Chapter #7  Training and Development

The scope of training

Training: tends to be narrowly focused and oriented towards short-term performance concerns. 

Development: effort that is oriented more toward broadening an individual’s skills for future responsibilities. 

Training Vs Development FIGURE. 

 Training: 
Focus: CURRENT
The work experience is low, because your filling in. 
Goal: preparing for a current job.  
Participationg: Required! 


Development:
Focus: FUTURE
The work experience is high because you need to have a certain amount of work experience to be qualified. 
Goal: Preparing for the future. 
Development: Voluntary! 

FIGURE 7.3 (4phases) of a training program. We are deciding wetther we want to implement this training for our employees. 
· PHASE 1: Needs assessment
· PHASE 2: Design
· PHASE 3:Implementation
· PHASE 4: Evaluation
PHASE 1: Conducting the needs assessment: 
· Organization analysis: what kind of training do we need to implement? Customer service? Improve safety skills, where do we need to do the training?
· Task analysis: determining the content of the training program should be. 
	COPENTENCY ANALYSIS: analysis of the skills that you need for descision   oriented jobs.
· Person analysis: identify who would need the training, or Qualified to receive this training. 






PHASE 2: designing the training program

Issues in training design:
· Instructional objectives: determine the objectives by the outcomes. 

· Trainee readiness and motivation: Readiness is the ability to be trained (undertsnd the training they will be receiving), and motivation refers to their willingness. 
Strategies for creating a motivated training environment. 
1. Use positive reinforcement
2. Eliminate threats and punishment
3. Be flexible
4. Have participants set personal goals
5. Design interesting instruction
6. Break down physical and psychological obstacles to learning. 

· Principles of learning: FIGURE 7.5
· Goal setting
· Meaningfulness of presentation: you want to make the presentation as though people can make connections about the buildup of information, connection to what they aready know. 
· Modeling: allowing people to see the behaviours to be able to model themselves. 
· Individual differences: account for individual differences
· Active practice and repetition: two of three days of training, must have breakouts into groups in order to practice. 
· Whole-versus-part learning: try to cut it up as much as possible, able to cut up in shorter periods could be more effective. 
· Massed-versus- distributed learning: recognising that distributing the information, there will be less liquelyhood of fatigue, 
· Feedback and reinforcement: part of goal setting, providing feedback is critical, so that you can rethink, ajust, or continue on the same lines. 

· Characteristics of instructors: p248
· Knowledge of subject
· Adaptability
· Sincerity: having a constructor convey that they really care.. realy believes in what he or she is talking about
· Sense of humour: making things more interesting
· Interest: 
· Clear instructions: objectives of the training must be clearly indicated. 
· Individual assistance: speaks to the importance of recognising individuals. 
· Enthusiasm. : tends to be contagious. 



PHASE 3: Implementing the training program
NON MANAGERIAL AND MANAGEMENT DEVELOPMENT
Training methods for nonmanagerial employees:
· On the job training (FIGURE 7.7): employees are given hands on training. A drawback would be the lack of structure training environment. Also lack of skills from the trainer, and also the lack of guidance.. to over come these problems: giving realistic goals for each area, plan a specific training schedule for each trainee, help managers establish a non threatening atmosphere condusive to learning. And conduct periodic evaluations. 

· Apprenticeship training: worker entering the skill trades, practical and 
· Cooperative training: on the job experience with formal educational classes. In a coop you are affiliated with the school and getting credits for it.  
· internships : ( 6 steps, p. 251)
· government training 
· Classroom instruction: with the org they can train individuals in a classroom type of way.  You can train of people with the minimum amount of instructers. 
· Programmed instruction : the use of books, manuals to break down the subject into highly organised sequences (Advantage: it is incorporating a lot of different principles.)
· Audio-visual methods
· Simulation method
· E-learning

Choosing intstructural methods.

· Nature of training
· Type of trainees
· Organizational extent of training
· Importance of training outcomes

Methods for management development
· On the job experiences ( on the job methods of development): 
· Coaching
· Understudy assignments
· Job rotation and lateral transfers
· Special projects and junior
· Action learning
· Managerial staff meetings
· Planned career progressions

· Seminars and conferences: bringing people together for training and development. Usualy around a goal to change,.. ideas policies and procedures. ( on the job methods of development)
· Case studies: 4 times where they are the most appropriate to use. 
· Analytical problem-solving and participation need time to master them
· Complex KSAO’s
· The process of learning
· Team problem solving
· Management games and simulations:  games that are developed to train employees.. different types of simulation for different types of comp. 
· Role playing: usualy used to solve a specific particular problem. (used widely to health care proffessionals) 
· Behaviour modeling: model good behaviour. 
4 components
· Learning points: 
· Modeling: shwos specifically how to deal
· Practice and role playing
· Feedback and reinforcement

PHASE 4: Evaluating the Training program
Measuring program effectiveness
· Criteria 1: reactions: measuring reactions, asking question such as did u like the training.. Would u recommend?? You are measuring people reaction to the training. (RLY IMPORTANT)
· Criteria 2: learning: 
· Criteria 3: behaviour: look at their transfer of training : effective application of principles learned to what is required on the job. 
         To maximise the transfer of training, managers can take several approchaes (4)
· Feature identical elements
· Focus on general principles
· Establish a climate for transfer
· Give employees transfer strategies. 
· Criteria 4: results, or return on investment. : how much did quality emplrove because of improvement. 
· ROI resuls less than 1 : benefits exceed costs
· ROI resuls more than: cost exceeds Benefits. 



Addition topics in Ttaning and development

Cross training: the process of training employees to do multiple jobs within an organization

Organizational wide training programs:
· [bookmark: _GoBack]Orientation training: familiarizing new employees with the org and their job.. The few benefits (lower turnover, increase productivity, improved employee moral, lower recruiting and training costs, reduction of new employees anxiety) 
· Onboarding :
· Basic skills training:
· Team and cross-training:
· Ethics training: 
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