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ABSTRACT

The purpose of this paper is to explore dinensions that
relate to training S}i_st ens effectiveness in a nunber of
I ndustry categories. The training systemis taken as part
of the reproducer boundary subsystem wthin the
organisation(MIler 1978).

In particular this paper seeks to |link the concept of the
subsystem nanely the training system effectiveness to
Its environnental characteristics. This is an exploratory
study. To ny know edge there is no research work that
tests the relationship between the environnental
characteristics and and the effectiveness of trainin
systens. This research is in the sane ’vein’ as that o
Law ence and Lorch (1969), seeking answers to the el usive
concept  of or gani sat 1 onal effectiveness and its
relationship to the environnent
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1 | nt roducti on

Inthe reviewof literature on organisations, the ability
of organisations to nmaintain and increase their effectiveness
by adapting to environnental changes, is a common thene. The
open systens framework allows for the developnent of
nmonitoring and feedback nechani sns that gui de organi sations to
adapt to changes in their environnent. These interactive
mechani sns enable organisations to naintain managenent
practi ces which are current.

The purpose of this paper, is to |link the concept of the
-subsystem nanely the training system effectiveness to its
envi ronnmental characteristics. This enphasises the sane
phi | osophi cal issue as that of Lawence and Lorsch's (1969)
Qrgani sati on Environment, Seeking answers to the elusive
concept of organisational effectiveness and its relationship
to the environnent.

This paper is prirrariIY concerned with exploring the
rel ati onshi ps between overall training system effectiveness
and characteristics of the organisation’s environnent.
Environnental characteristics in this research are overall
organi sational effectiveness, organisational clinmate and the
state of the imedi ate environment of the training departnent.
In addition, the relationships of the perceptions of overall
training system effectiveness and environments wth the
di nensi ons of organi sational structure and size are exam ned.

~ The paper offers an approach to anal ysing organisation
training system effectiveness in a dynamc way, and thus
expl ai ni ng its configuration in t he or gani sation's
envi ronmental cont ext. The structural relationships are

explained in Fgure 1 The variables in the nodel in this
study are:

1. The overal |l perceptions of organisational
ef f ecti veness.

2. The overal | perceptions of training system
ef f ecti veness.



ef f ecti veness.
3. The percei ved organi sational clinate.
4. The perceived state of the environnent.

2 Resear ch Methodology

Questionnaires forned the basis on which this paper was
devel oped. The strategy adopted in the research nethod was to
evaluate the training policies and the inpact the training
system had on the overall training system effectiveness. Two
separate sets of questionnaires were admnistered to a target
popul ation. The first questionnaire was admnistered to
nmanager s across industries. The chosen popul ati on was past and
present Deakin University f Canpus Masters in Business
Admni stration (MBA) students. This popul ation was found to be
ideal for an exploratory study of mnanagerial perceptions of
the effectiveness of training systens on a cross industry
basis. The total population was 447 and Questionnaire 1 was
posted out to the total popul ation. 286 respondents returned
the questionnaire, a return rate of 64 per cent. O the 286
returns, 135 were rejected on the ground that the
organi sations in which the respondents were enployed did not
have a training function. The rate of usable returns to total
returns was 53 per cent. Heven industrial categories,
enconpassi ng respondents’ organi sations were identified, and
correlational studies of the criteria of training systens
ef fecti veness based on these categories were conputed and the

results are shown in the Findings. The eleven categories
i dentified were:

Gover nrent, ot her than def ence and educati on
Def ence

M ni ng

Manuf act ur e

Servi ces

Retail

Educat i on

Pr of essi onal

| nsurance and fi nance .
o. Conputer

1. Qher.

PRPOUOJoaO&WLNDERE

The el eventh type ‘other’ was included where respondents
were not too sure of the industry category of their
organi sation. Sonme of the responses were reclassified into one
of the other ten .industrytypes if the researcher was able to
accurately ascertaintheir classification.

The other denographic variables which are of inportance
to the study are organisational size, formalisation of the
training departnent, fornmalisation of the position of training

manager and the inportance of the training function in the
or gani sat i on.

The organi sational size is defined by the total number of
enpl oyees in the organisation, formalisationis defined as the




degree to which jobs within the organisation are standardi sed
(Robbi ns: 1987, p.498) and the industry type is the eleven
categories of industries identified above. The three
structural factors of size, formalisation and industry tyPe
are considered as having strong influences on the overall
effectiveness of the training systens. The research considers
in detail their inpact on the training systens in the
organi sations. The thesis of this paper is not directly
related to the study of the structural influences on the
training system These findings wll be reported in another
paper .

~The second questionnaire was only developed after
recei ving sone feedback from the first questionnaire and it
becane quite evident that there were other organisational and
environnental factors that need to be studied. It is nowquite
obvi ous that examning organisational effectiveness w thout
consi deration of the influence of the environnent woul d not be
a study in open systens theory.

The second questionnaire with only four questions seekin
responses to erceptions of the overall effects o
organi sational effectiveness, training systens effectiveness,
organi sational climate and the environnental conplexity were
Ppsted out to the one hundred and fifty one respondents whose

irst questionnaire was found suitable for the research. e
hundred and twenty two replied and all the questionnaires
returned were found suitable for the research. The response
rate was 80.1 per <cent. The response to the second
questionnaire was then added to the existing data file created

by the first questionnaire and codes matched in both
quest i onnai res.

2.1 The pPhilosophv of Measurenent (hiectives

The purpose for which any systemis usually evaluated is
to neasure its output performance, and nore precisely its
economc performance in terns of efficiency and effectiveness.
This task is an anbitious one even in circunstances where
there is an output fromthe systemthat is quantifiable and of
a clearly defined nature. Such an ideal, worthy though it nay
be in theoretical terns, becones inpractical when attenpted in
the context of the perfornmance of alnost any conplex

organi sation systemthat deals in products other than nateria
goods or neasur abl e servi ces.

This paper attenpts to explore the dinensions that rel ate
to the effectiveness of a system which trains people to make
an effective contribution to the functioning of an
organi sation. The productive output of such a system is not
nmeasurable on a quantifiable level at present, unless one

wishes to nake the criteria of neasurenent absurdly
sinplistic.

Consequently, to explore the dinmensions that relate to
the effectiveness of training systens, as attenpted in this
thesis, rmust be preceded by a value shift away from rigorous



quantification as an ideal form of neasurenent and from
attenpting any singul ar neasures of effectiveness.

2.3 Questionnaire Devel opnent

The neasurenent instrunent of the questionnaires i s based
on the Likert five point scale, varying from nunber one,
representing low or mninum anounts to nunber five
representing high or maxi num anounts. The questionnaire was
adapted with nodifications from the set of index points
devel oped by Paddison, S.G ?1978). The questionnaire was
further devel oped using input from the works of authors such

Ff%lr))tt (1972), Caneron (1978), Canpbell (1977), and Mackay

3 Defininag envi ronnent

A sinplified definition of an organisation’s environnent
Is offered by Ml es (1980, p.195).

vJust take the universe, subtract fromit the subset

that represents the organisation, and the renainder is
envi ronnent . "

He however adds that, it is not that sinple to define an
organisation’s environnent. Basically the Pro | em ari ses when
the environment of the organisation is differentiated by the
degree of influence the environnental factors have on the
organi sation. Robbins (1987, p.150) differentiates between an
organisation’s general and its specific environnent. The
factors of the general environment are stated as the
conditions that may have an inpact on the organi sation, but
their direct influence is not obvious. For exanple, the state
of the immediate environnent wll wundoubtedly have a far
reaching inpact on the prevailing organi sational clinate (see
Figure 1). Its inpact on the effectiveness of the organisation
I S, however , only indirectl rel evant . The  specific
environment is  considered irectly relevant to the
organi sation (or subunit) in realising its goals. In the
current research tw variables, overall training system
effectiveness and overall organisational effectiveness, are
perceived to be related (Figure 1). In this instance the
specific environment of the training s¥stem is the overall
organisation. The performance of the training system
contributes to the overall organi sational effectiveness.

It should be noted that the perception of an environment
i s basi caIIK what an individual sees or perceives to be.
Therefore the degree of differentiation of the environment
depends on the individual’s perception of what makes up the
specific or general environnent and his assessnment of the
environnmental conditions (Sarbuck: 1976, p.1080).

At a given tine, two or nore organisations can be
operating in very different environnental conditions. The
environnental conditions are subjected to what is comonly
known as environnental uncertainty. Sone of the organi sations
can be operating in a relatively dynamc environnment, where




the conditions of the specific environment are rapidly
changing. This is obviously the case in the conputer industry
(see Table 1). Gher organisations face relatively static
envi ronnents, where the conditions of the specific environnent
are changing very little. The Exploration industry and Defence
are perceived to be operating in such an environnent (Table
1). th these industries have been affected by the subdued
and non active environnental condi ti ons. In static
environnents there is | ess uncertainty for decision nakers.

Table 1. Industry Type by Immediate State of the Environnent
Her e

1 Overal | Training SystemE fectiveness.
r= .27 (P=.003)
2. Overall O ganisational Effectiveness
r= .46 (P=.000)
3. The Organisational Adinate
r = .22 (P=.015)
4. The State of the Environnent

Fg 1 Mbdel exvplaining the relationship of the overal

traini na svstemeffectiven nd the environment
conditions
4 The environnental ndition

In this paper the environmental factors that have a
definite relationship to training system effectiveness are
examned. A study of this nature is appropriate when the
environnmental conditions have strong relationships with an
or gani sati on®s operation, or when the organisation's operation
IS very reactive to environnental demands (Canmeron: 1980)

- Each organisation has its own internal and external
environnment, which wll influence how effective particular

managenent policies and practices are in that particular
envi ronment .

According to this view, nmanagers nust be constantly aware
of the constraining factors of each environnment in which the
organi sati on operates, and nust refrain from any attenpts to
enforce standardisation in training policies and practices.
Rat her, managenent shoul d consider the unique characteristics

of their own organisations in devel oping appropriate policies
and practi ces.

There is sone convincin energing evidence that
managenent practice is, indeed culture based (Wl lach: 1983).
Not all organisations have the sanme external environnental
i nfluences and the same organisational cltué€. For exanpl e



the banks and the financial institutions will have a different
internal and external environnent from that of the notor
vehicle industry. Likewise even wthin the same notor
industry, General Mtors has a different organisational
culture fromthat of Nissan or Toyot a.

I n respect to the above proposition, training systens can
be better understood from the viewpoint of systens theory,
whi ch suggests that systens such as training utilise four
basic types of input or resource from the environnent: hunan
resources, financial resources, physi cal resources and
I nformati on resources. Human resources include nanageri al
talent, personnel and the like, the financial resource is the
capital used to fund the organisation’s operations, and
PhYS'9a! resources includes the raw materials, training

acilities and equipnent. Information resources are the data
processing and information producing capabilities and
requi rements of the trai ning system

Generally, the training manager's job involves conbining
and co ordinating the various training resources to achieve
the organisations goals, and to do so they perform in the
training area the basic management functions of planning,

organising, leading and controlling, (Fayol, 1949, Koontz and
O0’Donnell, 1982).

Since training policies differ from organisation to
organi satian, governed by internal. variables of the
organi sation and external influences of the environnment, it iIs
true to say that the measure of organisation effectiveness
should not be based on a universal objective like
profitability, productivity or other tangible neasurenent
alone. It is then inportant to develop a set of criteria for
per f or mance neasur enment suitable to each organi sati on.

The question in the mnds of nany managers is how to
organi se  organi sati onal units to effectively hand| e
contingencies that arise (smith:1987). To satisfy this
requi renent, considerable research has been directed towards
isolating factors upon which an organisation’s structure nay
be contingent (Pugh et all: 1969). The problemstill rests on
how "best" t 0 descri be the environnent.

_ Kinberly and Rottnman (1987, p.595), in constructingn a
bi ogr aphi cal approach to anal ysi ng organi sati ons, suggest that

the fruits of the last twenty years of research into

organi sational effectiveness (since Lawence and Lorschs
1969) organization and Environnent) have culmnated in two
enefits to current research in the field:

iy There is a shift towards a nore dynamc orientation for
expl ai ni ng organi sati onal configurati ons and out cones.

iiy There is the identification of strategic decision naking

as the link between organisation environnment, structure,
and ef fectiveness.



4.1 The problem of environnental di nensi ons

DIl (1958) in his study refers to the environnental
characteristics leading to stability. The study refers to
environnental stability based on either decentralised or
centralised organi sati onal arrangenents. The cel ebrated works
of Thonpson (1967) and Burns and Stal ker (1961) also refer to
the concept of stability and uncertainty reflected by the
degree of heterogeneity. Research su?gests t hat envi ronnent al
uncertainty tends to require nore flexible and perhaps nore
decentralised organisational arrangements (DIl: 1958 ;
Law ence and Lorsch: 1967; Duncan: 1972).

~ The dinensions of the environnent are the subject of
rralbor di sagreenent anong researchers. The two najor areas of
debat e anong researchers are:

1 Uncertainty

~ Duncan 11197_2) says that the effects of environnental
uncertainty on the internal .characteristics of organisations
can be due to the conplexity of elenments in the environnent
and their variability over tine.

Pfeffer and Sal anci k (1978) suggest that uncertainty
iIs the indirect result of the egree of resource
concentration, the scarcity of these resources and the degree
of interconnectedness of the resources in the organi sati on.

More recently, Pfeffer (1981) has commented that the
degree of uncertainty in the organisation caused by
environnental conditions, mnay. be overstated in explaining
structure, and that the nore fundanental dinensions of the
environnment itself, such as dynamsm should be utilised to
nmeasure t he envi ronnental conditions.

2 (bj ectivity

There is a disagreenent on the subjective nature of
per cei ved characteristics of t he envi ronnent . Thi s
disagreement has centered on the wuse of objective and
percei ved organi sational characteristics of the environnent.
Several researchers have suggested that the objective and
the perceived environment are not the same. (Downey et al:
1975; Pennings: 1975; Tosi et al: 1973)

To overcone the two shortcomngs as stated above in the
current research, the suggestion by Pfeffer (1981) s
utilised, that is, to incorporate dynamsmas a neasure of the
social relationship indicator. To accommodate the debate on
the perceived and objective environnental characters, both
objective and perceived environnental neasures have been
incorporated in this research. The examnation of the
objective environment and its relationship with the training
systems effectiveness is a subject that wll be devel oped in
future papers. However the findings of the research was that
the structural neasures of size, type of industry and
formalisation were seen to have sone relationship wth the



training system In this part of the research, the perceived
envi ronnent , t hat IS, or gani sat i onal ef f ecti veness,
organi sational clinmate and the state of the environnent, wll
be t he maj or consi derati ons.

5 Defininag t he environnental vari abl es

The relationship between the four variables nentioned
below were correlated using the Pearsons Product novenent
matri x. The strength of relationships were determned by the
coefficient (r) and exact significance (p).

5.1 Overall traininag svystem effectiveness

This is a single criterion that neasures the perception
of the respondents overall view of the effectiveness of the
traini ng system Training system here refers to either the
training departnment, if the organisation has fornmalised this
departnment, or the personnel departrment, if there is no
training departnent but the .personnel departnment has the
responsibility of coordinating the training function.

It is appropriate to consider the training systemin an
organisation as a strategic constituent, since training
systens, |ike other systens in an organisation, contribute to
the overall effectiveness of the organisation. Mahajan (1986)
defines the strategi c constituency approach to the eval uation
of performance in an organisation as the extent to which all
the organisations constituents are mninmally satisfied.
strategic constituents in this sense refers to any group of
i ndi vi dual s who have sone stake in the organisation, such as
t he menbers of the training group in an organi sation.

_ The neasure of training effectiveness in an organisation
is a function of many predi sposing conditions (Peterson: 1977,

p.153). The follow ng are sone of the conditions identified by
Pet er son:

trai ni ng needs

qualified and conpetent training staff

per f or rance eval uati on nechani sns

ef fecti ve managenent of the training function.

5.2 CQverall orsanisational effectiveness

This construct is hard to define objectively and shoul d
be viewed in a simlar way as the overall training system
ef fecti veness. It is, then, treated as a single criterion
that neasures the perceptions of the respondents overall view
of the effectiveness of their organisations.

‘The concept of organisational effectiveness is a
persistent thene in the study of organisations (Jobson and
Schneck: 1982, p.25). The study of effectiveness is a basic
construct in all organisations and yet there is little
evidence  of rel ati onshi ps bet ween or gani sat i onal
characteristics and effectiveness (Hannan and Freeman: 1977,
p.106).




Researchers in the study of organisational effectiveness
have adopted different perspectives regarding criteria of
effectiveness. The follow ng are sone of the perspectives as
noted by various researchers. Effectiveness:

I's an eni gna (Caneron: 1981b)

Is an inportant but problemtopic (H ebniak: 1978)
Is an untidy construct (Canpbell: 1977)

isatopic wth little convergence between neasur enent
ﬁrlterla Mol nar and Rogers: 976?] -

as conceptual relevance rather than enpirical relevance
agd Sals such is not researchabl e (Hannan and Freenan:
1977

Caneron (1978), on the other hand, clains to have identified
one hundred and thirty different effectiveness criteria.

The central purpose of organisational evaluation is the
eval uation of effectiveness (Mackay: 1984, p.3). Though the
concept of effectiveness is central to evaluation, there is
little agreenment as to the criteria of measurenent. Cameron
(1978) examned 17 nodels of effectiveness and found little

agreenent anong the nodels as to the criteria, and whether the
nodel s were absol ute or relative in nature.

Perceptions of factors which constitute organisational
effecti veness vary from one person to .another (NMackay: 1984,
P. 6). People in organisations and those studyi ng organi sati ons
ocus on different aspects of organisations. Sone enphasise
organi sati onal output and neasure effectiveness in relation to
the achieverment of goals (Canpbell: 1977, Etzioni: 1964;
Georgepoul us and Tannenbaum 1957; Hall: 1972; Price: 1968;
Scott: 1973; Steers: 1975).

Yucht man and Seashore (1967) on the other hand focus on
the inputs into the organisation, thereby neasuring
effectiveness as it relates to the ability of the organisation

to interact with its environnent to obtain scarce and val ued
r esour ces.

Q her researchers (Argyris: 1964; Beckhard: 1969; Bennis:
1966; Likert: 1967, Schein: 1969) are nore concerned wth the
i nt er nal processes  of an organisation, and neasure
effectiveness according to those patterns. A nunber of
researchers have focussed on the ability of the organisation
to neet the needs and constraints of critical individuals in
the environment. in order to neasure effectiveness (Barnard:
1938; Gonnolly et a: 1980; Cyert and WNarch: 1963; Kelley:
1978; Pickle and Friedl ander: 1967).

Caneron (1978) notes that though there is a diversity of
approaches to the nmeasur enent of effectiveness in
organi sations, all the researchers have started from the
assunption that there is a universal set of criteria for
organi sational studies. She believes that this, in itself, is
a shortcomng since research has either focussed on finding
the universal set of criteria or has defined the criteria a



priori and then applied them to organisational studies. This
failure to agree on a universal set of criteria has led to
studi es about the utility of the organi sational effectiveness
construct (Canpbel |: 1977; Hannan and Freenan: 1977; H ebni ak:
1978; Mol nar and Rogers: 1976).

Mackay (1984, p.7) suggests that researchers first need
to carefully define what they understand as the basis of
organi sational effectiveness. A nultidinensional approach is
indicated as the nost appropriate in dealing with the
divergence of criteria (Steers: 1975, Mackay: 1984). Caneron
and whetton (1983), though they support this view, are agai nst
t he use of universal nodels of effectiveness.

Connol ly et a1l (1980) suggest that nerelh/ prescri bi ng
effectiveness criteria is not appropriate, whether single or
mul tidinmensional criteria are utilised. The methodol og?/
suggested is to examne effectiveness fromthe perspective o
the organisation’s strategic constituents or sub units. They
say that the criteria of effectiveness of the strategic
constituent nust be satisfied if the organisation is to be
effective. Gonnolly et a. draw a relationship between

subsyst ens ef fecti veness and overal | arganisational
ef fecti veness.

The study of constituents’ effectiveness has been of
interest to other researchers in organisation theory in the
past (Barnard: 1938; Cyert and March: 1963; Katz and Kahn:
1966; Keeley: 1978; Pickle and Friedl ander: 1967). According
to this approach, organisation nenbers nust establish a match
between the criteria of effectiveness used in the organisation
and the criteria valued by strategic constituents.

Goodman (1979) supports Caneron and whetton’s vi ew that
there i s no universal nodel of effectiveness, and that nodel s
of effectiveness wll be different in different types of
organi sations. He goes further to say that appropriate nodels
may even differ anong organisational subunits. This suggests
that nmeasures of success in an organisation should not be nade
universal under one effectiveness domain, but may be
influenced by different structural characteristics within an
organi sation and should be neasured as such. Penning (1975,
p.403) agrees and adds that organi sations and sub units nay be
ef fective according to sone criteria and ineffective according
to others. pPerrow (1961) notes that, for exanple, in
organi sations where technology is routine, the organisations
may be effective in nmaking profits, though job satisfaction
and enpl oyee noral e nay be | ow

In attenpting to develop a set of criteria for exploring
the dinensions that relate to the effectiveness of training
systens, it was found necessary to consider the variabl es that
have been identified by theorists of organisational
effectiveness studies. Oganisational analysts have broken
s?/st ens down into a nultitude of characteristics using various
classifications. The task of successfully resolving this
pl ethora of characteristics is a difficult one especially in
trying to isolate in any definitive way the dichotony between




Seiler: 1967, Katz and Kahn: 1966; Johnson, Kast and

senzwei g: 1973; Melcher: 1973; Buckley: 1968; De Q eene:
1970; French and Bell: 1973; Leavitt: 1965) have attenpted to
isolate within their research schemes major variables that
i nfl uence organi sational effectiveness. In this research it is
not the aim of the study to pursue the inpossible task of
creating definitive and predictive variables, but rather to
establish the factors that may influence overall training
systens effectiveness. The current research also attenpts to
identify nmajor predictive variables that are related to the
perceptions of overall training system effectiveness and to
erceived environnental conditions. In so doing, structural
actors like industry type, size and fornalisation of the
training system have been isolated as objective structural
variables that nmay have sone relationship to perceptions of
trai ni ng systens effectiveness.

{zrcei ved el enents of structure and process. Mst researchers

5.3 Qaanisational clinmate

Litwin and Stringer (1968) and Payne (1971) have defined
organisational climate as a nolar or central concept which
reflects the general condition or atnosphere of a workpl ace.
The organisational climate is assumed to influence the
behavi our of individuals in an organisation by notivating and
giving satisfactionto them

A nunber of researchers have expanded on the notion of
Li kert's ’intervening variables'" and have suggested that
organisational climate falls into this category (Hellriegel
and S ocum 1974; Schneider and Hall; 1974). The function of
organisation climate as an intervening variable is well
defined by Lawl er, Hall and oldham (1974)

. «. Climate is an intervening variable, caused by
i ndependent variables such as job activities and
organi zati onal structure, and in turn influencing a
variety of output variables which are inportant to the
organi zation as a system as well as to individual
employees"(p. 140) .

This idea is extended in Payne and Mansfield's (1967)
wor k, -who argue that organisational clinmate has the capacit
to link individual perceptions wth the organisational |eve
of anal ysis. Dastmal chian (1986) , concludes that "the
perceptions of organisational climate can be affected by a set
of ’causal’ factors, and nay influence or be influenced by,
the ’end result variables" (p.610)

_ Though Payne and Pugh (1976) in their research have found
i nconclusive evidence of organisational clinmate being an
i ntervening vari abl e, studi es show that organisational clinate
Is influenced by a nunber of internal and external factors

(Dast mal chi an:  1986) . As far as internal factors are
concerned, size and structure of the organisation are said to
have an influence. External factors |ike organisational
environnent are said to have a direct influence on

organi sational climate (Joyce and S ocum 1979). For exanple,



Litwin and Stringer (1968) found that organisations wth the
’‘achievement climate’ were significantly nore productive and
I nnovative than organisations with ‘power’ and ‘affiliation’
climates, Likewise Schneider and Bartlett (1968) al so
considered clinmate to be prinmarily affected by the | eadership
style used in the organisation. Fried ander and Marguiles
(1969) found that co worker Dbehaviour and |eadership
| nfl uenced cl i mat e.

Azma and Mansfield (1981) found that organisational
climate was a neasure of organi sational effectiveness, though
their hypothesis that conpetition, through decentralisation,
would relate to organisational effectiveness, was not
confirned. However, they found that centralisation was
positively related to organisational clinmate. Their studies
showed that in organisations operating in a highly conpetitive
environment, organisational climate was influenced by task
orientation and enpl oyee i nvol venent.

There are nunerous definitions of organisational clinate,
however nost studies seemto agree that organi sational clinate
can be considered as an employee’s subjective perception of
his organisation (Lawer et aﬁ 1974). Schneider and Hall
(1972) add to this view by stating that climate perceptions
energe as a result of the person’s nunerous interactions,
activities, feelings and experiences in the organisation, and
that perceived clinate may be related to 1ndividual job
satisfaction, involvenent, and performance. In this view,
climate is an intervening variable, caused by independent

variables such as organisational perfornmance and job
activities.

In this research, organisational clinmate is defined as
"the quality of working 1ife". This definition includes the
respondents perceptions of the level of enployee norale and
job satisfaction, as expressed by Law er et al (1974). Table 2
shows that only twenty two of the sixty nine perfornance
variables are significantly related to organi sational clinate.

Table 2 Correlation  of Performance factors wth
organi sational clinate

her e

5.4 State of the i medi ate organisational environnent

Donal dson (1987 p.2) neasures the environnent of the
organi sation by the rate of technol ogi cal change which gives
rise to a set of pressures to which the structure nust in the
Iong run adapt. This notion is expanded in this research to
study the dynamsm of the environment in relation to the
or gani sat i on.

In a nunber of recent studies, researchers have set out
to understand the organisations’s environnent and its bounds
Anderson and Paine: 1975); Mccaskey: 1979; sStein: 1981?1.
heir research focused on the perceptions of managers of the
attributes of the organisational environnent. Some nanagers
perceive the same environnent as nore uncertain-than do



others, and thus perceptions of environnental uncertainty are

nore than sinply an environnmental attribute (Downey, and
S ocum 1975, p. 614).

Thonpson and Tuden (1959) have argued that highly
uncertain and turbul ent environnments | ead to the establishnent
of a high degree of conputational decision making processes.
For exanple, deregulation and other policy changes to the
finance industry in recent times, has created a conpetitive
environnment, and financial ‘'institutions have adapted to

changes by installing conputer intelligence to service
cust oner needs.

This in turn leads to a system that relies on a high
degree of fornalised structure. Wite et al (1980) reject
this notion and su?gest that strategic decision naking is
facilitated by less fornalised organisations. The differences
in the views can be accormocated when it is seen that Thonpson
and Tuden (1959) focused on the effect of uncertainty on the
or gani sat i on, ile Wite et al (1980) were concerned with the
effect that environmental change has on organi sati ons.

The celebrated works of Burns and Stal ker (1961), BEner
and Trist (1965) and Lawence and Lorsch (1965) are |andnar
contributions to the wunderstanding and influence of the
environnent on the structure of the organisation. They
theorised that environment determnes structure. In essence
they proposed that the environnental denmands generate
conditions in the organisation that are satisfied by the
appropriate organi sational structure. Their explanation of the
interactive nature of the environnment and the organisational
structure was based on a systens perspective. The flow of
inputs into the organisation and the outflow of outputs was
considered inportant to the survival of the organisation.
Survival of the organisation in this context was based on the
organisation’s ability to cope with the uncertainties of the
environnent. These environnental conditions determned the
input/output equilibrium necessary for the organisation to
survive in a conpetitive open system

Burns and Stal ker (1961) found that the type of structure
that existed in rapidly changing and dynam c environnent was
significantly different fromthat in organi sations with stable
environnents. They called the structure found in a dynamc
environnent  "organic® and labelled the structure as
"mechanistic" in stable environnents. Mechanistic structures
were characterised by high conplexity, fornalisation and
centralisation. The tasks performed were routine and relied on
[ID_I’ eci se and programmed behaviour. The rate of change was sl| ow

he organic structures were relatively flexible and adapti ve.

The structure pronoted horizontal communication rather than
vertical commnication based on a superior/subordinate
relationship. The nethod of communication was based on
expertise and know edge rather than the authority of the
position.- Exchange of information, rather than directives was
encouraged, with responsibilities | oosely defi ned.



Burns and Stal ker were of the view that neither of the
structures were to be considered superior to the other. The
organi sation that adapts to the environnent with the nost
appropriate structure is the nost effective. In other words,
organi sations operating in a dynamic and fast changing
envi r onnment shoul d adapt organi c structures whi | e
organisations in a stable or static environment should adapt
mechani stic structures. They also cautioned against over
generalisation, as the ideal forns define two ends of a
continuum and, no organisation is purely mechanistic or
purely organic. Emery and Trist (1965) expanded on Burns and
Saker's nodel and identified four kinds of environments (see
Table 3. The first two environnents respond to the organic
structures. Each environment is progressively nore conplex
t han t he previ ous one.

'rl]'abl e 3 Enery and Trist’s four kinds of environnents
ere

541 [echnol oav and its influence on the oraanisation

Emery and Trist’s four environment nodel is also
conpati ble with the research findi ngs on technol ogy ( Thonpson:
1967, Thomas et al: 1974). Research shows that the |ess
routine the technol ogy, the greater the uncertainty; the |ess
effective the nechanistic qualities and the nore inportant it
is to use flexible forns of organisation. For exanple, the
conputer industry is perceived to operate in a dynamc
environnent (Table 1). Uncertainty is high and there is

Tabl e 4 I nfluence of newtechnol ogy on industry type

Her e

potential for naor and rapid changes. In this type of
environment, a flexible organic structure is nost suitable.
The respondents from the conputer industry have also stated
that their industry has a very high need to devel op training
prograns associated wth new technology (Table 4). This
Indicates that the survival of organisations in the conputer
i ndustry depends very nuch on their adaptability to.the fast
changi ng technol ogy. Respondents from the other industries
| i ke services, retailing, manufacturing and the professions do
not reflect the sane enthusiasm for the devel opnent of
training prograns associ ated w th new t echnol ogy.

5.4.2 Formalisation of the trainina function and its
i nfl uence on the oraani sation

Most of the literature on environnent (Burns and Stal ker,
Erery and Trist, and Lawence and Lorsch) suggests that
formal i sation s a characteristic of nmechani sti c
organisations. This is probably true of the subunits at the
boundary of the organisation, that interact wth the
environnment frequently (Robbins: 1987, p.163). This coul d
Erobably explain the observations in this research.
ormalisation of the training departnent and the position of
the training nmanager corresponds nore to organic structures
(Tabl e 5). Table 5 shows the conputer and the
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insurance/finance industry respondents as perceiving a high
proportion of fornalised training departments (80% and 83.3%
respectively) and positions of trainin%k)nanager (100% and
91. 7% respectively) in their industries. th these industries
are operating in a dynamc environnent (Table 1). On the other
hand the 'nmanufacturing industry respondents have indicated
that their organisations do not ave highly formal i sed

training departnents (26.7% or formalised positions of
trai ni ng manager (46.7% .

Table 5 Fornalisation and the industry type

Her e

54.3 Managerial perceptions of the state of the
envi r onment

Lawrence and Lorsch (1965) studied the internal
environnent of the organisation and identified tw separate
dinmensions: differentiation and integration. They suggested
that nanagers at different levels and departnents can be
expected to hold different views and attitudes and behave
differently in terns of their goal perspectives, ,expected tine
frames and their relationships wth enployees. hey argued
that since the nanagers do not see things the sane way all the
time, it is difficult to agree on integrated plans of action.
This causes conplexity and nore rapid changes. The degree of
differentiation than becones a neasure of conplexity. The
current research reflected this difference in perceptions
anong three nanagerial |evels. The strategi c pl anners (gener al
managers) perceive a nore dynamc_environment than the
officers in the survey (Table 6). The mnmanager category 1is
somewhere in between the general nmanager and the officer |evel

in ternms of preceptions of the state of the inmmediate
envi ronment .

Tabl e 6 Managerial perceptions of the state of the immediate
envi r onnent

Her e

The integration aspect of the interdependent units or
departnents of the organisation was the second dinension of
the internal envi ronnent . Lawence and Lorsch’s study
concentrated on the requirenents of achieving unity of effort
in the organisation. The devi cesthat organisations nornally
use to achieve this wunity include rules, procedures and
policies, formal plans, common databases for decision naking,
channel s of coordination and ot her integrative mechansi ns.

In the current research, respondents from the conputer,
defence and exploration industries indicated that their
industryies achieved unity of training effort, by having
witten top nmanagenent policies defining conpany w de training
mssions and objectives (Table 7) and by having a witten
trai ning departnent policy defining specific training mssions
and objectives (Table 7) and (Table 8). In both -instances, the




respondents from the nanufacturing industry and the
professions indicated a |ow preference for unity of training
effort. The lack of chi square significance (p>0.6) restricts

interpretation of the data about the status of the other
i ndustri es.

Lawence and Lorsch postulated that the nore dynamc,
conplex, and diverse the external environnent, facing an
organi sation, the greater the degree of differentiation among
its subunits. They al so suggested that there is a need for an
el aborate internal integrative nechanism to nai ntain harnony
anong the subunits. The current study does not seemto support
this proposition. Table 9 and Table 10 suggests that the
respondents perceive that there is an overall lack of
integration mechanisns in nost of the industries surveyed.
This finding can perhaps be attributed to differences in
actual and perceived degrees of wuncertainty. It has been
suggested that replication of Law ence and Lorsch’s work using
objective neasures have often failed, suggesting that their
results nay be a function of their particular nmeasure (Tosi et
al: 1973; Downey and S ocum 1975; A dag and Storey: 1975).

Table 7 Unity of managenent training effort

Her e
Table 8 Unity of departnental training effort

Here
Tabl e 9 Mechanismfor reviewng and facilitating integration

Her e

Table 10 Mechanisns for nonitoring the devel opnent of
pot enti al conflict

Her e

The criticisns of -Lawence and Lorsch’s work are valid
from a research viewpoint. However from the practical aspect
of the respondents, who are practising mnanagers in this
research, it -is their- perceptions of the environnental
conditions that count. The perceptions of these nanagers
represent an inportant contribution to the understandi ng of
the relationship of the imediate environnents wth their
respecti ve organi sati onal structures.

6 Envi ronnental relationships Wth structure

In the current research, the state of the imediate
environnment of the organisation is neasured by the degree of
dynamsm in the environnent, as perceived by the respondents
in the survey. The 5 point Likert scale neasures this
response. 1 is considered stable and 5 is dynamc. The nean
average of the sanple of this neasure was 3.78, indicating a
fairly dynamc environment (see Table 11).



Table 11 Man and Standard deviation of the overall training
system effectiveness and the environnental vari abl es

Her e

Tabl e 12 shows the Pearson product novenent correlation
matrix of the four wvariable, overall perception of
organi sational effectiveness (Q 3.1) , overall perception of
training system effectiveness (Q 3.2) perceived organisation
climate (Q 3.3) and the perceived state of the immediate
organi sational environnent (Q 3.4).

Tabl e 12 Pearson’s Product novenent Correlation Matrix of the

overal | trainin system ef fecti veness and t he
envi ronnent al vari abl es.

Her e

6.1 The rel ati onshi t N trainin vstemeffectiven

and orsani sati onal effectiveness

Wen overall training systens effectiveness.is correl ated
wth the other three variables wunder examnation, onl
training systens effectiveness is highly correlated wt
overall organisational effectiveness (r= .27 Pp= .000). The
perceived relationships of the overall training system
effectiveness to organisational climate (r= .13) and to the
state of the immedi ate organi sation environnent (r= .05) are
not significant (p>.05).

~ These perceived relationships suggest that the overall
training system effectiveness neasure (93.2) is significantly
related to overall organisation effectiveness (QB.%) and nay
be a contributor to the effecti veness of the organisation. The
correlation also suggests that there is very little direct
relationship between either the overall training system
effectiveness and organisation clinmate or the state of the
i mredi ate environnent. The inplication of this finding is that
the perceived effectiveness of the training system as a
subunit in an organisation is directly related to the
percei ved overall effectiveness of the organisation. MNo
significant relationships were found either between training
s¥st ens effectiveness and organi sational climate or the state
of the i medi ate environnent.

Table 13 shows the relations of the training system
effectiveness criteria and the overall organisational
ef f ecti veness.

Table 13: Relationship of the training system effectiveness

criteria to the overall organisational effectiveness (Q3.1) at
confidence |l evel p > .o1.

Her e



6.2 The rel ati onshi betmeen_QMgLaLL_%qnnﬁsa:ignal
effectiveness and orsani sational clinate

Qverall organisational effectiveness has also a direct
and highly significant relationship to organisational climate

(r = .46, p = .000). There is no significant relationship
between organisational effectiveness and the state of the
| mredi ate environnent (r = .22, p = .16).

This finding suggests that perceived overall organisation
effectiveness is related significantly to tw of the
vari abl es, nanely, the overall perception of effectiveness of
the training system and the organisational clinmate. The
inplication is that the overall organisational effectiveness
neasure is an mtervemngl1 variable between the training
systens effectiveness and the 'qyallty of working life’. The
quality of working life variable, which neasures enployee
norale and job satisfaction, has a direct and positive
relati onship with the organi sati onal effectiveness vari abl e.

The significance of this finding is that inprovenent of
the training system nmay not be directly related to inproved
enPonee norale and satisfaction, but nay have a direct
rel ationship with organi sati onal effectiveness. QO gani sational
effectiveness nay then have an intervening relationship wth
enpl oyee noral e and satisfaction. Therefore inprovenent in the
training system my be related to inproved overal
organi sational effectiveness, which may- then be significantly
related to the qyality of working life. Kasperson (1985) in a
study exploring the rel ati onshi p between perfornmance, decision
making and structure, found that there was a positive
correlation between job satisfaction and organisational
effectiveness. This evidence is not conclusive. studies show
that job satisfactionis a correlate of organisational clinate
and not organi sational perfornmance (Friedlander and Margulies:
1969; Litwin and Stringler: 1968; Lawler et.al: 1974).

state of fﬁe | medi at e _envi r onnent

organisational climate is, in this case, the intervening
vari abl e between overall organisational effectiveness and the
state of the inmedi ate environnent. Qganisational clinmate is
significantly related to organisational effectiveness as
stated above and is also significantly related to the state of
t he i medi at e organi sational environment (r = .22, p = .015).

The inportance of this finding is that the state of the
i medi ate environnent, neasured in terns of organisational
dynamsm can have a bearing on enployee norale and job
sati sfaction. The condition of the inmmedi ate organisationa
environnment need not have a direct bearing on the overall
effectiveness of the organisation or the training system The
condition of the imrediate organisational environnent can
influence the quality of working 1ife, either by inproving the
perceptions of the enployees working in a dynamc and

chal | engi ng environnent, or naking themnore negative when the
i medi ate environnment is static.



7 Summary

~The purpose of this paper was to establish the
contingency nature of organisations, which to an extent, are
influenced by their environnent. The behaviour of subsystens
in an organisation is, to a large extent, thus contingent on
t he behaviour of the many parts that nake up the system This
suggests that an effectiveness study of a subsystem shoul d not
i gnore the inpact of other subsystens of the organi sation.

The nmajor concerns of this paper were the perceived
environnmental variables that may have a relationship with the
training systens effectiveness. Specifically three such
variables were related to the perceived overall training
system effectiveness criterion. They were:

the overal | organisational effectiveness,

t he organi sational climate, and

the state of the i medi ate environnent of the
or gani sat i on.

The correlational results show that the relationship of
the three environnental variables to the overall training
system effectiveness criterion is as explained in Figure 1

e overall training system effectiveness criterion is not
directly related to organisational climate or to the state of

t he i nedi at e envi ronnent . Overal | trai ni ng system
ef f ecti veness IS rel ated to overal | or gani sat 1 onal
effectiveness (r = .27, p = .003). Overall organisational
effectiveness is in turn related to organi sational climate (r
= .46, p = .000). Finally organisational climate is related to
the state of the immedi ate environnment (r = .22, p = .015).

This web of relationships suggests that training systens
effectiveness is related to the overall organisational
effectiveness. The training system’s interface wth the
external environment is through the organi sational structure,
since the training system effectiveness is not directly
related to the organisational climate or the state of the
| mredi ate environment. The organisational structure, then, is
said to constitute the interface link between the training
systemand t he external environment.
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Table 1 Industxrv Tvpe bv Immediate Sate of the Enviromment

(B. 4- >Qount Static Wnan’n c
Row Pct Condi ti ons Conditions
FQ1.7 Row
1 2 3 4 5 Tota
1 4 6 12 14 36
Govermment 11.1 16.7 33.3 38.9 29.5
2 4 2 3 3 12
Defence 33.3 16.7 25.0 25.0 9.8
3 4 2 1 3 10
Expl oration 40.0 20.0 10.0 30.0 8.2
4 5 6 9 4 - 24
Manufacturing 20.8 25.0 37.5 16.7 19.7
5 1 1 1 3
Servi ce 33.3 33.3 33.3 2.5
6 2 1 4 7
RTSREPORMIN. - - 1, SRR UMV S: . [ SR . W (OO, . L0 | RN SRRt )
7 1 1 2 3 7
Tertiary 14.3 14.3 28.6 42.9 5.7
educat i on
8 4 4
Pr of essi onal 100.0 3.3
9 1 1 3 7 12
| nsur ance & 8.3 8.3 25.0 58.3 9.8
Fi nance
10 3 1 * 4
Camputers - 75.0 25.0 3.3
11 2 i 3
G her 66.7 33.3 2.5
Col umn t ot al 1 20 22 43 36 122
0.8 16.4 18.0 35.2 29.5 100.0
Chi-square DF. Significance

55.26829 40 0.547



@.3.23
Integration of campany planning units .48 .000

Q.8.2
Proactive pl anni ng .45 .001

@.12.5
Problem-solving orientation of training
manager .45 .001

Q71
Campany-wide training need analysis .43 .001

02.4.1
Cammunication between training staff and
line management .40 .003

02.9.2
Channels of cocordination .40 .003

—_— - 2Q2.11.3

Productivity of training staff .37 ) 006

Q@.17.3
Conceptual flexibility of training staff .36 .009

@.5.1
Adequate finance «35 -010

Q2.10.1
Mechani sns for monitoring potential conflicts .35 .011

02.21.3
Training importance in the organisation 35 . .011

02.10.2
Conflict resolution by means of confrontation
of issues and consultation .35 .011

Q2.1.3
Li ne management involvement iN development
of training materials .34 D12

Q2.18.2
Cammunication between geographically
separate training staff members .32 .020

Q2.17.2
Problem-solving orientation of training staff .31 .026



@91
Integration Of traini ng department -with Ot her
areas

@121

Vdr ker participation i s encouraged by the
trai ni ng nanager

Q.32

Long-range pl anni ng

@81

Reactive planning

@12
Witten training department policy

Q.6.3

Frequent meetings among ccarpany t 0 deci de
training needs

02.4.2
Cammunication between trai ni Ng department
and personnel department

Q2.3.1 . e
Trai ning resour ce al l ocation and utilisation
Q@.14.1 :

Formal systemf or monitoring performance
Q.16.2 _ _

Trai ning staff have appropriate experience
Q. 11.1

Training staff performance

Q.7.2

Regul ar survey for specialised training needs
02.5.2

Appropriate staff to conduct training

Q.18.3

Access to group information SOUr CES

02.11.2
Quality of traini ng programs

*Exact Pearson's two-tail Significance

.30

.30

w29

.28

.28

.28

.27

27

.26

.25

.25

.24

.24

.24

«23

.028

.031

.038

.039%

.039

.042

.050

054

.057

.068

.069

.078

.084

.089

.099



Table

3 Ererv and Trist's four kinds of environments

Environments

. s

Compared to Bums
and Stalker's Mcdel

1

. Placid-randaomised Relatively unchangi ng

environment and posing
|l east threat

2. Placid-clustered Enviromment changes slowly

4.

Distributive-
reactive

Turbulent-field

_ ....to determine prices, _

and threats are clustered
to forces in the environment
which are linked to each
other rather than randam
threats. For example, same
ccaopetitors j ol ning forces

More camplex environment. |

May campetitors with two
or three large companies
exerting influence over
their environment.

Dynamic and high uncertainty.

Elements in the environment
are interrelated with a high
rate of change.

Mechanistic structure

Organic structure




Table 4 Influence of new technoloav on industrv tvee

Q2.2.2>
Q1.7 Count Low H gh Row
Row Pct 1 2 3 4 5 Tot al
1 3 7 7 15 12 44
Government 6.8. 15.9 15.9 34.1 27.3 29.7
2 1 1 2 5 4 13
Def ence 7.7 7.7 15.4 38.5 30.8 8.8
3 1 1 6 5 13
Exploration Tt 7.7 46.2 38.5 8.8
4 4 8 2 11 5 30
Manufacturing 13.3 26.7 6.7 36.7 16.7 20.3
5 3 1 4
Service 75.0 25.0 2.7
6 1 1 1l 2 3 8
Ret ai | 12.5 12.5 125 25.0 37.5 5.4
7 i 1 2 4 8
Terti ary 12.5 125 25.0 50.0 54
8 2 2 2 1 7
Pr of essi onal 28.6 28.6 28.6 14.3 4.7
9 4 6 3 13
INnsurance & 30.8 46.2 23.1 8.8
Fi nance
10 1 4 5
Camputers 20.0 80.0 3.4
11 1 1 1 3
Otha 33.3 33.3 33.3 2.0
@l umm total 14 17 24 52 41 148
9.5 11.5 16.2 35.1 27.7 100.0
Chi-square D.F. Significance

48.33249 40 0.1718



Tabl e

5 Formalisation and the industrv tvpe

Crosstabulation: Q.7 Industry type
By @.10 Trai ni ng dept By Q.12 Trai ni ng Manager

1.7

I ndustry type

38. 03841 10 0. 0000

Q1.10
Yes No Yes No
Q.7 CGount Row Row
Row Pct 1 2 Tot al 4 5 Tot al
1 35 9 44 40 4 44
Government 79.5 20.5 29.5 90.9 9.1 29.7
2 13 1 14 13 1 14
Defence 92.9 b | 9.4 92.9 7.1 9.5
3 13 1 .14 8 5 13
Exploration 92.9 7.1 9.4 61.5 38.5 8.8
4 8 22 30 14 16 30
M anufacturing 26.7 73.3 20.1 46.7 53.3 20.3
5 3 1 4 4 4
Service 75.0 25.0 2.7  100.0 2.7
_ 6 5 3 8 6 2 8
Retai | 62.5 37.5 5.4 75.0 25.0 5.4
7 5 3 8 5 3 8
Tertiary 62.5 37.5 5.4 62.5 37.5 5.4
8 4 3 7 3 4 7
Pr of essi onal 57.1 42.9 &7 42.9 57.1 4.7
9 10 2 12 11 1 12
| nsurance & 83.3 16.7 8.1 91.7 8.3 8.1
F nance
© 10 4 1 5 5 5
Camputers 20.0 3.4 100.0 3.4
11 1 2 3 1 2 3
Gther 33.3 66.7 2.0 3353 66.7 2.0
ol umm tot al 101 48 149 110 38 148
67.8 32.2  100.0 74.3 25.7 100.0
Chi-square DE ignificance



Table 6 Managerial perceptions of the state of the immediate
environment

Crosstabulation: Q.5 Seniority
by Q3.4 Immediate state of environment
03.4—>
Q.5 Count Static Dynamic Row
Row Pct 1 2 3 4 5 Total
1 3 6 4 13
Gener al 23.1 46.2 30.8 10.7
Manager
2 12 12 25 24 73
Manager 16.4 16.4 34.2 32.9 59.8
3 T 7 7 12 9 36
Other 2.8 19.4 19.4 33.3 25.0 29.5
(Officers)
Cdumtotal 1 19 22 43 37 122
0.8 156 18.0 35.2 30.3 100.0
Chi-square D.F. ianificance

6.11202 8 0.6347



Tabl e

Crosstabulation: Q1.7

7 Unity of ining effort

I ndustry type
By Q2.1.1 Witten management policy defining training

0Q2.1.1
Iow High
Q1.7 Qount R w
R w Pct 1 2 3 4 5 Total
1 10 8 8 9 8 43
Govermment 23.3 18.6 18.6 20.9 18.6 29.9
2 2 1 2 8 13
Defence 15.4 Ts7 15.4 61.5 9.0
3 1 2 1 5 3 12
Expl oration 8.3 16.7 8.3 41.7 25.0 8.3
4 12 7 3 4 2 28
Manuf act uri ng 42.9 25.0 10.7 14.3 g% | 19.4
5 i i 2 4
_ Ser\_/i ce L 2:'-3.0 L 25.9 _ __50.0 28
6 1 2 1 4 8
Ret ai | 12.5 25.0 - - 12.5 50.0 546
7 2 2 2 2 8
Tertiary 5.0 25.0 25.0 25.0 546
8 1 2 2 ) 7
Pr of essi onal 14.3 28.6  28.6 28.6 4.9
9 4 2 i 3 3 13
| nsur ance & 30.8 154 7.7 23.1 23.1 9.0
Finance .
10 1 4 5
Camputers 20.0 80.0 3.5
11 1 1 I 3
Q her 33.3 33.3 33.3 2.1
Colummn t ot al 35 26 20 27 36 144
24.3 18.1 13.9 18.8 25.0 100.0
Chi-square DE_ S gni fi cance
50.65764 40 - 0.1204



Table

8 Initv of demartmental training effort

54.80539 40

Crosstabulation: Q1.7 Industry type
By Q2.1.2 Written management policy
02.1.2
Low H gh
Q1.7 Count Row
Row Pct 1 2 3 4 5 Tad
1 4 8 7 14 10 43
Government 9. 18.6 16.3 32.6 23.3 30.1
2 1 1 1 2 8 13
Defence 7. 7.7 7.7 15.4 61.5 9.1
3 1 2 6 3 12
Exploration 8. 16.7 50.0 25.0 8.4
4 11 5 2 5 4 27
Manufacturing 40. 18.5 7.4 18.5 14.8 18.9
5 1 2 5 4
Servi ce 25 50.0 25.0 2.8
TTTTTTTTR T T TIT T T T T TR g
Retail 12.5 25.0 62.5 5.6
7 2 2 3 1 1 8
Tertiary 25. 12.5 37.5 12.5 12.5 5.6
8 2 2 1 2 7
Pr of essi onal 28. 28.6 14.3 28.6 4.9
9 5 3 2 3 4 13
| nsurance & T 23.1 15.4 23.1 30.8 9.1
Fi nance
10 1 4 5
Camputers 20.0 80.0 3:5
11 1 1 1 3
Other 33. 33.3 33.3 2.1
Column total 24 21 19 37 42 143
16. 14.7 13.3 25.9 29.4 100.0
Chi-square DFE Sianificance
0.0595



Table 9 Mechanism for reviewing and facilitating integration
Q.7

By 02.9.1 Mechani sns for review ng and facilitating
t he integration of the training depart nent
with other areas of the organisation

Crosstabulation:

Industry type

02.9.1
Low H gh
Q.7 Gount Row
Row Pct 1 2 3 4 5 Tot &
1 8 16 13 4 41
Government 19.5 29.0 31.49 9.8 29.9
2 3 3 4 3 13
Defence 23.1 23.1 30.8 23.1 9.5
3 5 3 1 3 12
Exploration 41.7 25.0 8.3 25.0 8.8
4 10 5 6 ¢ 3 24
Manufacturing 41.7 20.8 25.0 4.2 8.3 17.5
e e a e e - e — —— - - - 5 — i ——— . mm = . 3 - —— w— e i ..l —— c— - — — 4 s e e — g
Servi ce 75.0 25.0 2.9
6 2 i 3 2 8
Retail 25.0 12.5 37.5 25.0 5.8
7 2 4 2 8
Tertiary 25.0 50.0 25.0 5.8
. 8 2 2 2 i 7
Pr of essi onal 28.6 28.6 28.6 14.3 51
9 1 8 3 1 13
| nsurance & 7.7 61.5 23.1 7.7 9.5
Fi nance
10 1 2 2 ot
Camputers 20.0 40.0 40.0 3.6
11 L 1 2
Q her 50.0 50.0 1.5
Colum t ot al 27 49 36 18 7 137
19.7 35.8 26.3 13.1 5.1 100.0

Chi-square
59.38567

40

Significance
0.0248



Table 10 Mechanisms for monitorina the development of wtential

conflict
Crosstabulation: Q.7 Industry type

By @.10.1 Mechanism for monitoring the development
of potential conflict between the trai ni ng
department and other areas of the

organisation
Q2.10.1
Low High
QL7 Count Row
Row Pct 1 2 3 4 5 Total
1 16 13 7 5 1 42
Government 38.1 31.0 16.7 11.9 2.4 30.0
2 3 4 4 1 12
Defence 25.0 33.3 33.3 8.3 8.6
3 1 6 2 4 13
Exploration 7.7 46.2 15.4 - 30.8 9.3
4 16 3 4 1 2 26
_ Manufacturing = 61.5 11.5 15.4 3.8 7.7 _  18.6
5 1 3 _ 4
Service 25.0  75.0 : - 2.9
6 3 i) 1 2 7
Retail 42.9 14.3 14.3. 28.6 5.0
7 5 2 1 8
Tertiary 62.5 25.0 2.5 5:7
8 . 4 1 2 | 7
Professional 57.1 14.3 28.6 5.0
9 4 5 4 13
Insurance & 30.8 38.5 30.8 ) 9.3
Finance
10 1 2 1 1 5
Camputers 20.0 40.0 20.0 20.0 3.6
11 1 2 3
Q her 33.3 66.7 23
Cdum total 52 42 27 14 5 140
37.1 30.0 19.3 10.0 3.6 100.0
Chi-square DFE _lanificance

57.29894 40 0.0374



Table 11 Mean and S andard deviation of the overall training

tem effectiven the environnental vari abl
Variabl e Latel Ses Mean Std.Dev
Q31 overal | organisation effectiveness n=122 3.615 .0875
Q32 overal | training system effectiveness n=122 3.000 .9091
Q33 organisational climate n=122  3.139 .9648
Q3.4 state of the immediate environnent n=122 3.779 1.0796

Table 12 pearson’s Product novenent Correlation Matrix of the
overall trainina svstem effectiveness and the

o ] ab)
Gorrel ati ons: &S 1 &B.2 Q3.3 . Q3.4
03.1 r= 1.0000 r= .2702 r= .4620 1= .1289
P= . P= .003 P= .000 P= .157
Q3.2 r= .2702 r= 1.0000 r= .1319 r= .0505
P= .003 P= . P= .148 - P= .580
03.3 r= .4620 r= .1319 r=1.0000 r= .2203
P= .000 P= .148 P= . = .015
3.4 r= .1289 r= .0505 r=  .2203 1r= 1.0000
P= .157 P= .580 P= .015 P= .

(Gefficient s 2-tailed S gnificance)
"."is printed if a coefficient cannot e conputed



Table 13: Relationship of the trainina svstem effectiveness
criteria to the overall oraanisational effectiveness ¢(03.1) at

confidence [ evel W> .01.

Trainina svstems eff ecti veness

Q2.17.4 . o
hesi veness i n deci si 0N making

Q2.12.5 _ _ _
Probl emsolving orientation of training
manager

Q2.17.2

Problem-solving orientation of training
staf f

Q2.7.1
Campany-wide trai ning need anal ysi s

Q2.17.3
nceptual flexibility of training staff

Q2.22.2
Trai ning staff are good at adapting to

- changes- - S

Q2.11.2 o ]
Qual ity of training programs

Q2.16.2 _
Training staff have appropri ate training

Q2.13.3
Negotiation flexibility for changi ng
st andar ds

Q2.22.1 o
Anticipating training i ssues and needs

Q2.8.2
P oacti ve training

.47

.38

.37

w37

.36

36— — —

.36

.36

.35

.34

.34

.000

.005

.006
.006

-007

-008-
.008

.008
.010
.011

.012



02.18.1
Openess and flexibility of commnication
among traj ni ng staff

02.20.2

Mechanisms for conflict resol ution
Q.4.4

Existence of dat abase

Q@.15.1

I ndi vi dual and group motivation
Q.81

Reacti ve planning

@213

Trai ning i nportance in the organisation
Q.18.2

Camunication between geographically
separate training staff members

@.19.2
Equity of training manager’s al | ocation of

.34
.32
+32
]
.29

.28

.28

27

@ 4.1
Cammunication between training staff and
| I né management

Q@211
Tral ning departnent and staff reputation

Q9.2
Channel s of coordi nati on

Q.19.3
Saff inputs to planning

@111
Training staff perf oxmance

Q.22
Programs associ ated with new technol ogy,

Q2.13.1
Establ i shed standards of prof essi onal
canpetence

@.11.3
Poductivity o training staff

@.16.1
Qualification of training staff

*Exact Pearson’s two-tail significance

.26
.26
.26
.26
.26

.25

.24
.24

.24

.014
.018
.018
.023
.033

.041

.044

.047

.056 -
.08
.061
-061
.064

.071

.080
.083

.088
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