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ENTERPRISE'S INVESTMENT IN ITS STAFF — EFFICIENCY A ND
PROFITABILITY OF INTERNAL TRAINING
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Abstract: The paper is devoted to the problem of the legrmirganisations and durability

of human capital projects funded by the Europeanomnit reviews the effects staff

training brings to trained employees themselves,diganisation and the community and
compares the theoretic concepts with results ofethgirical study concerning a selected
project at a private-owned higher-education insttu The study was based on self-
assessment by the trained employees and verificatialata at the institution itself. The

authors conclude that the increased skills and krewledge are a gain for the individuals
and society, while the organisation gains not ahéy skills, but indirectly — good practices
and experience above all. The study shows also dinatt results for the organisation
depend strictly on staff fluctuation but even sthittuation does not impair the positive
effects of being a learning organisation.
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Meaning of human capital for an enterprise

Human capital in an enterprise

Human capital is believed to be essential for aggions, institutions and
enterprises, as well as societies and states. Jthwaadefined as follows:Human
capital describes individuated economic capacitisscgial capital captures the
quality of experience and the ways in which it i@med by relations between
individuals and groups. If human capital assumasdrity, social capital is about
interactive and circular relationships12]. The value or quality of the human
capital in an enterprise or any other organisatiepends therefore directly on
skills, abilities and commitment of its staff. Thelividual talents and capabilities
sum up in a synergy to form an important asset-stitial capital.

It is also argued that this asset has a signifizdhtence on organisational
and financial performance of enterprises [11]. Hean organisation or enterprise
may shape its results and affect its environmeiwliréctly by investing in
recruitment and selection of the most qualified Eyges on one hand and in
training and education of its staff. This obvioushyolves costs of training, of
delegating employees and of organisation of tledolifg learning programmes, but
the cost may then be reflected in the employeestritution to the company’s
result. Therefore, human resources’ developmentuldhde treated as an
investment for the organisation.

As in the case of an organisation, a single comizleenterprise or non-
profit institution, human capital may be analysed the level of whole
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communities as well. Better education of membersaofegional, national or
international society shall be clearly reflectedtive country’s or region’s social
cohesion and economic competitiveness [9]. This fiaxs appreciated by leaders
of the European Union, as shown both by the LisBwategy [5] and Europe 2020
Strategy [2].

The concept of a learning organisations

To a certain extent learning organisations relyttenhuman capital. They
are defined as organizations which permanentlynleerd transform themselves,
using learning processes to support and catalysetlyr Learning organisations
tend to act for themselves, as well as for indimlduand teams on the lower level
and equally for institutions and communities inithenvironment [13]. This
explanation confirms several characteristic feawklearning organisations that
are mentioned in elsewhere in literature, too:

— internal connections between staff and organisatioterests
— easy information flow and encouragement of knowdeslgaring
focus on human resources and empowerment of staff
strong leadership combined with a clear vision [14]

Thus, learning organisations have positive effeots three levels:
individual employees (L1), enterprise itself (L2)dahe community (L3) it belongs
to. By enhancing human capital and corporate sa@gital, they contribute to
higher self-evaluation by individuals, increasedremmic effectiveness and overall
competitiveness at global markets. In the followjraper, we want to stress the
results of a learning organisation’s activities those three levels, analysing
evaluation of effects of training in a specific ead a human capital project funded
by the European Union’s and Polish public resources
Meaning of training for the quality of human capita

Lifelong learning may bring quite many variable pws effects for
individuals who participate in training or otherutdeducation programmes. The
effects may be seen in their professional skiltefgssional career or possibility to
change profession, but they may also concern iserkaself-esteem and
networking.

As human capital is formed by skills and intellettoapital of individuals,
obviously their development due to the lifelongrigag processes is reflected in
the capacity of the organisation they represeneoffe have always been an
organization's secret weapon, and no cutting-eggeers capability could have
ever been built let alone conceived without it” J[16 an organisation teaches its
employees foreign languages, it can then offerisesvto foreigners. But also,
employment in a learning organisation affects thaff's commitment and
internalisation of the company’s goals and stra®d8]. Employees’ commitment
and loyalty are another important asset for angiigation.

Training is valued also on the level of societiés.noted by the European
Union’s states as an important factor that can antba economic situation and
treated as one of strategic elements [1]. Thituatiis also evidenced by resources
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allocated for lifelong learning programmes [17]m8ar plans are provided for the
next financial perspective of 2014-2020, especiallyrelation to the growing
problem of youth unemployment in Europe.

About the project

One of the sources of funding of training and &ifed learning programmes
is the European Social Fund [17]. Its contributisrallocated by member states
and in Poland in the 2007-2013 perspective it wasuased within the “Human
Capital” Operational Programme [18]. It& griority axis concerned science and
higher education with measure 4.1 focused on dpusdat of teaching potential of
the Polish universities.

Wyzsza Szkota Handlowa we Wroctawiu (WSH) is a privatsed
medium-sized higher education institution. Its depment project entitled
“Educating for Work” [4] concerned several areastrdduction of foreign-
language major curriculum, introduction of lifelogarning programmes and
introduction of eLearning at the university. Busignificant part of the project was
dedicated to various forms and subjects of trairfiog employees. In all, 62
academic teachers participated in the trainingludiog 34 ladies and 28
gentlemen. It was also possible to take part inemttran one course. The
programmes were free for the participants, asentists were covered by the ESF
and Polish budget contribution.

About the study

The present paper describes results of a studyucted 1.5 years after
completion of all training within the project. Foememployees of the project
emailed all participants asking them to fill in @mline questionnaire about
evaluation of the training itself and its mediumte effects. The questions
concerned self-assessment of the participants écoimg development of their
abilities and skills after the training), but thevere also questions concerning their
actual situation (e.g. application of the gainedwdedge in their professional work
and their current professional status).

Persons who attended more than one course wereal dokéll in a
respective number of questionnaires and thereféreuestionnaires in all were
emailed to respondents. There were 43 (=50%) asssudrmitted.

In general self-assessment results were bettertbigaanswers to practical
questions which can be explained by the respondenlisto pretend having
achieved more than they actually did, but it seeraee plausible that they did gain
the knowledge and skills, but they could not applm in practice, even though
the training was designed specifically for acadert@achers and was highly
specialised. This result allows for an importantatasion that training within the
lifelong learning framework should provide practis&ills and that basic courses
should be supplemented by application training.
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Learning staff

English language training

The foreign language training for academic staftdd for almost two
years and provided for 380-hour courses for thmeeigs. The aims of teaching
English language to academic staff are triple, $mwein relation to the idea of
tripe purposes of a modern university [16]:

— teaching: to enhance the teachers’ mobility oppities and make it easier for
them to teach courses in English for either Palisexchange students at the
university itself;

— research: to make it easier for the faculty to medsearch and publish in
foreign languages, which is also related to entmandheir potential of
cooperation with foreign researchers;

— commercialisation: WSH is an education-focuseditingin, but it's in its
strategy to combine teaching and research withtipedccooperation with
business both in Poland and abroad [19].

Results seen by employees

Out of the 13 respondents who submitted the quasdioe, almost
everybody (12 persons) indicated that their knogéedf English increased with
the training and only 1 persons replied the oppodvost of them stressed the
development of their English vocabulary and spestialocabulary, as well as
fluency of speech (Fig. 1). Because of the charaaft¢he course, grammar skills
were not in the focus.

It is also worth mentioning that more than a hdilftlee respondents (7
persons) continue learning English, indicating tiety find this type of training
important. However, it is possible that the persah® continue lifelong learning
activities were actually more willing to answer tgestionnaire.

Which area oflanguage skills have you developed with the
training [% of respondents]?

a0
g9 B I e
B e
Vocabulary Flus;jecgh of slgnegc;z:;et Pronunciation Grammar

Figure 1. Self-assessed development of participara§the English language course
Source: originally developed based on researchltesu

Results for the enterprise
The study verified also practical implications béttraining as compared
to the situation before the course. A slight inseeavas noted in the case of using
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English-language sources (either for didactic seaech purposes). Even though
none of the respondents mentioned developing gidis in writing in English,
markedly more respondents wrote scientific artidegapers in English after the
training than before. Paradoxically, the numberre$pondents who teach in
English at WSH did not change, although this isrtian field of activity of the
institution. However, the course could have afféctee quality of English-
language lectures at WSH, if not their quantity.

Foreign-language activities before and after the training
[% of positive answers]

100 __ —
80
60
40

20

Do you use English
literature in teaching and Do you teach courses in
research? English? Do you write articles
and papers in English?

Figure 2. Foreign-language activities before and #dr the training
Source: originally developed based on researchltesu

Multimedia technigues in teaching training

The multimedia techniques training was provide&2cacademic teachers,
some of them employed at WSH and some regulatoipesators. Each participant
had an opportunity to select 24 hours of the co(Bs& courses out of the offered
9). Therefore it was assumed that the participsimsild select subjects they found
more important or valuable.

The main objective of this training was, on onedarelping the teachers
make their lectures more attractive and appealingtidents and, on the other
hand, to prepare them for application of the onkhearning platform purchased
for WSH within the project. Significantly, the tremg focused on the technical
aspect of blended learning rather than on teaahigitpods.

Results seen by employees

In general, the respondents found the training satigfying with 21 out of the
26 of them (80.77%) indicating that the trainingl lakeveloped their IT skills and 23
(88.46%) stating that they gained broader knowledtiethe course (Fig. 3).
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Did the training broaden vour skills in Did the training broaden your knowledge

IT? in IT?

myes myes
"o

Idon't kno

I don't kmow

Figure 3. Knowledge and skills developed by the p#cipants of the multimedia
techniques in teaching course
Source: originally developed based on researchltesu

The respondents were also asked to assess knovdedgskills gained in
particular areas (the issue of elLearning applicaticas discussed in another
question). The respondents provided 76 positivevarss showing that they had
actually noticed the effect of the training. Thedfic number of answers (shown
in figure 4) proves that the effect was more visil the domains related to
teaching rather than science, not to mention piaerommercialisation of
knowledge.

with the fraiming [ can communicate better with
students and collaborators

the traimng taught me to use more functions of MS
Power Point

with the traiming I am able to use various whages in
the process of teaching

the training allowed me for more efficient use of the
WEH miranet site

due to the trammeng [ understand copyright rules better

I can use social networking in teaching after the
training

after the training it is easier to find information
online

0 3 =] 9 12 15 18

Figure 4. Areas of knowledge and skills developedylihe participants of the
multimedia techniques in teaching course (the respalents could provide more than 1
answer)

Source: originally developed based on researchltgsu
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Results for the enterprise

The respondents were also asked to assess thair abapplication of the
skills gained. They found the skills and knowledpegte useful, since 65.78% of
them declared they applied the skills in their pssfonal life as researchers. It's
also noteworthy that as many as 57.69% of respasdennd the new skills useful
outside their professional life. This correspondgiwoals defined by the Polish
government’s “Human Capital” Operational Programiaue,effect on the society
level (L3). AlImost two thirds of the respondent3 (fersons) declared they wanted
to take part in another similar training.

From the institution’s point of view the most impant aspect of the
training’s effects related to practical applicatia the newly implemented
elLearning technology, which was designed as theewsity’s new competitive
advantage. The lecturers’ attitude to this formeafching was positive in general
(Fig. 5), although most of the teachers believexy theeded more knowledge and
skills about the tool.

What do you think of eLearning as a teaching method?

H excellent tool which provides additional
knowledge for students

mgood solution which needs further
development of knowledge and skills

mI'm not sure whether it is a good solution

I don't like this form of teaching

Figure 5. The lecturers’ opinions on eLearning as éeaching method
Source: originally developed based on researchltesu

The same attitude was shown by the answers to extdguestion on
application of elLearning platforms (Fig. 6). Oved% of the lecturers were
persuaded they needed to learn more.

152



POLISH JOURNAL OF MANAGEMENT STUDIES
Madej M., Jakubowicz M.

How do you asses your skills in application of eLearning platforms?

m excellent

Every good, although I don't use all tools
of this method

m I'd like to leamn more about it

not applicable (I don't teach eLeaming
courses)

Figure 6. The lecturers’ assessment of the knowledgf technical tools of eLearning
Source: originally developed based on researchltesu

Training in the USA

Finally, the project provided for a ten-week tramiabroad, in the United
States. The training consisted in courses in Emghsultimedia technology and
intercultural teaching and it was meant for sixeegshers from WSH. The main
objective concerned gaining new skills, sharingdgpractices and enhancement of
international cooperation. Out of the 6 particigart submitted the evaluation
questionnaire within the study.
Results seen by employees

The participants were very satisfied with the ceusmid outcome of the
training. All the respondents declared that thénitrg fulfilled their expectations;
enabled them to develop their language skills (arty declared development of
vocabulary, 3 persons — pronunciation and fluermuy further 2 — knowledge of
specialist language) and taught them new multiméetthnology. They described
progress in all discussed areas, especially ifiglieof intercultural relations (Fig. 7).
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I'm more open-minded with the traini

the training developed my knowled

it's easier for me to communicate with foreign
after the training because | can understand t
culture

it's easier for me to communicate with foreigner
after the training because | know the languagesb

#~ - -~
a // s /-’" / (
il &
u u u u u u

0 05 1 15 2 25 3 35 4

Figure 7. Would you agree with the following staterants? (the respondents could
provide more than 1 answer)
Source: originally developed based on researchltesu

In direct interviews, the respondents explained tha very high level of
their satisfaction was enhanced by the uniquenksisectraining and their belief
that — contrary to a language or multimedia couns®oland — such a learning
opportunity could hardly be repeated.

Results for the enterprise

Despite the high level of satisfaction, the praatienplications of the
training are not so easily noticeable. Althoughth# respondents declared that
they applied the gained knowledge in research aathing and that they
cooperated with foreigners professionally, only tafothem confirmed that they
took part in international research cooperationrttar, this number has not
changed with the training, as both these persadtisdted that they had cooperated
with foreigners scientifically before the trainiag well.

Thus, surprisingly, the training which was the meslued by participants
brought the least direct effect on the universigperations.

Staff fluctuation

Out of the six participants of the EU-funded tragin the USA in 2010,
five were still employed at WSH in 2013, only onergon quit. This means that
83% of the trainees applied the knowledge gaineztdy for the institution which
was the beneficiary of the EU-funded project. Thggér the trained group, the
lower was the indicator with 78% of 27 participanfsthe language course and
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57% of 52 participants of the multimedia teachirechniques course still
cooperating with the university.

This shows that the EU-funded training affects peas skills, thus shaping the
human capital, while the direct benefits for thetitution which organises the
project depend on the level and scale of stafftdlatton and commitment of
employees. However, direct advantages for thetutism in the form of know-how
shaped have to be considered too.

Learning organisation

English-language major curricula

Apart from enhancement of the staff’s skills, thiejpct was supposed to
strengthen the organisational potential and know-bbWSH itself.

The first gain by the learning organisation is lie@ng of foreign-language offer
of the university. Currently it includes not onlyndish, German and Polish
courses and courses for exchange-programme fosaigients, but also three major
curricula in English and one M.A. programme in ngaraent entirely in English.
The administration and teaching staff of those @ognes are not necessarily the
same persons who learned at the EU-funded traiifrgquently these are other
persons or newly-employed staff, but the good pracnd know-how is derived
from the project.

Introduction of eLearning

While foreign-language curricula are an offer whishinteresting only for
some of potential students, the other organisdtionavation of introduction of an
eLearning system concerns directly almost all sttglend lecturers of WSH.
Upon completion of the project, the eLearning wasoiporated in all B.A. and
M.A. curricula. This tool is quite new in Polishghier education and — as shown by
the results of the current study, too — it stijuges further research and training,
which is why it is still applied as a supplementéagching method, covering no
more than 60% of the curriculum material — as nexgliiby the Polish legal
regulations [7].

The results of other evaluation studies conductedV&H show that
students — similarly to lecturers still find it fiifult to use this method
[unpublished]. This shows an important directionftother scientific and practical
actions.

International cooperation

The training for employees in the United Stateso atsought about
important know-how and good practice for WSH. Hsit was just a first of a
series of training with the next one in 2012 fdedturers (this training was funded
by another ESF-funded project [6]). Secondly, itswan opportunity to start
research cooperation which resulted in Americarerdi§ts’ participation in a
conference and publication organised by one oftithi@ees [10]. And finally, it
also enhanced teaching cooperation between the emgities (including
participation of an American guest lecturer in agpamme at WSH).
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Summary

Investment in the human capital seems obviouslfitplde on all levels:
for the trained individuals, for their employer/argsation and for the entire
community. This is why the Polish “Human Capital’b&ational Programme
2007-2013 referred to education in two out of ixsstrategic objectives (enhanced
adaptability of enterprises and employees; propagatf education in the society
on each education level) [3], which reflects clgatie importance attached to
education by the European level strategic documents

The described study compared the immediate effeEtJefunded training
and medium-term results evaluated after more thgeat. The focus was on the
results for the individuals, academic teachers gfigate university in Wroctaw
and the university itself. The results show that titaining brought positive effect
on skills and capabilities which is reported by thainees. Directly, this data
proves important increase in self-assessment atfecagdidence, but it also
indicates growth of practical language and ICT cetepcies. Both these areas
(skills and self-assessment) are essential ataheul market, building up the
potential of individual employees and the commurisya whole. It is also worth
noting that by improving foreign communication chiiies such training
contributes to increased knowledge of other cultumed thus promotes tolerance
and openness. All respondents who were trainedadbstressed the meaning of
getting to know foreigners and foreign culture agre more important than
practical skills gained.

It is more difficult to assess influence of theirinag for the institution
which was the beneficiary and organiser of theqmijObviously, high fluctuation
of staff reduces the positive effect, taking thevrekills away from the original
employer. However, the case of Yg¢ya Szkota Handlowa in Wroctaw shows that
even if the trained employees quit working at thitution, its status as a learning
organisation is a benefit by itself. The organmatiievelops good practices and is
able to apply them in its operations and in furtingining.

The practical, empirical study shows that EU-funtf@thing projects may
bring long-term positive effects exceeding theimiadiate and direct results. In
view of the upcoming new financial perspective tisisan important conclusion,
although further research on other cases and gt groups would be enriching
for the analysis.
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INWESTYCJE PRZEDSIEBIORSTWA W PERSONEL — EFEKTYWNO $C
| RENTOWNO SC SZKOLEN WEWNETRZNYCH

Streszczenie Niniejszy artykut péwigcony jest problemowi organizacji ugzch si

i trwatosci projektow kapitatu ludzkiego finansowanych przgmic Europejsk. Ocenia
efekty, jakie szkolenie personelu daje przeszkatonypracownikom, organizacji
i spotecznéci i poréwnuje koncepcje teoretyczne z wynikami dadempirycznych
dotyczicych wybranego projektu w prywatnej instytucji strictwa wyzszego. Badanie
zostalo oparte na samoocenie przez przeszkolonyatownikéw i weryfikacji danych
w instytucji. Autorzy wnioskuj, ze zwikszone umigjtnosci i nowa wiedzagzyskiem dla
jednostek i spolechstwa, a organizacja zyskuje nie tylko umgiepsci, ale pdrednio -
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dobre praktyki i déwiadczenie przede wszystkim. Badanie pokazuje réwnie
bezpdrednie rezultaty dla organizacji zadescisle od fluktuacji kadr, ale nawet fluktuacja
pracownikéw nie ostabia pozytywnych efektéw bycigamizacy uczcs sie.

Stowa kluczowe: organizacja ucca sé, ksztalcenie ustawiczne, szkolenie personelu,
kapitat ludzki, finansowanie z UE, pracownicy szkotwa wyzszego.
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