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FURTHER TRAINING OF SOLDIERS 

The aim is to point out the possibilities of development of training preparation of soldiers in the 

context of current development trends in the lifelong learning. It deals with the description of training 

soldier’s system and identifies critical current trends in the development of vocational education, 

which could be used in the professional preparation of soldiers. 

INTRODUCTION 

Adult education is one of the essential stages of lifelong learning. It is the process of adapting to changes of individual in 

economic, cultural, social and political environment. The importance of adult education is associated with economic 

benefits and also has a significant part on the individual and social development of the individual. Continuing vocational 

training is considered to be a crucial component of adult education. Its essence is the ongoing adaptation of worker 

qualification requirements arising from work activities. Professional military education is part of professional education 

subsystem containing all sorts of preparations taking place in the preparation and training of personnel during the 

duration of the service relationship. 

1. PROFESSIONAL EDUCATION 

Educational policy of developed countries is greatly influenced by the action of multinational organizations and groups 

since the mid-20th century. In particular it concerns initiatives, proposals and recommendations of the Council of Europe, 

the UN and the World Bank. Increased interest in the field of lifelong education was given by importance of education for 

social and economic development. Currently, lifelong learning becomes a part of HR policies in most organizations. 

According Mr. Průcha a Mr. Veteška adult learning is a process involving all activities undertaking formal and informal 

education. At the level of social policy adult education connects education, employment, social security policy and human 

resources development in the cultural, economic and social context. It is concerned as a practice field for the emerging 

field of science and learning in higher education. [10] 

Continuing vocational training is the most formalized part of continuing education. It focuses on the development of 

all forms of professional and vocational training throughout working life. It includes all forms of professional and 

vocational training throughout working life in the categories of formal and non-formal education and informal learning. 

The most typical part of the professional education is business education, of which the aim is the adaptation of the skills 

requirements of jobs and extends their working abilities. 

THEORETICAL BASIS OF PROFESSIONAL EDUCATION 

In search for theoretical concepts, which can be considered as bases for lifelong learning, interdisciplinary approach is 

applied. An adult is engaged in a number of science disciplines and from their specific perspective. According to the 

theme of this paper adult education, economics and human resource management can be considered as an important 

link. Andragogy deals with a comprehensive view on an individual and on professional education it looks in the context of 

his life. Andragogy considers professional education as a tool for individual and society-wide development and 

prosperity. According to Beneš study and practice of education are linked to current economic, demographic and social 

trends and cultural changes, and therefore the aim of andragogy is to offer adult education courses which the change 

would accompany, promote, or initiate. [3] Professional education also applies to the work of any individual and his 

economic activity both of which are implemented in the environment of employing organization. Employers are important 
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players in realizing and utilizing the results of further professional education and preparation. Area of professional 

training and development of professional competencies is the domain of managing human resources. Professional 

education is closely linked with the job title of the individual, his work and the application of economic activity. 

 Professional training of staff in the organization usually contains qualification, requalification and normative 

educational activities. Qualification training is aimed at deepening the existing qualification of adult, the content are 

activities associated with training the staff, or its learning and preparation for carrying out activities related to the working 

post. Retraining is defined as gaining new skills, increase, extending or enhancing existing skills. In terms of its content 

requalification may be concentrated at the gain of knowledge and skills to perform work activities for a particular job or 

related to gaining of more general skills complementary to existing qualification. Normative education is considered as a 

separate component of vocational education and the obligation of normative training is given by legislation. The most 

common normative education is training of health and safety at work, training related to professional qualifications for 

renewal of occupations or professions. 

With professional training the ambitions of individual actors are related. Individual interest of individual is to maintain 

and recover skills, gain knowledge and skills that lead to the achievement of satisfaction and the corresponding quality of 

life. The interest of investing to the professional adult education in terms of the company is conditioned by the need to 

maintain and develop the potential of people needed for performance. Social interest is associated with the use of 

learning and education contribution to economic and social development. [11] 

CORPORATE EDUCATION 

Corporate (business) education is a critical component of human resource development model, within which various 

activities are carried out consistently in the concept of lifelong learning. The aim of these activities is to support the 

development and optimization of personnel growth to fulfill their social roles, prepare to cope with environmental changes 

and the development of professional competence. Human capital and education levels are considered to be one of 

crucial determinants of labor productivity. According to the conclusion of the study of the European Central Bank in 2006, 

the growth of labor productivity in the European countries is by one third in the quality of human capital, which is growing 

at an annual rate of 0.6%. The level of education and the quality of human capital lead to an increase of labor 

productivity, which is given by the fact that more educated worker controls and is skillful in more procedures, techniques, 

technologies and is able to make choices independently and the work itself needs less time. [9] 

Koubek considers the staff training for personnel action, which is variable in the time and the space. Training of the 

staff in the organization defines a list of activities, and by the author, it is its essence to adapt he skills of workers to the 

changing needs of the position. [6] The crucial part of the educational activities in an employers' organization is focused 

on the preparation of employees for work, these activities are referred to training. Another type of educational activities, 

exceeding the requirements of the job and creating conditions for the development worker in career activities are, aimed 

at the progress of employees. 

Educational activities in the organization are designed for individuals or may be also applied to particular groups and 

categories of workers of similar professional background or those who perform a similar job. 

MANAGEMENT BASED ON COMPETENCIES 

Traditional approaches to staff training which are aimed at reducing the gaps between objective and subjective 

qualifications do not longer meet the requirements of the present time. Trends towards the increasing of the employees’ 

participation in the decision-making process are also manifested in the field of corporate training. 
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If the development of human resources is considered as one of the key objectives of the latest concepts of personnel 

work in organizations, then the most progressive approach to achieve it is considered on the basis of management 

competencies. Veteška and Tureckiová state that the goal of education is to achieve competencies according to that 

level where the learner is able to successfully (effectively and meaningfully) handle a variety of situations and tasks that 

will be addressed. [13] Management based on competencies also enters into the field of education and development. 

Education competencies focus on the competencies that should be developed at learning individuals and not just for 

filling the gaps in education. Its concrete expression founds in a corporate training environment because in the 

environment of employers' organizations it is relatively easy to determine learning objectives, which cover both expected 

competent job performance and behavior. 

2. PROFFESIONAL PREPARATION OF SOLDIERS 

Following the conceptual and contextual documents relating to the implementation of the concept of lifelong learning in 

the Czech Republic, the Ministry of Defense created functional system of training and education. Basis for the creation of 

a system preparation, training and education were generally binding regulations of the Czech Republic, internal 

departmental standards. Act No. 221/1999, on professional soldiers (as amended) provides that the Ministry of Defense 

is obliged to create conditions for sustainable education and leveling qualification interests of the soldiers in the interest 

of armed forces. [15] The current system of training soldiers is regulated throughout the concept of The Conception of 

Staff Preparation of the Ministry of Defense for the period 2012-2018. Preparation of military personnel is composed of 

processes and measures aimed at the education and training. Mentioned training components are based on the concept 

of lifelong learning. [5] 

The Ministry of Defense creates for professional soldiers’ conditions for education and training, which can be used to 

perform services on systemized place, to serve on combat missions or required training for their intended service 

position. The "second career" training of soldiers after termination of service is also a part of the educational system. For 

effective and efficient preparation and staff training the system of education and training facilities is used by the ministry  

The main objective of preparing military personnel of Ministry of Defense is to achieve changes in knowledge, skills 

and behavior that will make possible to say that the military professional is qualified in a service relationship, educated in 

military and specially prepared for military practice. [5] 

Preparation of professional soldiers is defined by internal documents as an activity consisting of the provision and 

acquisition of knowledge, skills and developing of the ability to perform a specific profession in education and training. 

The system of personnel preparation is primarily focused on providing educational activities, the aim of which is to create 

conditions for meeting qualification requirements. The training includes soldiers’ military career courses, vocational and 

language training necessary to perform services on the systemized place. [5] The basic qualification requirements are 

military career courses and professional soldiers achieve their qualification requirements by passing different types of 

courses. Linguistic, professional, and special purpose courses are part of the basic training of soldiers. Professional 

courses are designed for gaining knowledge, skills and habits necessary for the performance of activities required in a 

service classification in a given specialty. Specialization courses prepare and educate soldiers for their further 

specialization. 

Educational activities of the resort are extensive. In 2011, there were a total of 1,779 educational activities designed 

for military personnel and civilian employees [14], which can be divided into two basic categories:  the preparation and 

the study. Study takes place in military schools, which are part of the Czech educational system and is aimed at 

increasing the level of education of soldiers (qualification requirement). Preparation in the courses is aimed at extending 

or acquiring new knowledge and skills development. It is oriented to complement the qualification requirements. 
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The White Book makes recommendations to improve efficiency and increase the quality of all activities of the Ministry 

of Defense and subordinate organizations. In the area of personnel preparation in the next ten years it suggests: 

— to establish a comprehensive system of education, training and exercise for soldiers; 

— to optimize the network of training and educational facilities; 

— to effectively use the educational opportunities of other departmental facilities in the Czech Republic and 

abroad; 

— to change a preparation of senior officers and soldiers in junior officers, to educate in military theory, military 

expertise, history, law, political science, ethics and other social sciences; education and training of non-

commissioned officers and warrant officers should be organized in the system of career and professional 

oriented courses; 

— to uniformly manage language training. [4] 

The decisive factors that will continue to influence the preparation and education are significant pressure to reduce 

costs, budget cuts in education, to interference unclear organizational structures of department development The 

concept of education and training of staff stated that the Ministry of Defense environment the system training and 

education in recent years, more influenced by a decrease funds than real needs and implemented measures lead to 

cancellation or reduction of part of educational activities without deeper previous analyzes. [5] 

For critical point in the system of training soldiers can be in accordance with the above policy documents considered 

unconnected system of training in managing careers. Increasing the qualification requirements and assumptions is not 

implemented based on the final service evaluation, and therefore it cannot be fully used from its motivational potential. 

Although the Ministry of Defense is involved in creation of the Integrated System of type positions, till now the basic type 

position have not yet been processed in a form that would be used as a resource for identifying training needs. 

Established qualification requirements are not fully utilized for determining training needs and cannot derive the 

requirements for training. 

Amendment of the content of education and training can be considered as one of the key opportunities for further 

development of the vocational training system of in the Ministry of Defense and considered changes to the content of 

professional training are the results of expanding military cooperation and specialization within NATO. The concept of 

personnel preparation referrers the cooperation for the opportunity when the resort on the achieved skills in some areas 

may offer its own training capacity and other areas seek opportunities for education and training of personnel within 

foreign partners. [5] 

3. GENERAL TRENDS THAT CAN BE USED IN TRAINING SOLDIERS 

In vocational education and training lifelong learning approaches are promoted and the ideal is a shift from traditional 

vocational education and training to activities aimed at creating prerequisites and conditions for permanent development 

of individuals. 

New labor requirements are often expressed in the key competencies that are of transferable nature and that are not 

tied to the workplace, but they are useful in general. These include skills for effective communication, teamwork, 

flexibility, adaptability, ability and willingness to learn constantly. Approach in promoting the human resource 

management is management based on competences, which allows connection of basic HR activities based on 

competency models that can be used not only for identification of training needs, but also for the selection, remuneration 

and career assessment. The big advantage of competency models is that they describe the knowledge, skills and 

abilities in terms of achieving an appropriate work performance. 
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Currently, there are changes in professional training that are designed to increase the efficiency and effectiveness of 

training. These trends are also enforced in accordance with the Concept of military personnel. There is a continuous 

change in the objectives, contents, methods and forms of training, which react on changes in requirements of actors. 

There is a shift from general training of the knowledge and skills to solve specific work problems. The required tailored 

educational activities are obligatory in the matter of respect of the input knowledge and specifics of the learners. During 

the preparation methods are used and focused on motivating learners, preparation takes place in shorter cycles and 

repeats.  

Changes occur in the team composed of teachers and educators. The team of teachers is generally composed of 

internal trainers and external consultants, able to relate specific knowledge of procedures and processes in the 

organization with the latest knowledge of the field. The position of lecturer changes in the educational process and 

teacher becomes a coach and mentor of learners in the process of cognition. There is an increase of so called peer 

education. Educational activities are lea by lecturers of the same age as those in education. [8] 

A significant development of professional training can be considered as an application of innovative learning 

organization skills, in which the use of the potential of creative problems solving is used, during which  the subjectively 

new means to solve a new problem are used. Using the methods of creative problem solving develops not only creative 

thinking but also causes a high rate of participation of learners in problem solving. That approach teaches participants to 

apply knowledge to define problem, focused on collecting relevant information and their use in designing and defending 

optimal procedure of solving the problem. [1] 

The demand for educational activities that are placed outside of the organization increases, based on the fact that 

one learns on the basis of emotional experiences, using metaphors and adventure elements that increase the 

attractiveness of learning. [7] For adult education, which is based on experiential education, the variants outdoor-training 

and team-building shall be used. 

Educational offer in the organization is more structured and differentiated. Training and development is offered not to 

all employees of the organization. Developing educational activities are aimed at senior management, key employees 

and workers with identified growth potential. Other workers are offered educational activities supporting the enhancement 

of work performance and mandatory training. In most organizations, there is a preference for performance goals, the 

requirements are changing for the use of information, participatory management styles are promoted, and the 

substitutability of workers is required. Only progressive organizations that apply the concept of management and human 

resource development are looking for opportunities to develop the potential of most employees. 

Efforts to prepare employees for practical work find its expression in the individualization of training and in an effort to 

use more efficient methods. The organization sought to increase the attractiveness of education through e-learning, 

which contained multimedia courses, communication with e-mail, discussion groups and chat rooms and allowed flexible 

access to information. There was not the anticipated expansion of e-learning and the fulfillment of wishes and ideas. One 

of the ways to take advantage of e-learning is its connection with other methods of education in the form of so-called 

blended learning, which is considered by a number of authors as a mean of increasing the effectiveness of training. 

There is an increase of the importance of forming a motivating environment for learning in organizations, self-

organizing teaching and learning in teams. According to Benes it is necessary to create opportunities for the transfer of 

learned into practical action also through coaching. [2] 

Globalization of the economy raises the demand of globalization of vocational training which is highlighted by the 

emergence of the European labor market and by the increase of workers migration. Globalization trends increase the 

importance of intercultural education and training of expatriates which is aimed at providing information of economic, 

political and geographic character. Selected employees are acquainted with cultural practices, value systems and typical 
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manifestations of the behavior of people in the target country. Training is carried out with the use of case studies, 

discussions, simulations and also through personal contact with members of other cultures. 

 

So far, not too appreciated form of knowledge, skills (at least in the area of corporate education and training in the 

Ministry of Defense) is informal learning. Informal learning is one of the central concepts of the educational policy of the 

European Union. Attention of educational policies of mentioned type of learning is natural, because it allows you to 

acquire, expand and enrich knowledge and skills in all stages of life. According to estimates of Urban, nearly 90% of 

professional development takes place in the direct activities and interaction between workers. [12] It is possible to state 

that support of informal learning as part of the process of gaining knowledge, acquiring skills and changing attitudes on 

the experience and contacts could potentially be the most effective form of training. An important fact is that the formal 

recognition of professional qualifications in the Czech Republic is regulated by Act No. 179/2006 - on Verification and 

Recognition of Further Education; it is accepted by employers and is used by adult participants for further training. 

CONCLUSION 

The extension of the concepts of lifelong learning (and teaching) in the resort of Ministry of Defense is one of the ways to 

achieve the connection of learning outcomes with linking management careers processes of military professionals. 

Lifelong learning allows the combination of different strategies with different models of education career. It creates the 

preconditions and conditions for the acquisition of qualifications and competences at any time during the life throughout 

the various study tours and crucial are the learning outcomes and the willingness of individuals to seek their formal 

confirmation. In the Czech Republic the adoption of Act No. 179/2006 – created conditions for the recognition of further 

education. I believe that the concepts of lifelong learning and learning itself, initiatives and recommendations of the 

Council of Europe are inspiring for the development of continuing professional education of soldiers. 

Key words: Life-long learning, continuing vocational education, vocational training, skills, competency, human capital, 

human resource, adult education, human resource education and development, vocational education and training. 
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