need, and evaluate the skills they already have; employers can use the 

standards to evaluate the skills already in the workforce, identify skills gaps and plan training 

and recruitment. 

Kulkarni, (2013) states that training enhances the organization’s overall performance in 

various ways; the major areas where the employees are normally trained include: the soft 
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skills development, personality development, interpersonal relationship, problem solving 

techniques, supervisory and managerial training programs, technical processes, time 

management skills, quality circle programs, goal setting, communication skills, safety 

management etc.  

Training enables the employees not only to develop their skills within the organization, but 

also helps to increase the organization’s market value, earning power of the employees and 

employees’ job security. Training and development also molds the employees’ attitude and 

helps them to achieve a better cooperation within the organization; employees’ training and 

development programs also improve the quality of work-life by creating an employee 

supportive workplace. 

According to Niazi (2011), organizations have to ensure their employees continue to learn, 

so they can keep up with the increased job demands and so the organization can gain or 

maintain competitive advantage.  

Based on the National System of Occupation (Národní soustava povolání), the middle 

manager should possess the following competencies: effective communication, active 

approach, orientation in information, leadership, influencing others, cooperation, flexibility, 

high performance, independence, problem solving, planning and organizing work, coping 

with occupational load; further the manager should have the technical knowledge, such as risk 

management, crises management, project management, personnel management, financial 

planning etc. Last, but not least the manager should also possess the abilities and skills in 

his/her profession, i.e. have the professional knowledge.  

 

Summary 

Human resource management – can be defined as total knowledge, creative abilities, skills, 

talents, as well as aptitudes of an organization’s workforce, such as values, approaches and 

beliefs of the individuals who are involved in the organization’s affairs. Competency has been 

defined by several authors, all of them combine, too a different extent, the knowledge, skills, 

ability, personal characteristic etc. which are associated with a high performance on a job. For 

the purpose of this work, the author will use a combination of Mirabile (1997, p. 74) 

competency description and Parry’s (1999) description, where the author believes that  

a competency is cluster of knowledge, skills, abilities and personal characteristics, which have 

an effect on a high performance and which can be improved through training and 

development. 
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Competency models, i.e. the collection of competencies and standards of performance 

establishing qualifications for a specific job position, are more and more used for effective 

human resource management. Well-designed competency models can be used by the 

organizations within the human resource management for various activities, such as: hiring 

employees, employees’ training and development, employees’ remuneration, talent 

management, succession planning etc. Employees’ training and development is the process by 

which people acquire capabilities to perform jobs. Training provides employees with specific, 

identifiable knowledge and skills for use in their current jobs. According to Mathis and 

Jackson (2012), the systematic training process includes: the training needs assessment, 

organizational culture, training delivery and evaluation. Presented work is only concentrating 

on the first part, which is training needs assessment, i.e. what are the training needs based on a 

competency model. 

The extensive literature review revealed that all authors agree that communication, team 

work, delegating, motivating others, leadership, managing stress, solving problems and 

decision making are crucial competencies for a manager in general.  
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4 Used Methods 

This chapter is describing the methods used in this doctoral dissertation thesis. It includes the 

qualitative and quantitative research, logical methods i.e. analysis and synthesis, induction and 

deduction, comparison method, questionnaire, case study and the multiple criteria decision 

making methods, i.e. AHP, TOPSIS and WINGS.  

Qualitative and quantitative research; qualitative data are not characterized by numbers, 

and are instead represented by textual, visual, or oral; the data focus is on stories, visual 

portrayals,  meaningful characterizations, interpretations or other expressive descriptions. 

Quantitative data represent the phenomena by assigning numbers in an ordered and 

meaningful way, (Zikmund et al., 2013) 

 

Logical Methods 

Analysis and synthesis   

Analysis – is the process of systematic examination and evaluation of data or information, by 

breaking it into its parts in order to uncover their interrelationships. (Zikmund et al. 2013) 

Synthesis – is the process of putting together or assembling various elements in order to create 

a new statement or conclusion. (Saunders, Lewis, Thornhill, 2012) 

These two methods will be used in whole dissertation thesis. Analysis will be used in 

theoretical-methodology part, in application-verification part. Synthesis will be utilized when 

the findings of qualitative and quantitative research will be concluded. 

 

Induction and deduction  

Induction – logical process of establishing a general proposition on the basis of observing 

particular facts; exploration of facts and results base on which are then inferred the rules. 

(Zikmund et al. 2013) 

Deduction – logical process based on literature that helps to identify theories and ideas that 

will be tested using data; theoretical or conceptual framework is developed for the data 

testing.  (Saunders, Lewis, Thornhill, 2012) 

These two methods are closely linked together. Induction will be used in application-

verification part of the thesis and also in theoretical-methodology part. By deduction 

theoretical conclusions will be verified in practice. 
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Comparison method  

Comparison – seeks to decipher the relationship between two or more variables by 

documenting observed differences and similarities between two or more subjects or groups. 

(Checkland, 1993) Comparison will be used in theoretical-methodology part of the thesis, and 

also in application-verification part where the author will compare several approaches to 

employees’ training and development within executed research. 

 

Questionnaire 

Questionnaire is a technique of terrain data collection, where the needed information are 

acquired from the respondents through pre-prepared questions in a special form; the 

questionnaire has to be prepared conscientiously since there is no direct connection between 

the researcher and the respondent. The questionnaire should, under the conditions that the 

questionnaire is developed precisely, replace the live questioner.  

Written questionnaire is often used in organizations for primary data collection; it is more 

appropriate that the research is done by somebody who does not work for the organization 

since it guarantees more objectivity in acquiring and elaborating data; there is guarantee that 

the responses will be anonymous. (Saunders, Lewis, Thornhill, 2012) 

Before the questionnaire is send to the respondents a pilot survey should be executed, i.e. 

pre-research which is executed on a small number of respondents that should be, by its 

structure, similar to the researcher’s objects. According to Zikmund et al. (2013) a pilot study 

is a small-scale study where the results are only preliminary and are intended only to assist in 

design of a subsequent study. The pilot research should allow the researcher to find out how 

much are the respondents willing to fill in the questionnaire, if all questions are 

understandable and if the questions are not suggestive and if the scale is correctly set. 

The questionnaire can include several types of questions, open questions, closed questions, 

forced-choice questions, list questions, category questions, rating and ranking questions. Open 

questions, also referred to as open-ended questions, allow respondents to give answers in their 

own words.  Closed questions, referred to also as closed-end questions provide a number of 

alternative answers from which the respondents is instructed to choose. List questions offer 

the respondents a list of responses, from which any can be chosen. Category questions are 

designed so that each respondent’s answer can fit only one category; these questions are 

especially useful for the collection of data pertaining to behavior or attributes. Ranking 

questions require from the respondents to place things in rank order; these questions are very 

http://www.visionlearning.com/en/glossary/view/variable/pop
http://www.visionlearning.com/en/glossary/view/subject/pop
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useful if there is a need to find out a relative importance to the respondents. Rating questions 

are often used to collect opinion data; most frequently use the Likert-style rating, in which the 

respondents are asked how strongly they agree or disagree with a statement or series of 

statements. Every questionnaire should be sent together with the covering letter or email, 

which explains the purpose of the survey. (Saunders, Lewis, Thornhill, 2012) (Surynek, 

Komárková, Kašparová, 2001) 

Decision making, is the process of developing and decision among alternative ways of 

resolving a problem or selecting from among alternative opportunities. Decision maker has to 

recognize the nature of the problem, identify how much information is currently available and 

how reliable it is and determines what additional information is needed to better deal with the 

situation or the problem itself. Cole and Kelly (2015) describe the decision making as the 

process of making choices. 

Data analysis, the application of reasoning to understand the data that have been gathered; 

in the simplest form, the analysis may involve determining consistent patterns and 

summarizing the relevant details which are revealed in the research. Zikmund et al. (2013) 

Case study – refer to the documented history of a particular group, person, organization or 

event. Typically, a case study can describe the events of a specific company as it faces an 

important decision or situation, e.g. introducing a new product or dealing with management 

crises. (Zikmund et al. 2013) 

Quantitative and qualitative methods – qualitative research will be executed through semi 

structured interviews. For creation of competency models AHP (analytic hierarchy process 

method), WINGS method and TOPSIS method will be used. As a base method for data 

collection will be used the questionnaire survey, which will bring information pertaining to 

research issue from the view point of employees and managers in a CTS Czech Republic s.r.o. 

 

Multiple criteria decision making methods 

Multiple criteria decision analysis is closely connected to the intuition and ways, in which 

people have always made decisions. Basic components of the MCDM methods are quite 

simple: finite and infinite sets of actions, where are at least two criteria and at least one 

decision maker. The MCDA is therefore an activity, which helps with the decision making in, 

especially, selection, evaluation or ranking of specifically determined actions. 

Basic issue of the decision making theory is to derive the weights for a set of criteria 

according to importance. This weight with respect to importance is the result of the 
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assessment based on scales or verbal evaluation in a hierarchical or network structure. Main 

aim of this approach is to determine preferences, priorities, to divide activities or just 

determine the ranking. The problem is to ensure relative scales or priorities of every activity 

with respect to the objective.  

Managerial decision making can be defined as a choice among the variants of activity. 

Decision making has two basic aspects: factual and formally-logical. The decision making, 

from the factual view, differs within individual decision making processes depending on its 

contents, specific attributes, problem’s characteristics and objectives. The decision making 

from the formally-logical view has common framework procedures, concepts and it can be 

identical for various decision problems.  

If we are to concentrate on more general characteristic of the term decision making, then 

we will come to a conclusion that it is the choice among more variants of behavior; the 

decision making can be, generally, perceived as any choice among possible ways of behavior 

and it can be further specified into two basic groups, which are collective decision making or 

individual decision making. Managerial decision making can be both, collective and 

individual. According to Quinn et al. (2015) involving more individuals in the decision 

making has a number of advantages and often leads to better decisions. According to Wood 

and Wood (2002) the decision making is perceived as the most important activity for 

managers. 

According to Rydval (2010), wide range of decision making theories for the purpose of 

managerial decision making can be divided into three basic groups based on the subject of 

interest. If the subject of interest are processes, which have already taken place, then we will 

categorize them into the group of descriptive theories, which, especially, represent social-

psychological decision making theories. If the subject of interest is to provide a procedure 

how to solve decision making problems, which models to use and in what way to apply them 

in practice, then those are theories from the group of normative theories, which are dealing 

with the creation of norms for decision making problems solutions, which application enables 

us to reach desirable quality of decision making. Third group of the theories is the prescriptive 

theory, which content is to derive strategies and methods how to accept better decision; it 

includes searching for rationality, consistency, decomposition, subjectivity and principle of 

incomplete knowledge. 
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Problems in managerial decision making can be further divided into two groups based on 

the fact if they are structured decision making problems or unstructured decision making 

problems. 

Structured decision making problems, or problems which are simple, programmed, 

algorithmized, can be usually characterized by the existence of routine procedure for solutions 

and by the possibility to quantify variables. These problems are usually solved repeatedly at 

operational level of management and characteristic are quantifiable variables with only one 

quantitative criterion of evaluation, such as economic, technical, performance etc. Such 

problems can be solved by simpler linear decision making methods with hierarchical 

structure. 

Unstructured decision making problems differ from the well-structured ones because they 

are solved at a higher level of management and by its character they are always, to a certain 

level, new and unrepeatable and their solution requires a creative approach and experience, 

where no standard procedures for its solution exist. Unstructured decision making processes 

have the following characteristics: very difficult formulation of the problem and existence of 

larger number of dependent factors influencing solution of given problem; existence of larger 

number of criteria of solution variants; comparison of quantitative and qualitative criteria; 

difficult interpretation of information needed for decision. Unstructured problems lead to the 

use of nonlinear multiple criteria methods which always include the relations among mutually 

dependent criteria. 

Typology of managerial tasks derives from the manger’s main activity in the organization, 

which is executed at a certain managerial level; other aspect of it, is technical focus of 

managerial activity or industry’s characteristics. Based on the task character, the manager has 

to decide what data and what information will he/she need for the execution of a given task 

(these can be understood as the criteria of decision making). Last view point is the expected 

objective, i.e. solution, which influences the form of elaboration and results’ presentation 

(final or partial objective).  

 

4.1 AHP Method  

Goodwin, Wright (2014) Analytic hierarchy process is a framework of logic and problem 

solving that spans from the spectrum from instant awareness to fully integrated consciousness 

by organizing perception, judgments and feelings into hierarchy of forces which influence 
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decision results. The method is based on innate human ability to utilize information and 

experience to estimate relative magnitudes through paired comparison. The hierarchy 

represents a complex problem in a multilevel structure which first level is the goal followed 

by levels of factors, criteria and subcriteria. It can decompose a complex problem in search of 

cause-effect explanations in steps which form a linear chain. 

Users of AHP firstly decompose their decision problem into a hierarchy of more easily 

understood sub-problems, each of which can be analyzed independently. The elements of the 

hierarchy can be related to any aspect of the decision problem, they could be tangible or 

intangible carefully measured or just roughly estimated. Once the hierarchy is drawn, the 

decision makers systematically evaluate its elements by comparing them one to another two at 

a time, with the respect to their impact on the element above in the hierarchy. The AHP then 

converts these evaluations to numerical values, which can be processed and compared over 

the entire range of the initial problem. A numerical weight or priority which is derived for 

each element of the hierarchy allows that often incommensurable elements can be compared 

to one another in a rational and consistent way. An illustration of a three level decomposition 

is shown in Figure 4.1.  

Figure 4.1: A three level hierarchy  

 

Source: Saaty, 1994, p. 95 

 

Based on Zmeškal (2012) the AHP methodology has three main phases: structuring the 

hierarchy, executing paired comparison between the elements and decision alternatives and 

synthesizing the results. Pair-wise comparison of all the attributes in a given level with the 

related attributes in the level just above to which it belongs. These priorities are unique within 

a positive multiplicative constant and therefore belong to an underlying ratio scale. They 
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become unique through normalization. The resulting derived vector reflects the proportion of 

the decomposition of unity which each element receives. 

The results of paired comparisons for n attributes is organized into reciprocal n x n matrix 
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This matrix S contains the qualified information from expert user about the relations between 

all the pairs of attributes. The element sij can be described as the importance ratio of i-th and j-

th attributes. So there are two basic properties for the elements of Saaty’s matrix S: 
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The importance of i-th attribute can be measured using the weight vi. The sum of weights 

of all n attributes must be equal 1: 

 ∑ 𝑣𝑖  , 𝑖 = 1, … , 𝑛 ,   𝑛
𝑖=1 𝑣𝑖 ≥ 0 . (4.3) 

In ideal situation the Saaty’s matrix S is consistent and each element sij can be defined as a 

ratio of the corresponding weights vi and vj: 
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   (4.4) 

Using the laws of linear algebra it can be shown that the vector of weights �⃗�= (𝑣1, … , 𝑣𝑛)  

is the eigenvector of Saaty’s matrix S belongs to its largest eigenvalue λmax.  

To quantify the relation between i-th and j-th attributes the Saaty’s method uses the integer 

scale 1 to 9 for the elements of the matrix S, where: sij = 1 is used for indifference, 3 – weak 

preference, 5 – strong preference, 7 – very strong preference, and 9 – absolute preference. 

Even number of points (2, 4, 6, and 8) can be used for more precise differentiation. The 

impact of positive preference is expressed in the interval sij ∊ (1; 9, the scale of inverse 

preference belongs to an interval sij ∊ 1/9; 1), see Saaty (1994).    
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In real situations the Saaty’s matrix S is not fully consistent. If inconsistency is not too 

large, the vector of weights v can be approximated by the vector w using nonlinear 

logarithmic – quadratic optimization to minimize the expression:   
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(4.5) 

It can be shown that vector w minimizing the expression (4.5) can be estimated 

(calculated) using the geometric mean of the elements of Saaty’s matrix S rows (Row 

Geometric Mean Method): 
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(4.6) 

The inconsistency of Saaty’s matrix S can be evaluated by the consistency index CI 

defined as: 

 max

1

n
CI

n

 


  
(4.7) 

The more accurate indicator of inconsistency is consistency ratio CR defined by Saaty 

(1994) as:  

 
CI

CR
RI


 

(4.8) 

where RI is the random index which values are derived from empiric research to make the 

values of consistency ratio CR independent of Saaty’s matrix S rank, see table 1. 

Table 4.1: Random index (RI) 

N 1 2 3 4 5 6 7 8 9 10 

RI 0 0 0.58 0.9 1.12 1.24 1.32 1.41 1.45 1.49 

Source: Saaty, 1994, p. 84 

The inconsistency of Saaty’s matrix measured by consistency ratio CR is considered as CR 

≤ 0,1 to be able to interpret the elements of w vector as the good estimation (approximation) 

of attributes weights.  

Using the geometric mean formula (4.6) the local weights w are calculated for each matrix 

S in AHP structure (each group of criteria / sub criteria). The global weights represent a 
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relative distribution of weights across the whole group of sub criteria. To calculate global 

weights, the local weights for i-th particular sub criteria group wi has to be multiplied by 

relevant j-th criteria local weights wj as follows: 

 ij i jw w w 
 

(4.9) 

where wij are the particular global weights. The sum of global weights in AHP structure has 

to be equal to 1: 
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i j

w i j
. 

(4.10) 

 

4.2 TOPSIS Method 

TOPSIS method is one of the methods which uses the calculation of distance from the ideal 

variant for criteria’s evaluation. For the calculation it is necessary that all criteria are 

maximization type, therefore all criteria are modified based on relation yij = - yij. The 

calculation procedure can be summarized into following steps. Conversion of minimization 

criteria to maximization ones, 
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(4.11) 

where vj is the weight of jth criteria. The columns in this matrix are after transformation 

created by vectors of unitary length based on Euclid’s metrics. Consequently, it is necessary 

to find weighted criteria matrix W so that every j-th column of normalized criteria matrix R 

(see 4.15) is multiplied by relevant weight vj : 

 

𝑤𝑖𝑗 = 𝑣𝑗𝑟𝑖𝑗 , 𝑖 = 1, … , 𝑝 ,  𝑗 = 1, … , 𝑘 . (4.12) 

Next step is to determine ideal variants H = (H1, H2,…,Hk) and basal variant D = (D1, 

D2,…,Dk) regarding to values in weighted criteria matrix, where:  
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It follows with calculating the distance of variant from the ideal variant. 
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and distance of individual variants from basal variant. 
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In both of these cases, Euclid’s range of distance is used. Second to last step is to find the 

relative indicator of the variant’s distance from the basal variant.  
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where for values ci is considered: 
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By ranking the variants based on descended values ci complete ranking of all variants is 

obtained and there is the possibility to determine the best variant, Fiala, Jablonsky, and 

Manas, (1994). 

4.3 WINGS Method  

The WINGS method (Weighted Influence Non-linear Gauge System) has been published 

recently (Michnik, 2013) and it is not widely known yet. That's why we shortly describe all 

steps of WINGS procedure during the process of solution of the model (the full description of 

the method and its theoretical background can be found in (Michnik, 2013). The basic input in 

WINGS comprises two features of the studied system's components: internal strength of each 

component and influence that one component exerts on another one. 

The following scale for the influence evaluations has been chosen: 0 no influence, 1 low 

influence, 2 medium influence, 3 high influence, 4 very high influence. Similarly the 

evaluations for internal strength (importance) of system components span from no strength (0) 

to very high (4) with values computed from the initial AHP weights, that were acquired 

before. The strength (importance) dimension in WINGS can have different meanings, thus it 

is possible to use AHP estimated priorities converted into WINGS scale. The preferences of 

importance are a result of Saaty pairwise comparison instead of direct input made by decision 
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makers suggested in the original WINGS procedure as of Michnik (2013). Following 

description of WINGS is composed of following steps. 

All evaluations are inserted into a square matrix D called the direct strength-influence 

matrix. This matrix is a n x n type with components dij. Values that represent the strength 

(importance) of components are inserted on the main diagonal ie. dii= importance of the 

component i. Values representing influences are inserted into the matrix so that 𝑖 ≠ 𝑗,  dij = 

influence of the component i on the component j.  

 

Matrix D is then calibrated according to the following formula (4.11): 

 1
C= D
s , 

(4.18) 

 

where calibrating factor s is defined as a sum of all elements of matrix D, ie. 
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The calibration ensures the existence on total strength-influence matrix T defined in (3) if 

there exist at least two positive elements in the matrix D and both are not in the same row. 

Opposite situation can be excluded from the analysis, because it does not represent any 

system. As well as in the DEMATEL it will ensure that the results are stable according to 

homothetic transformation 𝑑𝑖𝑗 → 𝑑′
𝑖𝑗 =  𝛼𝑑𝑖𝑗, 𝛼 > 0,  for 𝑖, 𝑗 = 1, … , 𝑛. 

 In the next step the total strength-influence matrix T is calculated: 
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The way of calibration ensures that the series in above equation converge, and 

consequently the total strength-influence matrix T exists in almost all cases besides some 

exotic ones that can be excluded from the consideration. Then, for each element in the system 

the row sum ri and column sum cj of the matrix T are calculated: 
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where tij are elements of the matrix T. 
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The ri and ci represent the total impact and the total receptivity of component. Finally, for 

each element in the system ri + ci and ri – ci  are calculated. ri + ci shows the total engagement 

of the component in the system;  ri – ci  indicates the net position (role) of the component in 

the system: its positive sign means the component belongs to the influencing (cause) group, 

negative sign means that the component belongs to the influenced (result) group. Therefore, 

we can create a graph XY (ri + ci and ri – ci ), that it is called engagement-position map, that 

together with a numerical output helps with the analysis and discussion. 
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5 Application on a Real Problem 

The research of this doctoral dissertation thesis has been executed in several steps, which are 

described below. 

Step 1: The research of the current literature has been executed to prepare the database of 

managerial competencies. 

Step 2: A questionnaire for managers has been created in order to find out, which 

competencies are the most important for performing their job. A pilot survey has been 

executed to find if there have to be made any amendments to the questionnaire. The final 

version of the questionnaire has been sent to the respondents and the data has been analyzed. 

Step 3: Based on the results from the questionnaire and the acquired knowledge from the 

literature review a competency model for middle managers has been created. 

Step 4: By utilizing the AHP method the ranking of the competencies according to their 

importance have been executed. 

Step 5: By using the TOPSIS method, the employees were evaluated in order to find out the 

learning gap in the key competencies. 

Step 6: The interrelations among competencies have been found based on WINGS method. 

Step 7: The learning and development needs and activities have been proposed according to 

the employees’ learning gap. 

5.1 Questionnaire Results 

The questionnaire has been created based on the literature review in chapter 2. The author has 

created a list of competencies, i.e. 38 competencies in total were placed into the questionnaire, 

twelve competencies in the Managerial competencies group, nine in the Interpersonal 

competencies group, eight in the Technical competencies group and nine in the Personal 

competencies group.  

The following competencies were chosen to be used in the questionnaire: problem 

solution, leadership, delegating, change management, effective communication, negotiation, 

team cooperation, motivating others, active listening, technical (relevant) knowledge, 

knowledge of management, strategic thinking, analytical thinking, proactivity, mental agility, 

stress resilience, independence, work organization, time management, work on PC, result 

orientation, influencing others, self-presentation (business approach), responsibility, self-

control, people management, knowledge of foreign language, knowledge of cost management, 
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knowledge of financial management, project management, willingness to learn, empathy 

(understanding), loyalty (honesty), decisiveness. 

The questionnaire contains fourteen questions, see Annex 1 for Czech version of the 

questionnaire. The questionnaire has been created in the Microsoft Word as an interactive 

one. The questionnaire has been sent to three respondents (all working on a management 

position) who have reviewed both version of the questionnaire, the Czech and English version 

for content and clarity. No changes had to be made. 

The data collection took place from June 15th to June 30th, 2017. The people were 

contacted through email and the participants were asked to send the questionnaire to the 

contact person (in each company, there has been appointed one contact person) who then sent 

all filled in questionnaire to the author; this has been done so the anonymity of the 

respondents is kept. 

The questionnaire was aimed at middle managers in the Moravian-Silesian region in the 

automotive industry. The questionnaire has been sent to 34 companies in the Moravian-

Silesian region; in total 98 questionnaires were sent back to the author, from which 86 of them 

have been used for the data analysis. Twelve questionnaires were excluded from the research 

because 8 managers do not work in the automotive industry and 4 work on a top management 

position. 

The participants were asked to rate each item on a list of competencies by using a Likert-

type scale with points ranging from a high of 4 to low of 1, i.e. 4 representing very important 

competency, 3 important, 2 less important and 1 not important. The data for research 

questions 1, 4, 6, 7, 9, 10,11 and 12 were analyzed by using descriptive statistics; items were 

evaluated by the number of frequencies, the data for question 7 was evaluated by the average. 

The short-answer responses for questions 3 and 5 were also evaluated by the number of 

frequency. 

The results of the questionnaire survey are described below in Figures 5.2 to 5.6. 

In the research have participated 73 men (85 %) and 13 women (15 %). The reason for a 

much large number of men respondents can be explained by the nature of the work, i.e. the 

questionnaire was aimed at the middle management positions in the automotive industry. 
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Figure 5.2 Age of Respondents 

 

Source: Elaborated by the author 

The most represented group of managers, i.e. 43 (50 %) belong to the group of 38 to 52 

years of age, second largest group of respondents (40 %) belongs to the group of 23 to 37 

years of age, eight respondents (10 %)  are older than 53 years of age and no respondent is 

younger than 22 years of age. 

Figure 5.3 Size of an Organization 

 

Source: Elaborated by the author 

As can be seen from the Figure 5.3 majority of the respondents (62 %) work for middle 

size organization, i.e. employing 51 to 250 employees, 16 respondents (19 %) work for a 

small size organization employing 11 to 50 employees, 15 respondents (17 %) work for large 

organization employing more than 250 employees, 2 respondents (2 %) work for a micro 

organization, i.e. employing less than 10 employees. Since the DT is aimed at the middle 

managers in a middle size companies, the author considers the data set as relevant. 

 

0%

41%

50%

9%

up to 22 23 - 37 38 - 52 above 53

2%

19%

62%

17%

Micro Small Middle Large



 

67 

 

Figure 5.4 Current position 

 

     Source: Elaborated by author 

As can be seen from the Figure 5.4 above, the most represented position is the position of a 

team leader with 24 participants (28 %), followed by the HR manager with 16 respondents 

(19 %), process engineer is represented by 15 participants (17%)  manufacturing manager 

position is represented by 14 respondents (16 %), project manager is represented by seven (8 

%) respondents, financial manger by 2 (2.5 %), logistic manager by 6 (7 %)and others by 2 

(2.5 %), these respondents did not specify the position.  

Figure 5.5 Length of employment on current position 

 

        Source: Elaborated by the author 

The most respondents, i.e. 34  (40 %) work on the current position 6 and more years, 28 

respondents (33 %) work on the current position for 4 to 5 years, 16 respondents (18.5 %) 

work on the current position for 1 to 3 years and 8 (8.5 %) respondents work on the current 
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position for less than a year. The majority of respondents work in current position for more 

than six years, which, according to the author, gives them the sufficient experience and 

knowledge of important competencies for the position of middle manager. 

Figure 5.6 Total years of managerial practice 

 

              Source: Elaborated by the author 

The Figure 5.6 above shows the respondent’s total number of years they have worked on a 

managerial position. Most respondents, i.e. 15 (16.5 %) have a 19 years of managerial 

practice, 12 (13.5 %) respondents have 7 years of practice, 11 (12.5 %) respondents have 14 

years of practice, five (5.5 %) respondents have three, five (5.5 %) respondents have eleven 

and five respondents (5.5 %)  have 26 years of practice, four (5 %) respondents have four, ten 

and twenty-five years of practice, three (3 %) respondents have two, five, and eight years of 

practice, two (2 %) respondents have one, six, twelve, and sixteen years of practice, one (1 %) 

respondent has nine years of practice, one has thirteen, one has seventeen and one has twenty 

seven years of managerial practice. No respondent has fifteen, eighteen, twenty, twenty one, 

twenty two, twenty three nor twenty four years of practice. The average number of years of 

managerial practice is 12.3 years. This number is adequate and it can be assumed that 

managers with this average number of managerial practice are suitable for evaluating 

competencies in a managerial position. 

The data analysis provided the author with the most important competencies in each group 

of competencies, the competencies with the highest number of frequency have been selected, 

see Annex 6. All competencies that have not been evaluated as the most important by at least 

45 participants will not be included in the competency model. 
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In the group of managerial competencies the respondents rated the following competencies 

as the most important: work with information was rated by 64 respondents as very important, 

by 22 respondents as important; problem solving was rated by 71 respondents as very 

important, 14 respondents as important, and one respondent rated it as less important, 

leadership has been evaluated as very important by 43 respondents, 23 respondents evaluated 

it as important and 17 as less important. The competency delegating has been evaluated by 63 

respondents as very important, 13 respondents evaluated it as important, 10 respondents as 

less important; change management has been evaluated by 54 respondents as very important, 

18 respondents evaluated it as important and 14 as less important.  

In the group of interpersonal competencies the competency effective communication was 

evaluated by 68 participants as the most important, 17 respondents evaluated it as important 

and one as less important; negotiating has been evaluated as very important by 54 

respondents, as important by 14 respondents and less important by 18 respondents. Team 

cooperation has been evaluated as very important by 71 respondents and 15 respondents 

evaluated it as important; competency motivating others has been rated as very important by 

59 respondents, 21 respondents rated it as important and six as less important; active listening 

has been evaluated by 57 participants as very important, by 19 participants as important and 

10 rated it as less important. 

In the group of technical competencies the competency professional knowledge has been 

evaluated by 69 respondents as very important, by 16 as important and by one as less 

important; competency business knowledge has been rated by 54 participants as very 

important, by 31 as important and by 1 as less important. Competency strategic thinking has 

been evaluated by 58 respondents as very important, by 22 as important and by 6 as 

important; competency analytical thinking has been evaluated by 71 participants as very 

important, by 12 as important and by 3 as less important. 

In the group of personal competencies the competency proactivity has been rated as very 

important by 63 respondents, as important by 21 participants and as less important by 2 

participants; competency creativity has been evaluated by 48 respondents as very important, 

by 31 respondents as important, and by 7 respondents as less important. Competency mental 

agility has been rated by 71 participants as very important, by 14 participants as important and 

by 1 as less important; the competency stress resilience has been evaluated by 59 respondents 

as very important, 23 respondents as important and 2 as less important. 
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Question 2 has been answered by only 22 participants; from which 12 believe that the 

training and development system in their organization should concentrate on developing the 

communications skills, team work, leadership and their professional knowledge. Ten 

respondents feel that the negotiating and management knowledge should be developed; 7 

participants marked motivating others as important and delegating. 17 participants marked the 

stress resilience. 

Question 3 was answered by 27 participants. 15 of them have had the opportunity to 

participate in a language course, 15 participants had training pertaining to their position, one 

participant participated in a managerial skills training. 

 

Summary of the Questionnaire Results 

The questionnaire survey has been taken by total of 86 managers in the Moravian-Silesian 

region, majority of them that is 62 % work for a middle size organization in automotive 

industry. Most represented position in the survey was the team leader, followed by the HR 

manager and process engineer; all of these positions are relevant to the middle size 

management positions. The average number of years in managerial practice is 12.3 years of 

experience. The majority of respondents work on managerial position for more than six years, 

which, the author believes, gives them sufficient experience and knowledge of competency 

importance. The following competencies were selected by the respondents as the most 

important ones: work with information, problem solving, leadership, delegating, change 

management, effective communication, negotiating, active listening, team cooperation, 

motivating others, relevant professional knowledge, business knowledge, strategic thinking, 

analytical thinking, proactivity, creativity, mental agility and emotional resilience. The 

findings of this work are in accordance with the literature; however the author has broadened 

the list of managerial competencies, which are important for a middle manager. 

 77 % of respondents feel that it is very important to develop the stress resilience; 64 % of 

respondents believe that training and development system in their organization should 

concentrate on developing communication skills, team work, leadership and their professional 

knowledge; 45 % feel that the negotiating and management knowledge should be developed, 

32 % selected motivating others and delegating. However, only 31 % have had some kind of 

training and development in their company, 56 % of those have participated in a language 

course and 56 % have had professional training pertaining to their current position.  Only 6 % 
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of respondents have participated in managerial training. Since the DT is aimed at the middle 

managers in a middle size company, the author considers the data set to be relevant. 

  

5.2 Introduction of CTS Czech Republic s.r.o. Company 

This chapter is presenting the introduction of the organization where the research has taken 

place. This chapter includes the basic information about the company, its history,  as well as 

the basic analysis of human resources data relevant to this dissertation thesis. 

CTS Czech Republic s.r.o. is a worldwide leader in the development and production of 

sensors, pedal systems and components. The only branch in the Czech Republic can be found 

in Ostrava – Hrabova, industrial zone, where it has been operating since 2006. Czech branch 

of an American corporation, which has been on the global market since 1896, is continuing 

the company’s tradition. The corporation has been founded in Chicago, USA, as a producer of 

magnetic phones.  In 1902 the corporation moved from Chicago to Elkhart in Indiana State, 

where it has been since. In 1958, it was the first company who implemented remote controls 

for televisions. In 1962 CTS Corporation has become publically traded on the New York 

Stock Exchange. In the 80s of last century, the corporation has expanded to Mexico, 

Singapoure, Scotland, Honkong, Taiwan and Canada. In 1998 CTS Corp. bought Dynamics 

Corporation of America and in 1999 it bought Component Products Division of Motorola. In 

2008 it bought company Tusonix, Inc., which has manufactured filters. 

CTS Czech Republic s.r.o. is mainly dealing with the production of sensors, pedal systems 

and components. Currently, the production is aimed at the production and assembly of sensors 

and pedals for automotive industry. Among the main customers are: Renault, Toyota, Daimler 

Chrysler, Nissan and Ford (CTS, internal information). 

CTS Czech Republic, s.r.o. presents itself as stable and long term employer. Its strategy is 

also connected to this: “Our success will depend on the quality of our people and we will do 

everything to find the best employees, and helped them to further develop and by this achieve 

professional success of our people.” (CTS directives, 2016). 

Know-how and experience of our people are the key. The organization wants to support 

unique know-how and is prepared to create relevant technical background, so that the know-

how can be developed further. CTS employees have the opportunity to go on internship to 

Scotland and USA. In CTS Czech Republic, there is always a place for creative work and the 

same importance the company lays on the ability to work in team. The company is able to 
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appraise the enthusiasm for self-development not only of young and perspective people but 

the company appreciates and respects the experience, knowledge and energy of professionals 

as well. 

The following figures 5.7 to 5.10 will describe the employees of the company. The 

division according to gender, position, education, and also the development of number of 

employees in the time period from 2006 to 2016. 

Figure 5.7 Employees Divided According to Gender 

 

Source: Elaborated by author based on Internal Materials of CTS Czech 

Republic s.r.o. 

Currently, there are 190 employees in total working at CTS Czech Republic, s.r.o. from 

which 129 are women and 61 are men. Over 67 % of total employees are women that is 

because the employees working in a direct labor are dealing with handling very small 

automotive parts. 

Figure 5.8 Employees Divided According to Position 

 

Source: Elaborated by author based on Internal Materials of CTS Czech Republic 

s.r.o. 
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From the figure above it is evident, that majority of employees are working in the direct 

labor. 22 employees are working on the position of specialist, which includes: setter, molding, 

maintenance etc. 10 employees working on the position of administration i.e. HR specialist, 

accountants, and assistants. 1 employee work on the position of top management, i.e. director, 

13 employees work on the position of a middle manager, those positions include: HR 

manager, Financial Manager, Operations Manager, Production Manager, 5 employees work in 

the department of logistics, and 5 employees working in the middle management are the 

line/shift managers. 

Figure 5.9 Employees Divided According to Education 

 

          Source: Elaborated by author based on Internal Materials of CTS Czech Republic s.r.o. 

 

From the figure above it can be seen that 8 employees have only basic education, however 

most employees have vocational education. This is due to the fact that most employees work 

in direct labor. 35 employees have a full secondary education, 36 employees have a university 

education, 4 have a bachelor’s degree, 30 have a full master’s degree and 2 employees have a 

Ph.D. One employee has a MBA degree. 
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Figure 5.10 Development of Number of Employees in the Period 2006 to 2016 

 

Source: Elaborated by author based on Internal Materials of CTS Czech Republic s.r.o. 

 

Figure 5.10 shows the development in the number of employees in the period of 2006 to 

the end of the year 2015. The company has started its operation in the Czech Republic in 2006 

in April, and by the end of the year it had 50 employees. The number of employees had been 

steadily increasing till 2008, then the number of employees, probably due to an economic 

crises decreases and stayed around the same number 115-102 in the next few years, i.e. 2009 

to 2012. In the year 2013 there was an increase of 18 employees. However, the year 2014 the 

number of employees increased significantly from 120 to 187 employees. This is due to the 

fact, that at the end of 2013 the SBU in Scotland has closed its manufacturing department and 

all the lines have been moved to the SBU in Czech Republic. 

 

5.3 Current System of Employees’ Training and Development in CTS Czech 

Republic, s.r.o 

This chapter will describe system of employees’ training and development system, which is 

currently executed in the company. The company believes that everyone in the organization 

can be developed; employee development is both the employee and the manager’s 

responsibility; career development focuses  on moving employees through new challenges to 

strengthen their abilities; development means informal and on the job ways of learning.  
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All the training and development activities of employees are connected to the yearly 

employees’ appraisal. At the annual appraisal interview, the employee receives his/her 

evaluation for a prior period, see Annex 5, which is filled by a direct supervisor that discusses 

the appraisal with the employee. At the interview the supervisor and the employee discuss the 

objectives and their fulfillment from a previous period and objectives for a new period are set. 

The employees set their objectives themselves using a form designed for it, see annex 5, and 

they have to decide if the objective is operational or personal and then they assign what a 

percentual weight does this objective have. All the objectives have to be SMART, i.e. 

specific, measurable, achievable, realistic and time framed.  

The next step is the consideration of the supervisor if training proposed by the employee 

will be valuable for the employee or for the company. Every employee should have his/her 

own plan of personal development. The proposals for training and development are then 

discussed with the human resources department, which also organizes the training. 

 

5.4 Procedure of Employees’ Training and Development 

This chapter describes the procedure of employees’ training and development as it is written 

in the company’s directives. CTS believes that the success of the company derives from a 

high performance and continuous development of its employees. In order to achieve strategic 

business objectives, the company will provide relevant and appropriate training so that the 

employees are able to fulfill the requirements of their jobs. The company will also try to 

ensure that all employees will have the opportunity for self-development and career 

development, so that they can fulfill their potential within the company. This policy is valid 

for training on the job and off the job executed either at the workplace or outside the 

workplace by internal or external lecturer. It also includes special/general training and the 

development of personal skills. 

All training and development is to be realized in accordance with the company’s business 

plan. All requirements for the need of external training will be evaluated fairly and 

consistently and the following criteria will be taken into consideration: 

 why is the course necessary;  

 what effect will the course/training have on the employee’s performance; 
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 how will the course/training effect the performance of the department and 

fulfillment of the company’s objectives; 

 what costs are connected to the course/training. 

The identification of the needs for training and development is described in the company’s 

directive as following. Employees’ training and development must be specifically determined 

precisely right after the employee’s yearly appraisal. All managers and supervisors will be 

responsible for the identification of current and/or future training needs of the employees. The 

importance of the training will be determined by the HR department and relevant manager, so 

that the benefits of the training are ensured for both, the company and the employee. All 

employees will be asked to notify the supervisor about his/her training needs at the regular 

meetings with manager/supervisor or at the annual appraisal interview. 

Every employee of the organization must create an individual development plan, see 

Annex 5, which has to be: relevant to the organization’s needs; based on objective, accurate 

assessment of strengths and needs; focused on challenging development activities targeted to 

employee’s needs; inclusive for coaching and feedback on progress; driven by the individual 

employee. 

When the employee creates the individual development plan he/she must take into 

consideration his/her strengths, career goals, development needs and development objectives 

and actions.  

The company’s directives state that actions to enhance development are as following, see 

Figure 5.11. 

Figure 5.11 Actions to enhance development 

 

Source: CTS, corp. internal materials, 2016 
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The organization’s professional development model is shown in Figure 5.12 

Figure 5.12 Professional Development model 

 

Source: CTS Corp., internal materials, 2016 

 

As can be seen in Figure 5.12, the Professional Development model is concentrating on five 

areas, which are: strategic focus, productivity focus, team focus, interpersonal focus, and 

personal mastery focus. Each of these areas is then divided to individual competencies, as 

shown in the Figure. What this system lacks is, at least, a brief description of the 

competencies. 

The report about the training needs will be executed by the HR department and it will 

reflect complete training and development requirements of the company. The managers and 

supervisors will be responsible for the personal development of their subordinates and for the 

approval and documentation of individual training plans and also for the supervision on the 

progress in identified needs. 

The realization of training needs for training and development is described in the 

company’s directive as following. The managers will have to ensure that the employees’ 

needs for the training and development are identified in the training plan of the individual or 

department and are implemented, where it is possible, within agreed time frame and budget. If 
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the requirements for training and development cannot be addressed internally then the 

managers and supervisors have to cooperate with the HR department, which will select an 

appropriate external training provider. If any unpredictable training, which has to be done by 

an external company, is identified as an urgent requirement then the application has to be 

filled in and approved also by relevant supervisor. 

The human resource department will be responsible for coordination and monitoring of the 

activities connected with the external training courses. Furthermore, the human resource 

department will be responsible for recordkeeping pertaining to the training and development 

activities. 

The human resource department will be responsible for the evaluation of training 

efficiency within the company. The managers and supervisors are required to execute an 

information meeting before the course with their employee(s) in order to determine the 

objectives on either the individual or department basis. Managers and supervisor are further 

required to hold and information meeting with the employee(s) after the completion of the 

course and decide if the objectives of the individual within this training activity were fulfilled 

and how can the newly acquired skills and knowledge be demonstrated at the workplace.  

 

5.5 The utilization of AHP in Competency Modeling in CTS Czech Republic 

s.r.o. 

The competencies for certain position or group of positions with similar job description can 

be grouped into two, possibly, more levels. Each group of competencies is then designed so 

that the elements of each group can be compared amongst themselves. The goal is to create a 

list of the most critical competencies for practical, everyday application in training and 

personnel management. The application of AHP in competency modelling in the company has 

been executed through the following procedure. 

Step 1: Based on the results from the questionnaire, the following competencies: work with 

information,  problem solving, leadership, change management, effective communication, 

active listening, negotiating, team cooperation, motivating others, relevant professional 

knowledge, business knowledge, strategic thinking, analytical thinking, proactivity, creativity, 

mental agility and emotional resilience, were selected for the competency model.   Based on 

the consultation with the company’s HR manager, director, financial manager and based on 
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the literature review, these competencies were divided into the four following groups 

(criteria):  

 managerial competencies, 

 interpersonal competencies, 

 technical competencies, 

 personal qualities. 

 The decomposition of competencies for the utilization of AHP is shown below in Figure 

5.13. 

Figure 5.13: Proposal of the decomposition of competencies for the utilization of AHP  

 

Source: Elaborated by the author 

Step 2: Next these competencies were compared in pairs based on modified Saaty’s scale (1-9 

i.e. A - I) and a scale was assigned to each competency group (criteria) and each competency 

(sub criteria). This evaluation was done by an oral interview, where a survey, see annex 7 has 

been printed and given to the respondents.  The assessors rated each competency based on 

his/her personal knowledge, experience, and based on the linguistic description of decision 

making judgement, see Table 5.1. The interview has been done with the HR manager, director 

(direct supervisor of middle manager) and one middle manager – financial manager. An 

average scale was calculated from all of the collected data for each competency. Then an 

evaluation was executed to find out which group of competencies (criteria) has the most value 

for given position. Next the specific competencies (sub criteria) were arranged in the order of 

importance.  
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Table 5.1: Linguistic description of decision making judgement  

Intensity Importance Preference Explanation 

1 A Equal Criteria i and j are equal Two elements contribute equally to 

the objective 2 B Weak Slight preference i before j 

3 C Moderate Low preference i before j 
Experience and judgement slightly 

favor one element over another 4 D 
Moderate 

plus 
Moderate preference i before j 

5 E 
Strong 

importance 

Strong preference of criteria i 

before j  Experience and judgment strongly 

favor one element over another 
6 F Strong plus 

Much stronger preference of 

criteria i before j 

7 G 
Very strong 

importance 

Very strong preference of criteria 

i before j 
One element is favored very strongly 

over another, its dominance is 

demonstrated in practice 8 H 
Very, very 

strong 

Almost absolute preference of 

criteria i before j 

9 I 
Absolute 

importance 

Absolute preference of criteria i 

before j 

The evidence favoring one element 

over another is of the highest 

possible order of affirmation 

Source: elaborated according to (Saaty, 1980; Ishizaka and Labib, 2011). 

 

The assessors assigned the following values if the row was preferred before a column: A – 

the elements are indifferent, B – there is a slight preference, C – there is a strong preference, 

D – there is a very strong preference, E – there is an absolute preference. If the column was 

preferred before a row the reciprocal values were assigned, e.g. 1/A, 1/B, 1/C, 1/D, 1/E. The 

letter evaluation was intentionally proposed by the authors to eliminate the problem of 

assigning an average number to all comparisons. The letter scale A to E corresponds to the 

odd values of Saaty’s scale 1 – 9. 
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An example is shown for the first level of the decomposition in table 5.2.  

Table 5.2: Paired comparison matrix for groups – example for middle manager 

Objective Managerial Interpersonal Technical Personal 

Managerial A B C B 

Interpersonal B A 1/C B 

Technical 1/B C A C 

Personal 1/B 1/B 1/C A 

Source: Kashi and Friedrich, 2013 

 

Step 3: The calculations for AHP has been executed by the author according to formulas (4.1) 

to (4.8), see annex 8 for the computations. The following Table 5.3 shows an example of 

filled in matrix for the group of managerial competencies. Based on the consistency ratio, the 

matrix is consistent. This has been done for the competency groups as well as for individual 

competencies within each group of competency.  

Table 5.3: Example – filled in matrix for managerial competencies 

Managerial Work with info Problem solving Leadership Delegating Change manag. Local weight 

Work with info 1 1 7 7 3 0,369 

Problem solving 1 1 7 7 5 0,408 

Leadership  1/7  1/7 1 1  1/3 0,050 

Delegating  1/7  1/7 1 1  1/3 0,050 

Change manag.  1/3  1/5 3 3 1 0,123 

RI 1,12 CI 0,02 

  

  

N 5 CR=CI/RI 0,01 

  

  

λmax 5.1312310       

Source: own elaboration 

The results of global weights for competencies for one position i.e. middle manager is 

shown in table 5.3. 

Step 4: The global weights for competency groups and individual competencies within the 

group have been calculated according to formulas (4.9) and (4.10). See Table 5.4 below with 

results.  
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Table 5.4: Global weights of competencies 

  Weight Local  Group Global 

Competency Managerial 4.07%  

    

  Interpersonal 23.06%  

  Technical 42.53%  

  Personal 30.35%  

  Work with info 36.87%  

4.07% 

1.50% 

  Problem solving 40.84%  1.66% 

Managerial Leadership 5.01%  0.20% 

  Delegating 5.01%  0.20% 

  Change manag. 12.27%  0.50% 

  
Effective 
communic. 25.77% 

 

23.06% 

5.94% 

  Negotiating 6.22%  1.44% 

Interpersonal Active listening 16.60%  3.83% 

  Team cooperation 39.37%  9.08% 

  Motivating others 12.03%  2.77% 

  
Professional 
know. 44.04% 

 

42.53% 

18.73% 

Technical Business know. 10.01%  4.26% 

  Strategic thinking 4.59%  1.95% 

  Analytic thinking 41.36%  17.59% 

  Proactivity 46.32%  

30.35% 

14.06% 

Personal Creativity 7.85%  2.38% 

  Mental agility 30.39%  9.22% 

  Stress resilience 15.44%  4.69% 

Source: own elaboration 

Step 5: The individual competencies have been ordered based on the importance (from the 

highest global weight to the lowest global weight). as is shown in the following Table 5.5 and 

Figure 5.14.  

Table 5.5: Ranking of competencies for the position of middle manager 

 

Source: Kashi and Friedrich, 2013 

 

Ranking Competency Global weight Ranking Competency Global weight

1 Professional knowledge 18,73% 10 Motivating others 2,77%

2 Analytic thinking 17,59% 11 Creativity 2,38%

3 Proactivity 14,06% 12 Strategic thinking 1,95%

4 Mental agility 9,22% 13 Problem solving 1,66%

5 Team cooperation 9,08% 14 Work with info 1,50%

6 Effective communication 5,94% 15 Negotiating 1,44%

7 Stress resilience 4,69% 16 Change management 0,50%

8 Business knowledge 4,26% 17 Leadership 0,20%

9 Active listening 3,83% 18 Delegating 0,20%
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Figure 5.14: Global weights for competencies for the position of middle manager 

 

       Source: Kashi and Friedrich, 2013 

The Table 5.5 and Figure 5.14 show that the most important competency for the middle 

manager is the professional knowledge, followed by analytical thinking, proactivity, mental 

agility, team cooperation, effective communication, stress resilience, business knowledge, 

active listening, motivating others, creativity, strategic thinking, problem solving, work with 

information, negotiating, change management and leadership. 

Since the professional knowledge can differ for middle manager according to which 

department they work in. the specification for this competency will differ for e.g. human 

resource manager. and financial manager or processing engineer. 

5.6 Utilization of TOPSIS method in Employees Evaluation in the CTS Czech 

Republic s.r.o. 

The application of TOPSIS in employees’ performance evaluation has been done by the 

following procedure. 

Step 1: The top ranked six core competencies were provided to the HR department to rank the 

employees. They were evaluated in these competencies: professional knowledge, analytical 

thinking, proactivity, mental agility, team cooperation and effective communication. The 

evaluation (the score) for each of the five employees is shown in the following Table 5.6. 

Each employee could receive a value from 0 to 100 (where 0 is the employee does not possess 
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this competency and 100 the employee has an excellent performance in particular 

competency, there is no need for improvement) for each competency depending on their 

performance. 

Table 5.6: Evaluation of employees according to TOPSIS for middle manager 

Alternative 

Professional Analytical Proactivity Mental  Team  Effective 

knowledge thinking   agility cooperation communication 

Employee 1 87 64 87 74 65 63 

Employee 2 95 75 88 75 58 68 

Employee 3 88 78 67 66 67 58 

Employee 4 75 68 71 73 60 56 

Employee 5 78 55 72 68 65 78 

Source: Horváthová and Kashi, 2014 

 

Step 2: The data in table 5.6 show what evaluation employee 1 - 5 received for the core (first 

six) competencies.  The employees’ ranking is within the TOPSIS method determined based 

on value ci since it deals with distance minimization from the ideal variant, whereas the values 

are in descending order. In our case the ideal variant is 1. i.e. 100 %, meaning the employee 

has an excellent performance in a particular competency. 

Step 3: The calculations of the distance of a variant from the ideal variant was executed 

according to formulas (4.11) to (4.17) for the computations, see annex 9.  

Step 4: The variants were ranked based on descended values; then the complete ranking of all 

variants was obtained; the results of the employees’ ranking are shown in the following Table 

5.7. 

Table 5.7: Ranking of employees according to TOPSIS for position middle manager 

Ranking Employees Evaluation 

1 Employee 2 0.88 

2 Employee 1 0.60 

3 Employee 3 0.57 

4 Employee 4 0.31 

5 Employee 5 0.19 

      Source: Horváthová and Kashi, 2014 
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From the table above it is evident that employee 2 is the closest to the ideal variant, followed 

by employee 1 and employee 3. Employee 5 has received the worst evaluation with 0.19 

which is very far from 1 – the ideal variant. 

 

5.7 Utilization of WINGS method for the Determination of Necessary Training 

in the CTS Czech Republic s.r.o. 

The application of WINGS in competency modelling in the company has been executed 

through the following procedure: 

Step 1: The competency groups and individual competencies in each group were evaluated by 

the HR manager of a particular company in a pre-prepared matrices (the author has used the 

matrices that were used for AHP. see annex 7). The assessor has assigned 0 if there is no 

influence, 1 if there is low influence, 2 medium influence, 3 high influence and 4 very high 

influence. 

 

Step 2: The results from AHP (the local weights) for the competency group and individual 

competencies have been used for the calculation of matrix D see formula (4.18), which is the 

direct strength-influence matrix. The values that represent the strength (importance)  

of components were inserted on the main diagonal; for detail see annex 10. 

 

Step 3: Further the matrix D has been calibrated according to formula (4.19), see annex 10. 

 

Step 4: Then the total strength-influence matrix T has been calculated according to formula 

(4.20). Then values of ri + ci and ri - ci were calculated to draw the engagement-position maps 

for each of the levels of the model see formula (4.21). The ri and ci represent the total impact 

and the total receptivity of component. Finally, for each element in the system,  ri + ci and  

ri - ci are calculated,  ri + ci shows the total engagement of the component in the system; ri - ci 

indicates the net position (role) of the component in the system: its positive sign means the 

component belongs to the influencing (cause) group, negative sign means that the component 

belongs to the influenced (result) group. 
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Table 5.8: Total strength-influence matrix T for top level competencies 

Matrix T Managerial Interpersonal Technical Personal 

Managerial 0.017 0.000 0.000 0.000 

Interpersonal 0.178 0.144 0.000 0.223 

Technical 0.000 0.000 0.206 0.000 

Personal 0.183 0.223 0.000 0.182 

Source: Kashi and Franek, 2014 

Figure 5.15 Engagement-position map for top level competencies 

 

Source: Kashi and Franek, 2014 

As can be seen from Figure 5.15 and in the Table 5.8 the personal and interpersonal 

competencies highly affect the managerial competencies, so it means that the attention should 

be paid to the development of these competencies, i.e. the personal and interpersonal 

competencies should be developed the most, since they affect the most the other ones. 

Technical competencies are independent, and they are neither affected nor affecting any other 

competencies. 

Table 5.9: Total strength-influence matrix T for managerial competencies 

Matrix T Work with info Problem solving Leadership Delegating Change manag. 

Work with info 0.077 0.069 0.008 0.067 0.082 

Problem solving 0.007 0.085 0.043 0.064 0.062 

Leadership 0.008 0.084 0.017 0.047 0.078 

Delegating 0.038 0.041 0.002 0.013 0.005 

Change manag. 0.081 0.073 0.076 0.085 0.037 

Source: Kashi and Franek, 2014 
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Figure 5.16: Engagement-position map for managerial competencies 

 

Source: Kashi and Franek, 2014 

 

The structure of managerial competencies is shown in Figure 5.16 and table 5.9. It is 

evident that work with information, change management and leadership are the crucial 

competencies within the managerial competencies, since they highly affect the problem 

solving and delegating. Next, the problem solving affects the change management and 

delegating is only the receiver and does not affect any other competency. 

Table 5.10: Total strength-influence matrix T for interpersonal competencies 

Matrix T Effective 

communic. 

Negotiating Active 

listening 

Team 

cooperation 

Motivating 

others 

Effective communic. 0.057 0.058 0.026 0.090 0.081 

Negotiating 0.040 0.016 0.021 0.080 0.009 

Active listening 0.080 0.060 0.036 0.089 0.030 

Team cooperation 0.026 0.021 0.024 0.085 0.078 

Motivating others 0.062 0.008 0.058 0.086 0.033 

Source: Kashi and Franek, 2014 
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Figure 5.17: engagement-position map for interpersonal competencies 

 

Source: Kashi and Franek, 2014 

 

As can be seen in Table 5.10 and Figure 5.17 the effective communication affects all other 

competencies apart from active listening. Team cooperation is affected by all four 

competencies and therefore if the four competencies are improved the team cooperation 

should improve as well.  

Table 5.11: Total strength-influence matrix T for technical competencies 

Matrix T Professional know. Business know. Strategic thinking Analytic thinking 

Professional know. 0.130 0.044 0.048 0.109 

Business know. 0.010 0.039 0.119 0.046 

Strategic thinking 0.071 0.099 0.039 0.134 

Analytic thinking 0.077 0.108 0.138 0.140 

Source: Kashi and Franek, 2014 
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Figure 5.18: Engagement-position map for technical competencies 

  

Source: Kashi and Franek, 2014 

 

From Table 5.11 and Figure 5.18 it is evident that the professional knowledge is the most 

important since it affects the other three competencies. If professional knowledge, strategic 

thinking and analytic thinking are improved then business knowledge will be positively 

affected. 

Table 5.12: Total strength-influence matrix T for personal competencies 

Matrix T Proactivity Creativity Mental agility Stress resilience 

Proactivity 0.214 0.000 0.120 0.170 

Creativity 0.006 0.027 0.091 0.016 

Mental agility 0.080 0.000 0.138 0.197 

Stress resilience 0.156 0.000 0.109 0.092 

Source: Kashi and Franek, 2014 
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Figure 5.19: engagement-position map for personal competencies 

 

          Source: Kashi and Franek, 2014 

 

As can be seen from Table 5.12 and Figure 5.19 the creativity is the key competency, since it 

influences mental agility and stress resilience. Creativity further affects mental agility. Stress 

resilience can be improved by developing proactivity and mental agility. 

To summarize, this chapter presented an application of MCDM methods and competency 

modeling in a CTS Corp Czech Republic s.r.o. Company. Firstly, the questionnaire research 

has been described and the data obtained were statistically evaluated and the results were 

illustrated by the figures and tables. Subsequently, the company CTS, where the research was 

executed has been introduced with its historical development. Their main business and also 

the employees of the company were evaluated. Based on the company’s current employees’ 

training and development system an application of MCDM was performed using expert 

(subjective) evaluation. According to the steps described in the beginning of this chapter the 

study was executed. By using the AHP with the expert’s evaluation it was found that the key 

competencies can be identified; this study identified six key competencies, see Table 5.3.  

The six competencies with the highest ranking were then used for the employee evaluation 

by TOPSIS method. This evaluation produced the ranking of the employees according to their 

performance in the key competencies. This evaluation can be used as a model for further 

employees’ appraisal, which could be amended by the company based on their preference of 

key competencies. The results of the application in practice are shown in the Table 5. 4. The 
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result was ranking of the competencies; see Table 5.5, which was then used for the application 

in WINGS method. Furthermore, apart from using the weights, which were determined by 

AHP method, the WINGS takes into consideration also the expert’s evaluation of the cause 

and effect relationships among individual competencies. Based on the results from the 

WINGS method, see Tables 5.8 to 5.12 and Figures 5.15 to 5.19, it was found that there is the 

existence of interrelationships among competencies. 
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6 Results, Recommendations and Discussion  

The research presented in the aforementioned chapters shows that the problem of 

identification and determination of managerial competencies requires a detailed study of 

relevant literature and own investigation.  

Literature review and questionnaire results helped to identify relevant competencies for 

middle managers, which were used by the author and divided into four competency groups. 

i.e. managerial, interpersonal, personal and technical. Each group consists of specific 

competencies, i.e. the managerial include work with information, problem solving, leadership, 

delegating, change management; the interpersonal competencies include the effective 

communication, negotiating, active listening, team cooperation and motivating others; the 

personal competencies include the proactivity, creativity mental agility and emotional 

resilience; the technical competencies include the relevant (professional) knowledge, strategic 

thinking and analytical thinking. 

The analysis of above mentioned competencies using the AHP method showed that the 

individual competencies can be prioritized according to importance. It has been found that the 

most important competency for the position of a middle manager is the relevant (professional) 

knowledge, analytical thinking, proactivity, mental agility, team cooperation, effective 

communication and stress resilience. The research question 1 has been confirmed. 

The competencies are ordered based on importance, the HR department and the employees 

themselves will know on which competency they need to concentrate the most and also what 

knowledge/skills have to be improved by the employees the most. In our case the employees 

should mostly concentrate on improving professional knowledge, analytic thinking, 

proactivity, mental agility, team cooperation, effective communication and stress resilience, 

since these competencies are the most preferred by the company for the middle manager 

position. To see the benefits of suggested MCDM approach we have to look for common 

aspects of selected methods.  

The results from WINGS imply that among the employees’ interpersonal, personal and 

managerial competencies exist cause and effect relationships that show how those 

competencies are interrelated. This is presented in previous chapter 5.7. All of the 

competencies which affect the other ones see Figure 6.1, where the black arrows show the 

influence on other competencies, the red arrows show reversal influence of the individual 
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competency and the blue arrow show the mutual influence, i.e. the competencies influence 

each other.   

Figure 6.1: Interrelation map for managerial competencies 

 

 

Source: Elaborated by the author 

It can be seen that the work with information, change management and leadership have 

high influence on competencies of problem solving and delegating, we can also see that the 

problem solving can have an effect of change management competencies as well; looking at 

the professional knowledge competence, we can identify complex relationship with analytical 

thinking, strategic thinking and business knowledge, which are interrelated and focusing on 

them can lead to a mutual improvement. It should be also noticed, that analytic thinking can 

impact the competency of business knowledge and strategic thinking.  However, the effective 

communication was not identified, using the AHP,  for the position of the middle manager as 

the most important, we can see that it has high influence on other important competencies, i.e. 

team cooperation, active listening, negotiating and motivating others. Furthermore, there are 

complex relationships among these competencies as well; this means that further 

improvement of these individual competencies will lead to the improvement of more than one 

competency.  

We can see that one of the identified key competencies, i.e. team cooperation plays an 

important role also within the interrelationship of the above mentioned competencies. 

Although, the creativity was not identified as one of the key competencies, using expert’s 

evaluation with WINGS it was found that it has an influence on more important 

competencies, such as proactivity, mental agility and stress resilience; it should also be 
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mentioned that the proactivity has a profound influence on the mental agility and stress 

resilience.  

This novel application of the multiple criteria decision making method WINGS is so far 

the only one focused on competency modeling and HR management. Using WINGS the 

managers can combine the weights (importance) derived from AHP or other MCDM method 

and also their subjective (expert) opinion about the cause and effect of these competencies. 

The results can be illustrated by the position-engagement map, which helps to identify the 

competencies that should be trained and developed the most, since they do have an impact on 

the most important competencies. By improving those competencies, the overall training and 

development should improve the employee key competencies. 

Competency models designed by the utilization of AHP, TOPSIS and WINGS can help the 

human resource management in several areas, such as: planning training and development 

activities, employee appraisal, hiring new staff and compensation.  

This insight should help the company’s management to concentrate on improving 

particular competencies that are most influential to the others. The technical competencies 

were found to be not affecting nor affected by other competencies. When comparing results 

from the expert evaluation using AHP and WINGS we have to look for an intersection. The 

most important competency according to prioritization using AHP is professional knowledge 

followed by analytic thinking. Application of WINGS revealed that these competencies are 

independent to other competencies and are interrelated only within technical competencies 

themselves. The research question 2 and 4 has been confirmed. 

This means that company HRM will not be able to influence them by enhancing other 

competencies and also that better technical competencies shall not be influential to for 

example managerial ones. Since the technical competencies are important the employees 

selected for the position have to have these competencies at higher level than the others that 

can be somehow influenced and steadily improved. Another intersection is among AHP and 

TOPSIS methods that can be used for more transparent employee appraisal. Additionally the 

appraisal priorities can be changed according to current company situation, strategy and goals. 

This can be helpful for implementation of managerial concepts that require continual 

monitoring of personal or organizational targets. TOPSIS method uses comparison and 

ranking to given quantitative values and its properties can be set to represent chosen 

evaluation purpose (compromise solution). The research question 3 has been confirmed. 
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A training and development plan for middle managers can be developed from these results. 

A combination of learning modalities seems particularly well suited for this purpose. Some 

competencies such as those in interpersonal competencies clusters benefit from face-to-face 

practice and, optimally, time spent observing other managers can help to improve these 

competencies. 

The competencies are ordered based on importance, the HR department and the employees 

themselves will know on which competency they need to concentrate the most and also what 

knowledge/skills have to be improved by the employees the most. In our case the employees 

should mostly concentrate on improving professional knowledge, analytic thinking, 

proactivity, mental agility, team cooperation, effective communication and stress resilience, 

since these competencies are the most preferred by the company for the middle manager 

position.  

The work presented an example that revealed fundamental benefits of MCDM approach 

towards competency modelling. The expert evaluation using AHP helped to scale down the 

number of measures and helped to determine the most important competencies which lead to 

the achievement of firm’s strategic goals. Because of the inherently inter-related nature of the 

attributes, the determination process of priorities can be quite complex. According to study’s 

findings, one may use the AHP and the WINGS to study the design of competency models as 

a HR strategic management system. AHP and WINGS methods easily handle qualitative and 

quantitative metrics simultaneously while incorporating subjective elements of the choice 

process that may perhaps be so deeply latent to the respondents’ underlying thought processes 

that the respondents are unable to articulate.  

The AHP and WINGS are also able to neatly capture the consensus of a potentially 

divergent group of managers and can be quickly and easily updated as desired. This also 

suggests further research into application of WINGS method in HR, where subjective 

evaluation comes into play quite frequently. From a MCDM application point of view the 

WINGS can be a powerful tool for managers in problems that deal with both importance and 

relationship among evaluated factors, attributes or alternatives. 
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7 Conclusion 

This doctoral thesis describes the competency models, its development and utilization. It also 

deals with the description of AHP method, TOPSIS and WINGS method and their application 

in competency modelling and also their usage for identification of employees’ training and 

development activities.  

The aim of this doctoral thesis was to identify the training and development needs for the 

middle managers in the automotive industry in the Moravian-Silesian region by the utilization 

of competency modelling and quantitative methods of economic analysis and to design a 

competency model for a middle manager position in the automotive industry. This doctoral 

dissertation thesis is divided into two main parts, the theoretical-methodological part and the 

empirical part. 

In the theoretical-methodological the general description of basic terms, such as human 

capital, human resource management, competency and competency models was explained. In 

this chapter the training and development system is also described with the attention to the 

identification of training and development activities. Training methods are also described 

there.  The chapter is also dealing with the managerial learning and training and development 

based on the competency model is also described there. 

Then an extensive literature review was performed in order to create the competencies 

database. Elaborated competency model was designed for particular human resources 

activities. To investigate the importance and relationships among the competencies the author 

performed questionnaire survey and utilized own combination of multiple criteria decision 

making (MCDM) methods. Applied MCDM methods were described in detail in the chapter 

four: AHP – analytical hierarchical process, TOPSIS and WINGS methods. The AHP has 

been used to determine the ranking of individual competencies, i.e. the importance of 

individual competencies. Then TOPSIS was used to evaluate the employees’ selected key 

competencies according to their performance. Furthermore, the WINGS method has been 

used to determine the existence of cause and effect relations between the competencies. 

In the empirical part the author provided results of the questionnaire survey that helped the 

author to scale down the number of competencies in each competency group. Then 

combination of MCDM methods was then applied to analyze importance and 

interrelationships among individual competencies. This was executed in a real company. The 

results and findings are presented and discussed in the chapter six.  
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The extensive literature review revealed that all authors agree that communication, team 

work, delegating, motivating others, Leadership, managing stress, solving problems and 

decision making are crucial competencies for a manager in general. The findings of this work 

are in accordance with the literature; however the author has broaden the list of managerial 

competencies, which are important for a middle manager. 

The questionnaire survey revealed that the respondents have a preference when it comes to 

managerial competencies. They also feel that these competencies should be trained and 

developed. 77 % of respondents feel that it is very important to develop the stress resilience; 

64 % of respondents believe that training and development system in their organization 

should concentrate on developing communication skills, team work, leadership and their 

professional knowledge; 45 % feel that the negotiating and management knowledge should be 

developed, 32 % selected motivating others and delegating. However, only 31 % have had 

some kind of training and development in their company. 56 % of those have participated in a 

language course and 56 % have had professional training pertaining to their current position.  

Only 6 % of respondents have participated in managerial training. 

It was found that to rank the competencies based on importance the analytic hierarchy 

process (AHP) can be used. It can help the human resource management in several areas, such 

as: planning training and development activities, employee appraisal, hiring new staff and 

compensation. The competencies are ordered based on importance, the HR department and 

the employees themselves will know on which competency they need to concentrate the most 

and also what knowledge/skills have to be improved by the employees the most. In our case 

the employees should mostly concentrate on improving professional knowledge, analytic 

thinking. Proactivity, mental agility, team cooperation, effective communication and stress 

resilience, since these competencies are the most preferred by the company for the middle 

manager. 

The TOPSIS method was used for performance appraisal. It revealed that the method can 

be used for employees’ performance evaluation and that this method can be used for more 

objective evaluation of employees. 

Finally, the WINGS method was used to investigate the existence of relationships among 

competencies and it was found that there is an existence of interrelations among individual 

competencies. The company’s management can use the information about the most influential 

and the most influenced competencies to select and provide the training and development in 

those competencies. 
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The work presented an example that revealed fundamental benefits of MCDM approach 

towards competency modelling. AHP method helped to scale down the number of measures 

and helped to determine the most important competencies which can lead to the achievement 

of company’s strategic goals. Because of the inherently inter-related nature of the attributes, 

the determination process of priorities can be quite complex.  

According to work’s findings, one may use the AHP and the WINGS to study the design of 

competency models as a HR strategic management system. AHP and WINGS methods easily 

handle qualitative and quantitative metrics simultaneously while incorporating subjective 

elements of the choice process that may perhaps be so deeply latent to the respondents’ 

underlying thought processes that the respondents are unable to articulate. The AHP and 

WINGS are also able to neatly capture the consensus of a potentially divergent group of 

managers and can be quickly and easily updated as desired. 

This novel application of the multiple criteria decision making method WINGS is so far 

the only one focused on competency modeling and HR management. Using WINGS the 

managers can combine the weights (importance) derived from AHP or other MCDM method 

and also their subjective (expert) opinion about the cause and effect of these competencies. 

The results can be illustrated by the position-engagement map, which helps to identify the 

competencies that should be trained and developed the most, since they do have an impact on 

the most important competencies. By improving those competencies, the overall training and 

development should improve the employee key competencies. 

According to the author the aim of this work has been fulfilled. 

The author sees limitation of the presented work in the number of respondents and 

selection of Moravian-Silesian region. Further research of the utilization of MCDM methods 

in competency modelling and in the human resources in general could be aimed at a larger 

number of respondents on different level of management, the author plans to find out if there 

are differences in key competencies on various levels of management that is top management, 

middle and line management and if there are similarities on those positions if managers work 

in different fields. The study can also be broadened to other positions that can be generalized, 

i.e. teacher. 
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