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ABSTRACT  

Training and Development serve as a tool for human resource management and 

advancement of skills. A quantitative study was undertaken with a sample of 163 aimed 

at addressing the impact of training and development in the North West Province 

Department of Health: A case for Ngaka Modiri Molema district administrative staff in a 

bid to address the challenges of skills development that are currently hampering the 

achievement of the intended goals of the Department.   

The objectives of the study were as follows: 1) To determine whether there is a tangible 

benefit on education and training in improving performance on delegated tasks to 

administration staff members; 2) To identify factors which contribute towards a lack of 

realization of the role of education and training towards skills development; 3) To 

investigate whether roles and responsibilities of government policies and acts are 

clearly defined and implemented; 4) To determine whether financial resources are 

properly utilized to promote skills development; 5) To find out which non-clinical staff 

members and employers could be benefitting from the education and training initiatives 

offered by the Department; and 6) To determine whether a lack of training and 

development can contribute to staff staying or leaving. 

Data were sourced from the employees working in the Ngaka Modiri Molema District. 

The results indicated that there was a statistically significant indicator that not all 

employees are benefitting fairly from training and development. 
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CHAPTER ONE: ORIENTATION AND OVERVIEW 

1.1 INTRODUCTION 

Education and Training are becoming very important tools for achieving the 

objectives of an organization and their importance has been recognized. The role of 

the employer in an organization on education and training can be seen from different 

perspectives. From the start, an “internal” observation i.e. it is very essential for own 

staff to be trained and developed in order for the department to be effective. The 

legal and policy environment of the employees’ and other services are important to 

the development and growth and members’ services are directed.  

Literature asserts that Education and Training are aimed at improving employees’ 

performance in an organization, particularly when the work standards are perceived 

to be of a low standard due to lack of knowledge and skills (Swanepoel, Erasmus, 

Van Wyk & Schenk, 1998). It is further stated that poor attitudes among individual 

employees may also have a negative impact on performance in an organization 

(Swanepoel, Erasmus, Van Wyk & Schenk, 1998). 

Today’s government must realize current challenges which are urgent and resolve 

them in an proactive manner in order “to ensure that the effective and efficient 

delivery of public service in the local government sphere” is improved.  “In order to 

do that, it needs to focus on macro-goals, and by doing that it will benefit all citizens 

with infrastructure incorporated” (Venter, Van Der Walt, Phutiagae, Khalo, Van 

Niekerk & Nealer, 2007). But if public servants are not properly skilled, citizens’ lives 

will be compromised by poor service delivery.   

As a result, each job or task requires specific training standards pertinent to a 

particular job. Such an approach will ensure task-oriented performance in line with 

the job description designed for a particular task that has to be performed in an 

organization. A systematic process will enhance skills development and knowledge 

among employees and also serve as a “behaviour modifier” (Lesenyeho, 2011) and 

education and training should be viewed as an intervention necessary for addressing 

the present and the anticipated skills gaps that may be faced by the organization. 
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1.2 AIM OF RESEARCH 

The research is aimed at assessing the impact of quality of education and training 

within the Ngaka Modiri Molema district administration staff members in a bid to 

address the challenges of skills development that are currently intended goals of the 

department hampered with.  

The interest of the study is to highlight the importance of Education and Training as 

an enabler of organizations or businesses around skills development in order for 

officials to perform to the best of their abilities. Previous research has revealed a lack 

of return on investment as the impact of previous training and development failed to 

address the skills shortage in the Ngaka Modiri Molema district administration staff 

members. This study entails – considering proper management of the budget - doing 

a skills analysis to identify training needs through workplace skills plans and 

ensuring that monitoring and evaluation are in place for researcher to weigh the end 

results. 

1.3 PROBLEM STATEMENT 

Education and training roles seem not to be clear and evident in the Department of 

Health, North West in Ngaka Modiri Molema district administration staff. The factors 

contributing towards this major problem appear to include education and training 

budget not properly utilized, poor staff management, unmotivated employees and 

shortage of skills on administrative staff as they are not awarded fair chance to 

training and development. 

1.4 RESEARCH QUESTION 

The study proposed attempted to respond to following questions: 

How skills shortage link to education and training? 

1.4.1  Are there tangible benefits in improving performance of delegated tasks to 

administration staff members in the Department of Health in the Ngaka Modiri 

Molema district? 
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1.4.2 Which factors contribute towards lack of realization of the role of education 

and training towards skills development in the Ngaka Modiri Molema district 

non-clinical staff members in the North West Province Department of Health? 

1.4.3 Are guidance of government policies and acts clearly defined and 

implemented in the Department of Health in the North West Province, Ngaka 

Modiri Molema District? 

1.4.4 Are financial resources properly utilized to promote skills development in the 

Department of Health in the North West Province, Ngaka Modiri Molema 

District? 

1.4.5 What could be the training benefits for Ngaka Modiri Molema District non-

clinical staff members and employers in the North West Province Department 

of Health?  

1.4.6  Could lack of training and development determine whether staff can stay or 

leave the Ngaka Modiri Molema District? 

1.4.7  What are Strategies for effective utilization of education and training in the 

Department of Health, North West Province, Ngaka Modiri Molema District? 

1.5 RESEARCH OBJECTIVES 

The objectives of this study were: 

1.5.1 To determine whether there is a tangible benefit deriving from education and 

training in improving performance of delegated tasks for administration staff 

members in the Department of Health in the Ngaka Modiri Molema District.  

1.5.2 To identify factors which contribute towards lack of realization of the role of 

education and training towards skills development in the Ngaka Modiri 

Molema District office non-clinical staff members in the North West Province 

Department of Health. 

1.5.3  To investigate whether roles and responsibilities of government policies and 

acts are clearly defined and implemented in the Department of Health in the 

North West Province, Ngaka Modiri Molema District. 
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1.5.4  To determine whether financial resources are properly utilized to promote 

skills development in the Department of Health in the North West Province, 

Ngaka Modiri Molema District? 

1.5.5  To find out how Ngaka Modiri Molema District non-clinical staff members and 

employers in the North West Province Department of Health could benefit 

from the education and training initiatives offered by the Department.  

1.5.6  To determine whether a lack of training and development can contribute to 

staff staying or leaving the Ngaka Modiri Molema District. 

1.6 SIGNIFICANCE OF THE STUDY 

The study is significant as it generated new knowledge, also determining whether 

there is advanced understanding on the role of education and training. This also 

addressed current available controversies or filled in gaps in existing knowledge.   

Through this initiative, knowledge gathered shall be useful and make staff realize the 

importance of education and training, implementation of government policies, proper 

utilization of financial resources and training benefits generally. 

1.7 DEFINITION OF KEY CONCEPTS 

1.7.1 Education and Training functions 

This is a system which is crucial to the development of human resources by which 

knowledge and information are transferred to employees and employers, and also 

equipping them to translate that information and knowledge into practice with a view 

to enhancing organizational effectiveness and productivity, and the quality of the 

management of the people. 

To develop a national role in training it is important for an employers’ organization to 

be made aware of the issues for several reasons:- 

 It affords the organization to part take in the development of the country’s 

human capital, through its influence on education policies and systems and 

training by public training institutions, to better serve business needs. 
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 It also enables employers to be influenced with regard to the need for them to 

invest more in training and employee development – which employers should 

recognize as one key element of their competitiveness in future. 

 It provides an important service to members, especially in industrial relations 

in respect of which sources of training for employers in developing countries 

are few. 

 It is an important source of income or return on investment provided the 

organization can provide relevant training. 

 It compels its own staff to improve their knowledge without which they cannot 

offer training to the department through their own staff. 

 The knowledge required for training increases the quality of other services 

provided by the organization – policy lobbying, advisory and representational 

services. 

 It contributes to better human relations at the enterprise level and therefore to 

better department performance by matching corporate goals and people 

management policies. 

 It improves the overall image of the organization and invests it with a degree 

of professionalism, which can lead to increased membership and influence. 

1.8 CHAPTER OUTLINE 

This study consists of five chapters.  

Chapter one: Introduction to the whole study.  

Chapter two: Theoretical considerations  

Chapter three: Literature review.  

Chapter four: Research findings and discussion.  

Chapter five: Conclusion and recommendations.  
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1.9 SUMMARY 

In conclusion, non clinical staff members should also have fair benefits and exposure 

to training and development – on the same level as their co-workers in the clinical 

section.  The next chapter deals with the literature review of different theories 

underpinning the study.  
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CHAPTER TWO:   LITERATURE REVIEW 

2.1 INTRODUCTION 

This chapter reviews the theoretical and empirical literature related to the study. It 

covers the theories relating to the impact of training and development of employees 

at the working place and definitions, concept used in staff development and training, 

objectives, methods of training and organizational problems on training and 

development of employees.  Further discussion will cover findings of related 

research and the knowledge gap to be covered by this study. 

2.2  THEORETICAL LITERATURE REVIEW 

A review is here presented of literature on addressing the impact of training and 

development in the South African public sector as legislated. A brief picture of 

findings on models gleaned from literature regarding effective utilization of skills 

development initiatives in the public sector and also highlighted on some lessons 

learned from literature that can be useful to the department of health in carrying out 

its skills development mandate. 

2.2.1  Concept of training  

Training and development serve as effective tools for human resource management 

functions. The organisation, team players and individuals can bridge the gaps 

between employee’s present specifications and their job requirements through 

Training as an effective tool.  

Victor Lipman, in his Article Why Employee Development is Important, Neglected 

and Can Cost You Talent: published January 29, 2013 06:26pm stating that “It’s hard 

to think of an important aspect of management more neglected than development 

planning: helping your employees shape the future direction of their careers. Yet for 

a variety of reasons, this valuable activity is often ignored....or handled as a 

bureaucratic exercise...or an afterthought”: (Accessed :12 of August 2016). 

According to Anon 1 (2013) (in the Government of Jharkhand Drinking Water and 

Sanitation Department Training Policy of 2013), the purpose of the training is to 

ensure that all employees have the skills and knowledge to do their jobs effectively 
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so as to support the Department. For employees to make sure that the department 

achieves goals, training is a systematic process that should be put in place to modify 

how they behave, how they acquire skills and knowledge.  Armstrong (1996) further 

expressed that for the training  to be well understood, it should be operated and 

developed within the organisation to accommodate theories of learning and 

understanding.  

Tladi (2004), on the other hand, indicated that training generally refers to the gaining 

of skills by employees that can be used in certain places of work.  Armstrong (1998) 

also defined training as a tool that can make skills’ behaviour, knowledge and 

attitudes modification through planning process by learning experiences to achieve 

effective performance in a range of activities or activity and raising the potential 

workforce still be recognised.  

Specific training means skills and information that employees require for use in their 

particular jobs and mean that there are training programmes specifically aimed at 

ensuring a clear understanding of the financial situation of an organization. Grobler, 

Warnich, Michael, Cornell, Nobert, Elbert and Hatfield (2002) on the other hand 

indicated that in order to achieve the objectives of oneself and the enterprise, 

training can be viewed as a systematic and organised process for employees’ 

necessary information, skills and knowledge  

It helps in professional growth of employees, keeping them abreast of current issues, 

facts and practices.  There is a lot of competition and a need for increased efficiency 

while a lot of people are facing a challenge of acquiring skills and learning new 

things.  It is evident from the foregoing that lack of training of employees in an 

organization can compromise the quality of work as lack of skills and knowledge are 

a driving force for any productive organization.  

Blackwood (2014) in his Article on Essential not Optional: Why Employee Training 

and Development matters, he spoke of increased employee satisfaction and 

retention the authors also stated that “we all know the cost of high turnover. By 

investing in employees training and development, you are helping your employees 

feel more connected, valued, accountable, focused, and part of the team. 
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Ngirwa (2009), also added that “training is a learning process in which employees 

acquire knowledge, skills, experience and attitudes that they need in order to 

perform their jobs better for the achievement of their organizational goals”. 

2.2.2 Concept of development as defined 
 
Development improves job performance and brings about growth of personality.  

Harrison (2000) defined states that behaviours, skills, knowledge, values of groups 

or individuals any kind of learning experience is through development.  Widrum and 

Kosh (2008), for the welfare of the society to be improved, and also for service 

delivery, qualified people suitable and organisational structures are a requirement for 

government institutions. These structures must be organized in such a way that their 

staff is supported to deliver the services they are responsible for.  

There is a thin line between training and development, however the two concepts are 

used together as the basis of this investigation and development is an enlightening 

experience at any tertiary institution and can be viewed as the process of receiving 

or giving instruction. Dictionary.reference.com (8th of July 2014) defines development 

as a means of a mature life whereby powers of reasoning and judgement are part of 

its process of giving or gaining knowledge generally. Marx, Van Rooyen and Bosch 

(2006) indicated that for the job to be effectively done, one needs to acquire insights, 

abilities, knowledge and skills for growth and development through the systematic 

process of training. Training and development play similar role in ensuring that 

employees are competent and can do their duties diligently. 

“In an organization performance is realized at the levels of organization, process and 

individuals and the interrelationships among these will define the vantage points of 

the organization. In contributing to the overall goal of the organization, training and 

development processes are implemented as this benefits not just the organization 

but also the individuals making up that organization. For the organization, training 

and development leads to improve profitability while cultivating more positive 

attitudes toward profit orientation. For the individuals, training and development      

improve job knowledge while also helping in identifying with the goals of the 

organization. Training and development is defined as the planned learning 
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experiences that teach employees how to perform current and future jobs” 

(http//dx.doi.org/10.6007/IJARBSS/V4-i4/756 (accessed 12 of August 2016)  

 Widrum and Kosh (2008) argue that interaction with clients, providing services they 

expect and being flexible and innovative by introducing new and productive ways 

can develop and enhance employees’ skills and this can be achieved by developing 

skills to enhance confidence and ensure high performance levels.  

Grobler, Suratte, Warnich, Michael, Cornell, Nobert, Elbert and Hatfield (2002) 

stressed that development is an enabler of organizations or businesses to update, 

develop and skill employees in order for them to perform at the best of their abilities.  

This entails considering proper management of the budget, doing skills analysis to 

identify training needs, designing the annual training plans and ensuring that 

monitoring and evaluation is in place for you to weigh the end results. 

“In every sector the accomplishment of any organization is tremendously relay on its 

employees. However, there are different other aspects that perform a major part; an 

organization need to ensure efficient employees in line with financially dominant and 

competitive in the market. Therefore to sustain this valuable human resource, 

organizations required to be conscious about the job satisfaction and retention of 

employees. Some of the organizations think that employees are looking for only 

financial profits from their works. This statement neglects high significance that most 

of the employees placed there selves on the inherent benefits of their professions. 

Consequently, it is not just employee job satisfaction and retention but it has 

undesirable effects on the organizations” (European Journal of Business and 

Management www.iiste.org (accessed on 12 August 2016) 

2.2.3  A training and development objective 

Anon 1 (2013) in Government of Jharkhand Drinking Water and Sanitation 

Department Training Policy emphasized that to lay down guidelines for the 

Department and encourage a learning culture, providing learning and capacity 

building opportunities to departmental employees, and other stakeholders, training 

and development objectives should be set out as follows:  

http://www.iiste.org/
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 Keep persons up-to-date on the new technology and innovation enhancing 

professional knowledge and skills needed for better performance of 

individuals and departments. 

 Promote a better understanding of professional requirement as well as 

sensitization to social, economic, technological and political environment in 

which the implementation is to be undertaken.  

 Value addition and capacity building of officers so that they can discharge 

their duties and responsibilities effectively.  

 Facilitate a learning culture in the Department. 

 Develop frameworks for development of training strategies and its 

implementation process.  

 Integrate departmental and individual developmental needs and goals. 

2.2.4 The importance of training and development 

Tladi (2004) in this regard stated that the purpose and importance of training and 

development are to remove performance deficiencies present or presumed to be 

present that bring employees’ performance to undesired levels and it makes for 

unproductive employees. He further indicated that organizations experiencing 

declining rates of productivity and quality of service require training directed at 

performance improvement and also that further training is the key to organizations 

that intends going through new technological advancements avoiding employees 

obsolesce and that it assists an organization to face competition, raises employees’ 

level of commitment to the organization and makes them believe that the 

organization is worth working for. 

“The employee performance depends on various factors. But the most important 

factor of employee performance is training. Training is important to enhance the 

capabilities of employees. The employees who have more on the job experience 

have better performance because there is an increase in the both skills & 

competencies because of more on the job experience. The organizational 

performance depends on the employee performance because human resource 



12 

capital of organization plays an important role in the growth and the organizational 

performance” (Global Journal of Management and Business Research 1July 2011: 

(Accessed 15 August 2016). 

 

2.2.5 Succinct difference between training and development 

Pynes (2008) states that for employees’ to acquire more knowledge, attitude or skills 

there should be change which can be provided by training and development 

programmes.  Hassan (2011) further stated that for individuals to enhance 

performance in their working environment they need to confidence on assigned 

tasks, coupled with skills and knowledge and this gives individuals a sense of 

belonging when they contribute positive to the organisation. Learning while working 

is also good but does not last as acquiring technical knowledge and skills’ ultimate 

results as development is a lasting experience coupled with  educational and 

theoretical knowledge for general purpose. 

2.3  SKILLS DEVELOPMENT IN SOUTH AFRICA BALANCE 

According to the World Economic Competitiveness Report (2004), the South African 

government is trying to improve the rankings on our country’s global competitiveness 

as per the twelve pillars whereby the quality training and education are key concepts 

of trying to stabilise the imbalances of the past regime and by continuous learning, 

the gap can be bridged and that can enhance the economic growth as production will 

be increased, as a result, training must be highly considered. For ensuring that the 

value of training and developing staff is realised, there are rules and regulation 

legislated to emphasise the importance of good governance to the country’s citizens 

and its implementation thereof.  

According to the World Economic Competitiveness Report (2004), the world rankings 

under education and training for South Africa are standing at number 86 - a clear 

indication that skills are a crisis for our country. Anon. (2005-2010) in the National 

Skills Development Strategy of 2005 - 2010 that for International competition and 

efficiency, we need a holistic approach to raise business.   

The adopted mission statement ensuring that goals of the National Skills 

Development Strategy is that “South Africans should be equipped and for the self 
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advancement of community members there should be skills and individual offers on 

opportunities for society’s role to be effective and for skills to succeed in the global 

market. Louw and Venter (2012) further stated that the role in establishing a 

competitive advantage is critical and that many organizations do not seem to have a 

clear picture of their competitors resources’ and capabilities.   

There is variety of cultures amongst employees and Managers need to be pro-active 

and flexible in ensuring that they accommodate all their employees’ cultures. Robins 

and Judge (2013) indicated that for future growth and stability, due to increasing 

importance of international recognition of work, managers are to focus on all cultures 

equally and operate successful for continuity of global future of the organisation. 

Managers of organizations should be able to select employees with traits related to 

better performance in international assignments.   

2.4 APPLICABLE LAWS RELATING TO SKILLS DEVELOPMENT IN SOUTH     

          AFRICA 

Government has come up with strategies that enforce public and private sectors to 

ensure that employees are skilled since there is a dire need and rewards thereof 

benefiting the organization. The process will enhance competency in staff members.  

The enforcing of public and private sectors to implement training and development is 

governed by certain legislative frameworks and in case anyone does the opposite, 

measures are put in place to ensure proper implementation. 

The Constitution forms the basis of all legislation in the Republic of South Africa.  

Chapter two contains the Bill of Rights for ensuring that no human dignity is 

compromised and all democratic values are realised, as well as equality in freedom.  

Section 195 clearly contains principles relevant to the Public Service.  

The Skills Development Act (Act 97 of 1998) is key and aimed at equipping South 

Africans to play an effective role and succeeding in the global market by having skills 

to succeed in opportunities and being able to self-advance in the as individuals in the 

society. It also-: 

 Ensures people skills development and improvement in the workplace. 
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 Provide skills development framework for workplace people. 

 Build strategies and plans for development into the National Qualification 

Framework. 

 Provide recognition of occupational qualifications for learnerships. 

 Provide financing through levy grant for skills enhancement. 

2.5 NATIONAL QUALIFICATIONS FRAMEWORK ACT 2008 ACT 67 OF 2008 

National Qualifications Framework Act 2008 (Act 67 of 2008) - hereinafter referred to 

as NQF; is a strategy or plan to address education and training in South Africa.  This 

strategy or plan has been designed to develop training which us relevant for South 

African situation with an integrated approach towards education which is accessible. 

The guideline by the NQF indicates how accreditation per course will be and how 

training standards should be set also considering different education and 

qualifications.  

The aim is for everyone to gain experience in their work and get more credits to 

accumulate qualifications and have lifelong learning. 

Structures implementing the National Qualification’s Framework are defined in the 

Skills Development Act (Act 97 of 1998).  There are principles guiding the NQF, and 

they are (as quoted in the Criteria and Guidelines assessment for NQF policy, 2001: 

9 - 10): 

 Relevancy which means when you are able to respond to the needs on 

National Development. 

 Standards which means outcomes accepted and adhered to and terms of 

expression agreed to on a national framework. 

 Integration which means to have unity in human resource development that 

improves better approach to training and educating.  

 Credibility which means to have national and international value and 

acceptance. 

 Flexibility which means allowing many different ways to similar anticipated 

learning results. 
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 Coherence which means working with a consistent principles and certification 

framework. 

 Articulation which means provision of successful completion of prerequisites 

which are accredited within components of systems of delivery.  

 Progression which means ensuring movement on different delivery 

components that allows individuals to progress from one level to another 

through national qualifications via combinations which are appropriately 

different. 

 Guidance of learning which provision of mentors and coaches recognised as 

educators and trainers meeting nationally recognised standards to counsel 

and provide special training for learners. 

 Recognition of prior learning which means to, recognise past experiences 

through assessment, and consider that by giving credit to that learning.  

 Access which means to provide points of entry which has no limitation in 

relevant levels of training and education for learners which are prospective 

and for progression facilitation.  

 Legitimacy which means to provision for all National stakeholders to  

participate in standard qualifications’ planning and coordination. 

 

2.5.1 South African Qualification Authority Act 1998 (Act 97 of 1998).  

This Act oversees the development and implementation of South African 

Qualifications Authority (SAQA) and contributes to the full development of learners 

socially and economically.  It also oversees the development of National 

Qualifications authority as well as the implementation of the NQF. 

 

Members are drawn from stakeholders and it is accountable to the Department of 

Labour and of Education It establishes, as stated in the (National Qualifications 

Framework and Standard Setting Policy, 2000: 08 -13) 

- National Standards Bodies- there are national standards which this body 

is responsible for specific functions relating to for establishment of 

education and training qualifications for registration purposes.  

- Standard Generating Bodies- bodies responsible for generation of 

qualifications and/or standards. 
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- Education and Training Quality Assurers- established by SAQA in each 

of the following sectors (social sectors, economic sectors, education and 

training sub-system sectors), for auditing and monitoring terms for 

achievements of national standards and qualifications. 

- Cost management - by verifying accreditation, registration, compliance 

and international comparison. 

2.5.1.1 Objectives of the abovementioned Act and its enabling structures 

are to: 

- Combine education and training into a single framework.  (If one wishes to 

advance within education as a career path, it assists with growth and 

development). 

- Increase best results and fairness to those previously disadvantaged due to 

gender and race. (The support in social and economic development is 

enabled in learners to develop full their potential). 

As there should be Quality Assurance on training and development, there are 

legislation and national strategies aimed at ensuring that quality and processes are 

not compromised. These include the National Skills Development Strategy of 2005 to 

2010. 

For the purpose of International competition and efficiency, we need a holistic 

approach to raise business. Lesenyeho (2011) in her NWU 2011 training manual, 

states the anticipated end result which was accepted to ensure achievement of the 

National Skills Development Strategy which is:- 

“South Africa should be equipped with skills to succeed in the global market and to 

offer opportunities to individuals and communities for self-advancement to enable 

them to play productive role in society”. 

2.5.2  Benefits of training for both employers and employees are:- 

 Training of employees benefits both the employees and employers of the 

organization / department; as a result, there are enough growth, development 

and productivity, also a sense of belonging.   
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 To know the future and present needs of the department and to assess the 

potential and skills of the workforce 

2.5.3  Benefits of training for employers in particular are:- 

 Improvement of labour and management relations. 

 The organizational climate improves. 

 The corporate image is enhanced. 

 Improvement of work-force morale. 

 Production increases. 

 Quality of work increases. 

 Economic cost cutting can be done. 

 Supervisors and employees have better and improved relationship. 

 Skills and knowledge of job improve from lower levels to higher levels. 

 Contributes to organizational development. 

2.6 SKILLS DEMAND BASED ON THE COMPETENCY APPROACH TO  
           MANAGING PERFORMANCE 
 
According to the Public Service Regulations (2001), defines competency as “… the 

blend of knowledge, skills behaviour and attitude that a person can apply in the work 

environment, which indicates a person’s ability to meet the requirements of a specific 

post.”  

The Public Service Regulations there is a statement that there are competencies for 

management in order to be declared competent in their area of delegated tasks in 

order to manage human resources.  This will be able to help in ensuring that the is 

enough training, resourcing, enhancement of performance as well as as ensuring 

efficient and effective results achievable in the services of the public. There is a 

systematic approach on managing competency through “Competency Based 

Management system” which is a long term approach and always linking to the 

strategies of the organisations as set by Public Service administration. There are two 

specific sets of competency framework led by administration which is: the Senior 

Management Service Competency Framework and the Middle Management (MM) 

Competency Framework”.  
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The are eleven competency areas for senior management for competency which will 

also assist the department of health managers to ensure training and development to 

achieve the departmental growth. 

Table 2.1: The senior management service competency framework 

Senior Management Service Competency Framework 

Leadership and capability 

in strategic issues 

To be able to carry mandates to ensure delivery and inspiration 

in achieving the visions of the organisation. 

Management of projects 

and programmes 

To ensure that the timeframes per the delivery of specified 

activities are clearly delivered for anticipated results to be 

attainable. 

Managing of finances 

To adhere to prescripts set to ensure compliance on finances 

and processes thereof on procurement of services and delivery 

for full functionality of the organisation 

Change Management 
To be able to ensure proper implementation of changes within 

the organisation and also initiate them where necessary. 

Managing organisational 

knowledge 

By empowering employees with knowledge needed will assist in 

them executing their tasks confidently and diligently. 

Innovation to deliver 

services 

Bringing in of innovative ideas that will assist in ensuring growth 

of the organisation for fair service delivery. 

Analysing and problem 

resolution 

To be able to pick up when there are problems, be able to 

identify the root and come up with remedial action to provide 

solutions before it’s late. 

Empowerment and 

management of people 

Making sure that relationships are build and team work 

emphasized for people to be able to realize their potential for 

outputting optimal results.  

Focus on customers and 

being oriented on clients 

Must be willing and able to deliver services effectively and 

efficiently in order to put the spirit of customer service (Batho 

Pele) into practice. 

Communication skills 
Information sharing is key and clear outlining of instruction and 

processes will enhance performance. 

Honesty and Integrity 
Ethics are very critical and building trust in a working 

relationship comes out as a high standard. 

Source: Department of Public Service and Administration (2003) 
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There are also competency requirement for middle managers which are also outlined 

in the framework. There are similar competencies and core services aligning to those 

of senior managers and the discussions on dimensions are regulated in the Public 

Services (2001). There are needs highlighted which are to be developed and 

implemented.  For ensuring that the need for training and development attainment is 

achieved, the Public Sector Education and Training Authority and National School of 

Government will be working together. 

The future critical training programmes will be driven by the illustration of needs on 

how competencies become drivers across the public service for both middle and 

senior managers of which it is something which PSETA and PALAMA need to take 

cognisance of in their planning. 

2.7 WHY NEED FOR CHANGE? 

Training and development play a critical role when it comes to organizational change 

as this can affect employees positively or negatively.  Edwards(…) of AMA 

Enterprise states that change is always there and for coping and being able to 

respond to demands training and development is needed as other changes are not 

evident and obvious.  

There are possibilities that employees can resist change or accept change.  

Whatever the case might be, training regarding change is needed. McGuire (2006) 

indicates that for the organisation to be effective, planning  for the organisation 

needs alteration for different components to improve. Mullins (2013) on the other 

hand, added that it is nothing new and is a simple fact of life. Erikson-Zetterquist, 

Mullern and Styhre (2011) further stressed that change can be viewed as strategic 

decision-making. 

This is a contributing factor as to how organizations develop technically and the 

researcher want to believe that this adds or provides a degree of stability and 

predictability to behaviour.  The external environment can also motivate change and 

this is supported by Mullins (2013) emphasizing that organizations can perform 

effectively through interactions with the broader external environment. 
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Diversity is also impacting a lot on training and development of staff (Harvey & 

Allard, 2005) in support of the foregoing stated that patterns of immigration, 

demographics that are changing, innovations in technology, global business 

increment, clearly states how diversity has increased considering the current 

workforce. Robbins and Judge (2013) further emphasized that we are all not the 

same and that for ensuring optimal service delivery there is a need to address 

diversity and the organisation must increase learning opportunities in order to have 

enough pool of skills internally for new work demands.  

2.8 THE ROLE OF TRAINING FOR ADMINISTRATIVE STAFF IN THE  

           ORGANIZATION 

2.8.1 Administration staff 

Administrative staff is playing an important role in all departments and organizations.  

Ngirwa (2009) stated that the administrative staffs are those employees who provide 

indirect service to the mainstream work flow of the organization and that include a 

wide range of expert and support services. They administer and manage 

organizational affairs. 

2.8.2  Staff training and development enhancement on performance 

The staff performance of duties effectively and efficiently can be enhanced by skills 

and knowledge as that will ensure they competently execute their tasks. Olaniyan 

and Lukas (2008) stated that the display of employees on execution of tasks reflects 

well on good service and quality beneficial to the department.  

The performance can increase as a result of staff satisfaction on realising their 

potential to deliver, and that will also encourage commitment and they will be 

satisfied in their job, and still training can ensure that aspect. Champathes (2006) 

confirmed that when employee performance increases, it will lead to better 

organization effectiveness. 

2.8.3  Trends expected to influence future training and development  
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Sandi Edwards, the senior vice-president for American Management Association 

Enterprise, was quoted in a statement prepared about the below trends as follows 

”employees today know more about training and development role in their careers 

and are savvier about tapping into opportunities from their companies and also 

external sources and add to that growing scrutiny from senior management, tighter 

budgets and the relentless impact of globalization, and we have a set of trends that 

every training professional must anticipate and adapt to”. 

AMA enterprise 2013 identifies the following trends that will have a future impact on 

the industry:- 

 Training executives are being pressed for transparency – The eployees’ 

performance needs to be reviewed and that will assist as measures for 

assisting them improve will be outlined and made transparent to them, which 

will be clear on policies as terms of reference which should be at the disposal 

of employees.  

 Coaching programmes will attract greater scrutiny – For clear execution 

of tasks by managers coaching is critical to minimise gaps within the 

organisation for return on investment in services.  

 Demand for basic skills training is expected to re-emerge – Building of 

skills on communications, thinking in a critical way, being creativity and 

collaborating, are key for the improvement of production within employees as 

basic skills are mostly left behind and financial challenges coupled with 

recession are limiting programme development. Plans can be made for short 

term training modules to address basic requirements. 

 Globalization will shape more leadership programmes –The global market 

is full of competition and organisations need to up their performance to meet 

leadership initiatives on development in order to catch up not to lose grounds 

on integration increase. 

 Companies will turn to training to build employee loyalty – Development 

of employees should be seen as a tool to retain staff and reduce high turn-
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over due to external available opportunities. If close relationships are build, 

that can help improve with engagements on needed development.  

 Workers will be more assertive about high potential programme – 

Selection of beneficiaries in potential programmes have been hidden and not 

transparent and by openness in the consideration of volunteers and 

individuals who are ambitious, can ensure that potential clients participate in 

enthusiastic development offering.  

 Learning will continue to go mobile – There are flexible options of learning 

programmes that can encourage flexibility on high opportunities for end users 

like Blended approaches on learning that integrate the best of Web 2.0 

learning programmes and social media accessible via both web and mobile 

devices.  

2.8.4 Important aspects of training 

The systems used to determine training needs, how employees see training and the 

manner in which training is delivered are very important.  Taking care of old 

employees by arranging regular training for them and providing continuous 

mentoring and coaching is important for ensuring that new employees feel welcome 

and bringing them on board by orientating them as it is the significant factor that 

helps employees to hit the ground running. 

2.8.5  Department’s need for Training and Development 

Today’s world is growing and competition becoming rifer. For departments to keep 

up to developments in training and development of staff is key in order to be skilled 

and knowledgeable in their key performance areas.  The well-trained and developed 

staff member becomes confident and departments need to adapt to new effective 

methods of motivating employees and management performance to be able to cope 

with rapid change and competition in the business environment. 

From the view point of Degraft-Otto (2012) in his research, it is stated that innovative 

changes or adjustments become successful when people acquire new perspectives 

or understandings, values, knowledge and skills like introducing effective and up-to-

date technique in performance management would require that the employees 
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(supervisors and management) who administer this system must (i) understand the 

need for it, and (ii) have the knowledge and skills to implement it.  Thompson (2002), 

quotes from a survey carried out in the UK in 1996 which showed that the young 

employee of today values training and development opportunities over pay and 

perks. 

2.8.6  Administration staff training and development situation at health district  

Administration staffs in the department of health at Ngaka Modiri Molema district are 

never taken for training as per the skills audit conducted annually.  Management 

seems to be more focused on clinical training and departmental training needs.  The 

district training coordinator conducts the skills analysis every February of each year 

and consolidates it to have the Workplace Skills Plan ready for implementation after 

prioritizing with the district training committee.   

The finance section always avails training budget printouts which never have been 

sufficient for the past four to five years for training and developing close to thirty 

administration staff members.  The situation becomes worse when the training officer 

tries to spend the available budget for prioritized trainings only to learn that the 

budget is no longer there and has been spent on other programmes without even 

notifying the training section.  The administration staff are currently no longer 

interested in participating in the skills audit as this demoralizes everyone affected 

and they do not see themselves as adding value as their development is not taken 

seriously. 

2.8.7  Clarifying training and development  

In order to achieve the above and identify the criteria for success there are a few 

questions to be dealt with and they are:- 

 Is automatic, faultless job performance expected? 

 Is attitude counting? 

 Is goodwill counting? 

 Is loyalty and dedication counting? 

 Do inputs that are creative count? 
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 Is motivation counting? 

 Does goal-sharing count? 

 Skills on people, does it count? 

 Does initiative count? 

 Does attitude of learning count? 

 Does a sense of responsibility count? 

 Do efforts of team players count? 

 Do working relationship that are good count? 

 Do creative inputs count? 

 Do we want employees to feel proud of their roles and contributions? 

By addressing the above questions, the desired results would be achieved and 

addressing personal development needs of the employees involved.  Employees are 

not to be treated as skills performers but rather as assets of the department. When 

planning is done, both training and development will ensure achievement of a proper 

balance between company needs and staff needs which could lead to a trend of 

company growth. If management can show their interest in all their members of staff 

this would result in work motivation, sense of partnership and goal-sharing. 

2.8.8 Training and development needs analysis 

Cascio (1998) says employees must make a thorough determination of the needs 

before giving employees training and development and that a possible source for 

such information about gaps that need to be bridged by training can be from 

employees’ performance appraisal.   

2.9 DESIGNS AND MODELS REGARDING EFFECTIVE UTILIZATION OF 

SKILLS  

Developmental initiatives in the Public Sector can work well with utilization of 

designs and models. 

2.9.1 The needs assessment process 
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The needs assessment process can be used to design a training plan and can be 

done according to stages as shown in Figure 2.1 below: 

 

Figure 2.1: Stages in the need assessment process (Source: Cascio, 1998) 

On stage one – The training needs assessment assists in identifying whether 

training is needed or not.  If it is needed then it will lead to determination of skills 

gaps and appropriate training intervention needed which will be decided in terms of 

the required competencies – based on attitudes, skills and knowledge. There are 

three assessments considered in terms of training needs analysis which are 

organizational, on-job and individual. 

On stage two – The training plan is developed immediately after the needs 

assessment stage is completed. Each training will be planned according to identified 

gap, e.g. whether a gap is on behaviour then the development needed is emotional 

intelligence.    

On stage three – Competency training material and content are developed at this 

stage and transferred to all staff as per the demographics or nature of the job.   

On stage four – Training is now conducted and this is the most important stage 

which is never taken seriously enough. This is the delivery time and interventions 

already spoken of at previous stages now the trainer will consider the diversity of 

candidates of staff to be trained. 

1. Training needs 
assessment

2. Develop a 
training plan

3. Develop training 
material

4. Conduct training

5. Supportive 
supervision after 

the training
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Final stage–This is the evaluation of the training offered, whether it bridged 

identified gaps or was fruitful. If the competency improvement on service delivery 

was achieved, there will indeed be a return on investment but if the feedback is not 

good then a re-evaluation should be done. 

2.9.2 The re-evaluation model 

The model as shown in Figure 2.2 could be used for re-evaluating the planning 

process to ensure that all is correct from the beginning. 

 

Figure 2.2: The Re-evaluation Model:    

Source: www.mindstools.com>article>kirkpatrick   

(Accessed) 2015 July 10th 

In the re-evaluation process, the following questions are asked: 

ROI – Did the training investment provide a positive return on investment? 

Results – Did the training have a measurable impact on performance? 

Impact – Did the learners’ behaviour change as a result of the training? 

Learning– Did knowledge transfers occur? 

Satisfaction – Did the learners enjoy the training? 

SATISFACTION

LEARNING

IMPACT

RESULTS

ROI
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2.9.3 Kirkpatrick’s four-level training evaluation model 
 
This model can help to objectively analyse the effectiveness and impact of training, 

so that there can be improvement in future.  Here what is looked at is how the model 

can be applied in training and when can it not be use full from Google page – 

http:www.mindtools.com/pages/article/Kirkpatrick.htm on 10 July 2015 - Mind Tools 

Ltd. (1996 – 2015). 

 

Figure 2.3: Kirkpatrick’s four-level training evaluation model 

Source:   www.mindstools.com>article>kirkpatrick  (Accessed 2015 July 10th) 

2.9.3.1 Discussion of Kirkpatrick’s Model 

Level one: Reaction – This level measures how your trainees (the people being 

trained), reacted to the training.  Obviously, you want them to feel that the training 

was a valuable experience, and you want them to feel good about the instructor, the 

topic, the material, its presentation, and the venue.  It is important to measure 

reaction because it helps you understand how well the training was received and 

helps in improving the training for future trainees, including identifying important 

areas or topics that are missing from the training. 

Level 1 -
Reaction

Level 2 -
Learning

Level 3 -
Behaviour

Level 4 -
Results
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Level two:  Learning – It is where one measures what one’s trainees have learned 

and how much their knowledge has increased as a result of the training.  When the 

training session is planned, that’s where a list of specific learning objectives starts 

and also a point for starting with measurement. The objectives that would assist in 

measuring learning in different ways and depending on whether you are interested in 

changes to knowledge, skills or attitude. 

Level three:  Behaviour –This is an evaluation of how far your trainees have 

changed their behaviour, based on the training they received. Specifically, this looks 

at how trainees apply the information.  At this level it is important to realize that 

behaviour can only change if conditions are favourable. For instance, imagine 

measurements are skipped at the first two Kirkpatrick levels and, when looking at 

your group’s behaviour change has taken place.  Therefore, you assume that your 

trainees haven’t learned anything and that training was ineffective.  However, just 

because behaviour has not changed, it does not mean that trainees have not learned 

anything.  Perhaps their supervisor will not allow them to apply new knowledge or 

maybe they have learned everything you taught, but they have no desire to apply the 

knowledge themselves. 

Level four: Results – At this level, you analyse the final results of your training.  

This includes outcomes that you or your organization have determined to be good for 

business, good for the employees, or good for the bottom line. 

2.9.3.2  Application of the Kirkpatrick’s model 

At reaction level one the starting point is identifying how the reaction will be 

measured and the following questions are to be considered:- 

 Did the trainees feel that training was worth their time? 

 Did they think that it was successful? 

 What were the biggest strengths of the training, and the biggest weakness? 

 Did the training session accommodate their personal learning style? 

Next, identify how you want to measure these reactions and doing what the 

employee satisfaction survey or questionnaire can be used for. The other option is to 
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observe trainees during training and watch their body language and get verbal 

feedback on their experience.  After this exercise carefully look at your information 

and think about what changes you could make based on feedback gathered. 

At the learning level two – start by measuring what you want to evaluate, which can 

be changes for knowledge, skills and attitudes.  Measuring pre- and post-training is 

helpful so giving your trainees the pre-test before training commences to test their 

knowledge, skills and attitudes and after training has been conducted allow them to 

rewrite the same test to check whether there have been any improvements.   

At behaviour level three - it can be challenging to measure behaviour effectively and 

since this is longer, it can be done way after training and consider the following 

questions:- 

 Did the trainees put any of their learning to use? 

 Are trainees able to teach their new knowledge, skills or attitudes to other 

people? 

 Are trainees aware that they have changed their behaviour? 

One goof way of measuring behaviour is said to observe or interview over time and 

remembering that behaviour will only change if conditions are favourable.  For 

instance, effective learning could have taken place in the training session. If the 

overall organizational culture is not set up for any behavioural changes, the trainees 

might not be able to apply what they have learned.  Alternatively, trainees might not 

receive support, recognition, or reward for their behaviour change from their boss.  

So, over time, they disregard the skills or knowledge that they have learned, and go 

back to their old behaviours. 

At the results of level four – the most time-consuming and costly process is 

measuring the final results of training and biggest challenges in identifying which 

outcomes, benefits, or final results are most closely linked to the training and also 

coming up with the most effective way to measure these outcomes over the long 

term. 
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2.9.3.3 Considered outcomes dependent on training objectives 
 

 Increased employee retention. 

 Increased production. 

 Higher morale. 

 Increased sales. 

 Higher quality ratings. 

 Increased customer satisfaction. 

 Fewer staff complaints. 

2.9.3.4 What to consider when using Kirkpatrick’s four-level training 

evaluation model 

This model is popular and widely used but it has a number of things to be considered 

that should be taken into account when used.  Levels three and four of the model are 

said to be the most expensive and do not seem practical for organizations and 

situations, especially where there is a gap of having undedicated training and human 

resource sections.  The model also assumes that each level’s importance is greater 

than the last level, and that all levels are linked.  What that implies is that reaction is 

less important, ultimately, than results, and that reactions must be positive to take 

place.  Practically this may not be the true story or case. 

Organizations change in many ways and that is important, leading to results and 

behaviours ending up changing too as a result of that, as well as on training.  

Looking at improvements on measurement as an example, in areas like retention 

and productivity could result from the arrival of a new boss or from a new computer 

system, rather than from training.  In conclusion when looking at the considerations 

of Kirkpatrick’s model, it is said to be great for trying to evaluate training in a 

“scientific” way - however, so many variables can be changing in rapidly changing 

organizations that analysis at level four can be limited in terms of usefulness. 

2.10  IDENTIFICATION OF THE TRAINEES 

All trainees are entitled to training but that depends on planning and the availability 

of funds.  Priority is usually given to crucial needs as training is very expensive.  For 
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the training and development programme to be successful it is important to select 

the right trainees.  The training needs analysis conducted will assist with the 

workplace skills plan and that is where priority areas and training will be identified 

and selection of trainees made.  There are instances where the training plan is not 

considered and trainees are nominated as per the department’s critical needs in 

certain sections and training will then be compulsory for those targeted in order to 

achieve departmental objectives. 

The supervisors are key in ensuring that there is adherence to nominated trainees 

attending arranged trainings and as non-compliance will lead to fruitless and 

wasteful expenditure.  Trainees are to ensure they submit portfolios of evidence 

where needs be as non-compliance also adds to fruitless expenditure.   

2.11 TRAINING AND DEVELOPMENT OPTIONS 

Training needs and opportunities emphasize what the employees want from training 

opportunities in order for them to be devoted and grow. That will benefit both the 

department and themselves by provided training opportunities.  The indication of my 

understanding is that there are instances where trainees will not be sent away for 

training but internal trainings arranged.  

(Http://humanresources.about.com/od/training/a/training-dev.htm ( accessed 2015 

June 26) 

2.11.1 Internal training and development states that some employees appreciate 

the opportunity to be trained without leaving their working environments and 

only focus on knowledge and skills acquiring as internal training and 

development brings a special plus.  This is intended for improving staff who 

had inadequate academic qualifications for their job performance.  This 

enables employees to attend an internally offered training session and can be 

offered by a co-worker in an area of their expertise or outside presenter as per 

the usual arrangement made in different departments as a means of saving 

costs (Http://humanresources.about.com/od/training/a/training-dev.htm . 

(Accessed 2015 June 26). 

There are different internal training programmes provided:- 

http://humanresources.about.com/od/training/a/training-dev.htm%20(%20accessed%202015
http://humanresources.about.com/od/training/a/training-dev.htm%20.%20(Accessed%202015
http://humanresources.about.com/od/training/a/training-dev.htm%20.%20(Accessed%202015


32 

2.11.1.1 Orientation 

Always when newly-appointed staff members join the department they must be 

taken through induction programmes.  There is internal induction, departmental 

induction and massified induction and it is important for all new appointees to 

undergo all three.  This enables newly-appointed employees to know their ways 

around and build confidence in execution of their tasks and meet desired 

expectations.   

The orientation methods vary from days and weeks depending on the situation 

and duration set aside for each part of the orientation. The School of Government 

Compulsory Induction Programme Manual, (2013), as well as the Department of 

Health North West training policy stipulates that:- 

 Internal orientation – When an employee is appointed in human resource 

as an example, the first day he/she will be taken around all sections for 

introduction and spend the day in the section taught and shown how things 

are done, also provided with sectional standard operating procedures and 

policies. 

 Departmental induction – When newly-appointed employees of the entire 

department are gathered in one place and different sectional 

representatives are invited to present to them what their respective 

sections represent. All processes to be followed will be emphasized with 

more focus on standard operating procedures, policies and codes of 

conduct, etc. 

 Massified/Compulsory induction programme – When newly-appointed 

employees are about to complete their probation period 

managers/supervisors are to ensure that they have undergone the 

compulsory induction programme as it is a pre-requisite for their probation 

confirmation.  Here the entire national government systems and functions 

are clearly discussed and it takes close to five weeks interval with five 

modules.  Here employees will be given class tests and group 

assessments, given workplace assignments where supervisors will assess 

their practical/operational situation and also do on-line training with an 
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assigned on-line facilitator.  After completing module one, if competent in 

all tests, a letter will be issued for confirmation of probation after twelve 

months.   

 The remaining four modules should be completed and if declared 

competent in all, the certificate of competence will be issued during the 

formal graduation ceremony. 

2.11.1.2  Job instruction 

According to Business Dictionary.com (2015 July 11) one defines this as a 

method whereby a trainer prepares a trainee with an overview of the job, its 

purpose and results desired, demonstrates a task and skill to the trainee, allows 

the trainee to mimic the demonstration on his or her own, and follow up to provide 

feedback and help. 

2.11.1.3  Job rotation  

According to Business Dictionary.com (2015 July 11), this is when employees are 

allowed to move from one section to another within the same directorate in order 

to acquire skills and knowledge.  This can also help in broadening the operations 

as everyone will be able to do anything at any time or when the need arises.  In a 

situation where you find that other employees are on leave, there will be no need 

to punish clients or work performance going down as specialists are not there.   

This will ensure that there is teamwork and responsibility sharing will be 

exercised; those on leave can be easily substituted by those at work with the 

same results/outcome.  Other staff members become so stereotyped in their daily 

routines that they end up being dysfunctional and unproductive but with job 

orientation they are kept on their toes.   

The job rotation is excellent for broadening individuals’ exposure to the 

operations of the department and turning a specialist into a generalist, also 

increase individual experience and allows staff to absorb new information and 

new ideas stimulation. 
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2.11.1.4 Coaching 
 
The ITO Focus Consulting and Training Agency Manual defines coaching as a 

directive process by a manager to train and orient an employee to the realities of 

the workplace and to help the employee remove barriers to optimum work 

performance. Anon. (2015) emphasizes that executives, managers, and others 

interested in career growth and employee development increasingly turn to 

business coaches, either internal or external, for a personally tailored 

development process for themselves or reporting employees.  Further he says 

that coaching from a boss or other interested manager is always useful job 

training. 

The ITO Focus Consulting and Training Agency Manual says:- 

 Benefit for coaching –  

- Coaching is the most effective way to develop your employees and is 

the key to managing multiple priorities.  

- It leads to improved employee performance, which leads to increased 

productivity and bottom-line results and increases employees’ self-

esteem and job satisfaction (Http://human 

resources.about.com/od/new/tp/provide-job-training.htm (Accessed 

2015 June 26). 

2.11.2 External training and development 

Anon 3 (2015) states that:-  

 Employees can be sent out for training to acquire new skills and ideas.   

 This has serious financial implications and trainees are mandated to 

attend.   

 This can be a qualification training or competency training and enhances 

the knowledge and capabilities of staff while broadening their experience 

with diverse people and ideas 
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(Http://humanresources.about.com/od/training/a/training-dev.htm - 

(Accessed  on 2015 June 26) 

2.11.2.1    What does external training enable? 

External training assists in the following respects:  

 Enables the employee to attend an external seminar, conferences and 

training events. 

 Provides tuition assistance to encourage the trainees in their pursuit of 

additional education. 

 Allows for on-line training. 

 All activities listed before, during and after a training session are 

performed and that ensures learning transferring to trainees’ job. 

2.12     Possible problems facing training and development 

In order for training and development initiatives in the North West Province 

Department of Health to have a positive impact the following should be considered: 

2.12.1      Factors influencing Training and Development 

Cole (2002) identified some factors that influence the quality and quantity of training 

and development activities the organizations and these include: the degree of 

change in the external environment; degree of internal change; availability of suitable 

skills within the existing workforce and the extent to which management sees training 

as a motivating factor at work.  

This is also confirmed by Blackwood (2014) where he indicated that “there are 

variety of reasons for employees training and development: individual employee 

development plans, where you are training to fill a skill or knowledge gap, 

address performance issue, or prepare the employee to take on greater 

managerial and/or leadership responsibilities”. Cronbach Alpha Reliability 

Statistics 

http://humanresources.about.com/od/training/a/training-dev.htm
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Ngirwa (2009) also states that employees’ training and development are poorly 

executed in many organizations and he cited the following as some problem areas:- 

2.12.2      Poor choice of trainers 

The human resource department is supposed to choose the trainers intelligently.  

Currently many people have established training and consultancy firms which may 

not possess the staff competent enough to carry out training programmes.  

Some companies are not genuine and are not recognized as they are not accredited 

and cannot offer certificates as they are fake and when employees are sent for 

training they return with no positive contribution to make to their organization. 

2.12.3     Shortage of funds 

Financial constraints are always experienced and training and development are not 

cheap. Most employees, especially administrative staff in the Health Department, 

District Office of the North West Health Department are never benefiting as there is 

always an unavailability of funds. The 1% skills levy which is supposed to be utilized 

solely for training and developing employees is never used properly for the intended 

purpose. Many employees cannot be trained due to this problem. 

2.12.4     Poor top management support 

The accounting officers utilize the training budget for other programmes than training 

and their support towards skills development is never sufficient as they do not take it 

seriously.  Only when there are audit queries or departmental gaps which force them 

to skill staff members, they start complying to cover their tracks.  The top 

management does not take training seriously and as a result implementation 

becomes poorly supervised and its resources become divided among other business 

concerns.  

When employees register for qualifications, management does not support them for 

study leaves and special leaves to attend to their classes and threaten to replace 

them as they believe productivity suffers due to constant absenteeism instead of 

seeing that it is beneficial for the department as more knowledge and skills will be 

acquired. 
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2.12.5       Poor employee participation 

Training and development are key for knowledge and skills acquiring for staff 

members and some seem not to take advantage of opportunities presented to them.  

Sometimes organizations do not do enough to emphasize the importance of training 

opportunities and programmes.  Some employees prefer to attend certificates of 

attendance training and workshops as they will not be required to submit any 

portfolios of evidence and they see training as a break from work or time away from 

the office. 

2.14     HYPOTHESES 

On the basis of the literature reviewed so far, the following hypotheses need to be 

tested empirically in the results chapter of this study regarding the impact of training 

and development in the Department of Health – Ngaka Modiri Molema District: 

Ho 1    The selection of candidates for training and development in the Department of 

Health does not follow standard procedural steps based on the results of 

training need analysis 

H A1 The selection of candidates for training and development in the Department of 

Health follows standard procedural steps based on the results of the training 

needs analysis 

Ho2 The priority for Skills Development in the Department of Health is only given to 

the clinical staff at the expense of administrative and technical staff 

H A2The priority for Skills Development in the Department of Health is not given 

Ho 3 Training and Development in the Department of Health in the North West 

Province : Ngaka Modiri Molema district does not strictly adhere to the 

government policies and the prescripts of the laws of the Country 

HA 3 Training and Development in the Department of Health in the North West 

Province : Ngaka Modiri Molema District strictly adhere to the government 

policies and prescripts of the laws of the Country 
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Ho 4 Financial resources are not properly utilized to promote skills development in the 

Department of Health in the North West Province, Ngaka Modiri Molema District  

HA4Financial resources are properly utilized to promote skills development in the 

Department of Health in the North West Province, Ngaka Modiri Molema 

District? 

Ho5NgakaModiriMolema non-clinical staff members in the North West Province 

Department of Health derive no benefits in terms of training and development 

programmes offered by the Department of Health – Ngaka Modiri Molema 

District. 

HA5NgakaModiriMolema non-clinical staff members in the North West Province 

Department of Health derive benefits of training and development programmes 

offered by the Department of Health – Ngaka Modiri Molema District. 

Ho6 The theoretical re-evaluation model for re-evaluating the planning process is not 

utilized in the Department of Health in the North West Province : Ngaka Modiri 

Molema District. 

HA6 The theoretical re-evaluation model for re-evaluating the planning process is 

utilized in the Department of Health in the North West Province : Ngaka Modiri 

Molema District. 

Ho7The theoretical training models for assessing the effective Utilization of Skills 

Development Initiatives in the Public Sector are not utilized in the Department of 

Health in the North West Province : Ngaka Modiri Molema District. 

HA7 The theoretical training models for assessing the effective Utilization of Skills 

Development Initiatives in the Public Sector are not utilized in the Department of 

Health in the North West Province : Ngaka Modiri Molema District. 

2.13    SUMMARY 

The literature confirms the importance of training on bridging of knowledge and skill 

gaps and legislative frameworks are also in support of people being skilled and 

enabled to acquire knowledge to perform their duties competently and have systems 
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in place like skills analysis, models, and other processes are clear on improving the 

implementation processes and ensuring that positive results are achieved.   

Next to look into are the research design and the methodology adopted for this 

study. 
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CHAPTER THREE:  RESEARCH DESIGN AND METHODOLOGY 

3.1  INTRODUCTION 

The chapter outlines the method that was used for the study, research design 

highlights, study area, sampling technique and size and methods used for data 

collection and analysis, thus providing the reader with information as to how reliable 

and valid instruments used are.  

3.2  RESEARCH DESIGN 

This is a systematic and logical plan prepared to direct a research study.  How the 

detailed outline of how an investigation takes place is through distribution of 

questionnaires to affected administration staff. There is a method of qualitative and 

quantitative research and according to Ghauri and Gronhaaug (2005) the differences 

between qualitative and quantitative research arise from their procedures. 

3.3  RESEARCH METHODOLOGY 

The case study method was used to collect information with the quantitative analysis 

approach observing the Ngaka Modiri Molema District Health Department of North 

West. For some who cannot find time to fill the questionnaire, copies will be left for 

them in their offices. This will be the program that will assist the researcher with data 

collection, observation of analysis and interpretation.  

3.3.1  Overview of possible methods available – qualitative, quantitative and a 

mixed study? 

The method available and selected for use is the quantitative method of study. 

The below table provides differences on emphasis in the Qualitative versus the 

Quantitative methods (cited in Ghauri & Gronhaug, 2005). 
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Table 3.1 Qualitative and Quantitative Methods 

Qualitative Methods Quantitative Methods 

 Emphasis on understanding 

 Focus on understanding from 

respondent’s/informant’s point of 

view 

 Interpretation and rational 

approach 

 Observations and measurements 

in natural settings 

 Subjective ‘insider view’ and 

closeness to data 

 Explorative orientation 

 Process oriented 

 Holistic perspective 

Generalization by comparison of 

properties and contexts of individual 

organism 

 Emphasis on testing and 

verification 

 Focus on facts and/or reasons for 

social events 

 Logical and critical approach 

 Controlled measurements 

 Objective ‘outside view’ distant 

from data 

 Hypothetical-deductive; focus on 

hypothesis testing 

 Results oriented 

 Particularistic and analytical 

Generalization by population 

membership 

 

Saurce: Ghauri and Gronhaug (2005). 

The qualitative study was adopted as a research approach to answer study 

questions. In order to answer the study questions, the study adopted the quantitative 

research approach.  In this kind of research, questionnaires can be used (Ghauri & 

Gronhaug, 2005). A quantitative research design helps to obtain emphasis on testing 

and verification and is results orientated and can be measured, with a logical, critical 

and controlled measurement.   

 

The quantitative method is as per the population membership, while on the other 

hand when using a qualitative method, that can help to obtain the insights about 

phenomena in question and is flexible in the sense that it helps in identifying the 
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missing part of what is unknown or partially known (Ghauri & Gronhaug, 2005).  The 

qualitative method is said to be more relevant in the context of discovery and thus is 

able to get access to what previously was unknown. 

 

3.3.2  Justification of the method chosen 

In so far as ontology and epistemology is concerned: Ontology according to 

dictionary definition : vocabulary.com https://www.vocubulary.com (Accessed on  – 

the study or concern of what kinds of things exist – what entities there are in the 

universe. Principles or essence of things written or spoken discourse. The 

researcher was concerned about the situation in the department of Health with 

regard to entities within which compromised the written legislative framework 

regarding training and development. 

Epistemology www.oxforddictioneries.com (accessed-14/.12/200) refers to: theory of 

knowledge, especially with regard to its methods, validity, and scope, and the 

distinction between justified belief and opinion. The nature and origin of knowledge 

was as a result of a practical situation experienced at the Ngaka Modiri Molema 

district administrative staff. It is the study of nature and scope of knowledge and 

justified belief. It analyzes the nature of knowledge that the researcher ended up 

suspecting certain practices regarding training and development in the department of 

Health regarding administration staff and that led to the research being conducted to 

validate the knowledge. 

The population targeted is only the non-clinical/administrative staff members as the 

gaps and dissatisfaction were noted from that category.  The clinical/non-

administrative staff never complain as the training received is adequate and above 

their needs, to an extent of attendees /nominees not reaching the anticipated target 

number.  The qualitative methods will assist in measuring the affected and targeted 

category of employees. 

3.4  POPULATION AND SAMPLING  

The targeted staff for this study included the administration staff and administration 

management in corporate services and finance sections as these are targeted 

stakeholders of staff training and development in particular. 

https://www.vocubulary.com/
http://www.oxforddictioneries.com/
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3.4.1  Total population 

The sample used included one hundred and sixty-three (163) respondents from 

affected administration staff members, and managers from affected sections. The 

sample size of one hundred and sixty-three was adequate for the kind of study 

intended as the administrative staff consisted of two hundred to two hundred and fifty 

and the sample is thus above average. The administration staff who participated are 

the ones affected directly and are to be beneficiaries to non-clinical training and 

development. 

3.4.2  Sampling and data-collection strategy  

Random sampling was used as not all employees were affected to choose the 

sample to be investigated.  The sample size was fairly calculated to indicate whether 

the study was feasible and during the review phase this reassured the reviewers that 

not only was the study feasible, but that resources were not being wasted by 

recruiting more subjects than necessary. On this method the experience was used to 

deliberately obtain units of analysis in such a manner that the sample obtained might 

be regarded as being representative of the relevant population. 

3.4.3  Size of samples selected with reference to the total population  
 
The size of the population is between 230 to 250 employees and 200 forms were 

distributed.  Only 163 responded to the research questionnaire. 

The data-collection method of questionnaires was used to accommodate different 

staff members’ schedules. This is the breakdown of sample size used. 

Table 3.2 Categories and numbers 

Category Number 

Director HRD 1-One 

Deputy-Director RTC Manager 1-One 

Deputy-Director HRD 2-Two 

Deputy-Director Finance 1 – One 

Deputy-Director Corporate Services 1 – One 
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Assistant-Director HRD 1-One 

Tutors/Lecturers - RTC 3-Three 

Assistant-Director Internal Control 1-One 

Assistant-Director Human Resource Man 3 – One 

Assistant-Director Supply Chain 3 – One 

Senior Training Officer 3- One 

Senior Administration Officers 17– Five 

Administration Officers 30 – Four 

Personal Assistants 7 – Two 

Secretaries 9 – Two 

Administration Clerks 71 – Six 

Registry Clerk 9 – One 

TOTAL 163 

 

Source: Own Construction (2015) 

3.5  RESEARCH INSTRUMENTS USED  
 
The questionnaires which were self developed were distributed to an adequate 

sample size of staff members. The disadvantages could be few staff 

members/respondents with hectic schedules who are hardly in their offices whereby 

copies would be left in their offices for collecting after completion. The advantage is 

that respondents to the questionnaires were free to answer questions according to 

own conscience without being expected to satisfy the researcher.  

Closed-ended questions were used whereby a lot of traits and clues were included to 

afford respondents to click appropriate answers and help with easy categorization 

and analysis.  Questionnaires designed solicited the appropriate responses from the 

respondents to answer the research question for the achievement of the stated 

research objectives. 
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3.6  DATA-ANALYSIS TECHNIQUES USED 

Collected data were verified and edited by the researcher to correct probable errors 

and to sort out misconceptions and misunderstandings to ensure credibility of the 

research. The research questionnaires were put in topical and chronological order 

for it to be presented in a descriptive manner, data categorized, themes and theories 

allowed quantitative data analysis.   

This technique allows frequency distribution and percentages which determined the 

proportion on collected data from various respondents. Finally data analysis will be 

summarized with recommendations and conclusions by a recommended statistician. 

3.7  MEASURE TO ENSURE VALIDITY AND RELIABILITY OF DATA  

          COLLECTED 

Validity refers to the degree an instrument measures what it is supposed to be 

measuring whilst reliability looks for the degree of consistency with which an 

instrument measures an attribute.   

Researchers of both qualitative and quantitative agreed that research findings need 

to be reliable and valid.  Further distinguishing between the two, Krishnaswamy, 

Sivakumar and Mathirajan (2009) state that Validity: is concerned with confirming the 

truth-value or believability of the findings that will be established by the researcher, 

which means that the extent to which data provide insight while reliability focuses on 

identifying and documenting recurrent data accurately with consistent features or 

themes.  

On reliability, questions in the questionnaire were designed taking into consideration 

the issues that related to the problems and goals of the study and subject theories 

and responses and results deemed reliable.  The measurement and validation of the 

data collection were considered and participants encouraged not to be biased and 

answering as per the experiences in their section, without any influence from the 

researcher, management or other staff members.   

Cronbach’s alpha is a test for a model or survey’s internal consistency, called a 

“scale reliability coefficient’ sometimes.  Cronbach’s alpha assesses the reliability of 
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a rating summarizing a group of test or survey answers which measure some 

underlying factor. A score is then computed from each test item and the overall 

rating, called a ‘scale’ is defined by the sum of these scores over all the test items.  

The cut-off point is 0.7, meaning an alpha value of less than 0.7 is not acceptable. 

According to Parson (2006), when using Likert-type scales, it is imperative to 

calculate and report a Cronbach’s alpha coefficient for internal consistency reliability 

for any scales or subscales one may be using. 

3.8  ETHICAL CONSIDERATIONS 

The researcher will not in any way disclose information collected to anyone.  

Assurance is given that there will be no trace to any individual’s responses as the 

questionnaire is closed-ended and does not require any names, to afford for fair 

responses without compromising anyone’s integrity.   

The method of the research approach has been though broadly presented in this 

chapter and the next chapter presents the analysis and discussion of the findings to 

the study and is presented in form of Tables and Figures.  All collected forms were 

anonymous and kept safe in a lockable cabinet in the office to ensure confidentiality. 
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CHAPTER FOUR: RESEARCH RESULTS 

4.1 INTRODUCTION  

In this chapter the results of the research are presented. The study employed a 

questionnaire-based exploratory quantitative design. The research methodology was 

used to assess the quality of Impact of Training and Development in the North West 

Province Department of Health: A case for Ngaka Modiri Molema District 

administrative staff. This chapter provides an analysis of data which had been 

collected from the respondents. This assisted in identifying critical findings and 

consequently recommendations were noted. Questionnaires were used to gather 

information. The objective of this chapter is to conduct an analysis of the collected 

data using methods described in Chapter 3. Tables and graphs are used to 

summarize data. 

In addition, surveys (questionnaires) were distributed to large numbers of people, to 

provide concrete, specific and unambiguous questions, and allow for statistical 

analysis to take place (Brim & Asplund, 2009).  

4.1.1 Selection of the sample 

Employees working at Ngaka Modiri Molema District were selected for the purposes 

of this study; moreover, use was made of simple random sampling and stratified 

sampling or accidental sampling. Simple random and stratified sampling refers to the 

case where the data are extensive and detailed. It is not possible to determine the 

likelihood of the inclusion of all representative elements of the population into the 

sample. Some elements might even have no chance of being included in the sample. 

It is thus difficult to estimate how well the sample represents the population and this 

makes generalization highly questionable. Out of 200 questionnaires sent out, a total 

of 163 usable questionnaires were returned, representing the majority of the target 

population sample. The sample was made up of both males and females, and from 

all the ethnic groups within the organization. The disadvantage of the above-

mentioned (simple random and stratified sampling) is the time deficiency due to its 

extensive nature but this was not significant enough to invalidate the study.  
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4.1.2 Response rate 

The total number of 200 questionnaires distributed at different corporate sections of 

Ngaka Modiri Molema District, and 163 participants completed and returned the 

questionnaire. The response rate was therefore 82%.  

These respondents came from the following sections:- Human Resource, Finance, 

Registry, Supply Chain, Internal Control, Asset Management, DCST, RTC, HRD, 

Transport and Reception. The respondents were cooperative and shared filled 

questionnaires freely. Finally, the objectives of the research project, which were 

highlighted in Chapter 1, and will be revisited. A report back on analysis will provide 

an overview of the extent to which some of participants were real and the extent to 

which some were not practical. 

4.1.3 Demographics 

This section discusses the personal data of the respondents and also assesses the 

general objective of this study, being to know the Impact of Training and 

Development in the North West Province Department of Health which is a case for 

Ngaka Modiri Molema District administrative staff.  

There are other factors that contribute to the problem discussed in this section. 

Questionnaires were answered by males and females, and as seen later, females 

dominated. A description of the biographical characteristics of the sample in terms of 

age, gender, length of service, qualifications, levels of training management and 

culture follows. The following research information was collected from the research 

participants. 
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4.2  FREQUENCY TABLES AND FIGURES 

Table 4.2.1 Gender 

 Frequency Per cent Valid Per cent Cumulative Per cent 

Valid Male 61 37.4 37.4 37.4 

Female 102 62.6 62.6 100.0 

Total 163 100.0 100.0  

 

 

Figure 4.2.1.1: Gender 

The analysis on gender as per the table and graph above clearly shows that 61% 

females participated, with males at 37.4% who participated in the completion of 

questionnaires. This observation implies that females are more in ratio than males or 

are more interested in training than males. 
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Table 4.2.2 Age group belonging to 

 Frequency Per cent Valid Per cent Cumulative Per cent 

Valid Under 25 9 5.5 5.5 5.5 

25 to 35 60 36.8 36.8 42.3 

36 to 45 51 31.3 31.3 73.6 

46 to 55 34 20.9 20.9 94.5 

56 and older 9 5.5 5.5 100.0 

Total 163 100.0 100.0  

 

Figure 4.2.2.1. Age group 

With regard to the age verification of participants on table and graph above, it is 

indicated that 5.5 % are below 25 years of age, 36.8% are between 25 years and 35 

years, 31.3% are between 36 years and 45 years, 20.9% are between 46 years and 

55 years, and finally those at 56 years and above are standing at 5.5%.  This result 

implies that the sampled respondents ranged between 25years and 35years, as well 

as between 36 years and 45years respectively.  The 3rd highest number of 

respondents are aged between 46 years and 55 years. This implies that young 

participants are interested in training.  The below 25 years and 56 years and above 

did not participate in huge numbers or were few in number in the department. 
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Table 4.2.3 Length of time working for the Department 

 Frequency Per cent Valid Per cent 

Cumulative Per 

cent 

Valid Below 5 years 54 33.1 33.1 33.1 

5 to 10 years 55 33.7 33.7 66.9 

10 to 15 years 33 20.2 20.2 87.1 

15 to 20 years 7 4.3 4.3 91.4 

20 years and 

above 
14 8.6 8.6 100.0 

Total 163 100.0 100.0  

 

 

Figure 4.2.3.1 Length of time working for the Department 

The above table of point 4.4 shows the response received from the employees 

regarding the number of years they have worked for the department. 33.1% have 

less than five years, 33.7% worked between five and ten years, 20.2% worked 

between ten years to fifteen years, the number of 4.3% worked for fifteen years to 20 

years, and the last category of 20 years and above came to 8.6%.  The above 

demographic projections have significant implications for how human resources are 

managed and indicate that training and development should be increased as the 

larger sample groups have few years thus less experience. 
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Table 4.2.4 Highest qualification 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Below Grade 12 24 14.7 14.7 14.7 

Grade 12 29 17.8 17.8 32.5 

Certificate 20 12.3 12.3 44.8 

Diploma 48 29.4 29.4 74.2 

Degree 30 18.4 18.4 92.6 

Honours degree 9 5.5 5.5 98.2 

Master’s and above 3 1.8 1.8 100.0 

Total 163 100.0 100.0  
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Figure 4.2.4.1 Highest qualifications 

Table point 4.5 shows that the qualification rate of those below matric came to 14.7% 

of sample respondents, 17.8% were in possession of matric, 12.3% had just 

certificates, a diploma was highest at 29.4% of the sample population, 18.4% were in 

possession of degrees.  The sample population size implies that honours and 

master’s qualifications were very limited - 5.5% and 1.8% respectively.  This 

concludes that the sample is on average, though drawing more at below average 

with qualifications. 

Table 4.2.5 The selection for training based on the wants rather than individual 

training needs 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 11 6.7 6.8 6.8 

Disagree 21 12.9 13.0 19.9 

Unsure 23 14.1 14.3 34.2 

Agree 58 35.6 36.0 70.2 

Strongly Agree 48 29.4 29.8 100.0 

Total 161 98.8 100.0  

Missing System 2 1.2   

Total 163 100.0   

 

 



54 

 

Figure 4.2.5.1 Training selection based on wants rather than needs 

Data analysis indicates that 6.7% were in strong disagreement that training was 

based on department wants than employees’ needs, while it was supported by only 

12.9% who disagreed.  The sample shows only 14.1% of population size who were 

neutral and not sure whether the statement was true or false.  The majority of the 

sample population size agreed by 35.65% and strongly agreed by 29.8%.  The 

implication of these findings is that the departmental wants supersede the 

individuals’ training needs. 

Table 4.2.6 Training and development are serving their useful purpose as per 

training needs analysis 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 43 26.4 26.5 26.5 

Disagree 66 40.5 40.7 67.3 

Unsure 23 14.1 14.2 81.5 

Agree 16 9.8 9.9 91.4 

Strongly Agree 14 8.6 8.6 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.6.1  Training serving its useful purpose based on results of training needs 

analysis 

Findings on compliance by the department on usage of annual skills training needs 

analysis for nomination of attendees or beneficiaries have proven, out of the sample 

population, that 26.4% strongly disagreed while 40.5% disagreed.  The unsure 

officials make 14.1% of the sample.  Few of sample population are 9.8% in 

agreement and 8.6% in strong agreement.  The findings imply that results of the 

training analysis are not taken into consideration. 

Table 4.2.7 Training unit conducts annual skills audit/skills analysis survey to 

determine the skills needs of the Department 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 6 3.7 3.7 3.7 

Disagree 18 11.0 11.1 14.8 

Unsure 33 20.2 20.4 35.2 

Agree 88 54.0 54.3 89.5 

Strongly Agree 17 10.4 10.5 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.7.1 Training unit conducts annual skills audit/analysis 

Data analysis implies that the skills analysis is conducted and most sample 

population sizes participated.  The status is 3.7% of strong disagreements, and 11% 

of those in agreement, while 20.2% were unsure and this might be from those who 

were new or those who never participated.  The larger population sample, 54%, were 

in agreement with the skills analysis conducted while 10.4% were in strong 

agreement.  The majority of sample population indeed participated as per the above 

findings. 

Table 4.2.8 Continuation of participating in the skills analysis/skills audit 

survey 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 16 9.8 9.8 9.8 

Disagree 39 23.9 23.9 33.7 

Unsure 62 38.0 38.0 71.8 

Agree 39 23.9 23.9 95.7 

Strongly Agree 7 4.3 4.3 100.0 

Total 163 100.0 100.0  
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Figure 4.2.8.1 Continuation of participating in the skills analysis/skills audit survey 

The above will assist with implications on sample population about whether still 

interested in participating in the skills analysis or not.  Findings confirm that 9.8% 

were strongly disagreeing, 23.9% disagreeing, 38% unsure, 23.9% agreed and 4.3 

% strongly agreed.  The number of those participating was no longer higher for 

future projections and this might be due to their analysis feedback not being taken 

into account.  The highest sample population was just unsure, while few would 

continue participating. 

Table 4.2.9 Participation in annual skills audit/skills analysis surveys 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 13 8.0 8.0 8.0 

Disagree 15 9.2 9.2 17.2 

Unsure 51 31.3 31.3 48.5 

Agree 76 46.6 46.6 95.1 

Strongly Agree 8 4.9 4.9 100.0 

Total 163 100.0 100.0  
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Figure 4.2.9.1 All staff participation including researcher in skills analysis surveys 

Data implied that 8.0% were strongly disagreeing with other staff or themselves 

participating in the skills analysis, 9.2%, disagreed, 31.3% were not sure, 46.6%  

agreed that they participates with others and 4.9% were in strong agreement.   

Table 4.2.10 Ability to perform duties because of the amount of training  

received 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 35 21.5 21.5 21.5 

Disagree 52 31.9 31.9 53.4 

Unsure 30 18.4 18.4 71.8 

Agree 32 19.6 19.6 91.4 

Strongly Agree 14 8.6 8.6 100.0 

Total 163 100.0 100.0  
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Figure 4.2.10.1 Being able to perform duties due to amount of training received 

Data showed that of the respondents 21.5% were strongly not in agreement about 

performing their duties because of the training they received, 31.9% were also not 

agreeing, 18.4% were not sure whether it was their skill or one they received from the 

employer. 19.6% agreed that they got assistance and 8.6% strongly agreed that their 

performance was due to departmental assistance.  Most, above 50%, which is the 

majority of the sample population, indicated that the department was not the reason 

why they were able to perform their duties. 

Table 4.2.11 Priority for skills development is only given to the clinical staff at 

the expense of administrative and technical staff 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 8 4.9 4.9 4.9 

Disagree 12 7.4 7.4 12.3 

Unsure 15 9.2 9.2 21.5 

Agree 65 39.9 39.9 61.3 

Strongly Agree 63 38.7 38.7 100.0 

Total 163 100.0 100.0  
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Figure 4.2.11.1 Priority of training given to clinical staff at the expense of 

administrative staff 

Data implied that 4.9% strongly disagreed and 7.4% disagreed out of the sample 

population, believing that training was not only prioritized for clinical staff, while 9.2% 

were not sure of the statement.  The majority of the population sample, which was 

39.9%, were in agreement and 38.7% strongly agreed that training was prioritized for 

clinical staff thus confirming that administration staff was not receiving training as 

they should be. 

Table 4.2.12 Supervisors support career paths for staff by recommending 

relevant training programmes in order to assist them to perform their duties 

competently 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 37 22.7 22.7 22.7 

Disagree 59 36.2 36.2 58.9 

Unsure 39 23.9 23.9 82.8 

Agree 19 11.7 11.7 94.5 

Strongly Agree 9 5.5 5.5 100.0 

Total 163 100.0 100.0  
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Figure 4.2.12.1 Supervisors supporting career paths for staff by recommending 

relevant training to assist them in performing their duties 

The population sample indicated that supervisors were really not supporting career 

paths for staff to perform their duties well and it was confirmed as follows: 22.7% of 

sample strongly disagreed with the support and 36.2% disagreed and both combined 

came to above average of the population. 23.9% were unsure, 11.7% were in 

agreement while 5.5% strongly agreed.  It might be that the population that agreed 

and strongly agreed are among the few that benefited from training opportunities that 

helped them perform their duties. 

Table 4.2.13 The training unit advises ALL staff on relevant training 

programmes available in the public sector to choose from 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 22 13.5 13.5 13.5 

Disagree 31 19.0 19.0 32.5 

Unsure 44 27.0 27.0 59.5 

Agree 60 36.8 36.8 96.3 

Strongly Agree 6 3.7 3.7 100.0 

Total 163 100.0 100.0  
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Figure 4.2.13.1The training unit advises all staff on relevant training programmes 

available in the public sector to choose from 

Data indicated that 13.5% of the sample population strongly disagreed and that 

implies that they are never advised on relevant programmes - supported by 19.0% 

who disagreed. 27.0% were not sure, 36.8 agreed and 3.7 strongly agreed.  These 

findings indicate that there is partial agreement from the sample population. 

Table 4.2.14 Administrative support staff receive all the training required 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 74 45.4 45.4 45.4 

Disagree 42 25.8 25.8 71.2 

Unsure 13 8.0 8.0 79.1 

Agree 17 10.4 10.4 89.6 

Strongly Agree 17 10.4 10.4 100.0 

Total 163 100.0 100.0  
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Figure 4.2.14.1 Administrative staff receives all the training they require 

Data implied that 45.4% were strongly disagreeing and supported by 25.8% who 

disagreed with the statement that administrative support staff received the training 

they required. In total of the population sample 71.2% were totally not supporting.  

8.0% were unsure, while 36.2 agreed and 5.5% strongly agreed and this is below the 

average of the total sample population group. 

Table 4.2.15  Priority for training is only reserved for professional staff 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 10 6.1 6.1 6.1 

Disagree 13 8.0 8.0 14.1 

Unsure 20 12.3 12.3 26.4 

Agree 59 36.2 36.2 62.6 

Strongly Agree 61 37.4 37.4 100.0 

Total 163 100.0 100.0  
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Figure 4.2.15.1  Priority training is only reserved for professional staff 

Data collected indicated that 6.1% strongly disagreed and 8.0% disagreed that 

priority of training was for professional staff, and only 12.3% were not sure. Again, 

the majority supported the statement and responded with 36.2% who agreed and 

37.4% who strongly agreed. The findings confirm that 73.60% of the sample 

population agreed and majority fully agreed. 

Table 4.2.16 All employees including me are afforded the opportunity to 

participate in any relevant employer-initiated training programmes 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 48 29.4 29.4 29.4 

Disagree 58 35.6 35.6 65.0 

Unsure 26 16.0 16.0 81.0 

Agree 22 13.5 13.5 94.5 

Strongly Agree 9 5.5 5.5 100.0 

Total 163 100.0 100.0  
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Figure 4.2.16.1  All employees are afforded the opportunity to participate in 

employer-initiated training 

Data indicated that 29.4% strongly disagreed and 35.6% agreed, while 16.0% were 

not sure.  Only 13.5% agreed and 5.5% strongly agreed about being afforded the 

opportunity of participating in employer initiatives for training.  The findings are that 

the majority of the sample population were not supporting point 4.19  

Table 4.2.17 Training policies and related directives of the department are well 

communicated to ALL employees 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 51 31.3 31.3 31.3 

Disagree 68 41.7 41.7 73.0 

Unsure 22 13.5 13.5 86.5 

Agree 16 9.8 9.8 96.3 

Strongly Agree 6 3.7 3.7 100.0 

Total 163 100.0 100.0  
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Figure 4.2.17.1Training policies and related directives are well communicated to all 

employees 

The indication is that 31.3% strongly disagreed respondents indicates that they were 

not aware of any training policies and related directives and were supported by 

41.7% who disagreed as well.  Only 13.5% were unsure while 9.8% agreed and 3.7% 

strongly agreed.  Findings are clear that the majority of respondents were not aligning 

to 4.21.  

Table 4.2.18   All employees are treated equally and fairly on matters related to 

the choice of staff for available training in the Public Service 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 62 38.0 38.3 38.3 

Disagree 67 41.1 41.4 79.6 

Unsure 14 8.6 8.6 88.3 

Agree 14 8.6 8.6 96.9 

Strongly Agree 5 3.1 3.1 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.18.1  All employees are treated equally and fairly on matters related to the 

choice of staff for available training in the Public Service 

In terms of an indication of the responses received from employees regarding the 

equal and fair treatment of employees by choice for available training, 38.0% 

strongly disagreed, 41.1% disagreed, 8.6% were not sure while 8.6% agreed and 

3.1% strongly agreed.  Less than 12.0% agreed while the majority of respondents 

were in total denial of the statement in 4.22 

Table 4.2.19 Training and development strictly adhere to the government 

policies and the requirements of training legislation 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 51 31.3 31.5 31.5 

Disagree 61 37.4 37.7 69.1 

Unsure 23 14.1 14.2 83.3 

Agree 25 15.3 15.4 98.8 

Strongly Agree 2 1.2 1.2 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.19.1 Training and development in the health Department strictly adhere to 

the government policies and the requirements of training legislation 

An indication of the response received from employees regarding the equal and fair 

treatment of employees by choice for available training came to 38.0% strongly 

disagreeing, 41.1% disagreeing, 8.6% not being sure while 8.6% agreed and 3.1% 

strongly agreed.  Less than 12.0% agreed while the majority of respondents were in 

total denial of the statement in 4.22 

Table 4.2.20 Every district office attached to the Department of Health has a 

functional training committee 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 64 39.3 39.5 39.5 

Disagree 41 25.2 25.3 64.8 

Unsure 33 20.2 20.4 85.2 

Agree 18 11.0 11.1 96.3 

Strongly Agree 6 3.7 3.7 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.20.1 Every district has a functional training committee 

Data analysis indicated that 39.3% strongly disagreed and 25.2 disagreed about the 

existence of a training committee.  Only 20.2% were unsure.  11.0% agreed and 

3.7% strongly agreed.  From these findings it is clear that the majority is against the 

existence of a training committee. 

Table 4.2.21 Staff considered leaving the organization due to being bored with 

so much insensitivity towards staff training and development 

 Frequency Per cent Valid Per cent 

Cumulativ

e Per cent 

Valid Strongly Disagree 16 9.8 9.9 9.9 

Disagree 22 13.5 13.6 23.5 

Unsure 22 13.5 13.6 37.0 

Agree 43 26.4 26.5 63.6 

Strongly Agree 59 36.2 36.4 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.21.1 Consideration of leaving the organization because of being bored 

about much insensitivity to staff training and development 

With regards to the question whether employees considered leaving the organization 

as they became bored because of insensitivity towards their development, the 

findings of Table 6, sub 6.5 indicate a tolerance of working and being there by 

choice.  It is confirmed by the following stats indicating that 9.8% strongly agreed, 

13.5% disagreed, 13.5% were not sure, 26.4% agreed while 36.2% strongly agreed.  

The conclusion is that the majority of the sample population were not happy serving 

the department. 

Table 4.2.22   Staff only staying with department out appreciation for the 

favour done of offering them a job 

 Frequency Per cent Valid Per cent 

Cumulative 

Per cent 

Valid Strongly Disagree 14 8.6 8.6 8.6 

Disagree 18 11.0 11.1 19.8 

Unsure 17 10.4 10.5 30.2 

Agree 40 24.5 24.7 54.9 

Strongly Agree 73 44.8 45.1 100.0 

Total 162 99.4 100.0  

Missing System 1 .6   

Total 163 100.0   
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Figure 4.2.22.1   Only 

staying in the department 

as a favour because it 

offered them a job when 

there was none before 

Table 6, sub 6.6 shows 

that 8.6% were strongly 

disagreeing and 11.0% 

disagreeing with the 

statement that they were 

only staying in the 

department as they felt it 

deserved it after offering 

them a job when they were unemployed.  The respondents who were not sure were 

only 10.4% of the population size.  The majority of the respondents, which seem to 

be aligning with the 6.6 statement responded as 24.5%, were in agreement and 

44.8% were strongly in agreement that the job was simply a source of security for 

them. 
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4.3 DESCRIPTIVE STATISTICS 

Table 4.3.1 One-sample statistics 

 N Mean 

Std. 

Deviation 

Std. Error 

Mean 

To determine whether there is a 

tangible benefit in education and 

training in improving performance 

on delegated tasks where 

administration staff members are 

concerned.  

162 3.57 .951 .075 

To identify factors which contribute 

towards a lack of realization of the 

role of education and training 

towards skills development.  

163 2.98 1.119 .088 

To investigate whether roles and 

responsibilities of government 

policies and acts are clearly 

defined and implemented.  

162 2.17 1.078 .085 

To determine whether financial 

resources are properly utilized to 

promote skills development.  

162 2.56 .910 .057 

To find out how non-clinical staff 

members and employers could be 

benefiting from the education and 

training initiatives offered by the 

Department. 

163 3.18 1.29 .068 

To determine whether lack of 

training and development can 

contribute to staff staying or 

leaving.  

162 2.87 1.78 .048 

Standard deviations can be difficult to interpret as a single number on its own. 

Basically, a small standard deviation means that the values in a statistical data set 
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are close to the mean of the data set, on average, and a large standard deviation 

means that the values in the data set are further away from the mean, on average. 

The standard deviation measures how concentrated the data are around the mean; 

the more concentrated, the smaller the standard deviation. All the standard 

deviations are relatively small, ranging between 0.9 and 1.8. 

The Standard Error ("Std Err" or "SE") is an indication of the reliability of the mean. A 

small SE is an indication that the sample mean is a more accurate reflection of the 

actual population mean.  Since the SE ranges between 0.057 and 0.088, they are 

small otherwise a larger sample size would normally result in a smaller SE (while SD 

is not directly affected by sample size). Hence the sample is partially large and the 

mean is accurate, reliable and the reflections of the actual population mean ranging 

between 2.17 and 3.57. 

4.4 SAMPLE TEST 

Table 4.4.1 

 T df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

To determine whether 

there is a tangible benefit 

in education and training in 

improving performance on 

delegated tasks.  

14.285 161 .000 1.068 .92 1.22 

To identify factors which 

contribute towards a lack 

of realization of the role of 

education and training 

towards skills 

development.  

5.493 162 .000 .482 .31 .65 
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To investigate whether 

roles and responsibilities 

of government policies and 

acts are clearly defined 

and implemented.  

-3.862 161 .000 -.327 -.49 -.16 

To determine whether 

financial resources are 

properly utilized to 

promote skills 

development.  

4.392 162 .000 .386 .35 .64 

To find out how non-

clinical staff members and 

employers in the North 

West Province Department 

of Health could be 

benefiting from the 

education and training 

initiatives offered by the 

Department. 

3.62 162 .000 .273 . 16 . 49 

To determine whether a 

lack of training and 

development can 

contribute to staff staying 

or leaving.  

4.93 162 .000 .433 .38 .58 

The table above aims at checking or sample-testing the main question or objective. 

According to the table of sample tests all objectives have a significant role to play in 

the study or they are statistically significant, also looking at the Sig values of all the 

research objectives are less than 0.01 and 0.05. The mean of the objectives falls 

within 95% Confidence Interval of the Difference.  

Therefore the t-tests are within the critical levels. The p-level reported with a t-test 

represents the probability of error involved in accepting our research hypothesis 

about the existence of a difference. Technically speaking, this is the probability of 

error associated with rejecting the hypothesis of no difference between the two 

categories of observations (corresponding to the groups) in the population when, in 

fact, the hypothesis is true. 
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Some researchers suggest that if the difference is in the predicted direction, you can 

consider only one half (one "tail") of the probability distribution and thus divide the 

standard p-level reported with a t-test (a "two-tailed" probability) by two. Others, 

however, suggest that you should always report the standard, two-tailed t-test 

probability.
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4.5  CORRELATIONS 

Table 4.5.1 

 Objective 1 Objective 2 Objective 3 Objective 4 Objective 5 Objective 6 

Objective 1: To determine 

whether there is a tangible 

benefit on education and 

training in improving 

performance on delegated 

tasks.  

Pearson 

Correlation 

1 .374** .007 .009 -.004 .066 

Sig. (2-tailed)  .000 .929 .913 .956 .406 

N 162 162 161 162 162 162 

Objective 2: To identify factors 

which contribute towards a lack 

of realization of the role of 

education and training towards 

skills development. 

Pearson 

Correlation 

.374** 1 .151 .010 .014 .072 

Sig. (2-tailed) .000  .054 .900 .860 .362 

N 162 163 162 163 163 163 

Objective 3:  

To investigate whether roles 

and responsibilities of 

government policies and acts 

are clearly defined and 

implemented.  

Pearson 

Correlation 

.007 .151 1 -.171* -.169* -.105 

Sig. (2-tailed) .929 .054  .029 .031 .185 

N 161 162 162 162 162 162 

Objective 4:  Pearson 

Correlation 

.009 .010 -.171* 1 .054 .139 
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To determine whether financial 

resources are properly utilized 

to promote skills development.  

Sig. (2-tailed) .913 .900 .029  .491 .077 

N 162 163 162 163 163 163 

Objective 5:  

To find out how non-clinical staff 

members and employers in the 

North West Province 

Department of Health could be 

benefiting from the education 

and training initiatives offered by 

the Department. 

Pearson 

Correlation 

-.004 .014 -.169* .054 1 .733** 

Sig. (2-tailed) .956 .860 .031 .491  .000 

N 162 163 162 163 163 163 

Objective 6: To determine 

whether lack of training and 

development can contribute to 

staff staying or leaving.  

Pearson 

Correlation 

.066 .072 -.105 .139 .733** 1 

Sig. (2-tailed) .406 .362 .185 .077 .000  

N 162 163 162 163 163 163 

Sig. (2-tailed) .554 .612 .125 .619 .000 .000 

N 162 163 162 163 163 163 
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Given the table above, the majority of the variables did not correlate given the 

significance level of 95% and the 99% confidence level. Objective 1 correlates at 

0,374 with objective 2 at 99% confidence level with p value at 0.00. Objective 3 

correlates with objective 5 with -0.169 at 95% confidence level.  There is also high 

correlation between objective 5 and objective 6 with a correlation of 0.733 and the p 

value of 0.00 at 99% confidence level. 

4.6 HYPOTHESIS TESTING 

On the basis of the literature reviewed so far, the following hypotheses needed to be 

tested empirically in the result chapter of this study regarding the impact of training 

and development in the Department of Health – Ngaka Modiri Molema District based 

on the findings it is evident that administration staff members are not favoured by the 

system in terms of education and training.  It is also clear that there are no measures 

in place to remedy the situation and the annual conducted skills analysis is not 

serving its intended purpose. 

Testing outcome: 

Ho 1    The selection of candidates for training and development in the Department of 

Health does not follow standard procedural steps based on the results of 

training need analysis.  This is confirmed by the percentage in responses 

where data confirm 54.0% in agreement and 10.4% strongly agreeing.  When 

added together is 64.4% and above average. 

Ho2 The priority for Skills Development in the Department of Health is only given to 

the clinical staff at the expense of administrative and technical staff and it is 

confirmed by 39.9% agreeing and 38.7% strongly agreeing with a total of 

78.6% which confirms how administration staff are compromised. 

HA 3 Training and Development in the Department of Health in the North West 

Province : Ngaka Modiri Molema District strictly adhere to the government 

policies and prescripts of the laws of the Country because according to the 

World Economic Competitiveness Report (2004), the world ranking under 
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education and training for South Africa is standing at number 86, which it is a 

clear indication that skills are a crisis for our country. Government has come up 

with strategies that enforce public and private sectors to ensure that employees 

are skilled since there is a dire need for skills training and rewards thereof 

benefit the organization.  

One of the most significant acts in this regard is the Skills Development Act (Act 97 

of 1998) which is aimed at equipping South Africa with skills to succeed in the global 

market and to offer opportunities to individuals and communities for self-

advancement to enable them to play a productive role in society.  

The National Qualifications Framework Act 2008 (Act 67 of 2008) - is a strategy or 

plan to address education and training in South Africa or a plan designed to develop 

an accessible, integrated approach towards education and training relevant to the 

South African situation. This is confirmed by statistical responses of the sample size 

of 31.3% strongly disagreeing and 37.4% agreeing, with a total of 68.7% not aligning 

with the strict adherence in government policies by the Department of Health – 

Ngaka Modiri Molema District. 

Ho 4 Financial resources are not properly utilized to promote skills development in the 

Department of Health in the North West Province, Ngaka Modiri Molema District 

as the focus is only on one category, which are professional services. 

HA5 Ngaka Modiri Molema non-clinical staff members in the North West Province       

Department of Health derive benefits of training and development programmes 

offered by the Department of Health : Ngaka Modiri Molema District and it is 

confirmed by the population sample feedback that 45.4% strongly disagree and 

25.8% disagree, totalling to 71.2%. 

Ho6 The theoretical re-evaluation model for re-evaluating the planning process is not 

utilized in the Department of Health in the North West Province : Ngaka Modiri 

Molema District.   
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Ho7The theoretical training models for assessing the effective Utilization of Skills 

Development Initiatives in the Public Sector are not utilized in the Department of 

Health in the North West Province : Ngaka Modiri Molema District. 

4.6.1 RELIABILITY ANALYSIS OF DATA 

Cronbach’s alpha is a test for a model or survey’s internal consistency, called a 

“scale reliability coefficient’ sometimes.  Cronbach’s alpha assesses the reliability of 

a rating summarising a group of test or survey answers which measure some 

underlying factor. A score is then computed from each test item and the overall 

rating, called a ‘scale’ is defined by the sum of these scores over all the test items.  

The cut-off point is 0.7 thus meaning that an alpha value of less than 0.7 is not 

acceptable. According to Parson (2006), when using Likert-type scales, it is 

imperative to calculate and report a Cronbach’s alpha coefficient for internal 

consistency reliability for any scales or subscales used in the study. See Table 4.6.1 

in this regard. 

Table 4.6.1: Cronbach Alpha Reliability Statistics 

Cronbach’s Alpha No of items 

0.711 22 

4.7 CONCLUSION 

The purpose of this chapter has to analyse and interpret the results obtained. The 

study intended to answer some questions and finding out whether the findings have 

been met. In this chapter statistical analysis of the data being collected was done, 

using different approaches such as correlation coefficients to determine the 

relationship that exists between two or more variables in the impact of Training and 

Development in the North West Province Department of Health: A case for Ngaka 

Modiri Molema District administrative staff.  In this case different patterns have been 

identified and conclusions could be made. The data have been represented by using 

graphs and tables.  



80 

The following chapter will come up with recommendations from the study, and these 

recommendations will seek to answer the research questions being pointed out in 

order to add value to the literature that already exists on the study. Finally 

suggestions for future research on the area of this research will be given and the 

limitations to the study identified to encourage further research. The next chapter 

takes us through conclusions and recommendations. 
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS  

5.1 INTRODUCTION 

The previous chapter dealt with analysis and interpretation of data obtained by way 

of questionnaires.  This chapter presents a brief summary of the research project.  

Findings from both the literature review and the empirical investigation on the impact 

of Training and Development in the North West Province Department of Health: A 

case for Ngaka Modiri Molema District administrative staff, will also be presented.  

The recommendations will serve as guidelines to assist the Ngaka Modiri Molema 

District. 

5.2  OVERVIEW OF THE STUDY 

The purpose of this research was to address the impact of education and training 

within the Ngaka Modiri Molema District administration staff members in a bid to 

address the challenges of skills development that are currently hampering the 

intended goals of the Department.  The empirical investigation was triggered by the 

awareness of a lack of participation of administrative staff in skills analysis and to 

find out possible solutions in terms of employers understanding roles and functions 

of training and development. 

The principle underlying this approach is that training and development should be a 

shared responsibility of employees (both clinical and non-clinical) and employers 

from all levels of management.  The empirical research was limited to the staff 

members of Ngaka Modiri Molema District. To collect quantitative data, 

questionnaires were distributed and completed. 163 staff members participated. 

In Chapter one the main concern was with the purpose of the research, introducing 

the proposed study by stating and description of the problem of investigation and 

clarifying some concepts as seen to be applicable to the study.  The research 

methods and design were explained.  

Chapter two focused on a literature review of the impact of Training and 

Development. In this chapter it was discovered that training and development are 
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important in a bid to address the challenges of skills development that are currently 

hampering the achievement of the intended goals of the Department.   

Chapter three described the methodology and design of the research project.  It 

further described the population and sample employed to collect the empirical data.  

Questionnaires were used to collect data and the selection mode of the sample 

population was purposive. 

Chapter four focused on data analysis using the constant comparative method and 

interpretation of the results that subsequently led to the findings and 

recommendations. 

The next section focuses on findings which are important to the research. 

5.3  OBJECTIVES RESTATED 

The study was aimed at examining the impact of training and development on non-

clinical staff members as per the research objectives which are:  

 to determine whether there is a tangible benefit for education and training in 

improving performance on delegated tasks to administration staff members in 

the Department;  

 to identify factors which contribute towards the lack of realization of the role of 

education and training towards skills on non-clinical staff;  

 to investigate whether roles and responsibilities of government policies and 

acts are clearly defined and implemented;  

 to determine whether financial resources are properly utilized to promote skills 

development;  

 to find out how non-clinical staff members and employers in the North West 

Province Department of Health could be benefiting from the education and 

training initiatives offered by the Department; and  

 to determine whether a lack of training and development can contribute to 

staff staying or leaving the department.   

 Every research must provide a solution to the problem of the research study 
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5.4  PREVIOUSLY PUBLISHED RESULTS IN ARTICLES THAT CONCUR OR 

DEVIATE FROM MY RESULTS 

The results specific to Ngaka Modiri Molema District were not previously published to 

compare.  Results found are broadly consistent with literature on literature on 

training and development. The previous Scholarly Articles concur with this research 

that training can play a key role in performance of employees, which seems not to be 

the case in the Department of Health Ngaka Modiri Molema District Administrative 

staff.   

Global Journal of Management and Business Research clearly states that- 

“Development has positive effect on Organizational Performance. Discussion of all 

the results proved the following hypotheses: 

H1: Training design has significant effect on the organizational performance,  

H2: On the job training has significant effect on the organizational performance,  

H3: Delivery style has significant effect on the organizational performance and 

H4: Training & development has significant effect on the organizational performance.  

All these have positive effects on the Organizational Performance. It improves the 

Organizational Performance. On the Job Training is very effective and it also saves 

time and cost. Training and Development, On the Job Training, Training Design 

and Delivery style have significant effect on Organizational Performance and all 

these have positively affect the Organizational Performance. It means it increases 

the overall organizational performance”: (Accessed : 15 August 2016) 

 

The researcher is happy that previous researchers are also sharing same sentiments 

that training and development have an impact in enhancing performance of all 

employees and can assist in growing the organisations. 
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5.5 LIMITATIONS OF THE STUDY 

The questions asked are focusing on participation in training, selection for training to the 

work of the respondents.  The questions asked have been of particular interest because they 

facilitate an understanding of a training practice in the facilities under study. In examining the 

question relating to the quality in training coordination, it clearly indicates that non-clinical 

staff are not considered and do not benefit fairly as per the respondents’ opinions.   

5.6  GENERAL CONCLUSIONS 

The general conclusion is that training and development have no impact on 

performance of non-clinical staff with regard to their jobs and that there is no 

realization of the role of training and development towards non-clinical staff.  It also 

confirms that government policies are clearly not being implemented and financial 

resources not properly used as some employees benefit above others.  It is also 

confirmed that some are just staying for security purposes and are unhappy about 

the department.  

5.7  RECOMMENDATIONS  

The following recommendations were made to assist with ensuring that the 

provisions arising from the research on the Impact of Training and Development in 

the North West Province Department of Health: A case for Ngaka Modiri Molema 

District Office and the Mahikeng Sub-district administrative staff are implemented 

differently to cover and fulfil the needs of all staff members equally without bias. 

Recommendation 1 

In terms of personal information, it shows that more participants were females and 

young employees. The demographic projections have significant implications for how 

human resources are managed and that training and development should be 

increased as the larger sample group have few years of service, thus less 

experience. It is recommended that respondents be encouraged to participate and all 

ages mentored about the importance of training and developing since the average 

sample size concludes that the qualification is below par, and if management shows 

consideration of prioritizing growth, that might keep staff in the department for longer.  
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Recommendation 2 

Deriving from an assessment of staff training and development experience 

within the Department of Health on standard training procedures, it is evident 

that management is making choices for staff training and not affording individuals 

growth as they wish and the recommendation is for management to be flexible in  

affording them the opportunity to grow in areas they most desire, and not have 

departmental wants superseding the individuals’ training needs, also that the training 

analysis be taken seriously in order to determine areas of concern for employees.  

By so doing, it will ensure continuous participation in the audit survey.  Management 

should also play a critical role in ensuring that staff are able to perform their duties 

with support from skills and development given by the department as evidenced from 

sample size confirmation about self-acquired exposure. 

Recommendation 3 

Training priority and applicability to all staff, the evidence confirms that all staff 

members are not benefiting equally.  More focus is on developing clinical staff above 

non-clinical staff.  The recommendation is that management must find ways to 

balance this opportunity and utilize the available budget of the Skills Levies’ Act for 

non-clinical staff as prescribed and that supervisors support career paths for staff by 

recommending relevant training programmes in order to assist them in performing 

their duties competently  

Recommendation 4  

On strict adherence to government training policy, the recommendation is that 

training policies and related directives of the department are well communicated to 

all employees and employees are treated equally and fairly in matters related to the 

choice of staff for available training in the Public Service. Further recommendation is 

for management to strictly adhere to training and development government policies 

and the requirements of training legislation. It is also advisable that training 

committees to be fully functional will enable them to oversee the fairness of training 

opportunities.  Employees will not feel unhappy in serving the department as per the 

findings and stop seeing their jobs as just a source of their security.  
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5.8  AREAS FOR FURTHER RESEARCH 

The following recommendations are suggested for further research: 

 It is recommended that further research on training and development be 

conducted in other districts in the same province in order to examine the 

impact it has on non-clinical staff. 

 Further research has to be done on other facilities within the Ngaka Modiri 

Molema District on budgetary allocation to the benefit of non-clinical staff 

members. 

 The importance of training and development on all staff members must be 

attended regardless of their field of specialty. 

5.9  CONCLUSION 

Finally, the whole study concluded that, the training and development programme is 

highly ineffective among non-clinical staff at the Ngaka Modiri Molema District and 

proper planning should be done for better implementation of training programmes 

and also to enhance performance among administrative staff and consequently 

improve Departmental effectiveness.  
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APPENDIX A: COVERING LETTER 

To whom it may concern 

This serves to request your participation by filling of this questionnaire regarding the 

research project on “The impact of training and development in the North West 

Province Department of Health: A case for Ngaka Modiri Molema District office and 

the Mahikeng Sub-administrative staff”. 

The purpose is to have staff input regarding their current view of the non-clinical 

administration training provided by the Department and how they benefit from that.  

The responses received from the questionnaires do not need any name disclosure 

and will be solely used for determining sample size from a given population. 

Your participation at your earliest convenient time will be highly appreciated. 

Regards 

 

MRS L.L. MATSIPE 

RESEACHER – MBA2 2015 STUDENT 
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APPENDIX B: THE QUESTIONNAIRE 

Section A 

This section seeks certain personal information about you. Please tick (X) in 

the appropriate box that corresponds with your own details. Take note that 

you may only select one answer.  

What is your gender?  

Male   female  

 

1. What age group do you belong to? 

 

Under 25  

25 to 35  

36 to 45  

46 to 55  

56 and older  

 

2. How long have you worked for the Department? 

 

Below 5 years  

05 to 10 years  

10 to 15 years  

15 to 20 years  

20 years and above  

3. What is your highest qualification? 

Below Grade 12  

Grade 12  

Certificate  

Diploma  

Degree  

Honours degree  
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Master’s and above  

 

Section B 

The following section is intended to assess your training and development 

experience within the Department of Health. You are requested to read each 

statement and indicate the level to which you agree or disagree with the 

statement. The responses are categorized on a five-point scale as follows: 

 1. Strongly disagree  

 2. Disagree  

 3. Unsure  

 4. Agree  

 5. Strongly agree 

Please tick (X) in the appropriate box the statement which best describes the 

level to which you agree or disagree with the statement. Take note that you 

may only select one answer.  

 

 

STATEMENTS AND THEMES 
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4. Standard training procedures and processes: 

4.1 The selection for training is based on 
the wants rather than the 
employees’ individual training 
needs  

     

4.2 Training and development in the 

Department of Health is serving its 

useful purpose because the selection of 

staff for training is based on the results 

of the training needs analysis 

     

4.3 The Department of Health’s Training 

Unit conducts annual skills audit/skills 

analysis survey to determine the skill 
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need of the Department.  

4.4 To what extent do you wish to 
continue participating in the skills 
analysis/skills audit survey? 

     

4.5 All staff including me participate in 
annual skills audit/skills analysis 
surveys 

     

4.6 I am able to perform my duties 

because of the amount of training we 

receive from the Department 

     

5.Training priority and applicability of 

training to ALL staff 

Strongly 
disagree 

 

Disagree Unsure Agree Strongly 
Agree 

5.1 Priority for Skills Development in the 

Department of Health is only given to the 

clinical staff at the expense of 

administrative and technical staff 

     

5.2   Supervisors in the Department of 

Health support career paths for staff by 

recommending relevant training 

programmes in order to assist them to 

perform their duties competently 

     

5.3 The training unit of the Department 

advises ALL staff on relevant training 

programmes available in the public 

sector, to choose from. 

     

5.4 Administrative support staff in the 

Department of Health receive all training 

they require 

     

5.5 Priority for training in the Department 

of Health is only reserved for 

professional staff  

     

5.6 All employees including me are 

afforded the opportunity to participate in  

any relevant employer initiated training 

programmes 

     

6.  Strict adherence to government 

training policy 

Strongly 
disagree 

 

Disagree Unsure Agree Strongly 
Agree 
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6.1 Training policies and related 
directives of the department are well 
communicated to ALL employees. 

     

6.2 All employees are treated equally 
and fairly on matters related to the 
choice of staff for available training in 
the Public Service 

     

6.3 Training and development in the 
Department of Health strictly adhere to 
the government policies and the 
requirements of training legislation 

     

6.4 Every district office (including ours) 
attached to the Department of Health 
has a functional training committee  

     

6.5 I have considered leaving the 
organisation because I have become 
bored of so much insensitivity to staff 
training and development 

     

6.6 I’m ONLY staying with the 
department as I feel that it deserves it 
because it offered me a job when I had 
none 

     

 

Thank you very much for participating in this survey 
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APPENDIX  C : TABLE FOR DETERMINING SAMPLE SIZE FROM A GIVEN POPULATION 

Where:  N = the population size and S = the sample size. 

Source: Sekaran (2003:253). 

    

N S N S 

220 140 1200 291 

230 144 1300 297 

240 148 1400 302 

250 152 1500 306 

260 155 1600 310 

270 159 1700 313 

280 162 1800 317 

290 165 1900 320 

300 169 2000 322 

320 175 2200 327 

340 181 2400 331 

360 186 2600 335 

380 191 2800 338 

400 196 3000 341 

420 201 3500 346 

440 205 4000 351 

460 210 4500 354 

480 214 5000 357 

500 217 6000 361 

550 226 7000 364 

600 234 8000 367 

650 242 9000 368 

700 248 10000 370 

750 254 15000 375 

800 260 20000 377 

850 265 30000 379 

900 269 40000 380 

950 274 50000 381 

1000 278 75000 382 

1100 285 1000000 384 
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