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Abstract

A quantitative and qualitative examination was undertaken during this exploration of

training and development.

The primary sources of data were the participants who had completed some form of
training and development since September 2003 all of vwhom were emplovees of the
Dublin Dental School and Hospital. Both qualitative and quantitative research was
carried ont so as to gather the data in relation to participants, and their training and
development.  The questionnaire was designed in order to examine their attifudes

having completed training.

Qualitative research was used in the form of in-dept interviews with nvo members of
the management team of the organisation, so as to supplement the information
gathered in the questionnaires and 1o undersiand training and development, from a

management perspective.

The results obtained reflected the training and development activities in (the
organisation in a very positive light and in particular highlighted the areas for

possible development.

The literature reviewed considered the role training, development and education has
plaved in the growth of health sector organisations  both  nationally — and
internationallv.  In particular, the inherent programmes motivating and improving
job satisfaction.  The fiudings focus on the themes of the questionnaires and the

interviews and commonalties arising, in particular it examines the possibility: of

Sfuture recommendations.
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Preface

The Dublin Dental School and Hospital (DDSH) was opened in 1898 and 1s part of
Trinity College, Dublin that has a long and proud history. The Board. established in
1963 was responsible to collaborate with the three dental schools” in Dublin: Trinity
College. Dublin: University College. Dublin; and the Royal College of Surgeons in
[reland in the provision of clinical training. In the 1970’s these three dental schools

were amalgamated.

A new clinical building was completed in 1997 and the old hospital’s refurbishment
was completed in 1998. This followed a long and difficult period of uncertainty
during which it became difticult to recruit staff due to rumouwrs of closure and prior to
1980 little if any original rescarch. The decision to retain and rebuild was announced

in 1994, thereby cnding 50 years of uncertainty.

A state of the art facility is now in operation, with this change the DDSH underwent
changes in structure, culture thus. a whole new environment evolved. The DDSH 1s
the principle dental education and training institution in Ireland. The DDSH provides

programines across the [ull range ot specialities in dentistry.
The mission of the DIDSH states in the Provider Plan (2000: 2):
“The provision of an environment where quality education, research and service

programmes are integrated in a balanced way, appropriate to the resources the

resources available and the needs of the community ",
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author also intends to demonstrate that through the development of each theine of the
APPM, employees discover their own abilities and potential, and on discovering this,

they develop more demands of both themselves and the health sector system.

No evaluation has been camried out to date from the perspective of the staff involved
in training and development in the DDSH and therefore their opinions and views have
not been formally researched. Such an cvaluation will provide a unique insight into
how training and development is viewed and how the APPM has contributed to these

views,

Chapter one will explain the reasons why the author chooscs training and
development as the main focus of this rescarch study. The author an overview of the
research objectives’ in which this research study 1s aiming to analysc. A briet

summary of each chapter will also appear.

Chapter two will provide an overview and explain the individual objective of each of
the seven themes identitied in the ‘*Action Plan for People Management” (APPM).
The author will consider best practice research under the umbrella of training and
development. A briefing on the current environment situation in the health services

will be provided and tinally the next steps envisaged by the author.

Chapter three will provide a concise review of literature in relation to training and
development in general and will related the literature to the Health Care Sector also.
The author will give an overview from a historical perspective of training and
development and in particular recent developments in a national and international

context. that may relate to the organisation.

Chapter four will discuss the research methodology making reference to both
qualitative and quantitative research measures utilised by the author and the stages in

which the author went through in the gathering ot the data.

Chapter five will provide a presentation of the analysis and findings and will discuss

the research. making references to both the literature and the hindings.

=
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Chapter Six will gather together the salient points from the research study, draw
appropriate recommendation and identify where further study might be undertaken.

The author will sum up this research study with a final conclusion.
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2.0 CONTEXT

2.1 Introduction
In this chapter the author provides an overview ot the ‘Action Plan for People
Management’(APPM), and the context in which the action plan will play in achieving

the research objectives the author has set out.

2.2 Action Plan for People Management

The Minister tor Health and Children, Michael Martin, T.D., launched in November
2001 the new National Health Strategy *Quality and Fairness’. The challenges posed
by “Quality and Fairness™ are significant and require new approaches. In turn Action
108 - Action Plan for People Management was launched in November 2002 of the
*Quality and Fairness’ and sets out the development of the plan that has been the
responsibility of the Department of Health and Children (DoHC), the Health Scrvice
Employers Agency (HSEA) and in consultation with the National Partnership Forum
{NPF). The external stakeholders as a whole include Health Service Employers
Agency (HSEA). Department of Health and Children (DoHC), Office for Health
Management (OHM). Human Resource Director’s (HRDs) of the Health Boards and
Eastern Regional Health Authority (ERHA). and the Human Resource Managers from
the Dublin Academic Teaching Hospitals {(DATHs) and the Voluntary Hospitals in

[reland.

The APPM is an essential component. which forms one ot the change programimes of
the seven that emerged from the National Health Strategy (Appendix 1), The APPM
is a vital document for the health service and all the people who work mternally

within the system.

The action plan i1s a document that has been designed to address very real and tangible
issucs. The action plan deals with both strategic and operational issues. The role and
position of human resource management is critical to the successtul achievement of
service imperatives provided by the health scrvice. The action plan provides all the
stakeholders in the system with the direction. and actions that are required to bring

people management to the standards that are required. and within a certain time

6
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frame. The action plan identities not only the key areas that nced to be addressed but
also how best to proceed in terms of best practice. The action plan has set out a lot of
straightforward and practical steps that can be taken to make a positive impact, whilst
also addressing issues that have a longer strategic effect. The APPM will therefore

slay a vital role in achicving the cbjectives of “Quality and Fairness™.
play g i

The theme the author will focus on is theme five. however the author will explain
briefly the seven themes and each theme’s objectives. The reasoning behind why the
author has placed an emphasis on theme five is because this is one of the very first
themes the DDSH has developed through the funding of €25,000 in 2003 and €6,500
in 2004 received from the Eastern Regional Health Authority (ERHA) since the

launch of the action plan.

Finally. the APPM is the outcome of an extensive consultative process as explained
above. The APPM provides '« road map for developments in people management
within the health service for the next few vears’, HSEA et al (2004:1). It identifies

seven key areas to be addressed and their objectives are as tollows:

Theme One: Managing People Effectively
The objective of this theme is ‘1o build and enhance management capuacity in order
to deliver the change management progranime required v Quality and Fairness ',

HSIEA et al (2001: 3).

Within this theme there are a total of three actions that are considered lor [urther
devetopment in the Health Service, This theme aims to develop a culture of open

communication and inclusiveness by fostering a more open and participative
relationship between managers and staft.  This theme also aims with the recent
implementation of management competency frameworks. using these as a tool to
encourage managers to focus on their skitls and to inercase these skills thereby
improving the overall performance of the service provided. Finally. this theme anns
at training managers by improving their “people management” skills  through
prioritising training in arcas. in order to bring about behavioural change and cultural
change within each organisation. The objective ol this theme can be achieved with

the assistance of the HSEA who are currently developimg People Management — The
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Legal Framework™ as a training package. which will provide the knowledge and
relevant learning tools required by line mangers to enhance their ability to fulfil their

people manageinent role.

Theme Two: Improve The Quality of Working Life
The main objective of this theme is, 'to contribute to the quality of clients/services
users ' experience of the health services by ensuring that appropriate attention is paid

to managing the guality of emplovees " working life’, BSEA et al (2004: 6.

Within this theme there are a total ot five actions. This theme aims at promoting
employee well being through the provision of guidelines on occupational health,
safety and welfare service for health service staff which were recently launched and

that outlined a range of functions. that should be provided by a modern service.

This theme also aims at ensuring equality and the value of diversity is promoted
throughout the health services. This can be achieved through the recently circulated
‘Equal Opportunities and Diversity Policy and Strategic Objectives for the Health
Service’. The purposc of the policy is to create a workplace. which provides for cqual
opportunities for all staft and potential statt and where thenr dignity 1s protected and
respected at all times. A separate “Dignity at Work Policy’ was also devised for the

scctor has been distributed in May 2004 to all health sector providers.

This theme ftorced employers to review lemporary employment contracts with the
introduction of the Fixed Term Work Act 2003 as it had major implications for the

high number of the emploviment of temporary staft in the health service.

This theme also aims at introducing greater flexibility in terms of work attendance
patterns. Finally this theme aims at cnhancing communication in the workplace
through focusing on the development of a stat! communications charter by providing
regular and meanmgiul information relevant to cmplovees and also to listen and

respond to teedback from both patients and staff,
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Theme Three: Devising And Implementing Best Practice Emplovment
Policies And Procedures

The objective of theme three is, ‘to ensure that managers have the right formal

supports to manage people fairly and effectively through ensuring thai all emplovees

have access to best practice policies and procedures’, HSEA et al (2004: 9).

Within this theme there are a total of three actions. Theme three aims at establishing
a databank of best practice human resource policies and procedures. In turn, health
service employers will review their local human resource policies and procedures and
feed them into the national process that is being led by the Health Service Employers
Agency. Theme three aims at communicating these policies and procedures in a
timely and cffective manner. Finally, theme three deals with ensuring these policies
and procedures support the delivery of a quality service reviewing and assessing

current practice against recognised best practice benchmarks.

Theme Four: Developing The Partnership Approach Further
The main objective of theme ftour is, ‘to further develop parmership working within
hrealth services organisations to help manage change and implement Qualin: and

Fairness’. HSEA et al (2004: 11).

Within this theme there are a total of six actions. These six actions revolve around
mainstrcaming the partnership process rather than a separate. somewhat peripheral
process and structure within agencies. In 2003 a three-year plan was developed by
the Health Scrvices National Partnership Forum (HSNPF) 1o assist this action called
“The Way Forward™ (2002 2003). The HSNPE mitated a process at national level
to identifty and address the training. development and education nceds of kev
stakeholders. to accclerate the development of workplace partnership. Theme four’s
objective through a partnership approach is to ensure and increase staff invelvement
in service planning by supporting statt participation in the design of the service plan
on an annual occurrence.  Thus generating more opportunities for creative thinking
and joint problem solving leading to improvements in the quality of scrvice to
customers both internally and externally to the health service.  This theme will
optimise communications within and between organisations so that the benelits of

partnership working can be quickly. easily and consistently communicated.  Theme

9
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four should have a positive improvement to the industrial relations climate by
encouraging and supporting key stakeholders to move away from traditional
adversarial bargaining to a culture of co-operation, collaborative working and
partnership.  However theme four has ensured that partnership should be measured
and evaluated (o ensure the effectiveness and benefits are established, and to further

advance the process if required.

Theme Five: Investing In Training, Development And Education
The main objective of theme tive is. 'to ensure that all staff have the knowledge, skills

and attitudes required to deliver a guality health service'. HSEA et al (2004: 16).

Theme five has a total of four actions. Theme five aims at developing a strategic
approach to education. development and training. The National Report on “Training
and Lifelong Learning” was competed in 2003 by the HSNFP. recommendations of
which were published by the Office for Health Management in May 2004. A range of
approaches were devised in relation to the identitication of training needs and the

linkage of training needs to service needs.

Theme five focuses on implementing an approach to education. training and
development. which ensures the development of the competencies. required to deliver
on the objectives of "Quality and Fairness'. One aim of theme five is to develop a
competency-based approach to training and development and to implement initiatives
that focus on priority arcas that must be addressed to deliver on the objectives of the
National Health Strategy through for example team building. people management.

occupational health. safety and welfare trainmg. the softer skilis.

Theme five considers furthering developing on-the-job icarning and innovative
learning delivery methods., This action encourages turther use of other cffective
approaches to training and education. [t recommends that the potential for ¢-learning
should be more fully exploited and also the nced tor a greater cmphasis on the
development of internal training expertise rather than formal off-the-job training.
The Office for Hcalth Management has conducted evaluations and produced
guidelines on action learning. mentoring and coaching and has established a national

e-learning projeet team to explore this learning methodotogy further.

10
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Theme five forges greater and more effective links with the education sector on a
national level with a primary tocus on clinical/professional education. The Minister
for Health and Children and the Minister for Education and Science established a
National Working Group on Undergraduate Medical Education and Training in
Ireland. The Group in undertaking its work have regard to the Programine for
Government, the Health Strategy and the Action Plan for People Management. The
Group will examine and make recommendations relating to the organisation and
delivery ot undergraduatc medical education and training with particular reference to
course curriculum, teaching methods an other issues relating to the organisation and
delivery of undergraduate medical education and training. as the Group considers
relevant. The Group intend to report and publish their findings and recommendations

before the end of 2004.

Theme Six: Promote Improved Employvee And Industrial Relations
The main objective of theme six is. ‘to promote good relations between emplovees
and managers and so to contribute to maximising qualitv of service, HSEA et al

(2004: 20).

Theme six has seven actions that are arcas considered for further developient in the
health service. Theme six aims mitially at implementing the reconimendations ot the
Labour Relations Court review of industrial rclations o ensure that corrective
measures are taken which have long-term bencfit as opposed to shorl-term remedial
actions. A national tramework [or dispuie resolution in the health service was
published thus ensuring that all matters be processed without undue detay and without

disruption to services on the ground.

Again this theme aims to creale a national database of local disputes to allow for morc
tmely resolution of disputes thus cnhancing the expertise of human resource
managetnent personnel by providing a core focus on core human resource skills.
expertise and knowledge. Again a waining programme entitled People Management

The Legal Framework™ which was mentioned in the aims of theme once will provide
managers with the knowledge required to fultil their people management role

elfectively when published. Theme six also explores the further use of mediation in

Il
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resolving disputes and the responsibiltity for this aim has been assigned to the HSNPF

to establish a group to examine and develop further this aim.

Theme Seven: Developing Performance Management
The main objective of theme seven 1s. ‘to help Units and Teams to Improve
Performance through the introduction of a Svstem of Performance Measurement and

Feedback’ HSEA et al (2004: 23).

There are a total of five actions considered in theme seven. Theme scven evolves
around the implementation ot a national performance management system through the
development of the Performance. Pay and Related System (PPARS) project. PPARS
1s being developed in agreed pilot sites in the health services for future expansion and
the implementation nation wide. PPARS is subject to an independent evaluation prior

to its roll out in the wider health sector aimed in 2005.

The main purpose of this theme is to focus on linking PPARS to business/service
plans that is seen as a vital part of the process with a cascade approach through
divisions to individual work vnits. However. advancement ot this action 1s predicated

on the outcome of the independent evaluation,

2.3 Best Practice Research
With a focus ont theme five the author will consider best practice rescarch under the
umbrella of training. development and education in terms of a step forward towards

achicving the objectives as set out in the APPNL

In general. fraining. development and education “sits within® the human resources
department in the majority of organisations and is an important means in ensuring that
the orgamisation has the emplovees with the knowledge. skills and attitudes to enable
them to do thenr work to a quality standard,  Whilst. on paper. this understanding
appears reasonable and logical. in the context of many health organisations where
staft numbers run into the thousands. it can be difticult in delivery of optimum results.
In addition. whilst the health serviees 1s correctly perceived as being comparatively

good al investing in education. trainmg and development. it must be acknowledged
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that. for a variety of reasons, many health service organisations are not yet formally
linking their training and development to performance, or ensuring widespread and

reasonable access (o training and development is occurring.

2.4  Current Situation

The velocity of today’s environment demands organisations to develop their statf to
keep up with new initiatives. new technologies and increased patient/customer
expectations. A changing economic and social environment has also brought about
change in many health sector employers: major changes such as social partnership,
decentralisation and global competition for scarce human resources have urged
organisations to much closer attention to their people. Put simply. if organisations do

not develop their staft they will inevitably fall behind.

In a dynamic. rapidly changing and uncertain working environment. there is a need to
address the significant internal and external demands for improved management of
the wider health service in Ireland. Humphreys et al (1999) suggests “There is no
doubt that its people are the public service's most valuable resowree’.  Statl
development and investment generally in people has become critical contributory
factors in organisational performance and success. It has also brought a number of
other good practices in human resource management, such as partnership. recruitment
and succession strategies. and organisation development and change initiatives in the

health service,

Therctore. tramig. development and education s an invesament the DDSH should
make 1 terms of becoming and “Emplover of Choice™ o the health service. The
author suggests that such an investment wilt ensure that DDSIT will at a minimum

attain the maximum potential for both individual statt and for the entity as a whole,

2.5  Next Steps Envisaged
The author suggests to ensure learning and development i the DDSH 1s targeted and
cost-effective this research studyv should help deline. further learning  and

development needs. thus identify gaps in the current training and development
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system.  The objective is that the DDSH integrates. co-ordinates and develops

realistic learning and developing plans at each level of the orgamsation.

The role the human resources department will play in the DDSH is to work towards
providing an environment, which will enable staff to maximise their contribution to
the overall goals and objectives through training and development of staff, whilst
simultancously realising their own. individual potential both personally through soft

skill training and professionally through more harder side of training.

The main focus for the DDSH is clearly providing a quality service for all users. This
quality of carc 1s dependent on a number of things but significantly on the
orgamsation’s capacity ‘to recruit and retain qualice staff, adapt to a changing
workforce, manage diversitv, develop meanagement and talent, adhere to changes in
legislation and work with new strategies’. DDSH Provider Plan (2004: 20). As a
result of these drivers the DDSH with other human resource functions within the

health service may need to become more strategically tocused and future orientated.

2.6  Summary

The scven themes identified 1 "Quality and Farness™ and developed in the APPM
have a very high degree of inter-dependence.  While each theme is important in its
own right. the overall bencfit is derived from the cumulative changes perceived across
all seven. Furthermorce many of the proposed changes are applicable to more than one

theme.

Therctore. for the purposce of this rescarch study the priority has been given to Theme
Five: “Investing in traming. development and education”™ within the contines of the

DDSH.
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3.0 Literature Review

3.1 Introduction
The purpose of this literature review is to explore the basics of training, development
and education in general. This chapter will provide a historical insight and a more

recent insight to health sector initiatives both nationally and internationally.

3.2  Employer of Choice
It was reported in the Chartered Institute of Personnel Development by Beckett-
Hughes (2003: 40), that it is ‘ofien not any single factor in isolation that contributes
tovwards air organisation being classified as an emplover of choice’. Instead. it ts the
numerous different constituent factors that interact to create the right culture for
employer ot choice organisations to function. This report. “Improving Working
Lives: Becoming an Employer of Choice in the Health Services™ Deloitte (2004: 1-3)
prepared for the Eastern Regional Health Authority in January 2004, characterised a
sct of factors in which define an employer of choice organisation. They were listed as
tollows:

1. Psvchological reasoning,

2. Organisational values,

3. Behavioural stvles,

4. Learning Cultire,

S Fmplovee Consuliaiion.

0. Endorse staff need for beter work-life balance,

7. Marker driven realism and;

8. Social interaction’,

In the same report Deloitte (2004: 2) it quoted that “emplovers of choice focus
stronglv on developing learning and development initiatives . These initiatives
should be actively resourced. encouraged and supported. Motivation of statt is seen
through an organisations commitment lowards learning and developiment activitics.

The learning culture is seen as a key constituent ol orgamisational culture. which

16
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employers of choice view as an integral part of the development of both the

organisation and the employees within.

3.3 Training, Development And Education

3.3.1 Training

Garvan et al (1997: 2) defines training as. ‘a planied and syvstematic effort to modifv
or develop knowledge, skills and attitudes, trough learning experiences, to achieve
effective performance in an activity or range of activities'. Overall training can be

associated with lcarning by doing.

3.3.2 Development
Garvan et al (1997: 2) defines development as. ‘the general enhancement and
growth of an individual's skills and abilities, through conscious and unconscious

learning, with a view to enabling them to take up a future role in an organisation”.

3.3.3 Education

Gunnigle et al (1997: 175) suggests that ‘Education refers to the assimilation of

knowledge and understanding, vwhich can be far broader than the work context within
which a person mayv operate’.  Education may also be understood on informal or
formal terms. Intormal training and development tocuses activity on the individual’s
personal development and experiences’ of life. Formal training and development
focuses activity on a structured development ot an individual to specified outcomes,

Overall education s more svnonymous with learning by thinking.

3.4  Benefits of Training

Effective Training can:
2 Minmimise leaming costs.
2 Improve individual. tcam and organisational performance i terms ot output.
quality. speed and overall productivity.

2 Improves operational flexibility by extending the range of skills possessed by

17



National College of Ireland

employees — multiskilling.

2 Attract high-quality employees by offering them learning and development
opportunities, increasing their levels of competency and enhancing their skills,
thus enabling them to obtain more job satisfaction, to gain higher rewards and
to progress within the company, through promotional opportunitiecs.

2 Increase the commitment of employees by encouraging them to identity with
the mission and objectives of the organisation,

2 Help to manage change by increasing understanding of the reasons for change
and providing employees with the knowledge and skills they need to adjust to
new situations, thus reducing the “fear’ that change might bring.

2 Help to develop a positive culture in the organisation, one. for example, which
is orientated towards performance improvement, and quality focused.

a2 Provide higher levels of service to customers internally and externally.

3.5 Training and Development Models

Osbaldeston and Barham (1992} outline three different approaches to training and
development and also refer to the *Management tor the Future’ study. which was
previously carried out in 1988 by the Ashindge Management Research Group and the
Foundation of Management lLducation. Osbaldeston and Barham (1992:21-22)

state that the study:

Clearly showed that organizations are moving from a ‘fragmented’
approach to management development where such activities are regarded
as peripheral, via a more systematic * formalized® phase. to a “focused’

approach where development is intrinsic to the organization.

3.5.1 Approach Number One: An Unsystematic Fragmented Model

This Is were an organisation views the training activity and function generally as a
cost. and this cost to be minimiscd at all tmes.  Tranung is introduced m an
unplanned manoer. no clearly detined policies and: perceived again as an expensc
mcurred by the organisation. In the book of Garvan, Costine and Heraty. Tyaining

and Development in freland (1997: 301) the author sees that they alse agree with
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Reid et al (1992) in terms of ‘emplovees are largely responsible for their own
training, with no facilitator or back-up’. Barham, Fraser and Heath (1988) identify

the following characteristics of this approach:

2 Training is not linked to organisational goals.

a2 lramning is perceived as a luxury.

2 Training, if undertaken. is directive.

2 Training, takes places i the training department.
2 There is an emphasis on knowledge-based courses.

2 Training is vicwed as a discontinuous process.

3.5.2 Approach Number Two: A Systematic Training or Formalised

Model
Again in Garvan, Costine and Heraty’s book of Training and Development in
Ireland (1997: 306) the author points out that. they too also agree with Boydell
(1976), the pioncer of the systematic traming model, with his definition as been
‘developed it in an attempt to professionalise the activity of training and thereby
establish the credibilinG of trainers and the training functions’. This approach helps
reduce randomness. However, emphasis is on cost-effectiveness and there is also a
preference for off-the-job interventions. Any learning occurs is in a structured format.
Gunnigle et al (1997: 306) describes the modern systematic module typically

comprising of tour main steps which mclude:

I. assessment and identification of organisational training nceds at a macro
level;

2. assessment of job training requirements at micro level;

3. programme designing; and

4, evaluation and feedback,
Again in Garvan, Costine and Heraty's book of Training and Development in

Ireland (1997: 306) the author sces that thev also agree with Taylor (1991) when he

argues that this approach ‘mayv not match oreanisational realine’.  Taylor (1991)
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concludes this model is ‘really onh- suitable for organisations operating in stable

environments where goals can be clearfy set’.

3.5.3 Approach Number Three: The Focused Model
Osbaldeston and Barham (1992: 22) refer to this approach and describe

development as:

2 A confinuous learning process

a2 Essential for business survival

3 A competitive weapon

2 Linked to organizational strategy and individual goals
2 On-the-job plus specialist courses

1 Self-selected

2 Usually non-directive, novel methods

2 Line manager’s responsibility

a2 Tolerant

The author proposes if one examines the above three styles of training and
development. it becomes apparent that out of the three approaches. perhaps
approaches number two and three are the most employec orientated. Both approaches
indicate that employee development is fundamental to the organisation as a whole,
The author considers that approaches two and three simply naply that employee
development is a requirement for the attainment of both individual and organisational
objectives. On the other hand organisations’ that tollow the “lragmented approach’™.
do not cater for emplovee development and view training needs as secondary

activities.

3.6 Key Stakeholders in the Training and Development Process

In Garvan, Costine and Heraty's book of Training and Development in Ireland
(1997: 2535) and according to Evan et al (1993) both give a broad definition of the
term stakeholder as ‘amv group or individual who can affect, or is affected by, the

business function .
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The author suggests that there are several key stakeholders within an organisation
who should be involved in the different aspects of identifying and assessing training
and development needs. As each stakeholder has a different view of the needs of the
organisation and each with a role to play in the identification of learning and
development needs, the subsequent development of a plan of action to meet those
needs. Lecarning and development should cover all staff across all areas of the

organisation, not just the protessional groups.

For the purposes of simplicity, the author will discuss the roles of those stakeholders
in the identification and planning of learning and developing under the following
headings:

2 Management Team - Scnior level

2 Line managers

2  Employees

a  Human Resource Manager

23 Training and Development Specialist

3.6.1 Management Team — Senior Level

All members of the management tcam have a role to play in the development of the
organisation learning and development plan. This plan is the basis for making sure
that the learning and development svithin the organisation is in line with the objectives
and mission. The management tcam ensure that the organisation’s investment into
training and development is relevant. Tocused. integrative and as consistent as
possible. The training and development activitics identified by the management team
make an overall contribution to improving performance. creating a committed
workforce and facilitating change mitiatives.  The management team are responsible
for the development of a strategy through the identitication of learning and
development priorities at the strategic level which in turn forms the basis of the

organisation lcaming and developing plan (LIDP).
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3.6.2 Line Manager

Line managers have a vital role to play i the contribution they give to the
development of the service needs of the LDP. The role of the line manager with
support from their own manager is to identify training and development needs with
their staffing in each department. The reason so much attention is given to line
managers is because they have the greatest direct impact on individuals as they are
often the ‘face of management’. As employees’ they probably will not mteract with
any other manager as regutarly in the course of their normal working day, as they

would with their line manager.

Once the line manager identifies the learning and developing needs for their
department, the line manager assimilates these needs into a department LDP. This
department LDP details the training and development that individuals and teams
receive within a certain time frame agreed. The LDP is on a larger scale than
individual Personal Developing Planning (PDP), the LDP summarises each

cmployee’s PDP as a whole that should link back to the organisation’s objectives.

3.6.3 Employee

All employces’ that are members of statt have a role to play. The role of individual
team member is to participate in discussions and communicate the identification of
related learning needs and priorttisation of resources.  The employee should also
engage in the process of PDP. cven though this 1s a voluntary process. it is a
structured process whereby the emplovee takes responsibility of their own

devetopment with the assistance of their line manager.

3.6.4 Human Resources Manager

Garvan (1997: 259) states that "in ten out of the sixteen lrish organisations studied in
1993, waining and development activities were part of the human resources function
and the training specialist reported divectty (o the Human Resource Manager'. This
herebyv illustrates the importance of the position of the human resource manager group
in the training and development process. The human resource function perceives
training and development as a complementary role to the overall sphere of the human

resource management function.  The human resource manager sees training and
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development as a means of facilitating change within the organisation and as a long-

term tnvestment.

3.6.5 Training and Development Specialist

The role of the training and development specialist is to ensure the delivery of the
organisations commitments by promoting and supporting appropriate learning and
developing within the organisation. The Training and development specialist also
works closely with the management team; developing the organtsation’s learning and
development plan continuously and mecting each team’s individual needs as much as
possible. The training and development specialist facilitates the progress of learning

and developing plans at all levels within the organisation.

3.6.6 Summary

The author suggests that the above stakeholders are by no means part of a definite list
as there are may be many more internal stakeholders who also hold roles in the
learning and developing process. The author also suggests that there would indced
bc external stakeholders that need consideration these could include trade unions,
external training providers and national training advisors. again these are also by no

means part of a definite list.

3.7 National and European/International Perspectives

3.7.1 National

Culliton Report (1992} This study conveyved that an inherent lack of training for the
emploved was common among Irish organisations. ‘I'raining was belicved to be of
inadequate quality and quantity when considered the cvident skill deficiencies in
production, It was suggested that the state should be involved in general rather than

specitic training.

The author maintains the view of the Culliton Report recomimendations that it is fact
that in this cwrent national labour market. public service bodtes are competing with
the commercial. private and semi-state sectors to recruit and retain high calibre staft.

Theretore. a positive image through the training and the development of health care
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employees’ is essential, consequently providing challenging, rewarding and tlexible
jobs, with real career development potential as well as equality of opportunity is seen
as crucial. For sustained success it is vital that such an image truly reflects reality in

today’s environment.

Again scen as far back as 1990 in the Price Waterhouse Cranfield Study. it showed
that out of 57% of Irish Organisations which were surveyed, 2% or less of company
profits were allocated to training and development. 39% of companies surveyed were
not aware ot how much they spent on training. It also came to light that Irish
companies spent less than multinational companies in Ireland, however expenditure

levels have increased in recent years.

The lIrish labour market has changed dramatically in recent years. with many
emplovers now tinding it more difficult to retain a high quality workforce. IBEC
(2003: 299) concedes the importance of training and development through this quote
which states “Identifving, motivating and retaining through training and development

has become an important function of human resowrce function”.

3.7.2 European Perspective - UK Best Practice
The following section details best practice with respect to initiatives that have been
employed in the United Kingdom. to attract both new staff to the National Health

Service (NHS) and to retain skilled staff that are currently employed.

As an example of nitiatives i the United Kingdom™s NHS svstem Deloitte (2004
22) tound that with the introduction of ‘a return to practice couwrse when introduced
in Februav 1999, that by the end of September 2002 over 13,140 former nurses and
midwives had retirned to work in the NHS'. In addition certain categorics of staft
were eligible for a return package that included training and development. Health
carc professions in the NS reecived at least £1.000 sterling income to support them

whilst they retrained.
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3.7.3 International Perspective— Canadian Best Practice

The training and development of nurses for example has been a key issue in relation
to the attraction and retention of staft. It has been an important driver of the delivery
of superior levels of patient care improvement in Canada. The Canadian Nursing
Advisory Committee lends its strongest support to the trend for inereased education
for all categories of nurses and urges abandoning any discussion of rolling back entry

to practical educational requirements.

Deloitte (2004: 26) findings suggested that some hospitals offer further training
incentives by ‘establishing progranmes (o give emplovees loans for nursing students

who undertake to work in remote areas which is a huge issue in Canada for retaining

staff”.

3.7.4 International Perspective— Australian Best Practice

Another example found by the author was that training and development for staft in
Australia focuses on best practice techniques in providing staft excellent professional
skills and effective sott skills for the management of patient and colleagues in

potentially difficult work situations in health scctor environments.

Detailed in this report. Deloitte (2004: 34) it found that the ‘Australian healthcare
institutions in conjunction with the cognitive institute of Australia, ARCHI developed
a series of workshops to help hospital staff to deal with difficult interactions thev
encounter in their workplaces'. Workshops such as “Mastering Difficult Interactions’
with a focus on developing the soller skills necessary to help staff successtully
negotiate difficult situations whether those dealings are with colleagues or patients
were found to be very beneficial. Deloitte (2004: 34) also found that the workshop

was intended to support statt with the following:

a Understand what motivates people to change;
a Understand the stages of change and how to move people along;
3 Learn how to provide feedback as a coach, not a referce; and

1 Develop strategies for dealing with resistance to change.



3.7.5 Review of International Best Practice

[dentified in this study was a review of training and development 1nitiatives employed

across the countries named above amongst others. In reference to Table 3.1 below it
is important to recognise that many of the initiatives employed in respect to the

countries identified are specific to the context of the countries studied.

Table 3.1

United Kingdom

Canada

Australia

Training and

Development

Return to best

practice practices

Return to practice

portfolio programmes

- Putting Patients First

¢ Initiative

*Increased nursing

education

progranumnes places

Increased funding for

- continuing education

The Australian
Resource Centre for

Hospital Innovations

workshops. Mastering

Difticult Interactions

Rural Australia
Medical

Undergraduate

Scholarship

National College of Ireland

and International Perspectives

Source: A breakdown of Training and Deveclopment. Deloitte (2004: 37)

3.77.6 Summary of Best Practice [nitiatives from National, Furopcan

Training and development has been one of the areas of sheer development throughout
the Deloitte study that was carried out for the Eastern Regional Health Authority.
Much of the emphasis in this arca has been primarily focused on providing statf with

the necessary skills and training to deal with difficult and stresstul situations in work.

Another arca of commonality across countries throughout this study has been the

focus on the development of staffs’ softer people management skitls. Being able to
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competently manage the patient dynamic personality as well as in a professional

capacity has also become increasingly important in the modern healthcare setting.

A recent study conducted by the New Zealand Public Service in the same report
explored public servants perceptions of the public service itself. Work environment
and their career progression opportunities were among the topics asked. Again there
were a number of findings, particularly in the area of public service training and

employee development. Deloitte (2004: 49) The study examined:

1. How effectively do public sector departments provide opportunities for
employees to demonstrate their skills and abilities

2. Do public sector departments allow emplovees to gain experience in a
range of tasks?

3. Do public sector departments provide good on-the-job fraining
opportunities?

4., Do public scctor departments provide valued training courses and

seminars?

For the most part of the study it found that public servants appear to consider
unstructured learning and continuous development as of greater valuc to their jobs and

careers than more formal development and training activities.

Their contentment with training and development was described as “moderate’.
Public servants indicated that there was madequate attention paid to traimng and stalf
development and they were unhappy with the absence of traming and development

strategy and.or scparate tramning funceon.

Managers emerged as the key players. in this study. i the smooth progress of the
carcer development of their staff. Public servants clearly stated that they valued good
management. They painted a positive picture ol supervisors and mangers that are
supportive and empowered staff. However the study found that there was scope for
more active coaching by managers and or more experienced colleagues and more

scope for access to formal mentoring.
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3.8 Training Needs Analysis
Gunnigle et al {1997: 181) suggest that training needs analysis refer to ‘any shortfall

betrween current knowledge, skills, attitudes etc. and the level required now or in the

Sfuture .

Beardwell and Holden (1997: 383-385) suggest that “in order for an organisation to
render it’s training effective, the organisation must link its emplovees needs with the

overall objectives of the company’.

In connection with Beardwell and Holden (1997), quoting Fairbairns (1991).
suggest that one of the most important components of training needs analysis is the
acknowledgement “of what will fit the company culture, as well as the company
strategy and objectives’. ‘Table 3.2, Level of training needs analysis, Gunnigle et al

(1997:182)

Table 3.2

Level Concern

Organisational What does the company need to achieve its goals? Has

it got the capability? Are therc any strategic long-term !

Objectives to consider? i

Job or Occupational Special skills. lél]mvlﬁdg@ or attitude training needs for

particular jobs

Individual Where individual skills fall short of those required

Source: Bovdell (1983)

In Guinngle, Heraty and Morley’s (1997: 183) book “Personnel and Human
Resource Management™. it shows that according to Sparrow and Bognanno(1993)
there are four different categories of competence that a company needs to recognise

when undertaking a review of training needs these are:
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1. emerging competences: those that will require greater emphasis as the
company pursues its particular strategic path;

2. maturing competences: those that are becoming less relevant, perhaps
because of technology or work restructuring:

3. transitional competences: those required of people during any change
process, such as a high tolerance of uncertainty or an ability to manage
stress and conflict;

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

so have continuing relevance,

By compiling a competence profile. the author suggests that a company can attach a
‘shelf life" to its existing range of skills, knowledge and abilities and can thercfore

estimate where training gaps exist for further requircments.

3.9 Training and Development Methods

There is a varied range of possible learning and development interventions — from
those which can be carried out within the organisation at a relatively ninimal cost
(on-the-job interventions) to those which are delivered outside of the organisation
(off-the-job interventions). Many factors determine the choice of which intervention
to use: these include the centre arca tor devclopment. the profile of the mdividual

participating and the internal opportunities for on-the-job interventions.

[t 1s important o note that as stated by Guunigle et al (1997: 474) on-the-job
mterventions ‘affow for active praciice, immediare feedback and transfer of learning .
On-the-job interventions are otten not utilised to their full potential and can be a cost-

effective means of developing staft within the organisation.

The author suggests a list of training methods that are currently available to the

DDSH however please note that this again 1s by no means part ot a definite list.
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3.9.1 On-Fhe-Job Interventions

o Coaching trom either the line manager or external expert
o Mentoring
o Internal opportunities such as:
o Shadowing
o Job rotation
o Project work
o Transfer
o Promotion
o Secondment in the health service, a move internal within the
umbrella of the health service for a specific period of time

o Temporary positions

3.9.2 Off-The-Job Interventions

- < - .
o Training courscs — 3" Level Education or short-courses
o Seminars

o Workshops

3.9.3 Self Instruction

1 Reading

a  Videos

2 Computer-based training

2 Internet'web-based training

2 Identity experts in the field

a2 Partnership learning groups comprising ot peers within the

DDSH

The author suggests that organisations get the best value for money from their

investment in training and development when the learning i1s brought back to the

National College of Ireland

workplace. dispersed and iplemented. This is particularly in the case ot off-the-job
training. which is often received by a smaller number of emplovees and involves a

significant investment of both time and money by both parties involved.

U
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3.10 Training Evaluation

Bramliey (2003: 1() quoted that (Alliger, Tannenbaum et al 1977: Warr, Allan et
all 1999) all give the same answer as to, “Why evaluate training at all?” - as
‘suggested by surveys of training provision, as these indicate that only 10 to 20 per
cent of the learning gained on off-the-job courses result in changes in effectiveness at

work

Training and development often represents a mmportant investiment for an
organisation. When it comes to any investment. organisations need to know whether

it is of valuable use of resources.

Generally as suggested by Garvan et al (2003: 502) consideration should be taken
when evaluating a traming or development intervention in terms of the ‘validity and
the reliability of any test used in the process’, be this a tormal education programme,

a training course, or an on-the-job development activity.

Garvan et al (2003: 493) present six models of evaluation that are good practice
models:
I. The CIRO Model (1970)
The Leatherman Model {1996)
The Hamblin Model (1974)
4, The Kirkpatrick Model (1976}
5. Jack Philhips Model: An ROI Model {1997)
6. The Hodges Modci {1999)

t2

('S

All the above models give different levels of evaluation methods. obviously
depending on the organisation’s training strategy would depend on which model onc

would choose.

[



3.11 Summary

The literature has identified a clear pattern of how training and development is
perceived not only at a local/national level but also international level. From the
carliest studies, to the more recent carried out, on training and development, either on
a national and international level, especially in the health care sectors, the nced for
traming and development in any organisation is evident if the organisation is to
survive no matter if' the organisation is In a competitive or non-competitive

environment.

As quoted by (Barney, 1991; Lundy, 1994) in Schuler and Jackson’s (2003:142)

book “Strategic Human Resource Management™:

It is widely acknowledged that the sources of sustained competitive
advantage lie not only in access to finance or capital, but within the
organization, in people and processes capable of delivering business

strategies such as customer delight or rapid innovation.

National College of Ireland
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4.0 RESEARCH METHODOLOGY

4.1 Introduction

This chapter will examine the research process utilised. This exploratory study of
training and development and education was conducted with both employees and
management who had completed some form of fraining and/or were involved in the
development of training initiatives since its launch in September 2003 1 the DDSH.
The research, which was conducted, was ethically justified as permission was sought.
Confidentiality was assured at the outset and ambiguity was guaranteed. The author

ottered all participants an opportunity to view the findings of this research.

4,2 Methods used

The methods used in the gathering of the data were Questionnaires and [nterviews.

4.2.1 Questionnaires
The method used to gather the required information in relation to Training.
Development and Education in the DDSH was electronic questionnaires. There were
a nuimber of reasons why this method was chosen.
These include the fact that:
2 it was scen as the most practical and ethicient method as the ethos
of the organisation. i terms ol  communication policy. s
communicating to all emplovyees through clectronic email. Al survey
participants have access to a computer. printer and have an email
address.
3 the time trame available within which to work. It also allowed tor
easier analyses and precise comparisons to be made between the
answers of both male and female ecmplovees. and

2 confidentiality assured.

In the design stage of the questionnaire the author used the “Kirkpatrick Model”
Garvan et al (2003: 493). This is identified as a good practice model used to
cevaluate andk measure the traming activities provided by an emplover,  The

questionnaire measures  four dimensions of outcome these nclude “Reaction,
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Learning, Behaviour and Results”. The questionnaire used had a combination of both
fixed choice and open-ended questions so as to give the respondents an opportunity to
express their opinion in their own words (Appendix 2). The author at the design
stage of the questionnaire took into account and anticipated the educational level of
the participants. It was structured in a way that presumed thosc completing it had
been either partly involved at the launching of the various training programmes in
September 2003 in the DDSH. In total there were twenty participants who competed

the questionnaire in full.

Section 1 of the questionnaire

Questions 1 =5 were related to training and development activities employees had
participated in for the past year in the DDSH.

Section 2a of the questionnaire

Questions 6 - § were related to the training and development system in the DDSH and
some personal information was sought in this section also.

Section 2b of the questionnaire

Questions 9 — 10 were questions regarding the employee interest in learning in
general.

Section 2c¢ of the questionnaire

Questions 11 — 12 again were related to the overall training and development system
in the DDSIL

Section 3a of the questionnairc

Question 13 was related to the current training and devclopment methods at the
DISTH

Section 3b of the questionnaire

Questions 14 - 18 werc related to the employees™ opinion on the various training and
development available. In this section employees™ were also asked by way of an open
ended type question what would they suggest should be available that 1s currently not
and that would meet their current needs.  Finally this section asked employvees the

reasons why they train and develop.

A pilot of the questionnaire was distributed a week before the author decided o use
convenience sampling. The pilot group was one who was not part ol the main study.

The prelimiary analysis of responses was poor. Convenience sampling was used by

J
4]



National College of Ireland

the author as the sample represents ‘the handiest people’ available at the time Kane et

al (2001: 101).

The population can be defined as the employees of the DDSH, however this may not
be a proper representative of the sample chosen. Convenience sampling 15 a non-
probability type sample and ‘in the field of organization studies it has been noted to
be very common and indeed more prominent than are samples based on probability

sampling’ Bryman (1980a: 113-114).

A diverse range of employees from a total of twelve depariments was given the

questionnaire to complete.

4.2.2 Interviews

[nterviews were carried out in order to supplement the information being obtained in
the questionnaires. The author again in the design stage of the interview outline
layout referred to the ‘Kirkpatrick Model” Garvan et al (2003: 493). The measures
the author refers to are broken into four sections these include “Reaction, Learning,
Behaviour and Results” (Appendix 3). The interview questions tollowed similarity
theme as the questionnaires. so as to link important points or commonalties in both.
The interview is a semi-structured format with both closed and open-ended qucstions

asked. in order to gain broader information {rom the interviewee's perspective.

The interviews were conducted with a member from the Senior Management
leam Human Resowrces Manager and a member from the Line Management Ceniral
Sterilisation Services Department Manager both members of the DDSIHL The
interviews took placc in the administration meeting room of the DDSH and each
interview lastcd approximately one hour.  Both interviews were recorded by

Dictaphone so the author could transcribe later.

4.3  Questionnaire Participants — DDSH Employvees
The number of participants was twentv. seven males (35%) and thirtcen females
(63°y). The number of fully completed questionnaires was twenty. They were of

different grades and cducational background with service ranging from less than one
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year to over ten years with the DDSH and all were involved in some type of training

over the past year,

The age profile of the participants was between 16 and 55+ each had completed some

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

4.4 Interview Participants — Management

The number of participants was two — two female. Both participants were directly
involved in launching the APPM within the DDSH. They were involved in the
programme trom the introduction of the first internal initiative in September 2003,
The management team are members of the Hospital Administrative Committec which

monitors the progress of training and development at an internal and external level.

4.5 Analysis of Data

The data was thematically analysed.  The information obtained from the
questionnaires was entered onto an Excel spreadsheet so as to obtain pereentages and
produce a graphical representation ot the findings.

The intformation obtained from the interviews was categorised into the similar themes

ot the questionnaire distributed.

4.6 Limitations

A number of minor limitations were encountered mn the gathering of the data. These
include restricted access to the participants taking part due to the service
commitments internally and holidayv period. The number of participants for both the
guestionnaires and the interviews were limited. due to the time lrame in which to
complete the research.

The timeframe from which to work was limited and the process of organising the
gathering of the data was therefore pressurised. However. these minor limitations did

not contribute 1 any major adverse way to the rescarch process.

The disadvantage of using convenience sampling proves problems with such a
sampling strategy because ‘it is impossible to generalize the findings. because we do

not know of what population this sample is representative” Bryman (2001: 97).
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However. the author will give an illustration in graphical form and will describe
comiments received from both questionnaires and interviews as the author sees the

findings.
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5.0 ANALYSIS AND FINDINGS

5.1 Introduction
The following is an analysis of data gathered from both the questionnaires completed

through convenience sampling and the interviews completed by participants who are
employees of the DDSH and who have completed some form of training since

September 2003.

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

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

Figure 5.1
Respondents Breakdown to Questionnaire

___i135%

M Male  Female

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

National College of Ireland

a total of two hundred and fifty employees as at 1™ June 2004. The respondents are of
different grades and educational background with service ranging from less than one

vear to over ten vears with the DDSH and who were mvolved in some type of training
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over the past vear. The age profile of the participants was between 16 and 55+

(Figure 5.2).

Figure 5.2
Age Profile of Respondents

55+
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The author will summarise the findings under the sections laid out in the

questionnaire highlighting areas of commonalities.

5.2.1 Section One of the Questionnaire

Questions one to five were related to training and development 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 number of on-the-job

training activities undertaken.

National College of Ireland

Questions One and Two
Table 5.1 illustrates the number of voluntarily attended tramming and development

activities since September 2003 (n=20).
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! Responses in percentage format (%)

| ‘

' None ‘ 1 2 3 -4 ( 5 6 or More
T65%  40% l 55% 0%  125% 0% | 15%

a i i e I

The above table illustrates the responses of employees to questions one and two of the
questionnaire.  Both questions are related to voluntarily courses in which the
employees asked to participate in themselves. The table suggests that from the twenty
responses to both questions cither in relation to the employees’ specific role or job
that 65% of employecs did not voluntarily attend a couwrse over the last year.
However the responses show that 40% attended at lcast one course. 55% attended at

least two courses. 25% attended at least four courses and 15% attended six or more.

Question Three
‘Table 5.2 illustrates a sample of courses or training aciivities in which employees

were required to attend {n=20),

‘, Rcsponseéiin percentage format (%o) o N f

: None ] 2 3 4 o 5 6 or More

10%  35%  20%  20% 15 0% 0%

Employvees where asked. “How many courses or training activities did they attend in
the past vear and were vou were required to attend by somceone in the DDSH?” The
table deseribes that 353%. o employees were required 1o attend by someone in the
DDSH. The author points out that this “sontcone™ is either the emplovee's immediate

Nland Zer. SLI])CI'\'iSOI' or the human resources manager.

Question Four
The fourth question asked participants to tick how many on-the-job training activitics
they undertook since September 2003, Table 5.3 illustrates a sample of on-the-job

training activitics undertaken by participants (n=20).



National College of Ireland

. Responses in percentage format (%)

“None i

q

3

4 5

"6 or More |

I
|
i
P

35% :

0% 0%

15%

1 0%

| . I

The above table illustrates the responses from a total of twenty converted into
percentages. The responses suggest that 35% did not undertake any torm of on-the-

job activity while 35% have undertook at least two on-the-job training activities.

Question Iive
Question five asked a total of twenty participants. “Overall, how would you rate the
quality of all the training and development activitics you have attended in the past

year”?". The ratings as shown in the Table 5.4,

: Traili_i_r_ié : Ratings sh0%\'l'i”iil?iwi;crccntages

i Activities :ki"iéil:i" :LO“ o Average ‘[ High : Very

‘ Summarised Low I ; | ; High

| Voluntarily 0 0 ' 18.75 68.75 # 2.5
altended  (raining | .

Cactivities
Required to attend 0 714 2857 5714 714
training activities

" On-the-job AT NP R 64.29 14.29

fearnmg activitivs

Voluntartly attended traming activities: n—16. The table desceribes that 68.73% of the

respondents rated the above traming activities as “High'.

Required to attend oaning activities: n—i-h The table reveals that out of twenty
cimplovees who were asked how would they rate this tvpe ot training. 37.14% out of

fourteen who answered ot the respondents gave a rating of "High'

—_-—
L]
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On-the-job activities: n=14. Again. out of twenty participants who were asked how
they would rate on-the —job activities. fourteen responded and a total of 64.29% gave

a "High' rating,

5.2.2 Section Two of the Questionnaire
Through this section the author used ‘Likert-Type Attitude Scales” (Garvan et al,

2003: 514). This question tormat is used to measure the participants’ attilude to

particular aspects of learning that he'she had undergone since September 2003.

Section 2a - questions six to eight were related to the training and development
system in the DDSH and some personal information was sought in this section.
Section 2b - questions nine and ten were guestions regarding the employee’s interest
in learning in general. Section 2¢ - questions cleven and twelve again were related to

the overall training and development system in the DDSHH.

Question six

This question related back to the employee’s attitude towards his-her "top manager’
and department.  The author can contirm that out of the twenty questionnaires
administered. all twenty responded.  The ratings ranged from definitely disagree.
disagree. neither. agree. definitely agree and not applicable. There werce a total of five
statements given. which requested the cmplovee to voice their opimon on the present
training practices that take place in the DDSIL The author observes that none of the
responses either “definitely disagreed or disagreed” 1o any of the statements listed.
80% of the respondents “agree’ that their top manager strongly supports  the
development of new skills and knowledge among all levels of employees mtheir
department.  20%, ot the respondents “definitely agree” that even during budget cuts
their top manager do all they can to maintain training and development opportunitics
for their department. 60% of the respondents “agree” that their top manager shows
commitment o training and development by spending time promoting and delivering
it While 33, of the respondents also agree” that their top manager sees training and

development as an important wayv of helping the department achieve 1ts mission.
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Question Seven

This question relates to training and development planning. Each of the six questions
asked requested the participant to indicate to the author whether they are aware of a
department training 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 Planning (PDP)
training for example regardless of position. 5% of the respondents says they
‘definitely disagree’ that after being hired for a new position one is required to attend
training and development 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. 5% of the respondents “definitely agree’ that their
department provides a training programme that meets their needs, were as 15% of the

respondents would “disagree’ to this statement.

Question Eight

This question asked the participants to complete personal information 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 terms of future proposals and
recommendations. Out of the twenty who participated in this study 90% were full-
time employees 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).

FsE Rl N L )
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The author also asked the participants. “"How many years service they had both in the

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

Figure 5.4
Years Working in the DDSH

Number of Respondents

Less than | year 1-3 years 4-6 years 7-10 years More than 10 years

Category of Years

Questions Nine and Ten
These questions relate to the participants attitude towards learning in general. If they
were of supervisory 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% ‘strongly agree’ and 50% “agree’
to this statement. Participants were asked in relation to motivation levels towards
learning skills, 55% ‘agree’ that they are usually motivated. 65% “agree’ that they
believe they can learn the material presented in most training programmes, whereas
35% ‘strongly agree’. 50% ‘agree’ that it i1s important for management to be closely
involved in determining the direction and goals for their department’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 [ am involved in training sessions and | can’t
understand something, | get so frustrated | stop trying to learn”™. respondents show

35% strongly disagree’, with 45% of the respondents “disagree’. 10% of the

46



National College of Ireland

respondents choosing the option ‘neither” and the final 10% of the respondents “agree’
to this statement. Half of the respondents, 50% ‘strongly agree’ that they would like
to improve their skills. 45% ‘agree’ and with 3% of the respondents choosing
‘neither’. 55% of respondents who are of supervisory level agree’ that they are “in
general satisfied with the range of training and development opportunities available to

their employees™.

Question ten

5% of the respondents ‘strongly disagree” when asked “if they are willing to invest
effort to timprove skills and competencies in order to prepare for promotion”. whereas
the analysis shows that 553% “agree’. 35% “strongly agree” and 3% of the respondents
answered “neither’. Ilowever when asked “are you willing to invest ctfort on your
person time to develop technical skills related to vour job™. 5% *strongly agree™. 20%
“disagrec’. 5% “neither’. 30% agree” and 40% “strongly agree’. When participants
were asked I am willing to invest effort on my personal time to develop my
mnterpersonal skills™ 15% “disagree’. 10% ‘neither'. 45% ‘agree’ and a total of 30%
“strongly agree” to this statement.  45% of participants “strongly disagree’ that
Uparticipation in training programimes 1s of little use to me because | have all the
knowledge and skills | need to successfully perform my job™. 25% “disagree’. 5%

neither’. 13% "agree” and 3% choosing "not applicable’.

Question eleven

55% of respondents cagree” that thev are “asked tw provide feedback on the
ctfectiveness of the tramning and development. which thetr managers received™
however 20%0 “disagree’. 13"a neither’. 3% delinitely agree” with 3% choosing "not
applicable™.  63%q of the respondents “agree’. “training and development activities
provide learning that is practical for use on the job™. Again when asked a similar
question in relation to promotional opportunities, 533% of the respondents “agree” and
20% cdefinitely agree’. that “training and  development  gives emplovees an
opportunity to learn the skills and behaviours that will help them to get rewarded and
promoted” whereas the analvsis reveals that 396 “definitelv disagree” to this statement.
with a further 13", choosing “disagree” and 3"« choosing the option “netther’.  When
participants were asked 1" they are asked. 1o provide teedback on how much they

have learned™ 33"y of the respondents “disagree” with the statement whereas 33%

1
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agree’. However participants were also asked if they are asked. “to provide feedback
on what material they put into practice in their job”. 40% of the respondents
“disagree’ and 33% “agree’ however 15% choose the option "not applicable’” and 5%
choose "neither” and a further 5% of participants ‘definitely agree’ with the statement.
When asked “are managers held accountable for following up and encouraging their
employees to apply what they've learned through training back to the job”, 45% ot
the respondents “agree” whereas 15% “disagree’. a further 15% "definitely agree’ and
20% of the respondents answered “not applicable’. 5% of the respondents choose

‘neither’.

Question twelve

65% of the respondents choose “agree” when asked were they “satnsfied with the
range of training and development opportunities available™, 20% “definitely agree’.
5% “disagree’ and a further 10% choosing "not applicable”. 3% of respondents
“delinitely disagree” when asked “the training and development activities supported
by the organisation are worth the time and money spent on them™. 15% “disagree’. 5%
choose ‘neither’. 30% ‘agree’. 35% ‘definitely agree’ and 10% choose ‘not
applicable”. When the participants were asked. “individuals are publicly recognised
of thenr raming and development accomplishments™ 3% “definitely disagree’. 25%
“disagrec’. 3% "netther’. 45% ragree’. 3% definitely agree” and a further 13% choosce

not applicable’.

5.2.3  Section 3a of the questionnaire
Again. through this secuon the author used Likerr-Type uitide Scales” (Garvan et
al. 2003: 514). (his question format was used 10 measure the partcipants” attitude to

particular aspects of learning that he she had undergone n the past year,

Question thirteen
The author asked twenty participants to indicate the extent to which. vou “as the
emplovee would like to see the DDSH or vour department make more use of the

[ollowing methods of training and development™ (Table 8.8). n-20,

A8



National College of Ireland

' Methods
|

Ratings shown in Percentages (%)

| ‘DN PN NS A PY DY

f “lassroom | 5 RE 257 T L0 '35
ilfiruction o l | |

! On-the job training | 0 0 5 | 35 10 i 50

provided by a ﬁ ! |

! collcague | i I

i?e_mporary Job ‘ 0 15 ! 25 [ 25 25 |20

‘ assignments | !

%T{eiii}ig' " based 15 20 15 %40 5 5

self-instruction .

ém\-"idco based self- 13 . 20 10 30 792(7)7 __5¥77

instruction _ | ‘ ;
Computer  based r 15 10 20 )5 10 10

| self-instruction i i ! i ,

;'To_t"mal mentoring 10 0 i 20 P40 10 E 20 _1

, Team training and : 0 | 0 10 45 | 20 25
development : ; ‘

Tormal  planned 0 0 5 40 5 40

- career path

- Job rotation 5 LS 13 45 10 20

-I"-C_-)n-ih-é-__i-o_fl_-lmining 0 5 ) L5 5

provided by

manager

Key to ldentity of the above ratings:

DN
PN

Delinitely Not
Probably Not
Not Sure
Agree
Probably Yes

Definitely Yes




The respondents’ answers above are of very mixed views across the board. However,
the table illustrates that “*Structured on-the-job training provided by a colleague with
expericnce in the area” rated the highest "Definitely Yes™ overall at 50%. The author
would also like to point out that the top three most frequently answered responses are

firstly “Agree’. sccondly *Detinitely yes™ and thirdly "not sure’.

Question fourteen and fifteen
The author asked all participants have they received traming in Personal Development
Planning (PDP) since its launch in September 2003 and what their attitude was to the

actual training it they replied “vyes’.

75% received tormal PDP traming and 25% of the respondents have yet to receive
PDP waming. Out of the 75% respondents. 43% state that *A very large amount’
when asked. “to what extent does vour top manager support and encourage
participation in the PDP programme?”. 30% of respondents also stated “A very large
amount” when asked “to what extent did you find the PDP training useful?”. The

most frequent answer across all six statements asked was *a lot’.

Question sixteen

The author used ~Hvo-Way Closed Question”. Garvan et al (2003: 512). lormat in
question sixteen and above in question fourleen. The author wanted participants 10
contirm straightforward facts of "ves no’ responses as to analysis the response take up

on the courses the DDSH have provided over the last year.

The author asked all participants about the training given by the DDSH since
September 2003 and have thev received any of the training histed.  The respondents’

answers were as follows and as summarised 1n percentage terms (Table 5.6).
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- 'l;l;ﬂillillg Activities n=20 Yes- % fi.\‘ro -~ %
Customer Service ltaimng 30 90 N

CTeam Building [raining 3% 65
Problem Solving '['t'esinin_gW - 4y s

| Furopean Computer Driving Licence (ECDIL) 45 35

SkillsSolt Tréi'ning l'acilil_\-' in the Lihra'r_\-' 13 ' 85 o

S0



The author will illustrate below all the respondents “yes’ answers in the form of a
chart incorporating the PDP training “yes’ responses (Figure 5.5) giving the author an

overall feel of the take up rates to these training and development activities.

Figure 5.5
Training and Development Activities

Personal Development 3 ; 7 ‘ E_ ]15 |
Planning - '

| |
SkillsSoft Training i |3 [ ; ‘ ’
\

Name of Training Activities

ECDL | S T e :

| | |
| | | ’
Problem Solving Training I 9 ! !
I ! \ ‘

: 1
Team Building Training |7 ; ‘ [
('u\lunu-'r ..‘wl'\"tL‘L' ; iﬁ ‘ |
I'raining | |
0 2 1 6 8 10 |2 [4 16

Take up response

Question Seventeen
Table 5.7 describes the comments of the respondents in alphabetical order when
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 Quoted Reply Identity’s Grade

Department

National College of Ireland

Administration No response given | Grade IV
cssb | No response given - Technician
CSSD | “Notat the moment” 7 Technician
Dental School No response given - " Grade 1V ]
Dental School ~ “Notsure™ ' Clerical Officer
' Dental Studies . T‘\'li’b.x‘ﬂi\ligii\'cnf”7 | Lecturer
' Dental Studies ' No response given o T Lecturer
Dentbd | “Dreamweaver Web Course” Grade IV



|
Human Resources

- Stakeholders Quoted Reply Identity’s Grade
- Department
Finance ;. INO response given Grade IV
Finance | No respons'é_g—i\_fgn_ i Grade V
Household N0 response given Senior Household |

Assistant

- “Language Course™

Clerical Officer

Question Eighteen

Statements

“disagree or agree” with the statements given.

replies i pereentage terms.

Speaking. Colour me beautiful™

.

Human Resources “Yes. | would like to avail of a| Grade IV
managers skills course”

[nformation Services “Many’ Technician

Maintenance o No” Craftsperson
| Maintenance No I'CS])O!l_S_(-;‘_-:g-i-‘-\-‘t_?l:l"- | 177611’11‘{53})@1'5011 |
\ . S | | e
- Maintenance No response given ' Craftsperson 7
T f e
- Management Services  UNJAY ‘ Grade VI :
| Nursing "ECDL. CPR Instructor,  Public T Grade V. I
! | Speaking"Singing Lessons™. HR -
| : Employees rights and Law™ ] ;
—T\_Jl:n_l_g ~ TUECDI. CPR Instructor. 7P7ubliur(nfa(k ‘\-f'”m_m___—1

The author asked all twenty participants 1o indicate to what extent to which they

Table 5.8 summarises the respondents

National College of Ireland

Increase my job performance

I would participate in Training

and Development to™:

Enhance my competencies. skills and 0

knowledgae

Make me more cmplovable in the

external labour market

SD D N \ SA
00 sS04
0 0 S 45
n o s s 48 43
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* Statements o bD D : N i A ‘ SA
“] would participate in Training | | : \
and Development to”: ‘ : 3
- Avail of promotion opporumi1ié_§"1"'5” i 5 ‘ i5 307 45
~within the DDSH , I %
To changeﬁiobs 5 5 i 25 55 i 10
- To enhance myself as a person To 0 5 50 ' 45
~To contribute to the success of my @ 0 0 15 55 i 30
I emplover : !
Keyv to ldentity of the above ratings:
s = Strongly Disagree
D = Disagree
N = Neither
A = Agree

SA Strongly Agree

The author points out from Table 5.8 above that. the most trequently cited reason was

‘agree” followed by cstrongly agree’ which indicates the overall measure ol

participation an cmplovee 1s willing to take part in training and devetopment within

the DIDSH.

3.3 INTERVIEWS

[nterviews were carried out in order o supplement the information being obtained in
the questionnaires.  The interview questions followed similarity theme as the
questionnaires. so as to link important peints or commonalties i both. The interview
was semi-structured format with both closed and open-ended questions asked. in order
to gain broader iformation {rom the interviewee's perspective.  The lirst three
questions were centred on putting the interviewee at ease. the author asked
straightforward  introductory questions to each interviewee.  Table 5.9 below
summarises the aspects of the interviews which the author sees and considers are

linked commonalities with the questionnaire analysis.



Key Identity to the stakeholders inferviewed:

M = CSSD Manager
MW = Human Resources Manager
Question ? Quoted Reply I ldentitr

Section | Training | We do, we have in our department a traiing plan that | JM

, is reflected through our department’s objectives. thus
. Undertaken 5 i J

linking back to the mission. In this coming august

we have a training week. which we are participating

iin. in terms of a traming programme which will

Question 3b - Does © _ . .
facilitate (he learning for my employces. this has
vour  department . _ . N
never been done before and 1s very exciting as it will
have a training
|
. \
plan? | o o
- develop and assist in the {fearning of my own team.

be the tirst opportunity 1 have had personally to

~ At the moment my team through PDP objectives are

~currently visiting external providers and reporting on .
their experience through the hospital’s newsletier.
All the waining in my departinent 1s based around
guality mmprovements and being an employer of

choice in a hospital environment tor CSSD staft.

Yesowe do have g traiming plan for owr department. MAY
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Question

" Quoted Reply

Identity

f
|
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Question 3¢ -
How important 1s

training and

[ think it 1s linked to the organisation’s success, than

- other hospital providers because it is such retlected in !

the mission of the DDSH. We are a training hospital

development to the

organisations

- success and to

yvour department’s

objcetives?

for students in Trinity College Dublin. These two .

groups are linked now i a way that contributes to the

overall mission of the DDSH.

Training and development is very important to

organisational  success and department  success

because vou are now able to sec the return on

investment “short-term™. motivation of employees

and we have increased the peoples” skills in the

i
I

- organisation a vear inte the APPM.  Training and

development has facilttated the introduction of

change in a very less threatening way. It is based on

. development for you. and investment in you and in |

turn the organisation becomes one of a leaning |

organisation.

'
R

IM

MW



s ! T ! P
i Question . Quoted Reply ! Identity
i I l
s . . o o
; - Completely. its been one of the greatest tactors that i JM ;
Question 4- _ _ ] R | ‘
i L has made my job a lot easier. motivated my statt at a
- Do you feel since - i
| - . . .
! . . . time when [ arrived in to the DDSH the morale in my |
- the introduction of | |
" department was very low because of all the recurrent |
- the APPM that  ep ‘ ) ‘
| ' . . s
; . | changes in managers the area had in the past tew !
i Traming and i i
5 _ years, 1t has also set in place a structured way of |
Development has
. . " learning for my employees. Task setting — they know
‘ improved in the Y
! . Cwhat they put in. 1s exactly what they get out of
' DDSHY | ¢ Y1 < y ¢ Y &g
'~ lraining.
. Yes. | teel it has improved. we are working together MW
better as teams and communication has improved. !
We have empowered our employees™ and in turn this
“has come through with the investment we teel we |
I
s . . !
place on employcees by opening up the traming doors. | g
E— : | ;
- Section 2 ™

Transter of
[earning

(effectiveness)

Question 3-

What was the
teedback they gave
to vou on cach

course attended”?

National College of Ireland

t PDP - four out of ten have gone on training. pretty .

good. they have focused o their training and the
matertal has given them that focus on. no surprises
and what is coming next. They know it's driven by
them and them only,

SkillsSoft - evervbody 1n my team participates in this
on a weekly basis. Since we are oul of term time. its
a lot quicter and casier to release emplovees™ during
the normal working dav tor an hour to go to the
library an learn new programmes.

Customer service taining - ves  evervone has |
received ttoin-house and by tan in-housc trainer.
However it 1s not their tavourite because they are not
[ront Hine stall. So it 1s not really applicable in terms
of the course cuthine. 11 it was re-gigged in some
wav that focused on different tvpes of “customers”

mavbe it could be of more benetit,



- Question Quoted Reply Identity |

! Problem Solving — yes some have attended this
|

course by an external trainer. An excellent course as

|
- [ can give you exampiles. |

ECDL — I have two members of my team that arc !

near completion and others who are just starting.

' Team Building — a minority CSSD  team  was |

involved in the last team session. However because

“they were mixed with front line service employees

they enjoyed 1t but | don’t think the maximum benefit :

was derived from as not the full CSSD team was in |

attendance. This 1s something for human resources to

t look at. : |

|
i PDP - enjoyed it. Janice has become the PDP trainer : MW
| for the DDSH so it has benefited her career | hope. i
SoftSkills — none of us have attended courses on this ‘
s yet because of our own training and involvement
n the process as a whole,
Customer service training — again same answer as
above.
Problem solving — some have attended. teedback
' quite positive,
ECDE nonotas vt
Teambuilding -- no not as vet
Again 1 feel my team has been disadvantaged m a
wayv because of the role they plav in implementing

the learning organisation.

Yes through the train the trainer course that my team  JM

Section 3

Assistance to leader attended in Seplember 2003 and another

National College of Ireland

Transfer of member of stalf has just become a CPR instructor,
Learning

Yes they have put some training into action. but not MW




* Question " Quoted Reply Identity }

| as much as what I would have liked. 5
Question 9 - !
I

Have they put any

of the actual

- training into

action. example

on-the-job?

Section 4 iPhysically [ can’'t calculate a monetary value, | JM
Opinions on however what will happen 1s people will notice
overall training  internal valuc in terms of expert trainers internally. | Ii
.function ?pcrsona][y don’t think you can estimate it as

monetary value. they way [ sec it is that my

Question 11 -

‘ emplovec's arc learning including myself and this
-~ Can you estimate a - ’ = ’ !

3 "learning is ever evolving, it is always growing and in | ‘
- monetary:value:-co o | |
; ' turn we are all developing.
| st to the ;

I
" organisation for .

. _ tlt's a very new coneept still to the organisation: it is | MW
this change in

behaviour” too soon to tell.
' < .

~Question 13 Very satistied. it's given me the drive to ensure that  JM
Overall how we arc providing the best quality service to our
satistied are vou customers.

with the training
and development Very satisfied. overall the verbal feedback is very MW
provided for by the  positive.

- DDSH?

National College of Ireland
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5.4  Analysis of Findings

5.4.1 Research Objective One: Explore the take up rates of training and
development, since it’s formal introduction in September 2003 in the
Dublin Dental School and Hospital.

The author points out that Table 5.6 and Figure 5.5 above both illustrate the take up
rates from a total of twenty employees who participated in the questionnaire, of all
courses provided by the DDSH since September 2003. These take up rates indicate a

good overall enthusiasm to training and development.

The author points out that Table 5.8 above may project luture take up rates of training
and development in terms of the respondents” replies. When participants were asked.
‘I would participate in training and development to:™ the most frequently cited answer
overall all statements asked. was “to enhance my competencies. skills and
knowledge'. 55% "agreed’ followed by 45% who “strongly agreed’ which indicates
the overall measure of participation an employece is willing to take part in training and

development within the DDSH if they had the appropriate opportuntty.

5.4.2 Research Objective Two: Explore the effectiveness and satisfaction rates
of training and development within the Dublin Dental School and
Hospital.

Again. from the analvsis above 1t showed Tor example that oul ol twenty participants

asked. 353%¢ of respondents of supervisory level tagreed” that they are “in general

satistied with the range of training and development opportunities available to thetr
cmplovees™  When asked agam it “training and development gives emplovees an
opportunity to learn the skills and behaviours that will help them to get rewarded and
promoted™ 33, ot the respondents “agree and 20Y, “detinttely agree” thus showing

the probable eftectiveness in which raming and development increases potential.

Overall. the above statistical results demonstrate that the partcipants who contpleted

the questionnaire and those who were interviewed are satisfied with the training and
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devclopment that the DDSH has provided since its formal introduction in September

2003.

55 SUMMARY

In the literature review the author pointed out some key stakeholders in the traming
and development process. From the analysis of both the questionnaire and interviews
it was found that exactly 80% of the respondents “agreed” when asked that if they
taught their top manager strongly supports the development of new skills and
knowledge among all levels of employees in their department, thus impiying that their
top manager is key stakeholder to the success of training and development within the

DDSH.

Again in the literature review the author touched on various methods of trainmg and
development interventions.  From Table 3.5, question thirteen of the questionnaire,
50% stated “definitely yes’ when asked would they like more of on-the-job training
carried out by a fellow colleague. 40% ‘agreed” when asked a similar question
however. the on-the-job traming activity was to be carried out by a manager. Both
findings prove a high percentage rate and when the author reflecting back to the
literature notes again that as stated by Gunnigle et al (1997: 474) on-the-job

interventions ‘allow for active practice, inmediate feedback and transfer of learning .
The author will illustrate below all the respondents “yes™ answers in the form of a

chart incorporating the PDP training "ves’ responsces (Figure 5.5) giving the author an

overall teel of the take up rates 1o these raming and development activities,

60



CHAPTER VI

CONCLUSIONS AND RECOMMENDATIONS

National College of Ireland

61



National College of Ireland

6.0 Conclusions and Recommendations

6.1 Introduction

In this chapter the author will highlight recommendations following on trom the
litcrature reviewed. the analysis and findings. This chapter will argue that if
organisations in general do not invest in training and development for their staff they
will be the one to suffer the conscquences. The author points out that there are many
different approaches to training and development that one could take not just the areas

highlighted within the literaturc review of this research study.

The author found it little difficult to seck subsequent research in the arca of training
and development within the health sector environment. However, this did not take
from the fact that the research found was of great benefit and assistance in the
establishment of the research objectives set out at the beginning of the whole process.
Finally. the author will conclude, summarising this research study from the very

outsct to the completion.

6.2  Recommendations

Mayo (1998: 36) points out that the ‘Fundamental strategic imperative in growing
value (n organisations is to grow the intellectual capital, the source of which reside in
people. their capability and potential, and how they are led and organised.  One
could have no greater strategic impact on an organisation than to be instrumental in

this growil’.
The author sees certain arcas of great potential for training and development within
the DDSH. The tollowing is a prompt list that represents commonaltics from the

analvsis in which staff themselves have pointed out. These are as follows:

[ New entrant training - a formal induction for staft should be given as

part of the activation ot the training process within the DDSTLL

2 Competeney based training — the DDSH need to look at arcas of core

competencies for all levels of staff. This can be carrted out by way of an
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Organisation Training Needs Analysis.  Once competencies are
identified it is easier not only for the ndividual but for the manager to
assist their staff in what are the skills, attitudes and knowledge they need
to acquire. Roger et al (1995: 110) states that ‘competency is used to
describe either the required outputs (competences) or the desirable inputs

(competencies)’.

3. Incrcase opportunities for more On-the-job training as seen in the
analysis of the questionnaire. Reed (2001: 63) states that ‘companies
with good leaders who want to invest in human capital acknowledge the
value of coaching’

4. A necd to review current training programmes to help establish and

identily the interventions that are not utilised and also the need to review
clinical arcas in which training is very scarce at the moment, a need to
take on their requirements. Following on from the comments of JM.
CSSD Manager who pointed out some of the existing courscs do not
meet the requirements and needs of her employecs. This could be the
matter ol an internal training expertise. revising existing courses. and

tailoring them to the needs ot other arcas of the DDSH.

The author suggests it one was to take the approach ot the workshops such as
"Mastering Difficult Interactions” benchmarked as best practice in Australia and
linking back to the literature review carlicr. the DDSH could focus on developing the
softer skills necessary o help staft both ¢linical and non-clintcal to successtully
negotiate dilficult situations whether those dealings are with colleagues or patients as

this workshop was found to be very beneficial to those employees involved.

The author points out that such proposals would mean fundamental and extensive
changes to the existing training and development svstem. the current training and

development cvaluation svstem and having alrcady introduced the concept of PDP.

judging the quatity and value for money of investiment for our organisation would be

less complex.
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The author suggests the DDSH look at other widely used approaches to training and
development. a move towards an organisation that i1s more focused to the ‘learnmg
organisation’ concept. This can be done through the achievement of the Excellence
Through People (ETP) used in many organisations, both public and private sector.
The Excellence Through People initiative has a focus on quality assurance as a result,
it is a highly systematised and formalised approach to training and development and
can lead to the organisation having its training and development accredited, having
reached a certain standard, The benetit of this framework is that it enables a much
closer monitoring and evaluation of the DDSH’s investment in their employee
development. in that it begins with an audit, entails close record-keeping, and is
frequently aligned with other forms of performance management and human resource
management initiatives.  As there i1s a move towards a quality health care sector, by
investing firstly in the ETP approach this should ease the process of the DDSH
attaining some form ot accreditation from. for example, the recently established
Health Information and Quality Authority (HIQA). All hospitals nation-wide will
have to go down some line of accreditation it 1s perceived for the future. so why not
be an ‘Emplover of Choice’ now and invest in such initiatives as addressed above.
This could then form part of an application for the DDSH to strive to achieve the
‘Derek Dockery Innovation Award”™ for training and development which would tall
under category four of this initiative or catcgory one: “care provided to clients n
health facilities”. All applications arc made each vear by health carc sector

organisations.
All the above wraining and development approaches. mitiatives. and suggestions will
target the devetopment of our line managers and stafl in the competencies required for

them to deliver upon the objectives of the National Health Strategy.

The skills of the workforce and their ability to adapt 1o the rapidiv changing

ceonontic environment are a kev source of competitive advantage” (IBEC 200 3)
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6.3 Conclusions

The aim of this research study was to examine the research objectives set out at the
very beginning. This evolved with an overview of T&D in general using both
qualitative and quantitative research methods. The review of relevant literature
demonstrates that to train and to develop staft can ensure people are motivated by a

sense of achievement and recognition of work itself.

The research undertaken demonstrates that training and development is valued by
both employees and management within the DDSH. It also indicates that employees
value the organisation and are committed to the fundamental principles of the what

the DDSH achieves.

The twenty emplovees and the two management staft who were the subject of the
questionnaires and interviews respectively. were uniformly positive regarding training
and development all agreed that training and development had improved the
participants knowledge in some way. The participants all stated that they would like

to sce more of some sort of training method.

Therefore. training. development and education is an nvestment the DDSH should
make i terms of becoming an *Employer of Choice™ in the health service. The author
suggests that such an investment will ensure that the DIDSH will at a minimum attain
the maximum potential for both individual staft members and for the entity as a

whole.

As a result of these drivers the DDSE with other human reseurce functions within the

health service may need to become more strategically focused and future orientated.
Again. reviewing the report in the Chartered Institute of Personnel Development by

Beckett-1Tughes (2003: 40), that it 1s ‘often not any single factor in isolation that

contributes towards an organisation being classified as an emplover of choice .
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Becket-Hughes (2003: 40-41) lists ten ways to become an ‘Employer of Choice’

these include:

National College of Ireland

2

A

S.
9.

Create the right psychological contract,

Know and live your corporate values,

Assess individuals’ values and behavioural styles,

Create a coaching culture.

Brand your pecople processes,

Ofter tlexible benefits,

I‘'ndorse staff nced for better work-life balance. made accessible to all,
including more senior employees and working mothers. especially those
nearing board level.

Be realistic and market-driven.

Have some [un. and finally:

10. Zap the “Tolerations.
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Seven Change Programmes that Emerged from the National Health Strategy

Frameworks for Change

Programme Number One:
Programme Number Two:
Pregramme Number Three:
Programme Number Four:
Programme Number Five:
Programme Number Six:

Programme Number Seven:

Hanly Report

Primary Care Strategy

Prospectus Report

HIQA

NHIS

Action Plan for People Management

Brennan Report
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on 1: TRAINING UNDERTAKEN AT THE DDSH

e

*‘: 1s section asks vou some guestions regarding the training and development activities you have participated in for the past year in the DDSH.

tiow many workshops or courses (related specifically te vour role/job) have vou voluntarily attended in the past year?

None i 2 3 4 5 6 or More
O O O O O O O

How many personal development workshops or courses(e.g. developing your interpersonal or management skilks) have you voluntarily
aitended in the past year?

None i Z 3 4 5 6 or More

O O O O O O O
How many courses or training activitics have you attended in the past year where you were required to attend by someonc in the
DDSH?

None 1 Z 3 4 5 6 or More

O O O O Q) 0 O
How many c¢n-the-job training activitics have vou undertaken in the past year?

None i 2 3 4 5 6 or More

O O O O O 0O O

National College of |



Overall, how would vou rate the quality of all the training and development activities you have attended in the past year as follows:

Yery low Low Average Higzh Very High
Voluntarify attended training activities O O O O O
Required to attend fraining activitics O O O O 0O
On-the-job learning activities O O O O 0O

e of Iredland

ion 2a: DDSH TRAINING AND DEVELOPMENT SYSTEM

™ section asks for your feedback on whether the following practices are present in the DDSH.

oo your answers on YOUR knowledge of YOUR department. Consider all formal training and development activitics and on-the-job based
opment activities.

Hyou have NO KNOWLEDGE of the question. tick N/A for *don’t know”.

ﬁ- Please indicate whether you disagree or agree with the following statements by ticking the appropriate box below.

Dcﬁnitcl‘\; Disagree Necither Agree Definitely | N/A
.. Disagree | | L Agrec

Fven during budget cuts, your top managers do all they
 —— ) : L .
Cgan o maintain traming and development opportunitics

or their employees.
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i
a1

learning activitics are bullt into the job so that
are constantly lfearning.

Position:

{Grade:

Title:

Department:

Highest Obtained Qualification:

Junior Certificate, Lcaving Certificate,

@ ©

fiigher Degrec, Post-Graduate Diploma,

O O

Other{plcase Specify
O

Higher certificate,

O

Masters,

O

Complete the following personal information and where applicable please circle the correct answer:

Gender: Male or Female

Working Status: Full-time
Part-time
Other*

Higher Diploma,

O

Phd,
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ob Rotation T i () S 0 0 S 0 5 5
Lieucture on-the-job training provided by the manager O T O — o — O o o o

| reland

Section 3b: CURRNT TRAIING AND DEVELOPEMTN AT THE DDSH

4. Did vou receive training on PRP’s (Persenal Development Plaaning) since beginning work in DDSH or since the launch in September
200637

e of

ves O O

. Plcase give vour opinion on cach of the foliowing statements:

Moderate | A Lot A Very
Large
| ) ) Amount

‘Notatall | Minimal

‘o what extent did you find the PDP training wseful?

-ourse mn your work?

‘o what extent does your top managers support and
fncourage partictpation n the PDP programme?

g0 what extent did yvou use material learnt on the PDP O

ol o o o

o O Cl

‘o what extent did the PRP wraimimg course nrovide you
vith an opportunity to receive feedback on how well you
fid{as part of the training)?
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National College of Ireland

Draft Copy

Date

Name and Title
Internal Address

Dear First Name.

FFurther to our recent conversation. thank you for agreeing to be mterviewed as part of
a rescarch study being undertaken by Jamce Walsh. forming part of an undergraduate
dissertation.

Please be re-assured that the answers given will remain completely confidential and will
not be associated with any mdividual. The interview should take about 45 minutes, the
Common Room arca is booked for 3.00 p.m., on Tuesday, 6" July 2004.

The mnterview will be semi-structured questions,  Again, for the purposes of the interview,
Training and Development will dominate the discussion. Any training and development
question relers to any formal training in-house or externally delivered by an internal trainer,
external trainer or consultant since September 2003,

Looking torward to sceing you next Tuesday. it in the meantime you have any queries
please do not hesitate to contact me,

Yours sincerely,

Tanice Walsh



National College of Ireland

INTERVIEW OUTLINE

June 2004

NAME:

POSITION/TITLE:

DEPARTENINT:

YEARS IN COMPANY:

DATE:

INTRODUCTION
1 Can you give me an overview of your function’
2a What are vour views of the Action Plan for Pecople Management?
2b THas the DDSH given an overview of what the APPM is?

SECTION 1: TRAINING UNDERTAKEN

3a What are your views on T&D in the DDSH? (3b) Does your departiment have a
training plan? (3¢) How important is T&D to the organisation’s success and your
department’s objectives?

4 Do you feel since the introduction of the APPM that T&D has improved in the
DDSH?

5 Have you sent any members of your department on training cither in-house or
externally since the launch of the APPM in 20037

SECTION 2: TRANSFER OF LEARNING (EFFECTIVENESS)
6 What was the feedback they gave to you on each coursc attended?
7 Where there any changes in your staffs” behaviour after(post) the tramning received?

SECTION 3: ASSISTANCE TO TRANSIER OF LEARNING
8 Have thev put anv of the actual training into action. 1.¢. on-the-job?
9 What courses do vou teel we should be providing tor vour department that we are
not currently providing’?

SECTION 4: OPINION ON OVERALL TRAINING FUNCTION

10 Can vou estimate a monetary/value/cost to the organisation for this change m
behaviow”

11 Valuc: How important is T&D to vour superiors. do vou feel?

12 Satisfaction:  Overall how satisfied are vou with the T&D provided for by the
DDSH?

HR MANAGER’S PERSPECTIVE O THE APPM

13 Do vou feel vou have the support of your management team’

14 What do vou perceive are the weaknesses or challenges you face with the APPM?

15 Finallv. whom do vou see are the core people i this whole process. enabling the
successtul complenon of the objectives set in the APPM?



