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[bookmark: _Toc527040155]CASE STUDY OF MINISTRY (DRC)
[bookmark: _Toc527040156]CHAPTER ONE
[bookmark: _Toc527040157]Introduction 
	Globalization usually focuses on the global integration of investments, IT, cultures and trade that happens internationally. Government policies that are designed to open the economies internationally and domestically to improve the development in the fewer privilege countries and even raises the standards of living for their citizens are what usually propels globalization (Giddens 2018). Nonetheless, these policies create generally a global free market that has benefited multinational businesses in the western countries to the detriment of small firms, common people and cultures. Training and development are vital for the firm for most staffs tends to have some flaws with their workstation skills. A training program lets a person toughen the skills that all staff ought to develop (Noe 2016). A development program within the organization tends to bring the staff to a higher level so that they can have similar knowledge and skills. This tends to assist in reducing the weak links that may exist in the organization who depend on other people to complete the necessary tasks in their work. 
Giving the needed training builds an overall knowledge staff in the employees who can take over for a coworker when needed. Another advantage of having training and development in an organization is that there is improved employee performance (Noe 2016). An employee that gets the needed training is in a better position of carrying out their work roles. The person turn out to be more alert of the safety practices and appropriate actions for the essential work responsibilities. The training can also build the self-assurance of the employees for the employee tends to have a strong comprehension of the business and the responsibility of the work. Such resolve may push the worker to do better and even come up with new notions that assist the member of staff in succeeding. Continuous training tends to also keep the employees on the edge of the developments in the industry. 
The employees that are capable and are often at the top of the industry that is ever changing assists the organization holds a position as a lead and a sturdy competitor in the company. An organized training and development platform tends to make sure that the staff has a steady experience and contextual knowledge. The constancy is applicable for the business necessary rules and procedures. All the staff that needs to be conscious of the prospects and procedures in the business. This concept usually comprises of administrative, care and discernment activities. When the employees are put through this regular training in these sections makes sure that all the members of the staff have exposure to the data. Lastly, training and development of the employees should be taken seriously for it ensure employee satisfaction. Employees that have training and development program access usually have some benefits over other staffs in different businesses who are left to look for training prospects on their own (Noe 2016). The venture in training that an organization makes demonstrated that the staffs are important to the organization. The teaching builds a kind workplace. The staff that feel challenged and appreciated through training opportunities can feel more satisfaction toward their work. 
The Ministry (DRC) happens to be an organization that considers globalization in providing a budget to develop and create training programs for employees to gain high-level skills and knowledge and create an efficient working environment. Therefore, this paper will study employees' attitude as an essential part to improve and develop these programs at future and determine effective ways of making it useful to the employees. This will be accomplice through looking at the objectives and answering the research questions. Also, this paper will focus on the assessment of response, learning situation, alteration of behavior and the influence of training as supposed by the staff.
[bookmark: _Toc527040158]Background of Study
	In the Ministry DRC, there have been some challenges that have been presented that when it comes to training. There have been instances where there has been changing resistance as a result of situations where the ministry is trying to adopt new technology, management and so much more. Even though in most cases globalization is essential for it helps in employee development and even helps the organization gain a competitive advantage. The ministry has not had an easy way of ensuring that training is efficient due to some reasons. However, it is vital for the organization to create a learning and development program that can look into the training challenges that it faces. A training program that is efficient tends to help the organization stay on top of the industry and ensure flexibility when the organization evolves.
	Some of the challenges that the organization faces I training include looking at what training should be delivered and to whom which may affect the attitude of the employees. This is a common issue in which the training and development are not clear on what the program should hold. The manager in charge should avoid this by coming up with a course that is useful and not only for the whole organization but for each staff member to learn (Noe 2016). Also, there is the challenge of having fraught issues of the person who will deliver the training. The difficulty in this is that the Ministry may be in a situation where they ask themselves if they should depend on internal knowledge and expertise which can have some advantage of being fully in the organization's control in the business niche. Or whether to consider external trainers that will come with them with new experiences, concepts, and skills that the organization may depend upon. Furthermore, there is the issue of who will develop the training materials and the environment. This tends to be an important consideration, be it that the organization is establishing their programs from scratch or if they are giving their present program a whole makeover. The temptation is that the organization tries to do all of these activities in-house which can be a false economy for the organization. 
	The ministry also faces from global workforces, cultural and workforce differences. A ministry like it is challenging to consider the divert and breath of the workplace by training the managers. There are situations where the staff are from different ethnic backgrounds and even global fronts which means there are numerous cultures and language differences in amid the employees. This makes it difficult to come up with a mode of delivery that is efficient in training the programs.  
	It is evident that at the Ministry different generations are in the same workplace. Therefore, it is inevitable to ignore the fact that the organization has staffs of different generations and this tends to be another issue with training the programs in the workplace. Many things have been made in the millennial generation which can be confusing for the older generation. It is advantageous for the organization to train the millennial due to the level of technology that is at their disposal which makes the whole process easy. However, the older generation also needs to be considered. There are different learning techniques amid these two groups which may make it challenging for the organization to come up with a program that favors both generations.
	Additionally, there is the issue of standardization of training. The act of being consistent and giving the same learning results from the same learning materials is a common challenge within the organization. When the organization is relying on the external training for delivery, it is difficult to make sure that the teaching styles and expertise are somewhat universally consistent.  This is often because the program may not clear. Furthermore, the issues of engaging in the training. Making sure that the employees are engaged fully with the program and content is a unique issue that the organization faces. This is usually due to the trainee cannot comprehend the objectives or even see the relevance of the training of the individual. Sometimes it can be that the delivery mode feels somewhat stale and uninteresting.
	Lastly, there is the issue of getting feedback and the completion of the training. The way an organization tends to have some life cycles the same thing is with the training programs. Ensuring that the training is completed is important. Without feedback, there is no way of knowing that the learning objectives were accomplished. However, at the ministry, it is difficult to get feedback mostly because there are numerous people and the technology that is in place cannot attain results from all the employees. 
[bookmark: _Toc527040159]Problem Statement 
	The Ministry (DRC) has some employees that have disciplinary and attitude problems. In any instance, when there are training and development, it is apparent that employees tend to have some negative attitude towards what is taught. Some of these attitude training problems include attitude and motivation. In the organization the employees' attitude tends to disrupt the business and even affect other employees, some of these employees are usually related directly to the productivity and motivation of the offending person and other people who are around them (Ford 2017). Therefore, if the Ministry waits to correct the attitude issue until they are affected right to the bottom-line, more time, money and effort will be needed which will be expensive for the organization and if it takes too long to rectify it is somewhat apparent that the reputation of the organization will be at stake. 
	Furthermore, the culture of the business was analyzed to determine the attitude problem. The survey proved to be useful for it helped to identify the cause of the problem. Form the study it was apparent that there is an attitude problem towards training due to the cultural correlation amid other reasons. In this study, the employees were assured anonymity and protection from reprisals for them to give honest responses. However, there are speculations that the employees attitude to training changes due to the management attitude towards the training program. It is apparent that if the management has a problem with training, then the program will not be effective. Therefore, this shows that there is an issue in management competencies, effective styles of management and how to deal with discipline employees. 
	The employee attitude towards training is somewhat dependent on gender in which it is noted that there are genders that are more efficient after training but there are those that are not. This raises the question of what is happening during training. There are months of failed research within the organization that has been unable to locate the objective evidence to support the connection between training and attitude and its impact to the proficiency of an employees work and the staff's perception that lack important training directly impacts attitude and proficiencies. Therefore, this research should try and capture the issues mentioned above and analyzer the employees change attitude towards training. 
[bookmark: _Toc527040160]Significance of Study
	The importance of this study is that it will be easy to see that the objectives of training and development are not only based on achieving productivity and efficiency but also considering the attitude of the employees in the training and development process. The employees' attitude can affect training effectiveness. The participants' experience in training often influences attitudes and in turn, affect the employees' perspective regarding the training evaluation (Dhar 2015). There is some research that shows that the attitude, values, interests, and expectations of the employee who is involved in the training can weaken or increase the efficiency of training. It is also apparent that if there is an understanding of how to improve the chances of taking part in the training program can lead to the change in behavior and improvement of performance. It’s essential to regulate particular individual features that usually distress the effectiveness of training (Dhar 2015). In a useful model of training, it is apparent that the attitudes of the participants regarding their work and careers and their view of the environment in which they work in can have a significant effect on training outcomes. 
	Testing some models that are more on training and development show that employees are more driven to learn and handover their skills to the work setting when they are involved in their works (Dhar 2015). Some findings have shown that there is empirical support of the contention that workers shall transfer their knowledge and skills to the workstation when the training is linked with prizes (Dhar 2015). However, some investigations are based on personality, motivation and environmental factors that impact the effectiveness of training. There can be a relationship amid positive employee attitudes and the effectiveness of training. Crockett (2015), claims that at the personal level, venture in training gives an important motioning apparatus to raise employee inspiration and business commitment. 
	Some proof forms a particular survey in 2014 agrees with this proposal by showing that from a survey of around three thousand employed people, most employees tend to feel committed to their business, for instance, eighty-two percent disagree that the felt little loyalty to their organizations.  The most interesting concept is that around seven in eight of the trainees in the study saw that training was beneficial and this was associated with full filing the qualification, getting a raise or even a better opportunity in their career and increasing the wages and other non-financial prizes that may include job gratification and commitment (Crockett 2015). These results are somewhat revealing, but the organizational obligation seems to be challenging. Though the majority of the employees tend to feel dedicated to their organizations, it is a minority that is dedicated (Crockett 2015).  Some commentators state that training effectiveness can be accompanied by political and social progress. In another study that involved a thousand employees nationwide in different industries showed that the training provision tends to have a constructive influence on the attitude of those staffs that are involved in the training. Attitudes such as motivation and satisfaction of the job where the staff adopts structured and formalized tactics of training with a connection to the skill development of job safety, future employment predictions, gratitude and even prizes (Crockett 2015).
Nevertheless, though the new industrial relationships applies staff involvement can distress the insolences of the employees positively, there is no motive to assume that the employees’ approaches can interpret into commitment feelings or shared interest. In general, it is clear that this research is important for it gives a clear picture of training effectiveness to the employees though it happens to be a complicated process. The effect of learner’s attitudes on training has for some time been relatively ignored as a research area (Crockett 2015). However, this study will focus on showing employees’ attitude to training and development. 
[bookmark: _Toc527040161]Scope of the Study 
	Employment attitude towards training and development in the Ministry (DRC). This research helps to look at the real needs and requirements for the employees' development. This research will assist the management to determine the appropriate kind of training and development that will be friendly to the employees and only changed their attitude positively.  

[bookmark: _Toc527040162]Objectives 
1. To identify the employees’ attitude toward training at the Ministry based on Gender.
2. To identify the advantage and disadvantage of training programs from the employee’s attitude at Ministry.
3.  To highlight the challenges that face the implementation of training programs at the Ministry according to gender.
4. To analyze the employees’ attitude toward training methods.
5. To come up with some recommendation to improve training program at Ministry. 
[bookmark: _Toc527040163]Research Questions
RQ. 1: What are the employee’s attitude toward training at Ministry based on Gender?
RQ. 2: What are the advantage and disadvantage of training programs from the employees’ attitude at Ministry?
RQ. 3: What are the challenges faces implement of training programs at Ministry according to gender?
RQ. 4: What are the employees’ attitude toward training methods?
RQ. 5: What are the suggestion and recommendation to improve the training programs?
[bookmark: _Toc527040164]Purpose of the Study 
	As the organization squeezes some budgets and the time pressures continue to push the Learning and Development to the edge of the business priorities, this is an excellent time to hold this study. There has never been a critical time to focus on assisting the workers up-skill at The Ministry. Training can be looked at as presenting numerous challenges for the employees. For the Human Resource and the employers, the concerns tend to range from cost, disruption and time to the risk of investigating in the staffs on the employees only to see them fly the roost in favor of a couple of new roles. However, some employees do not seek training to assist them to move jobs, and some look at training as a deciding factor at various interviews. Training can seem expensive, but the slow-burning return usually ends up being instrumental to the recruitment and development of a business. For the staff, there exist numerous barriers which include stigma of people suggesting that other employees do not know how to handle their jobs which are coupled with a lack of time. In reality, training and nurturing a current workforce tends to make skilled, talented and productive workers that are better able to serve the business needs and show high confidence in their abilities.
	In the Ministry, beyond giving promotions, the ongoing development and support of the staff tend to play a vigorous role in talent preservation and the growth of the business. Around half of the workers tend to agree that the training can make them more productive, though ninety-two percent of the managers and the employees indicate that the budgets and time are amid the biggest barriers that prevent learning from happening within the organization. It is suggested that online courses, classes that take place in the evening and events tend to offer flexible ways to build training into the business with less disruption (Brayfield 2014). Genuine support from employers tends to increase the employees' engagement, job satisfaction, and loyalty. Numerous training programs can be used to help the employees' support the organization empowers their staff, bettering the business and raise the standards of the industry. 
	Understanding why the employees attitude changes in training can help build trust. Trust tends to only works when it is mutual and when there is a breakdown of expectations amid the managers and employees the results are poor productivity and an unmotivated, disjointed and unmotivated workforce. Through this research, the results will also help build trust by putting the staff in control in which there will be a lot of interactivity between the senior managers and the other employees. It will be easier to know the kind of training to give and one that they would value the most and invest their time and attention to. Also, out of this research, it will be easier to determine if the employees would prefer internal or external training and understand which will bring more ideas to the team. Being transparent with the employees regarding the options that are available to them to tends to give them empowerment on their career progression and even offers them some reassurance (Brayfield 2014). The payoff can be more cohesive, happy and productive work environment for the staff and managers. Lastly, the purpose of this study is that it will help yield communication which will help reap a lot of rewards for the organization. Out of analyzing the objectives and finding the answers to the research question, it will be easier to ensure that training and development are optimal and both the staff and the organization benefit from it. 











[bookmark: _Toc527040165]CHAPTER TWO
[bookmark: _Toc527040166]LITERATURE REVIEW 
[bookmark: _Toc527040167]Introduction 
	This section will focus on training and development definitions and concepts that organizations require for training and development, training needs identification and handover of training, presentation assessment and even training and development. This section will also look at training techniques that are often used, analysis and the advantages that come with training and development. 
[bookmark: _Toc527040168]Perceptions and Definitions 
	Staffs that are trained well are often key the success of the business (Cascio 2016). It's been indicated that some of the fruitful and creative staffs are usually those that have regular widespread training and development. These staff groups typically have the most substantial stake in the future of the organization. According to Cascio (2016), even in a situation where the staffs are selected prudently, it doesn't promise total satisfactory enactment from the staff. The staff has a potential to perform is one thing, but performing is a different case. Thus an employee that has a high potential cannot still do the work if the employee doesn't go through the program. This is usually why the introduction of the new employed employees often begins with the alignment of the organization. Crockett (2015), postulated that the HR is usually the most dynamic of all the resources and the organization and thus need to be given much attention from the management of the organization if the HR is to comprehend their latent in their work. Activities that are in the training and development like most business activities usually depend on the strategies and policies of the organization. A firm that generally has a training program that is well organized can be described as an institution that has "systematic training" which is the reason why some descriptions of a job tend to be inevitable in the selection and recruitment process. Furthermore, when a business is deciding on what they need on the program the organization has to begin the job description and then the performance appraisal.  
[bookmark: _Toc527040169]Training Meaning 
	According to Crockett (2015), training is described as a learning involvement that pursues a perpetual alteration in a person that will develop their capability on the work. This usually means that training should be molded in a way that will include either the altering or increasing the social behavior, knowledge, and skills. This alteration or the improvement of skills, social behavior, attitudes, and knowledge can include what the staff recognizes, how the individual works, the relation, and interaction with the staff and the managers. Training consist of planned programs that are designed to improve a person's performance, organization or even a group (Noe 2016). With the performance that is improved on people's part, group or organization tend to mean that there has been considerable alteration or enhancements in the social behavior, skills and knowledge attitude. Ford (2017), looks at training as the act of teaching and learning things for the main intention of assisting the members of the firm to get an even use the knowledge, attitudes, skills and aptitudes needed by the business. It is an act of growing the knowledge of an employee and skills for doing a specific job.
	Therefore, training should be looked at by the administration of the organization as a lasting investment in the HR department. Cascio (2016), looks ta training as a means of providing new and present staff the skills that they require to work. Also, training is looked at as the trademark of upright management, and when the executives disregard training, they are responsible for the disadvantages that will fall on the business. This is mainly a result of having possible staffs which do not assure that they will work well on their job. This’s mostly why the staff should know what exactly the management wants them to do and how they should do it. Therefore, teaching has had a somewhat inspiring record of swaying the efficiency of the business. Training has had an impressive record of controlling the organization's effectiveness. Management should look into leadership, work restructuring, motivation, development, training, and communication. Other definitions are often based on this context, and they include. Education, this is described as the basic instruction of skills and knowledge that are designed to allow individuals to make the most out of life. 
Training is another concept that can be described as the preparation of a particular occupation or a set of skills. Development is another concept that is common. It tends to look at a bigger outlook of knowledge and attainment of skills than training (Cascio 2016). However, it is less job based than it is career based. It’s more focused on staffs' possibility than an instant skill in which it looks at the employees' malleable resources. Learning is another concept that is vital to understand. It is defined as the process of getting knowledge, following the values and skills to to adapt to any setting. This supports all the other terms. Lastly, there is competence that refers to the capability of an individual to show others that they can carry out a job, the procedure of function to a prearranged standard. Ford (2017), indicates that training is an effort to recover the present or future presentation of the staff and it’s essential for both and existing staff.
[bookmark: _Toc527040170]Learning 
	This is a permanent change in behavior is due to some experience. If a supervisor handles an organizations counseling section and which leads to some changes in the style of counseling, then it is somewhat apparent that learning has taken place on the supervisor part. Though it is hard to define all, there is to learning, in some research it is looked at as a complex process of getting knowledge, having a better affirmation of the skills and the value to adapt to the atmosphere that people live (Fitzgerald 2016). How knowledge is gotten depends on three influences, and they include innate qualities of the learner, the teachers' skills, and the condition of the where the learning is taking place (Fitzgerald 2016).
[bookmark: _Toc527040171]Education 
	This can be described as a long-term activity mainly based on learning that is focused on preparing people for numerous roles in society (Fitzgerald 2016). The aim of the "education" is to benefit the person and the whole community. Garavaglia (2015), looks it in a different perception in which he describes that it aims at preparing people with skills and the information to make them respond implicitly to their surroundings and to go afterlives that are meaningful. Education, in general, helps people prepare for life. 
[bookmark: _Toc527040172]Training 	
	A learning activity that is focused on gaining particular information and skills for the intention of a task or even an occupation (Garavaglia 2015). The emphasis of training is usually the task; the attainment or leaning of particular competencies. When a manager goes through a sequence of how to take care of an employees' grievances, the supervisor by default has gone through "leaning" and "training" program that is designed to assist her to get the competencies (Garavaglia 2015). 
[bookmark: _Toc527040173]Performance 
	This is usually about the effort of the employees. The performance of the employees if measured based on the input-output of the relationship. It can be looked at as the measure of efficiency that inputs are used to build outputs. Performance is usually considered to be the productivity of the staff (Garavaglia 2015). 
[bookmark: _Toc527040174]Competency 
	This concept is not a resource that is physical. It is considered to be an innate or acquired characteristic of people with facilities superior or effective performance (Mirabile 2015). It can be a motive, knowledge, value, or personality trait that an individual has. They are of three kinds which include technical, managerial, and personal competencies. Technical competencies comprise of job knowledge or skills. They tend to be knowledge or skills that relate to a specific job or profession. For they tend to be particular to a position or job, technical competencies are different based on jobs (Mirabile 2015). Personality competencies tend to denote to the traits, knowledge, skills or qualities that are connected to the personality of a person. Competencies in personality usually cut athwart the jobs. A personality competency that can be needed for success in a job is needed for the success for other works. Competencies in managerial are information or even skills in the main management purposes. Organization function in this investigation look at the following communication, decision making, controlling, motivation and organizing. 
[bookmark: _Toc527040175]Outcome 
 	This are the staff's capabilities that HR pursues to deliver to a business by training (Mirabile 2015). Without the necessary capabilities, there is no inspiration that can make the staff do well. The three kinds of learning activities is apprehensive with varying degrees with getting information, comprehension, attitudes, and skills (Mirabile 2015).
[bookmark: _Toc527040176]Staff/ Worker/ Employee 
	These are people that are employed under an employment contract be it is part-time, continuous, casual basis or temporary (Bell 2017). 
[bookmark: _Toc527040177]Management Development 
	This is the process of trying to improve the effectiveness of the management by planning and deliberate process of learning (Bell 2017). 
[bookmark: _Toc527040178]Efficiency 
	The resources that are used to fulfill this goal is grounded on how materials, cash is needed for giving a capacity of results (Bell 2017). It’s usually calculated by the number of capitals that are used to give a service or a product. This often focuses on doing things the correct way.
[bookmark: _Toc527040179]Effectiveness 
	The level to which the staff attains an indicated objective. It tends to mean that the staff success in achieving what the person attempts to do (Bell 2017). It focuses on ensuring that things are done the right way and that the employees achieve it. 
[bookmark: _Toc527040180]Policy 
	This are usually straightforward rules that are used to rule the departmental operative so that in their application the goals that are desired are met. It’s usually a guiding platform for decision making.
[bookmark: _Toc527040181]Evaluation 
 	This is usually an attempt that is used to obtain data on the impact of a training program and to evaluate the worth of training in the midst of that data (Bell 2017). 
[bookmark: _Toc527040182]Succession Planning 
	This is a managerial inventory report that indicates what the person is prepared to move to an upper position in the business (Bell 2017). A sign of good business management is the events administration controls instead of waiting for actions to happen. This’s often the basis that is after the succession preparation and the growth of a career by a business to make sure that the business has the best individuals in the correct quality and quantity at the place and time to meet the purposes of a business and be on top of the rivalry. 
[bookmark: _Toc527040183]Development 
 	This is preparing the staff by training and learning for the future business needs. Its emphasis is usually on knowledge and individual development. Customarily, the subordinate staffs were skilled while the senior staff were developed (Bell 2017). This difference tends to focus on knowledge skills instead of the decision and interpersonal skills.
[bookmark: _Toc527040184]Organization’s Need for Training  
 	When a trained staff is used the organization tends to have some advantages and its employees as well. Therefore, for a business to expand and survive in modern global competitive and altering atmosphere mostly in technology, there is a necessity for companies to build programs that can show the staffs efforts, creativity, attention and innovations that the employees have (Seidle 2016).  Due to this reason the businesses that pursue to familiarize to the new arrangements and new cultures approaches of performing the administration and staff inspiration to deal with with the fast alteration and completion in the business atmosphere. Innovation variations tend to become fruitful when a person acquires a new viewpoint or understanding, skills, information and values. For instance, the overview of the practical and latest techniques in management presentation would need the staff that manage this system to comprehend the essential for it and even have the information and skills to execute it. This comprehension, skills, and knowledge can come from establishing training plans that will give these executors the ideal perspective, knowledge, and skills for the application that will be successful (Seidle 2016). The ultimate HR management results, therefore, tends to be performed and thus all the result such as morale or the staff, competencies, attitudes, and motivation tend to be performance determinants. Staff performance is about the staff output which is twofold. Firsts, the efficient use and second the translation of efficiency into services that are of excellent quality. HR training, development, and educational activities focus on equipping the staffs with the needed capabilities that they need for their actual performance when working.
	Therefore, it would be ideal to argue that, when there is no right type of competencies, there is no level of motivation be it on money or any kind will make the staff work credibly.  Seidle (2016), agrees that the competencies needed by the staff to carry out at an acceptable level fall into three distinct categories that may include managerial, technical and personal competencies. Planning intervention, therefore, should aim at giving the employees the needed technical, personality and managerial capabilities for them to fulfill and attain a high performance. The acceptance of this situation in a business like the Ministry can be a method for the business to be economical in the global system.  However, this doesn’t mean that the training happens to be the answer for the performance issues in a business.
	Fitzgerald (2016), indicates in a survey that was carried out in the United Kingdom in 2015 that displayed that the employees that are young in modern time value training opportunities over the bonuses and pay. According to this study, it is apparent that seventy-three percent of the people involved stated that they could stay with a business that capitalized energy and time in their growth instead of moving to a competitor business that paid more and little growth investment. 
	Furthermore, from a few years back, it is evident that the training of employees ought to be a significant entry on any business's programme (Fitzgerald 2016). This shows that each director should be responsible for their development and then the staff development. Therefore, the director should make the exertions that describe and measure the keenness of the worker's skills and create way for these people to grow the needed abilities. Nevertheless, for the manager to evaluate the keenness of the employees' capabilities and therefore set the goals needed for the development of these capabilities through teaching, the person should come up with a type of employee assessment system. A director has the responsibility for the presentation of the staffs and thus a director's success ought to be depended on the employees' capabilities.  A trained staff ought to upsurge the productivity and efficiency by lessening wastage and exhaustion. Fitzgerald (2016), states that every employee tends to fall into one of the three groups about competence to carry out a particular job. The groups include competent to carry out a recent job, not yet capable to carry out a up-to-date job and better than capable at doing a present job. Fitzgerald (2016), states that the chance to use training more influentially starts when the business has invested a lot in recruiting and has thus erected an employment pool with the better long-run possible and goals that are greater. 
	Seidle (2016), indicates that the competent staff does not stay competent forever. The skills fade, and they eventually become outdated, and thus new abilities need to be educated. It is apparent from a report that he cites in which the corporations that has two hundred or more staffs that are used over fifty-two billion dollars on training. A lot of the training is directed at refining and improving the technical abilities of employees. This kind of training has become crucial for two core motives which include, due to technology and organizational structure design. Second, jobs tend to change due to the new technologies and improved methods. Technical training is vital due to changes in the design of the organization. For instance, as the business flatten its structures, expand the use of teams and the breakdown of the traditional barriers, staff ought to master a wide variety of activities and increase knowledge of how their organization ought to work. 
	Training in normal terms is usually planned to develop the job abilities of the staff, though managerial, technical or personality. For instance, employees can be trained to operate machines, be taught new skills and even get introduced to methods that will help in personal development. According to Seidle (2016), an instance wherein multinationals, training is becoming vital in training people to work in different countries. Another situation where training is needed is when the business is implementing management be the objective program. This is the kind of training that is based on establishing the objectives and repeating the goal-oriented scheme of performance. The essence for training of the staff originates from the economic and demographic trends which means that there are radical alterations in the arrangement of the force of labor. More influences that disturb the numbers, types and requirements of accessible jobs tend to include employee dislocation, automaton as a result of the unions and acquisition.
	Mirabile (2014), quotes that the Motorola company spokesman once said that "we've documented the savings from the statistical process control methods and problem-solving methods we've trained our people in. We're running a rate of return of about 30 times the dollars invested – which is why we've gotten pretty good support from senior management." This’s a distinctive narrative that a methodical training and development policy which is well launched can yield benefits to the organization in saving cost, the effectiveness of the staff and the efficiency and the list can be endless. Training can be positioned in a somewhat tactical context. This happens when the model moves to the condition where the guides can sit with the organization's administration to look at the tactical objectives and goals and the knowledge and skills that can be utilized to fulfill these tactical objectives and goals.
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