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MHCM 6330 CAPSTONE: BUSINESS STRATEGIES 


WEEK 5 CHAPTER 11 LECTURE MATERIAL 


 
Week 5 Course Material - Practical Considerations 


Lecture - Chapter 11 Training and Development: The Backbone of Motivation 
 
Introduction - This chapter not only defines and models employee development, 


orientation, training, and mentoring but correlates training and development to 
the classic management functions and employee motivation.  


Summary Objective 
Examine the overall process of orientation, training, and development from the 
perspective of the department manager, emphasizing the vital character of 


employee orientation and education as a means of enhancing employee 
performance and as a significant and essential part of an organization’s ongoing 


employee retention efforts. 
 


Participants should leave this chapter understanding the importance of the 
orientation and training program as a vital part of employee motivation and 
retention.  Participants should be able to develop cost justifications for the 


acquisition of essential internal and external training resources. 
  


Specific Objectives 
 Understand the importance of and necessity for employee orientation, 


ongoing training and development activities 


 Relate training and development to the management functions of 
planning, organizing, directing, and controlling and to employee 


motivation 
 Identify the components of effective employee orientation programs 


  


The Budget Dilemma 
  


Any department manager who has been through a financial belt-tightening exercise 
has undoubtedly collided with one of the fundamental contradictions to be 
encountered in organizational life, and especially in health care organizations. That 


contradiction is, on the one hand, education receives a considerable amount of 
verbal support from top management people who speak of its importance and their 


belief in education; on the other hand, as department managers frequently 
discover, after the first budgeting pass, when it becomes evident that trimming is 
needed to bring projected revenue and expenses into line, education is one of the 


first line items to be reduced. 
 


The dilemma exists primarily for reasons that relate to the bottom line. Health care 
functions in an economic environment which is constantly delimiting 
reimbursement. On the other hand, it is difficult to measure the results of education 


in financial terms.  The principal result sought through education in the work setting 
is behavior change, behavior change such that following education employees 


perform differently, presumably more efficiently, and in effect cost the organization 








less than they might otherwise cost.  Also, employees presumably become more 
productive and are less likely to make errors that increase costs or cause 


harm.  Essential behavior change, however, is medium to long-term while the 
budget crunch in which projected revenue and expense must be equalized is always 


short-term. 
Often Human Resources, Risk Management (if such function exists in the 
organization), or corporate legal counsel can cite examples such as: 


 The costly lawsuit that occurred because one particular supervisor was 
ignorant of significant anti-discrimination legislation. 


 The complaint from the Division of Human Rights that resulted from a 
department manager’s misuse of the progressive discipline process. 


 The costs of outsourced services incurred because in-house personnel 


were not adequately trained to care for certain sophisticated equipment or 
perform certain functions. 


 The abnormally high employee turnover in a particular department owing 
to the manager’s poor communications and employee relations practices. 


  


There have been a number of attempts made to measure the results of education 
on a cost-versus-benefits basis, but they are essentially all future-oriented.  That is, 


it is necessary to track behavior change and deal with the results of behavior; there 
is no practical, convincing way of saying that now, at budget time, the education we 


are planning for will return this specific amount of money over what it costs. 
 
In addition to the manager’s relative skill at “selling” the need, the success of any 


effort to retain as much of the department’s education budget as possible may 
depend on the kinds of educational processes called for in the budget.  For 


example, if it was planned to send several people to an external program perhaps 
fewer can go and those can teach others, or if appropriate the resources can be 
brought in-house.  With attendance fees and travel expenses considered, 


external education—conferences, seminars, workshops, and such—is the costliest 
form of education.  The next costliest, but often less expensive by a considerable 


amount, involves bringing external resources in to educate personnel in-
house.  The most economical route is ordinarily to do as much as possible in-house, 
with internal resources.  One might argue to keep as much of the education budget 


intact as possible, while planning to bring all possible education in-house using 
existing resources (in-house instructors, for example) to the maximum practical 


extent. 
Any serious attempt to measure the results of education will of necessity have to 
extend over a considerable period of time.  It will ordinarily involve tracking 


behavior change for some employees, monitoring quality indicators, error rates, 
and other statistics for certain kinds of performers, and perhaps monitoring 


departmental indicators such as rates of turnover, absenteeism, and overtime use. 
However, in an economic time of delimiting reimbursement, it is more of "what 
must we do, right now?" rather than a lack of belief in the value of training and 


development. 
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