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CHAPTER ONE - INTRODUCTION 

In the past, when the focus was given on the tangible assets, nowadays the importance of 

employee training and development is becoming more and more important. Employees and 

their skills and abilities are the most valuable assets organisation possess. The terms often 

used in staff development are planning, identifying of education needs, realisation or 

efficiency of training programmes in organisation, intellectual capital or learning culture 

within organisation. Need of life-long learning has increased as a result of competitiveness of 

organisations within Europe Union. Today, well-skilled and educated workforce is highly 

demanded in the labour market; therefore these are becoming more valuable. 

Training and staff development can be classified as one of the key processes in the human 

resources management. Requirements that are imposed on workers in the field of education 

and development in today's modern highly dynamic environment are constantly changing. 

Employees thus have to improve their skills and knowledge and expand them. In order for the 

business to be successful on the market, it is necessary to focus on employees and their 

learning and continuous development. The concept of organisation’s education is highly 

flexible and depends on the nature of work, technology, size of the business and other factors 

that must be taken in sight. 

The issue of staff training and development is also closely linked to employees’ flexibility, 

the ability to accept changes in the work environment and how adaptable they are. At the 

same time also workers’ personality traits must be considered. In practice, countless new 

ways and methods of training or development activities developed help to expand not only 

acquired knowledge, but also create value orientation of each worker. 

There are many reasons why organizations are engaged to such a large extent in education and 

development of their employees. First and foremost want to be successful in the market and 

increase their competitiveness. Availability of new technologies result in the fact that 

employees’ skills need to be deepened and improved constantly. There are also changes in the 

business environment and it is necessary to respond as quickly as possible. Globalization 

effects business environment and the company must be able to operate and communicate on 

international markets. Workers themselves have the need to be educated, because of certain 

effects on quality of their life and productivity of their work performance. Organizations, that 

want to be attractive and successful on the market, thus have to educate their employees, 

develop their knowledge further and pay large attention to their education and development.  
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The aim of the dissertation is to characterize the structure of training and staff development in 

at the Town Hall in the City of Martin, focus on the efficiency of methods used in the 

educational process of the organization, and evaluate the training effectiveness based on the 

data gathered from the employees of the Town Hall. The objective is to evaluate 

organisation’s education scheme along with the factors of employees’ motivation, and their 

proper usage in the training process. Subsequent target is to examine employees’ individual 

approach towards learning and development, along with specifying the areas that require 

improvement. On the basis of data collected recommendations, leading to improve the quality 

of existing organisation’s educational system will be made. The aim of the thesis is to verify 

and support these hypotheses:  

Training and development activities organised by the Town Hall meet the 

requirements of the organisation as well as of employees and flexible react to the 

changes made in the working environment. 

Employees at the Town Hall are motivated enough towards education and further 

development, resulting in increased performance. 

The structure of the organisation creates environment supporting education and 

development activities organised by the Town Hall. 

The thesis is divided into several parts. First, theoretical part summarizes the outcomes of the 

theories that are obtained from secondary resources related to the subject of training and staff 

development in the organisations. All information gained from academic publications, 

articles, journals and internet resources are afterwards used in the practical part of the 

dissertation. The second chapter introduces the City of Martin, the Town Hall, its structure 

and duties. The methodological part is the part of the work that focuses on research. 

Techniques and methodology chosen for data collection are then used in the analytical part. 

Fourth part of the study deal with the system of education and staff development implemented 

at the Town Hall, and it also includes findings of the survey in which employees express their 

attitudes towards the education system and development in the organisation along with their 

opinions towards motivation. The results of the investigation are then being interpreted 

including the strengths and weaknesses of the process. In the final stage, possible 

recommendations that could increase effectiveness of current system of education and 

development are given. The sixth chapter is devoted to conclusion of earlier findings and the 

last chapter lists references of resources used in the thesis. 
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CHAPTER TWO – IMPORTANCE OF EVALUATION OF TRAINING AND STAFF 

DEVELOPMENT AND ITS STRUCTURE 

2.1 Learning 

There is a great importance for training in the area of employment. Organisation, as 

well as society works as an organism, whose partial changes are reflected in the entire image. 

As our own nature of work also the nature of modern economy is constantly changing and 

with new machineries and tools, improved work skills are naturally required. There is a big 

coherence between training and development in organization, affected by factors based on the 

nature of the organization. The picture of the organisation is never complete, people are 

continually working, adding their parts to create the whole picture, define themselves in 

organisation’s environment, and therefore, they need to know what their place in the 

organisation is. Being successful in a business or a career, workplace and the nature of work 

puts pressure on employees demanding them to be flexible and to constantly adjust the range 

of new improved abilities at work. It is important to define the basic terms that are related to 

the subject and specify individual presumptions accompanying the process of learning. All 

this is taken in sight to create development and training programmes in organization. 

‘Learning is a qualitative transformation in a person’s way of seeing, feeling, accepting and 

abstracting something in the physical world.’ (Marton and Ramsden, 1988) This is one of the 

many definitions of learning, but we can find dozens of explanations of what ‘learning’ really 

is. Generally the term describes learning as a process in which subject gain individual 

experiences. Stricter sense of the term is connected mostly with the school form of learning 

and is described as gaining certain knowledge and skills. 

More detailed definition of learning, offers the view of an activity that is usually long-lasting, 

involving these three processes (Onions 1973, sec. ref): 

 To develop: to display more fully, emphasize all that is included in, 

 To educate: to bring up from childhood, to form behaviours, manners and 

psychological and physical abilities and 

 To train: to instruct and educate in or for some particular art, career, occupation or 

exercise; to implement, practise, habituate. 
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There is a view on issue of learning that claims, that if the individual is not learning 

constantly, declines and do not reach required success. This also applies to organisations. One 

of the most reputable authors of learning concepts is Chris Argyris (1982), claims that a 

process of permanent learning needs to be established in the organisations’ environment. He 

criticizes programmes of managerial training, arguing that education is a continuous activity 

involving all members of the organization. He looks on the learning as on the process thanks 

to which there is a significant growth of knowledge and skills. Education is not only about 

gaining new knowledge but also helps to avoid mistakes made in the past.  

From the practical point of view, we can find two different types of learning - Simple non-

associative learning and Associative learning. In organisation the attention is usually focused 

around associative learning, for the reason that this type is represented by training. However, 

non-associative learning (resulting from the repeated presentation of a causing stimulus, and 

its progressive extension of a response that follows) also plays its undeniable part, hence it is 

important to choose the right mix of associative and non-associative learning for the 

organisation to grow and prosper. 

Learning is tightly connected with training; therefore it is necessary to clearly define the 

term. Training is in literature described as ‘the methodical use of logical and mechanical 

knowledge to meet particular aims or desires.’ It is ‘an addition of the abstract or applied 

aspects of an idea, design, finding, or discovery.’  

It is understood as a transition from one stage to another. Training is a seen as a targeted 

process that is systematic, organised and institutionalised. It includes a range of intentional 

activities that allow an individual to improve the skills, approaches and knowledge necessary 

for its sufficient function. 

The last term that needs to be defined used in the area of training and development is 

education. To educate means ‘to bring up from childhood so as to form customs, behaviours, 

psychological and physical skills (Onions 1973, sec. ref) To give intellectual, ethical and 

social training, particularly as a proper and continued process’ (Perasall and Trumble, 

1996). Education is a process aiming to develop the knowledge, skill, standards and morals 

needed in all life aspects. The purpose is to provide conditions vital for people to acquire an 

understanding of how society functions and how they can contribute to it. 
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2.1.1 Theories of learning 

The word ’learning’ indicate a dynamic process, and individuals must therefore understand 

the process of learning in its complexity, if they want to help the organisation to achieve those 

‘relatively permanent changes in behaviour’ essential for business to survive and its progress. 

Many theories of learning have been identified over the years; however Kolb’s Experimental 

learning theory and Pavlov’s Stimulus-response theory, are the main two concepts, that (when 

extended) have the most important practical effect on the development of people and of 

organisations. 

First most common theory of learning is the experimental learning theory created by Kolb 

and his colleagues (1974) focuses on the learning styles inventory and every-day social 

interactions. Learning is seen as a circular process, and individuals are more likely to learn 

faster at some stages of the process than others, predisposed by their usual learning styles.  

Model of experimental learning cycle, when applied to an organisation, enable to see where 

the learning is being repressed because people are struggling with understandings, tasks or 

requests that are simply too complicated for them at this point. When delivered in the form of 

training programme, perhaps the experiences are felt to be irrelevant. Whoever responsible for 

the learning process must make sure the right kind of motivation, practice and feedback is 

delivered at crucial stages of learning.  If individuals are able to manage a range of routine 

work situations, while supporting their key skills in the learning cycle, these skills can be 

constantly applied to an ever-widening variety of organisational subjects, therefore also 

organisational performance will be increased. (Harrison, 2000) 
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Figure 2.0.1: Kolb's learning cycle 

 

Source: Own production based on Harrison (2000) 

Kolb’s model has been further processed and four main types of learners and learning styles 

(linked to stages in Kolb’s learning cycle) were produced by Honey and Mumford (1992). 

These are: 

Activist. Individual’s approach is 'here and now, try anything once'. Activist is 

sociable, not sceptical, seeks challenge and instant experience, is open-minded, but 

can quickly be bored with an application of new skills and knowledge. As soon as the 

excitement from one activity is gone, he seeks for another. 

Reflectors usually 'stand back'. Observing from different perspectives, reflectors 

gather data, deliberate and analyse, and reach conclusions with delay. They listen 

before they speak, are cautious and thoughtful towards others. 

Theorist thinks things through in logical steps. He assimilates different facts into 

coherent theories, tents to be perfectionist who likes to analyse and synthetizes. Their 

philosophy prizes rationality and logic. 

Pragmatists usually seek and try out new ideas, are practical, and in problem solving 

situations they prefer quick decision-making. Pragmatic people are impatient and 

bored with long discussions. 
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The stimulus-response theory was originally developed by behavioural psychologists was one 

of the main theories and deeply emphasized the approach of ‘trainer as driver’ (Hollan, 2008). 

This theory sees individuals’ learning as a process of interaction within these four processes: 

Drive: the person has to feel some vital needs driving him to look for knowledge, 

skills or attitudes. 

Stimulation: there has to be a trigger activating and sustaining this drive in a certain 

situation (e.g. learning course). 

Response: the aim in learning situation is to ensure that learner obtains a set of 

reactions permitting him to complete a new task, adjust to a new situation or master 

new information. Each task has to be evaluated and divided into parts, and these have 

to be then further examined to recognise the set of responses that it includes. Learned 

once, each set must be progressively connected with others until all are grasped and a 

new behavioural form is built. 

Reinforcement: once the right responses are achieved these must be reinforced by 

practice, feedback and rewards. Responses that are improper or not productive must be 

‘unlearnt’ before they become routine. 

In early cognitive theory of learning, this was viewed as a practice of seeking access and 

mastery of theoretical perfect body of knowledge. This can be done by recognising cracks 

among what could be known and what learners actually knew, usually in the procedure of 

training. (Harrison, 2005) 

The principles of stimulus-response theory have been applied by Taylor (1991) to industrial 

training and the systematic training model has been developed. The purpose of the model is to 

make methodology of the training more coherent and scientifically centred. 
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Figure 2.0.2: Taylor's training cycle 

 

Source: Own production based on Harrison (2005) 

Various researches have indicated that there are at least 20 diverse roles which may be 

accepted in the framework of training model. The list below, as described by McLagan (1983) 

and Hargreaves (1995) shows some of them, but there are also many sub roles. 

- Strategist, 

- tasks and needs analyst, 

- manager and training development, 

- programme designer, 

- instructional writer, 

- facilitator, 

- instructor, 

- trainer, 

- statistician, 

- evaluator, 

- communicator, 

- individual development counsellor, 

- theoretician, 

- self-developer, 

- consultant, 

- marketer.
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2.2 Learning in the context of organisation 

Learning in organisations has originally been seen as ‘a relatively long-lasting change in 

behaviour that takes place as a consequence of practise or exercise’ (Bass and Vaughan, 

1967). Over the time, this view on learning has been expanded, and redefined. In modern 

times, ‘the organization that is successful is a learning institute, and one of its main purposes 

in the development of knowledge… that exist at the centre of what to be productive stands for. 

The core of dynamic activity is learning, and therefore, we can say it is a new form of labour.’ 

(Zuboff, 1988) 

Both learning theories mentioned previously emphasize the importance of five factors when 

making decisions about organisational and individual learning requirements, and what is the 

best way to respond to them. (Harrison, 2005) 

Stimulation. The learning process can be started only by some state of stimulation in 

the individual or the organisation. Individuals cannot be forced to learn, but the 

learning will happen itself, when they are able to identify with its aim and purpose. 

Purpose and planning. Kolb, Rubin and McIntyre (1974) understood the learning as 

an explicit objective of an organisation ‘compressed as always and deliberately as 

profit or productivity’ and therefore, the climate that sees the value of this approach 

must be present and developed in the organisation. The purpose might be specified or 

generalised, and not always has to lead into a training or developmental event.  

Learning process and strategies. Learning process has to help employees to move 

through the main stages of their life as a part in organisation. The strategies must be 

the best suitable for its purpose. 

Reinforcement of learning. The regular practice and feedback by learners is essential, 

if learners are to obtain new skills and test them in practical situation. 

Review at organisational and individual level. The need of learning review should be 

done at organisational and individual level, so only the most relevant strategies are 

developed in the organisation. 

Only the learner can learn. Influenced not only by internal cognitive processes, thus learning 

is closely formed by our relationships with others. Expressed by von Krogh (1994), ‘there is 

no objective reality, it is socially created.’ Knowledge is nowadays understood as a constantly 
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changing result of learning and itself a catalyst to on-going learning, thus knowledge and 

learning are viewed as dynamically interrelating actions. 

As a result, we can talk about learning as a social process, constructivist theory, which pulls 

attention to the place of work, where so many social interactions happen. There, valuable 

business learning can arise from various sources such as teamwork, groups of multiple 

functions working together, people debating their work and also from networks through 

linked organisations (e.g. suppliers or clients). (Stewart and Tansley, 2002). Many of the 

significant developments are made in social background. 

In the modern society, requirements for knowledge and skills of employees are constantly 

changing; therefore it is important for these to be continuously extended. Forming the 

person’s skills and knowledge is a lifetime process, in which organisational development has 

its important part. The high level of independence is required, among creativity and 

responsibility; the routine performance is simply no longer enough. The skills, knowledge and 

individual’s experience adds a value to the growth of organisation. Staff developers, thus, 

have a crucial role in the education and development of organisations’ capacities to be able to 

operate in modern society. (Reid et. Al, 2004) 

Training and development in organisation is constantly changing in place and time, and is a 

result of the nature of the organisation, technologies used or even the size of the business. 

Organisation is driven towards employee training and development by many reasons. Such as: 

- need to be successful on the labour market, 

- changing of individual need requiring flexible reaction of the organisation, 

- globalisation and internationalisation. 

Training and development within organisation is simplified to search and minimize or 

eliminate the gap between what is and what is demanded. All educational and development 

activities should be performed on the highest level, only that way, the company and its 

employees are able to benefit from them. Requirements given to the individuals emerge from 

their position or competencies within the organisation. The aim of educational activities 

within the organisation is to ensure in which field the employees need to be trained in, 

solidify their skills or knowledge they has to learn. The aims define the direction of 

educational activities, thus these has to be measurable, specific and realistic. 
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Often used term ‘human resource development’ holds its acceptance amongst academics, 

although it has never been as attractive to people involved in the working process, because it 

speaks about individuals, feeling demandingly, as of ‘resource’. Human resource 

development is an addition to training and development, with a precise positioning in the 

direction of structural learning involvements planned to improve abilities, knowledge and 

understanding. Human resource development contains actions which aim to growth the ability 

of individuals to contribute successfully in the place of work, thus refining their employability 

and efficiency. (Harrison, 2005) 

 ‘Training and development’ is nowadays used as a common term, but training is only one 

way of realising development, and to focus in this way to provide it a importance can be 

risky. Organisational learning and development is a process developed to support the growth 

of knowledge and the success of individuals and organisation. It contains the collective 

motivation and assistance of the learning and developmental process, creativities and relations 

in ways that respect and shape on human variety workplace. (Harrison, 2005) 

There are many methods of highly efficient methods of training, all of them having certain 

advantages and disadvantages. Nowadays, there is still no universal solution of training and 

development within organisation that would be possible to apply in every organisation. The 

choice of the method is up to the organisation resulting in its situation, individuals and 

educational aims of the organisation. 

Method can be defined as ‘an established, usual, logical, or given practice or organised 

process of accomplishing certain ends with precision and efficiency, typically in an systematic 

order of fixed steps.’ (Reid et. Al, 2004) 
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Table 2.1: Training methods and techniques 

Blended Learning 

 The convenient and user-friendly method of distance learning using 

technological tools (emails, internet, and teleconferencing) together with 

traditional training. Advantage is its focus on learner’s best style. There is a 

need for reliable technology used and trainer’s/learner’s skillfulness.  

Lecture  

A method of structured and planned talk, usually accompanied by visual 

aids. It is suitable for large audiences where there is no need for participation 

and sufficient space for planning is given. 

Films/ 

Videotapes  

Visual lectures’, often presented in dramatized form. The method is suitable 

for large audiences where motivation can be significantly increased. 

Case-study  

Examination of events or often real life situation aimed at analytical and 

problem-solution learning. The technique is useful for analysis of financial 

and statistical data. 

Prompt List  

A list of questions to which an individual should have answers. The method 

is useful in situations where there is importance of opinions but no clear and 

correct answer exists. 

Discussion  

Method designed for free exchange of information. It may be followed by 

controlled discussion, which may reflect members’ priorities. It is suitable 

for development or adjustment of attitudes and opinions and offers feedback 

on learning achievement. It might be time consuming and the group 

composition may affect the individual participation. 

Dialogue  
Collective reflection, participants hang up conventions and work as 

colleagues. Team coherence and discipline is delivered. 

Instruction  

Formula-based teaching session that consists of four steps.  

1. Tell (how to do)             

2. Show (how to do) 

3. Do (supervised practice) and    

4. Review process and results.  

It is suitable for introducing new skills and helps to build confidence. Design 

of the instruction session is important for its success.  

Discovery learning  

Known as ‘learning without a teacher’, usually in a pre-designed 

environment, under control. It helps to build confidence, and is best suitable 

for tasks involving checking, adjusting and rebuilding. 

Exercise  
Carrying out a specific task along given line. Usually a test of knowledge 

gained previously. It is a highly active form of learning. 
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Project  

This method consists of ‘large-scale exercise’, leaving the process of its 

solving to learner’s decision. Usually involves collecting data.  

The technique encourages usage of analysing skills and creativity. 

Role-play  
Performing of role(s) in a safe training environment, used for practice face-

to-face skills combined with critique.  

Study Groups  
Tasked-informed group learning process, which also practise process review, 

assisted by a process adviser, who does not function outside the role. 

Outdoor Training  

Dynamic open-air exercises commonly implemented in teams. They offer 

practice in challenging or problematic situations. The method offers self-

analysing and teamwork opportunities. 

Self-managed 

Learning:  

Reading  

The method uses coverage of printed material (with or without learning plan) 

to be studied by the learner. High level of individual’s motivation is required 

for the technique to be successful. Often is accompanied with audio- or 

video-tapes. 

Source: Own production based on Harrison (2000) 

The choice of the method is determined by various factors such as: number and age of 

participant, their current level of skills and knowledge, motivation to further learning or 

position. Important factor also might be the goals or priorities of the organisation. 

Nowadays the aim of training methods is clear; it is to support the development of creativity 

and flexibility, adjust and react to changes.  

2.3 The systematic training model 

The traditional method of planning and distribution of learning events is to use a systematic 

training model. (Harrison, 2005) Training programmes, as research proved, that are relevant, 

precisely designed and delivered can be unsuccessful in an organisation with the lack of 

support (Kessels and Harrison 1998). The use of Eight-stage model emphasizes the value of 

functional activity and also focuses on importance of the business partnership process from 

start till the end. (Taylor, 1991) The biggest challenge is achieving the internal and external 

consistency all the way through the cycle. Internal consistency speaks of a result completed 

by effective use of a methodical approach to planning, strategy, delivery and assessment 

tasks. External consistency refers to the guarantee, shaped meaning and views of stakeholders 

that can be reached through actively involving them in those tasks.  
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Figure 2.0.3: Eight-stage process to facilitate planned learning events 

 

Source: Own production based on Harrison (2005) 

The eight-stage process’ goal is to achieve both. As with all processes, some stages might be 

followed in parallel and some will have to be re-examined as new incidents rise.  

2.3.1 Establish needs 

The source for and decision about the nature of any learning intervention is answering the 

question of why and where the organisational performance has to be improved or continuous; 

and for what requirements are the intervention the best reply. The first stage is to analyse 

what does the successful performance looks like in terms of outcomes and what individuals 

have to do to achieve these results. (Brittain and Ryder, 1999). As a helpful tool, focusing on 

establishment of these needs, four types of analyses has been designed. It is for the best to use 

these methods in various combinations. 

Comprehensive analysis.  The analysis requires a detailed examination in which every 

task in job is broken down into components, which might often be time-consuming 

and requires expertise by specialist, thus is costly and should be used in situations 

when tasks are not familiar to learners and has to be learnt fast and to standard. Can 

also be applied when change in the job is unlikely and the job position does not 

require initiative. The analysis is commonly used for jobs containing of simple usually 

manual tasks. 

Key task analysis. This method analysis only those responsibilities, in which 

performance of a certain kind are critical for good performance. A simple description 



17 

 

of the job has to be developed. However the job training specification has to cover 

only those tasks important for a quality job performance. Its use is appropriate when 

diversity of tasks are involved and fundamental tasks in a job are changing in 

importance or in content and retraining is required in those. 

Problem-centred analysis. This approach recognises major performance difficulties 

that are involved in a specific job or role. This approach is developed to achieve fast 

resolution of problems for which planning is the best answer, and acquire the 

commitment of jobholders through involving them in exploration and in training plan. 

(Warr and Bird, 1968) It is used when training is urgent but resources are limited, 

when the performance is satisfactory with expectations, and when there is an 

importance in gaining a commitment to training. 

Competency-based analysis. The word competency talks about the dimensions of 

behaviour that are assumed to lie behind capable performance (Woodruffe, 1991). 

This approach is related to job and to individual. Commonly is used in situations 

where management wishes main social attributes and associated performance ethics to 

be recognised in order to guarantee consistent and affective performance. 

The first stage of the process is respected not only for of its role in producing information to 

notify the design of an education happening, but also because of the way in which it examine 

the business case for this event. Failure to attain agreement on the need to challenge 

contextual complications will put the whole planned involvement at risk. 

2.3.2 Agree on purpose and objectives 

The aim of learning even should answer the question why the event is happening, while its 

learning objectives outline what performance results are to be accomplished. Any learning 

event should be built on a clear case approved between the learning and development staff 

and business partners that recognises its purpose and locates it in the context of organisation’s 

strategy and plan. The agreement should be made on the purpose and feasibility of the 

initiative (the purpose of its need, whereas it fits into organisation’s strategy etc.), the nature 

of the proposed initiative and its strategy. The outcomes and the value for the organisation 

should be set, and the resources (financial and non-financial) have to be identified. There also 

has to be an agreement on the timescale, system of monitoring and evaluation and there also 

is a need for identifying the right kind of learners for the event. 
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Situation in real life is not always perfect; therefore many events have to be scheduled 

informally, in a rush, without documentation required. People responsible for the event must 

although always make sure that the process of the learning even, its design, delivery and 

evaluation is agreed with management and other partners, for its further purposes of 

evaluation. 

All objectives must be relevant in their context; the specific conditions in which the learner 

performs should be thus taken in sight. (Mager, 1984) It is always very helpful to formulate 

objectives at these two levels. 

 Final behavioural objectives (known also as summative or overall objectives). Their 

purpose is to describe the nature of results that should be achieved when the learning event is 

over. 

 Interim behavioural objective (formative or specific).These objectives give details 

about outcomes at each stage of the learning event that should be completed by the learner. 

2.3.3 Identifying the learners’ profile 

If the group of learners has not been identified during stage 1, at this stage, analyse should 

deliver produce a general profile, identifying the need around which the learning event will be 

created. Establishment of a meaningful profile requires examination of the set of factors. 

Numbers and location of learners. Small number of learners enables the delivery of an 

individualised learning. When looking at the location of the learner, different kinds of 

learning can be delivered, from e-learning mixed with workshops, to face-to-face 

learning that enables creation of a strong team identity, developing consistent group. 

The best is to deliver the even in (or close to) the location of the learners, alternatively, 

if the purpose requires focus on wider issues, the event can then be held in outside the 

work environment. 

Performance and skill levels. The information about the individuals’ performance 

levels, skills and knowledge is needed to develop effective and overall successful event 

delivering estimated outcomes. 

Individual learning styles. The individual learning and performance is directly linked 

into organisational performance. There are the three types of learning are instrumental, 

dialogic and self-reflective learning. (Mezirow, 1985) 
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Instrumental learning. This means learning to implement a role or job better 

once the regular performance has been reached. Learning on the job is the key 

strategy here. The efficiency is high, delivering someone who encourages 

learners in the course of their daily tasks to diagnose the problems, to form the 

right actions, apply them, spot the effect and learn from them. 

Dialogic learning. The learning is seen as an interaction between individuals, 

in a way that will help to develop the understanding of the organisational 

culture, and the systems by which it achieves its goals. It is mainly valuable at 

the stage of induction, or while promoting to unfamiliar areas of the 

organisation. It helps individuals to understand the organisation and develop 

required confidence. The dominant dialogic learning process is mentoring. 

Self-reflective learning. Self-reflecting learning, required when people have to 

function in ways that are not familiar to them, is the kind of learning that 

forces individuals to grow new outlines of accepting, thinking and performing 

and thus to create a new information. It involves unlearning and new learning 

and therefore it is only probable in an environment that ‘allows and empowers 

individuals to be in charge, productive and creative’ (Argyris, 1982). This kind 

of learning is called ‘double-loop learning’ (Argyris, 1977). While the 

organisation is an environment for learning, the people within contribute to the 

entity of the organisation itself that can learn and learn to learn. Mentoring, 

coaching or any other method that leads individuals to new ways of thinking, 

or inspire them to be innovative or challenging, can produce self-reflective 

learning. 

Pre-event attitudes, expectations and motivation. When entering a learning event, 

individuals are likely to have hopes about the quality, relevance and consequences of the 

event (sourcing from previous experiences, with the both, positive or negative 

expectations). These expectations might affect the way of development during the event 

and therefore it is important for managers and trainers to actively take care of learners 

and create a supportive environment. The learners should be informed about 

organisational context of an event; the management can influence the attitudes and 

expectations about the learning event. Importantly, those expectations and motivation 
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might change over time, develop into more positive ones, after taking part in stimulating 

event whose relevance increased. 

Motivation is a complex concept; therefore it is not easy to answer what motivates 

people towards specific goals, it is a personal matter. However, many people are 

undertaking the same training programme, thus it is important to bear all their 

motivational factors in mind and try to successfully satisfy as many as possible. Otto 

and Glaser (1970) suggest a classification of factors of motivation, based on the kind of 

reward involved in process of learning. 

Table 2.2: Kinds of motivation 

  

  

 

 

 Source: Own production based on Glaser (1970) 

 

 

 

 

Source: Own production based on Glaser (1970) 

Throughout the years, many theories of motivation and views of what motivates 

workers have been presented. Those best known are: 

Frederick Winslow Taylor (1856 – 1917) came with the idea of workers being 

motivated primarily by their wages and developed the Theory of Scientific 

Management, in which he argued, that the workers do not certainly enjoy work and so 

the require close regulation and control, and they should then be given appropriate 

preparation and tools so they are able to work as professionally as possible on one set 

The kind of motivation Its reward 

Achievement motivation Success 

Anxiety Avoidance of failure 

Approval motivation Approval in its forms 

Curiosity 
Exploration of environment, 

exposure to new stimuli 

Acquisitiveness 
Tangible reward, such as 

money or material profits 
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task. They are rewarded due to the amount of articles produced, this being motivation 

aiming to increase their productivity. 

Elton Mayo (1880 – 1949) assumed that employees are not just anxious about 

money but can also be motivated by having their social needs met while at work, the 

fact Taylor overlooked. He presented the Human Relation School of thought, being 

focused on managers have a greater concern for the workers, treating them as people 

with opinions and understanding that workers enjoy mutual interaction.  

Abraham Maslow (1908 – 1970) accompanied by Frederick Herzberg (1923-

2000) presented the Neo-Human Relations School in the 1950’s, being focused on the 

emotional needs of employees. Maslow suggested a theory that there are five stages of 

human needs. These are hierarchically structured and only once a lower level of need 

has been pleased, the worker is motivated by the opportunity of having the next need 

up in the pyramid satisfied. 

Figure 2.0.4: Maslow’s hierarchy of needs 

 

Source: https://new.edu/resources/the-origins-of-personality 

Frederick Herzberg (1923-2000) introduced a Two-factor theory of motivation. 

He claimed that there were particular factors that a business could introduce that 
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would directly motivate employees to work harder, calling these Motivators. On the 

other hand there are Hygiene factors, aspects that do not give positive satisfaction, 

though their lack may cause dissatisfaction. 

2.3.4 Establishing strategy, direction and management 

The clear strategy has to be followed in order to achieve a goal, learning strategy thus 

involves considering alternatives in which the aim can be achieved, and select an option best 

suitable for the learner’s profile, resources available and context of the organisation. It is 

important to choose those who are in charge and responsible for the learning event, even more 

in situations when training personnel is to work in partnership with external providers. Based 

on the nature of the learning strategy, it has to be decided who the even0t is going to be 

provided by, the external or internal specialists (or a mix of both). All options have to be 

considered for an event to deliver expected results and anticipated benefits. 

2.3.5 Selecting the learners 

Managers are responsible for the performance and improvement of those reporting to them, 

thus, they must have the key part in determining who should participate in the learning event. 

Involvement of unsuitable participants might ruin the possibility of the event to achieve the 

results demanded. Entry to some events usually involves some form of structured assessment, 

but the use is associated with its cost, therefore appropriate use should be considered. 

Selection of participants for the learning event might cause problems and be inappropriate, 

mainly when the external providers are used. 

2.3.6 Finalising the strategy and designing the learning event 

Once the learners are selected it is vital to approve, and if needed to modify, the learning 

strategy originally proposed. In most cases no change takes place in the initially proposed 

strategy, and if so, the close relationship with line managers and other key parties to resolve 

these. 

In the process of designing the event, it is vital to choose the right media and method 

achieving the best fit for the event, known as ‘learning technology’. It is crucial to identify the 

right routes or networks through which learning is transferred to the learner and the ways in 

which the learning is transmitted. Often the e-technology can be helpful in delivering high-

quality learning cheaply and conveniently and also provide an evaluation in a motivating way. 

(Harrison, 2005) 
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Table 2.3: Scheme of designing effective learning events 

1. Achieving Consistency 

Internal consistency  Systematic cycle of functional tasks 

External consistency Partnership process 

2. Choosing content, media and methods 

Media Example of related methods 

Oral (spoken word) 
Talk, seminar, role play,  

drama, film 

Printed (written word) 
Hand-outs, books, flexible  

learning materials 

Electronically delivered;  

computer-based; radio; TV 
Variety of methods 

On the job 

Learning with supervisor  

or ‘buddy’; Coaching; Training  

manuals 

Off the job 
Mentoring; Work shadowing;  

Simulated work in training room;  

Project Assignment work 

Job rotation Secondments 

3.Applying principles of learning 

a.       Clarify the purpose of event 

b.      Stimulate learners 

c.       Help understanding 

d.      Ensure relevant learning experiences 

e.       Build on learning 

f.       Guide learners 

g.      Aid retention of learning 

h.      Ensure transfer of learning 

Source: Own production based on Harrison (2005) 

 

2.3.7 Delivering the event 

All the previous stages have been a preparation for delivery; therefore, if they have been 

implemented effectively, the stage of delivery of event should happen without difficulties. 

However, flexibility is still vital. 
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2.3.8 Monitoring and evaluating the event 

The purpose of monitoring is to check on event from time to time, spotting problems that 

might have emerged. Validation processes the accomplishment of learning purposes set for a 

learning initiative process. Assessment looks at the total value of the event or process, by 

placing it into organisational context and supporting forthcoming development. The 

evaluation always has to answer following questions: 

Why? The assessment of an event is desired for many reasons. Cost, effect on learner 

or job performance, outcomes, performance or survival of the organisation, and much 

more, aim to generate a different framework of evaluation for a particular learning 

event. Depending on the answer, there comes another question of  

Who (?) will be the one evaluating the event. In the process of evaluation trainers, line 

managers, external consultants and the learners are the ones interested in assessing the 

event.  

When (?) is the time to evaluate, is another important question in the process of 

evaluation. The answer depends on the reason of evaluation and on resource available 

for the exercise. Sometimes overall evaluation at the end of learning event is 

sufficient. However, in most cases, to increase the meaning of the event, repeated 

evaluation in the workplace over time is required to ensure on the results of an event. 

To evaluate in depth using sophisticated methods at various points will always be 

costly and rarely acceptable. Thus a simple form of monitoring is more likely to be 

affordable and effective. The last challenging and technical question is trying to find 

an answer on  

How (?) to evaluate the learning event. Many evaluation models have been developed, 

the one being the most well-known is the one produced by Kirkpatrick (1960) but 

some of the most useful work on assessment was done by Warr (1970) and Hamblin 

(1974) Warr developed CIRO framework that looks closer to the aspect of evaluation. 

The framework reviews not only the results and outcomes but also the whole effort put 

into training, beginning with the training analysis. The evaluation is seen as 

continuous process. The CRIO framework consists of four parts. 

Context. This part of the framework looks at the analysis of how the needs were 

originally diagnosed, why the event was introduced, the rationale for its purpose 
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and objectives, and on the amount of support given by the learners’ managers and 

in the learners’ place of work. The holistic view on evaluation will be provided, 

underlining the weaknesses and strengths that might not been apparent at the time. 

Inputs. The task is to identify what resources (human, financial and material) were 

required and made available for achieving objectives of the learning event, how 

were these chosen and used, and how accurate they were in the process of 

learning. 

Reactions. This involves examination of learners’ perceptions of the event, 

establishing how they felt might show differences between perceiving and real 

outcomes. This also involves discovering reactions of the other parties. What is not 

recommended is the use of ‘happy sheets’, and the identification of reactions must 

be connected with the purpose, and information received has to be put to use to 

guide planning processes in the future. 

Outcomes of the learning event. Looking at ‘what actually happened’ and its 

assessment is the purpose of this part of the framework. The levels’ structure 

provided by Hamblin (1974) is detailed and underlines difficulties involved at 

each stage, identifies what were the changes that took place at these levels: 

The learner level, 

The workplace level, 

The team/department/unit level, 

The organisational level. 

These factors might help to ensure an effective evaluation process: 

1.Ensure a clear purpose and 

objectives for the event, 

2.Plan the event collaboratively and 

well in advance, 

3.Identify strategic milestones for 

the event, 

4.Identify performance standards, 

5.Monitor the learning process, 

6.Ensure feedback of outcomes.
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2.4 Methodology 

2.4.1 Rationale for the methodology used in the study 

Methodology chapter focuses on the subject of primary and secondary data collection. Based 

on given research objectives, research approach and strategy is further described justifying 

usage of certain research methods. The study uses deductive approach, thus it tries to examine 

the facts to prove or refute the hypothesis which is based on obtained theory. 

In the field of social sciences, quantitative research discusses about systematic empirical 

examination of social phenomena through techniques of numerical, mathematical or 

computational nature. 

Research data can be gathered from two different kinds of sources. First is Primary data, 

referring to information that is obtained by the researcher on variables of importance for the 

particular purpose of the study. Other source of data collection is Secondary data. Information 

is therefore gathered from already existing sources. (Sekran, 2010) Based on the nature of the 

research objective – critical evaluation of training and staff development – usage and 

combination of both sources takes place. 

Secondary data include written materials such as books and journal articles, among 

correspondence, reports, administrative and public records. All these were used in obtaining 

secondary data for the research. Using secondary data as a source of information comes with 

many advantages and disadvantages at the same time. Firstly, this way of obtaining data saves 

time and money and the quality is likely to be higher than quality of those gained primary, on 

the other side, no real control over quality can be guaranteed, and the information may not be 

up to date. Information from secondary sources is permanent and relatively available, and 

helps to determine how representative the research method’s results, in this case survey, are.   

For the purpose of the study, literature discussing the problem of educational and training 

activities within organisations was examined, along with organisation’s documents, such as 

Town Hall’s annual Education plan reports, Development and training schedule for current 

and next year and papers containing organisational and structural information about Town 

Hall. 
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For the purpose of the study, combination of two research techniques takes place. The reason 

is to increase the validity of the research and thus allow proposing effective changes regarding 

educational and training activities at Martin’s Tow Hall. Along with the questionnaire 

exploring employees’ attitude towards education and training at Town Hall, interview with 

the Town Hall’s personnel manager was conducted, as to support the findings attained from 

the survey. 

The technique of non-structured interview has been used for the purpose of the study. Non-

structured means, that there is no pre-set list of questions, although the idea of aspects that 

need to be explored has to be clear, in this case, personnel manager’s experience with 

education programmes efficiency. The main reason was to obtain ‘first hand’ information 

about education and training activities that takes place at Town Hall, such as information 

about participants’ attendance, evaluation and feedback. As a type of interview, non-

standardised, one-to-one, interview seemed to be the best option considering physical distance 

between researcher and personnel manager. As a way of contacting the manager and 

conducting the interview, asynchronous internet interview took place, using email as 

communication channel. Morgan and Symon (2004) define electronic interviews as those 

interviews that are implemented in real time, as well as off-line, using the Internet. The 

advantage of this method is that the data are automatically recorded. An email interview 

contains a sequence of emails, where each contains a minor amount of questions rather than 

one email contacting a series of these (Morgan and Symon, 2004). The questions originally 

asked were then further extended, responding to previous ideas, aiming for receiving as much 

information as possible. The delay between responses can be also be advantageous, allowing 

both the interviewer and interviewee provide considerate response.  

The key method for obtaining data was one of the most widely used techniques of data 

collection, questionnaire. Respondents are asked to answer set of questions, this providing an 

effective approach of collecting replies from a large sample in an economical way. Data 

gathered are thus easy to compare, highly understandable and it is relatively easy to explain 

and interpret results of the research. The relations between variables are clear and when using 

a sampling, generating of representative findings is possible. (Saunders, 2007) 

The study uses self-administered, Internet-mediated questionnaire. In this case, the role of the 

interviewer is minimal if none. The internet-mediated questionnaire is less time consuming as 

for example questionnaires being conducted face-to-face and one of many other advantages is 
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the fact that the respondent is given the opportunity to decide how much time he wants to 

spend on filling the questionnaire. One of the biggest disadvantages is the fact, that unlike the 

direct survey, respondents are not able to ask researcher for help (respondents may not be 

aware of technologies used and thus their ability to fill in the internet questionnaire may be 

limited), as well as the researcher can’t immediately react to given responses and examine the 

answers in further extend. (Saunders, 2007) 

2.4.2 How validity, reliability, practicality and ethical issues were accounted for 

The questionnaire designed to fit the aim of this study was addressed to all employees of the 

Town Hall through personnel manager, thus all employees were asked to participate in the 

research and affect the results of the survey. Financial, distance and time limitations given 

were taken into account, thus the questionnaires were distributed via email and adequate time 

was given to respondents to fill the survey. Pilot questionnaire conducted in the early stage of 

research helped to fix the problems with content and guaranteed that respondents were given 

clear instructions and the questions asked were not to be misread or misunderstood, as this 

could affect value of their answers. Voluntary participation and confidentiality of information 

provided were ethical issues taken into account during the research. Respondents were able to 

choose whether to participate in the survey ensuring their privacy and anonymity. Submission 

did not require any direct communication with the researcher nor and direct identification of 

participants. Questionnaire involved the information about the purpose of the study and the 

way results obtained will be used. 

2.4.3 Questionnaire’s booklet 

The length and design of the questionnaire is structured in a way, so that the participants 

would feel encouraged to fill it in and it would not be too long for them to decide not to 

participate in the survey. The questionnaire used in the study consists of two parts.  

First is the introduction, explaining the purpose of the study and a simple guide of how to 

correctly fill the questionnaire in and correctly submit for the answers to be counted in.  

Second part involves 14 questions about relevant personal information and questions targeted 

on employees’ attitude towards educational and development activities at the Town Hall.  
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Questions and their purpose 

Gender  and Age group  

– Used to categorize females and males and different age groups. 

Level of education 

– Helps to find out whether previous level of education influences 

expectations about further education. 

Job title  

– Used to explain the relation between job position and motivation 

Duration of employment 

– Aims to determine relation between the time spend in the organisation and 

satisfaction with the educational programmes 

Understanding of the possibilities of development and education at Town Hall  

– Used to examine employees level of knowledge in the field of offered 

training programmes 

Education and Development in relation to motivation 

– The answer reflects employees’ attitude towards importance of motivation 

and its link with education and development  

Motivation to participate in further development and education  

– Shows employees’ level of motivation towards education 

Factors affecting motivation 

- Used to determine the factors effecting employees’ motivation 

Completed training and development programs, and their relation to work 

performance  

– Used to evaluate organisation’s education programmes in terms of their 

efficiency as perceived by employees 
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Need for knowledge or skills improvement in terms of job position 

- Shows to what extend certain skills and knowledge need to be enhanced from 

the view point of employee 

2.4.4 Sampling 

Sampling is the way of choosing the right individuals as representatives for the population. 

The study uses the method of non-probability sampling design, which means that those 

chosen do not have any probabilities attached to their being, thus the findings of the research 

cannot be generalised to the population. As a sampling technique the purposive sampling has 

been chosen. The sampling here is narrowed to exact types of people who can deliver the 

desired information, thus only the employees of the organisation have been asked to 

participate in the survey and the data obtained will only be related to the Town Hall in Martin. 

The employees were thus chosen for a specific purpose. Using this technique is not only 

economical, but also provides sufficient information regarding the subject of the study in 

comparison with other techniques of non-probability sampling. (Saunders, 2007) 

2.4.5 Pilot study 

The pilot study was essential to ensure that questions are clear to understand, making results 

of the survey valid for the research. (Morgan and Symon, 2004) First step was to check and 

correct the questionnaire booklet for its simplicity and intelligibility. Then the organisation’s 

personnel manager and other two employees were asked to complete the questionnaire and 

write a feedback that led to rephrasing some questions and reorganising them in a way that 

would be easier to understand and simple to fill in. 

2.4.6 The limitation of the study 

Obstacles that need to be overwhelmed to accomplish the best results are seen as limitations 

of the research for it to be reliable, valid and practical. 

First main limitation is the element of time. Quality research requires hours of preparation and 

analysis of secondary data for the research to be prepared well and supported with the 

sufficient amount of background data. Another issue is occasional unexpected problems that 

might occur postponing the progress of the research (need for the questionnaire to be 

redesigned, waiting for an email interview reply). Financial costs of the research have to also 

be accounted. For the results to be representative and high-quality, it is advised to use 

multiple methods of research to examine the issue from various points of view. The study 
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uses three different ways of collecting data in the most effective and economical way based 

on the nature of the research and relation between area examined and researcher. Therefore 

electronic ways of gaining information are preferred and used in the study. These require 

individuals’ computer literacy that is never taken for granted and might affect the amount of 

survey participants. Final limitation is the employees’ attitude towards research and their 

willingness to spend time taking part in the survey. Also, personal opinions of employees and 

personnel manager might affect their ability to fully participate and provide valuable data. 

The results of the research should be therefore taken into account with a caution. 
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CHAPTER THREE – PRESENTATION OF THE TOWN HALL IN MARTIN 

3.1 The City of Martin 

Situated in the Turiec Basin in northern Slovakia, Martin lies 395 meters above sea level in 

the Žilina region 230 kilometres north east of Bratislava. Martin covers an area of 67.736 

square kilometres and has a population of 57 057 (31.12.2010). The Act on Municipalities 

established municipality (and therefore also the city of Martin) as a single territorial unit of 

the Slovak Republic. Today the city of Martin is a centre of national culture of the Slovaks 

according to the Act no. 241/1994 Z.z. 

Figure 3.1: Slovakia, Žilina region and the City of Martin 

 

Source: Own production 

The official authorities of the city of Martin are the City Council and the Mayor. The mayor is 

the city representative and with the City Council occupy the position of the highest body of 

the city. In 2012, the Mayor of Martin was Mgr. art. Andrew Hrnčiar. To pursue professional, 
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administrative and organizational activities he uses the Town Hall governed by the head of 

the Town Hall. The head of the Town Hall is currently JUDr. Katarína Katinová. 

3.2 The Town Hall 

Martin’s Town Hall is a modern organisation with 144 employees, constantly trying to 

implement new technologies and structure changes aiming to improve its efficiency and 

quality of services offered, such as for example establishing new organisational structure or 

biometrics attendance system. The Town Hall in Martin is the executive body of the City 

Council and Mayor and it provides their organizational and administrative matters, as the 

other established bodies of the Town Hall.  

3.2.1 Organisational structure 

Departments, divisions and offices are required to work closely together and ensure 

coordination of work in order to ensure uniformity of management, decision-making and 

problem solving complexity of the Town Hall in conformity with the integrated management 

systems. Departments and offices submit proposals to address fundamental questions through 

the heads of departments. If there are differing views on the tasks between departments, 

decisions about those are then made by the Head of Town Hall. If there are contradictory 

views among the various sections of departments, they are decided by the Mayor. 

3.2.2 Financing, function and recent changes 

Financing and management of the Town Hall is the part of the city’s year budget and it also 

contains an entry representing the amount of wage funds and funds for the purchase of 

technical equipment, maintenance and repair related to the operations at the Town Hall. The 

budget is internally divided into current revenue, capital revenue and expenditure budget and 

is then processed in accordance with current budgetary classification. It is maintained and 

organized by The head of the Town Hall. The position, function and budgeting of 

communities adjust the Budget Law. Income of municipal budgets is largely made of shares 

in state taxes, property tax revenue under a separate regulation, local income taxes and local 

fees, non-tax revenues from business and the municipality's property, the state budget 

subsidies according to the State Budget for the year and grants from public funds, interest 

subsidies from the higher territorial unit budget, voluntary donations and revenue collections, 

income from community resources and by other income established by special regulations. 

The Town Hall’s government tasks cooperate with physical and legal persons, political 

parties, political movements and interest groups, churches and institutions that are involved in 
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the development of education, culture, spiritual life and health - operating in within the town. 

For the government tasks the town issues generally binding regulation, which must not 

contravene with the Constitution or laws of the Slovak Republic. Generally binding 

regulations are adopted by members of 3/5 majority of the deputies present at the meeting of 

the City Council. 

Town Hall in Martin is constantly looking for tools for implementing qualitative changes and 

indicators that can be used to compare the quality of services, both in the timeframe, but also 

in comparison with other municipalities. 

These facts and an effort to improve and streamline their activities affect the management of 

Martin’s Town Hall decided to introduce "quality management system" and "environmental 

management system" according to international standards ISO 9001 and ISO 14001. 

The City of Martin, in collaboration with Transparency International Slovakia launched in 

July 2008 the project of anti-corruption strategy in the town of Martin. In Slovak conditions 

this is still a unique project at the local government’s level. The aim of the project is to 

introduce a comprehensive package of anti-corruption measures in various fields of activity. 
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CHAPTER FOUR – ANALYSIS OF TRAINING AND STAFF DEVELOPMENT AT 

THE TOWN HALL IN MARTIN, SUGGESTIONS AND RECOMMENDATIONS 

 

This chapter of the study discusses and analyses the results of data obtained by primary 

research, using questionnaires, conducted among employees at the Town Hall in Martin in the 

first quarter of 2012. All 144 employees of the Town Hall were asked to participate in the 

survey and from these 48 respondents filled in the questionnaire with their answers being 

taken into account. These findings are complemented with data gained from organisational 

materials, such as Evaluation of Town Hall’s Education Plan of 2011 and Town Hall’s 

Education Plan for 2012, and information obtained from the interview with organisation’s 

personnel manager, Bc. Milena Jakubcová. The first part provides information about the 

respondents’ profile and the second one discusses the answers to the questions regarding 

evaluation of organisation’s training program and employees’ attitude towards motivation. 

4.1 Employees’ profile 

This section of the analysis is devoted to the profile of survey’s participants in terms of their 

gender, age group, education background, job position and duration of employment at the 

current position.  

4.1.1 Gender 

The number of respondents that took part in the survey was in total 48, from which 10 (23%) 

were male and 38 (79%) were female employees of the Town Hall. 

Table 4.1: Gender 

 Frequency Percentage 

Male 10 23% 

Female 38 79% 

Total 48 100% 

Source: Own production 

4.1.2 Age group 

Out of 48 participants, none of employees at the Town Hall represented the age group under 

the age of 24. The most numerous group of participants were employees in the age group 

between 25 and 35 years with 34 staff members (75%), in which the strongest representation 



36 

 

had the group of employees 30-34 years old. Represented the least was the age group of 40-45 

years old with presence of only 6%. Thus the Town Hall has diverse age representation 

among all age groups with an exception of employees in the age group of 40-50 years old. 

Table 4.2: Age structure 

 Frequency Percentage 

less than 24 0 0% 

25-29 years 10 21% 

30-34 years 13 27% 

35-39 years 11 23% 

40-44 years 3 6% 

45-49 years 4 8% 

50 years and more 7 15% 

Source: Own production 

4.1.3 Education background 

44 employees of the Town Hall representing the 92% of all participants claim that their 

highest level of education is University degree or other type of undergraduate or postgraduate 

degree. Only 4 employees (8%) stated that their highest educational level is college ended 

with or without A levels. All 100% of males’ employees of Town Hall hold university degree.  

Table 4.3: Education background 

 Frequency Percentage 

University degree 44 92% 

College with or without A levels 4 8% 

Source: Own production 

As shown, Town Hall imposes high requirements to job candidates’ previous education, due 

to achievement of high standards set by organisation. Town Hall also support its workers by 

allowing them to finish their studies or get higher degrees part-time, this chance being 

included as a form of work benefit. 
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4.1.4 Job position 

When it comes to job position of participants, these are mainly represented by administrative 

workers which account for 62% of all employees that took part in the survey. 15% stands for 

managerial posts and the rest, 11 participants, stated that the position they hold is other than 

administrative of managerial position, indicating their job title as a referent or the head of 

department. 

Table 4.4: Job position 

 Frequency Percentage 

Administrative worker 30 62% 

Manager 7 15% 

Other 11 23% 

Source: Own production 

4.1.5 Duration of employment 

A next question aimed to indicate the duration of employment at the Town Hall. 33% of the 

employees work at the Town Hall in the range of 5-9 years, with similar presence in 

categories of 1-4 years and category of those being employed for 15 years and longer, 

represented by 14 and 15 employees. The least represented is the group of employees working 

at the Town Hall in duration of 10-14 years who stand for only 6% of participants.  

79% of the staff employed at the Town Hall in duration from 1-4 years is located in the age 

group of employees 25-34 years old, indicating that employees hired in last four years were 

most probably university graduates of individuals in their late twenties. 

Table 4.5: Duration of employment 

 Frequency Percentage 

1-4 years 14 29% 

5-9 years 16 33% 

10-14 years 3 6% 

15 years and more 15 32% 

Source: Own production 
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4.2 Training and education 

The second section of this chapter aims to examine and explain employees’ attitude towards 

education at the Town Hall, discuss the ways of training motivation, and evaluate employees’ 

individual approach towards their search for further education. This section is also dedicated 

to the description of planning, design and evaluation of the Town Hall’s education activities. 

4.2.1 Clear understanding 

To the question of if the employees have a clear idea and understanding of the possibilities of 

development and education at Town Hall, 82% answered positively with  32 employees 

(66%) stating yes and 7 (14%) expressing that they partly do have an idea of educational and 

development possibilities. However 9 employees (19%) answered the question negatively.  

Table 4.6: Clear understanding of development and education 

 Frequency Percentage 

Yes 32 67% 

Partly 7 14% 

No 9 19% 

Source: Own production 

According to the results, it is clear that women employed have better knowledge of 

opportunities regarding educational activities offered at the Town Hall. 79% of women 

answered to the question of their awareness of training possibilities positively, in contrast 

with male employees from who only 30% have a clear understanding of these and 50% are 

only partly aware of learning events held at the Town Hall. 

4.2.2 Involvement in learning activities 

Out of all 48 employees, none said that they would not take part in educational and 

development activities organised by the Town Hall in the past. 17 employees (35 %) stated 

that they participate in educational activities on regular basis and 35 employees (65%) take 

part in these irregularly.  

As reported by the organisation’s personnel manager, staff training and education at the Town 

Hall in Martin work in the following scheme. Based on the requirements proposed by Head of 

Department, training programmes in the certain areas are designed. These and offers from 

external educational institutions are operationally discussed with the management of Town 

Hall, and after the approval of the Head of Town Hall, the employee is sent for training. All 
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training and education activities, conferences participation and such are recorded on 

Employee’s card. 

Table 4.7: Frequency of involvement in learning activities 

 Frequency Percentage 

Regularly 17 35% 

Irregularly 35 65% 

Not at all 0 0% 

Source: Own production 

For organisation it is important to take into account everyone’s learning style and approach, 

due to their abilities and work duties and requirements, so the most effective way of education 

can be delivered at the right time and to the right people. Therefore, it is essential to identify 

whether it is employees on administrative posts or managers who need to enhance their skills 

and knowledge and take part in the appropriate learning event. 

The results shows, that as well as employees on managerial posts also those who held 

administrative posts, both are more likely to take part in training and education events 

organised by Town Hall irregularly, responding to organisations current needs.  

In the area of organisation’s education, the Town Hall has begun to organize internal trainings 

as a respond to current needs. If there is an amendment of the certain Act, one employee takes 

part in the external training, and therefore he retrains others who work in that area. The same 

practise is applied to changes in organisation’s internal directives. If the new directive is 

established, or adjusted, the internal training is organised. 

4.2.3 Education as a motivation tool 

The next question intended to specify whether employees agree or disagree with the statement 

of “considering Education and Development as one of the most effective ways to motivate the 

employees.". As the chart shows, 7 employees (15%) with the statement fully agree and 44% 

only agree. 9 participants. 19% with the proclamation disagree and 10% fully disagree and 

thus do not consider training and development as an effective way of motivation. It is 

consequently clear then 58% of employees consider education and development as a more or 

less significant motivational tool. However, 29% of employees disagree with the statement, 

which might significantly affect efficiency of education activities organised, due to the lack of 
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staff’s motivation, and subsequent unwillingness to fully participate in training events 

scheduled.  

Table 4.8: Agreement with the statement: "Education and development is one of the most 

effective ways to motivate the employees." 

 Frequency Percentage 

Fully agree 7 14% 

Agree 21 44% 

Disagree 9 19% 

Fully disagree 5 10% 

N/A 6 13% 

Source: Own production 

As shown in the chart below, male employees of the Town Hall tend to consider education 

and development as an effective motivation tool due to the fact that up to 80% of male 

respondents with the statement agree or fully agree. On the other hand, 27% of women do not 

consider training as an effective way of motivation. 

4.2.4 Appropriate motivation 

Information about effective ways of motivation might be beneficial for the ways in which to 

organise and streamline training events at held at the Town Hall by appropriate motivation 

towards employees. 

In the next section of the questionnaire employees were asked whether they are appropriately 

motivated to further education and development. In most cases, 64% of all employees 

consider that they are motivated within the organisation to some extent, from which 17 

answered yes and 14 feel only partly motivated. Nevertheless 29% of participants stated the 

fact that they are not appropriately motivated within the organisation. This might be caused 

by the fact that organisation does not stimulate employees effectively and thus they do not 

feel driven and motivated towards education. 
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Table 4.9: Appropriate motivation towards further education and development 

 Frequency Percentage 

Yes 17 35% 

Partly 14 29% 

No 14 29% 

N/A 3 6% 

Source: Own production 

60% of employees in managerial posts feel appropriately motivated in their work, in 

comparison with 47% of administrative workers who only partly perceive motivation from the 

organisation. 

4.2.5 Ways of motivation 

According to the findings about employees’ perception of motivation, it is necessary to 

determine in which ways the employees are motivated within the Town Hall to further 

education and development.  

When it comes to financial assessment, 54% of employees do not feel motivated at all or 

poorly motivated. This accounts for 26 participants, showing that this form of motivation is 

not used in the organisation effectively.  

All 100% of male employees share the opinion that motivation towards personal development 

in form of financial assessment is only used to a small extent within the organisation, 

compared with 48% women who claim that this form of motivating employees is used in the 

organisation from moderately up to the most. 

33% of employees asked claim skills improvement motivates them averagely and 21% do not 

feel motivated to participate in learning events by the fact of their skills development at all.  

Another way of employee motivation is the supervisor or colleague appreciation, and only 

15% meets this form of motivation within organisation. 8 participants expressed the opinion 

that they do not interfere with this form of motivation at all. 

A very interesting and surprising finding was the fact that 33% of employees state that career 

growth is not used within Town Hall at all. Only 10% of participants indicated that career 

growth is used as a motivation tool the most. 
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The findings shown in the chart below clearly demonstrate that 57% of employees on 

managerial posts feel only a little motivation from the possibility of career growth resulting 

from participating on educational activities, and up to 43% managers do not feel motivated 

this way at all. On the other hand, also administrative workers’ attitude is similar where 33% 

of them do not feel motivated by possibility of career development at all and only 17% state 

that progress in their career motivates them the most. 

57% of individuals employed at the Town Hall in duration of 1-4 years do not feel motivated 

to participate in educational activities in terms of their future career progress. However only 

20% of those employed for over 15 years share the same view and up to 27% of them feel 

encouraged to educate this way greatly. 

The table below shows overall frequencies of answers towards various ways of motivation 

and their percentage. 

Table 4.10: Factors of motivation affecting attitude towards education and development 

 
Financial 

assessment 

Skills 

improvement 

Supervisor/colleague 

appreciation 
Career growth 

Very high 5 10% 10 21% 7 14% 5 10% 

High 4 8% 4 8% 8 17% 8 17% 

Average 9 19% 16 33% 12 25% 5 10% 

Poor 14 29% 4 8% 9 18% 10 21% 

Very poor 12 25% 10 21% 8 17% 16 33% 

N/A 4 9% 4 9% 4 9% 4 9% 

Source: Own production 

It is interesting to see that male employees at the Town Hall do not feel highly or the most 

motivated by any of factors discussed previously, in fact they mostly do not feel inspired by 

these at all which may result in their negative attitude towards the organisation’s training and 

subsequently in their poor job performance. This might also be caused by the lack of 

motivation in the field of their career development, since 80% of men do not feel motivated 

by this method at all. 

The motivation that seems to affect attitude of the female employees towards education the 

most is the chance to improve their skills as shown in the chart, up to 26% of women feel this 
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way. Unlike men 25% consider career growth as an effective way of motivation. Conversely, 

32% of females do not feel driven by financial assessment at all. 

Employees of the Town Hall are motivated with benefits such as: flexible working hours and 

reduced working time, extra week of holiday beyond the Labour Code, soft drinks in the 

summer months, business mobile phones, interest-free loans, tickets for cultural (Theatre 

performances, concerts) and sport events, water park passes, use of Town Hall facilities, 

allowing part-time study, possibility of professional development through educational 

projects. 

4.2.6 Individual approach 

To the question of if employees actively seek the opportunity of further development of their 

knowledge and skills 45 employees, representing 94% of all participants answered positively 

with 77% actively seeking for further education and 8 trying at least partly.  

100% of males stated that they intensely seek further development of their skills.  As 

discovered previously, thier attitude is not conditioned by possibility of career growth, skills 

improvement, colleague appreciaton nor financial assesment. The aspect that might force 

them to further educating might be satisfaction of higher needs, such as self-actualization or 

need for achievement.  

Table 4.11: Individual approach towards seeking further education 

 Frequency Percentage 

Yes 37 77% 

Partly 8 17% 

No 0 0% 

N/A 3 6% 

Source: Own production 

4.2.7 Identifying of knowledge and skills improvement 

The first important step in the training cycle is to identify the learning needs, thus the 

organisation need to pay attention to employees’ needs so it can flexibly respond to these and 

design the training that will enhance employees’ performance in anticipated level. 

The question targeting employees’ education needs was: „What knowledge or skills do you 

need, in your opinion, to enhance in terms of the duties of your job?” 60% of respondents 
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stated that IT skills need to be in their opinion improved moderately. None of the employees 

feel that his information technology skills need to be enhanced the most and 20% of 

individuals claim that these skills do not need to be improved at all. 

14 respondents, which accounts for 100% of respondents in the age category of 40 year old 

and above, have said that their IT skills need to be developed averagely, when employees 

younger than 29 years old feel their skills need to only be improved a little or not at all. 

35% of all employees consider need the development of their language skills the most in 

terms of the duties of their job, and only 9 individuals (19%) have no need to expand their 

language abilities.  

It is interesting to see that up to 57% of participants employed at the Town Hall for less than 4 

years need language abilities development the most, when on the other hand, only 46% of 

those employed for over 15 years feet the same way and 27% of them do not need to enhance 

their language skills at all. 

When it comes to professional knowledge, 40% of employees asked feel the urge of 

improvement in this field the most, and 31%, 15 employees need these to be highly enhanced.  

Managerial skills need to be developed further highly according to 34% of employees and 

25% stated that they would need to improve these the most. 

Table 4.12: Need for knowledge and skills improvement 

Source: Own production 

80% of male employees need to enhance their language and managerial skills the most and 

50% of them do not need to improve their IT skills at all. 

 IT skills Language skills 
Professional 

knowledge 

Managerial 

skills 

Most 0 0% 15 31% 19 40% 12 25% 

Very 2 4% 4 8% 15 31% 16 34% 

Averagely 29 60% 11 23% 9 19% 11 23% 

Little 7 15% 9 19% 5 10% 5 10% 

Not at all 10 21% 9 19% 0 0% 4 8% 
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50% of female workers at the Town Hall would like to develop their professional knowledge 

the most and up to 34% would improve their knowledge highly. 

If the employee has a particular interest in receiving a training to increase his skills and the 

requirement is justified, he is offered to take part in such training. The organisation always try 

to fulfill the established training and educational plan, and if it is necessary to obtain further  

qualification requirements, needs or to take part in accredited course in excess of plan, there 

always is a respond to such requests. 

4.2.8 Training evaluation in terms of work improvement 

“Did the training and development programs, you took part in, help you to better your work 

performance and enhance the quality of your work?” was another question asked to help 

evaluate efficiency of education and training programs in terms of employees perception of 

quality of work improvement. 26 employees (55%) claim that training programs attended in 

the past helped them to improve quality of their work and 14 participants (29%) stated that 

these have helped them partly. 10% of employees do not consider educational programs being 

beneficial and 6% were not even able to assess their contribution. It is more that clear that 

there is a bound between training taken and quality of work improvement. The aim of wide 

range of training courses is first and foremost to achieve the shift in the quality of employees’ 

work. 

Table 4.13: Enhancement of work performance after taking part in training and development 

programs 

 Frequency Percentage 

Yes 26 54% 

Partly 14 29% 

No 5 10% 

N/A 3 6% 

Source: Own production 

In recent years, as informed by personnel manager, the Town Hall emphasises on employees’ 

feedback. Feedback is needed both in terms of quality of the external educational institutions 

providing the training but also to evaluate the fulfilling of nature of the certain training, in 

terms of its content and purpose. This is verified by requirement for employee to prepare 

internal training for other employees and inform them about changes, 
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amendments, knowledge into practice. This is also to prevent for external training to become 

employees’ ‘leisure activity’. 

Female employees, as the chart shows, benefit from learning and development events held by 

the Town Hall more, since 63% of them feel that they had profited from experiences and 

knowledge gained. Other way round men within organisation do not feel gain similarly. 50% 

of them do claim that education activities they got involved in did not improve their work 

performance.  

Another, interesting finding, is the fact that employees who worked in the organisation for 

longer than 15 years, benefit from training and development events the most, as 80% of them 

declared their performance after participating in these enhanced. 

In the years 2009-2011 an extensive educational program financed by the EU was conducted, 

in which the employees of the Town Hall were comprehensively retrained. It was an area of 

language (English, German), home care, the press Act, construction Act, Code of 

Administrative Procedure, communication skills and many others. These education activities 

were very extensive and therefore their number decreased in 2011. 

As evaluated in the annual report, employees took part in 38 pre-planned educational events 

and 5 events that were in excess of the plan in the year 2011. Trainings were held in total 

length of 342 hours and were mostly in the form of seminar, training or course thematically 

targeted to changes in legislative and other organizational changes. 

For the year 2012, 38 educational activities are planned to take place at the Town Hall, in a 

total duration of 458 hours, all provided by external providers. According to the personnel 

manager, extensive teambuilding exercises are planned to increase employees’ motivation and 

improve level of collaboration between departments and/or offices.  

The budget for staff training, approved by City Council, is established for each year and this 

finance are further divided and allocated to particular training programmes.  
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4.3 Discussion and recommendations 

The fifth chapter summarize findings of the research in terms of training and development 

evaluation and employees motivation and confirms or disproves hypothesis based on the 

objectives of the study set. Additionally, some suggestions for possible future changes are 

given aiming to improve the Town Hall’s performance not only in the field of planning and 

delivering education events, but also to enhance overall performance of the organisation. The 

aim of the study was to evaluate performance of training and development events organised 

by the Town Hall in Martin, from the view of organisational approach and structural 

background towards education and employees satisfaction with these. 

4.3.1 Hypothesis 1 

Training and development activities organised by the Town Hall meet the requirements of 

the organisation as well as of employees and flexible react to the changes made in the 

working environment. 

Education and skills development is a requirement for further development or career growth 

of each employee; therefore it is necessary for all employees to have a clear understanding of 

training and development opportunities within the organisation. According to the findings, 

19% of the employees seem to not be familiar with the structure and function of education 

programs at the Town Hall; therefore these should be better promoted or explained for the 

employees to be able to identify themselves in the organisational and development structure 

and environment to be able to effectively contribute into organisation. These findings might 

be surprising due to fact that 32% of employees have been working within organisation for 

more than 15 years, hence organisations need to search for new ways of involving employees 

into development activities and acknowledge them about their purpose. 

According to the stages in the process of planning the learning event, the first step is to 

establish needs of the organisation and then agree on purpose of the event. The Town Hall 

seems to flexibly react to the changes in the environment and try to effectively deliver 

training to employees that might be affected by the changes regarding the field of town law 

and/or administration. This is supported by the fact that most of the training events are 

delivered on irregular basis and participants are chosen based on the field where the change 

happened. Nevertheless the objectives and purposes are well in advance discussed with 

management and those responsible for their design and budgeting, there is thus enough space 
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for management needed to identify the right individuals to whom the educational event has to 

be delivered. 

When it comes to establishing strategy and management of the learning event, the Town Hall 

seems to put most of the responsibility for these to the hand of external providers. External 

provides are chosen carefully based on the Town Hall budget possibilities and services they 

offer. They are hired to train employees who further provide internal training for their 

colleagues and subordinates. This very effective way of delivering training activities has 

many advantages. Money is being saved as no permanent individuals being employed and 

paid by the organisation and the services of external educational facilities are only being used 

when appropriate and needed. Also, providing internal training to colleagues strengthens 

relationships in the workplace and creates a better and friendlier atmosphere that positively 

affects employees’ performance. 

Despite the large number of trainings and seminars provided, organisation seems to lack in 

reflecting employees personal needs and requirements about their own development and 

satisfaction. 77% of the employees seek for development individually, however it is not 

certain if this happens within the organisation. Results have shown that organisation lack in 

providing training in various fields, such as the area of language learning and managerial and 

personal improvement. It is necessary for organisation to make possible for their employees to 

improve their skills, the more the better. 

Probably the most important part of evaluating effectiveness of training events is employees’ 

feedback. The Town Hall does this indirectly giving them the responsibility to provide 

internal training. Hence direct feedback is also needed so the company may make future 

changes in providing these events. 

4.3.2 Hypothesis 2 

Employees at the Town Hall are motivated enough towards education and further 

development, resulting in increased performance. 

As the research shows, the Town Hall seems to not distinguish between employees with 

different educational background or employment history. These factors actively affect 

employees’ performance and attitude towards further education and therefore, organisation 

might reassess its way of identifying learners and their way of educating more carefully. The 

Town Hall also seems to not reflect employees’ needs in the nature of their training programs. 
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All employees feel different needs (improvement of language skills or professional 

knowledge improvement as shown by research findings) and are motivated by different set of 

factors. The first step in Taylor’s training cycle is to identify the learning needs along with the 

appropriate ways of motivation. Therefore it is vital to identify which are the ones that 

stimulate them effectively, and for each of the available way of motivation it is essential to 

state the amount to which the given form is used within the organisation. It is very important 

for organisation (according to motivational theories) to reinforce the process of learning by 

appropriate form of reward (whether it is approval, success or tangible reward), so that 

employee feel sufficiently motivated to develop his skills and improve his performance.  

Even though many employees consider education as an effective way of motivation, the 

organisation does not seem to motivate employees appropriately. Employees do not feel 

motivated by financial assessment or career growth within the desired range, and feel 

motivated by their own skills improvement only averagely. Organisation should invest into 

employees and stimulate them properly so they would feel important and valid for the 

organisation and therefore be able to increase their job performance. The best practice for the 

organisation therefore might be implement changes that might increase level of employees’ 

motivation, such as possibility of career growth or rewards for increase in their job 

performance. 

4.3.3 Hypothesis 3 

The structure of the organisation creates environment supporting education and 

development activities organised by the Town Hall. 

Organisation’s internal material and results of the survey show, that with regard to the 

structure and composition of the Town Hall, the organisation has relatively good presence in 

all age groups; perhaps with the exception among employees younger than 24 years. The 

organisation should make the effort to seek for new young employees that might bring new 

faces and attitudes into the ageing employee base of the Town Hall. 92% of the organisation 

is created by employees with university degree, which let us assume that these have better 

predisposition for further education. The organisation rewards employees in various forms, 

trying to encourage them to work effectively, however somehow lack in identifying 

individual needs and requirements of employees. 
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The overall view asses Town Hall’s performance as sufficient with the lack of focus on 

employees and their needs. There is still a wide space for improvement in the field of 

educational planning and motivation. 
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CHAPTER FIVE – CONCLUSION 

The aim of the dissertation was to characterise the structure of training and staff development 

in at the Town Hall in the City of Martin, with the focus on the efficiency of methods used in 

the educational process of the organization, and evaluate the training effectiveness based on 

the data gathered from the employees of the Town Hall. The objective was to evaluate an 

organisation’s education scheme along with the factors of employees’ motivation, and their 

proper usage in the training process. Subsequent target was to examine employees’ individual 

approach towards learning and development, along with specifying the areas that require 

improvement within organisation.  

Based on the literature review and research aims and objectives, hypotheses were created to 

be confirmed or disproved. These were: 

 

1. Training and development activities organised by the Town Hall meet the 

requirements of the organisation as well as of employees and flexible react to the 

changes made in the working environment. 

2. Employees at the Town Hall are motivated enough towards education and further 

development, resulting in increased performance. 

3. The structure of the organisation creates environment supporting education and 

development activities organised by the Town Hall. 

 

The Town Hall seems to flexibly react to the changes in the environment and try to effectively 

deliver training to employees that might be affected by the changes regarding the field of 

town law and administration. As such, it was found that employees seem so not be familiar 

with the structure and function of education programs at the Town Hall. Most of the training 

events are delivered on irregular basis, giving the responsibility for these to the hand of 

external providers. Along with external providers, internal trainings are held within 

organisation. 
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Trainings and seminars provided by the organisation lack in reflecting employees’ personal 

needs and requirements about their own development and satisfaction. The organisation does 

not sufficiently provide training in various fields, such as the area of language learning and 

managerial and personal improvement.  

When it comes to employees’ feedback, the Town Hall completes this indirectly giving them 

the responsibility to provide internal training, but direct feedback is missing. 

Even though many employees consider education as an effective way of motivation, the 

organisation seemingly fails to appropriately motivate employees. Employees do not feel 

motivated by financial assessment or career growth within the desired range, and feel 

motivated by their own skills improvement only averagely. The organisation rewards 

employees in various forms, trying to encourage them to work effectively, however somehow 

lack in identifying individual needs and requirements of employees.  

With regard to the structure and composition of the Town Hall, the organisation has relatively 

good presence in all age groups; perhaps with the exception among employees younger than 

24 years. 

The author of this paper would like to draw a reader’s attention to the fact that there are several 

limitations to the analysis. First limitation is insufficient number of respondents and the way of 

collecting research data electronically. Therefore, any deductions on the basis of the research 

should be considered carefully. 
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