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Abstract 

Tlre /~r.irrrrrr:i: .sorrr.ce.s of rlotrr i1.er.e /Ire prtr.tici/~rrrrt.s 11.110 lrcrd corrr~~leterl .sorrre.fi,r.rrr o f  
lr~nirrirrg trrrd dci~e/oprirerrt .sirrcc Se/~terrrhl:r. 2003 ( I / /  of i~./rorrr 11.er.e errrp/o,:ee.r o f the  

Drrhliir Derrt~I Sclrool rrrrrl Ho.s/~itcr/. Botlr qrrrrlitrrtii7e orrd qrr(rirlil~tii~e i.eserrr.c/r 11.rr.s 

crrr.i.ier/ out so ns to grrtlrer. /Ire rlntrr irr relrrtiorr lo p(rr~tici/~rrrrrs, rrrrcl tlreir. lr~rrirrirrg rrrrr/ 

1eieIo1111e1~. Tlre qrrestiorrr~rrir.e 11.rr.s de.sigrred irr or.rler. to e.x-rrrrrirrc? their. nttitrrrler 

irrll~ilrg cor~l~?ll~te~/ tl~rrillilrg. 

Qrrnlirnrii~e r.e.serrr.cIr n.rr.s rrsctl irr tIre,for.rrr ofirr-dept irrter.~.ien:s n.i/lr 111.0 rrrerrrher:~ o f  
tlre r~rtrrrtrgcr~rc~r~t rerrrrr of tlre or~cr~~i.strtior~, so rrs to srr~~~~lc~r~rcrrt / I r c ~  ir!fi~r.rrroriorr 

g(rtlrer.etl irr /Ire qrie.stiorrrrnir~c.s crrrd to iirrrler~.smrrrl rr.crirrirrg trrrd rlei~clo/~rrrc.rrr, fi.orrr tr 

/ l l ~ l l ~ ~ l g ~ l ~ l ~ l l l  / J ~ I ' . Y / J ~ C / ~ ~ ~ ~ .  

Tire r.e.srt1t.s ohmiirc~l r.eflected tlrc tr~rrirrirrg nrrtl de~~eIo/~rrrcrrt trctii.iries irr /Ire 

or;gorri.scrtiorr irr tr i.er:l, l~ositii~e licglrt crrlcl irr pnr.riculrrr. Iriglrliglrtetl /Ire trr.err.s ,for. 

po.~siblc rlri~elol~rrrcr~t. 

Tlrc lirc~r~rr/rrr.c~ r.c~i.ie~~~.crl co~r.sicler~etl /Ire. i.011~ tr.rrirrirrg. r ie~~rlo~~i~rc~~rt  trrrd ctlricotiorr 1rcr.s 

1 1 1  I tlrc gr.oi~.tlr ~f hccrl~lr sector. or;ycrrri.str/iorr.s borlr rrrrtior~rrll~~ crrrtl 

irrrer~~rtrtiorrtrlli~. Irr ~)crr~tirrrIt~~~, tire irrlr~~r~e~rrt ~ ? ~ ~ o g ~ ~ t r ~ r r ~ r i ~ ~ . s  rrrc~/ii~rrt;rrg (rricl ~ ~ I ~ / I I . ( I I ~ I I I , ~  

joh c~~~i.s/t~c~~iorr. 7 7 1 c ~  /;rit/~rrgs , /O<.I I \  O I I  r / r < ,  I/I(>III(,.\ o/ / / I C  t ~ r ~ ~ ~ ~ / i ~ ~ ~ r r r t i i r ~ ~ ~ . ~  iiiril tlro 

irrrc~i.~~ic~n:c trrrcl c o r ~ ~ r ~ r o r ~ ~ l t i c  r i . s i ~ g ,  I I / I  I . I I I I ~ I .  tlrc /~o.tsil~ilitj~ o/ 

firrrrr.e r.ccor~rr~rcrrrlcrtiorr.s. 
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Preface 

1'1ie Dublin Dental School ant1 Hospital (DDSH) \vas opened i l l  1498 and is part of 

Trinity College. Dublin that lias a long and proutl history. The Boartl. established in 

I963 nras responsible to collaborate \\,it11 the three dental schools' in Dublin: Trinity 

College. Dublili: University College. Dublin: antl the Royal Collegc of Surgeons in 

Irelantl in the pro\:ision of clinical training. 111 tlie 1970's these three tlental schools 

\\.ere amalgamatetl. 

A lie\\, clinical builtling \\,as completed in 1997 and the oltl hosl~ital's refurbishment 

\\,as completetl in 1994. This follo\\~etl a long ant1 tiifticult pcriod of ~lncertainty 

(luring \\~hicIi i t  became tlifficult to recruit stafl'tlue to rumours of closure antl prior to 

1980 little if any original research. The decision to retain ant1 rebuilt1 was a~itiouncetl 

in 1994. thereby cntling 50 years of uncertainty. 

A state of the art facility is no\\? in operation, \\tit11 this change thc DDSH ~lnder\vent 

cliangcs in structure, culture thus. a \\,hole lie\\{ en\riron~nent e\;ol\,etl. The DDSH is 

tlic principle tlental etlucation antl training institution in Irela~itl. The DDSH provitles 

programlncs across tlie l i l l l  rangc of specialities i l l  tlentistry. 

'The mission of thc DIISH states in tlie Provicler 1'1a11 (2000: 2): 
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author also ititentls to demonstrate that through tlie de\~elop~iient of each theme of the 

APPM. employees disco\,er their own abilities and potential. and on discovering this. 

they de\~elop more tlemantls of both themselves ant1 thc health sector system. 

No cvaluation lias been carried out to datc fro111 the perspecti\~e of tlie staff involvetl 

in training ant1 tlevelopment in tlie DDSII and therefore thcir opinions ant1 \,ien,s have 

not been forlnally researched. Such an cvaluation \\r111 pro\~itle a unique insight into 

ho\v train~ng and tlevelopment is vien~etl ant1 lio\\~ tlie APPIM lias contributetl to these 

\lie\vs. 

Chapter  orle \\,ill explain tlie reasons \\:hy tlie author chooscs training ant1 

tle\,elopment as tlie main focus of this rcscarch stutly. 'l'lle author an over\~ie\v of tlie 

researcli ol?jcctivcs' in \\~hicIi this research stutly is aiming to analysc. A brief 

summary of each chapter \\,ill also ap1)car. 

Chapter two \\'ill provitle an over\:ien~ ant1 explain tlic intlividual objective of each of 

tlie seven themes itlentifictl in the 'Action Plan for People Management' (APPbl). 

Thc author \\,ill consitler best practice research untler tlic uml-rrella of training ant1 

tie\-elol~tiient. A hrieling on the current en\.ironmcnt situation in the liealtli ser\.ices 

\vill be pro\itletl ant1 finally the nest steps ell\-isagetl by the author. 

C l ~ a p t e r  tliree \\;ill pro\-itlc a concise re\.ie\\; of literature in relation to training ant1 

tlcvelopmetit in general ant1 \\;ill related tlie literature to tlic Hc;~ltli Carc Sector also. 

Tlic nntlior i l l  i I c i  fiot~i ;I liistorical l~erspccti\c I '  r i i i  iltitl 

tie\-clol)mcnt alitl in particular rcccnt tic\-clol)~iie~~ts i l l  a national anti ititcrnatio~lnl 

contest. tllat !nay relatc to the organisatiotl. 

C l~ap te r  f o t ~ r  i l l  tliscuss the research methotlology making reference to botll 

clualitati\e nntl quantitati\e research mcasurcs l~tilisctl by thc ;~utllor ant1 the stages in 

\\;liicli the a~~t l ior  \I-cnt through in the gatlicrinp ol' the data. 

Chapter five \ \ - i l l  pro\.itlc a prcscntation of tlic atlalysis ant1 tintlings ant1 \ \ i l l  tiiscuss 

tlie research. making referenccs to l~oth the litcraturc ant1 tlie fintlinps. 
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Cl~ap te r  Six \\,ill gather together the salient points fro111 the research stutlp. dl.a\v 

appropriate recommendation and idetitifp \\,liere fi~rtlier st~ltly might be untlertaken. 

The authol. \\,ill sum up this research st~ldy \vith a final cot~clusion. 
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CHAPTER I1 

CONTEXT 
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2.0 CONTEXT 

2.1 Introduction 

In this chapter the author provitles an overview of the 'Action Plan for People 

bIanagement'(APPM), and the contest in \\,hicli tlie action plan \\,ill play it1 achieving 

tlie research objectives the author has set out. 

2.2 Action Plan for People Management 

The h~linister for Healtli and Cliildrcn, h4icliael Martin, T.D., lautichetl in November 

2001 tlie nenr National Health Strategy 'Quality ant1 Fairness'. Tlie challenges posetl 

by "Quality ant1 Fairness" are significant and rcquil-c nen apl)roaclies. 111 t ~ ~ l n  Action 

108 - Action Plan for People Matiagetilent \\/as launched in No\,cmbcr 2002 of  the 

'Quality antl Fairness' antl sets out tlie tlc\,clopmcnt of tlie plan tliat has been tlie 

responsibility of tlic Ilepartment of Health ant1 Chiltlren (DoHC). tlic Health Scrvicc 

Employers Agency (I-ISEA) ant1 in consultation \vitIi thc National Partnership Forutii 

(NPF). Tlie cstcmal stakelioltlers as a \\,hole iticlutle Ilealtli Service EIIIP~O)JC~S 

ilgcncy (HSEA). Departtilent of Iiealtli atitl Chiltlren (DoHC). Office for Healtli 

blanagement (01-Ih4). Human Rcsourcc Director's (HRD's) of tlie I-Iealtli Boartls ant1 

Eastern Regional Hc;~ltli i\utlioritp (IIIHA). a~itl the I-Iuman Resource 14anagers from 

tlie Ilublin Academic Teaching I-Iospitals (DATHs) ant1 tlie Voluiltary Hosl~itals in 

Irelantl. 

Tlie APPh4 is an essential compolicnt. \vl~icli forms one of tlie change programmes of 

the s c \ c ~ ~  tli;it eliicrgctl ii.otii llie Ya~io~la l  I lealtli Stratez! (;\ppc~itlix 1). !'lie ; l l~l ' \~l  

is a \it;ll tlocu~iicnt tbr tlie liealtli ser\-ice ant1 all tlie l,eople n~lio \vork intcrnall!; 

\vithin (lie system. 

The action plan is a tlocutncnt tliat has bee11 tlesignetl to atltlress \.cry real ant1 tangiblc 

issues. The actioti plan tlcals n-it11 both strategic ant1 operational issues. Tlie role ant1 

pvsitioii o f  l ~ ~ ~ l i i a ~ ~  resource managelnellt is crilical lo tlie successf~~l  acliic\-cmcnt of 

ser\-ice iml~erati\.es pro\.itletl h!. tlie liealtli scr\icc. l'lie action plan pl.o\-itles all tlie 

stakelioltlers it1 tlic system \\-it11 the tlircctiotl. ant1 actions tliat are requiretl lo bring 

pcoplc tnat~agetiient to the sta~itla~.tls tliat are req~~iretl .  ant1 \\-ithin a certain timc 
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frame. Tlie action plan identifies not only tlie key areas tliat need to be addressetl but 

also ho\v best to proceed in terms of best practice. Tlie action plan lias set out a lot of 

straightfor\vard ant1 practical steps tliat can be taken to make a positi\~e impact. \\,liilst 

also atltlressitig issues tliat 1iaI.e a longer strategic effect. Tlie APPbI will therefore 

play a vital role in acliic\.itig the objectives of "Quality antl Fairness". 

Tlie theme the author \\,ill focus on is theme ti\:e. lio\vevcr thc author \\.ill explain 

briefly the seven tllemes ant1 eacli theme's objectives. Tlie reasoning behintl \\,hy thc 

author has placetl at1 emphasis on theme five is because this is one of tlie very first 

tliemcs tlic DDSH has tle\.elol~etl through tlie tilntliny of (25:000 in 2003 and €6.500 

in 2004 recei\.etl fiot11 tlie Eastern Regional Healtli Authority (ERHA) since tlie 

launch of the action plan 

Finally. tlie i\PPI\tI is thc outcome of an estensi1.e consultative process as esplainetl 

abovc. Thc i\Pl'bl provitles 'n r.ocrrl r r rc r l~  for. rle~~eloprrrerrts irr l ~ e o l ~ l e  r~~crrmr~gerr~errt 

11.it11irr tire lrenltlr ser.l.ice,fi~r. /he /re.\-/ ,fell. 1.err1~ ', IISEA et a1 (2004:l). I t  idetitities 

se\.en key areas to be atltlrcssetl antl tlieil. ol?jecti\.es are as follo\vs: 

Tlle111e One: R l a ~ ~ a g i ~ ~ g  People Effectively 

The objectixe of this theme is ' l o  hrliltl clr~tl c~rrlrcrrrce rrrorrtrgerrrerr~ ctr.~~trc.i/~- irr 01.t1c.r. 

to rlcli1,o. /Ire clrtrr~yc. rrrc~r~crgc~rrrerrr ~~r~ogr.trrrrrrrc r'eq~rir.rtl 1!1. Q~~oli / ) .  trrrtl i.2rir.rrc.s.s '. 

HSE.4 et a1 (2001: 3). 

\\'itliiti this llietiic t l icr~ i~rc i~ lotal ol' tllree actintis tliat iirc consitle~~ctl li>r litrllicr 

tle\elol)~iicnc it1 the I-lcaltll Sct\ice. I his tlie~iic ailiis ro tlc\clol) ;I c~tlt~lre oi'opcli 

coiiilii~ttiicatio~~ ant1 ilicIusi\eness I)!. fostering a tilore open ant1 participati\-c 

rclationsllil) bet\\-een nianagers ant1 staff. Ih is  tlieliie also aims \\-it11 the rccciit 

iml~lementatioti of iiia~iagcmcnt coliipetency li.atne\vorks. using tliese as a tool to 

encourage tiianagcrs to focus oti their skills ant1 to iticrci~se tlicse skills tlierel)>. 

itiilxo\ing the o\erall performance of  tlic ser\-ice pro\-itletl, Finall!. tliis tlle~nc aims 

I t i ~ i  i i i i a e  I itiil)ro\-in? their '~)cople tnanagement' skills througli 

prioritising trainins in areas. in ortler to bring about beha\-ioural cliatige ant1 citlr~t~.al 

clianse n.itliin eacli organisatioti. I'lie ob,jecti\e ol'11iis theme can be acliie\etl \ \ i t 1 1  

the assistaiice of the tlSI:..\ \ \ho are currentl! tlc\elnl)ing 'I'eople \~la~iagemenl - The 
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Legal Framen8ork' as a training package. \\,liicli \\rill provide the kno\\,letlge and 

relevant learning tools rcquiretl by line ~iianger-s to enhance their ability to l i i l f i l  their 

people manageiiicnt role. 

Theme Two: Improve Tile Qualit;\. of W'orking Life 

'The main ol?jecti\e of this tlie~ne is, 'to corrtr~ibrite to the qrrrrlit~, q/clierrtr/~er.iiicc..r-,.T 

rlscJr..~ ' e.~/)er.ierrce qf the Irerrltlr ser.~.ices b ~ ,  errsrrr.irrg //rot crppr.ol~r.ic~te otterrtiorr is /~nicl 

to I I I N I I N ~ ~ I I ~  //re qrtrr/ih qferrrployees ' ~\.or.kirrg life ', HSEA et a1 (2004: 6). 

M'ithin this theme there are a total of fi1.e actions. l'llis theme aims at promoting 

employee \\,ell being tlirougl~ the provision of guitlelines on occupatiotial health. 

safety ant1 \\,clfarc senice for licaltli ser\ice stal'f \vliicli \\ere recently launclletl ant1 

tliat outlinetl a range of fi~nctions. tliat slioultl be 111-ovitletl by a motlcrl~ ser\-ice. 

'l'liis theme also aims at ensuring equality and tlic value of tliversity is l~rolnotetl 

throughout the liealtli services. Tliis can bc acliie\,etl tlirougli tlie recently circulatetl 

'l:q~~al 0pl)ortunitics ant1 Di\.ersity Policy atitl Strategic Ol,jecti\.es for tlie Health 

Scl-vice'. The purpose of the policy is to create a \\,o~.kl~lacc. \\~l~icli pro\itles for cqual 

opportunities for all stafi'antl l~otctitial staff ant1 \vlierc their dignity is ~~rotectetl antl 

respcctetl at all times. i\ separate 'Dignity at \\lurk Policy' \vas also tle\.isetl for. tlic 

sector lias been distributctl in $la) 2004 to all liealtll sector pro\-itlers. 

Tliis thcmc forcetl employers to I-e\ie\\ lempol-ar!. e~nployment contracts \\it11 the 

i i i t~ot luc l i~~~i  of ihc lixctl I ertii \\'orl, .\ct 'OO? a h  i t  liatl ~iiqior i~iil)licatio~is il>i tlic 

liigli iiumber ol'tlie ctiiplc)! ~iietit ol'tcnlporar! stal'l'in tlic lic~~ltli s c ~ \ i c e .  

This tlictne also aims at introtlucing greater flexibility in tenns of \I-ork attentlancc 

11atterns. Finall!- tliis tlieme aims at c t~ l ia~~cing  communicatio~~ in tlie \vorkplace 

tlirough focusing on tlie tle\.elol~mcnt of a staff c o m m u ~ i c t i t ~  charter b!- pro\-itling 

r e~u la r  iltl(l tiieatii~igli~l i~lfor~iii~tio~i rele\alit to c t~~ l~ loyees  alltl also to lisle11 antl 

~.esl~o~lcl tu fectlback from both patients ant1 stafl: N
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Tllenie T l~ ree :  Devising And I~nplerne~l t i~ lg  Best Practice Eniployment 

Policics And Procectores 

The ol)jecti\.c of theme tlircc is. 'to errsltr.c tlrrrr rrrrrrmrrg:c.is hm,e tlre riglrl ,foi~riml 

srrl~/~oi.ts to i~rcri~r~ge peol11efirir.li. rriltl effectii~eli: . . thi~o~cglr err.srtr.ir~g llirrl nll e r ~ r / ~ l ~ e e . s  

11rn.e nccess to best ,~~r.nctice policier rrrrrl~~r.ocedrrr~e.s ', HSEA et a1 (2004: 9). 

\VitIiitl this theme there are a total of three actions. Theme three aims at establishing 

a databank of best practice hrlman resource policies and p~.ocetlures. In turn. health 

service eml~loyers \\rill revie\\, their local human resource policies and 1)rocetlures ant1 

feed tlicm into the national process that is being let1 by thc Health Ser\icc Employers 

Agency. Theme three aims at communicating these policies and procctlures in a 

timely ant1 cffccti\.e manner. Finally, theme three deals \vith ensuring these policics 

ant1 procedures support tlie deli\.ery of a quality service re\-ielving ant1 assessing 

current practice against recognised best practice benchmarks. 

Theme Folly: Developing The Partnership Approacll Furtiler 

The maill ob.jecti\.e of thcme four is, 'lo/iii.ther. rlo,c,lol~ j~rrr~rrrer..slril~ \\,orking \\tithin 

lretrlrlr .ser.~.icczs oi;~nrri.srrtior~s /o 1rcll1 irrnrrcrgc. clrrrrrgc rrrrtl iirr,~~leirrerrr Qrrcrlil~. trirtl 

l-'uir.irc,.ss '. HSE.4 et a1 (2004: 11). 

\\'itIii~r this themc there are a total of six actions. I.licse six actions I-c\ol\e arountl 

mainstrcatnitig the partncrsliil) process rather than a scl~arate. some\\hat pcriplie~.al 

process ~ K ' I  structure \vithin agencies. In 2003 a thrcc-year plan \vas tic\-clopetl Oy 

ilic fIcal111 Sct.viccs \~a~io~i :~ t  I':tr.tr~~~r.sliip F~I . I I I I I  (I-ISIf'I') I(> :rssist this ;ictio11 c:rlle(l 

'The \\'a! 1-0)-\\artl' (.?00:! 1005). 1.11~ I-ISII'I' iniiiatcd :I process ai iiatiot~al le\el 

to itlentit:\ ant1 atltlrcss tlie training. tic\-elopment atid etlucation ncctls of key 

stakelioltlers. to accelerate tlie tle\clop~ncnt of I\-orkplace partnersliip. Ilietne four's 

oO-iecti\-e tlirougl~ a partnershi11 al~proach is to ensure anti increase staff i~l\.ol\.cmcnt 

in seriicc platining by supl)orting staff'1)articipation in the tlesigti of the sertice plan 

011 ill1 ilt~tillal ~ ~ c c ~ ~ r r e ~ i c e .  I'Ii~rs senerating inore ol)portnnities l'or creatil-c tlrilihiiig 

ant1 joirit problem sol\ing leatlins to i~nl)ro\emen~s it1 tlie clnalii! of scl-\-ice to 

customers hot11 ititernall!. ant1 cxtern;ill! to the hcaltli ser\.ice. Illis tileme \\-ill 

ol~tiniise cotntnunications \\.itliin ilild bet\\een orgar~isations st )  tllat tlie 1)eiielits of 

~~artncrslii l~ \\orki~ig cat1 he cl~rickl!. easil! atitl consistentl! colni~iunicatetl. Tlielne 
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four slioultl lia\;e a positi\-e improvement to tlie industrial relatiotis climate by 

encouraging ant1 supporting key stakelioldcrs to move a\Iray koni traditional 

atl\,ersarial bargaining to a culture of co-operation, collaborati\~e \vorkilig atit1 

~~xt~icrs l i ip .  Ho\\:ever tlieliie four lias ensurctl that partnership shoultl be measurctl 

and evaluatetl to ensure the effectiveness ant1 benefits arc established, ant1 to further 

atlvance tlic process if requirctl. 

Tlierne Five: 111vesting 111 Training, Developrnel~t And Education 

The iliain objecti\)e of theme five is. 'to er~.srti~e tlicit rrllstr!f/rni~e //re kiioi~.ler/ge, s/ril/s 

ciird rittitrit1e.s i.c.qtiii.er1 to rle1ii.e~. ci qricili/>~ heriltlr .sc~r.i~ice '. HSEA et a1 (2004: 16). 

Tlietne five has a total of four actions. 'Theme ti1.c aims at (leveloping a strategic 

approach to education. tle\,clop~nent ant1 training. 'I'lie National Rcport on "Training 

ant1 L.ifelong Lea~ning" \\:as competetl in 7003 by tlie HSNFP. reco~ii~iicntlatio~is of 

\\~hicli \\,ere publislietl by tlie Officc for Health h4anagcment in Allay 2004. A range of 

ap1)roacIies \\,ere tle\~isctl in relation to tlic itlentitication of training neetls ant1 the 

linkage of training ncctls to ser\:ice neetls 

Theme 1ii.e Socuscs on iml)lementinz an approach to ctlucation. trailiitig ant1 

tle\.clo~~rnctit. \\-liicli ensures the tie\-elopment of the competencies. reqniretl to tlclivcr 

on tlie ol?jecti\.es of 'Quality a~itl Fairness‘. One aim of tlleme ti1.e is to tlcvelop a 

compctcncy-basetl alq~roach to training ant1 tie\-clopment ant1 to irnplcliiel~t initiati1-cs 

that focus on priority arcas that must be atltlrcssctl to tleli\.er on tlic ob.jecti\.es of the 

Kational IIcnltli Strateg!- tI1rou:li for c x i ~ ~ ~ ~ l > l c  Lcatii bl~ilt l i t i~. ~)co])Ic tiii11ii1~~1iic1i1. 

c)ccul)ational 11ci1ltli. saii't! ant1 \\clt',~rc traillil):. the softer skills. 

Ilicmc ti\-e consitlers flu-tlicri~~g tie\-eloping on-the-job lcaming ailtl i~ino\ati\-e 

learning deli\-el-)- mctliotls. This actioti encourages filrtlicr use oi' ntlicr effectil-e 

a[)l)roacIies to traitling ant1 etlucation. I t  recommentls that tlie pote~itial for e-learnins 

slloultl be Inore Sc~ll! exploitctl anti also tlie ncetl tbr a greater cml~liasis on tlic 

tie\-clop~iie~~t of internal tl.aitiitig exl~ertise ratlicr tlian l'ormal off-the-Job [raining. 

Ilie Ol'lice for Health \4anagement lias contluctetl e\-alu;~tions ant1 protlucetl 

gnitlelii~es on actioti l c a r ~ ~ i ~ i s .  ~nentoring alitl coacliing ant1 has cstal>lislietl a tiational 

+ l e  a~ning  1)ro.jcct team to explore this lea~ning methotlolog! 111rLher. 
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Tlie~nc ti\-c forges greater ant1 Inore effective links \\,it11 the cducatio~l sector on a 

national le\.el \\,it11 a primary focus on clinicallprofessional education. Tlie Minister 

for Hcalth ant1 Children and tlie hlinister for Education ant1 Science establishetl a 

National \\'orking Group 011 Untlergratluate h~letlical Etlucation ant1 Training in 

Irelantl. The Group in untlertaking its nrork have regard to the Program~nc for 

Government: the I-Iealtli Strategy and thc ilctioli Plan for People ivlanagcmc~lt. The 

Group \\rill csamine a~itl ~iiakc recommendatio~~s relating to the organisation ant1 

tleli\lcry of untlergraduatc metlical etlucation and training with pal.ticular reference to 

course curriculum, teaching mcthotls an other issues relating to the organisation ant1 

tlelivcry of ulldergratluatc lnctlical etlucation ant1 training. as the Group consitlers 

rcle\~ant. Tlie Group intent1 to report ant1 pl~blisli thcir tintlings ant1 rccomlnendations 

before the entl of 7004. 

Theme Six: Promote Improved E111ployee And 111tl11strial Re la t io~~s  

The main ol?jecti\;c of theme six is. '70 ~~r.orrrote goorl r.e/rrtiorrs hcvn-errr errrl11ol:ee.s 

orrrl rrrtrrrnger~s ~ r l r l  T O  to co~~lr.ib~i/e to I I I ( I . Y ~ ~ I I ~ . Y ~ I I ~  qrirflill. (?f.~~r.~.icc' '. HSEA et a1 

(2004: 20). 

Theme sis has se\.en ac t io~~s  that are areas consitleretl for further tle\elopmcnt in the 

health scr\ice. Theme six aims iilitially at implementing the recolnlnentlations of the 

I.abour Relations Court ~.e\.ic\\ of intlustrial relations to cnsurc that correcti\e 

Ineasurcs arc take11 \\;hich Ila\-c long-term bcnctit as opposctl to sliorl-term rcmctlial 

actiorlr. . \  ~ln~ioll;~l ti-;~rl~e\~orh 1 2 ~  tlispc~tr rcolutio~l in  lllc I,c;iltl~ e r \ i c c  1 \25  

~p~~l>lisIied t11~1s c~ i s~~r i t i z  that all tnnttcrs be proccssctl \\ itllour ulitlr~c tlcl;~! atltl \\itllout 

tlisrul~tion to ser\ices oti the grountl. 

:\gain this theme aims to create a iiational database of local tlisp~~tes to allo\\- for more 

ti~nel!- resolution of tlisl~utes thus c~iliallcing thc cxl~estise of Iiulna~l resource 

managc~iient personnel I)! pro\itlillz a core focus oil core ilu~iiai~ resource skills. 

e.xpertise ant1 k~lo\\letlzc. .\gai11 a training proyamme entitlctl 'I'eol~le \,la~iagc~iient 

I l ie  I.ezal Fra~nc\\-ork' \\Iiich \\as mc~itio~ietl in the aims ol'tlieme one \ \ i l l  l~so\itle 

Inanazers \\it11 the kno\\letlze I-equirctl to li~ltil thcir 11evl)le ~ ~ i i i i g c ~ ~ i e ~ t  i.olc 

efkcti\cl! \\-lie11 p~ihlishctl. I l i e~ne  six also explores tlie li~rtlier use of  metliatiol, in 
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resol\.ing disputes ant1 tlie rcsl)onsil)ility for tliis aim has been assignctl to tlie I-ISNPF 

to establish a group to examine and tie\ el011 tirrtlier this aim. 

Theme Se\,eii: Developing Pel.fol.niaiice TvIaiiagement 

The main objecti1.e of  theme se\,en is. ' t o  I reh  t i r ~ i t . ~  orrd Trrrrrrr to I r~~pr .o iv  

Per~for~~lrnrrcc tlrr~olcgh tlre irrtr.or11crtiorr of'cr Sl.ster~r of Pc~r:for.rrrnrrce ~\~/cnsrtr~errrer~f rrrrrl 

Fcerlbncfi', HSEA et a1 (2004: 23). 

There are a total of  five actions consitlered in theme se18cn. Theme seven evolves 

arountl the implementatioli of  a national performance management system through the 

tle\,clopment of  the Performance. Pay ant1 Relatetl System (PI'ARS) ~ ~ r o j e c t .  PPARS 

is being tlc\.elopetl in agreetl pilot sites i l l  the health services for fitture expansion ant1 

the itnplementatioli nation \\'itle. PI'ARS is subject to an intlepentlent e\.aluation prior 

to its roll out i l l  the \vidcr Ilealth sector airnetl in 7005. 

The main purpose o f  this theme is to focus on linking PPARS to businessfservice 

plans that is seen as a \,ital part of  tlic process \vitli a cascatlc al)])roach througll 

tlivisions to intli\.itlual \vork units. I-lo\ve\-cr. atl\-ancement of  tliis action is pretlicatctl 

on the outcome o f  the intlcpentletit e\-aluation. 

2.3 Best Practice Research 

\\'it11 a focus on tlletne li\-e t l ~ c  author \\-ill  consitler Oest practice resc;lrcll ~rntler tlic 

~imhrclla of training. tic\-elopment ant1 education it1 terms of  a step for\\.artl to\\,artls 

ac l i ic~ iri~! tllc ol).iccti\cs 213 her o~rr 111 tlic .Al>PJl. 

In general. training tie\-clol~menl ant1 ctlucation 'sits \\itliin' tlic hlrtnan resources 

tlcparttnent in tlic majorit! of  orpanisations al~tl  is an important means in ctisul-ing that 

the orsanisation lias the etnployccs tr-it11 h e  kno\rletlge. skills n t ~ t l  attitutles to enable 

tliem to tlo their nark to a cl~ralit! statitl;~rtl. \\!liilst. on paper. this untlerstantling 

appears re~iso~lahle ant1 logical. in the context of man! Ilealtli orgallisations \\.liere 

stnffiurtll11ei.s rcitl into t l ~ c  tllousnntls. i t  cat1 Oe tlifficult it1 tlelit-a-!- of'o[)tiri~clln rcstrlts. 

In atltlitioi~. \\Iiilst thc health ser\-iccs is correctl!- ~ ~ e r c e i \ e t l  as being coml)arati\cl!~ 

nootl ar in\estiny i n  etlucation. trai~lill? ant1 tlc\elol~metrt. i t  inlist be ackl~o\\.letlgetl - 
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that. for a variety of reasons. many liealth senice organisations are not yet formally 

li~iking tlicir training and tic\-elopment to pcrformance, or ensuring \videspread and 

reasonable access to training ant1 tlevelopment is occulving. 

2.4 Current Sitr~ation 

The \doci ty of today's environmetit demands organisations to tlevelop their staff to 

keep up \vitIi new initiat~ves. nenr technologies ant1 increased patientlcustomer 

expectations. A changing economic and social en\.ironment lias also brought about 

change in many liealth sector eml~loyers: major changes s~lch as social partnership. 

tlecentralisation and global coml~etition for scarce liutnan resources h a ~ c  urgetl 

organisations to much closer attention to their people. Put sirnl~ly. if orga~l~sations tlo 

not tle\,elop thcir staff they \\-ill inevitably fall bcliintl. 

In a dynamic. rapitlly clianginz ant1 uncertain \ \~~rk i t i g  en\.ironment. there is a need to 

atltlress tlie significant internal atit1 external tletnantls for impro\.etl management of 

tlie \vitler liealth service in Irelantl. Huml~lireys et a1 (1999) suggests 'T1rc.1.e i.s rro 

rlorrhc l/rtrl its ,i)eo/~/e trl.cJ rlre /)rrb/ic .ser.~~ice'.s r~rosl i~crlrrtrble ~.e.sorrr.ce'. Stall' 

tlc\~clop~netlt antl invcstmetit generally in people has become critical contributory 

factors in organisalional pcrfc>r~nance ant1 success. I t  lias also l~rought a n~lrnber of 

other good practices in Iiuma~i resource management. such as 1)artnersliip. recruitment 

ant1 succession strategies. ant1 orsanisalion tic\-clol)tnent ant1 change initiatitcs in the 

healtli set.\-ice. 

'l1ie1.cSot.c. t~aini~i;!. ( l ~ \ c I ~ ~ ~ ) ~ i i c ~ i t  ant1 ctlucation is all iii\-cst~iic~ii rlic DDSlH sliol~ltl 

~ n a k c  ill terins of hccomin: antl 'E~n])lo!-cr of (:hoicc' i l l  (lie licaltli scnice. Tlic 

author suggests that such an in\.estment \\-ill  ensure that IIDSII \vill  at a ininimum 

attain tlie masimuln potential for both intli\itlual staff'a~ltl h r  thc cntit)- as a \\~liolc. 

2.5 Nest Steps En\risageti 

The a~itlicir su:gests to ensure learnins ant1 tie\ elopmclit ill tlie DDSH is tarsetetl ant1 

cost-efkcti\e this research st~~tl!- slioultl ilcll) tleline. k ~ r t l l c ~  learnitis alitl 

tle\elol)mcnt ncctls. tlit~s itlcntif!- 311)s in the current training ailtl tle\eloptiicnt 
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system. The objectivc is that the DDSH Integrates. co-ordinates ant1 de\,elops 

realistic learning ant1 tlevelol>ing platis at each l e \ d  of the organisat~on. 

The role tlie human resources tleparttiient \\'ill play in the DDSH is to \\~ork to\vartls 

~~ro\:itlin,g an en\:ironmcnt, which \\,ill enable staff to masimise their contribution to 

the overall goals ant1 objectives through training ant1 development of staff, \r~liilst 

simultaneously realising their own. individual potential both personally through soft 

skill training ant1 professionally through more hartler sitle of training. 

Thc main hcus  fot- the DDSI-I is clearly pro\.iding a quality servicc for all users. This 

cluality of carc is tlel~entlcnt oil a nutiibcr of things but sigtiificantly on the 

organisation's capacity 'lo r.ec.r.lrit orrtl r.ctoirr I I /  s t  ~I(/(IJI~ ro (I c/rtrlrgirlg 

~1or.1ifbr.c.e. r~rtrrr(rge rlil~er..si(~., ck~.elo[~ r~rcrrrtrgerrrerrr nrlrl ttrlerll, crrl1rer.e to clrtrrrgo irr 

Iegisln~iorr rrr~rl n.or% n.itlr rre11. .str.~~tc~gic.r '. DDSI-I P r o ~ i d e r  Plan (2004: 20). As a 

result of these tlri\rers the DDSH \\,it11 other Iiumao resource functions \\'itliin tlie 

health service may need to become morc strategically focusetl atitl future orientated. 

2.6 Summar?; 

The scvcn themes itlcntifietl in 'Quality ant1 Farness' ant1 tie\-elol~ctl i l l  the APPh4 

liavc a high tlcgree of intcr-tlcl~entle~ice. \\'liile each theme is important in its 

own ri,ol~t. t l~c  orerall I~cncfit is tleri\.etl k o n ~  the cltil~ulati\.c cliatiges l)crcci\.etl across 

all sc\-cn. 1'~lrtliermorc many oftlie ~~roposetl changes arc al~plical~le to morc that1 one 

theme. 

Tl~creforc. t i ~ r  111e pll-j?ose ol' 1 1 1 i  rescnrcll stcltl! rllc priorit!: I~as l)eert ~ i \ - e r i  to i l~er i ic  

Fi\-c: "In\-esling in training. tie\-elopmcnt ant1 etlucation" \\.ithin tlcc cotitines of tlic 

IIDSI I .  
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3.0 Literature Review 

3.1 Introduction 

The 1Iuq)ose of this literature re\,ie\\' is to explore the basics of training. de\,elopment 

ant1 etlucation in general. 'I'his chaptcr \\,ill pro\~itle a liistorical insight ant1 a more 

recent insight to health sector i~iitiati\res both nationally and internationally. 

3.2 Employer of Choice 

I t  \vas reportetl in the Cliarteretl 111stitute of I'ersonnel Developinent by Beckett- 

Hr~ghes (2003: JO), that i t  is 'qj7eii riot cr i i~ .  s i i i g l~ . f i r c to i~  i i i  iso l t r t io i~ /l i t i t coiiti.ibirtc.s 

to~~.tri.tl.s (111 oi.~.ciiri.sritioir hciii'y cln.s.s~ficr1 r1.s trir e i i i /~ lo l : r i .  of choice '. Insteatl. i t  is thc 

numerous tlifferent constituent factors that interact to create the right culture for 

elnployer of choice organisations to filnction. This report. "Improving Working 

Lives: Becoming an Employer of Choice i l l  the i~lealth Services" Deloitte (2004: 1-3) 

prepxetl for thc Eastern Rcgional Ilealth Authority i l l  January 2004. characterisetl a 

sct of factors in \vIiich tletitie all etiiployer of clioice organisation, They \\,el-c listctl as 

follo\vs: 

I .  'P.sl~clrologiccll l.cci.$olliilg. 

2. u i ~ c i i ! ~ . s r l t ; o ~ i r l l  l~r i / l / l~.s, 

3 .  B c ~ l i n ~ ~ i o i i i ~ t r l  st).le.s, 

4. Lec~i. i i i i ig Cli1tr11.r. 

3. l I i i ~ [ l l o l l ~ l '  C ' o i i . s ~ i l ~ ~ / ~ i o l ~ .  

6. ~ . ~ i l ( I O i ~ . ~ l ~  .St(/// . . 11<,1,1/ /01. / l l , l l<~i~ 1l.lli./<-/;/~, l l t l l t~ l i<~C~, 

7 .  .I./r~i./ic~r t11.il.oi ~ .c~ t r l i .o i~  ni i t l ;  

S Sociirl i i r~ci.nct ioi i  '. 

In the same ~.cl~ort 1)cloitte (2004: 2)  i t  qllotetl that i i i ~ 1 o i . s  of c1roic.c~ focris 

. . 
o I 1 ~ 1 o 1 i  1 1 1 1 i i i  I / 1 1 i i i i i  I I ~ I I ~ I S  . rliesc iniliati\- 

sl~oultl he acri\el! resourceti. e~icoul-ayetl ant1 supportctl. CIoti\-atioli of staff is seen 

tlirough all oryaliisatiolis cnmlnitmenr ro\\artls learning ant1 tie\-elol~~iient acti\-itics. 

The Iearniny cu l t~~rc  is seen as a ke!. constitue~lt ol' organisatiot~al cultul-e. I\-hich 
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elilployers o f  choice \,ie\v as an integral part of tlie tlc\~clopment of both tlie 

organisation and the eml~lopees \vithin. 

3.3 Training, Development And Education 

3.3.1 Training 

Garvan et a1 (1997: 2) tlefincs training as. 'rr plrrrrrred crrrrl sy.rterrrrrtic effor.1 . . to ~rrorl!fi: 

or. rlei~elop hrou~lerlge,  skill.^ rr~rrl rrttitrrrle.~, t~.orrglr len~.~ri~rg e.~per.ie~rce.r to rrclriei~e 

effectii.c~ /~c~rfi,~.~rrorrcc~ irr nrr crctii.i& or. r.irrrge o f  trctii,ities'. O\~crall training can be 

associatctl \vith lcarning by tloing. 

3.3.2 Development 

Garvan et a1 (1997: 2) tlcfincs tle\.elopmcnt as. 'tlre ge~rer.rrl errlrrrrrcerrrerrt trrrrl 

gi'oi1'111 9f NII  irrrl~i~irlr~nli sliillr orrrl rrbilitie.~, tlrr.or~lr co~r.sciorr.s crrrd rrrrcorr.scior~s 

lerrr.rrirrg, u.itlr rr i.iei!. to errrrl~lirrg tlre~rr to tcrlic rtp rr./irtrr~.e ].ole irr orr o~~rrrrisntiorr '. 

3.3.3 Educatior~ 

Gun~~ig le  et a1 (1997: 175) suggests that 'E(lrtc.trtiorr i.c<fir.v to /Ire i~ssi~rrilrrtio~r of 
/ilro~!./er/gc rrlrtl lort/o..sttrrrr/i,rg. i!./ric/r col! hef?rr. hr.orrt/er. t/lrrrr / / I ?  11or'/i c.orrte\-I i!it/rill 

n~lriclr rr ~ ) o : ~ o ~ r  r11ig. o,~~o.r~tt,'. Education may also bc ~~ntlcrstootl on infornlal or 

formal tcl-ms. Infol-ma1 training alitl tic\-elop~ne~lt hcuses  acti\-ity on the indi\-itlual's 

pcrx)1121l dc\-clol~nic~it ant1 experiences' of life. Formal training ant1 tle\,elopment 

I ~ > C L I S C S  acti\it! oti a str~~cturctl tlc\clo{)tiiclit of  a n  i~itli\-itlual to s~?ccitictl olitcotiies. 

O\el.all etlucntion is more s!.tion!tiio~~s \\-it11 learning b~ tllilikitiy. 

3.4 Benefits of l'raining 

l?fti.c(i\ e T~.aining call: 

_I l,li11ilnise learning cosLs. 

a Impro\e intli\itlual. team a~ltl o~.ynnisatiotl;lI pcrform;l~lce in terms c)f output. 

qualit!.. sl~eecl ant1 01-crall ~~rotlucti\it!-. 

11 Irnl~l.o\-es opaxtiotial tIexibiIit!- 1)) extent l i~~g the range of skills 1)ossessetl b! 
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employees - multiskilling. 

Attract high-quality e~nployees by offering tlie~ii leas~iing atttl tlevelopment 

opportunities. increasing their le\~els of competency ant1 enhancing their skills, 

thus enabling them to obtain more job satisfaction, to gain liiglier rc\\jartls ant1 

to progress \vitliin tlie cotlipany, through promotional ol~]~ortunitics. 

7 Increase tlie commit~nent of employees by encouraging them to identif)~ \\,it11 

the mission and objectives of tlie organisation. 

3 Help to manage change by increasing understantling of the reasons for change 

and provitling e~nployees \\,it11 the kno\\~letlge and skills they need to adjust to 

nen3 situations. thus reducing the 'fear' tliat change might bring. 

7 Help to tlevelop a positive culture in tlic orgallisation. one. for esamplc. \\,liicli 

is orientated tonrartls perfomlance iml~ro\.emcnt. ant1 quality focusetl. 

Provitlc liiglier le\.els of scl-\.ice to customcrs intel.nallp and externally. 

3.5 Training and De~~elopment Models 

Osbaltleston ant1 Barham (1992) outline three different al~proaclics to training ant1 

tlevelop~ncnt ant1 also refer to tlie 'hila~iagcmcnt for the Future' stutly. \\4iich \Itas 

prc\.iously carried out in 1988 by thc i\sliritlge Management Research Group ant1 tlic 

I-'ou~itlation of 14anagement Educatio~i. Osbaltlesto~i ant1 Barhani (1992:21-22) 

state t1i;lt the s t~~t ly :  

Clearly slio\vctl that organizat io~~s are illovi~lg fro111 a ' f rag~ne~l ted '  

a l ~ p r o a c l ~  to rnanage~iient t icvelopme~~t nllere s11c11 activities are regartletl 

s i l t e ~ l ,  i : I s s t e ~ ~ ~ : t t i c  f o ~ ~ ~ ~ i a l i z e t l '  phase. to a 'fbciisetl' 

;tpproach niiere tic\.elopme~it is i~ltrirtsic to the orga~tizatio~t.  

3.5.1 Approach Number One: An Unsystematic Fragn~entecl Model 

This is \\ere an organisation \-ie\\-s tlie training acti\-it); ant1 il~nctio~i gc~icrall!- as a 

cost. ant1 this cost to he minimisctl at all times. Training is ititrotlucetl ill at1 

nnplannetl matior. tio clearl!- tlctinctl policies and: percei\-etl again as an expetlsc 

i~icurretl by  the otganisation. In tlie book ofGarva11, Costi~ie anti Heraty. T~.clirrirrg 

rrlrcl D ~ ~ . c I o l ) ~ i ~ c ~ ~ r t  ilr 11~(~l(orc/ (1994: 301) tlie author secs tliat the!- also agrce n-it11 
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Reitl et a1 (1992) in terms of 'erii/~lql:ees t1r.e I ( i i ~ e / ~ ~  r.espoiisible ,foi. tlieir. on, / ,  

i i i i ,  1 1 t 1  r i o , i ~ i l i ~ r t o r  o I - I  . Barham, Fraser and Heat11 (1988) identify 

the follo\ving characteristics of this approach: 

2 Training is not linked to organisatio~ial goals. 

'l'raitii~ig is perceivetl as a luxury. 

2 Training, if undertaken. is tlirective. 

2 Training, takes places in the training departtilent. 

;I There is an eml~liasis on kno\vletlge-based courses. 

2 Training is \.ic\vetl as a discontinuous process. 

3.5.2 Approach Number Two: A Systematic Training or For~nalised 

Model 

Again i l l  Garvan, Costine and 'Ieraty's Oook of Tr.rririii~g nritl D e ~ ~ c l o ~ ~ r i r e i i t  ill 

Ii.elriiitl (1997: 306) thc author points out that. they too also agree \\lit11 Boydell 

(1976), tlic pionccr of the systematic training motlel. \\ t i t11 his (letitlition as been 

' r le~,c lo/~er/  it iir or? nt te i i i l~t  t o  ~~ i~~~ f i - s . s io i i c i l i . ~e  /l ie ( ic l i~ ' i ! l .  of lr.(iirririg t ~ i r d  tlrer.eL?~: 

e.sttrhlislr / l ie ci.et l ibi l i t~. qf/r~rr irrc~i~s t r i ~ d  / l ie ri~triirirrg,/itrrcriorr.c '. This approach Iiell~s 

reduce rantlomness. Ho\vever. e~iil~liasis is on cost-eSSecti\:eness ant1 thcrc is also a 

~~rel'erence for ofl-the-job inter\,entions. An!; learning occurs is in a stn~cturctl for~nat. 

Cunniglc ct a1 (1997: 306) describes the motler11 systetnatic motlule typically 

comprising of tbur  main steps \\.llicli inclutle: 

I ,  assessmenl a11t1 itle~llific;~lio~l of orga~l i sa l io~~al  i r a i n i ~ ~ g  ~lcctls a t  $1 tnacro 

level; 

2. assessn~ent of job training I ~ C ( ~ I I ~ I ~ C I I I C I I ~ S  a t  i11ic1.0 le\,el; 

3 ,  progranlme designing; anti 

4. evaluation ant1 feetlbacl<. 

;\gain ill Garvan, Costine ant1 ilerat!'s \look of Tr.ciiiriirg triitl De~.c,lopir~c~iit iii 

Ii.c~ltrrit1 (1997: 306) tllc author sees that tlic!- also ayrec \\it11 'l'aylor (1991) \\lien lie 

argues that this approacl~ ' i i rcv iroi irrcitclr o i ~ t r i i i s t r t i o i ~ c ~ l  r . c~ i l i t ~ . ' .  'l'aylor (1991) 
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conclutlcs this model is 'realli. or111. .sr~itrrble for. or~crrriscrtiorrs ol~er.cr/irrg i r ~  stcrble 

erli~ir~orrrrrer~ts 11.11er.e gonls ccrrr be cleor.11. set '. 

3.5.3 Approach Number Three: The Focr~sed Model 

Osbaldesto~i and Barham (1992: 22) refer to this approach ant1 ticscribe 

development as: 

A C O I I ~ ~ I I I I O I I ~  lear~iing process 

Esse~~ t i a l  for business sl~rvival 

A ~ompet i t i \~e  weapon 

Li~lltetl to orga~lizatio~ial strategy ant1 i~itlivid~ial goals 

On-the-job plus specialist courses 

Self-selectetl 

Ust~ally non-directive, novel mcthods 

Line manager's respoi~sibility 

Tolcra~it  

The autlioi- 111-oposes if one examines the ahovc tl~rce styles of training ant1 

de\:elopment, i t  becomes aplx~rcnt tliat out of tlie three approaches. perhaps 

approaches numbcr two ant1 three are the most employcc 01-ientatetl. Both apl~roaches 

indicate that eml)loyec tic\-clopmcnt is fiintlamental to the organisation as a \vhole. 

The author collsitlcrs tl~at al~l~roaclies t\vo ant1 three simply ilnply that employee 

tle\lelol~ment is a req~~irement fol. tlie attainlilcnt of both intli\.itlual anti organisational 

ol?jecti\eh. 0 1 1  tllc otlicr 11i11itI cir$;~tiis;~titi~is' tl1;1t ti~llo\\ llic " l ' ~ ~ $ t ~ i c ~ ~ t e ~ l  ;tppt.c)itcI1". 

tlo ilot cater for cmplo!.ce tic\ clol~tnenr ant1 \ i c \ \  training ncctls as secontlar!- 

acti\.itics. 

3.6 Key Stalteholders in the T~.aining ant1 De\~eIopnicnt Process 

111 Garvan, Costine alitl iIel.aty's book of 71.trirririg c~irtl l l ~ ~ ~ ~ c ~ l o ~ ~ ~ r ~ c ~ r ~ ~  iir Ir~c~ltr~rtl 

(1997: 255) ant1 accortlins to Eva11 et a1 (1993) botli s i \ e  a broati tictinition c~f tlie 

lerm stakelioltlel. as 'UIIJ- y i . o~~p  oi- ir~tliiitl~~trl 11-lro ctrrr c~ffc.c/. 01. is t~[fic./c.tl /)I-. tlrc. 

ho.ri~~c~.c.r /irrrc/iorr '. 
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The author suggests that there are several key stakeholtlers \\'itliin an organisation 

\\~lio slio~iltl be involved in the tliffcrent aspects of identifying anti assessing training 

and tlevelopment needs. As each stakelioltler lias a different \lie\\? of tlie neetls of tlie 

organisation ant1 each with a role to play in tlie identification of learning ant1 

development needs, tlie subsequent tieveloplnent of a plan of action to meet those 

neetls. Learning antl tlevelopment shoulti cover all staff across all areas of tlie 

organisation, not just the professional groups. 

Fol- tlie purposes of simp licit)^, tlie author \\'ill tliscuss the roles of those stakeholtlers 

in the itlentification ant1 plalmiliy of learning antl tle\;elol~ing untlcr the follo\ving 

lieatlings: 

7 h/Ialiage~~ie~it Team Senior l e \ d  

3 Line managers 

E~iiployces 

7 Hutnan Resource Manager 

7 Training and Dc\-eloplnent Specialist 

3.6.1 ~ l a n a ~ e m e n t  Team - Senior Level 

i-Ill mclnbcrs of tlie management team ha\-e a role ro play il l  tlie tie\-elopment of tlic 

orgallisation lcalning ;inti development plan. Il l is  plan is tlie hasis for making sure 

that tlie learning ant1 tie\-elopment \\-itliin thc organisation is i l l  linc \\it11 tlie objecti\.es 

ant1 mission. The management tcam ensure that tlie org;lnisation's in\.estment into 

tr;iitii~i~ alitl tlc\clol)~ncnt is 1 c 1 c 1 1 t .  I'ocuseti. in tcs~;~t i \c  alitl I consiste~it ;IS 

possible. Il ie tl-;~ininx anti tie\ elol)lncllt actil-itics itlentilietl I)! t l ~c  inanagcment team 

make all o\-erall contribl~tion to i~npro\ing 11erSormancc. crcati~ig a committetl 

\I-orkforce ant1 Sacilitating clialige initiatixs. Tlic ~nanagcmenl team are responsible 

for the tie\-elopment of I strategy through tlic itle~~titication of leanling ant1 

[let-elop~nent 111-iorities at tlie strategic le\-el l i e 1  il l  turn forms tlie basix of tlie 

organisation icaiuil~g ant1 tle\eloping plali (LIII ').  N
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3.6.2 Line Manager 

Line managers havc a vital role to 11lay in the contributio~i they gi\.e to tlie 

tlevelopment of tlie ser\;ice needs of the LDP. The role of tlie linc manager \\,it11 

sul~l~ort  from thcir o\vn manager is to itle~~tify training ant1 tlevelopment needs \vith 

their staffing in each tlepartment. The reason so much attention is given to line 

managcrs is bccause they ha\re the greatest tlirect impact on indi\~iduals as they are 

often the 'face of matiagement'. As eml~loyees' they probably \vill not interact \vith 

any other manager as regularly in the course of their normal \\lorking tlap, as they 

~voultl \\,it11 tllcir line manager. 

Once tlie linc managcr itlcntifies tlic learuing ant1 tlevelol~ing neetls for their 

tlepartmetlt. the line manager assimilates these nectls into a tlcpartment 1.01'. 'I'his 

tlepartment LDP tletails the training ant1 tlcveloptne~~t that indi\ritluals ant1 teams 

rccei\.e \\,ithiti a certain time frame agreetl. The LDP is on a larger scale than 

individi~al Personal Developing Planning (PDP). tlic LDI' summarises each 

employee's I'DI' as a \\rl~ole that slioultl link back to tlie organisation's ol?jccti\.cs. 

3.6.3 Employee 

t i l l  cmployccs' that arc tnembers of staff lia\e a role to play. The role of inch\-idual 

team mcmbcr is to pal-ticipate in  tliscussions ant1 communicate the itlentification of 

relatetl learning neetls ant1 l~rioritisation of rcsourccs, f h e  employee shoultl also 

engage in tlic 11roccss of I'DI'. c\-en though this is a 1-olu~~tary process. i t  is a 

stri~cttlretl IIrocess \\,hereby the emplo!~ee takes resl~onsihility of tlicir own 

tie\ cIn111~ct1t I\ it11 t l~c  assi\ta~icc oi'tl~cir li~ic ~ i i ; ~ ~ i a ~ c r .  

3.6.4 Human Resources Manager 

Garvan (1997: 259) states that 'ir~ rc.11 orrr q/ rirc, ri~reeir 1i.i.slr oi;~tr~ri.sntio~r.s .str~dic~r/ irr 

I99.i, ri.(rirrirrg rrirn' ri(~i~eio/~rtreirr ncri~~itics i~.o.c /~ni.r ~ f ' t i r c  lrrtri~crir i.c.sorri.cc.s firrrctiorr 

nirtl //I(, ri.rriiriirg .s/~ccirrii.sr ~.e/~oi.retl (1ii.ccrli. to tire IIrri~rrrrr Reso~o.c.c~ .IItirrtrgc~i~'. This 

liereb! illustrates the imporlance oi'the position of the liu~nan rcsourcc tnanagcr grou11 

i l l  tlie training ant1 tle\elopment p1,ocess. The Iiutnan resourcc fi~nctio~i percei\-cs 

training ;ttitl tie\-clol~metit ;IS ;I com]~lcmcntar!- role to the o\erall spllere of the human 

~ C S C ) L I ~ C C  i ~ i a ~ i i ~ ~ c ~ i i c ~ i t  f i~~ic t io~i .  I I I C  lli1111atl resource inanager sees training ant1 
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tle\rclopment as a Ineans of facilitating change \vitIiin tlie organisation and as a long- 

tern1 in\.estment. 

3.6.5 Training and Development Specialist 

Tlie role of the training ant1 tlc\~elopment specialist is to ensure the tlelivery of the 

organisations commitments by promoting ant1 supporting appropriate learning and 

tlevcloping \\,ithin tlie organisation. Tlie Training and de\~eloptiient specialist also 

\vorks closely n~itli the management team; tleveloping tlie orgatiisation's learning and 

development plan continuously and mecting each team's individual needs as much as 

possible. The training ant1 develol~ment specialist facilitates tlie progress of lcami~ig 

and tic\-eloping platis at all le\~els \vithin the organisation. 

3.6.6 Samrnal.y 

Thc author suggests that the abo\.e stakcholtlcrs are by tie means part of a definite list 

as there are may be many Inore internal stakeholders \vho also holtl roles in tlie 

learning ant1 tlevcloping process. Tlie author also suggests tliat there \vould intlccd 

bc external stakeholtlers that nectl consitleration these coultl inclutle tratle unions, 

external training pro\.itlcrs ant1 national training atl\.isors. again these are also by no 

means part of a tletinite list. 

3.7 National and European/I~~telnatiorlal Perspectives 

3.9.1 Nat io~~al  

Cullitol~ Rcpol.t (1992) I ' l l i h  st~ltl! con\c!ctl that all inlici-cnt lack ol'tr21i11i11~ it11 thc 

cmployctl \\.as common among Irish organisations. 'I'raini~ig \\as belie\-ctl to he ot' 

inadeq~~ate qualit!: ant1 quantity 1vlic11 colisitleretl tlie c\.itlcnt skill tleticiel1cies in 

protluclion. I t  \\.as suggestctl tliat tlie state slioultl be in\-ol\.ctl i l l  general rather than 

specific training. 

l 'he a~~t l ior  maintains tlie 1-ic\r of the C~lllitoll Report recommcntlatio~~s tliat i t  is ihct 

tliat in this current natiolial labour markct. 11~1blic ser\ice botlies arc competing \\it11 

the commercial. pl.i\.atc ant1 semi-state sectors to recruit ant1 retain high calibre staff 

Therefore. a positi\.c image tlirougll tlie training a~itl the tlel-elopment of health care 
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employees' is essential. consequently pro\.iding challenging, re\\~artling ant1 flexible 

jobs, \\,it11 real career tlevelopment potential as \\'ell as equality of opportunity is seen 

as crucial. For sustainctl success it is vital that such an image truly reflects reality in 

today's environment. 

Again seen as far back as 1990 in tlie Price \\'aterhouse Cranfield Study, i t  sIio\ved 

that out of 57% of Irish Organisations \\,liich \Irere sur\rcyetl, 2% or less of company 

profits nrere allocatetl to training and tle\relopment, 39% of co~npanies surveyed \irere 

not alvare of lio\\~ much thcy spent on training. It also came to light that Irish 

cornpanics spcnt less than multinational co~npanies in Ireland, ho\\,cvcr expentliture 

levels lia\,e increased in recent years. 

'I'lie Irish labour market has cliangetl dra~natically in recent years. n-it11 many 

employers now tintling i t  inore difficult to retain a liigh quality \\:orkforce. IBEC 

(2003: 299) concctlcs tlie importa~ice of training ant1 tlevelol~~iient through this quote 

\\~liicli states "I</errt~fi. ir!g, r i ro l i~~nt i r ig  oirrl i~etoirrirrg llrr~orrglr /r.rririiirg oirrl r le~~elo/) r i !e~r l  

lros hccorire nrr irrr~~or~~rrri/,fir~icrio~r qfhririrtrrr i~esori i~ce,f i i r ict~oi i  ". 

3.7.2 European Perspective - UK Best Practice 

f l ie  follo\ving section tlctails best practice \\.it11 respcct to initiatives that ha\-e bccn 

employctl in tlie United ICingtlom. to attract both tie\\. staff to thc Natiotial Health 

Scl-\-ice (NHS) ant1 lo retain skillctl staffthat are currently cmployctl. 

..Is ;11i cxa~nplc i~t'iniiiati\e\ i l l  tlic ltiitctl l<ingtlatii's TIlS s!.stc111 1)eloittc (1.004: 

22)  I'ountl ilia1 \\.it11 thc itltrotluctio~l ol' ' t i  i.~,trri.ir ro 11,-ctclicc c-orii..sc, ~ i l re i r  i~ir~.ot/irc-et/ 

irt F~~h i . r i ~ r i : i .  IOOY. r11(rr hi. rlrc wit1 yf.Sc~/~teiirhcr. 20112 o1,e1. 13. 140, f~r . r~re i .  i~iir.cc~s trrrrl 

i~ i i c l~ i i ,~c 's  lrtrtl i.c~rio.r~c~tl ro 11.oi.k irr /Ire .\.HS'. In atltlition certain catcgorics of staff 

\yere eligihlc for a rctl~rli package that inclutlctl training ant1 tie\-elol~mcnt. Health 

care professio~is in tlie XI~IS rcccil-ctl at least f 1.000 sierlit~g incomc to supl~orl ihe~n 

\vliilst tl~ey ~.etrainetl. N
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3.7.3 International Perspective- Canadian Best Practice 

The training ant1 development of nurses for example has been a key issue in relation 

to the attraction ant1 retention of  staff It has been an important driver o f  the tielivery 

of superior levels of patient care ilnprovemcnt in Canatla. The Canadian Nursing 

Advisory Committee lentls its strongest support to the trmtl for increasctl etlucation 

for all categories of nurses and urges abandoning any discussion of rolling back cntry 

to practical educational requirements. 

Deloitte (2004: 26) findings suggested that some hospitals offer further training 

3.7.4 International Perspective- Australian Best Practice 

Ar~otlier example fou~itl by thc author was that training and developlnent for staff in 

Australia focuses 011 best practice tecliniqucs ill pro\~itling staff escellcnt professional 

skills ant1 effective soft skills for the ~ n a n a g c m e ~ ~ t  of patient a~itl colleagues in 

potentially tlifficult \\,ark situations in health scctor e~i\.ironmcnts. 

Dctailetl in this rcport. Deloitte (2004: 34) i t  fou~ltl that thc ':lrr.s/r~rrlinrr lrc~trltlrctrrc~ 

irrsritrtriotr.~ irr cor~jr~rrclior~ n.irlr tlrr cogrri/i~,e irrstirrr~~~ of,4~~.s/r~~rlitr, :lRC/<I -111c~i~~~lol1ed 

(1 sc~r~iev c?f i~.or./i.t/~ol~s ro I/c,Il) /ro.sl)i/~I .s/r~ff /o (lecrl )~.i/lr (l~fficrrI/ irrf~r.rrcfior~.s 111c:i. 

rrrcorrrrtcJr. ir~ ilrc~ir. ~~.or.lil~lrrcc~s '. \\lorksllops such as 'A4astcring Dillicult lntcractio~ls' 

i t  I h c u s  c ~ t i  tlc\clopin:: tlie sollcr skills ileccssar! tu Iielp staft' succesli~ll!. 

negoti;~te tliflicult situatio~is \\-hether those (lealings are \\-it11 colleagues or patients 

\\-c~-c fountl to he \-cry benelicial. Dcloitte (2004: 34) also Sountl that the \\-orksliop 

\\.as intentlctl to supl~ort staff\vith the Sollon.ing: 

U ~ ~ t l e r s t a ~ i d  ~ v l ~ a t  inotivates people to c l l a ~ ~ g e ;  

U~ltlerstand the stages of cllarige ant1 Iio~v to move people along; 

11 1xa1.11 l~o \v  to provitle feetlbacl< as a coach, not a referee; ant1 

3 Develop strategies for dealing wit11 resistarlce to c h a ~ ~ g c .  
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3.7.5 Review of International Best Practice 

Itlent~tietl in this stutly \\'as a revie\\, oftraining and developmet~t iiiitiativcs eiiiployed 

across tlie countries natnetl above amongst others. In reference to Table 3.1 belo\\, it 

is ilnportant to recognise tliat many of the initiatives employed in respect to the 

countries identified are specific to the contest of tlie countries studied. 

i Training ant1 Rctum to best Putt~ng Patients First 

Table 3.1 

Developmer~t 1 practicc practices Initiative 

I 
Reluln to practice Increasetl nursing 

I I 

United Kingdom 

~ ' portfolio programmes etlucation 

i programmes placcs 
I 

Canada 

Incrcasetl funtling for 

continuing etlucation 

1 
Australia 

The Australian i 
I 
! 

Resource Centrc for i 
Hosl~ital Innovations 

\vorkshops. blastci-ing 

Difficult Interactions i 

Rural Australia 

Medical 

Untlcrgratluate 

Scllolarsl~ip I I 
.~ ~ - 

So~trce: I\ brcaktlo\vn of Training antl De\-clop~nent. Deloitte (2004: 37) 

3.7.6 Summary of Bcst Practice I~litiatives fro111 Watio~ial, Kuropcal~ 

and Iriter~latio~ial Pcrspecti~~es 

Training and tle\.elol~mcnt lias been one of the areas of sheer tle\.elopmcnt throughout 

thc Dcloitte stutl!; tliat \vas carried out for tlie Eastern Regional Health t\utIioi-it!;. 

.\~Iuch of tlie eml>liasis ill tliis area has been l~rimaril! focusetl on pl.o\.itling staff\vitli 

tile necessar!. skills ailti training to [leal \\-ilh tlifficult antl stressful situations il l  \\ark. 

,411otller area of cor~~~l~orlalit!. across cour~tl-ies tl,ro~igliout this str~tly has bee11 llle 

focus on tlic tle\elol~ment of staffs' softer pcol~le inanagcment skills. Being able to 

N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



co~npetently managc tlie patient dyna~iiic personality as \\,ell as in a professional 

capacity has also become increasingly important in tlie modem hcalthcare setting. 

A recent study conducted by tlic New Zealantl Public Service in the same report 

cxplorcd public servants perceptioiis of tlic public service itself. Work environment 

and their carccr p~.ogression opportunities \Itere a t i~o~ ig  tlie topics asked. Again tlicre 

were a number of findings. l~articularly in tlie area of public service training antl 

employee tlevelopment. Deloitte (2004: 49) The study exatnined: 

1. Hob\ effectively tlo public sector departmel~ts provide oppor t~~ni t ies  for 

employees to dento~istrate their skills and abilities 

2. Do public sector depart~ncnts  allow en~ployees to gain experience in a 

range of tasks? 

3.  Do public sector tlepartnie~its provitle good 011-the-job t r a i n i ~ ~ g  

opportunities? 

4. Do public sector depal.t~iients provitle valued t r a i ~ i i ~ ~ g  courses ant1 

seminars? 

For tlic most part of thc study i t  fount1 that p~lblic serl-ants al,pear to consider 

unstr~rcturetl learning ant1 continuous tle\.elol>ment as of greater \.aluc to tlleir jobs ant1 

careers than more fornial tlevclopmcrit antl trailring acti\-ities. 

I'lieir contentment \\.it11 training ant1 tle\.elop~ncnt \\:as describctl as 'motleratc'. 

I'rll~lic scr - \a~~ls  iritlicatctl tliar tllere \\-as irl;~tlctlc~ale artc~iti!)~~ pait1 1 0  t r a i ~ ~ i ~ ~ g  a11t1 slnl'l' 

t l c \ -c lo l~n~c~~t  antl the! r e  i \\-it11 tlie abselicc of training ant1 tic\-clol~ment 
strategy ant1 or separate training fiuictiorl. 

\~lanagcrs cmergetl as the kc!. ~~layers .  in tllis st~rtly. in tlic smooth ~~rogrcss  of tlie 

carccr tic\-clol~inent of tlicir staff. Public scl-\-ants clearly statctl that the!. \.aluctl good 

mailagemenl. Tlic); p;~ii~tetl a positi\e pictll~.e of sul)cr\-isors ant1 mangers that arc 

sul)l)orti\e ant1 e~npo\l.cretl staff. I-lo\\-c\-cr the s t ~ ~ t l ~ .  fount1 tliar there n-as scope for 

more acti\-c coachiiig I?? ~nanagel-s a l ~ l  or more cxperiencetl colleag~~es ant1 inore 

scope for access to iorlnal mentorins. 
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3.8 Training Needs Analysis 

Giu~nigle et a1 (1997: 181) suggest that training neetls analysis refer to 'rii!,: .slroi.!fnll 

bet~t.eerr crrr.r.cJrr/ Iirron~lerlge, s1~ill.s. rrttitrtrle.~ etc. nrrrl /Ire lei~el r.eqrrii.erl rrolt or. irr /Ire 

fi111tr.e I. 

Beardwell and 1Ioltle11 (1997: 383-385) suggest that 'irr or~rler~fur. nrr or~r~rri.strtiorr to 

~.errr/er il '.s tr~riirrirrg q[fictii~e, /lie or.gnrristrtioir rrrrr.st lirrlc its errr~~lo~~ees rieerls ii'illr the 

oi~er~rrll ohjeclii'es of tlre corrr~~ni!,: '. 

111 connection nith Beartl\vell and Holden (1997), quoti~ig Fairbairns (1991). 

suggest that one of thc most important components of training needs analysis is thc 

ackno\vledgemcnt 'of' it.lrcrt u.ill fit t h ~  coirrl)rrry cttltrri.c~, trs 11.el1 rrs tlre coirrl~rrrg. 

str.rr/e~g. trrrd ol?jectii.c~s '. Table 3.2, Level of training tieeds analysis, G u ~ ~ n i g l e  et a1 

(1997: 182) 
- 

Table 3.2 

1,evel C o t t c e r ~ ~  

Orgaltisatiottal - \\'hat tloes the company need to achieve 

i t  got tlic capability? Are there any strateyic long-term 
I 

+ ~ ~- ~ ~ ~ .- ~- -~ 

I Job  or  ~ c c ~ ~ p a t i o ~ l a l  S~~ecia l  skills. kno\vletlge or attitutle training l~eetls for 
I ! 

particular jol?s 

- p~ ~ 

R:licre intli\itlual skills fall short oftliosc i-equiretl 

~ - - - 

Source: Boydell ( 1 8 3 )  
- - ~ ~ 

In Guitlngle, Hcrat!. slid 31orley's (199'7: 183) book "Pcrso~itlel ant1 Hutiian 

l ieso~~rce  blanagement". i t  slio\\.s tliat ;tccortlin~ to Sparrow and Bog11an1to(l993) 

there are four tlifyerent catesories of colnpelencc that a cornpan!. neetls to recognise 

\\-hcti i~ntlertaking a rc\-ie\\ of  ti-ailiinz lieetls tlicse are: 
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1. emerging co~~~pe tcnces :  those that will require greater enlpliasis as the 

company pursues its particular strategic path; 

2. n~a t tu ing  coml~etences: those that are  becoming less rele\,ant, perhaps 

beca~ise of technology or work restruct~uing: 

3. transitional competences: those required of people drlring any change 

process, s~ lch  as a high tolerance of uncertainty or  an ability to Illanage 

stress ant1 conflict; 

4. core competences: those that are  central to a company's performance and 

so have continuing relevance. 

By cociipiling a competence profile. the author suggests that a coIii1)any can attach a 

'shelf life' to its existing range of skills. knoniledge ant1 abilities ant1 can therefore 

estimate \vhere training yaps exist for filrthes sequircmelits. 

3.9 Training and Development Methotis 

Sllere is a varietl range of possible learning ant1 tlevclopn~ent interventions - from 

those \vhicli can be carrictl out \vithin tlie ol.ganisatio1i at a relati\~ely minitila1 cost 

(011-the-job inter\.entions) to tliose \vIiich are tleli\.erctl outside of the orgallisation 

(off-thejob inter\-cntions). Many factors determine tlie clioicc of \vliicli intcl-\,elition 

to use: tliesc inclutle thc centre area for tie\-clopment. tlic prolile of the intli\.itlual 

participating ailtl the internal opportunities for 011-the-joh inter\.entions. 

I t  is itnl,ortant to note tli ; i t  a h  stateti b! ( ;un~~igle  et a1 ( 9 9 ' :  47.1) on--tlicliob 

inler\cntions ' ( r l i o~ i  /or rrcrl'1.c o~ . t r c r l ' ~c ,  i i~~ i r i cc l i t r r~ , ,  f t , ( , ( i /~ i~~Y- c r r r d  / I . ~ I I I . ~ / c ~ I .  N /  / ( V I I . I I ~ I I ~  '. 

On-thejob inter\cntiolis arc often not utilisctl to tlicir full potential ant1 can bc a cost- 

cffecti\.e means oftle\-cloping staffn-itliin tlie orgallisation. 

Thc autlior suggests a list of tl-aininz mctlrods that arc currently a\-ailable to tlie 

DDSIi lie\\-e\er please note that this again is b!- iio means part of a tletinite list. N
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3.9.1 On-The-Job Intel-ventions 

o Coaching from either tlie line manager or external expert 

o Metitoring 

o Internal opportunities such as: 

o Shatlo\ving 

o Job rotation 

o Project \vork 

o Tratisfer 

o Promotion 

o Secondlnent in tlie health service, a move intclnal \vitliin tlie 

~ ~ m b r e l l ; ~  of tlie health service fot- a specific pcriotl of time 

o 1-emporary positions 

3.9.2 Off-The-Job interventions 

o Training courscs - 3"' Level litlucation or short-courses 

o Seminars 

o \\lorksl~ops 

3.9.3 Self Instruction 

Ileading 

7 Vidcos 

Comp~~ter-basctl training 

Internet \vcb-based training 

.I itlcntit'y experts i l l  tlic licltl 

_I Partnershi11 leatning groups coml)risins o f  peers jvithin the 

IILISI~I 

The author suggests that organisations get tlie bcst talue fol- money from their 

iti\estll~etit in trainilig ant1 tle\elol,ment \\.lieti the icarning is brought back to the 

\\.orkl)lacc. tlisl~ersetl ;~ntl i~nl)lenrctltctl. This is particularly in tlie casc of off-the-job 

trainins. \vi~icli is oftcn recei\etl h!. 21 slnallcr nutn1)er of employees ant1 iil\ol\.cs a 

significant in\estlnent of both time ant1 money by both pat-ties in\ol\-ctl. 
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3.10 Training Evaluation 

Brarnley (2003: 10) cluoted that (Alliger, Tal~lier~ba~lrr~ et al 1977: M'arr, Allan et 

all 1999) all give the saiiie alis\ver as to, "\VIiy evaluate training at all?" - as 

's~~ggesterl I)!. s1tr.i'ey.r of'tr~r~irrirrg pr.oi~isio~r, ns tlrese irrrlicrrte tlrtrt orrli: 10 to 20 per. 

cerrt of //re 1en1.1rirrg gc~irrerl 011 off-t1re:job . . eorrr~se.r r.e.srrlt irr clrrrrrges irr qffec/i~~erres.r rrt 

11.0r.k '. 

Training and tleveloplnent often represents a important investment for an 

organisation. \\'lieti i t  coiiics to a ~ i y  Iii\lestliiclit. orgaiiisatio~is I I C C ~  to k l lo \~  \\~lictIic~- 

i t  is of \.aluable use of resources. 

Generally as suggestetl by Garvan et a1 (2003: 502) consitlcration slio~ild be taken 

\vlieli e\.aluating a training or tle\~elopment intervention in terms of tlre 'i8(rli(/it~; (IT!(/ 

tlre ~.elicrI~ili /~~ qf (I,!,: test r~.sc~d irr /11e 111.0ce.r.s ', he this a formal etlucation programme. 

a training course. or an on-the-job tle\~elopmellt activity. 

Garvan et al (2003: 493) present six motlcls of evaluatioll that are gootl practice 

models: 

1 ,  l'11e CIRO h~lotlel ( 1970) 

2.  Tlic l.eatlierman iviotlcl ( 1996) 

3 .  Ilic I-lamblin 34otlcl ( 1974) 

4. The Kirkpatrick h/iotlel ( 1976) 

5.  lack I~l~illips \~l(>tlcl: ; \ I I  I < ( l l  \,ic>~lcl (100'7) 

0 I h c  I-lotlges \,iotlel ( 1999) 

All the a h \ - e  ~notlcls gi\.e tliffercnt le\els of el-aluatioli methotls. oO\iousl!. 

tlel~ending on the organisation's training strateg! \voultl tlel~entl on \vhicli ~iiodel one 

\voultl choose. 
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3.11 Summary 

The literature has itlentifietl a clear pattern of ho\\, training and tie\-elopment is 

perceiveti not only at a locallnational lcvel but also international le\lel. Fro111 the 

earliest stutlies: to the more recent carried out, on training and devclop~ne~it. either on 

a national ant1 international level, esl~ecially in the liealth care sectors, the need for 

training and development in a11y orgal~isatior~ is evitlent if thc orgatlisatiol~ is to 

survive no matter if the organisation is in a competitive or non-competitive 

environment. 

As cluotetl by (Barney, 1991; Luntly, 1994) in Schuler and Jacltsoll's (20033142) 

book "Strategic Human Resourcc h4a11agement": 

It is widely ack~~o\vledged that the sources of s ~ ~ s t a i r ~ e d  competitive 

advantage lie not only in access to f i ~ l a ~ ~ c e  or  capital, but mit11i11 the 

organizat io~~,  in people a l~ t l  processes capable of deli\~ering business 

strategies s ~ t c h  as c~cstornel. clclight o r  rapid innovatiol~. 
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4.0 FULSEARCH METHODOLOGY 

4.1 Introduction 

This chapter \\,ill cxamine tlie research process utilisetl. This exploratory stutly of 

training and tlevelopment ant1 ctlucation was conducted \\tit11 both eliiployees and 

management ~vlio had co~llplcteti some form of training a~itllor \\#ere in\,ol\,ed in tlie 

tle\~elopment of training initiatives since its launch in September 2003 in the DDSH. 

Tlie research. n~liich nras conductctl. ivas ethically justifietl as permissioli was sought. 

Confidentiality was assuretl at the outset ant1 ambiguity \\,as guaranteed. Tlie author 

offeretl all participants an opportunity to view tlic findings of this research. 

4.2 Methods oseci 

The metliotls usetl in the gathering of the tlata \\,ere Qucstionnaircs ant1 Inter\-iews 

4.2.1 Qnestionnaires 
. . 

Thc methotl usctl to gather tlie required informati011 in relation to T ra~n~ng .  

Develol~rnent ant1 Etlucation in tlie DDSlI was electronic qucstionnaircs. Thcre \ \we  

a number of rcasons \\rhy this metlioti nras clioseli. 

I'llese i~lclutle tlie hct  that: 

i t  was sccn as the most practical anti efficient inetliotl as the ethos 

of the ot.gal~isation. ill terms of comm~lnication polic). is 

communicating to all eml~loyecs through clcctronic elnail. All surl-e); 

pwticipaits ha\-c access to ;I colnpLltel. ~~riti tcr ant1 lia\-c an elnail 

;1tltircss. 

3 the time t 'a~ne a\-ailable \\-ithill \\liicli to \\.ark. I t  also allo\\-etl for 

easier analyses ant1 precise comparisons to be made bet\\-eel1 tlie 

am\\-ers of both malc ant1 female employees. alitl 

11 confitlentiality assuretl. 

In tlie t les iy stage of tlie questionnaire tlic author usctl tlic 'Kii./i/xrr~.ic'l; .\lotl~l' 

Ga~.vall  et al (2003: 493). This is itlentifietl as a good practice motlcl nsctl to 

e\alu;~tc ;tliti lneasurc tlie training acti\-ities pro\itletl 1)) an e~iil~lo!.er. The 

clucstionnairc mcasures four tlilncnsions of outcome these i~lclutle "Reactio~i. 
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Learning. Beliaviour ant1 Results". The questiotinaire usctl had a combination of both 

fixed choice ant1 open-entled questions so as to gi\;e the respontlents an opportunity to 

express their opinion in their o\vn \\rortls (Appendix 2). The author at the design 

stage of tlie questionnaire took into account ant1 anticipatetl the etlucational level of 

the l~articipants. It was structurctl in a \\lay that pres~lmetl thosc completing it hat1 

been either partly involved at the launching of the various training progratmnes in 

September 2003 in the DDSM. In total there \\)ere twenty participants \\rho cotnpeted 

the questionnaire in hlll. 

Section 1 of tlie questionnaire 

Questions 1 5 \\,ere rclatetl to training and tle\,elop~iient activities employees hatl 

particil~atetl in for the past year in the IIDSII. 

Section 2a of the questionn;~ire 

Questions 6 - 8 \\;cl-e relatetl to the training ant1 tle\~clopment system in tlie DDSI-I and 

solne l)ersor~al irlfor~~iatioll was sougllt in this section also 

Section 2b of the questiolit~aire 

Questions 9 - 10 \itere questions regartling the cml~loyee interest it1 learning in 

general. 

Section 2c of the questionnaire 

Questions 1 1 - 12 again nrcre relatetl to the o\.erall traininp alitl tle\.eloplncnt system 

in the LIIISII. 

Section ;a of tlie q~lestionnairc 

Question I3 \\:as relatetl to the current training ant1 tie\-clol~ment mcthotls at tlie 

1)IISII 

Section 31) of thc clnestionnairc 

Questions 14 - IS \\;ere rclatetl to [lie employees' opinion on the \.arious training ant1 

tie\-clol~ment a\.ailnblc. In this section c~nployees' \\.ere also asketl hl- \\-a); of an open 

endetl type t luat io~i  \\;hat \\.oultl the!- suggest slioultl be a\.ailablc that is currcntlj. not 

ant1 that \\-oultl iiicet their currcnt lieetls. Finall); this sectioti asketl emplo!;ees the 

reasons \\-h! the! train ant1 tlc\elol). 

.A pilot of the questionnaire \\-as tlistributetl a jveck befo1.e the author tlecitletl to use 

con\enience saml)ling. 'The pilot proup was one \vho \\.as not part ol'tlle I I I ~ ~ I I  st~ltl!-. 

Thc prelilninar! anal~.sis of rcsl~onses \\.as poor. C'on\enicncc saliipling \\as llsetl b!- 
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the author as tlie sample represents '/Ire l rorr r l iest~~eople '  available at the tinic Kane et 

a1 (2001: 101). 

The 11ol)ulation can bc tlefinetl as the elnployees of the DDSH. lio\vever this may not 

be a proper reprcse~ltati\,e of tlie sample chosen. Convenience sampling is a non- 

probability type sample and ' i r r  t l re . f ie / l  q/or.gn~rizrrtiorr str~rlies i t  11n.s heerr rroted to 

be r'ei:~. C O ~ I I ~ I I O I I  01rc1 iirclee~l rrror.e j ~ r ~ o r i ~ i r ~ e ~ ~ t  tlrnrr c11.e snrrrl11e.s bo.se(l oo  pr.obrrbili!,: 

s r r r i r l~ l i r~g '  Bryman (1980a: 113-114). 

I\ diverse range of employees from a total of t\\,el\,e tlepartments nras given the 

q~~estionnaire to complete. 

Intervienis \\.ere carried out in ortler to supplement tlre information beins obtained in 

the cluestionnaires. The author again in the tlesign stagc of the i~rtervie\\- outline 

layout refel.rct1 to the ' K i r ~ l i ~ ~ c ~ t r ~ i c l i  i\.loclel' Garva11 et al (2003: 493). The measures 

the author refers to are broken into four sections these inclutlc "Reaction. Learning; 

Bcha\~iour antl Results" (Appenclis 3). The intervie\\, q ~ ~ e s t i o ~ r s  follo~\~ctl similarity 

theme as the questionnail-cs. so as to link important points or com~nonalties in both. 

Tlic inter\ie\v is a seli~i-structuretl Sor~iiat I\-ith both closctl ant1 opelr-entletl questions 

asketl. in ortlcr to gain hroatlcr informatio~r from the inter\ie\\.ee's pcrspecti\-e. 

The inter\-ietvs \\-ere contluctetl \\-it11 a tne~iiber fro111 the Senior h4anagemetrt 

I e;111> 1 I L I I ~ I ; I I ~  I<csc~~~rce> \'I ; II~;ISCI.  ; I II(I  ;I 111c1ir1)c~ Srotr~ tlre 1 . 1 1 1 ~  \~I;l~l;~gctrrc~rt C'e~r~ral 

Stcrilisation Ser\.iccs Llcl~al-tmeni 4lanagcr both members of the DDSII. 1 . 1 1 ~  

intel.\ie\\s took place it1 the atlministration iiieeting room of tlie DDSI-l antl each 

inter\.ien lastctl al~prosi~nately one Irour. Botlr inter\-ie\vs \\-ere recortletl by 

Dictaplionc so the author coultl transcribe later. 

4.3 Qr~cstionl~aire Participants - DDSH Employees 

The nu~nhcr  of 1)asticil)ants \\-as t\\-ent!. se\-en males (i.iou) ant1 thirtec~i females 

(6.iUu). TIic 11~11rrbe1. 011 tilll! co~ripletetl tll~estio~l~ri~ires \\.as i\\ent!. Ilic! \\-ere of 

tliffcrcnt 3ratles atitl ctlucational back~rountl \\it11 seriicc ranging from less than one 
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year to over ten years \\,it11 tlie DDSH atit1 all mere involvetl in some type of training 

o\,er the past year. 

Tlie age 11rofile of the particil~ants \vas bet\vecn 16 ant1 55+ each hat1 completed soille 

form training, since the launch of staff training i l l  September 2003. 

4.4 Intervie\~. Participants - Management 

The number of participaiits was t\vo - t\vo female. Both participants \\,ere directly 

invol\,etl in launching tlie APPM \vithin tlie DDSH. They \\*ere in\.olvctl in the 

programme from tlie introtluction of the first internal initiative in September 2003. 

Tlie iiianayemcnt team are members of tlie Hospital Ad~ninistrati\.e C'ommittcc nrliicIi 

monitors tlie progress of training antl tlcvelopment at all internal antl external le\,el. 

4.5 Arialysis of Data 

Tlic data \laas thematically analysetl. The inforlnation obtained from the 

clucstionnaires \\,as entered onto an Excel spreadsheet so as to obtain percentages and 

~~rot luce  a graphical representation of tlie findings. 

I'lie information obtained from tlic intcl-\.ie\vs \\-as categorisetl into the similar tlie~nes 

of tlie questionnaire tlistributctl. 

4.6 Limitations 

A nunil~er of minor limitations \vcrc cncounteretl ill tlie gathering of the t1;lta. Iliese 

il~cltlde restrictetl access to t l~c  particil~ants [akin? part tlue to tlie ser\ice 

cotiinlitlncnts i~itcrnall! ant1 liolitln! 1)criod. .l.lic I I L I I ~ I ~ > C I .  C I S  ~>nr~icipn~its Sor i1ot11 tlic 

questionnaires antl tlie inler\ie\\.s \Yere limitctl. clue to tlie time li.ame i l l  \I-liicli to 

coml~lete the research. 

Tlie timefranie from \\;liicli to I\-ork was limitetl antl tlie process of organising tlie 

gathering of tlic data \ \as therefore ~~ressurisetl. Ho\ve\-cr. tliese micior limitations tlitl 

not contribute ill ail! ~iiajos atl\erse \\.a!. to tlic rcscarcli process. 

Tile tlisatl\antage of using coli\cliiclice satnl)ling I>ro\es problc~ns ~vitli sucll a 

sampling strategy bccause 'it is ii~r~)o.s.siblc~ ro gcrlc~i.crli:c> tI~c./ii~iliii,~.s. bcccirrsc~ u c  (lo 

,lor Iiiroli 1 I I i r  1 1  s i i l c  is ~ . Y I I / I ~ I '  I (2001 :  97).  
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I-Io~vever. the author \ \ r i l l  give an illustrat~on in graphical form ant1 \\,ill tlescribc 

comments receivetl fro111 both questionnaires ant1 inter\.ie\vs as the author sees the 

findings. 

N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



CHAPTER \' 

ANALYSIS AND FINDINGS 
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5.0 ANALYSIS AND FINDINGS 

5.1 Introduction 
The following is an analysis of data gathered fiom both the questionnaires co~npleted 

through convenience sampling and the inte~~liews completed by participants who are 

employees of the DDSH and \vho have completed some form of twining since 

September 2003. 

5.2 Questionnaire 

The profile of the respondents who completed the questionnaire is a total of twenty, 

seven males (35%) and thisteen females (65%), (Figure 5.1). 

1 W Male Fetnalt 

For the purpose of this study the population is defined as the employees of the DDSH 

a total of t\vo hundred and fifty employees as at IS' June 2004. The respondents are of 

different grades and educational background with sewice ranging fiom less than one 

year to over ten years with the DDSH and who were involved in some type of training 
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over the past year. The age profile of the participants was between I6 and 55+ 

(Figure 5.2). 

Figure 5.2 
Age Profile of Respondents 

I 

Age of Respondents 
I - - - - - - . - - - - - - - -. 

The author will surnmarise the findings under the sections laid out in the 

questiotn~aire highlighting areas of comnonalities. 

5.2.1 Section One of the Questionnaire 

Questions one to five were related to training and developinet~t activities employees' 

had participated in since September 2003 in the DDSH whether they voluntarily 

attended or were required to attend, and in addition the total t~utnber of on-the-job 

training activities undertaken. 

Questions One and Two 

Table 5.1 illustrates the number of voluntarily attended training and developtnent 

activities since September 2003 (n=20). 
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I 'r-5 -. - -. 
1 None ; 1 4 15 i 6 or More 1 

- 

6 5 0% I .IOU/; 55% 00.0 25% 1 09'0 - I 

The abo\-c table illustrates tlie responses of employees to questions onc ant1 t\vo of the 

tlucstiollnairc. Both q~~est ions are relatetl to voluntarily courses in \\rliicli tlie 

eml~loyces asketl to participate in thetnselves. I l ie  table suggests that from tlie tlventy 

responses to both questions either in relation to the employees' specific role or job 

that 65% of etiil~loyccs tlitl not \oluntarily attentl a coursc o\.cr tlie last peal-. 

Ho\\,e\-er tlic responses she\\, that 400/0 attentletl at lcast one course. 55% attentletl at 

least t\vo courses. 25'0 attentletl at le;~st four courses alltl 15% attcntletl six or more. 

Questiorl Three 
, . 
1 able 5.2 illustrates a sample ol' courses or tl-i~ilii~~g acti\.ities in \\:hich cml~loyees 

were requirctl to attentl (11=20). 

-- ~- -- ~ ~ - - ~  

licspor~ses ill percentage format (%) 7 
- --~~~ ~ , I 

-A 

Xonc I 2 3 1 5 6 or $lore 

[Itiil)lo!ccs \\-liere arketl. "tlo\\ nran!. courscs ur training ac~i\it ies tlitl the); attentl ill 

the past year atitl \\-ere you \\-ere i-cc~uiretl to attent1 h); somcotle i l l  the I)DSH'?" The 

r;iblc tl~~>cribc\ t l in t  ?5 ' ' , ,  {II' c~~iplo!c~:!. \ \crc i-cq~~irccl to iitle~i(l 11) ~1111c~illc i11 rlit~ 

DiISl-I. Ilic irutllol. ~xiints (1~11 t i ln t  this ~ ~ s o ~ i i e o ~ i c "  i h  citlier tile e~iiplo!cc's i~iil~letii;~tc 

~iiat~ager. s~~~)er \ i sc?r  or the Ir~~niali resources inallagcr. 

Q u e s t i o ~ ~  I'OIII. 

Tlie 1b~11.tIi (ltiestioti askc(l p;~rticip:~trts tci tick lici\\. 11ia11> c~tr-tlic~~,~ul) traitiil~g ;~cti\~itics 

thc) ~~iitlertoak since Sel~tenrl)er 2UJ3 'l'nble 5.3 illustrate., a sa~iiple n f  citi-tlrc-jol~ 

t r ;~ i t i i~ r~  acti\ itics ~11itIcrtake11 b~ l);~rticipat~t~ (1ir20) .  N
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~ 

R e s p o ~ ~ s e s  in percentage f o r n ~ a t  (%) 

The aho\.e table illustrates the i-csponscs from a total of t\\,ent). convertetl into 

percentages. Tile responses suggest that 35"'" tlitl not untlcrtakc any fomi of on-the- 

job acti\-ity \r.hile 35% lia\e i~ntlcrtook at 1c;lst t\fro on-the-.job training activities. 

Q u e s t i o ~ ~  Five 

Question fi1.c askctl a total of tnrent): ~~articipanls. "Overall, ho\v \r.oultl you rate the 

qualit! of all the training ant1 tle\.elopment activities you havc attcntlctl i l l  thc past 

year?". I.hc rati~lgs as sllo\vti i l l  the 'l'ahlc 5.4. 

! .  . . - -  
l ' r a i ~ ~ i ~ ~ g  Ratings s11ow11 in Pcrccntages 

I I ---- ~~~ ~ ~ ~ -..- 
I---- 

- 

i Activities Very Lon- ' Average 1 High ; \!el.!, 
! 

\'olurltaril! attcntlctl ttainins aeti\itics: 11- 16. Ilie tablc tlcscribes tliat 6S.75"" ol'tlie 
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On-the,job actil-ities: 11-14, Again. out of t\venty participants \vho were asked lie\\: 

they n-oultl rate on-the ,lob actil-ities. fourteen respontled and a total ofO4.29% gave 

a 'High' rating. 

5.2.2 Section Two of the Questionnaire 
Tlirougli this section the a~ithor lisetl 'LiL-el-I-7ipe ,4ttirr1tle Sctrles' (Garvan et al, 

2003: 514). This qucstion tbrmat is nsctl to measure the participants' attilutle to 

 articular aspects or  learning that lie she hat1 untlcrgone since September 2003. 

S c c t i o ~ ~  2a - questions six to eight \\'ere rclatccl to the training ant1 tlc\.elop~nent 

system in tlie DDSI-I ant1 some personal information \\,as sought in this section. 

Section 71, - t~~iestiolis tiitic ant1 ten \yere questions regartling tlie ernl~loycc's interest 

i n  learnins in gellet-al. Section 2c - questions clc\.ell ant1 t\\'el\.e axail1 \\,ere relatetl to 

tlie o\-cl-all t ra in i~~g ant1 tle\.elopmcnt systeln i l l  the DDSII. 

Qucstio~i six 

I ' l~is question relatctl b;lck to the employee's attitlitlc to\vartls liis,hcr 'top manager' 

ant1 tlepartment. I l lc  autllor call confilm that out of the t\vent) c~liestionnaires 

atl~ni~listcretl. all t\\,ent!- rcspot~tlctl. I'lie ratings i-angctl li.oln tlelinitely tlisagree. 

tlisagree. neirher. agree. (letinitel! agree ant1 1101 al~plicable. There \\ere a total of t i le 

statc111ci~ts g i \ c~ i .  \vliicIi re(~~~cstctI tllc clnl)lo!;ee ro \oicc their opinion on the present 

tl-ai11in2 pl.acricc\ that take pl;~cc i n  the L)L)SIl. I h c  author oOser\es illat none u f  the 

r e s l ~ ( ~ ~ s c s  citlic~. 'tlelinilel! tlisagrcctl or tlisagreetl' lo any of tlie statements listctl. 

SO" , ,  ot' the rcspo11clet1t5 ';l$rcc' tli:~t t l~c i~ .  t c ~ p  111:111ascr stro~l:l! s(ip~)orts the 

~ ~ I I ~ I I I  I I skills i i l l ( l  i \ i i c ~ \ \  Iutlsc ii111o11g 1111 Ic\cIh (11' ~ I I I ~ I o ! ~ ~ ~  ill ilieir 

I e a r t i e ~ ~ t .  20" , ,  of the lesl~ontlenrs .tletinitci!. agree' that e\eli tluring hutlget curs 

their top tn:in:iger tlv all tile! call to ~ l l i~ i~~ta i i l  trailiilig anlltl t lc \clo[)~ne~~t  c~l)l)ortkinitics 

fol- their tlcl~;irttne~lr. 6OUu oi' the rcspontle~lts 'agree' t l l t i t  their to11 manager sho\\s 

c~)tnt~litmcnt to trailling atltl tlc\elol)tnc.nt I)! sl?entling time ))rornoli~ls ant1 tlcli\-cri~lg 

i t .  \\'llile 51;",8 (~l'tllc ~ . c s l~o~~ t Ie t~ t s  illso ';rg~.ee' tli;t t  their top lllallager hceh ~rilitlitlg 1111~1 

t Ic \e Io~)~~ic~i t  ;IS iiil it~i{)ortal~t \\.a! of 11cll)ing the tlep;irltnellt acllie\-c its il~issio~i. N
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Question Seven 

This question relates to training and development plallning. Each of the six questions 

asked requested the participant to indicate to the author whether they are aware of a 

department trailling plan and other questions relate back to their attitude again 

towards their top manager and learning in general. 25% of respondents 'disagree' that 

everyone in the department participates in Personal Development Plantling (PDP) 

training for example regardless of position. 5% of the respondents says they 

'defmitely disagree' that after being hired for a new position one is required to attend 

training and developme~~t courses based on that new job. 5% again 'definitely 

disagree' that structured learning activities are built into the job. However, 60% of 

respondents 'agree' that their top manager helps them meet personal training and 

development goals and needs. 15% of the respondents 'definitely agree' that their 

department provides a training progranamme that nleets their needs, were as 15% of tlle 

respondents would 'disagree' to this statement. 

Question Eight 

This question asked the participants to complete personal info~lnation with regard to 

their position, grade, title, department, gender and working status for profile purposes 

and for assisting the author to relate to the areas in tetrns of future proposals and 

reco~ntnendations. Out of the twenty who participated in this study 90% were full- 

time etnployees with 10% of the participants being part-time. Question eight also 

asked participants to circle the highest obtained qualification they have to-date 

(Figure 5.3). 
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The author also asked the participants, "How Inany years se~vice they had both in the 

DDSH (Figure 5.4) and in their current role?". Responses illustrated below. 

Questions Nine and Ten 

These questions relate to the participants attitude towards lea~~ling in general. If they 

were of supel-visory status they were asked about their employee's learning attitudes 

within their own department. 

Question nine 

Only 5% of the respondents 'disagree' with believing they can improve their skills by 

participating in training programmes. whereas 40% 'stror~gly agree' and 50% 'agree' 

to this statetnent. Participants were asked in relation to lnotivation levels towards 

learning skills, 55% 'agree' that they are usually motivated. 65% 'agree' that they 

believe they can learn the material presented 111 most t r a ~ n ~ t ~ g  progranunes, whereas 

35% 'strotlgly agree'. 50% 'agree' that it is i~nportant for management to be closely 

involved ia dete~mining the direction and goals for their departmne~lt's training and 

development activities and 45% 'strongly agree' to this statement with only 5% of the 

respondents answering 'not applicable' to this statement. Statement number six 

located in question nine asked, "when I am involved in training sessions and I can't 

understa~ld sotnething, I get so frustrated I stop trying to lea~n", respondents show 

35% 'strongly disagree', with 45% of the respondents 'disagree', 10% of the 
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respontlcnts choosing tlie option 'neither' and tlie linal 10% of the rcspontlents 'agree' 

to this statetnent. Half of tlie respotitletits. 50% 'strongly agrce' that they \\,oultl like 

to impro\e their skills. 45" 'agree' ant1 \\.it11 5% of tlie I-espontlents choosing 

'neither'. 55% of respontlcnts \\,ho are of super~isory lc\;cl 'agree' that they are "in 

~ene ra l  satisfietl \\.it11 the range of traitling ant1 tlevelopment opport~lnities a\,ailable to 

their employees". 

Questiori tell 

5% of tlie resl~olltlents 'strongly tlisagree' \\,lien asketl "if they are \villing to invcst 

effort to iml~ro\c skills ant1 co~nl)etencies in ortlcr to prel)are for ~~rornotion". whereas 

the analysis slio\\.s that 5iU/u 'agree'. 35% .stroligly agrcc' ant1 5% of the resl~ontlents 

ans\veretl 'ncitl~cr'. Ilo\ve\er \\.lien askctl "arc  yo^^ \villing to ili\cst effort 011 your 

person time to tic\-clop technical skills relatetl to your job". 590 'strongly agrcc'. 20% 

'tlisagrcc'. 5",,  'neither'. iO"/o 'agrce' anti 40Ub 'stroligly agl-ee'. \\;hen participants 

\\.ere asketl "I am \villing to in\est effort on my persot~al time to tlc\,elop my 

intcrpuwnal skills". IS"& 'tlisagrcc'. IO%, 'neither'. 45% 'agrcc' ant1 a total of 30% 

'stroligly agrcc' to this statement. 45% of l)artici[)ants 'strongly tlisagree' that 

"l)articil):~tio~~ in training 11royra1111nes is of little use to tile hecause I ha\c all the 

kno~vlctlye anti skills I ~icctl to successli~ll! ~)ertorm my job". 25'0 'tlisagrcc'. 5 %  

'tieither'. 15"0 'ilyrcc' antl 5"" clloosiny 'not al~l,licahle'. 

Questiotl ele\cn 

55'; of resl~otitlcnts 'agree' that tlie? are "asketl to r i l e  fectlback on the 

cfti.cti\ctic\\ \>I' 1110 t~iiitii~iy :ilid I ~ I I I I I ~ I .  \ \  l i e  llicil tiia~ii~:!c~.\ rccci\ ed". 

I i o \ \ c \ c ~  : 3 0 ' ' 1 1  .di\ng~.cc'. I."i, .ncitlicr'. 5"" 'tleliiiitel! ;ig~-ce' \ \ i ~ l i  5' ' , ,  clioosi~ig ,tiot 

~ i c a l e ' .  6 5 " ~ ~  of the ~.esl)otitletits 'agtcc'. "trainitrg antl tle\elol~~ncnt i~cti\ities 

l)ro\.idt' lea1.11ilig that i \  p~ictical b r  use 011 the jol?". Again  l lie^^ asked a similar 

C111estic111 it1 rclatioti to i)rotilotio~~al ol)l)c~rtunilies. 55"" of the rcspontlents 'agt.ec' atitl 

10"0 'tletil~itcl! agree'. that .'tri~itiitiy atit1 ~ ~ \ ~ I O I I I I I C I I ~  ~ i 1 . e ~  O I I I I ) I U ! ~ C S  ill1 

o l~ l~i~r~uni i !  iv leal-11 tlic skill\ antl i)eh;~\ iours t l i i ~ r  \ \ i l l  liclp the111 to ye1 rc\\artietl alitl 

~)ro~iiotctl" \ \ I I C I C ~ I S  tlic i~~ii~l!.sis re\ eills t l ~ i ~ t  i"il 'dcti~iitcl! tlisayrec' to this statutiie~il. 

\\ itli ;I lilrther I ?",, clioosin~ 'tlisayree' atitl i"~, cl~oosiny the ol)tioti .~~eitlier'. \\'lien 

particilx~tit~ \\ere ahketl 1 1 '  tlie! arc irsketl. "lo pro\itlc fcctlback 011 ho\\ i~~ue l i  tlie!. 

Iia\i' Iearlictl". .:5"u of tile rusl)o~itle~it\ 'tli\i~gree' \\it11 the stiitcniclit \\liereas .3Soo 
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'agree'. Ho\ve\er ~~articipants were also asketl il'11iey are asked. "to pro\-itle feetlback 

on \vhat material the!; 11111 into practice in their job". 40°4 of the respontle~its 

'tlisagree' ant1 35"b 'agree' Iro\vc\~cr 15% choose the option 'not applicable' ant1 5% 

choose 'neither' anti a fill.tllel. 596 ofl~articipants 'tlefinitely agree' \vith the statement. 

\\llicn askctl "are tnanagers heltl accountable for follo\ving up and encouraging their 

employees to apply \\hat t1iey'i.e leametl through training back to tlie job". 45% of 

the rcsl~ondents 'agree' \\illereas 15% 'tlis?igree'. a filrtlier 15% 'tlcfinitcly agree' at~tl 

20% of the respontlcnts ans\\,eretl 'not applicable'. 5% of the respondents clioosc 

'neither'. 

Questio~i tnel\,e 

6 j o ,  of tlie respontlents clioosc 'agree' \\.he11 asketl \\.ere the) "satisfietl \\.it11 the 

range of training ;rlltl tle\elol)ment ol)portunitics a\ailablen. 20% 'tlelinitely ayrce'. 

5% 'tlisagree' ant1 a f~irtlicr 10',0 choosing 'not al)l)licablc', 5O4 01' resl~ontlents 

'tlelinitely tlisagrcc' ~vhcli asketl "the training ant1 tlcvelopnie~lt acti\.ities supportctl 

by tlie orgatiisatio~i are \vorth the time ant1 tiioney spent on them". 150% 'tlisagree'. 5% 

choose 'neithel.'. 3O0/o '?ipree'. .35"/0 'tlefinitely agree' ant1 lo0'" choosc 'not 

al)l)licahle'. \ \ ' I I ~ I I  tile participanrs \\.err asked. "intli\,id~cals are p~lhlicly rccognisetl 

of t h c i ~  t r i t i ~ ~ i ~ ~ g  ant1 tle\elsptiient acc~irn~~lis l~me~its~ ' .  juu 'tlcfinitcl!: tlisagree'. 25';" 

.tlisagrec'. jU,> 'ncithcr'. 4500 'agree'. 5"" 'tleliliitel!; agree' atltl a li~rllier 15'0 clioosc 

'not al)plicable' 

5.2.3 Section 3a of the quest io~~naire  

\;;ai~i. ~ I I I . o L I ; ~ ~  t l l i h  sc(:1io11 tlic ~ I L I ~ ~ I O I .  ~lhctl ' / . I / < ~ ~ I . I  /,17?c~ : l / / ; / t ~ i / c ~  . Y ( . i t / ~  ' ((l;a~,\.:lll et 

al. 2003: 514). l ' l i ib q ~ t e s t i o ~ ~  ti1rtii;it \\.:IS ~lsetl to ~ i ic? is~~rc  tlic p? i t . t i c i~~; i~~t~ '  tittit~t(le to 

~)ar t ic~~lar  aspects of leal-tiilig that lie she liatl ulitlcrgonc i l l  tllc past !ear. 
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Ratings s11ow11 in Percentages (%) 

Instruction j 
L~. i ~ L-- 

On-tlie Job trainin3 0 0 '7 
I 

5 ! 
I I j i collcaguc ! ! 
-- 1 1 .:-- ~ i 

Temporary job 1 0 1 3  25 ; 25  

! .~~ ~~ . - -- 

; \:itlco basctl self- 15 ! 10 10 3 0 20 5 

itistruction I 

~ ~~. . ~ 

! 
~ 1~ - ~- - ~- 

Comp~tter basetl is I 10 20 I i 5  1 10 1 0  

I I 1 ! sell'-instr~tctioti , I ! ! i 
i I +-P~-Pi .. 

$,':ma1 mcntol-ing ( 10 0 I 20 I 40 I 10 i 20 -.-I 
1 - -  I ~ 1 - +-! Tcam training ant1 0 i 0 10 45 1 20 

! i I 5  tle\-clo~,ll'ent ! 
- ~~ ~ - - ~ - - P- - - -- b- - 

I.'ormal plannetl 0 0 3 40 15 40 

I<cy to Itlet~tit) of the abore ratings: 

115 - L>elinirel! Sot  

p~ = I'robalil! Sot 

I S  - l o t  Sure 
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Tlie resl~ontlents' anslvers abo\-e are of very mixetl \ic\vs across the board. Ho\\wer.  

the table illustrates tliat "Structuretl on-the-job training pro\.idetl by a col leag~~e \\,it11 

expcricnce in the area" ratetl the highest 'Definitely Yes' overall at 50%. The autlior 

\\.oultl also like to point out tliat the top three most frequently ans\\.el.etl responses are 

firstly 'i\grcc'. sccontlly 'Definitely yes' ant1 thirdly 'not sure'. 

Questioli fourtccll a~ l t l  fifteen 

Tlic author asketl all participants ha\-e they receivetl training in Persotlal Developtnent 

I'lanning (PDP) since its la~tncli in September 2003 and \\,hat their attitutle \\,as to the 

act~lal training if they rel~lietl 'yes'. 

75':h rccci\ctl forlnal I'L11' training antl 25')" ot' the r e s l ~ ~ ~ l t l e ~ i t s  ha\e  yet to recei\-e 

PLII' training. Out ot' the 75% resl~ontlents. 45",0 state that ' A  \ery large atlmunt' 

\\,lien asketl. "to \vIiat extent tloes your top manager sul~port ant1 encourage 

participation i l l  the 1'UI' programtiic?". 30'!/0 of respontlents also stated ' A  1-ery large 

~ I I I O L I I I I '  \\.lien asketl "to \\,list extent tlitl you tint1 the PDP training usefill?". Tlie 

most fi-cqucnt alls\\.cr across all six statclncnts askctl \vas 'a  lot'. 

Qtiestio~l sixtecii 

I'lie a~cthor ilsetl ' T i~o- l lg .  C ' / o . s c ~ ~ l  Q ~ c c ~ s r i o ~ r  '. G a r ~ a l i  et a1 (2003: 512). Ibrmat in 

c~itestinli sixteen ant1 ahole i l l  qt1esti011 li)i~rtee~i. The author \\-antctl participalits to 

confirm str:~iylittiir\\;~ltl t',tcts ot' 'yes no' reslxinscs as to analysis tlle ~-esl)otlse take 1111 

oti tllc coi~rses the I)l)SI-I lla\e pro\-itlctl o \c r  the last year. 

Septelnbcl. 100.3 ant1 ha \e  tlie! recei\etl ;11i! of the trailiilig listetl. '1-lie res~~ot~tletlts'  

- ~ 

T r a i ~ i i ~ i g  ;\cti\ities 11-20 Ycs - % No .. % 

. ~~ ~~- 

SkillsSoli r r a i~ l i~ ig  I'acilit! i n  tile L.il>riir!. I5 85 
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The author will illustrate below all the respondents 'yes' answers in the form of a 

chart i~lco~porating tbe PDP training 'yes' respo~~ses (Figure 5.5) giving the autl~or at1 

overall feel of the take up rates to these training and development activities. 

Figure 5.5 
Training and Development Activities 

M .- Personal Developlnent 

E Planning 

4 
M SkillrSoft Training 
c - .- 
e .- 
m, ECOL 
i; 
F 
*. Problcm Solving Training 
0 

Team BulldingTlrining a 
Z 

Custonler Service 
Training 

Take up response 
- - . - - -. 

Question Seventeen 

Table 5.7 describes the co~nrne~lts of the respondents in alphabetical order wl~en 

asked. "Are there any course(s) that are of interest to you which are not available or 

the DDSH do not provide?". (n=10). 

Stakeholders 1 Quoted Reply Identity's Grade 

Department I I I 
Administration No response given Grade IV 

CSSD No response given Teclu~ician 

CSSD I "Not at the moment" I Teclu~ician I 
Dental School I No response given I Grade IV 

I I 

Dental School 1 "Not sure" I Clerical Officer 

Dental Studies No response given Lecturer 

Dental Studies No response given Lecturer 
I I 

DentEd 1 "Dreamweaver Web Course" I Grade IV 
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-. ~ 

; Stakel~olt lers Quoted Repl). 1 ~ r d z i y s  Grade  ' I 

- p 
Finance Ko response gi\,en Gratle I\' 

r--. 
Yo response gi\.eti 

I 

pZsTholdp- I NO r e s l ~ o ~ ~ s c  "\:en 

1 Assistant 
I 

! I 

' ~ --j 
I-Iuman Rcsources Language Course" Clerical Officer 

I , I Hulnal~ Resources 
1 

" Y e s .  I \voultl like to avail of a I GradeIV i 
i 

Inanagcrs skills course" 
~ ~.. ~ ~ ~~~~~~ t---y.,-~~.-- I - 
Information S e n  ices "h4any" i Techn~c~an  

~- ----- ~ d-- 
I ! ~ ~ . .  -. 

"No" hllaintena~~ce Cralisl~erson 
--- ~ ----- ~ ~- ~~- ~ 

Maintenance : No rcsponsc gi\-en 

Nursing 
- 

"1:CI)I.. CPR Instructor. Public Gratle \I 

I~lnployccs rights ant1 La\\." 
I 

Instructor. Public 

Speaking. C'olour llle bc;~utifill" 

Question Eigllteeu 

Tlic author asketl all t\\clit> participants to il~tlicate to \\.hat extent to \\liich tlic!- 
.. tlisagrec or agree" \\.it11 tile statements yi\-el~. .l'ablc 5.8 sulnl~iariscs the i-cspo~iclents 

1 1 1  I c l L L l 1 l  t l l l .  1 ' 0 ,  

"I o 1 1  participate ill ' r ~ , a i ~ ~ i r ~ g  

~ ~ ~ ~ ~~~~ ~ ~~ ~ ~. . ~~ 

I . : I I ~ I ; I I I C ~  111) c i~~i i l~etc~icies .  skills allti 0 (1 0 i 5 15 N
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- . .. . ---- ! s* 
Statements S D D N I A I 

I 
! 

; "I n-oulcl participate in Training ~ ! 
! 

and l ~ e v e l o ~ ~ t n e ~ t t  to": i I 

I 
I--:--- +-~ 

~. 

A\-ail of  protnotion opl~ort~tnities 8 3 1 5  I 15 i 30 8 45 I 
! ! I i 

: \vitliin tlie DDSI-I ~ ! I ,---- ~ I I -&--I 
1 To change jobs I 55 1 10 
I . 2 To- 1 . 0  enhance myself as a person I 0 5 ! 5 0  45  

- --- I 
I 

7--- i .------I 
-Sc> contribute to the success of  my ; 0 0 15 1 55 130 ~ 
employer 
- 

Key to Identity ot'the abo\,e ratings: 

SD Strongly Disagree 

D - - Disagrcc 

N . .~ - Ncitlier 

A - - Agree 

SA = Strongly Agree 

r l i c  al~thor 1)c)ilits out lyom l a h l e  5.8 a b o \ c  tllat. tlie tnost ti-equetitly cited reasoti \\-:is 

'agree' follo\\ctl h y  'strotigly agrec' \\-liicli intlicatcs the 01-crall measure of 

particip:~tioti ati c~ill)lo!ee is \tilling to lake part ill training ;lntl tle\elol)metlt \\.itIiin 

the 1)I)SI I .  

5.3 l ~ ' l ' l ~ : I< \ ' l l ~ : \ \ ' s  

Ilitc~n ic\\ 5 \ \e re  ciirrietl 011t i t i  ortlcr 10 ~ L ~ [ ) [ I I ~ I I I ~ I ~ ~  tlic i t i I t)~~~iiat in~i I)ci~ig ol~t:~i~iccI 111 

tlie cl~~estiotitiaircs. llic intcr\ie\\ cl~leslions Sc>llo\\ctl sitnilarit!- tlicmc as the 

quea'ion~i;rircs. so as to link i t i i l~o~- t ;~~i t  points or co~iimo~ialt ies i l l  both. I l i c  inte~.\ ie\ \  

\\-as se t i l i - s t r~~c t~ l~e t l  1i)rlliat \\ ill1 I)ot11 closetl atitl open-ctitlctl questiolls asked. in ol.tler 

tu gain bro;~tlel- itlt'nrmatiotl li.oln the inter\-ie\\ce's perspecti\e. I l i e  lirst three 

( [ (~es t io t i~  e r e  ce~itrctl on p ~ ~ t t i t i ~  tlie i i ~ c r i e e e  at ease. tlic i1~1tl10r itskcd 

~trniglitlhr\\artl i~itrntluctor! cl~~cstions to each inrer\ ie\ \ce.  'SaI~lc 5.9 l)cl~)\\ 

s ~ ~ ~ i i t i l i ~ ~ i s c ~  tlic i~sliects 01'  tile ititer\ie\\5 \\hiell tile ; ~ ~ i t l i o ~ -  sees i111(l c~ti$itler$ are 

li~ikcd c ~ t i i t ~ i c ~ ~ i ; l i t i c s  \ \ i l l 1  tlie questiolltlairc atial>sis. 
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Key Identity to the staltel~olders i~~tervie \ved:  

J M  = CSSD Manager 

L4\V = 1luma11 Resourccs ljlanagcr 

Qucstior~ Quoted Reply 

! 
; Undertaken 

is retlectetl through our dclxlrtment's objecti\,es, thus 
i 

linking back to the mission. 111 this coming august 
I 
' \ve have a training \vcck. \\,hie11 \\,c are particil~ating 

I in. in tcnns of a training programlne \\,hich \ \ , i l l  
Q~cc~srioi~ .?/I - Iloes 

facilitate the learning for m!; clnl~loyccs. this has 
!;our tlel)art~ncnt 

tlc\.cr bccn tlolle before ant1 is \-el.!; exciting as i t  \\.ill 
ha\-e a training I , be the tirst opportunity I ha\.e hatl personally to : 
plan? 1 i 

tlevelop ant1 assist in the learning of m y  o\vn tealn. 
! 

I 
! 

I 
At the moment in) team tl>rougli PDP ol,jecli\es are , 

1 
curre~itly \.isiting cstcrlial pro\,itlers ant1 reporting on 

their cxl~cricncc tllrougll the lios[)ital's rle\\.slerler. 

,411 the training in m!. tlepartmcllt is basctl ;~roulltl 

clualiic!; i ~ l i l ~ r o \ e ~ ~ ~ c n t u a n t l  being an elnl)loye~. of 

clluice it1 a llosl,ital en\ ironment lix ('SSD staff. 
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- 

Question 1 Quoted Reply 1 Identity 1 
! r ~ Qrres~ioir 3~ - 
! I i ! 
, H o ~ v  important is other hospital pl.o\,iders because i t  is such retlected in ~ I 

I I 
1 training ant1 ! the missio~i of the DDSII. \Ve are a training liospital ~ i 

I 
! ~ 

d e \ ~ d o p t r a i t  to tlie h r  students i l l  Trinity C:oIIege D ~ d l i l i  These t n o  

organisatiotis groups arc iil~ketl 11o\v 111 a \vay tliat contributes to tlic I i 
I 
; 

o\,erall mission of tlie DDSH. success ant1 to 
I I 

i )'OLII. tlepartment's I 

I 
ol?jcctives'? 

I 
"Trailling ant1 tle\:elopmcnt is very iml~ortant to ' ivI\V i 

I (>lp"nisationi~l success allti rlq,nrtlre~it s ~ c c e s s  I 
' because you a I able to scc the return on 

in\-estment "short-term". ~i io t i \a t io l~ ol' em[,loyees 

ant1 \vc i ~ a \ e  increasetl the peoples' skills in the ~ 
organisation a !leal- into the Al'l'h4. Stxining atitl 

! 

; tlc\.eloprnc~it lias facilitated the i~itroduction o f  
! 1 

change il l  a \.cry less threatening way. It is basetl on 
I 

i 
I 

tle\elopliicnt for you. ant1 ill\-estment in you anti it1 ; 

tnrli the ol.ganisation bccomcs onc of a learnil~g 
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p~ 
---- ~ 

I Q u e s t i o ~ ~  i I Quoted Ileply I Identity 1 
I I I 

I Cotnpletely. 11s been one of the gleatest f ac to~s  that I JM - 
Question 4- ~ I 

has made my  job a lot easier. morivatetl tny stafl' at a ; ! 
: Do vou feel s i ~ ~ c e  i 

the introtluction o f  

the Al'l'h4 that 

Training atitl 

De\,clol~ment lias 

impro\.etl in the 

DDSH'.' 

time \\,hen I arrived in to the DDSI-I the moralc in my , 1 
I 

tleparttnent \\,as \cry lo\\  because of all tlie recurretit 

changes in managers the area hat1 in the past fe\\~ ~ 
I 

years. i t  lias also set in place a stl-~~ctul-etl \vay of ! 

learning for my employees. Task setting - they ktio\v ~ 
i 

\\,hat they put in. is exactly \\that they get out o f  1 
I 
1 

I 
i 

I 
training. 

i 
i 

Yes. I feel i t  lias iml~ro\etl.  \ \ e  are \vorkillg togetller hll\V 

bcttcr as tealns ant1 communication has improvetl. ! I 
! 

\Ve ha\-e etiil)o\veretl our etnployees' ant1 in turn this 

has come through \\,it11 the in\.estment \ve feel \ve 
i 
! place 011 ctnployces by opening up the training tloors. 1 

-- 
I 

7 

' Section 2 I foul- out of ten h a \ c  gone on training. [)I-city I JV1 

gootl. tlie); ha\.e ihcusetl o their training ant1 the 
Iransfcr of 

~naterial has gi \en  tliem that focus on. 110 sttrpl.ises 

[.earnin: and \\.hat is coming nest. f h e y  kno\\  it's tlri\en by 

tllelil ant1 tliem onl!. (efl'ecri\eness) 
SkillsSoli e\-cr!.botl! in in!- teatii 1)articipatcs in this 

Questio~t 5 -  oti a \veekly basis. Since \\.e are our o f  term lime. its 

\\.l1;1r \ \ : I \  L I I C  ~i lot ~ L I I L , ~ C : I .  ~ I I I C I  ci~sicr r~ I . C I C ; I S L ~  cti~pIo>.c~:s'  (1 t i i .111~  

fectlhirch tlie! :LI\C tlic norillal \\orkiiiy  ti;^! for at1 liou~- to yo  tu tile 

to !-ou oli ci~cli libl-ar!. an learli t~e \ \  ~~rogrammeh.  

c011rsc irtlet~de(l'.~ C'usroiner ser \ icr  r i ~ i i t i  !es e\  er!;one has 

rcccix-ctl i t  in-lionse atitl b!- ti111 i ~ i - l ~ o ~ ~ s c  tri~iilcr. 

IFlo\\c\er i t  is ilot tlicir t',r\o~lritc b c c a ~ ~ s c  the! arc tlot 

i i t  i l l .  So i r  i \  nor reall! al~plicable ill lerlns 

of tlir cciurse vutlitie. 1 1 '  i t  re-sig:etl it1 sc~tiie 

\ \a!  (liar l'oe~~sctl (711 clifl'ere~ir r~11es ni' '.c~~srntiicrs" 

iiii~!;bc i t  c o ~ ~ l t l  be ol'niorc bc~irt ir .  
~ - - -~ ~~~~~ ~-~~ ~~~~~ ~ ~ ~~ ~ - ~~ ~~ 
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I 
HCUL - I have t\vo members o f  my tea111 that arc 

i i 
near completion and others are just starting. I 

! 

I e a i i  B ~ ~ i l ( l i ~ ~ g  a ~n i t~or i ty  CSSD team \\,as ~ 
involvetl in the last team session. IHo\\~e\.es because j 

I 

~ ~ ~ 

Qr~estion I Quotecl Reply I Identity / 

they \\>crc mixctl \vith front line service employees ~ 
! 

they et~.loyetl i t  but I tlot)'t think the maximutn bcncfit , 

I \\,as tlcrivctl from as tint the fill1 CSSD team \\,as in 
! 

attentlance. 'Iliis is something for Iiulnan rcsourccs to ; 

; look at. 

I 

PDP eli.joyetl i t .  Janice has become the I'DP trainer I\/I\\/ 
i I 
1 Sor the DDSll  so i t  has bencfitctl hcl- career 1 11ol)c. I 
I 

, S(>StSkills - I > O I I ~  o i . i~s  i a i e  iittentled courses oil this 

I 

as yct bccausc o f  our o\vn training ant1 in\.ol\.ement 

I ' Problem Sol\:ing - yes some lia\,e attentletl this 1 
i 1 I 

! 
course by at1 extcrl~al trainer. AII excellent course as i 

I ! ! 

I 1 can give you examples. 
I I 

i 

111 the process 21s a \r.l~ole. 

C'ustomcr scr\ ice training - again same ans\\er as 

abo\c.  

Prohlem .;ol\il~g -- some h a \ e  attcntletl. fcetlback 

l ~ e a t ~ i b ~ ~ i l t l i n g  no i~o t  a \  !cr 

/\y;~in I feel m! teal11 has heen tlisatl\antagetl i l l  a 

\\a!- because of  tlic role the!. ~I:I!. it1 i t i ~ p l e t ~ i e ~ ~ t i ~ ~ g  

. ~ -  ~~~ - ~ ~~~ ~ ~~ . ~ ~~ 

Scctio~iJ \'es t l ~ l o u ~ l ~  t l ~ c  trait1 tlic trainer c o ~ ~ r s c  tl~ar m! ream .1\4 

Assistance to leatlcr atrentletl i ~ i  Se l~re rnbe~  7007 atitl another N
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Question Quoted Repl! 

i as rn~lcli as \vhat I \voultl ha\e liked 
Question 9 - 1 i 
H;l\.e they 11ut ally : 

! 

i of tlie actllal 
! 

training into I i 
I action. esa~nple ; ! I 
! 
I 

on-the-job? i 
Section 4 I Physically I ca~i ' t  calculate a tnonetary 

opi l~iol ls  011 lio\vc\-er \\.hat \ \ g i l l  Iiappcll is people i l l  notice 
! I 
I 

I overall tl.aillil~g internal \.aluc in t e r m  ofes l~er t  traincrs internally. I 1 

fu l i c t io~~  1)c1so1i'111! tlon't th~nk you can estimate i t  as i I 
I monetar). \-aluc. they \vay I sec it  is that my  ! 

Questiol~ 11 - . , 

eml~loyec's r e  Iearnillg inclutling myself and t h ~ s  
Can you estimatc ;I 

Icarning is e\.er e\ol\-ing. it is aljvays gro\\,ing ant1 in ~ 
1 lilo~icttary 1-alue co 

I ! I 
1 turn \\!e are all tlevcloping. 

st to tlie I 

i ! 
! organis;ition for 1 

It's a iery tieiv c011cc11t still to the urga~~isatio~i: i t  is ilil. 
this clialige in I 

p-- ~ ~~~ - ~ ~ 

Q ~ i c ~ s r i o ~ ~  13 \,'cry salislietl. it's g i \ c~ i  lne tlie tlri\e to ellsure that 1 4  

O\cral l ho\\ \ \ c  arc r i l ~  111e hest quality seriice to our 

satistictl arc ~ o u  C L I S I ~ I I I C I S  
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5.4 Analysis of F i ~ ~ d i ~ ~ g s  

5.4.1 Kesearcl~ Objective One: Explore the take up rates of training and 
tlevelopment, siricc it's f o r ~ ~ l a l  in t roduct io~~ in September 2003 ill the 
Dublin Dental Scl~ool and Hospital. 

I'lie author points out that Table 5.6 and Figure 5.5 abo\:e both illustrate the take up 

rates from a total of t\frenty employees \\,lie particil~atetl in tlie clliestionnaire, of all 

courses pl.o\.itletl by tlie DDSH sincc Sel~tember 2003. .I'hesc take up rates indicate a 

good o\.erall entli~~siasm to training ant1 tic\-clopment. 

The author points out tliat 'Table 5.8 abol-c may project li~ture take 1111 ~ ~ t c s  of training 

ant1 tie\-clop~ncnt in terms of tlie rcsl~ontlents' replies. \\'lien participants \\ere asked. 

' I  \\,oultl [~articipatc in training atltl tlc\clol~met~t to:' tlie most fi-eclucntly citetl ans\jrer 

0x1-all all statements askctl. \\,as 'to enhance illy co~nl~etencies. skills and 

kno\\,letlge'. .55u,u 'agreetl' follo\\,ctl by 45% \\:lie 'strongly ;~grcetl' \vliicli i~ltlicatcs 

the o\.crall measure of participation all c~nplo!~cc is \\.illins to take part in training tint1 

tle\elol~ment \\.illiin the IIIISH if they liatl the al~l~ropriatc o[)portunity. 

5 . 4 2  Research Objective Two: 1,:splorc the effective~~ess a~i t l  si~tisfactiol~ rates 

of trninil~g a ~ i d  t l eve lo l )~~ ie~~ t  n i t l ~ i l ~  t l ~ c  I)uhli~i Dental School ant1 

Elos])ital. 

.\::ni~i. li.l~rn 1 1 1 ~  nl-~;rl!si\ iiI>o\c. i~ sIio\\ctl ior c\nl~?l>lc r l l ;~ i  I I I I I  ill't\\ct~t! j)i~rti~il)i~l~tz 

;iskcti. 5 '  I ~ c s t i c ~ ~ t  I I i s  Ic\cI a g r e e  iliat the! arc "it1 general 

satistictl \\-it11 the i.aligr o i ' t r i~ i t~ i i~s  alitl tle\elol)~nct~t ol~porrut~itie\ a\ailable to their 

eml~lo!-ees". \\'lien asked agaill if "trait~it~g a~itl tle\.clol~mct~t gi\es e~nplo!:ccs ;In 

ol~~~ol-kiliir> tu le;il-n tllc skills ant1 bclia\iours tliat \ \ - i l l  hell) t1ic111 to get re\\.ardetl ant1 
. . .. .. 

~~ro~iioiet l  ? " , ,  of tlic rcsl~o~itle~it, 'agree' atitl 1 0 " 0  'tleli~~itcl! agree' thu\ slio\\ 111s 

ihe p~obablc ciikcii\ elless ill  \I-l~icli rraiti~tiy alltl tle\clol)t~ient increases ~~i>tctitial. 

O\crall. ilic abo\ c statixtic;il rcsulth clet~rntislr.ate tli; i t  the ~);~rticil)trni\ \\lie couil)lcletl 
. . 

tlic c l ~ ~ e \ t i ~ t ~ ~ i : i i ~ c  ilti(1 t l i~ se  \ \ l i t >  \\crc iiitcr\ie\\etl ;Ire s;itisfictl \\-ill1 the tl.allilns ;illti 
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tle\~clopment that tlie IIDSH has pro\ritletl since its i'ormal introtluction in September 

1003. 

5.5 SUWIMARY 

In tlie litclaturc re\-ie\v tlie author ~~ointetl  out some key stnkcholtlcrs in tlie training 

ant1 (lei-elol~ment process. 1-rom the analysis of both the clucstionnaire and ilitervie\\,s 

i t  \\{as fount1 that exactly S0"o of the I-espontlents 'agreed' \\,lien asketl that if they 

taught thcil. top manager strongly sul~ports the tlevelopment of nen; skills ant1 

kno\vletlge among all levels of employees in their tlcl~artment. thus itiil)lyitig that their 

top manager is key stakeholder to tlie success of training ant1 tle\:elol)mcnt nitliin the 

1)DSI~I. 

Again in tlie literature re\.ie\\ the author touclictl 011 various ~iietliotls of training ant1 

tle\.clol~mcnt itltcr\-cntions. From I-able 5.5. question tliirteeli of the qt~estionnaire. 

50% stated 'tlelinitely yes' \\,lien asketl \voultl they like more of 011-the-job training 

carrictl out h )  n fello~v collcaguc. 4040 'agrectl' \\dicn asketl a similar question 

Iio\ve\er. the on-the,job training acti\ity \\,as to he carrietl out by a manager. Both 

lintlings pro\-c a hiyli percentage rate ant1 \\-lien tlic ilutlior rctlcctin_p back to tlie 

l i t e r i t~rc  ~iotcs i ~ g i ~ i ~ i  t l l i ~ t  as stated 1 Gl11111igle et a1 ( 1  474) on-the-,job 

inter\ e~iti(>ris ' i i l l o i ~ ~  /or i ~ i c . t i 1 . c ~  / ) i ~ i c t ~ < , c > ,  i ~ ~ ~ ~ ~ ~ c ~ ~ / i ~ i / c ~ , / ~ ~ c ~ ~ / l ~ ~ i ~ ~ I i  ( I I I ( /  / i ~ ( i ~ i . ~ / + i .  (?/ l c ~ ~ i . i i i i i , g  '. 

l l l e  autlior \ \ i l l  i l l u s t ~ ~ t c  belo\\ all tlie respontlents 'yes' alls\\.ers il l  tlie fnmi of a 

chart i~ icorpnra t i~ i  the PDP training 'yes' rcsponscs (figure 5.5) gi\-iny tlie autlior an 

(11 cri~ll Ikcl ol ' l l~c L I I < L ~  L I ~  r;i~c> 10 llic>c lr~~iiiiiiy :~t i t l  ( l c \ . c lo[~~i ic~~t  :icli\ 111ch. 
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CONCLUSIONS AND RECORilRlENDATIONS 
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6.0 Conclusions and Recor~lmelldations 

6.1 Introcluction 

In this chaptct- tlie author \\,ill highlight reco~ii~~ientlatiot~s follo\\,i~ig on from the 

literature re\ie\\;etl. tlic analysis ant1 findi~igs. This chaptcr \\,ill argue tliat if 

organisations in general (lo not in\,est in training ant1 tlevclopment for their staff they 

\\,ill be tlie one to suffer the consequences. The author points out that there arc many 

tlifferent approaches to training and tleveloptnent that one coultl take not just tlie areas 

liiylilightetl \vitliin tlie literature I-evic\v of tliis research study. 

The autlior fount1 i t  little tliffic~ilt to scck subseq~lelit research in thc area of training 

ant1 tle\.elol~ment ivitliin the health sector e~i\,ironment. Ho\\,cvcr. tliis tlitl not take 

kom tlie fact tliat tlie research fountl \\,as of great benefit ant1 assistance in tlie 

establisl i~iie~~t of the research o~ject ivcs  set out at tlie beginning of the \\,hole process. 

Finally. thc autliol- \\,ill conclude, summarising tliis research study tiom the very 

olltsct tc) the colnpletio~i. 

6.2 Recommendatio~ls 

YIa\o (1998: 36) points out that thc 'FrtrrtlrrrrrorttrI .s/r.~tfc~gic irt~/~o.tr/i~.o irr gr.ol~irrg 

~.trlrtc, iri or~trrri.str/iu~r.r ir 1 0  gr.on. flzc irrfcllcctrtrrl crr~~ittrl. //re sortr.ce yf'i~lriclr r.c.sirlc~ irr 

~ ) C W / I ~ ( ~ .  11rc.11. c c ~ l ~ t r h i l i ~ ~ ~  trrrtl po/c~tr/i(rl. rrrrtl iron. I I I ~ I .  trr.cJ Ic~l trrr~l oi~trrri.sc,(l. 0 1 z ( ~  

corilrl 1rrtl.c rro gr.r(rter. .s/r.cr/egic. I ' I ~ I I I N C I  0 1 1  (111 ~r;~(rrzi.~nfiott flr(rrr fo  hc' ~ ~ ~ S I I . I I I I I ~ ~ I I / ~ I I  ill 

/ I t i ~  ~ 1 ~ 0 1 1 ~ l l ~  '. 

TIie author secs ccrtain areas of g e a t  potet~tial for training ant1 tic\-clopmcnt \ \ . i t l ~ i ~ i  

(lie DDSI~I. Tlic follo\ving is a 11rolnl1t list that represents commonalties t?om the 

alial>sis it1 n l~ic l i  stafl'tl~emsel\.es ha \e  pointctl out. I'hcsc are as follo\\s: 

I .  Ye\ \  entrant training ;I formal intluctio~i ibr staff shoultl be $1-cn as 

I,art ofilie acti\ation of tlic training process \ \ i t l i i t i  [lie DDSII. 

7. C o ~ n l ~ e t c ~ i c ~  basetl traitling - [lie DDSI-l ncctl to look at areas of core 

coml~eteticies for all lc\els of staff. I his can be carried out l?! \\.a!. of a11 
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Orgallisation Training Needs Analysis. Once coml~etencies are 

itlcntitietl it is easier not only for the intlividual but for the manager to 

assist their staff in \\,hat al-e the skills. attitudcs and kno\\lledge they need 

to acquire. Roger et a1 (1995: 110) states that 'competency is usetl to 

tlescribe either the rcquiretl outl~uts (co~iipetcnces) or tlie desirable inputs 

(competencies)'. 

, 
3. Increase opl~ostutiities for more On-the-job training as seen it1 the 

analysis of the questionnaire. Reed (2001: 63) states that 'co~npanies 

\\,it11 gootl leatlers \vho \\,ant to invcst in Ii~lman capital ackno\vletlge tlie 

1-aluc of coacliitig' 

4. i\ ncctl to re\ie\\. current training programmes to hclp establish ant1 

ide~~tiCy the inter\-cntions that are not utiliscd ant1 also the neeti to rc\.ic\i3 

clinical arcas in \\,Iiich traitling is very scarce at the mo~iicnt. a neetl to 

take on their requirements. Follo\ving on from the comliietits of .lM. 

CSSD h4anaycr \irllo pointetl out some of tlie existitig courscs (lo not 

llicct tlie requirements ant1 ncetls of her eml~loyccs. I'his co~lltl he the 

Inatter of an interlial training expertise. re\-ising cxisting courses. ant1 

tailoring tlicm to the needs of othcr a lms  of the DDSH. 

I'lle aullior suggests if one \\-as to take tlie approach oi' the \\-orkshops such as 

'blas~ering Difficult Interactions' benchmarkctl 21s best practicc in i\ustralia ant1 

litikili:: 1)ilck t i >  [lie Ii[crau~rc rc\ic\\.  cilrlict. tlie IIDSII cnrlltl focus o n  tie\ clnl)itis tlic 

sot'tcr skills nccessar! to 11c1p staff hotli clinical antl t i - c i i i c ~  io s~~cccssl '~~l l !~ 

negotiate tlillic~~lr situatiolls \vlietlier those (lealings arc \ \ i t11 colleay~lcs or patients as 

this \\ol.kshol~ \\.as fount1 to be \er!  be~lelicial to those cniployees in\.ol\-ctl. 

I l i c  i~t~tlior p~ i l i t s  0111 tliat such proposals \voultl tnean f~~ntlamcntal ant1 estensi\e 

cliatlsei io thc cxistilig t~ - ; i in in~  antl t le\elop~iic~it  systc~n. tlie current training ;111tl 

d c \ e l ~ ~ ) ~ i i e t i t  c \~ ;~ lua t i~ )~ i  s!ste~n ant1 lia\ing alrcatl!. introtlucetl the concept of 1'I)l'. 

i n d g i ~ ~ g  tlie qualii! ant1 \slue for monc!- of i~ i \ es tme~i t  h r  our oryanisation \~oul t l  be 

less colll]IIc~. 

N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



The author suggcsts the DDSH look at other n,idely usetl apl~roaches to training and 

tle\~elo]~ment. a mo\.e to\vartls an organisation that is more focused to the 'learning 

organisation' concept. This can be clone through tlic achie\~ernent o f  tlie Excellence 

Tlil.ough People (ETP) itsctl in many orga~iisations. both pulblic antl private sector. 

f l i e  Exccllcncc Tlirougli I'eople initiative has a focus on quality assurance as a result, 

i t  is a highly systematisetl and formalisctl approach to training ant1 dcvclopment ant1 

can lead to tlic organisation Ilaving its training and tle\~elop~iicnt accretlitetl, liavitig 

reachetl a certain statitlartl. The benefit of this fi.a~iie\vork is that i t  enables a 111~1~11 

closer monitoring ant1 evaluation of tlie DDSH's investment in their employee 

tle\~elopmcnt. in that it begins \\*it11 an autlit. entails close recortl-keeping, ant1 is 

frcquently aliynetl \villi other forms of perfomlance management ant1 human rcsourcc 

manapcmcnt iniliati\-cs. As there is a mo\.e to\~artls  a quality health care sector. by  

in\-csting firstly in tlie ETP approach this shoultl ease the process of the DDSH 

attaining somc fot-m of accretlitation fiotii. for exa~iiplc. thc recently establislietl 

Hcaltli lnfortnatioti ant1 Quality Authority (HIQt-1). All hospitals nation-\vitle \\.ill 

have to go tlo\\,n some linc of accretlitation i t  is perceivetl for thc fitture. so ~ \ ~ h y  not 

Oe an 'Employer of Choice' no\\. ant1 invest in sucli initiatives as atltlressetl above. 

'l'liis coultl tlleti form part of an application for the DDSI~I to strive to achic\-c tlie 

'Derek Docker!. Inno\.atioti i\\\.;~rtl' for training ant1 tle\.elopmcnt n.liicI1 n.oultl fall 

ut~tler categor) Sollr 01' tliis initiati\-e or catcgory one: 'care pro\:idetl to clients in 

healtli hcilities'. .-\I1 applications arc made each year hy health carc scctor 

o r g ~ ~ ~ i s ; ~ t i o ~ i s .  

\ I I  tlic nbtr\c t r n i i i i ~ ~ ~  niitl tlc\clolr~iic~it ;il)proachcs. initinti\cs. atitl s ~ ~ g ~ c s t i o t i s  i l l  

target ilic tlc\clol~~iiciit oi'ollr litie manager.; antl stafi'iil thc C O I I I ~ ) C ~ C I ~ C ~ C S  re(11111.cd k)r 

t l~cm tci tlcli\er 1ll)on tlie ol).iecli\es of tlie Sation;ll Hcaltli Strategy. 
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6.3 Conclusions 

The aim of this research stutly \\,as to examine the research objectives sct out at the 

\-el-y beginning. This e\,olved \~ i t l i  an o\,ervie\\r of TXrD in general using both 

c111alitati\:e ant1 quantitative research methotls. The re\:ie\v of relevant literature 

tlcmonstrates that to train ant1 to tle\~clop staff can cnsure peoplc are moti\-atetl by a 

sense o fac l l i e \ - a~ le~~ t  and recognitior of \vol.k itself 

Thc research undertaken tlclnonstrates that training ant1 tlevelopment is valued by 

both employees ant1 management n'ithin the DDSH. It also intlicatcs that employees 

\.slue the organisation atitl arc committed to tlie fi~ntlamental principles of the \\,hat 

tlic DDSH acl~ie\.es. 

Tlic t\vent!; ctnl~lo!;ees anti the t\vo managclnent staff \vho \\,ere the sul?jcct of the 

questionnaires and il~ter\ie\vs respccti\.ely. \verc uniformly positive regarding training 

ant1 tle\.elol~lnc~lt all agreed that t ra in i~~g nlltl de\,eloprne~~t !lad impro\:ctl the 

particil)a~its ktio\vletlgc in s a n e  jvay. The l~articipants all stated that they n ~ u l d  like 

to scc tilore ofsotne sort oftraining ~netliotl. 

Thcl-cfbre. trainins. tie\-elol~ment ant1 education is an i~i\.estmcnt tlie DDSH slioultl 

make in terms of becoming an 'F-llnployer of Choice' in the hcalth ser\.ice. Thc author 

suggcsts that such an in\-cstmenl \\-ill cnsure that thc DI)SIH \vill at ;I ininimuln attain 

the inaxim~~rn potc~itial for both intli\itlual staff 1netii1)ers ant1 for tlie entity as a 

\\.hole. 

. Is  a r e \ ~ ~ I t  of tlicsc dri\crs tllc I)llSI I \vill i  otllcr 11~11iia1i ~ C S U L I ~ C ~  ~ I I I C I ~ O I I S  \!itliili t l ~c  

11caltli scr\.icc m a )  need to become more stl-atcgically focusctl ant1 li~turc 01-iclitatetl. 

:\~ain. re\ie\\inz the rcpol-t in tlie C'liarteretl Institute of Persolincl De\elol~mel~t by 

Bccltett-1111glies (2003: 40), that i t  is 'r?ftc,rr rrol oru. .sir~:,.lr/i~ooi. iri i.vol(riioi~ ihtrr 

c.oir~r.il~~i/c.\ ion(ri.tl.v t r i i  o~~~rr i~ is r r~ io i r  h c i i t ~  :r.lir.c.c!/ic~l t r y  rl ir  r,i~r/~lo~.c~i. of c.iroicc, '. N
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Becltet-Hughcs (2003: 40-41) lists ten \\lays to hecomc an 'E~iil~loyer of Choice' 

these include: 

1 . Create thc riyht psychological contract. 

2. Knon, ant1 li1.e your colporate values, 

3. Assess intli\:itluals' values and beliavio~lral styles. 

4. Crcatc a coaching culturc. 

5. Brand your pcol~le processes, 

6. Offer flexible benefits, 

7 .  l~l t lorse  staff ncctl for better \\zork-life balance. matle acccssible to all, 

inclutling morc senior employees ant1 n~ork i~ ig  motlicrs. especially those 

nearing I)oartl le\.cl. 

S. Ue ~.ealistic antl inarket-tlri\;en. 

0. Ha\-c some liln. ant1 finally: 

10. Zap the 'Tolerations. 
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Seven Cl~arige Prograrn~nes that Emerged from the National Health Strateg! 

Frnme\vorks for Clia~ige 

Progra~nme Number One: Hanly Report 

Programme Number Two: Primary Care Strategy 

Progranin~e Nomber Three: Prospectus Report 

Programme Number Foor: HlQA 

I'rograrnnie 3'11mber Five: KHIS 

Progranlme Nu~nber Six: Action Plan for People RIanagement 

Prograr~~nic Xttrnber Seven: Brel111a11 Report 
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Section 1: TRAINING UNDERTAKEN AT THE DDSH 

. ,~ 
i his section asks you sonle questions regarding tihe training and  devclopmcnt activitics you havc participated in for  thc past ycar  in thc DDSH. 

I. Bhow many workshops o r  courses (rcliatci spccificaily to your  rolc!joh) havc you voluntarily attcndcd in the past ycar:' 

None 2 3 4 5 6 or More 
0 0 CB 0 0 0 0 

2 .  Blow many personall devc~opmcnt  wosbshops o r  courscs(c.g. dcvcloping your  intcrpcrsonal o r  managemcnt skills) have you voluntarily 
attcndcd in the past ycar? 

None P 2 3 4 5 6 or More 
(4 0 0 0 0 0 0 

3 .  How man?; courses o r  training activities have you attcndcd in thc past ycar whcrc you wcrc rcquircd to attend by somconc in thc 
DIISH? 

None I 2 3 4 5 6 or More 
64 el  0 Q o o o 

4. slow man? on-the-job training activities havc you undcrtakcn in the past year? 

None j 2 3 4 5 6 or More 
(4 0 0 0 0 0 0 
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5. Overall,  how woukO you rate the  quality oI'all the  training and  dcvcloprncnt activitics you have attcndcd in thc  past  year  as follows: 

\ c ry  l ,ow LOW Avcragc High Very High 

Voluntarily iattendcd braining activities (1 0 0 0 0 

Required to attend training activities ,( 1 8 0 0 0 

On-the-job learning activities (3 0 0 0 0 

Section 2a: DDSH TRAINING AND DEVELOPMENT SYSTEM 

.:.ll: . :\ , scctioi~ . asks i \w  yo~ir  l'ccdback o n  whcthcr tilt Il)llowing pra~ticcs arc present in thc DDSH. 

i3:rsc your answer-s on Y O U R  knowlctigc oi' 'YCIIIIR dcpartmcnt. ('onsidcr all fornial training and dcvelopinciit activitics and on-thc-lob bascd 
tlcvclopmci~t activities. 

. . 
ii'yoii have UO MNOW1,EDCE oi'thc cluestion. tiex N / A  for .don't know'. 

6. Plcase indicate whether you disagrcc or agree  with the  following statcmcnts by ticking the  appropr ia te  box bclow. 

~ ~ ~~ 

1:vcu duriiig budget cuts. your top manage~-~  tio all ihcy 
citn to inaintain training and dcvclopmcnt opportunities 
liv thcii- c~nployccs. 
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~- ~ - 

cmployccs. 

I S ~ I . L I C ~ I I I ~ C C ~  Ici~rliiilg ;~ctivitics ~ I I - C  built into liic job so !hat 
) <inployccs a]-c co~lstaillly icai.niilg. 

8. C'ornplcte the following personal infornai>tion and \\here applicahlc plcasc circic thc corrcct answcr: 

EPosiBiorp: -- Gender: Malc or Femalc 

Hishest Obtained Oualificatiorn: 

.8unior C:ertiticate, Leaving Q:er:ificatc, Higher certificate, 

0 0 0 

lligher Dcgrcc, Post-Graduate Diploma, Masters, 

BD BD 0 

Working Status: Full-timc 
Part-time 
Othcr* 

Higher Diploma, 

0 

Phd, 

0 

Other(plcase Specify 

BB 
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V) 
L 
m 

5 0 
w, - 
Yi 
L 
m 

Ko  It, - - - - 

N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



Section 3b: CURRNT TRAllNG AND DEVELOPEMTN AT THE DDSH 

81. Did voo receive training on PDP's (I'ersc~esal Devclopmcnt Planning) since hcginning work in DDSH or since the launch in Scptcmhcr 
2003Y 

25. I'icasc give your opinion on each of the f08iowing statcmcnts: 

-~ - ~ -  ~.. ~- 

1 Not at all I Minimal - - 7 - ~ o d e s c  I i A ~ f i A  ~ c r v j  

-- I ~~ ~. ~ 

'1'0 what cstc!lt dit! ~ O L I  LISC ~~iatcrial  I C J I - I ~ ~  :)i: thc PDP . 0 
coi!~-sc in ~ O L I I -  ~\~orj\'! 

0 0 0 

~-~ ~ . ~ - - 

'1 '0  what cxtcnt did yo~! kind thc PDP trai11ins useful'? 

- 1 ~ ------~..- . ~ ~ 

1 what cxtcnt tiocs YOLII. top inanagcrs si!ppo11 and 
c11cou1-age participation in thc I'DI' progrum~nc? 

O 0 0 0 
I O 1 

I .~ . 

~ - -  

1.0 what cxtcnt did the PDP training course ?!-~vide you 0 
witil a11 opportunity to rcccivc fccdhack on !~o\v  ~ ~ 1 1  ~ O L I  i 

I 
0 0 0 0 0 

I 
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APPENDIX THREE 
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Draft Copy 

Date 

Name ant1 Title 
Internal Adtlress 

Dear First Eame. 

F~irtlier to our recent conversation. thank you for agreeing to be intcl-vic\\,ctl as part of 
a research st~~tl!; heins ~ttidertaken by Janice \\'alsIi. forming part of an untlergratl~late 
tlissertation. 

Plcasc be re-assuretl that tlie atislvers g i \ w  \\.ill rcliiain completely contitletitial and \\,ill 
not be associatetl \\it11 any intli\.itlual. The ititervie\\, slioultl take about 45 minutes. the 
Comtnon Room at-ca is booked for 3.00 p.ln.. oli 'l'uestlay, 6"' July 2004. 

The inter\-iejv \\.ill  be semi-structuretl questions. Again. fol- the purposes of the intervie\\,, 
Training ant1 De\.elol~ment \ \* i l l  tlominate the tliscussion. Any training ant1 tlevelopmcnt 
questioti refers to any formal training in-Iiouse or estertially tleli\,ered by an internal trainer. 
external trainer or consultant since September 2003. 

Lookiiig for\\-art1 to sccing you nest Tuesday. if in tlie meantime you lia\.e any queries 
~ ~ l c a s c  (lo not liesitale to contact nie. 

Yours sincerel\-. 
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INI'ERVIEX!' OUTLINE 

June 2004 

KAhlE: 

POSITIOK/TI?'I,E: 

DEPARTEIIUT: 

YEARS IN COhIPAUY: 

DATE: 

INTRODUCTION 
1 Can you gi\-e me an 01-er\ie\\; of your iiltiction'? 
2a \\'Ilat are your \.ie\\,s of the Action Plan for People h~lanagement'? 
2 b  Ilas tlie DDSI~I given an o\.er\.ie\\. of \\,hat tlie APPiv1 is'? 

SECTION 1 :  TIWIKING UNDERTAKEN 
3a \Vliat are your vie\\,s on TPcD in tlie DDSI-I'? ( 3 b )  Does your tlepartlnent have a 

training plan'? (3c )  Ho\v important is T&D to the organisation's success atltl your 
tlel~arttiietit's objecti\,es'? 

4 Do you feel since the introtluction of the APPbI that TPcD bas irnpro\~etl in the 
DDSI-I'! 

5 I-Ia\.e you sent ally members of your tlepartment on training either in-housc or 
cstcrnally sillcc tlic launch of the ~\PPhll in 2003'? 

SEC'SION 2:  TRA3SFER OF LEARNING (ET;FECTI\'ENESS) 
6 \\'hat \\.as tlie Seetll~ack they ga\,e to you on each course attentletl'? 
7 \\'llcre tllcrc any  clia~iges ill your staffs' beha\-iour afier(l~ost) tlie trainilig recei\etl'? 

SECTION 3: ASSISTASCE TO TRANSFER OF LEIIR~UING 
8 Ma\-c tllcy 11ut all!. of the actual training into action. i.e. 011--tl1c-~,jol,'? 
0 \\'hat cor~rscs (lo !on fccl \ \ c  slior~ltl be l ) ro\ i t l in~ for your tlcl,a~llncni tliat \ \ e  arc 

noi c~lrrentl! ~,ro\itling'.' 

SECTIOS 4: OPISION ON OI'EIZIILL TRtiINING FUNC'I'IOK 
10 Can !leu cstimate a mo~lctary.'\.aluc.cost to the organisation for this change in 

beha\iour'? 
1 1  \,'aluc: I-Ion itiiportant is T&D to ).our superiors. (lo you feel'? 
12 Satislhctioll: Oierall lie\\. satisfietl are you \\.it11 tlie T&D 11ro\-itletl for II!. tlic 

DDSH'? 

I ~ I H  >I.AS.AGt;.I<'S PERSPEC'I'II'E OF I'HE APPAI 
13 110 !-ou feel !-ou ha\e  tlie supl~o~.t of your managelnellt team? 
14 \\'hat (lo !,nu percei\e are the \veaknesses or challenges you f:icc \\it11 the .:\1'1'41'? 
15 I'illall!. \vho~n (lo you see are the core people in this \vllole process. enallling tlie 

sncccssti~l coml~letion of the ol,iecti\-cs sct in the i\PP41? 
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