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ABSTRACT

Questionnaires were forwarded to the target pojpumladf sixty, nonetheless fifty-two were retrievadich
represents 86.6% of the total sample. The StaisBackage for the Social Sciences (SPSS) respanktage
and Microsoft Excel were used to analyze the dat@as discovered from the study that 63.5% ofRlaeliation
Protection Institute’s staff had attended some fofrraining, both on-the-job and off-the-job; hoxee, 36.5%
indicated that they have not had the opportunitgttdnding any training program since employed.dvij also
agreed that the wrong people are sometimes selectgtbnd training programs. It was thus reconuedrthat
in order to achieve maximum objective of a trainpiggram, before embarking on a training the Btep in the
training process must be carried out, thus condgatieed assessment to know if training and whatitig
would be required to fill a gap. This would gocad way to maximize the benefits of the numeroaiing
program at the Institute. The nomination to anirag program must be on the bases of identifiedinee
Keywords: On- the- job and Off- the -job training, RadiatiBrotection Institute

1.1 BACKGROUND OF THE STUDY

Training isinvesting in people. Investing in people isinvesting in the organization.

Due to the evolving nature of business in recenes, businesses now exist in a more competitive@mment
where they must compete based on superior humatalcegpabilities and strategies. Human capitalsest of

the knowledge, skills and abilities of the peoptepyed in an organization (Armstrong M. 2009). h#s
become necessary that an organization adopt @gyréttat ensures employees’ skills are increasechptoove
performance and increase productivity. In orderatthieve a sustained competitive advantage thus, an
organization need to have a well talented/skilleffective and efficient human resource (employees).
Interestingly, most organizations are awakeninthéimportance of training, but only a few do feliehe ideal
procedure. (Mathias R. and Jackson J. 2004).

Training is one of the elaborated functions of HanResource Management (HRM). HRM emphasis on
training aims to ensure that the organization oistaind retains the skilled, committed and well-waid
workforce it needs. This means taking steps to,tenhance and develop the inherent capabilifigeople by
providing a continuous training and developmentarpmity linked to the needs of the business (Beéiteal,
1997). Training is the process of increasing theviledge and skills of the workforce to enable thearform
their jobs effectively. It should be systematicliling specifically designed, planned and implentitdemeet
defined needs. (Armstrong M. 2000).

This objective of training would be achieved bgficarrying out a Training Needs Assessment/AnslfENA).
TNA is the process of identifying training needsaim organization for the purpose of improving empio job
performance. It is defined as the systematic stifdy problem or innovation, incorporating data amihions
from varied sources, in order to make effectiveiglens or recommendations about what should hapeeh
(Allison R. 2002). A training needs assessment ldvansure that training programmes are focused and
appropriate. It is unquestionably costly espegi&dr the nonprofit making organizations to ini@atraining
programmes. It would thus be fruitless to conduaining just for the sake of it. A training neisdidentified
when there is a shortage of skills at the orgaitinat level, task level and individual level. Orgaations would
need to conduct in-depth needs analysis to determirat the real training issues are and the apatepevel.
Until specific training needs are isolated, it vii## business as usual and no value-added changesdnmance
will occur. (Firdousi F. 2015 assessed).

The importance of TNA cannot be under-emphasizeplyts training needs in context of organizatiomadds.
It is paramount for organizations to understand ithportance of training needs analysis. For ondAT
addresses the problem of discerning the actual gaplse needed skills of the work force in an oigad
manner. It establishes the objectives of the itngito know how effective the training is and thegent and
future plans of the organization in relationshipgheir manpower skills requirements. It would beessary for
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better assessment to review current and pastrigajpiograms to learn about the strengths and wesakeen
order to make the current program more effectiBellétin M. 2013).

In the case of RPI with its twenty- one years imstnce with both scientific and non-scientificfgtaome
training program may have been carried out overéas without thorough needs assessment thatfiderhe
problems and performance deficiencies, and eveanalysis that allows management to put a costifactdhe
training needs. As a result, such well thoughtvitgtis mostly thought of as chicken feeds or Isgmificant.
Effective training depends on knowing what is reedi- for the individual, the department and thgaoization.
Training is investing in people and investing iropke is investing in the organizatidBut in all an organization
need to certify that the resources invested imimgi are targeted at areas where training and dprednt is
needed and a positive return on the investmentdvbalassured. The study would explore the impoetari
TNA and give recommendation(s) that would makediganization avoid the challenges that arise frack lof
training needs assessment.

1.2 Problem Statement
Despite the establishment that the human resogrem iindispensable asset which needs to be conshuo
improve through training, organizations which enkban training do not always conduct a training reeed
assessment. Arthur et al. (2003) reported that anfew studies on training, especially regardifg/AThave
been investigated and available in literature. M@naent does not recognize that; an organizatiort ffirgs
know what the problems in the organization are pseaequisite to training. This is important sattthe most
appropriate training will be directed as solutiorthose problems.

In order to develop an effective training programmae assessment of the training needs must firstdne.
Training Needs Assessment (TNA) is an ongoing Bead gathering data to determine what trainingdeee
exist so that training can be developed to helpotiganization accomplish its objectives. (Juditiougn, 2002).
Training and development must start from a needssssent in an organization. However, little oreffort has
been directed towards TNA. One of the main reasolaxk of knowledge regarding needs assessment.

In RPI, there seems to be a mis-match in its tngimeeds assessment. It is on record that sevafah®embers
of the Institute attend training programmes at hotérnational and national levels. There apptai® a lapse
in assessing what is really required for the irdlial, the department, the organization and its lsesefit before
embarking on a training programme by way of noningastaff for internationally organized programmehis
stands to affect the selection of staff, the modgype of training given and the impact of the irag received
by employees on their job performance. By thig, diiganization stands to misplace its priority &gk the
original objective of training. It is against thhackground that the current study seeks to addnegsroblem of
training assessment lapses in the Institution &edquestion to be addressed is of what importasi¢eaining
needs assessment to the training of employee® dh#titute. Implicitly, can a reason for lack chéevement of
organizational training goals be a lack of trainimepds assessment?

1.3 Research Questions
In pursuing this research, the following reseangbsions were considered:

1. What is the importance or relevance of Training dée@ssessment as a prerequisite to training?
2. What are the levels at which training needs assessisto be conducted?

3. Which method of training should be adopted oncentfed for training is identified?

4. Does RPI have a Training Needs Assessment policy?

1.4 Research Obijective

The main objective of this research is to highligte importance of TNA in implementing effectivaitring at
the Radiation Protection Institute (RPI).

The General Objectives are to:

1. To examine the relevance of TNA as a prerequisiteatining.
2. To examine the various levels of conducting TNA.

3. To identify the common method of training used BI.R

4, To ascertain if RPI has a Training Needs Assesspuitty.

1.5 Significance of the Study

Just as lack of training may put staff in a lessifian of enhanced performance, training withoairting needs
assessment may further defeat the initiate purpdsaining. Managing human resource is the keyato
organization success. An organization’s traininacpices have a strong influence on employee casnpetand
achievement of the organization objectives. Omions cannot achieve its objectives with an wtdegned
staff.
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The Radiation Protection Institute (RPI) is a reskanstitution of the Ghana Atomic Energy Comnussi
affiliated with the International Atomic Energy Agey (IAEA). At the International level, the IAEArganizes
several training courses for member states intetoledeet the general needs of its members. Tloientdic
staff especially have the opportunity to attencerinational training programmes which are costly &inte
consuming in addition to some local programmese Thaining Needs Assessment theory emphasizedthat
organization is to critically ascertain when andewvéhtraining in the organization is most neededatvthe
particular skills/lknowledge required on the parttteé individual and the organization for an effeetiraining
result.

This study seeks to uncover any existing gap inlemgnting training programmes, to make managemnmest s
the need for TNA and the essence of getting alh@gament and staff) involve in the process.

This study may also serve as a guide documenttfar anstitutions that seek success through trgiaimd used
by other research students as a build on studye ulimate goal is to propose better ways of adstening
training at RPI through training needs assessment.

1.6 Delimitation of the Study

The conclusions drawn in this study were based ata dollected from only one of the five Institutgsthe
Ghana Atomic Energy Commission, which is the RaaaProtection Institute (RPI). RPI is made up8ef
permanent staff as at the time of the study. Withdample size of 60 staff (due to the absenct&fifan leaves,
training and
other assignments), generalization of this docurasmepresentation of the entire Commission mayaatieal.
The fact that each Institute has a different lihg@ning leaves room for further studies into tiallenges each
faced. Also, since training programmes are maimbanized for research scientists, administrative ather
staff have limited training options as compareh® $cientific staff. But they (the research sigts) have less
understanding of what TNA really is.

The study was to be conducted between January RDMarch 2015 during the fifth (last) module of the
academic calendar, which limits the time framehef $tudy.

2.0 RESEARCH METHODOLOGY

2.1 Research Design

The study adopted the mix methods of design thequantitative and qualitative methods for a nimakanced
study. This approach according to John W. Cres{20l14) is an inquiry involving collection of both
guantitative and qualitative data, interpreting twve forms of data and using distinct designs thay involve
philosophical assumptions and the theoretical framk. He emphasized that the core assumptiohisfform

of inquiry is that the combination of quantitatiznd qualitative approaches provides a more complete
understanding of a research problem than the edy@roach alone.

2.2 Target Population

The Radiation Protection Institute (RPI) has stféngth of Eighty-two (82). Due to the absencestaff on
various training programmes and assignments aseatrhe of the study, Sixty (60) was the targetysation.
This covered employees from four different Centend the Secretariat (Administration, Accounts & Ayd
forming a diverse group of research scientistdhnimians and those in administration (supportirgffstwvhich
consist of the following categories:

i. Director and Deputy Director

ii. Managers and Heads

iii. Non-Management/Regular staff

2.3 Sample Size and Sampling Procedure

In order to ensure fair representation of the tad@opulation, a simple random sampling technigas used to
gather a sample of 52 comprising of 43 non-managéstaff out of a target population of 60 in ortlegive all
an equal chance of been selected. However, dtletbmited number of top management of nine (Jiciafls
and the absence of a few, a non-probability pukgosampling was used to get majority involved idesrto tap
their expertise on the subject matter as theyre®hes who nominate and/or approves training progres.

2.4 Research Instrument / Data Collection Proceduse

Theoretical data on the subject of TNA was gathdrenh journal articles, books, the Organizationtsaggic
Plan 2013-2016 and other relevant materials.

Questionnaire of 25 main questions designed usitiyg dpened ended and closed ended questions wexdeEm
and hand-delivered to 60 randomly selected stafthef RPl. Whiles the closed ended questions peavid
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room/space for respondents to formulate their omswers, each of the opened ended question, prosided st
five options for respondents to choose from witheption to questions where the respondent had piores
(Dichotomous), that require a “yes” or “no” answiformation on the purpose of the study was giaed also
the assurance of the confidentiality of their resms was assured.

Sixty questionnaires were forwarded to staff noeletss only Fifty-two was retrieved which represé@&$% of
the total. Data gathered was coded and analyzagd Microsoft Excel and the Statistical Packagetfar Social
Sciences (SPSS).

3.0 DATA ANALYSIS AND DISCUSSION
3.1 DATA ANALYSIS

Training & Training Needs Assessment
Table 1: Importance of Training

Importance of Training

Frequency |Percent |Valid Percent |Cumulative Percent
Valid Yes 52 100.0 100.0 100.0

No Jo 0.0
Source: Field Data, 2015

As a foundation of the study, the respondents vesieed if training and development of employees was
important. All the respondents (100%) gave a reded ‘yes’ in consent to the importance of trainarg
development. This confirmed what McClelland (2068ajd that the significance and value of trainiag fong
been recognized and is more pronounced than éxem tpday’s business climate and growth in tecbggl

It also confirmed what was stated in the Businesac Journal (May 5 2013) that everyone recognizes
importance of training in improving the quality apbductivity of a workforce. However, trainingaften done

in a haphazard manner. In that there is no sydterway (policy) of knowing where to allocate ltexil training
budget to the areas that need improvement the n#gsthis point the researcher sought to know & thstitute
had a training policy and budget. Tables 2 andi@vbdisplayed the result.

Table 2: Training Policy
Training Policy

Frequency |Percent Valid Percent|Cumulative Percent
Valid Yes 12 23.1 23.1 23.1
No 22 42.3 42.3 65.4
Not sure 18 34.6 34.6 100.0
Total 52 100.0 100.0

Source: Field Data, 2015

Do you know if RPI has any training policy/systehatt determines who is to be trained and what tgini
programs are needed, was a question to which 28&i@yes, 42.3% said no and 34.6% were not sutieeof
existence of a policy.

Training policy is important to keep employees infied on the values and expectations for how thamggone
at the organization to ensure transparency andefssr,

Table 3: Training Budget

Training Budget
Frequency|Percent |Valid PercenjCumulative Percent
Valid Yes 20 38.5 38.5 38.5
No 6 11.5 11.5 50.0
Not sure |26 50.0 50.0 100.0
Total 52 100.0 100.0

Source: Field Data, 2015
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On the question of the existence of training budgetthe Institute, 50% of respondents were not stithe
Institute had a training budget; 11% had no knogdedf the existence of a budget and 35.8% said a’es
training budget do exist.

Table 4: Method of Training
Training Method Observed

Cumulative
Frequency Percent Valid Percent Percent
Valid Off-the-job training 43 82.7 82.7 82.7
On-the-job training 9 17.3 17.3 100.0
Total 52 100.0 100.0

Source: Field Data, 2015

On the method of training participants were firsked on their observation on the method/type dhitig

usually organized at the Institute. To the twoam given - Off-the-Job Training — where employeee taken
away from their place of work to be trained andt®&-Job Training — where training is delivered nopéoyees
while they perform their regular jobs, 82.7% hadeawed Off-the-Job training whiles 17.3% observedtiae-

Job Training. This seems to suggest that partitiphad observed more Off-the-Job training whereleyegs
were taken away from their place of work to benteal

Still exploring the subject on the methods of tiiagn a more specific question was addressed tethd® had
attended some form of training whether they wekenaaway from the place of work to be trained (o#-job

training)? This is depicted in Table 5 below.

Table 5: Off-the-Job Training

Off-The-Job
Frequency Percent Valid Percent Cumulative Percen
Valid Yes 34 65.4 81.0 81.0
No 8 15.4 19.0 100.0
Total 42 80.8 100.0
Missing System 10 19.2
Total 52 100.0

Source: Field Data, 2015

Correspondently as illustrated in the previouseal), the responses in table 5 above also hadjarityaof
65.4% ‘yes’ for off-the-job training and 15.4% ‘no’

The identification of training method is importaas Stoner and Others (1995) established that dmee t
organization training needs have been identifidtk hext step is to initiate the appropriate tranin
effort/method. On-the-Job or Off-the-Job trainmgthods can be used to satisfy an organizationinganeeds
and accomplish its objectives.

Table 6: Training Attendance

Training Attendance

Frequency Percent Valid Percent Cumulative Percen
Valid Yes 33 63.5 63.5 63.5
No 19 36.5 36.5 100.0
Total 52 100.0 100.0

Source: Field Data, 2015

Table 6 revealed answers to the question whetheicipants had attended any training programmeesinc
employed. A massive 82.7% had attended some fétnaioing with 17.3% participants who claimed thesgd
not yet attended any training programme.

The 17.3% staff who claimed they had not attendedteaining seems to rule out On-the-Job trainirgthrad
which may be in form of coaching/orientation agaf of training.
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Table 7: Training Frequency

Training Frequency

Frequency [Percent [Valid Percent |Cumulative Percent
Valid 1-2 11 21.2 25.6 25.6
3-4 13 25.0 30.2 55.8
5+ 19 36.5 44.2 100.0
Total 43 82.7 100.0
Missing System |9 17.3
Total 52 100.0

Source:

Field Data, 2015

To the question of how many times respondents ligtded training programme, table 7 showed tha?%1.
had attended 1 to 2 training programme. 25.0% loae @ to 4 times and 36.5% had attended 5 or noest
Table 8: Training Organizer

Training Organizer

Frequency Percent Valid Percent Cumulative Percen

Valid IAEA 29 55.8 69.0 69.0

GAEC 4 7.7 9.5 78.6

RPI 5 9.6 11.9 90.5

Others 4 7.7 9.5 100.0

Total 42 80.8 100.0
Missing System 10 19.2
Total 52 100.0

Source: Field Data, 2015
The researcher sought to find out who organizeiiied the most current training programme statrated.

Was it the IAEA, GAEC, RPI or other source? Inl¢éa® an amazing 55.8% was from the IAEA (Interrdio

Atomic Energy Agency); 7.7% was organized by GAEEhgna Atomic Energy Commission); 9.6% was
initiated by RPI (Radiation Protection Institute)ar.7% from other sources.
It can be seen that majority of training courses frarticipants attended were initiated by theipraffiliate of
the Organization, IAEA.
On the questions of how the need for any partic&ning is identified and who nominates particifsato take
part in the programmes, Figure 7 and Figure 8tillis the following:
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Figure 7: Identification of Training Needs Figue 8: Nominator of Participants

Identification of Training Needs Nominator of the Participants
® Recommendation by the Director : g;rl? ctor : gﬂtir;?fer
B Surveys/Questionnaires 20
Not sure 18
u Others , 16
3.8% 14
12
10
8
6
4
2 Hoa
0] T T T
Director ~ Manager Self Others

Source: Field Data, 2015

Figure 7 displays answers to the question on hewn#ed for any particular training is identified=R1. Given

5 options, 65.4% of respondents said it is based tbe Observation/Recommendation by the
Director/Management. 1.9% chose Surveys/questices)a28.8% were not sure. Yet, 3.8% thought ibys
other means unlisted. Of this 3.8% (2 persons)sae it is as directed by the Director or Manageaking his
answer more similar to the first option (i.e. Olsg¢ion/Recommendation by the Management). Thergkco
person said he does not know how it is done (wtetdtes more to the not sure option).

In the adjacent Figure 8, in response to how gpetes were selected for the programme, recommienday

the Institute’s Director was 36.5%; the Centre Mgera covered 30.8%; whiles 7.7% was where the
participation in the programme was as result oépeal effort of sourcing for the programme.

Of course self-initiation programme must be in lim¢h the employee’s line of work to be approvethe last
option 3.8% stood for any other unlisted optionf i@ 3.8% one stated the Human Resource Departfinent
more of the manager recommendation option) andothers stated self-initiation (this is more of tiself’
option).

Both Figures 7 and 8 showed that the Director (t@magement) played a huge role in the recommemdatid
nomination of staff for any training programme attwed not much of non-management staff involvement
Other techniques of identifying needs (Surveys/tioesaires, Interviews, Performance Appraisals Jest
Assessment Centers etc were on the low side.

Table 9: Where were the Trainers From?
Where were the Trainers from

Cumulativd
Frequency Percent Valid Percent Percent
Valid Within the Organization 7 135 16.7 16.7
Outside the organization 26 50.0 61.9 78.6
Both 9 17.3 214 100.0
Total 42 80.8 100.0
Missing System 10 19.2
Total 52 100.0

Source: Field Data, 2015
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On the question of where the trainers of all tléntng programmes were from, the statistics shotlvati13.5%
were from within the organization, the majority 59.0% were from outside the Organization and 17va8te
from both within and outside the Organization.

Table 10: Venue of Training
Venue of Training

Cumulative
Frequency Percent Valid Percent Percent
Valid Yes 17 32.7 40.5 40.5
No 25 48.1 59.5 100.0
Total 42 80.8 100.0
Missing System 10 19.2
Total 52 100.0

Source: Field Data, 2015
Was the training within Ghana, was the question.

On the venue of the training, table 10 showed 4i8at% of the trainings occurred at a venue out&iana as
compare to 32.7% that was within Ghana.

It was observed from tables 9 and 10 that trainmggside the country attracts more foreign trairibes) local
trainers.

In Figure 9 below the question was how the trairpnggramme related to participants’ jobs. 78.8%ncéd it
was related, no one said it was not related, whil@%o said it was somehow related. This is whieeettaining
is to satisfy a task level of giving the employke tequired skills needed to perform his duties.

Figure 9: Training Relevance Figure 10: Knowledg Use
Training Relevance Knowledge Use
45 ~ 50 1
40 45 1
35 40
35 A
30 1 mYas
- 30 A
25 - s 5 B0
20 4 % o 19.2%
20 A
15 A some how 15 - = Some how
10 7 10 1 W Not yet
. 1}
5 1 1.9% T
0 . - . . 0 . . . ,
Ves Mo sorme how YTes Mo Some  Notyet
how

Source: Field Data, 2015

In the adjacent Figure 10 above the researcher silsght to find out the degree to which the knogéed
acquired was being used in the routine work ofipipents. On that, 50.0% claimed the knowledgeeisidp used
in their routine work. 3.8% said no and 19.2% dombt be definite saying the knowledge was beingdus
somehow.
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Still another 7.7% said the knowledge gained wasyabbeing used which expressed some hope of#galin
the future.

Table 11: Training Quality
Training Quality Issues

Cumulative
Frequency |Percent Valid Percent |Percent

Valid Organization 1 1.9 2.4 2.4
Content 6 11.5 14.3 16.7
Timing/Duration 22 42.3 52.4 69.0
Others 13 25.0 31.0 100.0
Total 42 80.8 100.0

Missing System 10 19.2

Total 52 100.0

Source: Field Data, 2015

In Table 11, participants views were sought oni¢lsee of any lapse in quality of the programmenalitel i.e.
where the programme fell short of their expectatich9% said the organization of the programmel.5%
complained of the Content of the course; majorit423% expressed dissatisfaction on the TimingdDian of
the programme, while 25.0% chose ‘Others’ for uatisoption. The 25.0% who chose the option ‘others’
specify that all went well with the training progmme except 3.8% (2 respondents) who complainedrmgfuage
barrier and lack of sponsorship respectively.

Table 12: Training Gap

Training Gap
Cumulative
Frequency Percent Valid Percen|Percent
Valid Yes 19 36.5 45.2 45.2
No 18 34.6 42.9 88.1
Not sure 5 9.6 11.9 100.0
Total 42 80.8 100.0
Missing System 10 19.2
Total 52 100.0

Source: Field Data, 2015

On the question whether the training programme measued as a result of any gap that existed betwe=n
trainee actual performance and the expected peaftce; 36.5% said yes; 34.6% said no, whiles 9.6% wet
sure. Gaps determine what results should be amthibefore actions are taken. As stated by Watkams gre
the reason for needs assessments, and they hetpjustikiable and informed decisions.
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Figure 11: Training Needs Analysis

Training Needs Analysis

19 T
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E No
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Yes No Not sure

Source: Field Data, 2015

Analyzing what the training needs are is a vit@rpquisite for any effective training programmeartRipants’
evaluation on whether training needs are generalyl analyzed before the training programmes at, RPI
gathered responses of 30.8% ‘yes’, majority of 86:60’, and 30.8% ‘not sure’, with 1.9% missingTiable.

In Figures 12 and 13 below, the researcher triedsttertain the levels at which training needs assest is
conducted. Whether the training programmes maét attended were organized to help individual fsta¢et
performance standard due to his/her deficiency on¢et the skills the organization needs to fulllobjective.
The staff and organization levels are displayedwel

Figure 12: Staff Needs Figure 13: OrganizatioNeeds
Staff Needs Organization Needs
25 1 40 -
35 + |
20 A
- 30 47
A 25 + |
15 A Yes /— Yes
20 ¥ 31 9bs
4 u Mo i mo
10 -/; o W Mot sure 15 '/_ WMot sure
10 4 |
5 '/— 5 -/_ °
0 : :
0 T . Yes No Not
Yes No  Not sure sure

Source: Field Data, 2015
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In Figure 12, 34.6% respondents were of the vieat tie training programmes were organized to help
individual staff meet performance standard dueisthbr deficiency, 46.2% expressed a negative vy but
19.2% were not sure what really happens.

Comparably, in Figure 13, majority of 71.2% sai@ fhrogrammes were intended to meet the organization
objective, 5.8% said ‘no’ that was not the case 281d% still were not sure of what is done.

There are generally three levels at which trainmegeds assessment is to be conducted — staff, tabk a
organization levels. The task level was addressdigure 9. Organizational analysis examines witei@ing is
needed in the organization and under what condititwe training will be conducted; whiles the stafel
identifies who should be trained and what trainiagneeded by each individual. Without this the mgo
selection may be made. This prompted the resesdhgestigation in the next Figure 14.

Figure 14: Wrong Selection

Wrong Selection

N Yes

H No

Source: Field Data, 2015

Respondents were asked - Do you think that the gvimersons and/or the wrong training programmes are
sometimes chosen? To this, two options were givétes and No answers. Amazingly, majority of the
participants (98.1%) responded in the positive. m@arably an insignificant 1.9% thought otherwis&his
shows that there is the need for proper TrainingddeAssessment which would help to determine thiet ri
person and training programme to benefit the enga@eyand the organization as a whole. This isitsestep in

the training process.

Table 13: Training Needs Analysis — A Prerequisitéo Training

TNA - Prerequisite to Training

Frequency |Percent [Valid Percent |Cumulative Percent
Valid Yes 52 100.0 100.0 100.0
No |o 0.0

As seen in the above table 13, 100% of the pasditgp were convinced of the need to identify whodsee
training and kind of training needed before embaglan a training programme.

Few participants made optional comments on the itapoe of Training Needs Assessment which
centred/emphasized that TNA is important to avaidng selection of persons and programmes.

3.2 DISCUSSIONS

Is Training Needs Assessments (TNA) really impdfRaffraining is the means by which knowledge aritissk
of a workforce is increased to enable them perftrair jobs effectively (Armstrong M. 2000). It tke ideal
option when a gap has been noticed in the starafgrdrformance, thus the need to conduct TNA.
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From participants who were mostly holders of Madd&gree, it wasn't surprising that all the respansde
(100%) consented that training and developmenhyfleyees is important. They all uplifted the sfgrince of
training in enrichment and enhancement of the duipa workforce.

It was however discovered from the study that degihie majority of 63.5% of the Institute’s panpiants that
had attended some form of training, (both on-thegmd off-the-job training), 36.5% indicated thaéy had
never attended any training program since employids could be due not only to the absence of grogeds
assessment but also a limitation of understandimghe various methods of training i.e. what tragnis in
comparison with on-the-job and off-the-job training he claim of no training seems to rule-out ¢kistence of
on-the-training like coaching which is a more iri®e method of training that involves a close wogki
relationship between an experienced employee arideaperienced employee/trainee according to Stehat.
Dessler in agreement said coaching is the traiofrgmployee by his or her immediate supervisor iartay far
the most effective most management developmenhiggd. The respondents seem to rather be sayihghina
had not gone on an off-the-job training which woptdbably occur outside the country.

Reponses on respondents’ observation and persaparience on the method of training revealed that a
laudable number of training method at the Institsteff-the-job training.

One of the key findings that emphasized the majaatve of the study (importance of TNA) was whes¥%4a of
respondents were of the view that the wrong peapéesometimes selected to attend training programme
Could this be as a result of inadequate TrainingdseAssessment (TNA)? TNA is a critical part @& training
system in that it provides data to determine whim ise trained, what training programmes are neeldethias
R. and Jackson J. (2006) remarked that only fewariegtions do follow the ideal process of training.
Identification of the need of training is the firgtep of the training process. This stage assqexésrmance
against what ought to be and what is (i.e. theethffice between the standard and actual performaBelw
standard performance would emphasize the needdmirtg of employees. That is identification ofap —
where training is most needed and what traininteeded.

On the issue of wrong type of training it was olsedrthat most of the training programmes were ngawized
by the organization/Institute. Instead more thalh of the programmes were by the IAEA with tharteais also
from outside the organization.

So although it may be on record that several stafinbers of the Institute had attended training ranognes at
both international and national levels, there setarise a substantial lapse in assessing what riguiisi really
required for the individual, the department or ¢ihganization and its cost benefit before embarking training
programme. This always affects the selection aff,sthe mode or type of training given and the amipof the
training received by employees on their job periamge.

The researcher discovered that at the Institutd%5f the need for any particular training was tifesd by
Observation/Recommendation by the Director/Manageme Other techniques of identifying needs
(Surveys/questionnaires, Interviews, Performanceraigals Tests, Assessment Centers etc were ofothe
side. Given the advantages and disadvantagesaobf method/technique that can affect both the kind
quality of the information obtained. An interviewud reflect the interviewer’s biases, while a dismaire
can have sampling biases if only a few participaetisrn the survey.

The point of McClleland is reiterated in Brown’suti@n to use more than one method to help valitteedata
as you can get different types of information fridma different methods and also to sample peoplie vétying
experience levels in order to have a valid sampteedfective training.

On the existence of a training Policy and a Budige®s observed that either a policy did not egismembers
did not have any clue of its existence. Brown2D0Q) stated that a policy is needed to make cetteit the
training directly affects what happens in a deparin It helps management to make decisions that ar
consistent, uniform and predictable. It also sufgpoonsistent treatment of staff, fairness andsparency.
(hr.council.ca). In order to adequately address tthining needs in an organization stakeholdersd nee
formulate appropriate training policies. Internatib Journal of Academic Research in Business armalo
Sciences (2015).

4.0 SUMMARY, CONCLUSION AND RECOMMENDATION
4.1 Summary of Findings
The findings of the study revealed that:

. All respondents did agree that training and develeqt of staff is very important.

. Majority of respondents had attended some formaifiing (on-the-job and off-the-job).

On the most current training attended by participates -

. Staff were of the perception that the most usuaitfoon method of training observed and participated
in was the off-the-job training.

. Majority said needs were identified by observatiéthe Director.

. Also, the nomination to participate in any trainfmgpgramme was by the Director.
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. Most of the training programmes were organizedétet by the International Atomic Energy Agency
(IAEA), an affiliate of the organization.

. The trainers of the most recent programmes attemeee from outside the organization.

. The venue of most training was outside Ghana.

. Majority claimed the course was related to thelisjo

. The knowledge acquired from the training was beisgd in their routine work.

. The responses on whether the trainee’s nominatias as a result of gap in actual performance and
expected performance, was almost a balance scgesatnd no.

. On the level at which training needs are conduciéedappreciable number said it was more to fulfill
organization objective than staff needs.

. Majority of respondents thought that more needeabne in analyzing training needs before a trginin
programme is embarked on.

. The results further revealed that wrong selectibpavsons and training programmes were sometimes
chosen.

On the general/demographics of respondents

. Radiation Protection Institute staff are malestfenales.

. Majority are holders of Master Degree.

. There are more research scientists than othercsteffjories (Technicians & Secretariat).

. Majority had working experience of 1 - 5 years am@te mainly non-management staff.

Conclusion

It can be concluded that the observed wrong seleaif persons and training programmes do resuih frot
critically ascertaining when and where trainingthe organization is most needed and what the péatic
skills/knowledge would be required on the parttaf tndividual, the task and the organization foreffective
training result. Training cannot be effective iétherformance problem is not first identified andlgzed.

The majority of staff had attended some form ofniray (on-the-job and off-the job). Nevertheleasfew
claimed they have not had the opportunity of attggpény training programme, which the researcheugint
was a lack of their appreciation of on-the-jobrinag method which may be in the form of mere dimtfrom
their heads/supervisors.

Identification of training need and nomination dadrficipants are mainly done by the Director. Thireno
formal training policy to guide managers in dealingth HR matters such as training and selection of
participants for training programmes.

Finally, Training Needs Assessment is importarthat it gives direction for today's changing wodq# of new
technologies where changes in skills and abildiesneeded. It enables organizations to chanselrees into
areas where they will contribute the most to empdoylevelopment, enhancing morale and organizational
performance. This would prevent organizations fritwe risk of over-training, under-training or nothaving

the benefit of training at all.

4.2 Recommendation

The most salient recommendation deduced from tndyss to initiate a system of conducting need sssent
to know if training and what training would be ré&ed to fill a gap in order to receive a maximummégt from
the numerous training programmes at the Institute.

Others recommendations are:

. Nomination to a training programme must be on thsek of identified need.

. In order to serve as a motivational factor, alffsthould be given equal opportunities to be treibeth
at the international and national levels (off-tbe-pnd on-the-job).

. Management should come up with a policy on trairémgl make staff aware of the existence of the
training policy in order for staff to appreciateetprocedure. Also, knowledge of the training budgeuld
enhance the assessment for a cost effective progeam

. Avoid the assumption that all went well during aining course (especially international ones). Alsva

do an after training evaluation to better the dyadf the training and reduce the challenges d&féd such as
the timing/duration of programme that staff compési more of.
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. Management could use the 360-degree feedback syStére performance is assessed by self,
superior, subordinate and peer) as a developmantttoget a better understanding of the strengihd a
weaknesses of staff in order to enhance their peeoce through the appropriate type and methorhfihg.
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