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ABSTRACT 

Training is the process for providing required skills to the employee for doing the job effectively,  

Skillfully, and qualitatively. Training of employees is not continuous, but it is periodical and given in specified time. Generally training will be given by an expert 

or professional in related field or job. Training is required at every stage of work and for every person at work. To keep oneself updated with the fast-changing 

technologies, concepts, values and environment, training plays a vital role. Training programmes are also necessary in any organisation for improving the quality 

of work of the employees at all levels. It is also required when a person is moved from one assignment to another of a different nature. Taking into account this 

context, this unit aims at providing insight into the concept, need and methods of training, also areas of evaluation of training, retraining and dimensions of 

organisational learning.  

Over the past century, training and development in organizations has undergone a remarkable transformation. As the nature of work has changed, training objectives 

have broadened beyond improving efficiency on simple manual tasks to providing employees with the skills needed to perform complex and dynamic jobs. Once 

conducted almost exclusively on-the job by supervisors (Kraiger & Ford, 2007), technological advances now allow learning to occur on demand and virtually 

anywhere and at any time. The role of training and development has also expanded to where today it is viewed as not only a way to enhance individual capabilities 

but also as a valuable lever for improving team effectiveness and for organizations to gain competitive advantage (Noe, Clarke, & Klein, 2014). 

Accomplished of a research requires several things. In this view, the researcher used a number of techniques that were necessary to carry out the research successfully 

and resourcefully. Sequentially to carry out this research effectively, the researcher used questionnaires; interviews, and observation techniques. Ministry of Health 

consists of a large number of workers among them we have taken only 50 sampled respondents for the questionnaire.  

The Ministry of Health, Chipata, and Eastern province is delivering the effective training and development towards their employees in terms of seasonal and casual 

workers. They are doing the tremendous job in terms of giving job opportunities to the people of Eastern Province, in a special way to the people of Chipata. Though 

it was started only few years ago, but it has brought tremendous changes to the society on the whole to the country of Zambia. Through the Ministry of Health 

program, the small-scale formers get the subsidiaries to sow the seeds like maize, groundnut, soya beans, and together with the fertilizers and once they get the 

benefit the farmers have to sell their product to Ministry of Health, the Organisation also will pay the farmers the fair amount for their commodities.  
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 INTRODUCTION 

Training is the process for providing required skills to the employee for doing the job effectively, skillfully and qualitatively. Training of employees is 

not continuous, but it is periodical and given in specified time. Generally training will be given by an expert or professional in related field or job. Training 

is required at every stage of work and for every person at work. To keep one updated with the fast-changing technologies, concepts, values and 

environment, training plays a vital role.  
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Training programmes are also necessary in any organisation for improving the quality of work of the employees at all levels. It is also required when a 

person is moved from one assignment to another of a different nature. Taking into account this context, this unit aims at providing insight into the concept, 

need and methods of training, also areas of evaluation of training, retraining and dimensions of organisational learning. Training is a process of learning 

a sequence of programmed behavior. It is the application of knowledge & gives people an awareness of rules & procedures to guide their behavior. It 

helps in bringing about positive change in the knowledge, skills & attitudes of employees. Training is investment in getting more and better-quality work 

from your talent.  

Thus, training is a process that tries to improve skills or add to the existing level of knowledge so that the employee is better equipped to do his present 

job or to mould him to be fit for a higher job involving higher responsibilities. It bridges the gap between what the employee has & what the job demands.  

BACKGROUND OF THE STUDY  

Over the past century, training and development in organizations has undergone a remarkable transformation. As the nature of work has changed, training 

objectives have broadened beyond improving efficiency on simple manual tasks to providing employees with the skills needed to perform complex and 

dynamic jobs. Once conducted almost exclusively on-the job by supervisors (Kraiger & Ford, 2007), technological advances now allow learning to occur 

on demand and virtually anywhere and at any time. The role of training and development has also expanded to where today it is viewed as not only a way 

to enhance individual capabilities but also as a valuable lever for improving team effectiveness and for organizations to gain competitive advantage (Noe, 

Clarke, & Klein, 2014).  

This transformation has been accompanied by a growing and constantly evolving body of research across a variety of disciplines, including 

industrial/organizational psychology, military psychology, human factors, and cognitive psychology, which has advanced our understanding of how to 

design and deliver training and development in organizations (Salas & Cannon-Bowers, 2001). we examine this research evolution with particular 

attention on research published in the Journal of Applied Psychology (JAP). We also describe particularly important and relevant pieces published in 

other outlets. Our goal is to highlight what we have learned from training and development research published in JAP in the past 100 years and to provide 

recommendations about potentially fruitful areas for future research.  

The process we used to write this review included several steps. First, we created a database consisting of all articles on training, development, and 

learning published in JAP. We included articles on mentoring and rater training if they offered insights into the effectiveness of training and development. 

More comprehensive treatment of these topics can be found in the articles on mentoring and performance appraisal found in this special issue. A list of 

the JAP articles included in our database, organized by decade, is provided in the online supplemental materials. Next, we used citation analysis and our 

own judgment to identify key themes and articles. Last, our review of the key articles served as the basis for the citations and article summaries included 

in each section of the paper. We begin by presenting a timeline of training and development research in JAP and identifying key advances and innovations. 

We then examine four prominent research themes – training criteria, trainee characteristics, training design and delivery, and the training context – each 

of which provides unique insight into our evolving understanding of training and development. Finally, we discuss important directions for future research. 

METHODOLOGY 

Accomplished of a research requires several things. In this view, the researcher used a number of techniques that were necessary to carry out the research 

successfully and resourcefully. Consequently, the research methodology seeks to elucidate the variety of methods and techniques that the researcher used 

in order to get suitable information, sampling procedures and data analysis.  

SAMPLING DESIGN  

➢Methodology is a vital element for a research since it shows the appropriate ways in which data will be collected. For that reason, the research was 

conducted at Ministry of Health in Chipata Eastern Province. Sequentially to carry out this research effectively, the researcher used questionnaires; 

interviews, and observation techniques.  

➢These approaches were engaged in order to find out the effective way of giving training to the employees of the Ministry of Health. The survey was 

conducted by the use of a self-administered questionnaires which contains open ended questions.  

➢A survey of 50 small and medium enterprises who conduct business in Chipata district.  

Area of Study 

The research was conducted within the central business place of Chipata City 

TARGET POPULATION  

➢The research primarily the Seasonal and Casual Employees of Ministry of Health in Chipata those are involved in Cotton Ginnery, Mealie Meal 

Production, Oil Production, seedlings department and Field work department.  

SAMPLE SIZE  
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➢Ministry of Health consists of 95workers among them we have taken only 50 Sampled respondents for the questionnaire.  

TYPES AND SOURCES OF DATA  

➢In order to achieve the objectives of the research, two types of data were collected, that is, primary and secondary data.  

PRIMARY DATA  

➢Primary sources data was collected using a self-administered questionnaire (Appendix I). The questionnaires contained Closed-ended questions. 

Questionnaires were distributed to contact persons of the selected businesses.  

➢SECONDARY DATA  

➢The Secondary data collected constituted reviewing existing literature in form of Published  

Books and other Researches on the Internet, journals, magazines and any other published materials 

SAMPLING TECHNIQUES  

➢Convenience sampling was used to collect data from Ministry of Health Employees 

STATISTICAL TOOLS USED  

➢The data was analyzed mainly by using the percentage method. Preference of the respondents towards the different training Method using ranking 

method 

DATA ANALYSIS 

The research yielded the following data: 

TABLE NO: 1 

GENDER OF RESPONDENTS  

 

 

 

 

 

The above table shows the gender of Employees, 35 out of 50 represented by 70% of respondents being male and 15 represented by 30% of the respondents 

are female. 

TABLE No: 2  

AGE GROUP OF RESPONDENTS  

 

 

 

 

 

 

 

The above able shows the age group of Employees, highest number are those in the age group between 41-50 with a 38% and the lowest are in the age 

group of 31-40 with 16%.  
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TABLE No: 3  

FOR HOW LONG HAVE YOU BEEN WORKING FOR THIS ORGANISATION  

 

 

 

 

 

 

 

 

 

The above table shows for how long you have been working for this ORGANISATION. 14 out of 50 represented by 28% are Less than 1 Year working 

Experience, 35 out of 50 represented by 70% are 1-5 Years working experience Employees and 1 out of 50 represented by 2% are 5-10 Years working 

experience of Employees.  

TABLE No: 4  

HOW IS TRAINING HELPFUL FOR COMMUNICATION  

 

 

 

 

 

 

 

 

 

 

 

The majority of respondents in the table above How is training helpful for communication 24 out of 50 represented by 48% are keep good relationship 

among employees and employers, 21 out of 50 represented by 42% are increases the productivity and 5 out of 50 represented by 10% are attention the 

Organizational goal.  

TABLE No: 5  

ARE YOU ACTIVELY INVOLVED IN LEARNING DURING TRAINING PROCESS?  
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The above table shows that 44 out of 50 employees represented by 88% are actively involved in learning during training process, and 6 out of 50 employees 

represented by 12% not actively involved in learning during training process. 

TABLE No: 4.6  

DO YOU ACCEPT AND USE NEW CHANGES IN THE TRAINING AND DEVELOPMENTAL PRACTICES?  

 

 

 

 

 

 

 

The above table shows 24 out of 50 represented by 48% who have accepted and used new changes in the training and developmental practices and 26 out 

of 50 represented 52% who have not accepted and used new changes in the training and developmental practices. 

TABLE No: 7  

TRAINING COURSE FACILITATE YOU IN IMPROVING PERSONAL COMPETENCY 

 

 

 

 

 

 

 

The above table shows 40 out of 50 are training course facilitate employees in improving personal competency represented by 80% 10 out of 50 are not 

facilitate employees in improving personal competency 

TABLE No: 8  

TRAINING AND DEVELOPMENTAL PRACTICES FACILITATE THE EMPLOYEES TO GET INFORMATION ABOUT THE JOB 

OPPORTUNITIES WITHIN THE ORGANISATION 

 

 

 

 

 

 

 

The above table shows 32 out of 50 employees represented by 64% are training and developmental practices facilitate the employees to get information 

about the job opportunities within the ORGANISATION and 18 out of 50 employees represented by 36% are not encouraging the employees to get 

training and developmental practices facilitate the employees to get information about the job opportunities within the ORGANISATION 

TABLE No: 4.9  

TRAINING PRACTICES HELP YOU TO KNOW ABOUT THEIR INTERESTS AS WELL AS THEIR STRENGTHS AND WEAKNESSES 
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The above table shows 38 out of 50 employees represented by 76% said ‘yes’ for training practices help you to know about their interests as well as their 

strengths and weaknesses and 12 out of 50 employees represented by 24% said ‘No’ for training practices help you to know about their interests as well 

as their strengths and weaknesses.  

TABLE No: 4.10  

TRAINING FUNCTION HELP THE EMPLOYEES TO ACHIEVE SHORT- AND LONG-TERM CAREER GOALS  

 

 

 

 

 

 

 

The above table shows the training function help the employees to achieve short- and long-term career goals by employees, 42 out of 50 employees 

represented by 84% said ‘Yes’ and 8 out of 50 employees represented by 16% said ‘No’ to the training function help the employees to achieve short- and 

long-term career goals. 

TABLE No: 4.11  

THE MANAGEMENT PREPARE YOU FOR OVERSEAS ASSIGNMENT  

 

 

 

 

 

 

 

The above table shows ‘Yes’ to the management prepare you for overseas assignment the ratio is 25 out of 50 represented by 50% and 25 out of 50 said 

‘No’ represented by 50% that the management prepares you for overseas assignment. 

TABLE No: 4.12  

CHANGES ADOPTED BY THE MANAGEMENT IN TRAINING PRACTICES USEFUL OR NOT 
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The above table shows 33 out of 50 employees represented by 66% said that the Changes adopted by the management in training practices useful, and 17 

out of 50 represented by 34% said that changes adopted by the management in training practices are not useful. 

TABLE No: 4.13  

THE TRAINING COURSE HELP YOU TO WORK INDEPENDENTLY AND PRODUCE RESULTS 

 

 

 

 

 

 

 

The above table shows the training course help you to work independently and produce results. 21 out of 50 Employees represented by 42% said that 

they said ‘Yes’, and 29 out of 50 represented by 58% said ‘No’ to the training course help you to work independently and produce results. 

TABLE No: 4.14  

TRAINING PROGRAMS HELP YOU TO ACQUIRE NEW SKILLS AND KNOWLEDGE, AND APPLY THEM ON THE JOB  

 

 

 

 

 

 

 

The above table shows the training programs help you to acquire new skills and knowledge, and apply them on the job. 24 out of 50 employees represented 

by 48% said ‘Yes’ to the training programs help you to acquire new skills and knowledge, and apply them on the job and 26 out of 50 represented by 

52% said ‘No’ to the training programs help you to acquire new skills and knowledge, and apply them on the job. 

TABLE No: 4.15  

THE TRAINING AND DEVELOPMENTAL PROGRAMS ARE HELPFUL FOR YOU IN IDENTIFYING THE ACTIONS NEEDED TO 

TAKE TO ACHIEVE THE GOAL  
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The above table shows the training and developmental programs are helpful for you in identifying the actions needed to take to achieve the goal. 45 out 

of 50 employees represented by 90% agreed training and developmental plans are helpful and 5 out of 50 employees represented by 10% disagreed that 

the training and developmental programs are helpful for you in identifying the actions needed to take to achieve the goal 

TABLE No: 4.16  

THE DESIGNED TRAINING PROGRAM CHANGE YOUR ATTITUDE ABOUT DIVERSITY AND OR TO DEVELOP SKILLS NEEDED 

TO WORK WITH A DIVERSE WORK FORCE  

 

 

 

 

 

 

 

The above table shows the designed training program change your attitude about diversity and or to develop skills needed to work with a diverse work 

force. 22 out of 50 employees represented by 44% said ‘Yes’ that the designed training program change your attitude about diversity and or to develop 

skills needed to work with a diverse work force and 28 out of 50 represented by 56% said ‘No’ that the designed training program change your attitude 

about diversity and or to develop skills needed to work with a diverse work force. 

TABLE No: 4.17  

THE TRAINING PROGRAM ENABLE YOU TO EITHER REMAIN IN A TECHNICAL CAREER PATH OR MOVE INTO A 

MANAGEMENT CAREER PATH 

 

 

 

 

 

 

 

The above table shows t the training program enable you to either remain in a technical career path or move into a management career path. 10 out of 50 

employees represented by 20% said ‘Yes’ to the training program enable you to either remain in a technical career path or move into a management 

career path and 40 out of 50 employees represented by 80% said ‘No’ to the training program enable you to either remain in a technical career path or 

move into a management career path 

TABLE No: 4.18  

DO THE TRAINING AND DEVELOPMENTAL PROGRAMS HELP YOU TO TAKE RESPONSIBILITY AND AUTHORITY TO MAKE 

DECISIONS?  
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The above table shows the training and developmental programs help you to take responsibility and authority to make decisions. 32 out of 50 employees 

represented 64% said ‘Yes’ to the training and developmental programs help you to take responsibility and authority to make decisions and 18 out of 50 

employees represented 36% said ‘No’ to the training and developmental programs help you to take responsibility and authority to make decisions. 

TABLE No: 4.19  

DOES THE MANAGEMENT CONDUCT FORMATIVE EVALUATION TO IMPROVE THE TRAINING PROCESS?  

 

 

 

 

 

 

 

The above table shows 35 out of 50 employees represented by 70% who answered ‘yes’ that the management conduct formative evaluation to improve 

the training process and 15 out of 50 employees represented by 30% who answered ‘no’ the management conduct formative evaluation to improve the 

training process. 

TABLE No: 4.20  

WHAT IS THE IMPORTANCE OF TRAINING?  

 

 

 

 

 

 

 

 

 

 

The above table shows the importance of Training. 21 out of 50 employees represented by 42% said that the training will increase the productivity, 9 out 

of 50 employees represented by 18% said that the training will increase the productivity, 4 out of 50 employees represented by 8% said that the training 

will increase the productivity and 16 out of 50 employees represented by 32% said that the training will increase the productivity. 

TABLE No: 4.21  

WHAT DO YOU EXPECT FROM THE TRAINING PROGRAM? 
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The above table shows the expectation from the training program. 8 out of 50 employees represented by 16% said that the expected training program 

through Theories, 31 out of 50 employees represented by 62% said that the expected training program through practical Knowledge, 9 out of 50 employees 

represented by 18% said that the expected training program through Vocational Guidance and 2 out of 50 employees represented 4% said that the expected 

training program through Theory cum practical.  

TABLE NO: 4.22  

RATE THE QUALITY OF TRAINING THAT YOU RECEIVED FROM THE TRAINING SESSION? 

 

 

 

 

 

 

 

 

 

 

The above table shows the rate the quality of training that you received from the training session. 30 out of 50 employees represented by 60% said that 

rate the quality of training that you received from the training session are very beneficial, 8 out of 50 employees represented by 16% said that the rate the 

quality of training that you received from the training session are beneficial, 5 out of 50 employees represented by 10% said that the rate the quality of 

training that  you received from the training session are not beneficial and 7 out of 50 employees represented 14% said that the rate the quality of training 

that you received from the training session are un-importance.  

FINDINGS 

Percentage Analysis  

➢70 % of the male employees responded about the effective Training at Ministry of Health.  

➢70% of the employees worked from 1-5 Years, it shows that employees wanted to remain with Parrogate for long time.  

➢88% of the Employees actively involved in learning during training process.  

➢64% of the employees accepted the training and developmental practices facilitate the employees to get information about the job opportunities within 

the ORGANISATION.  

➢76% of employees accepted the training practices help to know their interests as well as their strengths and weaknesses.  

➢84% accepted the training function help the employees to achieve short and long term career goals.  

➢66% accepted the changes adopted by the management in training practices useful  
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➢90% of the employees accepted the training and developmental programs are helpful for you in identifying the actions needed to take to achieve the 

goal.  

➢70% of the employees accepted the management conduct formative evaluation to improve the training process.  

➢60% of employees accepted the rate the quality of training that conducted by the Organisation’s are very useful.  

SUGGESTIONS 

The Ministry of Health, Chipata, Eastern Province should give equal training, orientation or induction or initiation to all the casual and seasonal 

Employees.  

➢The Ministry of Health, Chipata, Eastern Province should monitor the employees, whether they follow the safety and security equipment’s during the 

working hours.  

➢The Employer has to follow the performance appraisal and assessment time to time  

➢The Ministry of Health has to follow the discipline and decorum of the employee’s time to time  

➢The Human Resource manager has to give proper training and induction before start the work.  

➢The Human Resource Manager has to give concern on the effective training to the seasonal workers  

➢When the ORGANISATION is giving training to the employees, the employee should learn with enthusiasm and with inspiration.  

➢Check the performance of the workers every quarterly, half yearly, and annually.  

CONCLUSION 

The Ministry of Health, Chipata, and Eastern province is delivering the effective training and development towards their employees in terms of seasonal 

and casual workers. They are doing the tremendous job in terms of giving job opportunities to the people of Eastern Province, in a special way to the 

people of Chipata. Though it was started only few years ago, but it has brought tremendous changes to the society on the whole to the country of Zambia. 

Through the Ministry of Health ORGANISATION program, the small-scale formers get the subsidiaries to sow the seeds like maize, groundnut, soya 

beans, and together with the fertilizers and once they get the benefit the farmers have to sell their product to Ministry of Health, the ORGANISATION 

also will pay the farmers the fair amount for their commodities.  
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