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‘ Abstract

Abstract

The vital role of training and development, and its positive impact on the effectiveness of
modern organisations is a key pillar in the success of not only individual employees, but entire
countries. This is especially true in Libya, a nation that has only just begun the process of
rebuilding its economy, and national infrastructure following years of devastating civil war. The
Libyan oil sector accounts for 80% of the country’s GDP, and 97% of all exports. Despite this,
the country’s unemployment rate hovers around 30%, while expatriate workers represent an

estimated one-fifth of the country’s labour force.

The aim of this research is to analyse the effectiveness and efficiency of training system in the
Libyan oil industry, leading to the development of new processes for the training. As a result, an
increased number of Libyan citizens will find meaningful and long-term employment, while the
country’s main economic driver — the oil industry — will rebound more quickly to its former
capacity. Production currently stands at less than one fifth of the 1.6 million barrels per day

Libya was producing before the political instability of 2011.

The design of this research study contained two stages started in sequence manner. Firstly, the
researcher conducted interviews with heads of training and development departments and other
management level personnel for eleven different Libyan oil companies, all of them working
under the umbrella of the Libyan National Oil Corporation. Then in order to validate the
data/information collected throughout those interviews, a questionnaire has been handled to the
employees in targeted companies. As result of choosing mixed methodology to be the research
method, this led to consider two bases for the research design. On the one hand, non-random for

the qualitative approach and on the other hand random for the quantitative approach.

The main finding of this research is that social factors characterising the Libyan society (tribal
system) such as nepotism, intermarriage and cronyism which locally known as “WASTA’’ have
affected the management of training process in the Libyan oil sector. This has resulted in a
negative competition atmosphere and developing significant job dissatisfaction. The researcher
has proposed to develop a model, through this research, that will result in efficient training and
development (T&D) system which will lower costs to business, improve turn-around times,
company productivity, and the livelihoods of tens of thousands of Libyan people desperate for
stable, and well-paying jobs in the aftermath of a deadly and destabilizing revolution. This
research contributed to knowledge through the development of a theoretical T&D framework in
the Libyan context, to enhance employees’ engagement and replacing the current negative

atmosphere to a healthier positive competitor environment.
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Chapter 1: Introduction

1.1. Introduction

Most business organisations realize that their potential and sustainable development depends on
their ability to create and develop high quality human resources. This may be achieved by
methods of continuous improvement which include training and development (T&D) (Oakland,
2011), as T&D represents a key pillar in the success of not only individuals and employees, but

entire countries (Ensour, 2013).

The role of training and development (T&D) and its positive impact on the effectiveness of
modern organisations (organisational level, operational level and individuals level) was the

major motivation behind this research in the area of human resource development.

Training and development complement dramatic changes taking place in technology, economic
conditions, and competitive climate, as well as the scarcity of natural resources and qualified
human resources, provide simplification to many of the difficulties encountered within these
interrelated factors (Hokoma, et al., 2007) and (Ahmad, 2004). The major aim of training and
development is to prepare individuals to adjust to current and future environmental changes. This
can be achieved through well-organised and systemic training activities to achieve strategically

targeted objectives (Fouche, 2006).

In order to establish successful training systems, there are many factors that should be clearly
defined. These include training functions in an organization, training objectives and strategies

and a systemic approach to training and training evaluation (Alhmali, 2007).

The oil sector in Libya represents one of the most organized sectors in terms of stability,
financial resources, and structure of the entire country (Abozed , et al., 2009). This will therefore
provide an opportunity to explore how the sector survives in a third world country, how well
their T&D system works, and compare the implementation of formal or informal training and
development strategies. As such, a number of oil companies — each working under the umbrella
of the National Oil Corporation in Libya (NOC) - were selected to gather the data set for their

training and development programs.

In this research, particular emphasis will be placed on the training system in Libya’s oil sector,
and its training cycle components. For example, system input (nominated staff for training) may
be divided in two major categories (i.e. entirely new employees, and current employees which
include top level management, operational level management, and individuals - is there a clear

path/plan for personal development in each category?). The research will also examine training
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goals and the organisation's strategic goals (are they linked, matched or synchronous?), how
training needs analysis (TNA) are conducted (what are key performance indictors KPIs in
place?), and most importantly, how social factors such as WASTA and nepotism - common in

that part of the world - impact the training system.

1.2. General background to the study and current academic gab

This section establishes a foundation and develops a contribution to knowledge of this research.
Many world leaders in the business management field agree that training is a cornerstone in any
organisation’s journey towards success. For instance, in Juran’s philosophy, one of the key
beliefs is that “training is essential and start at the top” (Beckford, 1998, p. 113). Also, Oakland
emphasized that in regards of a process of total quality management (TQM), “training is crucial
to success.” (Oakland, 2014, p. 359). Beckford (2016) and Oakland (2012) summarised the
theories and contributions made by quality “Gurus” such as Crosby, Deming, Feigenbaum,
Ishekawa, Juran, Oakland, Shingo and Taguchi. All aforementioned business management and
quality management “Gurus” agree that training is essential to enhance and develop employees’
performance to eventually deliver better quality products which could be tangible goods or
services. Training and development processes involving individuals on all organisational levels
including; management level, operational level and subordinates’ level, is crucial to survive in

the global marketplace.

In fact, whenever business management and quality management “Gurus” tackle employees’
performance within an organization in their text books, they will link it to training and
development. Some have developed models related to individuals’/workforce performance. For
instance, Figure 1.1 shows fish bon diagram developed by Ishekawa and Figure 1.2 shows Total
Quality Management (TQM) model (4Ps) developed by Oakland. Both figures reflect the
importance of manpower/people performance within an organization to continuously enhance
quality within an organisation. No doubt, as part of continuous improvement philosophy
(discussed in the next chapter section 2.9), enhancing manpower/people performance related

directly to the training and development system in that organisation.

Oakland (2011) stressed that enhancing Manpower performance is the backbone of developing
the quality concept in organisations and this can be achieved by training. Figure 1.2 ‘Oakland’s
TQM model (4Ps) shows that people performance considered as fundamental foundation of his

model to manage a process and implement the total quality management within an organization.
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This figure has been removed by the author for copyright reasons

Figure 1.1: Ishekawa’s Fishbone diagram (Reproduced from Beckford, 2010, p. 102)

This figure has been removed by the author for

copyright reasons

Figure 1.2: Oakland’s TQM model (Reproduced from Oakland, 2012, p. 33)

With respect to a training system, Oakland (1989, 2003, 2004, 2012 and 2014) formulated the
training circle model as illustrated in Figure 2.5 (see Chapter 2, section 2.12) which demonstrates
the basic steps required to create a training system. Such a model and others will be discussed
and compared by examining several factors such as simplicity/complexity and practicality of use,
clarity of sequences, generality and compatibility of social cultural factors of third world
countries, in particular Arabic countries, to help to create/develop a new model considering
different cultural issues in the developing countries. Oakland (2011), -such an expert who has
been a ‘quality professional’ for over 30 years and considered one of quality management
“Gurus” as cited previously- recommended that in the next five years, research needs to be done

in the area of continuous improvement tools including T&D, he stated that “Quality
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improvement will be a continuous process and widespread attention will be given to education,
training and skills development activities, which will be assessed with regard to their
contribution to the quality policy” (Oakland, 2011). Further discussion of defining the gaps in

the literature is demonstrated in section 2.12 in next Chapter.

1.3. Conceptual framework of the research
The general focus of this research is presented in Figure 1.3 which demonstrates the conceptual

frame work of the study. The plan is divided into two phases:

Phase one: academic perspective; to create a clear understanding and set out the principal
concepts relating to the research topic T&D, critical discussion of theoretical foundations/models
from academic perspective point view which might represent the ideal and optimal case
scenarios as well as researchers’ contributions in the field (this is discussed in detail in the

Literature review chapter).

c ~\ c ~\
Phase 1 Phase 2

" v, " v,

s ~ ~ ~
Literature review Empirical research

" J . J

4 A e A
Critical discussion Critical discussion

" Y, o v,

recommendations
modify a model

Draw conclusion &

Figure 1.3: Conceptual framework of the research

Phase two: conducting empirical research through a case study (which designed in detail in
methodology research chapter) to understand the current situation, and what limitations and
difficulties (if any) might be faced in the workplace. Then, after critical discussion of the
findings in relation to the literature, a new model will be developed by modifying/building on
pre-existing models to effectively manage factors affecting training, particularly in developing
courtiers, especially in the Arab region. This will eventually lead to developing a contribution to
knowledge of this research. Basically, the main idea is to develop a simple framework to the

training system in the Libyan oil sector- considering the cultural and social factors which impact
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that part of the world. Results of the research would be implemented in third world countries
such as Libya and surrounding areas. The contribution to knowledge will be stated clearly in

chapter 7, section 7.8.

1.4. Introduction to the research case study

This section will establish a general background to the research case study. It will represent the
current situation of Libya in terms of the country’s attempts and efforts to invest in Human
Resource Development (HRD) and the budget allocated for this purpose, throughout and after
the previous regime era/before and after 2011 political instability. Discuss the efficiency of
Libya’s investment in HRD in forms of T&D internally and externally and figure out how

improvement can be achieved in alignment with the contribution to knowledge of this study.

It is worth noting that due to the difficulty of obtaining officially documented information from
the Libyan government, in some cases - as it will be noted in the context of this section - the
researcher relied on reports announced by the government on television, press conferences and

some local and international media to support argumentation and discussion.

1.4.1. Economic Impact, Government Response

According to Kaplan (2016), Libya has lost $68-billion in oil revenue, resulting in
unemployment levels at - or near - 30%. As a result, Libya’s GDP is estimated to have declined
by 10 percent and per capita income has fallen to less than US$ 4,500 compared to almost US$
13,000 in 2012.

Libyan government officials have acknowledged the need for increased and improved training
for several years, yet unemployment remains high due to lack of skills of local workforce in the
Libyan labour market which may be enhanced through T&D, and the economy shows few signs
of strength. In 2013, the General National Congress in Libya (GNC), agreed to send 30,000
Libyans abroad for studying and training; 20,000 be sent abroad for training courses, and the
remaining 10,000 be sent on study courses. The GNC had proposed that a total budget worth LD
10 billion (US$ 7.8 billion) be set aside for this proposal. This would constitute about 15% of the
total 2013 budget (Zaptia, 2013).

On one hand, such a major investment in its workforce reflects the priority of the government to
enhance a national workforce’s skills required in Libyan market labor. On the other hand, this
may lead to questions such as; was there a proper training needs analysis (TNA) conducted to

ensure the return on this investment?
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It is difficult to find more recent statistics due to incomplete government record keeping since
the 2011 uprising, but an annual report issued in 2012 by the Libyan Ministry of Labour and
Rehabilitation showed that the number of qualified job seekers -who met the minimum
requirements to be employed in Libyan workplaces- and unqualified job seekers is 1,113,458
persons, or approximately 19% of the population. On the other hand, the number of foreign
workers in Libya is 901,437 persons (IMVT, 2012). Essentially, almost one out of six people in
Libya require training and development in order to fulfil basic employment requirements such as
basic computer skills, use of internet and English language proficiency which in some cases is
required by employers, for instance, in the oil sector and health care sector. This underscores the
need for better training systems than that which is currently available. Aside from the potential
of increased employment, which may be achieved by enhancing the current skills level of
national workforce throughout proper training and development programs, this research could
also result in a reduction of — or reliance upon -- foreign workers in Libya. Beyond the oil sector,
this research may also have applications in other areas of the Libyan economy such as the

manufacturing industry, and agricultural industry to enhance its training turnover.

Based on governmental reports (Libyan Ministry of Labour and Rehabilitation, 2012 and 2013)
and the researcher’s working experience in the field of training, Libya is in need of a systematic
approach to face the challenges in vocational and technical training for the labour force in order
to develop and enhance the current number of job seekers. Such a claim is confirmed by former
Libyan Prime Minister Ali Zeiden who said the performance of trainees who have been sent

abroad was not satisfactory due to improper selection criteria (Conference, 2013).

Prior to the outbreak of the Libyan conflict (17th of Feb. 2011), the country was facing profound
work challenges. These challenges included high unemployment rates, where estimates indicate
rates of above 30%, especially among the youth (ILO, 2012). Such unemployment is due to lack
of qualification, and skills. Following the conflict, these challenges further increased. The
reconstruction of Libya’s infrastructure, economic system, social compact, and governance are

now an enormous task for the country (ILO, 2012).

1.4.2. Education Shortfall

The level of education possessed by post-secondary graduates in Libya does not fully satisfy the
standards of employers as a result of decisions made by the previous regime who ruled the
country 1969-2011. One such decision, made by the Ministry of Education in 1986, resulted in
the teaching of foreign languages - including English and French - being eliminated from Libyan
teaching curriculums. Decisions such as this have left entire generations of Libyans with

limitations in their comprehension of these languages (BBCNews, 2013). Furthermore, this has
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also resulted in increased expenditures for Libyan organisations seeking to train and develop
candidates for positions in the oil sector which require - at minimum - the ability to speak at least
one of the aforementioned languages (English or French) (Letts, 2012) and (Quryna, 2012).
Much of the training, therefore, must come from employers as opposed to the education system.
“The standard of teaching is poor across all levels, salaries are low and equipment is either very

old or non-existent.” (Joanne Finnamore-Crorkin, 2006).

Recently, after the revolution, the Libyan government has attempted to increase the quality of its
labour force by rearranging the management of training and development programs within all
organisations operating domestically (ILO, 2012). This has resulted in the establishment of new
governmental bodies such as the Ministry of Labour and Rehabilitation, and the Committee for
Injured and Revolutionists Affairs. These departments deal directly with preparation of local
training programs. For example, in Apr. 2013 the National Transitional Council granted a total
number of 18,000 scholarships over three years to members of the Committee for Injured and

Revolutionists Affairs (National Libyan Chanel, 2013).

1.4.3. Training and Continues/post Education Abroad

Due to a significant correlation between the quality of education and T&D, it is worthwhile to
make clear differentiations between them (this is will be discussed in greater detail in the
Literature review chapter). Kenny and Reid (1986) suggested that both education and training
are meant to promote and guide learning and assist in the accomplishment of goals that would
enable the individual to apply his learning in job-related settings. Although the two concepts can
complement each other, Kenny and Reid (1986) argued that training and education are different
to the degree to which their objectives can be specified in behavioural terms, in the time
normally needed to achieve these objectives, in their methods of learning, in the learning
material involved, and in the context in which learning materials are used. All of these elements -
training, development and education - have been considered as encompassed by Human
Resource Development (HRD). However, Anthony, et al. (1996) explained that “Training
provides an employee with skills that can be used immediately on the job. On the other hand,
development provides an employee with knowledge that may be used today or at some time in

the future”.

Recently in Libya, many contracts have been signed with other countries such as Turkey, Jordan,
the UK, France and the USA to provide training programs to the army and police sectors (Letts,
2012) and (BBC News, 2012) . Such urgent training to the security fields is needed to establish
and maintain security, especially after recent attacks targeting several embassies in Libya in

2012 (BBC News, 2012) and (Gumuchian & Shennib, 2013).
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Libya’s budget is further strained by millions of dollars spent every year on sending Libyan
University graduates abroad to continue their studies. According to the British Council director
in Libya, the British Council signed an agreement with Libyan officials in Apr. 2013 which
involves up to 5,000 Libyan scholars studying in the UK on an annual basis (Gough, 2013).
Financial estimates for this particular investment were not available, however, in Germany, the
annual costs of sending 700 Libyan students to study in that country in 2011 were almost US$

28.5 million (Zand, 2011).

According to the Ministry of Education in Libya, the Minister of Higher Education and Scientific
Research, in April 2013, granted scholarships to 5,692 candidates — 2,004 of those candidates
were faculty members, 2,659 were teaching assistants at Libyan universities, and 1,029 are top
graduates from the class of 2013. These scholarships do not include candidates who will be
offered similar opportunities by way of their involvement with the National Organisation of
Technical Education and Vocational Training, the National Organisation for Scientific Research,
Committee for Injured and Revolutionists Affairs, and other public bodies and sectors (Libyan
Ministry of Education, 2013). The statement stressed that the purpose of these scholarship
programs is to raise the efficiency of the university faculty members, and to invest in the human
resources as it is the foundation of the development. In spite of these challenges, and inefficient
systems, it is clear the country recognizes the value of effective education and training and
development systems, and has shown a willingness to invest substantial resources in hopes of
accomplishing such objectives. The researcher is interested in developing a streamlined
mechanism/framework of proper management of suitable training and development system,
showing its importance to save efforts, time, and money and to increase the quality of

employees’ performance in general.

1.4.4. Libya’s workforce

Although a bleak picture may be painted in regards to a national work force and how it is
impacted by a reliance on a foreign workforce in Libya, on the other hand some researchers
argue that there are advantages of relying on foreign workforce regardless of the significant
surge in operational expenses. A period of economic sanctions imposed on Libya by the United
Nations, lasting about a decade (1992 to 1999), led to a scarcity of qualified employees and
shortage in trained local workforce (Graisa, 2011). Consequently, in order to manage the
country’s development plans, it was necessary to hire foreign experts, which led to a significant

surge in operational expenses.

In the last two decades, and after the end of tension with the West, it was noted that the attention

paid by the Libyan state in terms of interest in infrastructure projects and the development of
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most sectors such as health, education, service and others, created new job opportunities in the
Libyan market. According to Shibani, (2016), Libya has the largest oil and gas reservations in
Africa, which make it a wealthier country than its surrounding neighbours, including Egypt,
Sudan, Niger, Chad, and Tunisia. Also, the nature of Libya’s geographic location permits easy
entry of many specialists from different industries into the country. On the other hand, Libya has
the smallest population in its geographical region. As a result, reliance on non-national

workforce has grown rapidly, which has enhanced Libya's economic development plans.

So for the purpose of enhancing and developing the efficiency of the national Libyan workforce,
Libya should take into consideration that a country's development plans are significantly affected
by the output of its higher education institutions, vocational schools, and training facilities.
Vocational education and training are necessary factors in the economic development process,
since they help to improve employees’ performance, develop efficient human resources, enhance
productivity, and decrease the gap between developed and developing countries (Atoki, 2013).
Furthermore, Shibani (2016) stressed that Libyan leaders and decision makers should realize the
positive impact training and development has on Libya’s national workforce. This matter should

be addressed by Libya's high commission bodies.

1.4.5. T&D providers in Libya and their obstacles/barriers

Abdulrahim (2011) stated that by 2010 there were about 1500 training and consulting centres
running in the country, each attempting to deliver training services. The National Institute of
Administration is the main training organization in the administrative sector. However, the
Ministry of Labour has about 200 training firms listed in its database, and only 10% of this list
provides nationally recognized training programmes. In fact, this reflects the challenges facing
Libya's training management sector, and shows how critical the situation is. One of the main
motivators behind conducting this research study is to enhance the quality of the training and

development system in Libya.
The obstacles facing Libya's T&D sector outlined as follows:

1. Inadequate definition of training needs. This occurred because there are no specific procedures
to conduct training needs analysis (TNA). Shibani (2016, p.33) stated “currently available
training programmes would seem adequate to cover only about 25% of the needs’’. He attributed
the inadequate training programs to the fact that governmental organizations, including oil
companies, usually neglected to carry out TNA for nominated candidates prior to placing them in
training programmes. This TNA should be conducted to make sure the training program content

properly matches candidates’ needs.
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2. Managers have been recruited, not based on experience and qualifications, but on informer
influences. Such influences include, “loyalty to superiors, political affiliations, tribal, kinship and
personal connections” (Shibani, 2016, p.33). He argued that this created many problems for the
workforce: “Arab trainers work for short periods and then change their mind and are unwilling to
work longer” (ibid). Undoubtedly, this attitude critically effects the training management in
Libya. When a non-national employee resigns - after gaining experience and spending a
considerable amount of time learning the current system - eventually the company needs to fill
the vacant position. Consequently, ongoing turmoil in the management training system in Libya

has emerged.

3. Lack of skilled training personnel, because the availability of skilled training personnel is less
than the demand. Also, due to the failure of management to attract and retain their skilled
employees, expert training personnel included - even after the employees gain experience and
build a reputation in the company. These skilled recruits are often attracted by well-paying job

offers from competitors in other countries.

1.4.6. Political Influences
In this section the researcher aimed to demonstrate the effect of political conflicts prior to and

after the 2011 uprising on the economy in Libya and the oil sector in particular:

1.4.6.1. Prior to 2011 Upraising

According to Crane, et al., (2012) Libya’s economic stability and growth will improve once it
increases oil and natural gas productivity. Gadhafi’s political policies limited economic
development for more than four decades, and focused on controlling the population. The
previous regime controlled Libya’s economy by limiting foreign trade and investment and
placing subsidies on food, fuel, and other goods and services. The country is struggling to
recover. During his rule, Gadhafi made sure he stayed in power by controlling Libya’s economic
policy. He denied attempts to reform the country’s market if reforms posed a threat to his

regime. Since most reforms did pose a threat, they were immediately denied.

Consequently, Libya’s private sector remains largely underdeveloped, and is unable to support
the country and its citizens. As a result, Libya depends on hydrocarbons for its main source of
income. Most of the country’s GDP comes from energy production (65 percent), and oil and gas
revenue supply 80 percent of government income. A staggering one third of Libya’s citizens
live under the poverty line, even though per capita income was $14, 100, which is considered
high (Crane, et al., 2012). As a result, achieving economic growth and stability is difficult after
the 2011 upraising with this legacy.
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In this regard, Graisa (2011) explained the effect of Libyan political system during the Gadhafi
era on the large companies working in the Libyan market, Oil firms included. He said “Central
government in Libya is made up of General People’s Committees (GPCs) that cover the core
national issues, including finance, justice, economy and trade, workforce and training, planning
and tourism, energy, etc. Secretaries of the GPCs hold the equivalent of Ministerial rank and act
as a link between the People's Committees and the Executive” (Graisa, 2011, p.3). He argued
that “Libya has a unique political, social and economic system” (ibid), which severely affected
the management process in the public companies because of the possibility of abuse of the social

and political system by the workforces.

Figure 1.4 show that the workforce has the ability to manage the firms indirectly, through their
connections in the local People’s Committees to interfere the need to change higher management
levels includes head of departments and chief executives. Lastly, he stressed that the sanction
throughout the period of 1990 to 2003 on Libya enforced by the United Nations due to the
political issues, has created a harmful consequence on “the availability of modern industrial
technologies and technical training, which made it extremely difficult to maintain and sustain a

productive and efficient culture within factories” (Graisa, 2011, p.4).

This figure has been removed by the

author for copyright reasons

Figure 1.4: The unique influence of the political system and the external factors on the management process
of the company and the factories (Reproduced from Graisa, 2011, p.3)

1.4.6.2. After 2011 Upraising
Many issues have increased significantly after the revolution of 17 Feb. 2011, such as security,
civil war which led to the exodus of foreign skilled workforce. According to Shibani (2016,

p.32) “Libya is still faced with a shortage of skilled and trained people in several fields; new
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needs have emerged as a result of changes in the economic and social structure after the

revolution of 17 February 2011

In addition, according to Crane, et al., (2012) since the General National Congress (GNC) new
former regime in Libya, political investments have not bounced back. In fact, the government
has spent more on investments than they've received in return (Section 1.3.3 showed
aforementioned examples), and budget expectations have not been met. It seems that the current
Libyan government is not planning well for the future. Another example, the GNC has
significantly increased political salaries and subsidies, spending more than in the past, and is not
investing or saving enough income to create security and long-term growth for the country. To
bring fiscal revenue back into balance, the government must either decrease management

expenses or increase oil and gas income, or a mix of both.

The GNC has been taking money from the Libya Investment Authority, the Sovereign Wealth
Fund (SWF), to pay for recovering from the previous regime and balancing their accounts.
During the Gaddafi era, the government poured resources into the Libyan Arab African
Investment Company. Allocating resources to this fund was part of the regime’s international
investment and foreign policy plan. The Libyan population was not happy with these decisions.

Currently, these resources are frozen (Crane, et al., 2012)

Very recently the political situation become very complicated and has severe effect on Libya’s
economy. According to Hall (2016) “Effectively, Libya now has three governments, none of
which can actually govern”. At the time of writing this thesis, there are three governmental
bodies in Libya, two of them in Tripoli which are (presidential council and temporary
government) and one in the east region of the country. This situation has led to ambiguity in
managing the Libyan Oil Sector (LOS), as it is owned by the state. Libya's ability to rebuild its
crude production will face difficulties due to the ongoing restrictions on the budget of the NOC

(NOC, 2018).

In contrast, Crane, et al., (2012) argued that, Libya’s energy industry is very wealthy, despite
overall economic and political challenges. The country has the largest oil reserve in Africa. Not
many countries have more oil reserves than Libya: it is among the top-ten countries worldwide.
Libya has stored 47.1 billion barrels of oil reserves, and they also have generous natural gas
reserves. Ninety-five percent of Libya’s foreign trade income comes from hydrocarbons, mostly
oil. The government depends on oil revenue to sustain itself, 90 percent of their income comes
from the energy sector. Libya’s civil war dramatically affected the oil industry, and oil

production was almost suspended during wartime.
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Currently, Libya produces 700 thousand barrels per day(mbd), compared to their normal 1.8
(mbd) - the pre-civil war level. Libya is also producing natural gas again. Based on the above,
the researcher believes that now it is a necessity more than at any time before, to aim all the
effort to enhance the performance of the human assets in the Libyan economy, and in particular

in the Libyan oil sector as it represents the back bone of the economy.

1.4.7. Critical Discussion

On one hand, although it is clear that the Libyan government allocated a significant portion of its
budget to invest in Human Resource Development (HRD), on the other hand, employers are
largely unwilling to employ Libyans due to a lack of basic skills. This leads to questioning the
efficiency of training needs assessment and the entire training system as whole, starting from
how to nominate candidates to take part in training and development programs both internal and
abroad, ending with reviewing and evaluating its outcomes. For instance, is there a defect in the
management system of training or is there factors that are not visible in the process and/or there
are other reasons? Or maybe the problem is more general and larger, and does it include the

quality of education sector outputs?

This study is part of a continuous improvement process philosophy, and it is an attempt to
enhance the efficiency of the training and development system in Libya, considering visible and
invisible factors may affect T&D system such as social factors. Eventually, an improved system
will lead to an enhanced skill level of Libya’s workforce. In turn, this reduces the reliance on
expatriate workers, thus creating new jobs for local workers, strengthening the country's
economy and reducing operating costs. In terms of science, the research endeavours to develop a

model which represents a solution to the problems associated with T&D in this part of the world.

1.5. Research’s Aim, Research Questions and Objectives of the Study

1.5.1. Research’s Aim and Research Questions

The research’s aim, research questions and objectives will form a clear sequence of the research
phases. The main aim of this research is to develop a practical system framework to make the
training process more efficient, and more effective in terms of reducing the amount of time,
effort, and costs currently associated with the process of a training system and personal
development plan in the Libyan oil sector. This research aims to answer the research questions

which will be clearly stated:

e How does the training and development system work in Libyan Oil industry?
e What are the limitations and drawbacks of the training process in Libyan Oil industry?

e How to develop an efficient system?
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The oil sector in Libya will be the focus of this research because it is the main driver of the
Libyan economy, but the sector has come under great strain since the uprising in 2011. It is also
a high risk business, and those involved should be subject to intensive professional training in

order to raise the knowledge, know-how and experience of its workforce.

1.5.2. Research Objectives

The objectives guide how the research will be carried out, which will be in five phases:

e To establish best practice of training and development.

e To focus on fact finding, and identifying the current training and development system
utilized by the Libyan oil industry.

e Assess the feasibility of the current system, draw a clearer picture of the current situation,
including the mechanism of establishing a training and development plan, the training
needs analysis, and strategic goals of the training.

o Identify limitations and drawbacks.

e Develop a streamlined system/framework to address existing drawbacks.

e Assess the suggested framework.

1.6. Research Idea and the Rationale: Professional Development for the Researcher
The author has worked for the Ministry of Planning since 2006, and underwent a period of study
in the UK in 2006-2007 to develop my knowledge and skills in Further Education (FE)
management, as part of an educational project to be worked on subsequently in Libya. The
author’s studies covered areas of educational leadership and professional governance, such as
leadership, strategy, quality assurance, benchmarking, pedagogical studies and practices, student
guidance and support and accreditation processes and procedures for the United Kingdom (UK)
qualification frameworks. On my return to Libya, the author was instrumental in ensuring these
practices were embedded into the institute of Management Development Professional
Certification Centre (MDPCC); which is a joint venture with the English training company TQ
Ltd. The author contributed to the development of the leadership and management faculty, and

design of educational frameworks.

Through periodic training programmes, both management related and technical related training
courses run by MDPCC, there was a significant waste in terms of expenditures on training in
Libyan employment sectors in general. Most industries sent their employees to be trained at
MDPCC. However, most of these candidates underwent a period of training before they were
sent to MDPCC, which reflects a clear lack of training needs analysis in every sector nationwide.

Eventually, this issue led to recommendations for further in depth investigations, and a
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comprehensive study of the training system in Libya, which was the main motivation behind

conducting such research.

1.7. Study Justification

1.7.1. For the Science

Oakland (2011) stated that there is growing attention being paid to reducing costs associated
with quality, although demand for quality products (goods/services) is still a priority. Even
though poor quality goods producers are facing harsh and fast punishment in the marketplace by
way of products recalls, he emphasized that research is needed to truly understand the important
quality issues in the next five years. He stressed that there is a need to develop a better
understanding of the use of quality tools -such as training- in support of continuous
improvement. This research will investigate the social factors which may affect the training and

development system and manage their affects.

This research is an attempt to bridge a gap in the literature on training systems to increase
knowledge in this area. Considering the third world, in particular Arabic regions, bear in mind
the similarity in social factors characterising that region of the world. Although this study is
focused on a developing country, even in developed countries like the UK, training and
development has an essential effect on industry professionals, and organisational development in
the business world. In fact, training and development is a main priority of most organisations in
the UK. However, many companies struggle to implement training and development programs

and training goals are not reached.

For instance, according to Fielden (2005) in a study involving 1,153 organisations across the
United Kingdom the results of these surveys indicate that the actions of many organisations do
not match their communicated goals with their employees when it comes to coaching and
training their employees. This means that even in developed countries where the benefits of
training had been recognized a long time ago, there is a need for organisations to review their
training systems. Undoubtedly, in Libya, a developing country, firms and organisations also
needs to review their training system. Furthermore, social and business disciplines will likely
benefit from the generalisations resulting from this research, since it will tackle the relationship

between social factors which may affect T&D and strategic planning in business firms.

1.7.2. For the Libyan Oil Industry
To draw a full picture of the current situation in Libya's oil sector, the researcher decided to

summarise the sequence of historical events in the industry leading to the present moment.
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Historically, the birth of the oil industry was in 1956 when international firms were given the
first oil contracts. After commercial oil resources were found in 1957, Libya exported oil for the
first time in 1961. Soon afterwards, Libya started exporting oil regularly, and became well
known as a major oil exporter. By 1970, the oil and gas industry was booming: Libya reached

sixth place worldwide for oil production (Businessinsider, 2011).

According to a study conducted in 2009, oil and gas is the most valuable resource in Libya, and
fuels the entire economy. Libya’s National Oil Corporation (NOC) oversees the operation of the
oil and gas industry. Since 1968, the NOC and its branch companies have taken care of the
manufacturing process, and production and development, including searching for new oil and
gas resources. They've also marketed the oil and gas resources both nationally and worldwide.
Furthermore, the NOC has partnered with international oil companies, creating shared projects,

to explore new oil and gas reserves (Abozed , et al., 2009).

International trade was very restricted in Libya between 1992 and 1999, due to various sanctions
and embargoes placed on the country by the United Nations (UN). Since the UN removed the
sanctions, Libya has invested more energy and resources into the energy sector. The government
has also tried to draw international investors to the country by changing its foreign exchange

policies, loosening former controls (Biltayib, 2006).

Despite former economic restrictions, Libya appeals to foreign investors for many reasons.
Libya's hydrocarbon resources, including crude oil, are excellent quality, and the price for oil
recovery is relatively cheap. Furthermore, located on the coast of the Mediterranean, Libya is
close by European countries, including the lucrative French, Spanish, Italian, and German
markets. Libyan political officials have also made a commitment to join the World Trade

Organization (WTO) (John, 2009).

Abozed, et al., (2009) argued that, as result, training a qualified team of managers and employees
will be crucial moving forward; these individuals will help Libya meet the demands of its ever-
expanding oil industry. A new strategy for enhancing training procedures must be developed and

implemented.

Undoubtedly, the need for such experts to wisely manage this backbone sector of the Libyan
economy 1is in high demand nowadays, especially since the strain placed upon the oil industry
after 2011 upraising. This was emphasized by Crane, et al., (2012), he stressed that Libya could
rely on hydrocarbons as a profitable, stable source of income. The resources must be managed
properly, however, to ensure long-term financial and government success. Unwise management

of hydrocarbon resources could spell disaster for the country, increasing corruption, inefficient
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government aid, and inhibit private sector growth. Libya, as a post-civil war state, requires

careful resource management.

1.8. Thesis Structure

This thesis contains eight chapters as follows:
Chapter One: Introduction to the Research Problem

Represents the importance of the research in relation to the current academic gap that needs to be
bridged, the contribution to the knowledge, and its importance to Libya and the surrounding
region. It also establishes the conceptual framework/plan of the research, while demonstrating
how a contribution to knowledge of this research might be accomplished. In addition, it provides
a general background to the research case study, sets out the aim, objectives of this study, and

the rationale. Finally, it also provides justification of conducting the study.
Chapter Two: Literature Review

The state of the art of training and development. It provides the models which have been
established by business management scholars and other developed one, which will be critically
discussed in terms of simplicity/complexity and practically of use, clarity of sequences,
generality and compatibility of social cultural factors of third world countries, in particular
Arabic countries, to help to create/develop new model considering different cultural issues in the
developing countries. Also, provide an overview of up-to-date previous studies that have been
conducted in developed and developing countries on training and development. Critical
discussion of the literature will also be undertaken in order to define the gap to be bridged

throughout the contribution to the knowledge of this research.
Chapter Three: Research Methodology Approach

This chapter considers the methodology implemented in this research in order to achieve its
objectives. It describes how the research approach of this study will be carried out. This will
illustrate the research design, specify and justify the combination of sampling
strategies/techniques were applied and the justifications behind this mixture. Define the proposed

subjects and the research instruments of the study for each approach.
Chapter Four: Quantitative Data Analysis

The main purpose of this chapter is to organize and represent the raw data gathered via the
questionnaire, in the form of statistic frequencies and charts. Observations and conclusions will

be drawn where applicable from this presentation and primary analysis. Further discussion and
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comparisons wherever applicable will be conducted in the form of corresponding tables, or

correlations in chapter 6. Accordingly, a need for further investigations will be defined.
Chapter Five: Qualitative Data Analysis

The primary aim of this chapter is to present and undertake a primary analysis of the raw data
collected from the interviews, specifically as a supportive or comparative source to findings that

came from the questionnaires.
Chapter Six: Summary of Findings, Secondary analysis, Discussion and Conclusion

This chapter aims to summaries the main findings from the primary data analysis (Qualitative
and Quantitative). Establish further or secondary analysis by conducting comparisons among
employees’ responses on several levels (where applicable), in order to strengthen preliminary
conclusions and to determine whether or not there is an outcome which may require further
investigations. Conduct critical discussion of the emerged findings from the data analysis
presented in Chapters 4 and 5, in relation to literature in order to establish the basis of
development of a proposed model of training and development system for oil industry in Libya

to enhance the current situation.
Chapter Seven: Proposed Model and validation process

This chapter builds on the findings and presents a framework to improve the training system in
Libyan oil sector, that would result in enhancing the efficiency of training which will lower costs

to business, improve turn-around times and company productivity.
Chapter Eight: Conclusion and Recommendations

Sets out the final conclusion. represent the contribution to the knowledge of this research, as well

as limitations of the thesis and making recommendations.
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Chapter 2: Literature Review (State of the Art)

This chapter is divided into two major parts. The first part initiates with reviews the relevant
definitions and terms of the T&D. Then, deals with the importance and benefits of T&D,
deciding on T&D, training needs analysis (TNA), design training programmes, training methods,
implementation stage, training evaluation, the training process as an integrated system and
training barriers. The second part deals with the previous studies related to T&D in different
regions of the world, T&D in Arab countries and cultural effect. Finally, it concludes

comparative discussion and defining the gaps in the literature.

2.1. Introduction

In terms of the research objectives this chapter establishes the state of the art of training and
development. The chapter begins by giving a broad picture of the topic, in which it presents
several definitions of training in various contexts and distinguishes training from other
progressive functions like education and development and explains the importance of training for
an organization. Also, it considers different aspects related to training management and explains
the systematic approach to the training process and the relevance of training needs analysis

(TNA) within this system.

It provides an overview of up-to-date previous studies that have been conducted in developed
and developing countries on T&D. Critical discussion of the literature will also be undertaken in
order to define the gap to be bridged throughout the contribution to the knowledge of this
research. It presents various training related models. These models will be discussed in terms of
simplicity/complexity and practically of use, clarity of sequences, generality and consideration of
social cultural factors of third world countries, in particular Arabic countries, to help to

create/develop new model considering different cultural issues in the developing countries.

The literature presented in this study helped in achieving the first objective of this research.

Moreover, it helped in developing the theoretical framework which is the main aim of this study.

2.2. Definitions and terms of training and development

In practice, the terms ‘Training’ and ‘Development’ are often used in parallel, (Pepper, 1984).
Garavan et al., (1995) explained training and development as, the planned learning and
development of people as individuals and groups, to the benefit to the business as well as
themselves. Wexley and Latham (1991) used the phrase training and development to refer to a
planned effort by an organization to facilitate the learning of job-related behaviour on the part of
its employees. T&D activities serve different purposes based on the need for them. A need for

training occurs when staff lack skills, knowledge, or ability to perform their current job. As a
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result, correction of the situation should be done promptly (Fairfield & James, 1987). According
to Taylor (1996), training is a systematic process concerned with facilitating the acquisition of
skills, knowledge and attitudes which result in improved organizational performance. Hackett
(1997, p. 3) defines training as “the task of bringing people to the desired standard of efficiency
or helping them to learn to do things the way needs to be done”. Similarly, Armstrong (2006, p.
575) defines training as “the use of formal processes to impart knowledge and help employees to

acquire the skills necessary for them to perform their job satisfactory”.

Laird et al. (2003, p. 13) provide a concise definition of training when he said, “an experience, a
discipline or a regime which causes people to acquire new, predetermined behaviours”. They
emphasise that change in behaviour is a major indicator for training success. In this view, the
training department should seek to achieve the organization goals by solving performance
problems as well as other human performance problems in the whole organization. Goldstein
(1980) formally defined training as “the acquisition of skills, concepts or attitudes that results in

improving performance in an on-the-job situation”.

Training and development can be described as a planned continuous process to improve the
employee competency level and the organizational performance. So, training is conducted to
provide trainees with knowledge and skills needed for their job. Robinson (1985) views training
as any instructional or experiential means to develop a person's behaviour pattern, in the areas of

knowledge, skills or attitude in order to achieve a desired standard or level of performance.

Armstrong (1999, p. 198) suggests that training “fills the gap between what someone does and
what he should be able to do. Its first aim to ensure that, as quickly as possible; people can reach
an acceptable level in their jobs. Training then builds on this foundation by enhancing skills and
knowledge as required to improve performance in the present job or to develop potential for the

future”.

United Nations for Education, Science and Culture Organization, UNESCO (1978, p. 38),
defines training as “activities which aim at providing the skills, knowledge and attitudes required
for employment in a particular occupation, group of related occupations or for exercising a
function in any field of economic activities. Within this broad term, a number of derivatives or
subdivisions may be noted based on the purpose or level of the training, the age group or other

characteristics of the trainee, the place where the training is given, etc”.

Reid, et al., (2004, p. 2), depicted training as, “a planned process to modify attitude, knowledge,
skills through learning experience to achieve effective performance in activities or ranges of

activities”. This definition is based on a planned process which helps employees gain adequate
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knowledge and skills. This is necessary to perform their duties effectively. Table 2.1 summarises

other definitions of training.

Table 2.1: The Common Definitions of Training (Reproduced from Ghufli, 2014, p. 15)

Training Definitions Authors
“Training is the systematic development of the attitude and skill behaviour Oliseh
pattern required by an individual in order to perform adequately a given task. (2005 p.112)

Training is designed to change the behaviour of the employee in the work place
in order to stimulate efficiency and higher performance standards.”

“It is a learning process that involves the acquisition of knowledge, sharpening Giri

of skills, concepts, rule, or changing of attitudes and behaviours to enhance the (2008 p.3.6)
performance of employees.”

“It is the use of systematic and planned instruction activities to promote Armstrong
learning.” (2009, p.675)

“It is a planned and systemic effort to modify or develop knowledge, skill and Buckley and Caple
attitude through learning experience, to achieve effective performance in an (2009, p.9)
activity or range of activities. Its purpose, in the work situation, is to enable an
individual to acquire abilities in order that he or she can perform adequately a
given task or job and realize their potential.”

“Training is the process of developing qualities in human resources that will Ghuman
enable them to be more productive and contribute more in the achievement of (2010, p.334)
organisational goal.”

“Training can be defined as an organised process concerned with the acquisition Alkinani
of capability or the maintenance of existing capability.” (2013, p.48)

2.3. Distinction between training, development and education

According to the Manpower Service Commission (1981), development is the growth or
realization of a personal ability through conscious or unconscious learning. Development
programs usually include elements of planned study and experience and are supported by
coaching counselling facility. In Armstrong's (1999, p. 198) view, development is, “the
modification of behaviour through experience. It provides for people to do better in existing jobs
and prepares for greater responsibility in the future”. Therefore, training and development are

differentiated by their time orientation, and by their breadth or specificity of focus.

According to Cole (1993), training usually implies preparation for an occupation or  for specific
skills; it is narrower in occupation than development, and it is job-oriented rather than personal.
On the other hand, development is a broader view of knowledge and skills acquisition than
training, it is less job-oriented than career-oriented, and it is concerned more with employee than
with immediate skill and it uses employee’s adaptable resources. Similarly, Anthony, et al.

(1996) explained that “Training provides an employee with skills that can be used immediately
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on the job. On the other hand, development provides an employee with knowledge that may be

used today or at some time in the future”.

Other writers have distinguished training from development in terms of the position in the
organizational hierarchy to which they are directed. Casico (1992) suggested that lower-level
employees are trained while higher-level employees are developed, although he used the terms

training and development interchangeably in his work.

Morse (1985, p. 24), gave another distinction between training and development, when she said
that education and training continuous to plague academics. She argued that “training
concentrates on the development and maintenance of the competencies to perform role and tasks
in a certain work situation. Education, however, is more concerned with the general growth and

development of the individuals™.

Many researchers distinguish activities aimed at generating learning to enhance one’s current job
performance (training) from those activities aimed at preparing and employee for some future
job assuagement (education). For instance, Kenny and Reid (1986) suggested that both education
and training are concerned with promoting and guiding learning and assisting in the
accomplishment of goals that would enable the individual to apply his learning in job-related
settings. Although the two concepts can complement each other, Kenny and Reid (1986) argued
that training and education are different in the degree to which their objectives can be specified
in behavioural terms, in the time normally needed to achieve these objectives, in their methods of
learning, in the learning material involved, and in the context in which learning materials are
used. All of these elements, training, development and education, have been considered as
encompassed by Human Resource Development (HRD). Learning according to Wexley and
Latham (1991) is perceived as “a relatively permanent change in behaviour that occurs as result

of practice”. Behaviour includes the knowledge and skills acquired by people.

2.4. Objectives and benefits of training and development

Training and development are viewed by researchers in different ways, though all of them focus
on the positive role of training at the individual level, the organizational level. Often top
management in an organization chooses training as a solution to problems encountered.

However, the question that may be raised is this - is training always the solution?

Where problems are associated with a lack of knowledge or skills or attitude, typically training

will provide a solution.
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To decide whether training is needed, a question essentially to be asked in terms of achieving the
targeted or desired performance is: “Does the employee know how to meet the performance
standards for an accountable task?” (Laird, et al., 2003, p. 59). Oakland (2014, p. 390), believed
that “education and training is the single most important factor in actually improving quality and
business performance, once there has been commitment to do so. For education and training to
be the effective, however, it must be planned in a systematic and objective manner to provide the
right sort of learning experience”. He (ibid) added that “Education and training must be
continuous to meet not only changes in technology but also changes in the environment in which
an organization operates, its structure and perhaps most important of all the people who work

there”.

Regarding the issue of training and development Grant and Smith (1984), say that there are three
major objectives of concern; firstly, to provide the knowledge, skills and attitudes needed for
individuals to undertake their current job effectively, as well as to assist employees at all levels
to extent their abilities and to understand the implication and significance of their roles.
Secondly, to help employees to become capable of assuming other responsibilities within an
organization, either at higher or at their current levels. Thirdly, to help employees to be adept to
changed circumstances facing the organization as a part of the process of organizational

development.

Coussey and Jackson (1991) assert the need for training to raise awareness and get support, to
develop a strategy for changes in practices to impart information, knowledge and understanding,

to develop new skills, enhance experience and confidence.

Atwood (1989) stress that training can increase competency, skills, confidence, awareness and

knowledge among employees. It may contribute to the organization in a number of ways:

e To assist workers to perform at the optimum level in current jobs.

e To develop employees for future jobs.

e Increased productivity through faster, more skilled work.

e Reduction of costs, less wastage and fewer errors.

e Reduction in interpersonal and performance related problems with supervisors and
managers because of enhanced competence and confidence.

e Fewer accidents and problems with equipment and machinery.

e Improved job satisfaction, motivation and morale among trained employees.

e Improved quality of work.

e QGreater communication between employees on job related issues with potential for
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quality improvements and innovation.

Also, she suggested that in order to stay in business within a competitive world and increased
productivity, training is a way of producing change. In addition, Armstrong (1999) asserted that

effective training could;

e Enable employees to acquire job skills quickly, effectively and cost efficiently.

e Improve corporate performance in terms of output.

e Increase the commitment of employees by encouraging them to identify organizational
objectives.

e Attract high quality employees by offering them learning and development opportunities,
and enhancing their skills.

e Help to manage change by explaining the reason for change and providing people with
the knowledge and skills needed to cope with the new situation.

e Help to develop a positive culture in the organization.

e Provide higher levels of service to customers.

2.5. Deciding on T&D

One of the most essential phases and considerations that should be clearly defined is who takes
responsibility for the T&D. Many parties involved share responsibility for both training and
development in varying ways either directly or indirectly. This can include senior managers,
supervisors and the employee who are jointly responsible for T&D. Professional bodies represent

other parties, examining and awarding bodies, training providers and training professionals

(Mathews, et al., 2001) and (Oakland, 2004).

Christie (1983, p. 112) emphasizes that line managers and supervisors should participate in all
phases of training; “managers contribute to the success or failure of training programs. When
they participate in the needs analysis and design of training programs, when they match
performance problems to training design and when they sell training to their subordinates,
managers’ cause results to happen. The human resources staff must have input and commitment

from managers in order to produce training results”.

Next to the important role of managers is the vital role of the training and development
department, whose tasks go beyond simply conducting training programs. The training and
development department should play the role of connecting all contributions toward achieving

the ultimate goal of T&D (Oakland, 1993).

Training departments are responsible for conducting the training activity or selecting the

required programs for training their staff when the programmes are to be conducted by an
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external training provides. For that the training personnel should have the necessary background
concerning the state of art of T&D. Aswathappa (2005, p. 207) asserts that “Trainees should be
selected on the biases of self-nominations, recommendations of supervisors or by the HR
department itself”. Appropriateness of the training programs should, first of all, be in its
congruency with culture. As technology, markets, products and services change, the organization
has to change as well. This also leads to changes in organization culture and affects the
employees. Therefore, Human Resource Management contributes to the efficiency of the

organization by analysing and designing the way of change (Molauder, 1996).

2.6. Training Needs Analysis (TNA)

Assessment of training needs is quite important phase to consider. By reviewing the literature,
there is a considerable amount of research published in relation to TNA. Many researchers
agreed that in order to develop training programmes, determine training needs is essential (Chen
and Hung, 2012; Rossett, 2009; Sleezer et al., 2008; Vijayalakshmi and Vaidhyasubramaniam,
2012, cited in Ghufli, 2014).

Many others have published various definitions and context of TNA (Igbal et al., 2012; Gupta et
al., 2007; Altschuld and Lepicki, 2010; Kaufman and Valentine, 1999; Cekada, 2010;
Armstrong, 1996; Tao et al., 2006, cited in Shibani, 2016). He (ibid, p.43) stated that “it is
widely recognised that regardless of the various definitions given to TNA, all are usually similar

rather than different”.

In sum, TNA focuses attention on the training needs of the organization from which the
objectives of training can be specified. According to Taylor (1996) the TNA involves the
identification of training needs before the objectives and content of training can be specified,
what training needs to be done, and where should be identified. That is, the organization must
look at what is presently happening and what should or could be happening, any difference

between the two may give some indication of training needs.

In addition, Pettinger (2002) defined training needs analysis as identify performance gaps that
can be remedied by training. Anderson (1993) indicates that the T&D range is divided into
knowledge (information based), skills (doing things), techniques (a combination of both
knowledge and skills in carrying out a task), attitude (belief or frame of reference) and
adjustment (problem solving) or a combination of them. Similarly, Jeff , et al., (2013, p. 149)
defined training needs analysis as “the gap between the knowledge, skills and attitude possessed
by the target individual or group and those needed to perform required occupational roles”.

Furthermore, it often involves a combination of knowledge, skills and attitudes. The
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aforementioned definitions and explanations were set to clarify what is ‘training needs’.
Basically the gap between the desired/targeted performance and the actual/current performance
formulates the training needs, which should be bridged by the appropriate T&D programmes.
This concept of TNA can be illustrated in Figure 2.1.

This figure has been removed by the author for copyright reasons

Figure 2.1: The concept of training needs (Reproduced from Oakland, 1981, p.268)

2.6.1. Training needs analysis levels

In the same context, the literature showed that training analysis can be carried out at three levels;
the organizational level, the operational/function level and the individual level (Jeff , et al.,
2013); (Pettinger, 2002); (Martin, 2008); (Landy & Conte, 2010); (Judith, 2002); (Holton, et al.,
2000); (Brown, 2002); (Jamil, 2006). According to Oakland (1981), these levels can be displayed

as shown in Figure 2.2.
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This figure has been removed by the author for copyright reasons

Figure 2.2: Levels of training analysis (Reproduced from Oakland, 1981, p. 380)

2.6.1.1. Individual analysis level

This level identifies which individuals require training and development. It then focuses on what
their particular needs are (Jeff , et al., 2013). (Ensour, 2013) asserted that there are several
tools/techniques which can be used in the assessment of individual T&D needs. Each of these

techniques has its own advantages and drawbacks. These are summarized in the following table:

Table 2.2: Individual TNA techniques (Reproduced from Ensour, 2013, pp. 38-39)

Techniques Description Advantages Drawbacks
Performance | “The process for Constitutes active - Subject to
appraisal determination of how well an | responsible appraiser- appraisee

employee has performed relationship based on | relationship
during a given period of time” | mutual visibility and (Pettinger, 2002)
(Martin 2008:187). understanding and
punctuated with
formal review sessions
(Pettinger, 2002).
Development | Designed to enable This method often - Considered as time
centres/ participants to demonstrate a focuses on skills and effort
(Assessment | range of personal, managerial | (Griggs et al., 2010). consuming.
centres) and technical abilities or - Relatively formal
competencies, under the eye ways of TNA
of trained observers. (Hackett, 1997).
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Self- The formal method is inviting | Encourages Could be used to

assessment the employees to rate their individuals to take indicate personal
competency against greater responsibility | preferences, whether
predetermined standards and and ability to identify | or not they are what
ask for training if they would | areas where they the organization
benefit. The informal method | require development actually needs
leaves it up to the employee to | (Griggs et al, 2010). (Pettinger, 2002).
work out their need and to ask
for training (Hackett, 1997).

Peer Positive debates among peers | Likely to draw The concern of

assessment: to determine which gaps are attention t-o deficits in | “spotlighting”, where
best filled by T&D activities particular aspects of a particular function
and which are not (Pettinger, | departmental, emerges as a cause
2002). divisional or of problems

functional (Pettinger, 2002).
performance.

Direct Refers to watching an - The analyst has -Time consuming.

observation employee performing the direct access to the job | -The observation
various tasks which make up | and does not have to may change or
the job over a certain period of | rely on fallible recall. | interfere with the
time (Buckley and Caple, - Observation of a task | very activities which
1990). Observation may be in the context of the are to be observed
either open (the employees overall work situation | (Patrick, 1992).
know it is taking place), or means that other
unobtrusive (the employees do | factors are less likely
not know). to be overlooked.

Interview Typically, the interview is - Greater opportunity | - Considered as time
between the analyst and the to capture the actual and effort
employee, where the analyst employees T&D consuming.
may question the employee needs.
either during task performance | - The interview would
or afterwards. Sometimes help to guide the job
more than one analyst may be | holder through a
used or more than one detailed description of
employee may participate the job (Rae, 1994)

(Patrick, 1992).
Questionnaire | Generally, focus on - Allows the - Inflexible method

performance requirements,

self-assessment of capabilities,

respondents more time

to reflect on the

which could cause
some T&D needs to
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potential improvement and questions, be ignored
personal aspirations (Beevers | - Provides a written - Requires
and Rea, 2010). record of responses. substantial skills in

- Allows the collection | developing a valid
of information from a | questionnaire
large number of
respondents (Beevers
and Rea, 2010).

Thus, the methods used to collect data to conduct TNA on the individual’s level is critical. It
may lead to inaccurate judgment in relation to defining the training needed. Therefore, it requires
special attention in order to be used by the training expert in an organisation. Jeff, et al., (2013)
argued that the reliability of data collected to conduct TNA is essential element to success of

training.

2.6.1.2. Operational analysis level

In this level the focus is on the job operation performance. It involves comparison between the
current job performance and how it should be performed (performance standard). Gold, et al.
(2013, p. 143) defined the job TNA as “the process of examining a job in order to identify its
component parts. With relation to the responsibilities of the job holder, what knowledge, skills
and attitudes are required to perform the role effectively”. Various tools and techniques can be
used to conduct such analysis includes; Job description: refers to a statement or outline of the
whole job which shows the nature of the job, main purpose, duties and responsibilities involved
(Rae, 1991). Personnel specification: “description of the qualities required of an employee in
order to be able to discharge responsibilities adequately” (Gold, et al., 2013, p. 143). Job
specification: a detailed statement of the skills, knowledge, attitudes required in order to carry
out the duties involved in the job (Rae, 1991). The proper use and match of such tools help
reduce training efforts and enables recruiting the appropriate staff. According to Gold, et al.
(2013, p. 143) “perhaps most important of all, the personnel specification may prevent the

problem of recruiting unsuitable staff and then trying to train away the problem”.

2.6.1.3. Organisational analysis level

This level of analysis aims to define where training should be focused. Subject to the
organisation size, it may be required to conduct such analysis at division, department and team
levels (Gold, et al., 2013). It consists of examining organisational objectives, human resources,
efficiency indices, and working environment to define where in an organisation the training

efforts should be targeted and located (McGehee & Thayer, 1961). Also, it considers the
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strategic organisational structure, of whether top managers, middle managers and employees
support training activities, and the availability of training resources (budget, time, training
expertise) (Noe, 2010). It also ensures that the organisation’s vision, strategy, goals and culture
are matched and achieved by the planned training (Goldstein & Ford, 2002; Erasmus, et al.,
2000; Oakland, 2004).

Besides, the organisational analysis concerns the departments training needs and determine the
appropriate work environment conditions in order to ensure effective training programmes
implementation. Moreover, organizational analysis operates in line with anticipated changes in
the future regarding for instance, skills needs, the number of employees, and legal matters
(Brown, 2002). Similarly, according to Miller and Osinski (2002) it focuses on the congruence
between employees training and organisational goals and where the training is needed in an
organization. It also assessing what knowledge, skills, and abilities that employees have now and
what will be needed in the future, to match future changes of an organisation and the employees'

jobs.

Table 2.3 summarises the three-level analysis of TNA, whereby (KSAs) refer for knowledge,

skills and abilities.

Table 2.3: Summary of the Levels of Analysis of TNA (Reproduced from Landy and Conte, 2010, p.319)

Level of analysis Description

L ) Examines company-wide goals and problems to
Organisational Analysis . o
determine where training is needed.

Examines tasks performed and KSAs required to
Task Analysis determine what employees must do to perform
successfully.

. Examines knowledge, skills and current
Person Analysis

performance to determine who needs training.

2.7. Design Training Programmes

In line with the aforementioned processes of TNA, its outcomes should form a guideline
framework to design training programmes. It is necessity that the training programmes satisfy
both organisation and personnel, (Stanley, 2002). Armstrong (2003) argues that the success of
training programme requires well-establishment of training objectives. Similarly, Odiorn and
Rummler (1988) indicate that setting clear training objectives provides good understanding to
design training programmes to meet needs of training. In addition, the proper training

programmes implementation relies on good design. Such a design should consider trainees’
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learning skills enhancement, knowledge imparting and skills development in training subject

matter (Martin, 2010).

On the other hand, Yiu and Saner, (2005); Linghame et al., (2006) and Bhatti et al., (2013) point
out that elements such as the training nature, resources availability, trainers’ involvement
represent the basics of designing training programmes. Hackett, (2003, quoted in, Elferjani,
2015, p. 35) arranges the key steps required in designing a training programme when says that
“designing a programme involves identifying relevant competencies, clustering and sequencing
them, defining specific learning objectives, determining resources, choosing learning methods
and providers, deciding how to monitor, evaluate and setting up an administrative system”. Thus,
it is vital to conduct TNA, and to formulate a set of training objectives to design appropriate
training programmes accordingly. This takes into account specific knowledge, skills, or attitudes

to be obtained by trainees as a result of the training activity.

2.8. Training methods

Training methods represent the means of communication and the way of transferring learning
content to trainees during training implementation. Chen et al., (2007)assert that it is essential to
use proper training methods, which are supporting trainees’ contributions, in order to conduct
effective training programmes. Conducting such training programmes counts on an
organisation’s training policy, targeted learning objective and resources available in terms of
budget and time. There are various of training methods to select from. Several authors (Brewer,
1997; Overman, 1994; Fowler, 1995; Charles, 1999; Armstrong, 2003) explained that training
methods include broad spectrum of activities such as lectures, conference, programmed
instruction, simulation, films and videos, audio tapes, one-on-on instruction, demonstrations,

action learning, coaching and monitoring, role playing, case studies and computer-based training.

They provided explanation/definitions, advantages and disadvantages for each of those methods.
For example, “Lecture is a method of presenting facts, information or principles with little or no
participation from the audience”, (Brewer, 1997, p.102). Thus, when using this method, the
lecturer should know the material and the audience, keeps the number of points to a minimum
and keeps it simple and conversational. Lecturing is still a common and a low cost training

method but it is one of the least effective training methods.

Also, films and videos can be used to impart new knowledge, illustrate new skills, demonstrate
new processes and simulate discussion. Films and videotapes are often excellent content input

techniques. Armstrong (2003) stressed that with the help of cameras, video can provide instant
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feedback when training is taking place in such interactive skills as interviewing, selling,

counselling, running meetings and instructing.

Coaching and monitoring is another method of training. Coaching by a senior and monitoring by
an experienced colleague are valuable training methods for the type of learner who benefits from

support and personal encouragement ( Fowler, 1995).

2.9. Training Implementation

The proper implementation of training programmes requires considering several factors.
Trainees’ personal qualities: when designing and implementing training programmes the
variances in the trainees’ qualities including education background, experience, skills and
capabilities levels, and other qualifications are influences that affect the programmes content and
the success of training, and should be considered (Kauffeld & Willenbrock, 2010). Training
facilities: according to Cooper (1994) Training equipment plays an important role in the training
process. The training facility should have the amount of space and equipment needed for the
training program. The training facility must be technologically advanced, accessible, healthy,
comfortable, safe and be in an aesthetically pleasing atmosphere. Furthermore, appropriate
library facilities are considered necessary for successful training (Storr and Hurst, 2001). Means
of clarification: the design training program should include media aids in order to present
training material Bimbitsos and Petridou, (2012), De Cenzo and Robins, (1996) and Yaghi,
(2008). Similarly, the training content in handouts and other media will be useful to participants
given to them prior to or during the training program (Schraeder, 2009). However, the learning
material needs to be implemented in the designated way in order to be useful (Charney and
Conway, 2005) Privileges: refreshments and breaks during training program need to be taken
into consideration (Kirkpatrick and Kirkpatrick, 2006; Bimptos and Petridou, 2012). A
willingness and motivation to learn may be affected by a frustration with the lack of appropriate
facilities (Kirkpatrick and Kirkpatrick, 2006). Finally, Training providers: Training providers
should enhance the training practice by preparing an appropriate atmosphere. Bennett and
Leduchowicz, (2007), Tennant et al., (2002) and Hackett, (2004) highlight that meeting
objectives of training are to be judged by the training providers. The providers are either internal

and external with the following criteria:

Internal: Knowledge of subjects, credibility, coaching skills, availability, commitment,

competence in learning methods.
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External: In addition to the aforementioned attributes, it should include; reputation, values,
exclusivity, cost, location, availability. When working with an external provider, one should

have a standard in mind and what is to be done and when (Hackett , 2004).

2.10. Training implementation barriers

When implementing training programmes, the most important factors needs to be considered are
the effectiveness of training methods and the appropriateness instruction of the content of these
programmes with the training goals, qualification and background of the trainers. As well as,
training budget which plays a significant factor in implementing quality programs. Ridoutt, et
al., (2002) affirmed that factors such as training methods, cultural factors, organizational factors,
experience and qualification of trainers, rewarding system and training budget influence training
activities and objectives of training and development in an organization. According to Harrison,
(2000) training effectiveness counts on some factors that emerge from within and outside the
organisation. Training could be impacted by the lack of organisational structure and management
ability in training the trainers within the organisation which leads to insufficient support to
training. Also, problems such as fear of change within the organisation or inability to properly
define the trainees' gap of skills. The climate outside the organisation including cultural and
social influences and government training interventions can often affect the aims of the training

programmes.

Similarly, Forster (2000) asserted that culture has a highly pervasive influence on the behaviour
of individuals. A person's perceptions, attitudes, motivations, values, learning experience and
personality are all, to a very large extent, shaped by culture. On the other hand, the size;
structure; level of technology and financial health of organization are key factors influencing the
very existence training and development programs. Hackett (2004) argue that budget allocated
for training is a crucial influencer for training implementation. Financial consideration such as:
the training extent, volume and content; the quality of training providers; the internal training
cost and the training department operating as a separate profit unit and charging other

departments for its services, could significantly affect the effectiveness of training.

2.11. Evaluation of training activities

Training activities should be evaluated in order to determine whether the objectives of training
programs were achieved. The evaluation stage represents the most critical stage because it is
relatively easy to generate a new training programme, but if the training effect is not evaluated it
becomes impossible to assess any employee-training efforts. Thus, evaluation is the final phase
in any systematic approach to training (Taylor, 1996). He states that training programs are

evaluated to find out if the goals and objectives of the training have been met, and to determine if
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the results were meeting the needs of the organization. Also, he (ibid) argues that evaluation
provides feedback for the trainers and may indicate areas for improving future training. It also
provides data on which to base judgements of the effectiveness of the training department's

operation.

The evaluation may influence the trainees themselves, especially if their success in learning from
the content will have some influence on their future positions within the organization. Training
evaluation can be conducted at various levels and in various ways, depending on the objectives
of the exercise. In this respect, Phillips (1977) suggests that these may include assessing the
validity and adequacy of the training objectives, appropriateness of the content of the program to
those objectives, the instructional approach and techniques used in reading the objectives, the

material used, content of the program, and testing procedures used.

Evaluation may also be undertaken to determine the cost/benefit ratio of any HRD programme,
to decide who should participate in future programs and to collect data to assist in marketing
future programmes. Kirkpatrick, (1994) and Kirkpatrick (2006) suggested four levels of
evaluation which are reaction level (what they thought and felt about the training?); learning
level (have the learning objectives been met?, the improvement in knowledge or capability);
behaviour (how has the individual's behaviour changed back in the job?); and results (what is the

impact of training on the job performance and on the business or environment?).

The simplest and most basic form of evaluation is concerned with trainees' reaction to the
training program. It is clear that the best time to get a response to the training program from
trainees is at the end of the last day. It might be appropriate to utilise a questionnaire at the end
of the program which is clearly linked to the training course that has been undertaken. On this
point, Attwood (1989) indicated that for a post-course reaction questionnaire completed by
trainees to be effective, evaluation must measure whether training objectives have been
achieved, that is, whether job performance has improved. This requires evaluation other than
through trainees' reactions, such as the behaviour of the individual employee at work, managers,
assessment of individual job performance, organizational performance in areas where training
has been undertaken and the degree to which the whole organization has benefited from training
and development. According to Elferjani (2015, p. 40) since D. Donald L. Kirkpatrick
established his original model in 1954, “other theorists (for example Jack Phillips), and
Kirkpatrick himself have referred to a possible fifth level, namely ROI (Return On Investment).
ROI can easily be included in Kirkpatrick's original fourth level, 'Results'. The inclusion of a
fifth level is therefore arguably only relevant if the assessment of ROI might otherwise be

ignored or forgotten when referring simply to the 'Results' level”.
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Performance effectiveness can be measured at individual, team and organizational levels, and
changes in behaviour, skills, knowledge and attitudes need to be considered. Decenzo and

Robbins (2002) indicated that there are three popular methods of evaluating training programs:

e Post-training performance method (evaluating training programs based on how well
employees can perform their jobs after they have received the training).

e Pre-post training performance before and after one receives training.

e Pre-post training performance method with control group method (evaluation training by
comparing pre-and post-training results with individuals who did not receive the

training).

However, despite its importance, it seems that this final stage of the training process is either
irregularly conducted or even missing. McMahon and Carter (1990) and Rossi et al., (1979)
confirm that there is evidence of irregularity in training programmes evaluation, if not absence.
Inadequacy in evaluation conduction could be attributed to budget and/or time allocated;
shortage of expertise; blind trust in training solutions; or lack of methods and techniques.
McEvoy and Buller (1990) argue that lack of training evaluation could be attributed to budget
and/or time allocated; shortage of expertise; blind trust in training solutions; or lack of methods

and techniques.

2.12. Strategic and systematic approach to training

The next consideration regarding training and development is represented by a strategic and
systematic approach to training. Training philosophy emphasizes that training and development
should be an integral part of the management process which requires managers to regularly
review tasks such as team or individuals reporting, performance in relation to agreed objectives
and also the factors affecting performance and the training and development needs that emerge

from analysis (Armstrong, 2003).

Also, Goldstein (1980) and Kenny and Reid (1986) argue that “there is no single system
approach to training”. System approach to training as defined by the manpower services
commission (1981, quoted in, Armstrong, 2003, p.37): defined the systems approach to training
as “the process of identifying inputs, outputs, components and subsystems, and then seeking to
identify the contribution that training can make to improve the operation by enhancing
contribution of the human components (people) as opposed to machinery and operational
procedures. The systems approach is next applied to the training design, where those components
are learning stages and people, and the objectives are in terms of learning. Finally, the system
approach is applied to the interaction between training and the operation to produce a feedback

which can be used to improve subsequent training”.
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2.13. The training process as an integrated system

As argued in Chapter One, pursuing quality is the major training driver. In other words, training
could be perceived as a fundamental tool for quality control. According to Oakland (2014) and
Beckford (2010), three decades ago organisations in the west recognised the importance of
quality. There were several attempts to establish frameworks in the form of lists to help manage
the quality. Most of the quality management theorists refer in these frameworks to training as
standalone step/tool in their theories, in order to enhance quality in an organization, including

enhancing employees’ performance. A summary of such facts is illustrated in table 2.4.

Table 2.4: Training towards quality approach. Source: Author based on Beckford (2010) and Oakland (2014)

Quality Guru principal methods Training role in the principle method
Fourteen steps quality programme: Philip B. Step 8: Train supervisors and managers to actively
Crosby perform their duties towards quality improvement

in an organisation.

Fourteen steps for transformation: W. Edwards Step 6: Institute training on the job.

Deming

Cornerstones to successful quality circles: J. Step 4: Effective training of the leader and
Gilbert members.

Juran’s philosophy five key beliefs 4- Tr