The University of Papua New Guinea

2022 PNG Update

THE EFFECTIVENESS OF TRAINING AND DEVELOPMENT ACTIVITIES
AS PART OF HRD INITIATIVES: THE CASE STUDY OF PNG POWER
LIMITED

Dr. Ponnusamy MANOHAR
Dr. Joyce RAYEL and Dr. Lawrence SAUSE

School of Business and Public Policy
University of Papua New Guinea



PRESENTATION OUTLINE

Introduction

Background of the study

Research Motivation

Research Aim, Research Question and Research Hypothesis
Scope and Limitations

Significance of the study

Review of Literature and Gap Bridged by the Study
Theoretical Framework

e N LAY LA

Conceptual Framework

Y
S

Research Design and Methodology

e N
N =
| | [ |

Population and Sample
Findings and Discussions

=
s

Summary of Findings

=
»

Conclusion

-
e

Concluding statement

18/10/2022 2022 PNG Update



1. Introduction

HRD - The driving force of successful organizations

HR’s evolution
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Source: HR dictionary, Canada, 2012

Major Functions of HRD:-

» Training and development
» Organizational development
» Career development
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2. Background of the study N/ =

= |n the contemporary and globalized business environment, organizations face several
challenges in the area of people management specifically training and development to
produce productive human resources for both the present and future workforce
(Nadler & Nadler, 2012)

= HRD Initiatives is a collective involvement of management and employees in an
organization.

= Organizational culture and climate focus on how organizational participants observe,
experience, and make sense of their work environment (Schneider, 2011)

* This study examines the effectiveness of training and development activities as part
of HRD initiatives.

= PPL was selected to examine the impacts of HRD initiatives along with
management and employees’ involvement.

= PPL is the power authority that is responsible for the generation,
transmission, distribution and retailing of electricity throughout PNG. It has
2050 workers throughout PNG.
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3. Research Motivation = / =

Passionate to receive intellectual enlightenment on HRD initiatives,
desired HRD outcomes and HRD culture & climate

Both management and employee Involvement Matrix

involvement in an organisation are
essential for effective HRD activities.

Skewed to
v (=
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management and employees may lead to g A |oriented- Less
negative impacts on HRD initiatives and = Effects
outcomes. E
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411 1) W = Effects
organisation and become dynamic in -
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achieving organizational goals.

Management Involvements

Source: Manohar, 2018
* HRD is a core factor for the differences in development between countries

s Employment Equation:- Engagement + Involvement = Productivity
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4. Research Aim, Research Question and Research Hypothesis

Research Aim:

This study is aimed at examining the effectiveness of training and development
activities of PPL as part of HRD initiatives.

Research Question:

How effective are the training and development activities initiated by PPL as part of
HRD initiatives along with:

1 Management involvement; and

2 Employees’ involvement?

Research Hypothesis:

There is no significant difference in the perceptions between the management
involvement and employees’ involvement on HRD initiatives?
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5. Scope and Limitations of the study Q

Scope

» The major subject area is human resource development, specifically training and
development and its implications.

» Respondents involved rank and file employees, middle managers and top level managers of
PPL.

» Respondents were selected from the head office and other power generation and distribution
centres in Papua New Guinea.

Limitations

» Only one organisation selected which is PPL and therefore is unable to consider other state-
owned enterprises in Papua New Guinea.

* Reviewed limited local literature due to inadequate research conducted on HRD initiatives
and outcomes in PNG.
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6. Significance of the study Q

1. Provides to the management of PPL greater understanding on the
Importance of human resource development and how management and
employees’ involvements impact training and development activities.

2. The results of study provide the overall views of employees of PPL on
the HRD initiatives, HRD outcomes and HRD climate

3. This study could benefit other organisations by providing essential
Information related to HRD challenges and solution.

4. HR Professionals will gain significant insights from this study.
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7. Related Literature and Gap Bridged by the Study _____

= Areview of the literature showed that there are few studies in other countries
on the impacts of human resource development in organisations (Rao, 1994,
Murali Krishna, 1995; Khandelwall, 1994 & Baniya 2004).

= |n PNG, studies on human resource development are limited. However, there
are few studies on organisational environment and human resource
management in PNG (Kavanamur, 2001; Kavanamur, Okole, Manning &
Levantis, 2004; Hess, 2001; Imbun, 2001; Imbun, Morres & Mc Gavin, 2001
& Subbarao, 2005).

= As per literature review, there has been no known research conducted on the
impacts of HRD initiatives with management and employee involvement on
the desired HRD outcomes in regards to behavioural changes, training
relevancy and organisational outcome while assessing HRD climate and
culture.

= These represent the gaps identified by the researcher and were targeted for
bridging and resolution.
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8. Theoretical Framework
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9. Conceptual Framework
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10. Research Design and Methodology

Source of data
In order to answer the research
questions:

= Data and information
collected from both primary
and secondary sources.

Research Techniques

1. Survey
2. Interview
3. Focus Group Discussion

Research onion: Adapted from Saunders et all, 2012, Scientific diagram
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11. Population and Sample

= Employees of PPL were the population of this study
= Sample size of 16.8% represented of total population

» Stratified random sampling method was used to identify the respondents and distribute
the questionnaires in the organisation.

PPL Total Selected number of Expected Actually Response
Employees number of employees with responds responded rate
employees stratified random
(N) sampling method for
survey

Bottom level 1550 300 240 250 83.33%0
Rank and file
Middle level 450 o5 76 78 82.10%
line managers
and
supervisors
Top level 50 10 8 8 80.00%6
Executive
managers
Total 2050 405 324 336 82.96%0

= For the interview and focus group discussions, the researcher made use of purposive-
convenience, non-probability sampling technique to identify participants with OD
manager of PPL.
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12. Findings and Discussions

12.1. HRD Initiatives (Training & Development) implemented by PPL

(2011-2016)

T raining and Development Activities

No of
Participants

Present
Status

Management short courses

graduate studies

students from
2011-2014)

i J f 145 Terminated
— 7 Habits of highly effective people
— Create One - Balance Scorecard Performance L
Terminated
Management
— PNGHRI - 2015 PNG SsSalary Benchmark report 4 Terminated
— PNGHRI - Advance Certificate in Lavw on HRM 1
y f 7 Ongoing
Practices in PNG
— PNGHRI- Introduction to Lawvws on HR Practices in 1
o Ongoing
PN G
— PNGHRI - Professional Cert. in HRM 2 Ongoing
— PNGHRI - Anti Sexual Harassment 2 Terminated
— PNGHRI- Train the Trainer 13 Ongoing
— Fleming Gulf FZE - Master Class on Certified |
) N J q Terminated
Information Systems Security Professional
— IBBM - ISO Training a1 Terminated
— ITIJTC - Managing CS + Computer Skills Training 353 Terminated
Graduate Development Program 21 Ongoing
Apprenticeship Programs 200 Ongoing
Electrical license coaching and examination 7 Ongoing
Competency based training to our trade assistants o Ongoing
High voltage training, loww voltage training 10 Ongoing
On the job training - industrial trainings 255 Ongoing
100 (Most
Supporting the employees for undergraduate and post continuing 1
Ongoing
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12. Findings and Discussions

12.2 Effectiveness of HRD Initiatives - Management involvement

Table 4.4 Management involvement in HRD initiatives

(n = 336)

SQ Indicators

Mean Std. Dev.

score

SD

Interpretation

Q1 Management believes that HR is an extremely
important asset and to be treated more
humanely.

3.93

1.071

Agree

Q2 Managers and supervisors see it as their
responsibility to develop subordinates within
the organisation.

3.58

1.125

Agree

Q3 HR policies and plans in this organisation
facilitate employee development.

3.51

1.071

Agree

Q4 Managers and supervisors are willing to invest
a considerable part of their time and resources
to ensure the development of employees.

2.29

1.137

Disagree

Q5 Senior officers take active interest in their
juniors by making them know of organisation
future plan and help them learn and improve
their job for future.

2.71

1.034

Neutral

Q6 Management helped people lacking
competency in doing their jobs to acquire
competency rather than being left unattended.

2.59

1.124

Neutral

Q7 Managers believe that employee behaviour can
be changed and people can be developed at any
stage of their life.

2.90

1.206

Neutral

Q8 Organisational culture in regards to beliefs and
values is conducive to any employee interested
in developing by acquiring new knowledge and
skills.

2.14

1.088

Disagree

Q9 Psychological climate in regard to staff
mindset is very conducive to acquire new
knowledge and skills.

2.74

1.109

Neutral

Overall mean score of management involvement

2.93

0.6304

Neutral
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Management involvement in HRD
initiatives in training and development

Q1-Q9 indicators used to measure
respondent perception on Management
Involvement.

Level of management involvement in
HRD initiatives with the overall mean
score of management involvement
2.93 (n=336, SD=0.63), which is
interpreted as neutral

“Management believes that HR is an
extremely important asset and to be
treated more humanely” garnered the
highest mean score of 3.93 (n=336,
SD=1.07) interpreted as agree

“Organisational culture in regards to
beliefs and values is conducive to any
employee interested in developing by
acquiring new knowledge and skills”
had the lowest mean score of 2.14
(n=336, SD=1.09) interpreted as
disagree

ik



12. Findings and Discussions

12.3 Effectiveness of HRD Initiatives - Employees’ involvement

Table 4.5: Employees Involvement in HRD Initiatives

(n= 336)

SQ

Indicators

Mean Std. Dev.
score

SD

Interpretation

Q10

Training and development opportunities
offered by my employer are beneficial to my
day to day work and which makes me happy
with my job.

3.65

1.071

Agree

Q11

Participation in training and development
opportunities offered by employer is useful in
performing my job.

3.81

1.064

Agree

Q12

When employees are sponsored for training,
they take it seriously is a way to learn from
the programs they attended.

291

1.274

Neutral

Q13

After participation in training and
development opportunity, | am successfully
applying the new skills acquired.

3.17

1.264

Neutral

Q14

I learn new information and skills through
training and development opportunities
offered by my employer.

3.65

1.090

Agree

Q15

Employees returning from training programs
are given opportunities to try out what they
have learnt.

2.88

1.223

Neutral

Q16

Employees are sponsored for training
programs on the basis of genuine training
needs.

3.45

1.072

Neutral

Q17

Employees returning from training programs

are performing well compared to non-trainers.

2.73

1.207

Neutral

Overall mean score of employee involvement

18/10/2022
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Employees’ involvement in HRD Initiatives in
training and development

Q10 - Q17 indicators used to measure
respondent perception on Employee
Involvement.

Level of employee involvement in HRD
initiatives with overall mean score is 3.28
(n=336, SD=0.57) interpreted as neutral or
undecided.

“Participation in training and development
opportunities offered by the employer is
useful in performing my job” is the
indicator with the highest mean score of
3.81 (h=336, SD=1.06) and interpreted as
agree.

“Employees returning from training
programs are performing well compared to
non-trainers” the indicator recorded the
lowest mean score of 2.73 (n=336,
SD=1.21) interpreted as neutral.

This finding validates the result of the
interview and focus group discussion where
respondents articulated the lack of
performance evaluation process in PPL
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12. Findings and Discussions
12.4 Testing of Hypothesis- Effectiveness of HRD Initiatives

Hypothesis : There is no significant difference in the perceptions between the management
involvement and employee involvement on HRD initiatives

Table 4.11: ‘T’ Test for Mean Score differences between Management and
Employee involvement in HRD initiatives.

Variables N Mean SD Mean Df T- p value
difference Test

Employees’ Involvement 169 3.0494 0.573

-0.0946 334 -1.506 0.133*
Management involvement 167 3.1441 0.578

* p<0.05, Df= Degree of freedom

= The perception of the respondents on management and employees’ involvements in
training and development activities as part of PPL's HRD initiatives has no significant
difference.

= Therefore, null hypothesis “there is no significant difference in the perceptions between
the management involvement and employee’s involvement on HRD initiatives” is not
rejected at 5% significant level

18/10/2022 2022 PNG Update
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13. Summary of Findings

Effectiveness of HRD Initiatives - Management and Employee
Involvement

= Management and employee involvement as effective HRD initiatives, the
participants from the survey have expressed uncertainty or neutrality.

*= The level of management involvement and employees’ involvement in HRD
initiatives was tested on the overall score attained.

= A hypothesis was tested to confirm the significant difference in the
perceptions between the management involvement and employee
involvement on HRD initiatives. The results showed that there were no
significant variances in the means of employee and management
involvement
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14. Conclusions

Based on the findings presented and discussions made, the following conclusions and
generalizations are drawn from the study:

= PNG Power Limited as a state-owned enterprise has allocated sufficient funds to

prepare and develop their employees as part of their Human Resource Development.

= Management and employees are equally involved at a moderate level in training and
development activities.

= Training and development activities created a moderate impact on HRD outcomes.
Behavioural changes and training relevancy are HRD outcomes that have gained
higher levels of effectiveness in the training and development activities of PPL
compared with organisational results.
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15. Concluding Statement

Employee engagement and involvement are contemporary HRD equation.
Employee engagement commences through a proper recruitment and
selection process.

Employee involvement contribute in productivity through a strong culture
and climate in the organisation.

Employer and employee both can mutually and proactively be involved in
accomplishing organisational goals, missions and vision.

It is very essential for an organisation to adapt the changes and
continuously prepare their employees to meet the challenges and
sustainability.
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Questions and Comments

Comments

Questions
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