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Abstract: The primary aim of the research was to find out the existence of statistically significant connections between the 

assessment of the effectiveness of lifelong learning and the identification of social competence by human resources who 

completed social competence development training and those who did not. The starting point for data collection was the VVOS 

questionnaire concerning the effectiveness of lifelong learning, and the AKMK questionnaire focused on identifying social 

competence. The research was conducted on a sample of 211 human resources, of which 118 (55.9%) were women and 93 

(44.1%) men aged from 23 to 66 years. Using correlation analysis, we identified statistically significant connections between 

the factors for assessing the effectiveness of lifelong learning and the factors for identifying the social competence of human 

resources, who have completed training to develop social competence. 
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Introduction 

This paper aims to verify the statistically significant relationship between the evaluation of the 

effectiveness of lifelong learning and the identification of social competence by human resources 

between groups of respondents who have received training on the development of social competence 

and those who have not. The goal of lifelong learning is to achieve the necessary qualifications at any 

time during life (Palán, Langer, 2008). Morovič (2011) defines lifelong learning as a combination of 

formal education (school system) and non-formal learning (knowledge also from other sources). 

According to Dvořáková, Šerák (2016), lifelong learning is carried out in all phases of human life, and 

countless situations and diverse environments in which people find themselves contribute to such 

education. Lifelong learning focuses on meeting the diverse and context-specific educational needs of 

all age groups. Learning and adult education, vocational training and literacy are an important part of 

the lifelong learning process (United Nations Educational, Scientific and Cultural Organization, 2015). 

Lifelong learning is a theoretical and practical concept that states that it is possible and necessary for 

human beings to constantly acquire information, knowledge, and competences throughout life for 

personal or professional reasons. (Sartori et al., 2018). ISHN (Industrial Safety & Hygiene News, 2014) 

states that lifelong learning is the minimum requirement for success in a given field of work. It is a tool 

for increasing performance, maintaining motivation, improving existing skills, morals, and employee 

satisfaction (Little, 2011). Research in the field of lifelong learning has the potential to contribute to a 

sustainable working life in terms of providing more flexible measures for employees and supporting 

lifelong learning, which takes place in different contexts (office, online, etc.). It is important to increase 

knowledge about lifelong learning practices in this area (Bjursell et al., 2021).  

Literature review 

So far, education has been the most common form of face-to-face meetings. The COVID-19 pandemic 

has made online education a common form. In order to continue education in the pandemic world, it is 

necessary to change the procedures and content of education constantly. It is also necessary to focus on 

the future of education with regard to lifelong learning (Nørgård, 2021). According to Kachaňáková et 

al. (2011), training and development in the organization can be described as a necessity. Each 

organization's nature, intensity, and level are different as it adapts to corporate needs. This process must 

be systematic, well-organized, and occur in a recurring cycle (identifying real learning needs, planning, 

tailor-made training and development activities, monitoring, and determining the success rate of training 

and human resources development. Mikuláštík (2015) adds that the planned process has a positive 

impact on mental resilience, self-control, effective work performance, and the development of human 

resources potential.  Human resources will gain the necessary knowledge, which they will use better to 

understand the work environment (Folwarczná, 2010). ISHN (Industrial Safety & Hygiene News, 2014) 

 
1 University of Prešov, Faculty of Management, Prešov, Slovakia, david.misko@smail.unipo.sk 
2 University of Prešov, Faculty of Management, Prešov, Slovakia, matus.vagas@smail.unipo.sk 
3 University of Prešov, Faculty of Management, Prešov, Slovakia, zuzana.birknerova@unipo.sk 
4 University of Prešov, Faculty of Management, Prešov, Slovakia, juraj.tej@unipo.sk 
5 University of Prešov, Faculty of Management, Prešov, Slovakia, eva.benkova@unipo.sk 

https://www.aeaweb.org/econlit/jelCodes.php?view=jel
https://www.aeaweb.org/econlit/jelCodes.php?view=jel
mailto:david.misko@smail.unipo.sk
mailto:matus.vagas@smail.unipo.sk
mailto:zuzana.birknerova@unipo.sk
mailto:juraj.tej@unipo.sk


INTERNATIONAL CONFERENCE ON INNOVATIONS IN SCIENCE AND EDUCATION (SOCIAL SCIENCES) 

MARCH 17, 2021, PRAGUE, CZECH REPUBLIC  WWW.ISEIC.CZ, WWW.CBUIC.CZ 

 

264 

describes the need for continuous education, development, and training of human resources to help them 

achieve the results they are responsible for. Human resource training is a specific part of the learning 

process. At this stage, they acquire skills important for a better performance of their work (Folwarczná, 

2010). The most relevant and realistic training activities possible help them to acquire specific 

knowledge at a professional level. The goal of the training should be clearly defined in terms of the 

required behavior that should be the result of the training (Armstrong, Taylor, 2014). On the one hand, 

many countries face a "teaching crisis", although they have made remarkable progress in improving 

access to education at all levels. On the other hand, a discrepancy in skills is growing to the point where 

many graduates cannot find employment. At the same time, employers are often unable to fill vacancies 

due to the changing nature of skills and jobs (Panth, Maclean, 2020).  

Social competences of human resources 

It turns out that managers are not ready to manage corporate resources in a high-risk environment. 

Considering the problems of managers requires the achievement of theoretical and practical knowledge 

of competences formed in unpredictable conditions (Drozdowski et al., 2021). Competence is an ability 

(behavior, activity, or complex of activities) characterized by excellent performance in some field of 

activity. The social competences of human resources include the abilities, motivation, knowledge, skills 

to do well what is required in the field. Key competences are suitable for solving a number of mostly 

unforeseen problems that will enable human resources to successfully cope with rapid changes at work 

(Seemann, 2016). Korenková (2014) complements them with building relationships, inspiring, 

communicating with a good response, motivating and developing others, cooperating and creating an 

environment for teamwork. Seková et al. (2013) also mention the ability to treat people inside and 

outside the organization and the social ability to assert oneself in social relationships. The research 

focused on selected social competences of human resources, namely assertiveness, stress management, 

communicativeness, people management and systematic planning. Assertiveness is a property by which 

individuals are not subjected to manipulation by others (Lojda, 2011). Assertiveness is one of the most 

important qualities that people can learn. It can be considered as the so-called key to quality and positive 

relationships (Garner, 2012). Assertive communication refers to a person's ability to initiate, maintain, 

and end a conversation based on their individual goals. 

Being assertive means that communication is dominant, vigorous, directive, competitive and task-

oriented, which is often associated with masculine characteristics (Men 2021). Stress is a condition in 

which individuals feel a psychological burden or find themselves in a stressful situation and are affected 

by a certain disturbing factor (Seemann, 2016). In recent decades, work-related stress has been a major, 

complex and costly phenomenon worldwide. Globalization and the global financial crisis seriously 

affect the workplace environment, leading to increased stress and related problems (Fortes, Tian, 

Huebner, 2020). Coping with challenging tasks is difficult to do without human resources feeling 

stressed (Mikuláštík, 2015). There are differences between individuals in how they cope with increased 

work demands and stressful situations. Stress is the interaction between an individual and his 

environment. The difference between the perceived requirements of the situation and the perceived 

ability of the individual to cope with the situation (McFadden et al., 2021). It is necessary to learn how 

to manage stress and stressful situations and eliminate their effects on your health and work performance 

(Seemann, 2016). Communication is part of all activities that take place in companies. It is needed to 

coordinate business activities. Its task is to transmit as much information as possible with the least 

possible losses. Therefore, it is necessary to pay attention to efficiency and reliability in communication 

(Korenková, 2014). The desire to form expected competences is evidence of the growing awareness that 

competent people are the primary source of corporate value creation (Kohnová et al., 2020). Therefore, 

there is an increasing emphasis on exploring different competences.  

Data and methodology 

The research aimed to find out the existence of statistically significant connections between the 

assessment of the effectiveness of lifelong learning and the identification of social competences in 

human resources who participated in social competence development training and in those who did not. 

The research was conducted on a sample of 211 human resources, out of which 118 (55.9%) were 

women and 93 (44.1%) men aged from 23 to 66 years (average age 38.72 years, standard deviation 

10.026). In terms of inclusion in the organization, the research sample consisted of 50 (23.7%) executive 

employees, 61 (28.9%) first-level managers, 56 (26.5%) middle managers and 44 (20.9%) top managers. 
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Training in the development of social competences of human resources was attended and completed by 

310 (61.6%) respondents, and 81 (38.4%) respondents did not attend any training in the development of 

social competences of human resources. 

The research was conducted using the VVOS questionnaire (Frankovský et al., 2015) and the AKMK 

questionnaire (Tittesi, 2010). The VVOS (Significance, Benefits, Expectations, Satisfaction) human 

resources questionnaire answered questions concerning the effectiveness of lifelong learning. 

The effectiveness of corporate training was identified with an original methodology VVOS (in the 

Slovak language – in English Significance, Benefits, Expectations and Satisfaction (SBES). This 

questionnaire consisted of 22 items. Based on them, the respondents evaluated various aspects of 

corporate training. Each item was assessed on a 5-point scale, where 1 meant - certainly no, 2 - rather 

no, 3 - neither no, nor yes, 4 - rather yes, 5 - certainly yes. 

Four factors were extracted using the Principal Component Analysis with Varimax Rotation. The 

content of these 4 factors can be described as follows: F1: Significance for the profession - respondents 

scoring high in this factor assign greater significance to education for the profession; they perceive a 

greater personal significance of training and perceive a higher degree of relation to the work 

performance. F2: Benefits for the employees - respondents with higher scores in this factor attribute 

greater importance to training for career development, positive evaluation, improvement of relationships 

in the workplace, and motivation increase. F3: Expectations of the employees – the respondents scoring 

high in this factor express positive evaluation of the training program, educational methods and forms 

used, and the training course and their expectations are higher. F4: Satisfaction of the employees - 

respondents with higher scores in this factor evaluate training as more comprehensible, acceptable, and 

adequate time-wise (Frankovský et al., 2015).  

The starting point for data collection was the AKMK questionnaire - Current key management 

competences used in the Tittesi project (2010). Based on the mentioned methodology, it is possible to 

identify 20 social competences based on self-assessment of 60 statements (initiative; innovation 

management; problem-solving and risk-taking; organizational flexibility; self-confidence; 

assertiveness; knowing and acting according to opportunities; stress resilience; networking and 

cooperation; systematic planning; knowledge of law and economics; performance orientation; 

awareness of high-quality work; orientation to people; interpersonal skills: communication and 

acceptance of differences; personality skills: perseverance and ability to persuade; project development 

and implementation; information retrieval; ability to maintain customer relationships and sensitivity to 

customers; use of impact strategies).  

Individual items were assessed by human resources on a 5-point scale from 0 to 4 (certainly no; no; 

neither yes nor no; yes; certainly yes). The mentioned social competences can be combined in terms of 

content into 4 factors:  

1. Assertiveness (assertiveness; ability to maintain customer relationships and sensitivity to 

customers; self-confidence; use of impact strategies; innovation management) 

2. Stress management (resistance to stress; ability to solve problems and take risks; awareness of 

the high quality of work; know and act according to opportunities; organizational flexibility) 

3. Communicativeness (interpersonal skills: communication and acceptance of differences; 

personality skills: perseverance and ability to persuade; networking and cooperation; 

information retrieval; orientation to people) 

4. People management (systematic planning; knowledge of law and economics; project 

development and implementation; use of impact strategies; performance orientation) 

Based on the research goal, we set the hypothesis: “We assume that there are statistically significant 

connections between the assessment of the effectiveness of lifelong learning and the identification of 

social competences of human resources who completed and those who did not attend social competence 

development training". 

Results  

Pallant (2020) and Field (2013) with a research sample size above 200 recommended data for normally 

distributed. In the case of a large sample, a breach of the obligation to test the normality of data 

distribution is acceptable. Knief, Forstmeier (2021) found that Gaussian models are resistant to 

abnormality, meaning that p-values remain relatively reliable, with routine data with outliers influenced 
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at stringent alpha levels. The hypothesis was verified using correlation analysis (Pearson's correlation 

coefficient). Statistically significant connections between the assessment of the effectiveness of lifelong 

learning and the identification of the social competences of human resources who have completed 

development training are presented in Table 1. 

Table 1: Connections between assessing the effectiveness of lifelong learning and identifying the social 

competences of human resources who completed training  

Table 1: Connections between assessing the effectiveness of lifelong learning and identifying the 

social competences of human resources who completed training  
 VVOS (SBES) factors 

AKMK factors Significance Benefits Expectations Satisfaction 

1 Assertiveness 0.412** 0.235** 0.191* 0.210** 

2 Stress management 0.542** 0.396** 0.245** 0.353** 

3 Communicativeness 0.569** 0.364** 0.183* 0.356** 

4 People management 0.446** 0.293** 0.442** 0.405** 

p ≤ .05 

Source: Authors 

Using the correlation analysis (Table 1), statistically significant connections were confirmed between 

all factors of assessing the effectiveness of lifelong learning and all factors of identifying the social 

competences of human resources. Those individuals who perceive the personal importance and 

importance of education for their profession and the performance of their work correlated most in the 

social competence Communicativeness (.569), Stress management (.542), People management (.446) 

and assertiveness (.414). Respondents who have already completed training aimed at developing the 

potential of human resources see lifelong learning as important for career growth, for their positive 

evaluation, for improving relationships in the workplace, and for increasing motivation. These 

respondents also positively assessed higher expectations and satisfaction with its implementation and 

focused on developing the examined social competences. 

The existence of statistically significant connections by the respondents who did not attend training in 

human resources development was also examined. The obtained correlation analyses are presented in 

Table 2. 

Table 2: Connections between assessing the effectiveness of lifelong learning and identifying the 

social competences of human resources who did not attend training  
 VVOS (SBES) factors 

AKMK factors Significance Benefits Expectations Satisfaction 

1 Assertiveness 0.438** 0.149 0.141* 0.197 

2 Stress management 0.417** 0.016 0.129 0.123 

3 Communicativeness 0.309** 0.120 0.196* 0.129 

4 People management 0.306** 0.203 0.142* 0.165 

p ≤ .05 

Source: Authors 

Table 2 presents the connections between the assessment of lifelong learning (VVOS) effectiveness and 

the identification of social competences (AKMK) of human resources who have not attended the 

training. We present higher statistically significant correlations between the importance of lifelong 

learning and all factors of the AKMK methodology - Assertiveness (.438), Stress management (.417), 

Communicativeness (.309), People management (.306). Expectations from lifelong learning are 

statistically lower correlated with the competences-Communication, People management and 

Assertiveness. Benefits and Satisfaction with lifelong learning of human resources do not statistically 

correlate with any social competence. Here we see a difference in those respondents who have not yet 

completed potential development training. 

Based on the above analyses, it can be stated that the hypothesis: “We assume that there are statistically 

significant connections between the assessment of the effectiveness of lifelong learning and the 

identification of social competences of human resources who completed and those who did not attend 

any social competence development training" was confirmed. 
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Discussion and conclusion 

The aim of our research was to find out the existence of statistically significant connections between the 

assessment of the effectiveness of lifelong learning and the identification of social competencies by 

human resources who completed training in the development of social competences and those who did 

not. The starting point for data collection was the VVOS questionnaire on the effectiveness of lifelong 

learning and the AKMK questionnaire aimed at identifying social competences.  

The research was focused on the social competences of human resources in the context of lifelong 

learning. The VVOS methodology was designed and applied by Frankovský et al. (2015). Their findings 

suggest that the assessment of lifelong learning does not form a homogeneous whole but that it is 

possible to specify certain structural elements of this assessment. The authors consider the extracted and 

content-specified factors of VVOS to be one of the possible approaches to the assessment of lifelong 

learning. The suitability of the VVOS methodology was also confirmed by the results of the analysis of 

differences in the assessment of this training between managers and non-managers.  

The issue of the need for lifelong or corporate training is addressed by several authors (e. g. Armstrong, 

Stephens, 2005; Lancer et al., 2016; Rice, Gregor, 2016). The benefits of effective corporate training 

correspond with those reported by Armstrong (2007). Effective training and human resource 

development enable an organization to face change and enables the evolving workforce to design and 

implement that change (Fitzgerald, 1992). Buckley, Caple (2004) specified two types of training needs 

in the work process, namely reactive, performance needs, and proactive needs, taking initiatives that are 

related to the organization's strategies and long-term goals, as well as the human resources plan. 

The issue of human resources development and key managerial competences was also dealt with by the 

authors Frankovský, Birknerová (2018), who carried out data collection using the AKMK questionnaire. 

Using factor analysis, they extracted two second-order factors, which they specified as "strategy" and 

"tactics". Based on them, they subsequently designed the LISN model, in which they described four 

basic types of managers: Leader, Implementer, Strategist and Non-manager. They described the LISN 

model as a generalized view of managerial competences, including the definition of 4 basic managerial 

positions. By connecting the LISN model with identifying selected managerial competences, a "guide" 

is created on how to effectively predict managerial behaviour (Frankovský, Birknerová, 2018). 

The need for effective lifelong learning of human resources lies in the more effective use of human 

potential, i.e., important elements of the organization's competitiveness. The issue of effective 

assessment of lifelong learning is also important in terms of future motivation to learn. The results of 

our research show that individuals who have completed training in potential development and were 

satisfied with the forms of education will continue to learn, develop their potential and social 

competences in the future. Individuals who did not attend such a training or are dissatisfied with 

education do not see the importance and benefits of developing social competences and will avoid 

learning in the future. In further research, it is possible to extend the researched issue by identifying the 

differences between the examined phenomena in terms of socio-demographic indicators of human 

resources. 
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