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Abstract

Training and development are the vital steps and indicators in an incessant process of improving the quality of human resources. It is an
endeavor to advance their existing and prospective performance. The institute should also keep a track on faculty’s achievements after
imparting the indoctrination. It means that the training requires systematic evaluation. Training refers to a methodical procedure of shift-
ing the actions/ behaviors of faculty’s in a path to attain the institution’s missions. An instruction courses is an exercise by the manage-
ment to provide occasion for the faculty’s to acquire ability and inter-related dexterity, approach and information. In order to meet the
end goals of education, the training segment has to become vibrant and refreshed updated in contemporary scenario. In order to take this
training area to heights of intercontinental distinction, there is a requirement for the paramount amalgamation of new knowledge and
dexterous capable labor pool. An investigation is explored through this research paper to learn the methodology of training and develop-
ment in technological institutions in Dakshina Kannada District and its impact on generating efficiency among teachers to cater to the

need of the students.
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1. Introduction

Fast transformation requires an accomplished, knowledgeable
workforce with faculties who are adaptive, lithe, and paying atten-
tion on the prospect. Training and vocation enlargement are very
imperative in any institutions that intends at moving ahead. Train-
ing attributes to the development of attaining the indispensable
skills required for a sure job. It aims at precise and detailed goals,
equally accepting methods and in service a convinced mechanism
or scheme. Vocation development, on the flipside, puts im-
portance on the wider skills, which are appropriate in an ample
range of circumstances, including assessment making, thinking
imaginatively and super visioning the populace.

Technological colleges are those schools that provides profession-
al development opportunities suitably to qualify the undergraduate
courses and postgraduate courses in the field of engineering, ap-
plied engineering and sciences. Presently, India is largest produc-
ers of engineering graduates and more than 65 percent of them are
not capable for employment and few surveys estimated less than
10 percent are really employable. The present situation allows the
researchers in dwindle to knowhow the problem in the restricted
region and to know the challenges connected with the changing
temperament of work and the place of work environment which is
as authentic for the campus as somewhere.

Training gives a major break to increase the knowledge base of all
faculties, but many companies find the expansion breaks are too
expensive. Faculties miss out the work time to be present at the
training sessions, which may holdup the end of developments. In
spite of the latent drawbacks, training and development provides
both the institution as a whole and the individual faculty with
profit that make the outlay and moment a valuable investment.

2. Review of literature

2.1. Training and development

Training and Development essentially dealt with the gaining of
thoughtful, knowledge, techniques and performances. Training
and development is one of the essentials of workforce manage-
ment as it is able to improve presentations at person, friendly and
managerial levels. As the method of escalating one’s capability to
take action, institutions here now more and more becoming metic-
ulous with managerial learning and consequently cooperative
development. Managerial learning, on the flipside, refers to the
well-organized procedure to process, interpret and act in response
to equally in-house and outside information of a primarily unam-
biguous nature.

Easter by-Smith (1999) expressed the evolution of managerial
learning is centered on the idea that prior justifying of learning
which are inclined to its viable significance and are missing in
pragmatic information on knowledge processes.

Armstrong (2006) and Sims (2002) felt that organizational erudi-
tion make employ of training and development as solitary actions
of the numerous comebacks and it deals with the attainment of
thoughtful, knowledge, techniques and practices. These scholarly
intangibles can be transformed into an institutional resource all the
way through the populace that obtain, surmise and utilize. Train-
ing and development are intended learning experiences that edu-
cate employees to execute current and prospective jobs more ef-
fectively. Training spotlights on present employment while devel-
opment arranges employees for potential future jobs and the pur-
pose of T&D is to add to the institutional on the whole growth.

Copyright © 2018 V. Raghavendran, K. Kumuthadevi. This is an open access article distributed under the Creative Commons Attribution License,
which permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



http://creativecommons.org/licenses/by/3.0/

International Journal of Engineering & Technology

51

Sims (2006) Time after time, many business houses are empower-
ing on their internal clientele thus captivating benefit of the work-
force management. Sense of tenure is also important, necessitating
the HR professionals to enlarge strategies that will guarantee supe-
rior familiarity on the dexterity and experiences to inhabit within
the workforce. Erudition activities shall put skills improvement
and development coursework’s at its core as well as empowerment
and vocation development. This is enduring learning and guides
the institutes predominantly to human resource section to make a
continuing investment with organizational representatives and
assist them build their proficiencies.

Maycunich, (2000) wrote, the reasons of learning from the work-
force viewpoint are fundamentally to obtain skills and knowledge
to do the work and to expand support and advancement in career.
In accommodating the career changes, T&D in addition outfit for
the private and proficient developments of the workforce. Learn-
ing can be distinct as knowledge acquired by self-directed study,
experience, or in combination; the ability of achieving knowledge,
dexterity, competency, approach, and ideas preserve and used; or a
transform of activities through experience.

Senge 1990 believes that learning have modest to do with taking
in information; relatively it is a method that enhances competence.
Learning is about building the competencies to generate that
which one formerly could not create. Despite of character differ-
ences and whether an apprentice is learning a new skill of acquir-
ing knowledge of a given topic, the same individual should be
given chance to put into practice what is being trained. Practice is
indispensable after the individual has been fruitfully trained.

3. Need of training the staff at technological
institutes

It is a research scholar’s observation that the teaching staff in
technological colleges is at the present playing an progressively
more pivotal position in higher education, as a outcome of 3 key
improvement such as the Expansion of information technology,
transformation in the delivery of higher education and The im-
provement of an enterprise culture contained by higher education.

Expansion of IT had occupied all organizational and support per-
sonnel in a broad range and an elevated level of occupations than
they had formerly undertaken. When hiring labor force, approxi-
mately each institution seems to be for occupied, dedicated, effec-
tual and prolific workforce. Not all academies recognize that you
have to work for structuring your labor force for it and it requires
lot of preparation and dedication along with policies and plan to
go with it.

Teacher’s development opportunities are of pinnacle significance
for faculties while they imagine about next stride in their career
and if they want to continue with their current employer or to
move elsewhere. Endowing in employee’s prospect is of enor-
mous weight age and helps to recover retention. Uninterrupted
worker development not only leads to enhanced productivity, but
also lends a hand to earn workers devotion. Workforce tends to
continue with the organizations which be concerned for them, not
only in good times, but in thorny times as well. Teaching can play
a massive role when institutions strategize on generating the de-
velopment opportunities for their workforce. True worker training
at the right time offers employers big return on investment. It
helps employers to get amplified productivity, assurance,
knowledge and faithfulness from their workforce.

4. Research gap

The proposed study tries to understand the performance of facul-
ties at technical colleges with training imparted to them and meas-
ure the outcome of their performance.

5. Objectives of the study

The research study on efficacy of training and development in
technological institutions in Dakshina Kannada district has the
following objectives:

e To determine the relationship of training with job perfor-
mance in technological institutes across Dakshina Kannada
District.

e To ascertain whether the training programmes assist the
faculties to function more efficiently in their present posi-
tion by divulging them to the newest thoughts, information
and techniques

e To suggest the technological colleges across the Dakshina
Kannada district to improve upon (if any) for enrichment of
the faculties through training and development.

6. Research methodology

The foremost plan of this assessment is to know the effective of
training on teaching faculties in the technological institutions in
Dakshina Kannada district and find out the key factors for efficacy
of training. Therefore simple and descriptive research is being
adopted to find out the faculties views on training and develop-
ment of technical colleges. The survey is conducted among all
class of faculties who are the knowledge source in technical col-
leges at Dakshina Kannada district. Principal data is collected
through survey method. The entire appellants are asked to fill-up
in the questionnaire by themselves. The questionnaire encloses
closed ended questions with structured arrangement which is clear
and simple. Sample size taken in this study is 84 in Dakshina
Kannada district. The study was conducted during the period Jan-
uary 2016 to April 2016. As all the achievable items are consid-
ered for research, the sampling method adopted is simple sam-
pling. For analysis and interpretation, only primary data is used.
However for conclusion and recommendations both primary and
the secondary data along with the vocal knowledge and infor-
mation even though obtained from respondents, though they are
outside the parameters of questionnaire are also included. The data
collected are analyzed using various tools like standard deviation;
points systems and ranking are incorporated. A customary ques-
tionnaire is prepared for the collection of data from various re-
spondents. The questionnaire is premeditated in such a way that
the aim of collecting essential information for the study would
congregate the set of objectives. The researchers found the limita-
tions about the study and they are current study is the small, non-
probability sample of convenience, Financial constraint and the
size, convenience, and homogeneity of the sample limit, the gen-
erality of this study and last one was the distance. As the research-
ers have to travel far places to meet the respondents, distance
played an important role in limiting the study.

7. Analysis and interpretation

The researcher found that respondents have responded to 13 ques-
tions in the questionnaire adapted. Out the survey it was found that
62% were and 38%were females.

The researcher was able to express that the respondents were des-
ignated as 2 % as director, followed by 24 % as professors, 12%
of them were management representatives, 62 % were others such
as associates, readers, librarians, assistant professors and lecturers
of the engineering colleges.

In a Query on teaching experience, the researcher found that 18%
of the respondents have less than 3 years of academic experience,
followed by 12% respondents were 3-6 years, 22 % respondents
had 6-9 years, 14% respondents were 9-12 years, 22 % respond-
ents had 12-15years, 4% respondents were 15-18 years, 6% of
respondents had 18-21 years and finally 2% percent from 21-24
years of experience in the technological colleges.
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A set question were asked to the respondents in context to title of
the study, the researchers found that for a statement 1, 13 respond-
ents expressed almost always true, followed by 44 respondents
expressed mostly true, 12 respondents expressed sometimes true,
15 respondents expressed rarely true and O respondents expressed
not at all true and secured 307 points and secured 1% Rank posi-
tion. For a statement 2; 7 respondents expressed almost always
true, followed by 34 respondents expressed mostly true, 25 re-
spondents expressed sometimes true, 17 respondents expressed
rarely true and 2 respondents expressed not at all true and secured
279 points and held position 9. For a statement 3, 17 respondents
expressed almost always true, followed by 35 respondents ex-
pressed mostly true, 17 respondents expressed sometimes true, 7
respondents expressed rarely true and 8 respondents expressed not
at all true and secured 297 points and settled for 2" Rank position.
For a statement 4, 13 respondents expressed almost always true,
followed by 22 respondents expressed mostly true, 39 respondents
expressed sometimes true, 5 respondents expressed rarely true and
5 respondents expressed not at all true and secured 286 points and
stood 5™ position

Statement 5, 8 respondents expressed almost always true, followed
by 29 respondents expressed mostly true, 39 respondents ex-
pressed sometimes true, 5 respondents expressed rarely true and 3
respondents expressed not at all true and secured 286 points and

shared 5™ position. Statement 6, 12 respondents expressed almost
always true, followed by 35 respondents expressed mostly true, 15
respondents expressed sometimes true, 18 respondents expressed
rarely true and 3 respondents expressed not at all true and secured
286 points and stood 5" rank . Statement 7, 15 respondents ex-
pressed almost always true, followed by 27 respondents expressed
mostly true, 32 respondents expressed sometimes true, 5 respond-
ents expressed rarely true and 5 respondents expressed not at all
true and secured 294 points and positioned 4™ position.

Point 8, 18 respondents expressed almost always true, followed by
32 respondents expressed mostly true, 12 respondents expressed
sometimes true, 20 respondents expressed rarely true and 2 re-
spondents expressed not at all true and secured 297 points gained
2M position. For Point 9, 18 respondents expressed almost always
true, followed by 24 respondents expressed mostly true, 25 re-
spondents expressed sometimes true, 7 respondents expressed
rarely true and 10 respondents expressed not at all true and se-
cured 286 points and gained 5" position and last spot, 10 respond-
ents expressed almost always true, followed by 30 respondents
expressed mostly true, 25 respondents expressed sometimes true,
13 respondents expressed rarely true and 7 respondents expressed
not at all true and secured 279 points with 9™ Rank.

Table 1: Effectiveness of Training and Development Responses

S/N  Statements

5 4 3 2 1
AAT MT ST RT NT

1 My institution has a training and development policy applicable to all workforce 13 44 12 15 0 84 1616 307 1

2 zl:r;%rtlors tell employees whether they are doing their job as per the training imparted 7 34 %5 17 2 84 1307 279 9

3 When workforqe arrive from training, supervisors encourage them to share what they 17 35 17 7 8 84 1133 297 2
have learned with other employees

4 My institution relates training and development with our company business strategy 13 22 39 5 5 84 1406 286 5

5 My institution has full-fledged training and development department with experi- 8 29 39 5 3 84 1585 286 5
enced professionals

6 gﬁgirvnsors give employees the chance to tryout their training on the job instantane- 12 35 15 18 3 84 1176 286 5

7 Profession aids (res_ource:s or technology) are available on the job to support what 15 27 32 5 5 84 1235 294 4
employees learned in training

8 Employees who use their training are given preference for new assignments 18 32 12 20 2 84 1114 297 2

9 Superwsor§ h_old up the use of techniques learned in training that employees bring 18 o4 95 7 10 84 814 286 5
back to their jobs

10 My colleagues support the role of training on the job 10 30 25 13 5 84 1056 279 9

5= Almost always true, 4 = Mostly true, 3=Sometimes true, 2= rarely true and 1= Not at all true

T=Total, M=Mean, SD= Standard Deviation, P=Points, R=Rank

8. Findings of the study

From the quantitative research carried out, the researchers found
that majority of the respondents were males, majority of the re-
spondents were designated as associates, assistant professors and
lecturers, majority of the respondents had academic experience of
6-9 years and 12-15years.

In a statement queried upon the respondents, majority chose to
mostly true for the statement one, For Statement two, majority
chose was as mostly true by the respondents, for the declaration
three many chose was as mostly true by the respondents. For the
statement four majority said sometime true, For the statement five
majority said sometime true, in a statement, for dictum six, ac-
cepted as mostly true, for the statement seven respondents said
sometimes true. For this comment eight, respondents expressed
mostly true, in a statement. Statement Nine, respondents expressed
mostly true and for the last statement greater part of the respond-
ents agreed as mostly true.

9. Suggestions and recommendations

From the research findings and interpretation the researchers were
able to suggest and recommend few of the action for technological
colleges to incorporate for the better efficacy for organizational

and individual growth. From the research and few observations
made, there is array of differential opinion amongst the respond-
ents; the differential factor is largely sourced at hierarchy level of
relationship amongst the peers and colleagues. Statements like
“when employees arrive from training, supervisors encourage
them to share what they have learned with other employees”, “Su-
pervisors give employees the chance to tryout their training on the
job immediately”, “Employees who use their training are given
preference for new assignments” and “Supervisors support the use
of techniques learned in training that employees bring back to
their jobs” gives perfect correlation supporting the statement made
by the researchers.

In the statements “my institution has a training and development
policy applicable to all employees”; “Supervisors tell employees
whether they are doing their job as per the training imparted or
not”, “my institution links training and development with our
company business strategy” and “Job aids (resources or technolo-
gy) are available on the job to support what employees learned in
training” have similar ‘mean’s’ which suggest the infrastructure
and other entities given by the organization to be utilized by all the
employees (faculties) of the technological institutes. The opinion
about training helps to work better and improves job satisfaction
and working condition. Training is not owned by any person,
training is given so knowledge could be shared and to achieve
higher heights for organizational and individuals, the researchers
observed that organizational and personal growth is important
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10.

Conclusion

Although the efficiency of training is good quality, some submis-
sions is offered to get better the same by the researchers. Training
is indispensable for a faculty who has just been promoting to a
higher level job. Likewise the training increases the dexterity and
knowledge of the faculty. This helps worker to perform the job
much better and improve their personality and attitude and also
increases their height of assurance and commitment to work.
Training also lends a hand in the overall development of faculties.
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