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ABSTRACT

The author of this article presents a curriculum model for management education and training. This model is based on the findings and analyses of existing models of education and training of employees as well as on a large-scale survey carried out among 353 middle and senior managers working in the economic sector. On the bases of analyses, we developed a framework determining the most suitable and most recommended curricular elements (learning goals, learning contents, teaching methods and forms, learning materials, evaluation). These elements were then used as the foundation for developing a new model of curriculum for middle and senior managers. 

We have found that all curricular elements influence the decision of managers to participate in the education and training process. The decision to further participate in additional learning depends on the participants’ satisfaction with the learning contents at the end of the education and training process. Thus, managers are encouraged to participate in lifelong learning and training, and above all, towards self-initiative participation in the learning processes to satisfy their inner needs and motivation.
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1. INTRODUCTION

Today’s organizations consider education and training as urgent, wherein organizations of the future consider it as a value and part of its culture. Education and training are processes that organizations utilize to understand and adapt to the process and state of the environment. Organizations have to adapt very quickly based on the turbulences of the environment. Those organizations that have a better rate of learning are more successful. The essence of such an organization is to establish a connection between the individual and organization and between the individual’s learning and the learning knowledge of the organization.

We know that today’s system of adult learning encompasses a vast area considering the educational needs and activities of each individual, who is influenced by historical and other cultural factors as well as environmental influences. This is the reason why there are differences in the theory, content, and methods of education in comparison with other countries. We have to be aware that the global social goals of adult education in contemporary developing societies have to include the fundamentals of lifelong learning. 


It has become clear that the economics of education, being a part of the field of economic sciences, can no longer substitute the planning of education within the relatively independent educational science. Furthermore, none of the educational reforms can substitute the broader social reforms that should change the overall condition in society, because:

· when changing the conditions in the educational sphere, the decisive changes are not only quantitative modification, but mainly the forms, methods, and content of educational processes;

· all social sciences will have to re-examine the meaning and role of education as it stands today and in the future;

· taking the above into account, we should not overlook the current achievements within the economics of education and consider the experiences of other social sciences;

· adult education should in the future, more than it has been doing now, take into consideration changes in the social, societal, and technological factors, ecological problems as well as to reconceptualise a new developmental strategy for the 21st century.

Knowledge is becoming an increasingly important factor for survival. One of the global competitions is in the efforts of obtaining information and knowledge. Politicians, government, and institutions are interested in education. Even experts and scientists are asking which type of knowledge is most important for humankind. As such, needs towards knowledge are increasing. With new technologies and globalization of communication, there are increased opportunities for education and access to information (Krajnc, 1996, p.7).

Lifelong learning is becoming a way and part of everyday occurrences. Learning goals and objectives are changing because the education of adults is transferring from formal educational institutions to one’s more intimate sphere. These goals are being “daily” re-defined as becoming broader, more complex, and specifically oriented towards training for every life occurrence. In addition, lifelong learning is becoming more informal due to technology and global computer networks providing the opportunities to readily access knowledge. 


Based on research findings, it usually takes 15 to 20 years of development for one to become a top manager. The division and indicators of success are attributed to: 10% because of education, 20% of success depends on the people one works with, and 70% due to experiences (e.g., continual education, early management experience, creating “something from nothing”, restructuring, project work, increased responsibility, problems, and so forth) (Drucker, 2004b).


Managers of the future will be responsible for their own knowledge. Managers will have to decide on the resources, create their own representation of effects, time used for their own experiences, connect data with new circumstances, and so forth (Krajnc, 1996, p.9). Forthcoming are interdisciplinary areas of education that require from the manager flexible knowledge, skills, new habits and combination of information from various disciplines.


From the onset of the 21st century, the new profile of a manager should be convincing, especially being able to motivate co-workers and to attract them by being a role-model. One of the major challenges for managers of the future will be to coalesce the objectives of the company with the personal goals of employees (as well as management).

2. CURRICULUM

There are many definitions for the term curriculum; however they all apply to a system of education (Kelly, 2004, p.148) and frequently are related to the processes of long-term planning in education (Florjančič, Ferjan, 2000, p.313). The term curriculum includes the complete concept of an institution’s educational program or of a teacher, as well as, including any changes and curricular developments (Posner, 2004, p.5). Individuals tend to regard that the curriculum includes: educational goals, learning content, standards, and/or strategies of education.


Knowledge of curricular theory can be quite convenient for organizations and for implementing job training and education of employees. Analyzing the curriculum from the viewpoint of management process functions we can determine that within a curriculum all processes of management function are included, which are planning, organizing, management, and quality control (Ferjan, 2005, p.350): 

· a curriculum in-and-of itself is a plan that defines how and with which resources the process of education will be implemented;

· within the curricular process, we choose organizational forms of education including the function of organization;

· in the implementation phase we circumvent from the design, planning and organizational level upwards toward the management and implementation level by transferring concrete work tasks to employees;

· evaluation is one of the methods of quality control.

More specifically, Ferjan (2005, pp.351-354) points out that when (a) defining educational goals in the curricular process that this should include the observations of happenings in the social, scientific, and technological environment, identification of current educational goals and goals that have already expired, identification of participant needs and finalizing the structural goals of education; (b) defining learning content we have to consider information of key facts and legality, methodological knowledge of the expert area, viewpoints of specific values within the expert area, communicating and acquiring skills, ensuring abilities of using obtained knowledge in practice and opportunities of building knowledge; (c) choosing methods and organizational forms of education we can choose between many alternatives where we have to consider which forms and methods educational goals will be obtained; (d) preparing materials we have to consider that the content should be oriented towards achieving goals defined in advance, adapted towards background knowledge, interests and needs of users, where there are no unnecessary elements so it does not lead to communicative overloads (e.g., unnecessary descriptions, pictures, schemes, and so forth), and for the user they should be appealing (contract, colour scheme, and so forth) and other factors.

When choosing teachers for implementing the educational process we have to take into account: their personal characteristics as well as their professional references, those that are absolutely necessary and those that are not, those that we are ready or able to pay, determine where we will obtain them (inside or outside the organization) and to mutually come to an agreement with regard to implementation (Ferjan, 2005, pp.203-204).


The implementation phase also considers the adequate implementation of the educational process (Flojančič, Ferjan, 2000, p.316). In this phase, we implement the educational plan, where we have to consider the administrative-technical tasks (logistics, contacting the teachers and students) and for the correct flow of pedagogical and/or andgragogical processes (Ferjan, 2005).


The evaluation phase, which has to be an element in every curriculum, assesses the quality of the educational process. Assessment is chosen among numerous models and methods of evaluation.


Ideally, the curriculum would include six types of information (Posner, 2004, p. 31):

· information regarding the problem for which the curriculum was created and the types of professionals that cooperated in the development of the curriculum;

· a clear purpose, what the learners should learn- known as learning goals; what the teachers should be teaching- this is the content; which order they should be taught- this is consecutiveness;

· a clear purpose of why these learning goals and contents are important: this is the principle or sometimes referred to as philosophy;

· guidelines in the form of suggestions or instructions, how to teach to the goals and content- these are strategies of teaching;

· instructions, how the curriculum and students are assessed and the results;

· information whether the curriculum was implemented and if it has not been implemented, for which situations it is suitable. When it has been implemented than noting what happened.

It is clear that most curricula do not include all these different types of information, but it does represent a sample of an ideal curriculum. Frequently, a curriculum only lists information with regard to goals, content, and consecutiveness.
3. METHODS

With the research conducted among middle-level and senior managers in Slovenian companies, employed within the economic sector, we wanted to determine which methods of the curricular elements of education and training are most sought after and represent an important part of a manager’s professional development.


To implement the model of a curriculum for managers of Slovenian companies we had to:

· research their needs and opinions regarding the most suitable learning content areas, methods and forms that would attract them towards training and education;

· define teaching methods and teaching forms that are directed towards practice and represent an alternative to the currently existing forms;

· research various forms and opportunities for managerial education and training;

· define the educational institutions where managers would like to be educated and trained;

· research the profile of instructors that would, through their expert knowledge and practical experiences gained through experiences where they are currently primarily employed, offer managers a great deal of information as well as qualitative and valuable experiences; 

· define a timeframe of education and training that is acceptable for most manager participants in education and training.

The sample represents top and middle-level managers employed within the economic sector of Slovenian companies. Out of the 500 distributed questionnaires 365 (75%) were returned. After examination we eliminated 12 (2.4%) of the questionnaires. The sample of surveyed managers employed within the economic sector, represents 353 units of which 155 were female and 196 were male (43.9% and 55.5%, respectively). Most of the participants were older than 46 years of age (38.5%), which indicates that managers were in their mature years with a great deal of working experience. We could assume that top and middle-level managers have rich experiences that were obtained through work experience.


The analysis has shown that most participants (45.3%) were employed in large-sized companies, 30.9% in small-sized companies and 23.2% in middle-sized companies. 59.8% were employed as top-level managers and 39.4% of the respondents were employed as middle-level managers. It is encouraging that 90.1% of the participants had an adequate or a higher level of education, one that is formally required of them.


Data that were needed for the purpose of the research were collected with a questionnaire. Data were analyzed using SPSS 15.0.

4. RESULTS AND DISCUSSION

From the analysis and interpretation of results we can summarize the concepts of the study that were obtained on a sample of 353 surveyed managers employed in the economic sector. The purpose of the study was to create a model of a curriculum in the education and training of managers.

The goals of education and training of managers are determined based on the developmental needs and interests of managers, organizations, and society. The purpose is to permanently educate and train managers in accordance with changes and influences from the development of technology, work organization, socio-economic relations, planned training and promotion of managers, and directing managers towards continual training and education.


The research results have shown that the learning content of a curriculum for managers should be connected with:

· cognitive goals: economic goals connected with the organization and analysis of work:

· the goals of training and education comply with the goals and strategies of the organization,

· professional development

· increased level of knowledge,

· opportunities to apply the obtained knowledge in practice.

· affective goals: economic goals connected with the organization and analysis of work:

· achieving success at work,

· problem-solving.

· affective goals: individual goals of individual managers:

· personal development,

· testing one’s abilities,

· being independent at work,

· opportunities for building knowledge,

· motivation,

· meeting colleagues.

· affective goals: connected to the goals of the curriculum:

· suitable teaching methods and forms,

· personal profiles of educational providers,

· opportunities to influence the flow of education and training,

· suitability of the educational providers professional (scientific) profile.

With the design of educational and training programs, the aim is to continuously satisfy the global and differential educational requirements and needs towards training. We have to consider the cognitive, affective, and motor goals that were depicted by managers. Only in such a manner will we be able to ensure their complete development that in addition to their professional development to also include their personal development. Planning is connected with the implementation and the financial and programmatic components serving as the basis for later implementation of training and education.

More precisely, the results have shown that we have to consider the implementation, programmatic and financial components, which include:

· the programmatic content of the curriculum:

· general learning content: financial management, production/operation management, innovative management, computer science;

· specific learning content: knowledge of a foreign language,  emotional intelligence, ecology;

· offer more from the areas of: strategic management of an organization, global law and policy, European law and policy, national law and policy, communicative skills;

· method: internal, external, part-time studies;

· timeframe for implementation: formal education up to two years; informal training: 6-10 days a year;

· location of implementation: university, MBA, graduate programs (Master’s study), Chamber of Commerce, commercial offerings.

· implementation component of the curriculum:

· teaching forms: group work;

· teaching methods: role-play, case study, discussions, lectures;

· organizational forms: workshops, seminars, emotional/interactional training, classes, professional excursions;

· teaching aids: CD,DVD, electronic media, professional publications;

· media: visual-print media, audio: CD, DVD, audiovisual: electronic media;

· educational providers: lecturers/instructors from global companies, practitioners from universities, experts from organizations, important and valued professional (scientific) references.
· financial component of the curriculum:

· organizational means: education and training of middle management that would not cost more than 1,600€ per year; education and training for senior management that would not cost more than 2,500€ per year;

· personal means: education and training programs for middle and top management that would not cost more than 420€ per year;

· curriculum evaluation:

· measuring efficacy: recommended;

· method of assessment: questionnaire;

· elements to assess: all elements in the curriculum.

It would be ideal if a model of a curriculum in training and educating managers would include all the elements suggested by the managers as this type of model would ensure participation in education and training, provide for self-initiated admissions, a sense of satisfaction with the quality being offered, internal motivation, as well as complimenting lifelong education and training.
5. CONCLUSION

A curriculum represents the whole concept of an educational program or program of training that includes four basic dimensions: learning goals, teaching content, teaching forms and methods, and values that have to be interconnected. In addition to these fundamental dimensions, it is very important that we add additional ones otherwise we risk the possibility in not being able to successfully implement a curriculum. These additional ones are teaching materials and educational providers of education and training. Experience shows that each of these elements is influenced by other elements and for this reason designing a curriculum is a continual interaction among all dimensions and factors.

The research study was designed based on theoretical examination of the curricular elements in educating and training and based on the empirical results on a sample of 353 surveyed middle and top level managers employed within the economic sector. Managerial decisions in participating in the education and training are influenced by all elements of the curriculum (learning goals, learning content, teaching methods and forms, teaching material, evaluation). Satisfaction with such programs after the educational process has completed is a determinate factor whether one decides to further their education thus, encouraging them towards lifelong education and learning, especially towards self-initiated inclusion in learning because of inner needs and motivation.


The model of a curriculum of education and training of managers represents content directions in the process of lifelong learning of top management in a company. The model defines directions from responses to questions regarding the most effective and most suitable learning content, teaching methods and forms, teaching material and educational providers that provide managers of the future to continuously better the success of their own work, the work of their co-workers and obtain a competitive advantage of their work organizations.


We are aware that the model represents a temporary “solution” – a solution for today and not for tomorrow, as it is a reflection of contemporary organizations interactions with the environment, managers prudent rationalization on the urgency of finding new information through further education and training, availability and needs in including oneself in various forms of additional training and education, current competitive advantages of such companies, and so forth. Finally, we realize that the quick changes in science, technology, and technical areas also influence the changes in the learning content needs, learning goals, teaching forms and methods that are only temporary, but most effective solutions.


A manager that is in command of change is an individual that plays a key role in this quickly developing process of continuous transformations and influences whether he himself, the work organization and/or his co-workers and educational institutions with their offerings of managerial training and education, will understand this changing process as an unsolvable problem or as an opportunity for successful development at a higher level of functioning.
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