SU 10: Training and Development True/false
1.
General training refers to training in which employees gain information and skills that are tailored specifically to their own workplace, while specific training refers to training in which employees gain skills that can be used at most workplaces. F

2.
It is important for first line supervisors to have technical skills because technical skills enable them to coordinate and integrate complex functions and goals. F

3.
Many employers use the term Human Resource Development when referring to planned actions designed to improve the knowledge, skills and abilities of employees. T

4.
Reorganisation and the redesign of jobs have blurred the distinction between employee training and management development because many employees now need management skills. T

5.
The characteristics of the relevant labour pool have little influence on an organisation's training needs. F

6.
The first step of the training systems model discussed in your text is needs assessment. T

7.
The difference between the individual's actual performance and the performance desired is called the performance gap. T

8.
Employers often will simply skip the needs assessment phase of training and simply buy a popular or faddish training programme whether or not a need for it has been identified.T

9.
Training and development efforts should focus on the needs of the group rather than the needs of the individual. F

10.
It is not important to state a minimal level of achievement which trainees must accomplish as a result of training, since all training is beneficial.F

11.
Formal mentoring programmes, where mentors have been assigned to employees, have proven to be as effective as informal mentoring relationships, where two people developed the relationship on their own. F

12.
Away-from-the job training can take place either off-site or in the organisation's own training facility by either internal or external training specialists. T

13.
A typical cost-benefit analysis of a training programme would measure the costs of the training programme chosen against the cost of other training programmes available. F

14.
A participant's behaviour, learning and reaction should be measured when evaluating training. T 

15.
Transfer of learning is inconsequential as long as the training exercise was successful. F

16.
If a trainer subscribes to the neurolinguistic programming approach, it is likely that the trainer would provide visual, auditory and kinesthetic experiences during a training session. T

17.
Feedback is critical to learner success during training. T

18.
In order to rectify the enormous shortage of skilled manpower with the limited budgets available, the South African government has embarked on a number of innovative and resourceful programmes which include the passing through parliament of the South African Qualifications Authority Act No 58 of 1995. T

19.
A distinction may be made between training and development with training being broader in scope and focusing on individuals gaining new knowledge and skills useful for both present and future jobs. F

20.
Employers that invest in training and developing their employees do so as part of their retention efforts. T

21.
In a typical division of training responsibilities, operating managers prepare skill-training materials. F

22.
It is essential that objectives for training be related to the budgetary priorities identified in the organisation analysis. F

23.
Assessment centres cannot be used for training. They are a selection tool. F

24.
There is no real way to train high-level executives who hold visible and somewhat unique jobs. F

25.
Individuals perform better if they are actively involved in the learning process. T

26.
South Africa spends less than 1% of total employment costs on training. T

27.
Human relations skills is the ability to view the organisation as a whole and to coordinate and integrate a wide array of organisational functions, activities, goals and purposes. F

28.
The validity of exit interviews greatly depends on an unbiased and skilled interviewer and on honest answers from the employee who is leaving. T

29.
A well-written T&D objective will have three parts (1) a statement of outcome behaviour, (2) a description of the conditions under which the outcome behaviour is expected to occur, (3) a statement of the minimum level of achievement that will be accepted as evidence that the employee has accomplished what was required. T

30.
Employers should avoid choosing a popular or entertaining T&D programme without having performed either an assessment study or a reasonable search for a programme. T

31.
The widespread use of on-the-job training is no doubt due to the many benefits it offers. Among the potential assets of this type of training are (1) the T&D is informal, relatively inexpensive and easy to schedule (2) the employee receives instructions from an experienced employee or supervisor who has performed the tasks successfully. T

32.
Job instruction training (JIT) is a series of steps for supervisors to follow when training their employees. T

33.
The simple steps in the JIT system are: preparation, presentation, performance tryout and follow-up. T

34.
Mentorships in organisations can only be formed in one way if they are to be effective. F

35.
The lecture is the second most popular away-from-the-job T&D technique. T

36.
Lectures are one-way communications and participants often listen attentively. F

37.
Integrative learning (IL) creates a relaxed, positive atmosphere and uses a wide range of methods including discussion, games, stories, poetry, music and a sophisticated business game. T

38.
A case study can only be analysed by individuals. F

39.
Role playing is also known as reality practice. T

40.
Management games or simulation exercises are designed to replicate conditions faced by real organisations and usually involve competing teams that both make decisions concerning planning, production, finance and control of a hypothetical organisation. T

41.
The in-basket exercise forces the trainee to make immediate decisions and to determine priorities. T

42.
Through sensitivity training also called T-group training, individuals become more aware of their feelings and learn how one person's behaviour affects the feelings, attitudes and behaviours of others. T

43.
Wexley and Latham have developed an 2x2 matrix to suggest what type of training might be indicated, depending on the goals sought and strategies favoured. F

44.
Power skills enable the development of supportive relationships. F

45.
The organisational climate and culture has a significant effect on performance. T

46.
If South Africa wants to succeed as a country it will have to start by building its competency base.T

47.
Organisational core competencies can be defined as the combination of individual technologies and production skills that underlie a companies product lines.T

48.
In evaluating the effectiveness of T&D programmes, participants' opinions are the most valid approach.F

49.
One of the functions of a sector educational and training authority (SETA) is to develop a sector skills plan within the framework of the national skills development strategy. T

50.
Organisational analysis relies largely upon the results of job analysis. F
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