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Abstract 

INTRODUCTION: With the arrival of the Fourth Industrial Revolution, the business environment in Slovakia, as well as 
abroad, determines enormous increase in the number and intensity of changes. In order to remain competitive, it is necessary 
to respond adequately to this situation. The key to the survival in such environment is the preparation of businesses, and 
especially the available managers to these changes. 
OBJECTIVES: In this paper, the authors of the paper focus on identifying the tendencies of applying selected key managerial 
competencies, such as a strategic approach to human resources development, effective in-formation sharing or management 
engagement in the creation of the business innovative organizational culture, within the businesses operating in Slovakia 
over the past five years. 
METHODS: Several research statistical methods were used to achieve the aim of the paper. A questionnaire with 90 
questions focused on formal human resource management issues was used. 
RESULTS: In the overall assessment of the key managerial competencies analysis, such as the strategic approach to human 
resources development, effective information sharing or engagement in the creation of innovative organizational culture in 
enterprises operating in Slovakia over the past five years, a positive trend can be observed. 
CONCLUSION: In order to remain competitive, it is necessary to respond adequately to changes of situation. The key to 
the survival in such environment is the preparation of the managers to these changes. Results point to a positive trend and 
hope that the unflattering situation of managers’ preparation to the beginnings of the Fourth Industrial Revolution will 
improve in the future. 
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1. Introduction

The focus on innovation, as a means of ensuring a 
competitive advantage, is characterized by the enormous 
competition caused by the globalization policy of the 

*Corresponding author. Email: zdenko.stacho@ucm.sk 

European Union, characterized by the emergence of a 
single market, which is specified firstly by the free 
movement of goods and people, the freedom to pro-vide 
services and the freedom of the capital movement (Synek, 
Kislinger et al. 2010 Kampf et al. 2017; Hitka and 
Sirotiaková, 2011, Cagáňová et al. 2015) and secondly by 
the strong turbulence currently influenced by the adoption 
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of new robotics and digitization technologies as 
accompanying phenomenon of the Fourth Industrial 
Revolution becomes a common part of managerial work 
(Ližbetinová et al. 2016; Hockicko et al., 2015). The 
competitiveness of the business depends to a large extent 
on the business's internal environment's ability to identify 
and respond flexibly to changes in external conditions. 

However, the competitiveness of enterprises is primarily 
influenced by the environment, which is created by the 
economic policy of individual EU countries. In this area, 
Slovakia is relatively lagging behind. As reported by the 
Business Alliance of Slovakia (PAS, 2017) from the Global 
Competitiveness Report 2017-2018 published by the 
World Economic Forum (WEF), there is a positive trend. 
This year, Slovakia has shifted significantly in the 
competitiveness rankings to 59th place (Schwab 2018). In 
spite of this positive change, Slovakia remains among the 
one of the worst-rated countries in the EU. As the most 
critical areas of the Slovak business environment are the 
quality of public institutions and the support of talented 
people. 

In order to promote the competitiveness and 
innovativeness of businesses, the Government of the 
Slovak Republic proposed in 2015 a tax allowance of 25 % 
on expenses used on research and development. However, 
in 2015, businesses ap-plied only for the 9.2 million Euro 
tax remission, in 2016 it was two million Euro less. For this 
reason, the Ministry of Finance has also submitted a new 
proposal, which was approved by the Government in mid-
August 2017. According to the new proposal since 
1.1.2018, businesses can take all research costs from their 
tax (Ragáčová, 2017). 

2. Literature review

2.1 Strategic approach to human resource 
development 

The strategic approach of managers on the development of 
available human re-sources becomes one of the key 
competencies at the time of the beginning of the Fourth 
Industrial Revolution, characterized by the need for 
qualified employees. In order to keep the business 
competitive, managers have to provide the enter-prise the 
most talented employees who are not only qualified but 
also have a high potential for future development. Many 
studies already report positive results from such process, 
reflected in the performance indicators of the organization. 
For example, Joniaková reports the benefits in the area of 
financial ratios, such as lowering staff turnover costs, 
lowering costs for obtaining and selecting employees as 
well as the rise of enterprise activities efficiency. Among 
those enter-prise activities, increasing the efficiency of the 
in-house processes, minimizing losses associated with the 
failure of securing employees in the key positions, 
delivering results through higher performance and 
increasing productivity can be classified. (Joniaková 

2016). However, the problem is that there is a limited 
number of talented individuals in the overall population, 
and therefore enterprises and their managers should do 
their best to find, acquire, develop and maintain such 
individuals using all available means. 

The most effective way of securing the most talented 
employees seems to be a strategically thought-out 
sophisticated system of employee management and de-
velopment. Lifelong learning is thus becoming an essential 
part of the lives of both employees and managers (Stachová 
et al 2019; Tokarčíková, Kucharčíková 2015, Pauliková, et 
al. 2016). Human capital is considered to be the only source 
of the business that can be constantly developed 
(Kucharčíková et al 2018; Vnoučková 2013, Bartáková et 
al 2017; Cagáňová et al 2017; Grladinović et al. 2007; 
Križo et al 2018 ) and can be identified in the long term 
consideration as a key source to make the business more 
competitive. (Chidambaram 2014, Kruss et all 2015, 
McDonell et all 2014). Employees who are educated and to 
whom the organization pay attention to their development 
are usually highly involved in the work for the enterprise, 
in reaching goals, are proactive and constantly willing to 
learn (Li et all 2009, Vnoučková 2013, Arvanitis et all 
2015). For this rea-son, one of the key tasks of managers is 
to identify employees' potential and cre-ate space for their 
development, which is essential not only for the progress 
of the organization but also for the employees satisfaction 
(Rothwell 2010, Vnoučková 2013), who often, by the 
opportunities for their development, decide whether or not 
to stay in the organization (Nilson, Elstrom 2012). The 
departure of talented employees can have a particularly 
negative impact on the further operation and 
competitiveness of the enterprise (Urbancová). When an 
employee with the key knowledge, skills and capabilities 
necessary for the business leaves the enterprise, the 
enterprise loses part of its intellectual capital. For this 
reason, if the enterprise wants to keep these employees, 
they must be able to negotiate and cooperate with them. 
Naturally, it is necessary to keep certain limits. It is crucial 
that the company encourages talents to contribute as much 
as possible to the objectives of the business and, in 
accordance with their performance, rewards them 
accordingly (Branham 2004). 

Hroník follows up on the above facts and pushes the idea 
of strategic insight into employee development even 
further. He explains, that enterprise’s aim should be to 
maintain as many potential employees willing to learn and 
develop as possible. For reaching this goal, it is essential to 
keep two rules. First, initiate the enterprise talent 
management system, which is usually dedicated to employ-
ees responsible for the key business competencies and their 
successors. Second, the enterprise has to establish 
education and career management program for all 
employees, who are expected to remain in the business for 
more than 5 years. By 3 years time, this education and 
career management program will positively affect and 
motivate up to 70% of employees of the enterprise (Hroník, 
2007). 
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Efficient employee education and development system 
responds to constant changes in the environment and leads 
to increased business performance (Fajčíková et al 2018; 
Lašáková et al 2017; Lukáč et al 2018; Nedeliaková et al 
2017). It is important that education is well organized, 
systematic and it has to be continuous, within a repeating 
cycle (Identification -> Planning -> Implementation -> 
Monitoring). Unfortunately, several surveys show that 
current education systems within the enterprise do not 
sufficiently develop the potential of employees. For the 
reason that the employers do not provide sufficient 
motivation and incentives, employees often educate 
themselves and develop their skills on their own. 
(Schlechter 2014, Hoole, Hotz, 2016, Tansley 2016). 

2.2 Effective information sharing 

Franková characterizes open communication as an 
unlimited flow of information that allows the combination 
of partial information. It is oriented in all directions and 
determined by frequent and intensive contact among 
individual organizational units (Franková 2011). An 
effective communication flow is important especially with 
the task that requires participation of multiple workers, i. e. 
when cooperation is necessary (Arnfalk et al. 2016; 
Potkány et al 2016). Effective communication flow is also 
used when the information flow has to be accelerated, a 
better understanding of the information needs to be 
achieved as well as for easier coordination of joint efforts. 
The more independent work of the departments within the 
enterprise is, the more important the effective information 
sharing becomes. 

On the one hand, the manager should increase the 
efficiency of the information flow through the formal 
communication channels of the company's in-formation 
system and on the other hand he should also create 
conditions for effective formal and informal 
communication in a creative atmosphere. Informal 
communication is in many cases quicker and more 
effective than formal communication, while at the same 
time it fulfills people's need to communicate. The manager 
should be able to use these advantages of informal 
communication and seek ways to ensure that the formal 
information flowing through this channel is accurate 
(Saniuk 2013). However, informal communication within 
an organization should be at least partially monitored and 
managed, as it is often the cause of misunderstandings and 
rumors that can harm the organization. 

The main task of management in the area of effective 
information sharing is thus to ensure efficient share of 
information. The phrase "information sharing" expresses a 
situation where several users have access to single source 
of information and use it in cooperation (O’Neill et al. 
2015). Effective information sharing is used mainly in 
team-based project solving. The greater the team is, the 
greater demands on communication efficiency among its 
members are required. For this purpose, new technologies 

that have developed significantly with the beginning of the 
Fourth Industrial Revolution, such as "groupware" (group 
soft-ware) or intranet, Internet, e-mail (Chory et al. 2016; 
Droppa et al 2018; Mura 2017), as well as social 
networking technology. (Kasemsap, 2015; Rózsa et al 
2018). 

Effective communication in an enterprise is determined 
by several attributes. First, atmosphere that is created in the 
enterprise, can be characterized by the fact that 
subordinates openly comment their suggestions, proposals 
or requests to the supervisor (Drucker 2008). Thus, the 
necessary attribute of effective open communication in the 
enterprise is the existence of trust between the 
communicating parties (Porvazník 2007). This means that 
the level of open communication in an enterprise is highly 
dependent on the organization culture setting. 

2.3 Innovative organizational culture 

Business culture is influenced not only by the managers´ 
managerial activities, but also by their daily behavior. As 
stated by Lukášová (2010), people in the enterprise are 
extremely sensitive to what is happening around them. 
Therefore, the managers themselves, not only the human 
resources managers, carry both positive and negative 
behavior patterns to the enterprise employees. The behav-
ior patterns, such as what managers do and do not pay 
attention to, their behavior in critical situations, emotional 
responses in situations of norm violations, significantly 
affect collective learning. Therefore, if managers want to 
influence the culture of the enterprise in a required way, 
they need to be aware of these factors. Lukášová (2010) 
talks about the so-called "culture conscious" business 
management, which assumes the knowledge of the impact 
of culture on business performance, the ability to 
understand the business cultural dynamics and the usage of 
tools and steps to influence the business cultural dynamics. 
The management of the enterprise has to promote the 
desired culture through its management decisions, while 
acting in accordance with this culture itself (Joniaková, 
Blštáková 2015). 

The environment in which employees work is one of the 
biggest motivators and not only to performance but also to 
creativity. In effort to use the potential of human capital in 
the context of the beginning of the Fourth Industrial 
Revolution and its associated changes, the primary key role 
of management is to create an organization culture that 
encourages creative employee behavior. Thus, in an effort 
to keep a business competitive, managers need to draw 
attention to the creation of an organizational culture in 
which employees have adequate conditions to exploit their 
own potential for the benefit of the business. 

Various empirical researches point out several important 
factors that positively influence people's creative behavior. 
First, the best way to maximize employee innovation 
potential is to allow them to do things they enjoy. That is 
why, especially in an environment where creativity is 
needed, management should encourage the employees to 
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address the issues that interest them most (Collins, Amabile 
2008, Carvaja, et al 2015). Second important factor is 
creation of a working environment with open 
communication and efficient information sharing 
(Franková 2011). This statement is also confirmed by 
Willems who defines that innovation is stimulated by 
following rules: open communication, decentralization and 
trust between different hierarchical levels. The listed rules 
enable employees on different hierarchical levels 
communicate freely their ideas and share knowledge within 
the organization structure. (Willems 2007). Khazanchi 
(2006) places in-formation, targeted motivation and highly 
participatory culture among the characteristics of an 
innovative enterprise. Last but not least, an important role 
in motivating employees is fulfilled by the application of 
tools confirming employee’s competency, such as reward 
in the form of freedom in action, time and other resources, 
praise or positive feedback. (Collins and Amabile 2008) 
If the enterprise management succeeds in creating such a 
pro-innovative environment, it is able to take innovative 
decisions very quickly, which is considered as a significant 
factor of competitiveness in today's turbulent environment. 
Priority roles for managers in this context include 
strengthening trust in management, setting up a stimulus 
system with a positive impact on innovation activities, cre-
ating an environment equivalent for everyone with new 
improvement proposal and, in particular, support of the 
innovation implementation. 

3 Materials and Methods 

Several research statistical methods were used to achieve 
the aim of the pa-per. For the purposes of this paper, data 
obtained from surveys conducted within years 2014 – 2018 
were used. The survey respondents were the head 
representatives of enterprises operating in Slovakia. As a 
tool for exploring the current state of implementation of 
selected key managerial competencies, a questionnaire 
with 90 questions focused on formal human resource 
management issues was used. However, for the purposes 
of this paper, the authors of the paper processed only 
answers to questions on the application of selected key 
managerial competencies in the context of the upcoming 
industrial revolution. A number of managers ad-dressed in 
person oscillated approximately 570 each year with a 
return rate on correctly completed questionnaires ranging 
from 60% to 65%. 

The research sample consisted of managers working in 
enterprises within Slovakia, while the authors set two 
stratification criteria to determine a sufficient research 
sample. The first criterion was the region of the enterprise 
operation according to the NUTS system. Slovakia, 
specifically, was divided by the NUTS 2 category, while 
the structural composition of the research sample was 
based on data from the Statistical Office of the Slovak 
Republic (ŠÚ SR). 

The second stratification criterion was number of 
employees in the investigated enterprises. The bottom limit 

was set to 50 employees. Even though micro and small 
enterprises were excluded from the research sample, the 
research focused on enterprises in which the skills of the 
managers were genuinely reflected. 

Based on data from the ŠÚ SR monitored during the set 
period can be concluded that the number of enterprises with 
50 or more employees in individual regions oscillated 
around the same values. The specific regional structure of 
enter-prises over 50 employees in the years under review is 
shown in the Table 1 be-low. 

Table 1. Regional structure of the enterprises over 
50 employees 

Region - 
NUTS II. 

Bratislava 
region 

Western 
Slovakia 

Central 
Slovakia 

Eastern 
Slovakia 

Number of 
enterprises 
2014 

1,098 904 644 612 

Number of 
enterprises 
2015 

1,105 916 651 613 

Number of 
enterprises 
2016 

1,114 923 649 621 

Number of 
enterprises 
2017 

1,123 926 654 623 

Number of 
enterprises 
2018 

1,125 930 659 626 

Source: own elaboration based on ŠÚ SR 

The size of optimal research sample from the basic set 
of enterprises was determined by the authors of the paper 
at 95% confidence level and confidence interval (H = +/- 
0.10). On the basis of the above criteria, a sufficient, 
respectively, relevant research sample for individual 
regions of Slovakia in the analyzed years was set, which 
can be seen in the Table 2. 

Table 2. Determination of research sample for 
individual regions of Slovakia 

Region - 
NUTS II. 

Bratislava 
Region 

West 
Slovakia 

Central 
Slovakia 

East 
Slovakia 

Size of 
research 
sample 

88 87 84 83 

Source: own elaboration 

The authors statistically processed and assessed the 
observed values through the analysis of chain indexes 
(changes in values are always tracked from the previous 
year). 
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3. Results

In the context of the stated aim, the authors identified 
within the survey the strategic orientation of managers on 
employee education and development, activities in the area 
of information sharing support and influence on the 
creation of innovative organizational culture. 

3.1 Strategic approach to human resource 
development 

Adapting to change in a competitive environment involves 
both employees and employers in coping with new 
challenges, acquiring new knowledge and skills and taking 
on new roles and responsibilities. A key role is therefore 
played in particular by the field of education and employee 
development, which is responsible for ensuring that 
employees are able and ready to meet these challenges. 
Based on the above, the authors of the paper have asked in 
the questionnaire whether enterprises focus on a complex 
and systematic approach to employee education and 
development. 

Table 3. Chain Index of Changes - Strategic 
Approach to Human Resources Development 

Strategic 
approach to 
human 
resource 
development 

Share of managers 

20
14

 

ci
15

/1
4 

20
15

 
n 

ci
16

/ 1
5 

20
16

 
n 

ci
17

/1
6 

20
17

 
n 

ci
18

/1
7 

20
18

 
n 

Managers 
have 
developed 
an employee 
development 
strategy 

67
 

1.
02

9 

69
 

1.
01

4 

70
 

1.
04

2 

73
 

1.
01

3 

74
 

Managers 
support the 
education 
and 
development 
of all 
employees 

43
 

1.
02

3 

44
 

0.
97

7 

43
 

1.
34

9 

58
 

1.
06

9 

62
 

Businesses 
regularly 
evaluate the 
effectivenes
s of 
education 

99
 

1.
03

0 

10
2 

1.
04

9 

10
7 

1.
00

9 

10
8 

1.
03

7 

11
2 

Σ 20
9 

1.
02

8 

21
5 

1.
02

3 

22
0 

1.
08

6 

23
9 

1.
03

7 

24
8 

Source: own elaboration 
Explanatory notes: ci – chain index – values changed 

since the previous year 

The comparison of the results of individual years shows 
a slight increase in the sum of the observed attributes in the 
analyzed period, despite the year-on-year decline in one of 
the attributes between years 2015 and 2016. 

3.2 Effective information sharing 

One of the basic assumptions of an innovative enterprise is 
managers' ability to gain interest and enthusiasm for 
changes in their subordinates. In this paper, the authors of 
the paper have examined whether managers in selected 
enterprises create sufficient space for employees’ 
participation in the innovation process. The paper focuses 
on the issue from the perspective of purposeful guidance 
and innovative behavior of managers in accordance with 
the organizational strategy, both in the form of open 
communication, as well as in the form of correct 
knowledge sharing. 

Table 4. Chain Index of Changes - Effective 
Information Sharing 

Effective 
information 
sharing 

Share of managers 
20

14
 

ci
15

/1
4 

20
15

 

ci
16

/1
5 

20
16

 

ci
17

/1
6 

20
17

 

ci
18

/1
7 

20
18

 

Managers 
support open 
communicati
on at all 
management 
levels 

33
 

1.
12

1 

37
 

0.
97

3 

36
 

1.
11

1 

40
 

1.
05

0 

42
 

Managers 
motivate 
employees to 
share their 
knowledge 
through 
stimulants 

11
 

0.
81

8 

9 

1.
55

5 

14
 

1.
28

6 

18
 

1.
22

2 

22
 

Managers 
fully share 
their 
knowledge 
and inspire 
all 
employees 

27
 

1.
03

7 

28
 

0.
00

0 

28
 

1.
03

5 

29
 

1.
06

9 

31
 

Σ 71
 

1.
04

2 

74
 

1.
05

4 

78
 

1.
11

5 

87
 

1.
09

2 

95
 

Source: own elaboration 
Explanatory notes: ci – chain index – values changed 

since the previous year 

The comparison of the individual years results shows a 
slight increase in the sum of the observed attributes in the 
area of effective knowledge support sharing in each of the 
monitored years. On the other hand, slightly more 
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fluctuating tendencies were recorded after closer 
examination of the individual attributes. 

3.3 Impact on the creation of an innovative 
organizational culture 

It is essential for innovative enterprises that they have 
culture supporting innovative employee behavior 
established. The survey in this area was aimed at finding 
out whether an innovation-oriented corporate culture was 
introduced in the analyzed enterprises, respectively 
whether the enterprises have an organizational culture 
strategy developed. The survey also analyzed other factors 
determining the existence of an innovative corporate 
culture, such as employee perception of change, which is 
very favorable in the case of innovative culture. 

Table 5. Chain Index of Changes - Impact of 
managers on the creation of an innovative 

organizational culture 

Impact of 
managers on 
the creation of 
an innovative 
organizational 
culture 

Share of managers 

20
14

 

ci
15

/1
4 

20
15

 

ci
16

/1
5 

20
16

 

ci
17

/1
6 

20
17

 

ci
18

/1
7 

20
18

 

The company 
has established 
innovative 
culture 

84
 

1.
03

6 

87
 

1.
09

2 

95
 

1.
07

4 

10
2 

1.
12

7 

11
5 

The primary 
focus of 
organizational 
culture is on 
innovation 

94
 

1.
19

1 

11
2 

1.
01

8 

11
4 

1.
03

5 

11
8 

1.
03

4 

12
2 

Managers 
influence 
employees to 
perceive 
change as an 
opportunity 

22
2 

1.
02

7 

22
8 

1.
04

4 

23
8 

0.
00

0 

23
8 

1.
01

3 

24
1 

Σ 40
0 

1.
06

8 

42
7 

1.
04

7 

44
7 

1.
02

5 

45
8 

1.
04

4 

47
8 

 Source: own elaboration 
Explanatory notes: ci – chain index – values changed 

since the previous year 

The results of individual years in the examined area are 
following: the sum of observed attributes values in each of 
the monitored years increased at the level of 2.5 to 6.8 
percentage points. In addition, a more detailed examination 
of the individual attributes showed positive trends for all 
attributes throughout the analysis period. 

In the overall assessment of the key managerial 
competencies analysis, such as the strategic approach to 
human resources development, effective information 
sharing or engagement in the creation of innovative 
organizational culture in enterprises operating in Slovakia 
over the past five years, a positive trend can be observed. 
Nevertheless, the overall figures are relatively low, and it 
is questionable whether the improvement rate is sufficient 
to achieve the level of competitiveness of enterprises 
operating in Slovakia in comparison with the rapidly 
developing Europe and world economies.  

4. Discussion

The requirements for managerial skills differ regarding to 
the business environment development and the specifics 
that result from it. The core set of competencies that 
currently significantly influence the success of a manager's 
work in the context of the beginnings of the Fourth 
Industrial Revolution include the capabilities to use and 
develop the enterprise's innovation potential. Regarding to 
above mentioned, it is essential to focus on the efficient use 
of the enterprise’s available resources, while human 
resources play a key role in meeting these goals. As a 
result, to maintain business competitiveness, managers 
need to provide the enterprise with the most talented 
employees who are not only qualified but also have a high 
potential for future development.  

Unfortunately, as Hronik 2007 claims, talent 
management and career management have so far been 
considered by managers as something that is intended only 
for a small group of the most talented employees. This 
statement is confirmed by a survey by Urbancová 2016, in 
which only 17% of respondents confirm the potential 
existence of talented people at all levels in the enterprise. 
However, many surveys point to the need to perceive the 
need for development for all employees who are expected 
to remain in the organization for more than 5 years. In this 
case, after only 3 years can be achieved that the career 
management will affect up to 70% of employees in the 
organization (Hroník 2007). 

From the above mentioned can be concluded, that within 
the framework of career management, it is necessary to 
seek talented people across the whole organization. In 
order to avoid the perception of talent as an "elite", avoid 
inequality or prevent internal "disintegration" of the 
enterprise (Snipes, 2005), talent management needs to be 
formalized through a strategy that directly specifies both 
the benefits and the obligations of chosen employees. In 
this context, the findings of the authors, which point to the 
overall increase in the managers orientation to a 
comprehensive and systematic approach to employees’ 
education and development in enterprises operating in 
Slovakia, can be evaluated positive. 

Various empirical researches point to several important 
factors that positively influence creative behavior of 
individuals. In an environment where creativity is needed, 
management should encourage the employees to focus on 
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the issues that interest them most (Collins, Amabile 2008, 
Carvaja, et al 2015). The application of tools confirming 
employee’s competency, such as reward in the form of 
freedom of action, time and other resources, praise or 
positive feedback, also play an important role in 
employees’ motivation. (Collins and Amabile 2008) 

The overall increase in the attributes of managers' 
orientation towards the creation of an innovative 
organizational culture in organizations operating in 
Slovakia was observed by the authors of the paper towards 
the first year of the monitored period at 19.5 percentage 
points. The authors of this paper consider this trend quite 
positive.  

Another important factor supporting the use and 
development of innovation potential is the creation of an 
environment with open communication and effective 
information sharing (Franková 2011). This is also 
confirmed by Willems who defines that innovation is 
stimulated by open communication, decentralization and 
trust between different hierarchical levels, which enable 
employees on different hierarchical levels communicate 
freely their ideas and share knowledge within the 
organization structure. (Willems 2007).  

In this context, the authors consider the study results to 
be very positive, as the overall increase in the attributes of 
managers orientation to support effective information 
sharing towards the first year of the monitored period was 
quite significant with the value of 33.8 percentage points. 

5. Conclusion

In order to remain competitive, it is necessary to respond 
adequately to this situation. The key to the survival in such 
environment is the preparation of the managers to these 
changes. In the paper, the authors focused on identifying 
the tendencies of applying selected key managerial 
competencies as a strategic approach to human resources 
development, effective information sharing or 
management engagement in the creation of the business 
innovative organizational culture, within the businesses 
operating in Slovakia over the past five years.  

In the context of the overall share of examined attributes 
toward the whole sample, the results of the survey showed 
relatively negative results. The last analyzed year pointed 
out, that managers only support the education and 
development of all employees in (n = 62) cases, which 
represents 18.4% of the total number of respondents, 
managers fully share their knowledge and inspire all 
employees only in (n = 31) cases, representing 9.2% and 
managers support open communication at all levels of 
management in (n = 42) cases, representing 12.5%. 

The field of the organizational culture achieved better 
results, as the survey showed that it is introduced in (n = 
115) enterprises, i. e. 34.1% of respondents. These results
indicate a very poor preparation of managers operating in
enterprises in Slovakia to the current business
environment.

However, the findings of the authors also point to the 
overall increase in the orientation of managers in 
enterprises operating in Slovakia on all monitored 
attributes. While in the managers orientation on employee 
education and development was observed overall increase 
of only 3.7%, in the orientation towards the creation of an 
innovative organizational culture an overall increase of 
19.5% was recorded. In the area of effective information 
sharing an overall increase of 33.8% was observed. These 
results point to a positive trend and hope that the 
unflattering situation of managers’ preparation to the 
beginnings of the Fourth Industrial Revolution will 
improve in the future. 
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