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Abstract

The main objective of the article is to assess the influence of the factors selected on
the choice of the methods and forms of the employee training in the organization. The
research is focused on the investigation of the methods and forms of further education
of social workers. Data used in this study were gathered by questionnaire of 219 social
workers. The methods of further education used by social workers are examined in order to
categorize these methods into groups that would facilitate the development of appropriate
combinations of educational methods. Furthermore, the relation between the variables
selected and the methods of further education is investigated by means of a dependence
test (y2) and Cramer’s V measurement. Results indicate that methods of further education
should be used in combination to increase efficiency. The results form the basis for
formulating a scheme of further education in social work.
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I. Introduction

Social work is a very important activity that requires professional knowledge and skills that
a social services worker must have. Further education of social workers is conditioned and
stipulated by Act No. 108/2006 Coll. on Social Services. A multidisciplinary approach to
work requires education in many areas of social sciences and uses various forms of work
with people (Trnka et al., 2020; Lorincova et al., 2018; Adams et al., 2009; Bennett et al.,
2006). An employer operating in social services is obliged to provide a social worker with
further education on the scope of at least 48 hours in 2 consecutive calendar years as part
of their qualification development (Act No. 108/2006 on Social Services, §111). A social
worker is educated in the form of:
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a) specialized education provided by universities or higher vocational schools following
the acquired professional qualification to perform the profession of social worker,

b) accredited educational courses,
¢) professional internships,

d) participation in training events,
e) participation in conferences.

Further education of social workers is thus a means of management that leads to the com-
pletion and deepening of the required competencies (Takawira, 2020; Kushnir, 2022). Given
the importance of employee education, it is necessary to identify effective training methods
that will lead to the acquisition of the required expertise and the fulfillment of the legal
requirements necessary to perform the position of a social service worker. Recent changes
in society associated with the COVID pandemic, the influx of refugees from Ukraine,
and technological developments have brought about a number of changes that social work
faces (Masadeh et al., 2019; Banister et al., 2020), moreover social service workers are
overburdened, and high demands are placed on them in terms of performance and time.
In connection with this situation, there is a change in the methods and forms of educa-
tion that are used, and which must reflect the chosen goal of the educational program
(Choi et al., 2020; Zakharova et al., 2017). Education should include a combination of
methods allowing to respond to the current needs of social work and the individual needs
of workers (Koskimaki et al., 2020; Sole, 2020; Martin et al., 2019; Tseng et al., 2020;
Yadegaridehkordi et al., 2019). This situation is not limited to the Czech Republic but also
affects other countries in various ways (Archer-Kuhn et al., 2020). Social workers who are
well-educated and can respond flexibly to emerging problems are a resource for solving
problems in society (Arnold et al., 2016; Echegaray et al., 2019).

The main objective of the article is to assess the influence of the factors selected on the
choice of the methods and forms of the employee training in the organization. The sub-
objectives are then:

* categorization of the educational methods selected according to the preferences of
each individual type of social workers;

* based on the results obtained, the objective is to formulate suggestions and recom-
mendations for the organizations employing social workers, which will lead to
improvements in the field of education of social workers.

The research focuses on determining an effective combination of methods to achieve
educational goals in the social field. The results of this pilot study can be used in deter-
mining effective methods and forms of education in the social field not only in the Czech
Republic, but also in other European and non-European countries, as they respond to
technological progress and the time and knowledge requirements associated with the
performance of a social worker.
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II. Theoretical Background

In today’s knowledge society, education is becoming a lifelong process, because only
an individual who is constantly educating himself is able to face the challenges that
everyday life and duties bring. Education and development of workers in social services is
a key area that is supported not only by the Social Services Act but is primarily neces-
sary for the performance of quality work activities by the workers in question. The
aim of further education of social workers is to acquire a certain level of competencies
that are necessary for the effective performance of a job position. Current educational
approaches primarily emphasize competency-based education, which allows workers to
acquire appropriate professional competencies necessary for the performance of work
or experiential learning, i.e. learning from one’s own experience, which is irreplaceable
for acquiring and consolidating new skills (Dodge et al., 2023). Experiential learning is
based on the idea of J. Dewey that there is a very close relationship between experience
from practical activities and effective education. However, this experience is only gained
through activities where the individual does something new while building on what they
already know (Mu, Hatch, 2024; Kolb, 2014). Experiential learning is excellently illustrated
by Kolb’s learning cycle, which is a cyclical process with 4 phases, in which a specific
experience leads to observation, thinking and reflection, based on which an abstract idea
of the concept is created, followed by active experimentation and testing, and so on, see
Figure 1.

Figure 1: Kolb’s learning system
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Source: Kolb (2017) in Mu, Hatch (2023)

The effectiveness of further education is significantly influenced by the choice of an ap-
propriate form and method of education. When choosing a method and form of further
education, it is always necessary to choose a method and form or a combination of
methods and forms that will be in line with the goal of education, which is set in the
employee development plan and which corresponds to the overall education strategy in the
organization (Makarov and Sevastyanova, 2020; Coffey et al., 2009). An inappropriately
chosen method or form of education not only negatively affects the outcome of education
but often has a demotivating effect for participants in relation to further educational
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activities, as they feel that education does not give them anything. The problem with
the motivation of workers in social services is also mentioned by Elichova (2017) , who
mentions that education often takes the form of formal rather than committed participation
and that it is necessary to strengthen the motivation of social workers for further education
(Elichova, 2017). In the training of employees in organizations, we distinguish between
training methods carried out in the workplace, otherwise known as “on the job” methods,
and methods carried out outside the workplace, called “off the job” methods (Makarov,
Sevasstyanova, 2020; Jiménez et al., 2018). “On the job”” methods include, for example, on-
the-job training, coaching, mentoring, consulting, assistance, task assignment, job rotation,
and work meetings. “Off the job” methods include, for example, a lecture, a lecture
combined with a discussion, or also a seminar, demonstration (practical, illustrative
teaching), case study, workshop, brainstorming, simulation, role-playing (management
games), assessment center, outdoor training/leasing, and e-learning (Dmitrieva, 2019; Hrmo
et al., 2020). In connection with the current challenges faced by managers or workers
in social services and in connection with the benefits of competency-based education
and experiential learning, methods associated with practical experience and focused on
acquiring competencies appear to be the most effective methods, which mainly include
workplace education methods (Dmitrieva et al., 2019; Nemec et al., 2019). On the contrary,
Mahadevan and Yap (2019) concluded that both groups of methods have a positive impact
on work performance when evaluating the effectiveness and efficiency of on-job and
off-job methods, and when comparing effectiveness, they rated off-job methods as more
effective. Phelan (2015) just like Dmitrieva, (2019); Hrmo et al., (2020) or Hsu et al., (2020)
recommend e-learning in his study of methods suitable for the education of social workers in
the USA. Authors consider the effectiveness of e-learning to be equal to or higher than face-
to-face education. In addition, he emphasizes the possibilities of using blended learning,
which allows for the effective combination of the advantages of virtual education and
education using face-to-face methods. Korneshchuk and Muzyka (2014), when examining
the possibilities of methods of training social workers in Ukraine, emphasizes the use of
interactive methods of education, as they allow to maximally unify the specificity of the
social work activity.The possibility of feedback and the choice of appropriate tools for
evaluating the educational process are essential elements (Bethere et al., 2016). The results
of feedback and evaluation should serve to eliminate errors in the further educational
process (Viens, 2020). At the same time, it is necessary to record which of the educational
methods is more suitable for a given group of workers (Choi et al., 2020).

Next, we will take a closer look at the methods used in the further education of workers
in social services. In social services, mainly methods and forms of education are used
that are based on direct interaction between a more experienced worker and a worker
who is learning (Lin et al., 2017; Farr et al., 2017). This is mainly a mentoring method.
The main goal of mentoring is to direct the worker to a more experienced professional
who takes on the role of an educator (Lin et al., 2017). Mentoring is a hybrid form of
education that represents continuous guidance, the own initiative of both participants and
an informal relationship (Van Rosenberg et al., 2022; Torriente et al. 2020). Progressive
practice requires maintaining constant contact between the mentor and the worker, guidance
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in the work process and guiding the worker to advance in his or her career (Faber et al.,
2012; Corsby, Jones, 2020).

Another method used in social work is coaching. Coaching as a method of managing
and training a worker requires more time and effort from the coach than other training
methods (Tsai et al., 2022; Having et al., 2020). This method combines two tasks for the
coach, which are training the worker and motivating him (Zhou et al., 2020; Garvey et
al., 2010). Coaching leads to a change in the worker’s behavior, to expanding his abilities,
skills and knowledge, and also to increasing his self-confidence, which are key factors in
effective coaching (Tanasescu et al., 2015). Coaching is based on constant support and
encouragement from the coach in order to develop the worker’s potential. Within social
services, mentoring and coaching represent educational methods that serve to solve the
problems of social workers themselves, e.g., if an incident occurs, an attempt at violence, an
error in communication with a client, etc. (Poulter, 2005; Choi et al., 2020). Another method
that allows for practical acquisition of skills is job rotation, which allows for practical
experience of the demands of different job positions. The main advantage of the method
is experiential learning, but the disadvantage is the need to coordinate activities within
the work process, which can be challenging in the organization of the work of a social
service worker. In connection with the continued technological progress and development
of digital technologies, methods and forms using the internet and digital technologies, such
as e-learning and self-education, are also coming to the fore. Their advantages are mainly
in accessibility and time flexibility (Makarov and Sevastyanova, 2020; Knottenbelt, 2020).
The e-learning method is sometimes included in the “off the job” group, sometimes it
is presented as a separate method, referred to as computer assisted learning (Zakharova
et al., 2017; Hertz et al., 2022). The emphasis is on learning at one’s own pace, although
employees may receive goals to meet and certain instructions from trainers (Dmitrieva et al.,
2019). E-learning applications include simulations, quizzes, interactions and the creation of
presentations, which overall lead to professional development of competencies (Dmitrieva,
2019; Hrmo et al., 2020; Hsu et al., 2020). In recent years, mobile technologies have begun
to represent a new form of the learning process, which allows increasing the efficiency of
the entire learning process. The above confirms that the digitalization of employee training
changes the goals, principles, means and methods of educational processes, including tools
for controlling (Makarov and Sevastyanova, 2020). The advantage of e-learning is the
ability to train a large number of employees in a short time and the availability of these
courses. The disadvantages of e-learning are that employees need to motivate themselves,
as well as the time and effort required to develop and update e-learning programs, the
availability of computers and the limited experience of senior employees with the e-learning
method (Klug et al., 2009; Urbanaiciute 2020, et al.). For this reason, methods combining
e-learning with other direct education methods are often preferred, such as blended learning,
M learning etc. Given the need for lifelong education of an individual, self-education can be
included among the more widespread methods, which has become part of the educational
process and the basis for knowledge transfer (Dmitrieva et al., 2019; Nemec and Burak
2019) and within which digital technologies can also be used. Among the methods of
non-workplace education, lectures and conferences are also used in further education
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in social work, which we classify as non-workplace education methods. However, their

disadvantage is the time-consuming nature and only theoretical or factual focus, as well as

the passive participation of participants, while the advantage is the possibility of providing

a larger amount of information focusing on a specific topic in a short time to a larger

number of employees (Zakharova et al., 2017, Ivry et al., 2005, Hrmo, 2020; Monteiro

et al., 2020; Safie and Dmitrieva, 2019). Other methods used include a lecture followed
by a discussion, sometimes referred to as a seminar. Although it overcomes some of the
disadvantages of a lecture, it is a one-way flow of information and is difficult to prepare

(Antonacopoulou, 2000; Makarov and Sevastyanova, 2020; Akkermans et al., 2013). The

advantage is in the discussion, which can generate new ideas for solving problems and

allow participants to actively express themselves. All training methods represent a path

to employee development and have certain advantages and disadvantages (Stadick, 2020).

The combination of educational methods plays a key role in understanding and supporting

employee development and implementing development plans (Pinter et al., 2016; Thyer,

2019). Each method should lead to a deepening of knowledge, skills and consolidation of

competencies, thereby fulfilling the goals of the organization. When organizing educational

activities, whether the organization has sufficient resources for education and also the size
of the organization plays a key role. Larger organizations usually have an HR department, in
which a responsible employee (HR manager, HR consultant) is responsible for organizing
educational activities. The role of the HR manager is irreplaceable within the individual
phases of the educational cycle. In smaller organizations, all HR activities are often man-
aged by one person, who, however, is in charge of a number of activities and often cannot
devote sufficient attention to the concept of educational activities. The concept of HR work
in the organization is thus significantly reflected in the sophistication and effectiveness of

educational activities (Armstrong, 2020, 2015; Koubek 2015, 2011).

Based on the above, the research questions for this study are as follows:

RQ 1: What is the degree of dependence between further education and the following
variables — the size of the organization by the number of employees and the existence
of an HR department?

RQ 2: Is it possible to categorize educational methods into certain areas according to
preferences, or to find suitable combinations of educational methods based on the
frequency of their use?

III. Methods and Materials

Quantitative data was obtained by means of the quantitative research that was conducted
using the questionnaire survey method (n = 219). The questionnaire was set on the base
of a case study. It is based on theoretical knowledge, adult education, experience learning
a and competence learning. The questions were designed and formulated and tested. The
pilot test focused on understandability was done on 10 random respondents — social workers.
Subsequently validity and reliability were considered and those questions were designed
to align with research objectives. A total of 965 questionnaires were sent via an e-mail to
the managers of the social service organizations registered in Ministry of Labor and Social
Affairs of Czech Republic with a request for social workers to complete the questionnaire.
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219 questionnaires were received back, i.e., 23%. Respondents were asked to complete
a questionnaire via mail and phone. Respondents are in the position of the managers, 189
(86%) of respondents are women and 30 (14%) respondents are men. 63 (30%) are in the age
between 41-50 years, 57 (26%) respondents are in the age between 31-40 years, 42 (19%)
in the age between 51-57 years, 29 (13%) between 26-30 years, 11 (5%) between 58-63,
10 (5%) between 18-25 and in the age over 63 are 7 (3%) respondents. 186 respondents
are high school educatated. The characteristics of the sample of respondents are shown in
Table 1.

Table 1: Research sample — social workers

’ Characteristics \ Category ‘
Sector Public Ecclesiastical Private
154 (70.3%) 37 (16.9%) 28 (12,8%)
Market Regional Local National Global
125 (57.1%) | 43 (19,6%) | 38 (17.4%) 13 (5,9%)
Part of a larger Yes No
group of organizations 114 (52.1%) 105 (47,9%)
Size of the organization 1-9 10-49 50-249 250 and more
(number of employees in *%) | 28 (12,8%) | 87 (39,7%) | 81 (37.0%) | 23 (10,5%)
HR department existence Yes No
184 (84,0%) 35 (15.98%)

Source: Own processing (2023)

Factors such as organisational culture, attitude of supervisors to further training, personal
motivation of staff or specifics of the region are important factors, that can influence the
respondents. Nevertheless in the research sample were addressed organisation accross the
whole Czech Republic and the education of social workers is based on the Act No. 108/2006
on Social Services, §111.

This study is valued as a pilot study of specific group of social workers in manager positions.
This approach would position the findings as preliminary but valuable for generation hy-
potheses and guiding future research with larger samples.

The first research question focused on identifying the relations (dependencies) between the
identified variables such as the size of the organization, the existence of an HR department
and the training provided using the methods and forms of further education. Two separate
tests were conducted to answer the question. The mutual relations between variables could
be investigated by multi-dimensional analysis, which would reveal other relations and could
be the subject of further follow-up research.

Table 2: Overview of the quantities investigated

Basic variables

Size by number of employees

Existing of an HR department

Source: Own processing (2023)
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To answer the question, research conducted by means of a questionnaire survey among
employees (n = 219), which focused on methods of further education, was used. During
the research, ethical research codes were followed, and the anonymity of the respondents
was maintained. Respondents were addressed by e-mail with informed consent and data
protection measures. By this way were full ethic aspects of the research.

The results were analyzed using statistical tools — the dependence test (y2) and Cramer’s
V measurement. The significant value level was chosen as @ = 0.05. The strength of
dependence was calculated using Cramer’s V measurement, which is within 0 <V < 1.
Used descriptive analysis and y?2 test ensure that the results are robust and interpretable
within the constraints of the sample.

In cases where the determined p-value was below the significance level @ = 0.05, the
null hypothesis was rejected because the research demonstrated statistical dependence
between the qualitative variables. In these cases, the strength of dependence was determined
using Cramer’s V coeflicient. The results of the strength of correlation were interpreted in
accordance with the categories in De Vaus (2014). For the purposes of the dependence test
performance, the answers in the questionnaire were formulated into the structure required.
To answer RQ 1, the following hypotheses were formed and tested:

Hp1: The education provided using the methods and forms of further education does not
depend on the existence of an HR department.

Hp2: The education provided using the methods and forms of further education does not
depend on the size of the organization.

To answer RQ 2 focused on whether it is possible to categorize the educational methods into
certain areas according to the preferences or find suitable combinations of the educational
methods on the basis of the frequency of their use was performed a factor analysis. The aim
of the factor analysis was to explore combinations of the educational methods and forms and
to reveal the factors that influence the behavior of the research sample. In order to identify
the interrelations between the variables, the results obtained by the descriptive statistics
were further processed by the factor analysis. In the factor analysis (after performing the
correlation analysis and the principal component analysis), the Varimax method and the
Kaiser-Guttman rule were used to select the main factors (Anderson, 2013). The data was
processed only when the value of the significant factors was higher than 1; the values
exceeding the 0.3 threshold were considered significant. The data were processed and
evaluated using IBM SPSS Statistics 26 statistical software.

Based on the results of the case study, the literature review and the professional articles
in the WOS and Scopus database, the following methods and forms of education were
determined as the subject of the research:

% Self-education
* Work on projects
* Coaching

*

Mentoring

*

Internship in a foreign facility
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*

E-learning

*

Outdoor learning/training

The internet

*

Video conference

*

Job rotation

*

* Professional lectures

The disadvantage and limitation of the questionnaire survey is considered to be in the fact
that the theories used by the researcher may not correspond to local customs, furthermore,
he may omit some phenomena due to the fact that he focuses only on a particular theory in
his research. Last but not least, the knowledge acquired may be too general for application
in the local conditions (Hendl, 2005). The fact that the return rate of the questionnaires
was lower than was assumed within the research can also be marked as a limit for the
conclusions. The questionnaire was designed using the Survio platform and the link to the
questionnaire was included in the cover email. The level of response was extremely low, the
respondents were asked repeatedly. For next studies it will be convenient to involve a larger
number of social workers and choose other research methods such as focus group, interview,
mini interview are. Non respondents could not affect results, respondents are members of
social work community, and this study is based on results of respondents. Low level of
responses can skew results, nevertheless the results are gathered in all organization within
Czech Republic, and it is possible to note, that non respondents were busy and overloaded.

IV. Results

As part of RQ 1, statistically significant dependencies between the further education and
the characteristics of the organization that implements the education and development of
employees were determined. The dependencies were evaluated (Table 3) and the charac-
teristics of the organization, such as the sector of operation, the fact whether the organization
is part of a larger group of organizations, the market of operation, the existence of an HR
department and the size of the organization, were tested.

Table 3: Results of the dependence test

Characteristics HR department  Size

p-value/Cramer’s V

Education provided using 0.0216/0.155 0.469/ —
methods and forms of further
education

Source: Own processing (2023)

Considering the results achieved, it can be summarized that:

* The education provided using the methods and forms of further education of workers
depends on the existence of the HR department in the organization (the dependency
strength of 0.155 is low).
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* The education provided using the methods and forms of further education of workers
does not depend on the size of the organization.

The results can be attributed to the fact that the activity of the organization in a particular
market influences the choice of the training methods that the organization implements. The
organizations with an international scope of activity will make more use of the internships
abroad and the conferences, while the organizations with a local scope of activity will
use more, for example, the job rotation, the mentoring and the self-education. The impact
of an HR department existence can be seen mainly in the planning and incorporating of
new methods into the further education, in the feedback creation and the effectiveness
evaluation, see Table 3.

The RQ 2 aimed to categorize the methods of further education according to the frequency
of use of the further education methods. The factor analysis of educational methods was
used to answer this question.

Table 4: The methods used for the employee further education

Variables Number of responses Share
Self-education 181 82,60%
Outdoor learning/training 2 14,60%
Coaching 47 21,50%
Mentoring 58 26,50%
Internet 109 49,80%
Conference/Video conference 32 14,60%
E-learning 49 22,40%
Job rotation 49 22,40%
Professional lectures/seminars 190 86,80%
Work on projects 64 29,20%
Internship in a foreign institution 13 5,90%

Source: Own processing (2023)

The frequency results showed (Tab. 4) that professional lectures and seminars, self-educa-
tion and the Internet are the methods used the most. Subsequently, the combination of
training methods used by workers was surveyed.

For this purpose, a total of 3 factors were identified, which explain 55% of the behavior of
the sample examined, see Table 5.

Table 5: Factor analysis results

Factor | Total variance value | Variance value in % | Total percentage variance in %
1 3.299 29.987 29.987
2 1.726 15.694 45.681
3 1.050 9.547 55.228

Source: Own processing (2023)
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The first factor groups the variables (the educational methods used) of the video conferences
(0.377), the e-learning (0.324) and the mentoring (0.245), with this factor explaining almost
30% of the sample’s behavior (Table 6). The coefficient values for the first factor range
from 0.377-0.245. The first factor is called “Self-development”. It explains the behavior
of a sample of almost 30% of organizations and is made up of variables such as the
conference (0.377), the mentoring (0.345) and the e-learning (0.324). The second factor,
called “Employee development within the organization” explains the behavior of almost
16% of the sample surveyed and is made up of the variables of the internship in a foreign
branch (0.506), the professional lectures (0.392) and the job rotations (0.310). The third
factor, called “Increasing knowledge by means of self-study”, explaining the behavior of
almost 10% of workers, includes the variables of the self-education (0.433) and the Internet
(0.428) (Table 6).

Table 6: Detailed results of the factor analysis

Variables Factor 1 Factor 2 Factor 3
Self-education 0.024 —-0.029 0.433
Outdoor learning/training 0.074 0.238 -0.164
Coaching 0.191 0.151 -0.009
Mentoring 0.345 0.042 0.059
Internet 0.094 —-0.069 0.428
Conferences/Videoconferences 0.377 -0.191 -0.002
E-learning 0.324 -0.108 0.149
Internship in a foreign branch —-0.205 0.506 0.012
Job rotation -0343 0.310 0.236
Expert lectures/seminars —-0.100 0.392 0.043
Work on projects 0.034 0.284 -0.321
Total in % 29.922 15.615 9.590
Factor Self-development | Employee Increasing
development within | knowledge by
the organisation means of self-study

Source: Own processing (2023)

The most statistically significant factor is the factor 1, called “Self-development”, which
explains the behaviour of 30% of employees. In this case, the variables of the video
conferencing, the mentoring and the e-learning are explained. The advantages of video
conferencing are in the narrow, professional focus, the time saving, the opportunity to join
in a subsequent discussion and establish contact with the lecturer and other professionals
of this area. In social work it is a mean to create a community of experts and to establish
international cooperation. E-learning represents a significant advantage especially for the
achievement of educational goals that have already been determined in advance (Torriente
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et al., 2020). The participant of an e-learning program can choose courses that correspond
directly to the objectives set in the personal development plan. Another advantage is in time
flexibility (Makarov and Sevastyanova, 2020). Disadvantages include mainly the absence
of a lecturer or a speaker and the difficulty in establishing a discussion or contact with other
attendees (Yadegaridehkordi et al., 2019). Next education is in Czech Republic given by
low and e-learning is one of the methods to save time a also it is a mean to education aim
reach. Disadvantages also include the evaluation of the educational effectiveness, which
has been the subject of much research in e-learning programmes. Mentoring, on the other
hand, is an educational method where interaction between the learner and the mentor is
necessary (Persaud, 2020) and it in social work it is one of the most important methods
to present knowledge. It is a guidance, a transfer of experience that is directly targeted to
the given area of education. The choice of mentor could represent an important part of
management, mutual cooperation should be satisfactory to both sides (Choi et al., 2020).
This method is mainly used for new workers training or for training the existing workers for
new positions. It is concerned with sharing work experience leading to the acquisition of
skills and practices required. This method is very narrowly targeted and focused primarily
on professional development (Safie et al., 2018). The education by means of mentoring and
coaching is implemented in many professional positions in social area, the importance is in
the transfer of knowledge and experience from the person of a mentor or coach to a specific
person. The mentoring method is also applied in the area of training new social workers
this method enables immediate feedback and, moreover, it requires from the trainee to pay
attention throughout the whole lesson or course.

These three variables — training methods — will be chosen by the employees who want
to improve their knowledge and skills and are interested in passing on their experience.
The first factor characterizes employees who prefer such educational methods in further
education, which are based on subjective choice, possibly correspond to the employee
development plan and strategic plan of the organization. By means of these methods (the
video conferencing and the e-learning), the social workers are able to reflect the require-
ments in their plan and, at the same time, they perceive mentoring as the most effective
method that will lead them to the goals set. On the contrary, these employees do not
use methods that show a quantitative aspect of education, such as the job rotation and
outdoor learning/training. These are primarily educational methods that lead directly to
the goals set in the worker’s development plan. Considering the nature of the predominant
educational methods, it can be concluded that the factor 1, which is mainly focused on the
self-development, affects especially those workers who have a set personal development
plan, receive feedback from their direct supervisors, discuss their plans with a mentor and
are motivated to educate themselves systematically,

For these three variables, which characterize the first factor, i.e., the video conferences,
the e-learning and the mentoring, time flexibility can be mentioned as an advantage,
as the implementation directly reflects the requirements of the learner, followed by the
accessibility and comfort. Current research predicts an increasing trend in the use of
e-learning and the Internet teaching methods (Li, 2020; Lin et al., 2017). Based on their
research, Urbanaviciute et al. (2020) state that the new generation of millennials, called
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the digital generation, shows different approaches to education, using especially social
networks and the Internet, and due to their influence, these teaching methods enter the
educational processes at universities (Urbanaviciute et al., 2020).

The second factor, which explains the behavior of 16% of employees, called “Employee
development within the whole organization” operates with the variables of the internships
in a foreign branch, the professional lectures and the job rotations. All three learning
methods are characterized by gaining experience outside the workplace. These are the
methods that lead to gaining experience from another environment and then implementing
it in the existing workplace. These methods are characterized by a common requirement
for effective implementation, namely the pedagogical support of the institution where
the education is implemented (Viens et al., 2020). It characterizes workers who prefer
educational methods that have a specific quantitative aspect. These are the internship
in a foreign branch, the professional lectures and the job rotation. On the basis of the
prevailing educational methods, it is possible to conclude that the workers are characterized
by a work activity that is based on practical experience and is, to some extent, quantifiable
and measurable, possibly comparable across different departments (the job rotation) or
branches of the organization (the internship in a foreign branch). It follows from this that
the subjective insight of the superiors, the sharing of work experience or the team evaluation
of education are important for these educational methods. Training methods focusing on
the practical experience and the acquisition of specific professional/practical knowledge in
a particular area can have a significant impact on the motivation, the integration into the
team, the teamwork and the cooperation between branches. They enable the vocation of each
employee individually within the section or branch, where he is the greatest contribution
to the team, considering the knowledge acquired and the knowledge newly gained. They
also allow the manager to further estimate the given employee’s potential and talent, and
to work out the career plan or the employee development plan. Therefore, it is appropriate
to implement these educational methods in the workplace where teamwork, monitoring
from the direct superiors and sharing of the work experience prevail. At the same time, it
is necessary to evaluate motivation, the career growth, the teamwork and the position in
the collective from the point of view of the educational management. These steps should
lead to the employees’ development and turnover elimination.

The third factor called “Increasing knowledge by means of self-study” operates with the
variables of self-education and the Internet. Both teaching methods are characterized by the
acquisition of knowledge that directly corresponds to the requirements of the job position
and its subsequent implementation into practice. The disadvantages are in the absence of
feedback, the absence of the evaluation method and the absence of the support from the
trainer or the pedagogical support from the institution that would organize the education
(Van Rosenberg et al., 2022). The third factor, which affects the behavior of 10% of the
sample, contained the educational methods of the self-education and the Internet. Both of
these methods have significant positives and negatives. The positive benefit is primarily
in time flexibility, and the possibility of choosing a study subject. However, the absence
of feedback, the absence of a tutor and the absence of an evaluation method that would
assess the effectiveness of these forms of education brings a significant risk of unsystematic,
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haphazard education. This conclusion can also be confirmed by the absence of another
variable, or the low value of these variables in the factor three, such as the mentoring or the
coaching, which would guarantee that the training is guided in the right direction. Overall,
based on the educational methods covered, it can be concluded that this factor describes
the employees with the absence of any development or education plan.

It is possible to state that the education of employees by means of the methods and
forms of further education is a key point from which the subsequent planning of the
employee education and the development of the whole organization further develop. There
is important the role of HR department or HR manager and this statements is confirmed
by this pilot study.

For an organization, the implementation of education is a high-cost investment, however,
the strategic development of human resources is closely related to the growth of the
entire organization and the reduction of the turnover rate. However, the research results
confirmed that the combination of methods and forms of further education is important.
The combination of the methods and forms of further education enables more effective
education, and its implementation is important above all for the development of the whole
organization and its the overall strategy. The results confirmed both the relation between
the further education and the role of the HR manager in the company. This fact points to the
absence of the HR management in social services and confirms the importance of working
with the employee development. In the Czech environment, for many years, we have been
witnessing such practicalities that the human resource management, and therefore also the
management of further education, are dealt by the social workers themselves, who perform
this activity within the social worker position, although they are not equipped with sufficient
knowledge in the area of the HR management. Further education increases the motivation
and willingness of workers to further participate in the running of the whole company.
The three preferred methods of education — the professional lectures and seminars, the
self-education and the Internet point to the absence of feedback after the educational event
implementation. In the long term, this result may be a problem in connection with the
effectiveness of educational methods measuring. The overall impact on the organization
can be negative from the point of view of both the increasing costs and the absence of such
training methods that would, for example, lead to an increase in competences.
Altogether, the problem can therefore be seen primarily in the gaps in the management
of further education, which should further focus on the effectiveness of each individual
method and form of education and the assessment of further education from the point
of view of the employee development plans and the strategic plans for education set in
the organization. The diagram proposed in Figure 2 shows very close interdependence of
the educational goals, the methods of education and the strategic plans for education and
development. The human resources department plays a key role in the entire process at the
same time, (Fig. 2).
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Figure 2: Choice of the further education method

Strategic plan for
further education

Methods
Education and
HR department
goa_ls » forms of » =
EEEg further Employee
educatio development

\ plans

Source: Own processing (2023)

The figure 2 presents the link among education goals setting, strategic plan for further
education and employee developments plans. The results showed that in the education
process is strong bond between methods and forms of further education and work of HR
department.

The factor analysis results showed that the preferences for each individual educational
method differ according to the focus of the given employee within the given workplace and
work role.

Employees preferring the self-development tend to use the methods of video conferencing,
e-learning and mentoring, which guarantee them education according to a clearly defined
and set plan.

On the contrary, the workers who work in organizations where further education is based
on practical experience prefer the job rotation, the internship in a foreign branch or the
professional lectures.

The third factor revealed a group of employees who prefer a combination of the self-edu-
cation methods and the Internet, i.e., they prefer such education methods that allow the
self-study, therefore this factor was called the self-study. However, these methods lack any
feedback and possibility to evaluate the effectiveness of the educational method, which can
cause a problem in meeting the educational objectives.

V. Discussion

As stated by Andreev (2018), effectiveness can be assessed from the point of view of
the professional, pedagogical and economic effectiveness. The results from the case study
indicate an absence of the professional effectiveness, which could have enabled constructive
feedback, which is lacking in the social services. Employee training is a long-term strategic
plan that requires both changing work behavior and motivating employees (Urbancova et al.,
2018; Azzouzi et al., 2020). Banister et al. (2020) also state that the motivation is related
to the workers’ participation in the training itself. The results of the dependence tests
clearly confirm the relation between the evaluation of further education and the employee
motivation plans, as well as between the evaluation of further education and the strategic
training plans.
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The factor analysis revealed three combinations of the educational methods and forms that
explain the behavior of the workers participating in further education. The first combination
of methods and forms is the combination of the conferences, the mentoring and the
e-learning. The results of the research conducted demonstrate a strong “self-development”
factor, which corresponds with the results of the research by Makarov and Sevastyanova
(2020) also confirming the increase in the use of the teaching methods mentioned and their
connection with the identification of the educational needs and the influence on the tools for
controlling the effectiveness of education (Makarov and Sevastyanovd, 2020). This agree-
ment can be also seen in the study by Hrma (2020), who deals with the development of
competences by means of the identification of the learning needs. The results of the research
agree with the increasing incidence of the E-learning method, which is also pointed out in
the research by Liu et al. (2020) and Parks et al. (2020), who points out the connection with
the arrival of younger generations and the changing preferences in educational methods.
Urbancova and Vrabcova (2023) also emphasize the need to differentiate educational plans,
forms and methods according to particular groups of employees, their preferences and
individual needs.

Another group consists of workers who focus on their own development by gaining expe-
rience within the organization, possibly in its branch and primarily use the methods of the
job rotation at the workplace and the internship in a branch or a foreign branch (Tanasescu,
2015). This group of workers prefers acquiring knowledge and experience from another
environment and then implementing the acquired knowledge in their practice. At the same
time, it is possible to see a common element in both training methods, and that is the
pedagogical or professional support of the organizations implementing these educational
methods, as well as the existence of feedback. The element of pedagogical and professional
support is also mentioned by Klug and Hausberger (2009) in their study; moreover, the
research revealed feedback to be an important element in the area researched.

The third group characterizes workers who improve by means of the Internet and the self-
study, and the absence of further education planning and the feedback can be assumed here.
The results correspond to the conclusion of the study by Lorincova (2018) and Kouriantagis
et al. (2019), who state the absence of feedback to be a significant deficiency in the self-
study.

The survey results show that the professional lectures, the self-education and the Internet
belong among the methods and forms of the employee education used the most. The
research confirmed the same conclusion as did the authors of Kourgiantakis et al. (2019)
which is that the social workers further education needs are highly individual and should
not reflect only the organizational goals. The importance of the HR manager’s role lies in
an accurate estimate of the abilities and talents of each social worker in order to utilize their
potential. The methods and forms of further education are an important means ensuring the
further education implementation. However, as shown in the study (Jefferies at al., 2023)
the education of social workers should be realized et high school and reflect developing
global standards for the education and training of the social work profession (Sewpaul
et al., 2005). The results of this study are in agree of study of Raheja (2015), where is
training and development taken as a function of human resource management concerned
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with organizational activity aimed at bettering the performance of individuals and groups
in organizational settings. It has been known by several names, including “human resource
development”, and “learning and development”. Given that the results proved the methods
and forms of professional lectures and seminars, the Internet and the self-education to
be the methods used among employees the most, it is possible to observe a certain level
of participation in further education. In this conclusion, we can agree with the findings
of the studies by Hrma (2020), Makarova and Sevastyanova (2020) and Safie, Dmitrieva
(2019) and Karim (2018). Based on the results, it is also possible to presume a learning
direction leading from the expert interpretation to completing the necessary knowledge by
means of the self-education and the subsequent search on the Internet. This direction in
further education corresponds with the results of studies by Li (2013), Thierman (2016)
and Dmitrieva (2019).

Based on the tests conducted, the dependence between the HR department and the further
education, and was confirmed.

The results are in line with those of Urbancova and Vrabcova (2023; 2020); Bethere et al.
(2016) and Tomuletie (2009), Mahadevan et a. (2019) i.e. that the task of HR is to formu-
late educational goals and choose forms and methods of education in accordance with the
plans for education and the strategic goals of the organization and building a skillful and
knowledgeable workforce is one of the most vital activities in an organization to ensure
high level of competency. An important task of the HR worker or the HR department is to
check whether the educational goals are in line with the strategic goals of the organization
and to help to fulfill them.

The results of the study showed that it is necessary to develop tailoring educational plans to
individual and organizational needs and strengthen the role of HR departments in aligning
education with strategic goals.

The results confirm the importance of HR department in the form of feedback, planning
of the education, realization and identification of needs of education. The new finding
out in the process of social work education is using of on-line form and using of digital
technologies, what can be determinated by the various causes, for example due to time
constraints, high level of demands on social workers, high costs and reduces budget for
social area. It is necessary to focus on evaluation of education process, competency in
social area, identification of education goals and education needs in next research.

V1. Conclusion

The main objective of the article is to assess the influence of the factors selected on the
choice of the methods and forms of the employee training in the organization. The sub-
objectives are then:
* categorization of the educational methods selected according to the preferences of
each individual type of social workers;
* on the basis of the results obtained, the objective is to formulate suggestions and
recommendations for the organizations employing social workers, which will lead
to improvements in the field of education of social workers.
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The results of the dependence test showed that the existence of the HR department have
influence on the further education. Then, the aim was to find the appropriate combination
of the educational methods used within the further education in social services. The results
show that the factor analysis of the educational methods used to train and develop social
service workers helped to support and describe and characterize the choice of the training
methods and their combination.

The influence of the HR department on further education is also confirmed by Bethere et
al. (2016) and Tomuletie (2009) in their study. The results confirm the importance of HR
department and the role of HR managers in setting of combination of education methods
for example blended learning approaches e.g., pairing mentoring with online courses. The
further education management has to also reflect the development in educational methods,
where the research conducted confirms the direction towards the digitalization of the
educational methods. The same shift is proved by Makarov and Sevastyanova (2020), who
confirmed the shift to the methods using the digitization and the Internet. They also pointed
out that the digitization changes the goals, principles, means and methods of teaching
processes, including the tools for controlling (Makarov, Sevastyanova, 2020). The methods
of the further education evaluation are addressed in the research studies (Karim, 2018)
exploring a new approach to the further education evaluation.

In view of the results obtained, the following recommendations can be summarized and
proposed:

* When identifying the training needs, it is necessary to proceed from the organiza-
tional level through the team level up to the individual level, i.e., to the training
plan of each employee, and to select training methods or a suitable combination of
training methods. The identification of the educational methods is a key element in
the educational process, or more precisely in setting educational goals and planning
educational activities. An appropriate combination of training methods leads to the
effective achievement of the objectives set out in the training plan and should reflect
the organizational strategy, the team culture and the training needs and goals of the
employee.

* Considering the results of the research as well as the findings presented in profes-
sional sources and publications, it is possible to recommend that organizations focus
on a combination of educational methods and methods using digital technologies,
with e-learning or blended learning — pairing mentoring or coaching with online
courses appearing to be ideal. Thus, this combination of training methods will reflect
the individual needs and preferences of a wide range of employees, which is in line
with the results of the factor analysis, which showed that the preferences for each
individual training method differ according to the focus of the given employee within
the given job and job role. The combination of a wider spectrum of educational
methods thus reflects the needs of both workers and the organization. The three
identified factors self-development, organizational development, and self-study and
implicite methods combination for educational planning.



216

Gabriela Jezkovd Petrii, Markéta Snydrovd: Factors Influencing the Choice of the
Methods and Forms of Education of Social Workers in the Czech Republic

Organization oriented to self-development should use the combination of education
methods as video conferencing, the mentoring and the e-learning. Organization ori-
ented to organizational development should use the internships in a foreign branch,
the professional lectures and the job rotations and organization where workers prefer
self-study should combine self-education and the Internet.

This research adds to existing knowledge, particularly in the context of social ser-
vices or HR management descriped combination of education methods, that can be
an instruction for managers in other organization. The study identifies specific orga-
nizational characteristics that influence training choices, which can guide tailored
educational strategies.

The study confirms the growing importance of combining digital and face-to-face
training methods, especially in aligning with individual employee needs.

Organization should use blended learning approaches e.g., pairing mentoring with
online courses.

HR departments should integrate feedback mechanisms into self-study methods or
evaluate educational effectiveness with tools as questionnaire, tests, self-evaluated
forms and interview are. HR managers should set education evaluating at regular
intervals.

The results of the research conducted showed that one factor plays a key role in the
choice and use of the educational methods and forms, namely the existence of a per-
sonnel department. The task of HR department is to set the strategic goals (Fig. 2),
plan education process, set the combination of education methods and evaluate the
strategic goals and personal goals of education to be in agreement. This fact should
be reflected in the approach to education and its methods in all types of organizations.
An important outcome of this research is that the choice of methods must reflect the
organizational goals, as mentioned above, and the needs of the organization.

The limits of the research can be seen in the specificity of the set of organizations on which
the research was conducted, which were the organizations in the area of social services.
Further research should focus on the effectiveness of education evaluation and the extension
of competences by means of further education. Specific future research should investigate
the role of employee demographics (age, gender, education) in shaping educational
preferences, compare the effectiveness of educational methods across different sectors
or countries and incorporate qualitative methods to explore the subjective experiences of
employees with different training methods.



DANUBE, 16(2), 198-222, DOI: 10.2478/danb-2025-0010 217

References

Adams, K. B. etal. (2009). Limitations of evidence-based practice for social work education:
Unpacking the complexity. Journal of Social Work Education, 45(2), pp. 165-186. doi:10.
5175/ISWE.2009.200700105.

Akkermans, J, A. H., De Lange, B., Van der Heijden, D. (2013). The role of Career Compe-
tencies in Job Demands. Resources model, 83(3), pp. 356-366. ISSN 0001-8791.
Andreev, A. L. (2018). Sociology as a tool of pedagogical intelligence. Vysshee Obrazo-
vanie v Rossii, 27(5), pp. 121-129.

Antonacopoulou, E. (2000). Employee development through self-development in three
retail banks. Personnel Review,29(4), pp. 491-508. https://doi.org/10.1108/004834800102
96294.

Archer-Kuhn, B., Mackinnon, S. L. (2020). Inquiry-based Learning in Higher Education:
A Pedagogy of Trust. Journal of Education and Training Studies, 8(9). doi:10.11114/jets.
v8i9.4929.

Armstrong, M., Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management
Practice. 15th. edition. London: KoganPage. 800 pages. ISBN 978-1-78966-103-3.
Armstrong, M., Taylor, S. (2015). Rizeni lidskych zdrojii: moderni pojeti a postupy. 13.
vydani. Praha: Grada Publishing. 928 s. ISBN 978-80-247-5258-7.

Arnold, J. et al. (2016). Psychologie prdce: Porozumeéni lidskému chovdni. Harlow: Pearson
Education. 808 s. ISBN 97812920634009.

Azzouzi, S. et al. (2020). Study of E-Learning System Based on Cloud Computing: A Sur-
vey. Advances in Intellingent Systems and Computing. 941.

Banister, G. L., Portney, G., Vega-Barachowitz, C. et al. (2020). The interprofessional dedi-
cated education unit: Design, implementation and evaluation of aninnovative model for
fostering interprofessional collaborative practice. Journal of Interprofessional Education
and Practice 19. https://doi.org/10.1016/j.xjep.2019.100308.

Bennett, S., Saks, L. V. (2006). Field notes: A conceptual application of attachment theory
and research to the social work student-field instruktor supervisory relationship. Journal
of Social Work Education, 42(3), pp 669-382.

Bethere, D., Neimane, 1., Usca, S. (2016). The Opportunities of Teachers’ Further Education
Model Improvement in the Context of Inclusive Education Reform. Prezented at Iclel Confer-
ences, July 2016, Sakarya, Turkey.

Coffey, M., Dugdill, L., Tattarsall, A. (2009). Working in the Public Sector: A case study
of social services. Journal of Social Work, 9(4), pp. 420-442. ISSN 1468-0173.

Corsby, Ch., Jones, R. (2020). Observation, evaluation and coaching: the local ordeliness of
‘seeing’ performace. Sport Education and Society, 25(3), pp. 348-358. ISSN 1357-3322.
Dmitrieva, S. N., Evdokarova, N. A., Abramova, A. N., Okoneshikova, N. V. (2019). Imple-
mentation of the model of the self-education pedagogical support for university students
in the Republic of Saha (Yakutia). Espacios, 40(12).

Dodge, L., Bushway, D. J., Long, C. S. (2023). A Leader’s Guide to Competency-Based
Education: From Inception to Implementation. London: Taylor & Francis. 176 p. ISBN
9781000978575.



218 Gabriela Jezkovd Petrii, Markéta Snydrovd: Factors Influencing the Choice of the
Methods and Forms of Education of Social Workers in the Czech Republic

Echegaray, L., Martin, J. G. (2019). What skills and competencies are required of marketing
graduates in the Spanish business-to-business sector? A content analysis of listings on on-
line job portals. Esic Market Economics and Business Journal, 50(3), pp. 515-536. doi: 10.
7200/esicm.164.0503.2.

Elichova, M. (2017). Socidlni prdce. Aktudlni otdzky. Grada Publishing. 264 s. ISBN 9788
027198030.

Faber, K., Lopez, V., Prescher, T. (2012) ‘I-learn’: Developing a new approach in higher
education for lifelong learning. European Journal of Higher Education, 2(1-3), pp. 1-16.
Farr, L. J., Tippins, T. N. (2017). Handbook of Employee Selection. London and New York:
Routledge. 1005 p. ISBN 978-1-138-91549-7.

Mu, F.,Hatch,J. (2024). Innovations in the case method of teaching management, 2000-2024:
A scoping review. International Journal of Management Education, 23(2). https://doi.org/
10.1016/j.ijme.2025.101150.

Garvey, R. et al. (2010). Coaching and Mentoring: Theory and Practice. Book Review.
Network Journal.

Having, K., Pharris, A., Mcleod, D. A., Natale A. P. (2020). Assessing new child welfare
worker competency though social simulation with standardized clients: rubric development
and pilot testing. Journal of Public Child Welfare. doi:10.1080/15548732.2020.1724237.
Hertz, B. et al. (2022). A pedagogical model for effective online teacher professsional
development — findings form the Teacher Academy initiative of the European Commission.
European Journal of Education. doi:10.1111/ejed.12486.

Hrmo, R., Mistina, J., Jurinova, J., Kristofiakova, L. (2020). Software Platform for the Sec-
ondary Technical School E-Learning Course. Advances in Intelligent Systems and Com-
puting, 916, pp. 855-865. doi:10.1007/978-3-030-11932-4_79.

Hsu, Yc., Wang, Cw., Lan, Jb. (2020). Evaluation the performance of employee assistance
programs (EAP): a checklist development from a large sample of public agencies. Asia
Pacific Journal of Management, 37(3), pp. 935-955. ISSN 0217-4561.

Choi, K., Maas, E. T., Koehoorn, M., McLeod, C. B. (2020). Time to Return to Work Fol-
lowing Workplace Violence among Direct Healthcare and Social Workers. Occupational
and Environmental Medicine, 77(3), pp. 160-167. doi:10.1136/oemed-2019-106211.
Ivry, J. et al. (2005). Field station: A model for education social work students for geriatric
social work practice. Journal of Social Work Education, 41(3), pp. 407-425. ISSN 1043-
7797.

Jefferies, G., Davis, C., Mason, J., Yadav, R. (2023). Using simulation to prepare social work
students for field education. Social work education, 43(5), pp. 1369—1383. doi:10.1080/02
615479.2023.2185219.

Jiménez, S., Judrez-Ramirez, R., Castillo, V. H., Ramirez-Noriega, A. (2018). Integrating
effective learning into inteligent tutoring systems. Universal Access in the Information
Society, 17(4), pp. 679-92.

Karim, A. A., Darman, M., Yunus, M. (2018). The Effectivity of Authentic Assessment
Based Character Education Evaluation Model. TEM Journal, 7(3). ISSN 2217-8309.
doi:10.18421/TEM73-04. https://dx.doi.org/10.18421/TEM73-04.



DANUBE, 16(2), 198-222, DOI: 10.2478/danb-2025-0010 219

Klug, M., Hausberger, P. (2009). Motivaton of Students for Futher Education in Simulation
by an Applied Example in a Related Other Course in Engineering Education — A Case Study.
Proceedings of the 2009 Winter Simulation Conference (Wsc2009), 1(4), pp. 248-255.
Knottenbelt, M. (2020). Benefits of Blended Learning in Nursing and Midwifery Education.
AD instrument. https://www.adinstruments.com/blog/benefits-blended-learning-nursing-
and-midwifery-education.

Kolb, D. A. (2014). Experience as the Source of Learning and Development. Pearson Edu-
cation. 416 s. ISBN 9780133892505.

Korneshchuk, V. V., Muzyka, Y. O. (2014). Interactive education in the system of training
of prospective social workers. Science and Education a New Dimension. Pedagogy and
Psychology, 11(8), No. 16.

Koskimaki, M. et al. (2020). Continuing professional development among social and health-
care educators. Scandinavian Journal of Caring Sciences. ISSN 0283-931.

Koubek, J. (2015). Rizeni lidskych zdrojii: zdklady moderni personalistiky. Praha: Manage-
ment Press. 399 s. ISBN 978-80-7261-288-8.

Koubek, J. (2011). Persondlni prdce v malych a strednich firmdch. 4. aktualizované a dopl-
néné vydani. Praha: Grada Publishing. 288 s. ISBN 9788024770833.

Kourgiantakis, T. et al. (2019). The Importance of Feedback in Preparing Social Work
Students for Field Education. Clinical Social Work Journal, 47(1), pp. 124-133. ISSN
0091-1674.

Kushnir, L. (2022). Referentiality mechanisms in EU education policymaking: The case of
the European Education Area. European Journal of Education. doi:10.1111/ejed.12485.
Li, Y. (2013). Cultivating Student Global Competence: A Pilot Experimental Study. Deci-
sion Sciences, 11(1), pp. 125-143. https://doi-org.ezproxy.lib.cas.cz/10.1111/j.1540-4609.
2012.00371.x. doi:10.1080/02568543.2021.1880993.

Lin, C., Sanders, K. (2017). HRM and innovation; a multi-level organisation learning per-
spective. Human Resource Management Journal,27(2), pp. 300-317. doi:10.1111/1748-85
83.12127.

Liu, J.J. W, Reed, M. J., Fung, K. (2020). Advancements to the Multi-System Model of Re-
silience: updates from empirical evidence. Heliyon. doi:10.1016/j.heliyon.2020.e04831.
Lorincov4, T., Tomkov4, A. (2018). Managerial competences in the area of development
of employees in the contextof gender differences. Proceedings. Off the 32nd International
Business Information Management Associtation Conference, IBIMA 2018 — Vision 2020.
Sustainable Economic Development and Application of Innovation Management from
Regional expansion to Global Growth (7283—7288). November 2018, Seville Spain.
Mahadevan, A., Yap, M. H. (2019). Impacts of Training Methods on Employee Performance
in a Direct Selling Organization, Malaysia. IOSR Journal of Business and Management,
21(10), pp. 07—14. ISSN: 2319-7668.

Makarov, S. I, Sevastyanova S. A. (2020). Information modeling of the students’ residual
knowledge level. Advances in Intelligent Systems and Computing, 908, pp. 502-589. ISSN
1804-536X (Print) ISSN 1805-8868 (Online).



220 Gabriela Jezkovd Petrii, Markéta Snydrovd: Factors Influencing the Choice of the
Methods and Forms of Education of Social Workers in the Czech Republic

Martin, S. C., Gonzélez, M. C., Gonzélez, S. S. (2019). The professional development of
Pedagogy students: Level of acquired competences. Revista Brasileira de Orientacao Pro-
fissional, 20(1), pp. 31-44.

Masadeh, R., Alanazeh, O., Jawabreh, O. et al. (2019). The association among employees’
communication skills, image formation and tourist behaviour: perceptions of hospitality
management students in Jordan. International Journal of Culture, Tourism and Hospitality
Research, 13(3), pp. 257-272. doi:10.1108/IICTHR-02-2018-0028.

Monteiro, S. et al. (2020). Self-perceived competency and self-perceived employability in
higher education: the mediating role of career adaptability. Journal of Further and Higher
Education, 44(3), pp 408-422.

Nemec, J., Burak, E. (2019). Comparative analysis of the on job training for tax officials
in V4 countries. Teaching Public Administration, 37(1), pp. 3—11. https://doi.org/10.1177/
0144739418770488.

Parks, K. M. A. et al. (2020). Statistical Learning and Social Competency: The Mediating
Role of Language. Scientific Reports, 10(1).

Persaud, A. (2020). Key competencies for big data analytics professions: a multimethod
study. Information Technology and People. doi:10.1108/ITP-06-2019-0290.

Phelan, J. E. (2015). The Use of E-Learning in Social Work Education. Social work. doi:

10.1093/sw/swv010.

Pinter, R., Jereb, E., Cudanov, M., Urh, M. (2016). Interest in Currency Trading Learning
— Preferred Methods and Motivational Factors. Organizacij, 49(1), pp. 13-14.

Poulter, J. (2005). Integrating theory and practice: A new heuristic paradigma for social
practice. Australian Social Work, 58(2), pp. 199-212. doi:10.15270/49-2-62.

Raheja, K. (2015). Methods of training and development. Innovative Journal of Business
and Management, 4, pp. 35-41. ISSN 2277-4947.

Safie, A. B., Mohd Arshad, M. R.,Idris, N. B. (2018). Acceptance Factor of Mobile Learning
Application for Adult Learners in Life Long Learning Education. Journal of Physics: Con-
ference Series. 1st International Conference on Green and Sustainable Computing (Icoges),
Vol. 20, No. 17, pp. 1019-1020. Malaysia: Savarak. WOS:000467895200066.

Sewpaul, V., Jones, D. (2005). Global standards for the education and training of the social
work profession. International Journal of Social Welfare, 14, pp. 218-230. ISSN: 1369-
6866.

Sole, B. (2020). The educational change in front of the technological innovation, the peda-
gogy of competences and the diskurse of the emotional education. A critical approach.
Teoria De La Educat, 32(1), pp. 101-121. ISSN 1130-3743.

Stadick, J. L. (2020). The relationship between interprofessional education and health
care professional’s attitudes towards team work and interprofessional collaborative compe-
tencies. Journal of Interprofessional Education and Practice, 19. doi:10.1016/j.xjep.2020.
100320.

Takawira, N. (2020). Mediation effect of perceived organisational and social support in
the relationship between career adaptability and career satisfaction among professional
women. Journal of Psychology in Africa, 30(1), pp. 23-29. ISSN: 1433-0237.



DANUBE, 16(2), 198-222, DOI: 10.2478/danb-2025-0010 221

Tanasescu, D. et al. (2015). Communication — a Key Element in the Improvement of Social
Dysfuncitons. 21st International Conference the Knowledge-Based Organization. 21. pp.
277-282. WOS: 000379493200047.

Thyer, B. (2019). Social Work and Research in Advanced Welfare States. International
Journal of Social Welfare, 28(1), pp. 110-111. ISSN 1369-3866.

Thierman, P. (2016). Enterprise education in initial teacher education in Ireland. Education
and Training, 58(7-8), pp. 849-860. ISSN 0040-0912.

Tomuletie, E. A. (2009). A Model of Good Pracitice in Continuing Education and Profes-
sional Training. Romanian Experiences. Komotini: Democritus Univ Thrace. ISBN 978960
893274.

Torriente, 1. et al. (2020). Educational Training System for University Students at Initial
Levels Through Coaching Strategies and Student Mentoring. Advances in Intelligent Sys-
tems and Computing, 963, pp. 223-228. doi:10.1007/978-3-030-20135-7_22.

Trnka, R., Kuska, M., Tavel, P.,, Kubéna, A. (2020). Social work leaders’ authenticity posi-
tively influences their dispositions toward ethical decision-making. European Journal of
Social Work, 23(5), pp. 809-825. ISSN 1369-1457.

Tsai, C. et al. (2022). Applying the design-based learning model to foster undergraduates’
web design skills the role of knowledge integration. International Journal of Educational
Technology in Higher Education, 19(4).

Tseng, YC.,Hsu, HT. (2020). Investigating the influence of experiental training on the ability
to anticipate risks of caught-in accidents. International Journal of Occupational Safety and
Ergonomics. ISSN 1080-3548.

Urbanaviciute, I. et al. (2020). Precariousness Profile and Career Adaptability as Determi-
nants of Job Insecurity: A Three-Wave Study. Journal of Career Development, 47(2), pp.
146-161. ISBN: 0894-8453.

Urbancova, H., Vrabcova, P. (2023). Strategicky management lidskych zdrojii: moderni
trendy HR. Praha: Grada, 2023. ISBN 978-80-271-6931.

Urbancovd, H., Vrabcovd, P. (2020). Age management as a human resources management
strategy with a focus on the primary sector of the Czech Republic. Agric. Econ. — Czech,
66, pp. 251-259.

Urbancovd, H., Faj¢ikova, A., Kala, V. (2018). Learning Methods and their efficieny in
agricultural organizations in the Czech Republic. Acta Universitatis Agriculturae Et Silvi-
culturae Mendelianae Brunensis, 66(4), pp. 1035-1041. doi:10.11118/actaun201866041
03s.

Van Rosenberg, Y. et al. (2022). An HRM perspective on workplace commitment: Recon-
necting in concept, measurement and methodology. Human Resource Management Revue.
Veerapen, K. A., Purkis, M. E. (2014). Implications of early workplace experiences on con-
tinuing interprofessional education for physicians and nurses. Journal of Interprofessional
Care, 28(3), pp. 218-2530. https://doi.org/10.3109/13561820.2014.884552.

Viens, A. M., Vass, C., Mcgowan, C. R., Thzib, F. (2020). Education, training, and expe-
rience in public healthethics and law within the UK public health work force. Journal of
Public Health (United Kingdom), 42(1), pp. 208-215.



222 Gabriela Jezkovd Petrii, Markéta Snydrovd: Factors Influencing the Choice of the
Methods and Forms of Education of Social Workers in the Czech Republic

Yadegaridehkordi, E. et al. (2019). Affective computing in education: A systematic review
and future research. Computers and Education, 142. https://doi.org/10.1016/j.compedu.20
19.103649.

Yin, R. (2018). Case Study Research and Applications. Design and Methods. Sage Publi-
cations Inc. 352 p. ISBN 1506336167.

Zakon ¢. 108/2006 Sb. Zdkon o socidlnich sluzbach

Zakharova, A. 1., Bortnik, A. F., Romanova, M. N., Romano, N. N., Nikolaeva, A. D., Kolpa-
kova, A. P. (2017). On unity of systemically important principles for managing the process
of development of future bachelors’ competences. Espacios, 38(55).

Zhou, Z., Guo, W. (2020). Applications of item response theory to measuring the safety
response competency of workers in subway construction projects. Safety Science, 127. doi:
10.1016/j.55¢1.2020.104704.



