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Abstract 
In their study, the authors deal with the topical issues of the implementation of e-mentoring, e-tutoring, 
and e-coaching as modern means of adult education in the life of learning organizations.  

The managers of learning organizations are aware of the fact that in order to increase the quality of their 
products or services and, thus, their profits; they must invest in their institution’s human resources and 
provide their personnel with opportunities to improve their qualifications, widen and deepen their 
knowledge, as well as to develop their skills and competencies. This is supported by the findings of the 
presented research on the issues of personnel audit in selected Slovak subsidiaries of multinational 
financial institutions.  

The primary purpose of personnel audit is to get an objective view on the personnel policy, practices 
and procedures in a particular organization and to find new opportunities for improvement and 
development in various fields – including workplace education and training. For the purposes of the 
research, a questionnaire survey combined with interviews was conducted to explore how the selected 
institutions gain information about their employees’ knowledge, skills, potentials and educational needs, 
and whether they put the results of personnel audit into practice. The findings showed that the 
participating managers consider their institution’s employees’ career planning and further education 
among the most important goals. In the process of personnel audit, these financial institutions focus 
mainly on the costs of their personnel’s professional development, but also on their educational needs, 
and the evaluation of the realized educational activities. In this context, e-mentoring, e-tutoring, and e-
coaching – as innovative forms of workplace training in the on-line environment – appear to be most 
appropriate due to their easy accessibility, maximum flexibility, convenience, and cost affordability for 
both the employee and the employer. One of their main advantages is the fact that they enable highly 
individualized formal and non-formal adult education respecting the needs of both parties. 
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1 INTRODUCTION  
The primary goal of every organization is increasing its profit, which is closely related to a need for 
permanent adaptation to the changing needs of the market and fulfilling the requirements of the 
customers. If an organization wants to maintain its competitiveness, it must work hard on increasing the 
quality of its products or services, as well as on decreasing the related costs. It is only possible if the 
employees are provided with opportunities to develop their knowledge, skills and abilities and to take 
part in any form of education [1, 2].  

2 LEARNING ORGANIZATIONS 
The current dynamic changes in the society place high expectations on organizations, which must adapt 
to the new situation, and to change their structure and functioning. These changes have an impact on 
the field of personnel management as well. Organizations should create such working environments 
which enable the personnel’s adaptation to new conditions and expectations quickly and easily. This is 
not possible without education [3].  

It is undeniable that, for every organization, it is beneficial if their personnel are involved in educational 
activities and many organizations are aware of the value of investment into human capital [4]. High-
quality human resources are the key to an organization’s success and permanent personnel training 
and further education are the basic preconditions for effective functioning within an organization [5].  
From the aspect of maintaining competitiveness in the market, personnel must possess up-to-date 
information from their sector, as well as skills and abilities necessary for their further personal or 
organizational development. As research results suggest, the qualifications of employees have an 
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impact on the success and productivity of an organization. What is more, sufficient opportunities to learn 
increase the personnel’s job satisfaction [6]. 

Organizations which recognize the importance of knowledge in the context of their functioning and want 
to progress, undergo changes and focus on a systematical development of their personnel’s knowledge 
and so, become learning organizations. In these organizations, high quality personnel management has 
a big role to play.  

Senge [7] defines learning organizations as those paying special attention to increasing their personnel’s 
ability to achieve the expected results, and to the application of joint learning to teach them how to 
participate in creating and improving the reality.  

The following requirements are placed on learning organizations:  

1 A clear vision of the organization and a clear direction of activities – the forms, methods and the 
context of learning are important. A clearly formulated goal is a necessity in every organization 
as all the individual, collective, and whole-organizational activities within it should be targeted at 
achieving it.  

2 The overall concept should be based on high-quality human resources. Paying sufficient attention 
to human resources, creation of favourable working conditions, and enough opportunities to learn 
are important from the aspect of healthy functioning of a learning organization. This requirement 
can be fulfilled by good human resources management.  

3 Initiation of changes in the personnel’s way of thinking and their overall development is another 
specificity of a learning organization. In the process of their implementation, positive thinking and 
openness to changes are the basic preconditions for success. Such an approach must be first 
adopted by leaders - managers. The managers’ task is to become a role model and change the 
way of thinking in the entire organization. It can be achieved by charismatic leadership. Changing 
people’s thinking is a very long and complicated process.  

4 Team work and open communication are an inevitable part of an organization’s system of work 
which should be adopted by every employee. In practice, real team work is very difficult to 
implement and the possibility of its full and flawless functioning within the entire organization is 
questionable. 

5 Clarification of the way of handling information produced, gathered, and used by employees, is a 
relatively new requirement, but, at the same time, it is another important field to deal with in 
learning organizations.  

6 The learning process is another field of interest. It is necessary to clearly define what is and what 
is not learning in the broadest sense of meaning, what are its forms and principles. A learning 
organization typically uses untraditional forms of education [8]. 

According to Truneček [9], in the process of changing a traditional organization into a learning one, the 
following four basic requirements must be met: 

1 It is necessary to create such a specific climate, which would motivate individuals to learn and to 
fully develop their skills and abilities – to do something beyond their duties. 

2 The assumption that the organization will spread its culture of learning not only to its suppliers, 
but also their customers and partners must be fulfilled.  

3 Application of a specific strategy for developing human resources and including the processes of 
individual learning into that strategy should belong to the main organizational activities. 

4 Carrying out a continuous transformation process of the organization as a result of individual and 
collective learning. 

From the point of view of learning organizations, selection of appropriate forms and methods of 
personnel training and education is important. For dynamically developing organizations, the traditional 
forms of education, e.g. learning from textbooks, are not suitable anymore [8]. In learning organizations, 
formal learning is partially replaced by non-formal learning which is more flexible and thus, can adapt to 
the needs of all the participating parties.  

As both employees and organizations must deal with a range of demanding situations on a daily basis 
[10], there is an increasing need for the application of the methods of individualized instruction, which, 
compared with the traditional ones, are more open and flexible. Also individual learning is becoming 
more popular than learning in groups or on the organizational level. At workplaces, virtual learning 
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environment is often used for the purposes of both self-directed learning and guided learning, including 
mentoring, tutoring, and coaching. 

3 VIRTUAL LEARNING ENVIRONMENT 
E-mentoring, e-tutoring and e-coaching are the innovative forms of the more traditional forms of 
mentoring, tutoring, and coaching, which provide opportunities for highly-individualized learning in the 
virtual environment. Learning in the virtual environment, in general, can be considered one of the most 
suitable options of workplace training thanks to its flexibility, openness and accessibility. Among the 
main advantages of learning online are its easy accessibility at any time and from everywhere, and 
opportunities for real-time communication “here and now”.  

The educational needs and requirements of individuals, organizations, as well as the whole society have 
changed a lot in the last two decades. A strong need for replacing the traditional forms of education by 
those more corresponding with the current needs has arisen. This is an issue not only for institutions 
dealing with adult education, but also for learning organizations, which want to find the most efficient 
way of education for their personnel. 

Nowadays, e-learning is primarily used for the purposes of adult education and has several pros for both 
the learning individual and the organization. It helps significantly reduce the financial costs on education, 
to save time by all parties and overcome a range of barriers occurring in the process of developing or 
improving individuals’ skills, or broadening their knowledge. They can take part in any educational 
program realized wherever in the world without being limited by problems in commuting, travelling costs, 
attending classes, frequent absences at the workplace or stress caused by the inability to share learners’ 
time between work, family and studying. Learning organizations are usually involved in three basic form 
of e-learning activities, which are characterized by Aceto and Dondi [11] as follows: 

1 workplace training in the form of a structured educational program carried out online or in the form 
of blended learning. In some cases, only certain segments of an educational program 
corresponding to the needs of an organization are selected.  

2 inter-institutional education providing space for relatively new learning opportunities is a result of 
a cooperation between several organizations. It is exclusively based on mutual communication 
regarding innovations and for the purposes of sharing information and examples of good practice.  

3 professional educational networks, which are virtual communities of specialists from a particular 
field, provide discussion forums for exchanging professional knowledge and experiences. It is a 
form of intended learning leading towards the achievement of professional goals. 

4 E-MENTORING, E-TUTORING, AND E-COACHING 
For the younger generation of working adults – especially the so-called digital natives – e-mentoring, e-
tutoring and e-coaching represent an appropriate and attractive alternative to their traditional face-to-
face forms. For the virtual generation, social networks, which enable real-time communication, represent 
the main communication platform [12,13]. They use digital technologies not only for the purposes of 
communication, but also in their professional and personal lives. 

E-mentoring, e-tutoring, and e-coaching are becoming more and more popular not only for working 
individuals but also for learning organizations. They combine the advantages of mentoring, tutoring and 
coaching, which are based on partnership, and the online environment, which makes these forms of 
education easily accessible to everyone. As mentioned above, these forms of education can be highly 
individualized.  

E-mentoring, e-coaching, and e-tutoring are suitable for those who want to develop their professional 
skills or broaden their knowledge, but the traditional methods of mentoring, coaching and tutoring do not 
satisfy their needs. They can be applied in the context of formal education at the workplace or they can 
be the result of a spontaneous relationship between two internet users [14]. Their main advantage is 
that they make communication with experienced professional possible regardless how far they are. 
Freedom and flexibility are among their advantages, too. 

4.1 Mentoring  
Mentoring as such is a kind of a relationship between a more experienced professional and a less 
experienced colleague. Mentors are experts in their fields providing counselling and lead beginners or 

6490



less experienced colleagues, motivate them, give them feedback and represents a professional model 
with the aim to help less experienced colleagues achieve their goals and find optimal solutions to existing 
problems by means of appropriate questions leading towards independent thinking [15]. The main goal 
of a mentor is to develop the less experienced individuals’ professional skills and competences. It can 
be a spontaneous, voluntary relationship between two persons when the mentee can decide on the 
pace and intensity of learning, but it also can be the employer’s requirement to be involved in mentoring 
when a new employee comes to the organization, or if someone should improve in a certain field.  

Ensher and Murphy [16] define e-mentoring as a mutually beneficial relationship between a mentor and 
a protégé, which provides new learning as well as career and emotional support, primarily through e-
mail and other electronic means (e.g., instant messaging, chatrooms, social networking spaces, etc.). 

4.2 Coaching 
Similarly to mentors, coaches do not offer ready-to-use solutions. They help people make decisions and 
help them uncover their potentials [17]. Coaches work with individuals’ inner motivation. The relationship 
between the participants is based on a partnership and leads to the solution of a particular problem. 
Coaches do not transfer knowledge, nor give instructions; they share their experiences and provide their 
know-how. The central aspect of coaching is the dialogue. There are some differences between 
coaching e-coaching – according to Ribbers and Waringa [18], e-coaching is a non-hierarchical 
developmental partnership between two parties separated by a geographical distance, in which the 
learning and reflection process is conducted via both analogue and virtual means.  

4.3 Tutoring  
Tutoring differs from coaching and mentoring – while coaching and mentoring are typically used in adult 
education, tutoring is usually mentioned in relation with children and youth in their school environment. 
But also adults often need a tutor for their professional advancement or personal growth. The purpose 
of tutoring is to help individuals help themselves, or to assist or guide them to the point at which they 
become an independent learner, and thus no longer need a tutor [19]. E-tutoring is an optimal solution 
in contexts, in which regular face-to-face communication is difficult.  

5 METHODS 
The primary purpose of personnel audit is to get an objective view on the personnel policy, practices 
and procedures in a particular organization and to find new opportunities for improvement and 
development in various fields – including workplace education and training. The authors consider 
carrying out personnel audit crucial from the point of view of initiation of changes as it is an efficient way 
of gaining objective information about the current state in the organization. Therefore, they conducted a 
research on the issues of personnel audit, its preparation, realization and the application of its results in 
practice. The research sample consisted of managers of 24 subsidiaries of multinational financial 
institutions operating in Slovakia. For the purposes of the research, a questionnaire survey combined 
with interviews was conducted. One part of the questionnaire was focused on the issues related to the 
employees’ qualifications and learning opportunities in their organizations. The main goal of the research 
was to explore how the selected institutions gain information about their employees’ knowledge, skills, 
potentials and educational needs, and whether they are open to changes and put the results of 
personnel audit into practice.  

6 RESULTS 
In the paper, only the research findings relevant to the topic are presented. The findings showed that 
the participating financial institution are aware of the importance of high-quality human resources and 
high-quality management from the aspect of their position in the market. 11 out of 24 (46%) participating 
managers indicated that one of the reasons for personnel audit was the need for better career planning 
and for improving the system of education within their institution. Based on the obtained results, the 
authors assume that the participating managers consider their institution’s employees’ career planning 
and further education among the most important goals in their organizations. The participant indicated 
that the results of personnel audit play an important role in the process of re-evaluation of the quality of 
their organization’s plans in the field of employees’ professional development. In the process of 
personnel audit, these financial institutions focus primarily on the costs of their personnel’s professional 
development; they pay less attention to their educational needs and the evaluation of the realized 
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educational activities. They should realize that the finances are important from the aspect of controlling 
but focusing only on this factor decreases the quality of the employees’ further education and training.  

7 CONCLUSIONS 
Knowledge plays an important role in learning organizations. Opportunities for personal and professional 
development provided or promoted by organizations increase their employees job satisfaction as well 
as the quality of their products or services. Learning opportunities contribute not only to the development 
of individuals being involved in various educational activities, but also to the development of the 
organization as such. Taking into account the specific needs and requirements of individuals, 
organizations, and the society, e-mentoring, e-tutoring, and e-coaching appear to be most appropriate 
due to their easy accessibility, maximum flexibility, convenience, and cost affordability for both the 
employee and the employer. One of their main advantages is the fact that they enable highly 
individualized formal and non-formal adult education respecting the needs of all parties. 
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