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EXECUTIVE

SUMMARY

Decades of research on the determinants of student achievement make it clear that high quality teachers matter for student success, but measuring teacher quality can be difficult. With states under pressure to raise teacher quality and with a significant increase in demand for teachers projected for the next decade, higher education institutions may face significant teacher training and development challenges. Training & Developing high quality teachers are likely to be all the more difficult in high poverty districts (Balter &Duncombe, 2005)1.
Despite the recent focus on teacher quality, relatively little research exists to train and develop them accordingly. This study takes a first step in filling this gap by documenting teachers’ training and development practices in business administrative studies. To collect information on these practices, we designed a whole training and development survey program that was conducted among the faculty of various management sciences departments in different institutes and Business Schools in the Islamabad region. Thanks to significant support we received from the HOD’s and Administration of these institutes and Business Schools.
From HOD’s and BA Faculty, we were able to obtain a very high response rate (81%) to the survey. We greatly appreciate the willingness of teachers to carefully complete the survey. The survey respondents are very representative of the whole situation. The heart of this report is summarizing the results of the survey of teacher training and development needs and them to design a training & development programs accordingly. The survey was divided roughly into three sections: needs assessment

& analysis, validation & designing of training and development programs, and lastly is the evaluation of the program. Preliminary results of this survey and Analysis indicate that “the biggest aim of any training program is to retain talent. The cost of any successful and effective training program is far less than the cost of not being able to retain the right people for the right jobs.”

1 Dana Balter, William Duncombe, “Educational Finance and Accountability Program”, Jan 2005,
  (http://www.albany.edu/edfin.)
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1.1 INTRODUCTION1:
T
raining is a specialized form of education that focuses on developing skills. Although training incorporates educational theories, principles, and practices, it is performance and result oriented. The goal of training is for participants to demonstrate something new or perform better than before. The program’s effectiveness is measured by the participant’s ability to demonstrate the desired skills.
The biggest aim of any training program is to retain talent. The cost of any successful and effective training program is far less than the cost of not being able to retain the right people for the right job.
To cater the needs of a workforce that is constantly changing with respect to its demographics, demands, and expectations from a career, training methods have also evolved. As organization try to retain the skills and talent, training methods and products are constantly evolving. Certain methods of training like lectures and monologue presentations are rapidly giving way to fancy e-learning modules, webinars and podcasts. At the same time, mentoring, coaching and distance learning are becoming popular once again as

companies look to replace an aging workforce without losing its skills and knowledge.
1.2 TRENDS IN TRAINING1:
The traditional view of lectures being able to deliver learning to a large group of audience in a small time and at a tighter expense is being challenged, with participants preferring a method that can value their experiences and feedback more than what a traditional lecture system allows them to. 
While electronic and web based learning sessions are becoming more popular due to their relative ease of setting up, and the advances in technology bringing virtual closer to real every day, age-old trends of distance education and mentoring are making a strong return especially in the recessionary period.
A successful Trainer must be prepared for all types of personalities. For the session to be meaningful and learning for highest number of participants, it should reach the
maximum audience.
1.3 NATURE OF TRAINING AND DEVELOPMENT1:
1 Sioshan McMahon, Anurag Gupta, “Recent Trends in Training”, Apr 22, 2009, pg 3-5
  (http://jte.sagepub.com/content/31/3/39.extract)

In simple terms, training and development refers to the imparting of specific skills, abilities and knowledge to an employee. A formal definition of training & development is… it is any attempt to improve current or future employee performance by increasing an employee’s ability to perform through learning, usually by changing the employee’s attitude or increasing his or her skills and knowledge. The need for training & development is determined by the employee’s performance deficiency, computed as follows:
Training & Development need = Standard performance – Actual performance.
We can make a distinction among training, education and 

development. Such distinction enables us to acquire a better perspective about the meaning of the terms.
Training refers to the process of imparting specific skills. |
Development refers to the learning opportunities designed to help employees grow. |
Education is theoretical learning in classroom. |

To bring the distinction among training, education and development into sharp focus, it may be stated that “training is offered to operatives”, whereas “developmental programmes are meant for employees in higher positions”. Education however is common to all the employees, there grades notwithstanding.
1.4 AIMS/OBJECTIVES OF TRAINING & DEVELOPMENT1:
The fundamental aim of training is to help the organization achieve its purpose by adding value to its key resource – the people it employs. Training means investing in the people to enable them to perform better and to empower them to make the best use of their natural abilities. The particular objectives of training are to:
  * Develop the competences of teachers and improve their performance;
  * Help people to grow within the organization in order that, as far as possible, its future needs for human resource can be met from within;
  * Reduce the learning time for teachers starting in new jobs on appointment, transfers or promotion, and ensure that they become fully competent as quickly and economically as possible.
1.5 BENEFITS OF EMPLOYEE TRAINING
How Training Benefits the Organization:
  * Leads to improved profitability and/or more positive attitudes towards profit orientation. Improves the job knowledge and skills at all levels of the organization
  * Improves the morale of the workforce
  * Helps people identify with organizational goals
  * 

Helps to create a better corporate image
  * Aids in organizational development
  * Helps prepare guidelines for work
  * Aids in understanding and carrying out organizational policies.
  * Organization gets more effective decision-making and problem-solving skills
  * Aids in developing leadership skills, motivation, loyalty, better attitudes, and other aspects that successful workers and managers usually display
  * Aids in increasing productivity and/or quality of work
1 Lynton Rolf P., Pareek, Udai, “Training for development”, 1967   (http://eric.ed.gov/ERICWebPortal/search/detailmini.jsp?_nfpb=true&_&ERICExtSearch_SearchValue_0=ED017801&ERICExtSearch_SearchType_0=no&accno=ED017801)

Benefits to the Individual Which in Turn Ultimately Should Benefit the Organization:
  * Helps the individual in making better decisions and effective problem solving
  * Through training and development, motivational variables of recognition, achievement, growth, responsibility and advancement are internalized and operationalised
  * Aids in encouraging and achieving self-development and self-confidence
  * Helps a person handle stress, tension, frustration and conflict
  * Provides information for improving leadership, knowledge, communication skills and attitudes
  * Increases job satisfaction and recognition
  * Moves a person towards personal goals while improving interactive skills
  * Helps a person develop speaking and listening skills; also writing skills when exercises are required. Helps eliminate fear in attempting new tasks

Benefits in Personnel and Human Relations, Intra-group & Inter-group Relations and Policy Implementation:
  * Improves communication between groups and

individuals
  * Aids in orientation for new employee and those taking new jobs through transfer or promotion
  * Provides information on equal opportunity and affirmative action
  * Improves interpersonal skills.
  * Makes organizational policies, rules and regulations viable.
  * Improves morale and builds cohesiveness in groups
  * Provides a good climate for learning, growth, and co-ordination

1.6 BRIEF INTRODUCTION OF THE PROJECT:
Before move on to the methodology it’s important to mention the key points leads to the action:
  * Initially it was discussed among group that what to make a strategy to conduct the whole project. 
  * Then it was decided that through interviews from the HOD’s of management sciences departments of various institutes and business schools develop a bench mark. [interview questionnaire enclosed in annexure I]
  * On that bench mark, we follow the five step process of need analysis. (explained later in chapter 2 of unit 2)
  * On basis of five steps, need assessment forms of teachers and students were prepared.
  * Later these forms were filled from various institutes (ARID, FAST, NUST, Islamic international, COMSATS)
  * Formulate a complete analysis of these questionnaires. [enclosed in annexure II]
(Filled questionnaire enclosed in annexure III) 
  * On the   basis of analysis complete program was designed (discussed later in chapter 04 of unit 02)
  * Evaluation of the program was conducted through Kirkpatrick’s model. (evaluation form was enclosed in annexure I) 
  * By this feed back it’s easy to evaluate the trainer’s as well as trainee’s performance.
  *   Thus the whole procedure follows. And explained in detail in the upcoming chapters.
  * 
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1.1 THE TRAINING PROCESS
Future needs of employees will be met through training and development programmes. Training serves as an effective source of recruitment. Training is an investment in HR with a promise of better returns in future1.
A company's training and development pays dividends to the employee and the organization. Though no single training programme yields all the benefits, the organization which devotes itself to training and development enhances its HR capabilities and strengthens its competitive edge. At the same time, the employee's personal and career goals are furthered, generally adding to his or her abilities and value to the employer. Ultimately, the objectives of the HR department are also furthered1.
Figure #1 below outline important steps in a typical training process.

1 Lynton Rolf P., Pareek, Udai, “Training for development”, 1967   (http://eric.ed.gov/ERICWebPortal/search/detailmini.jsp?_nfpb=true&_&ERICExtSearch_SearchValue_0=ED017801&ERICExtSearch_SearchType_0=no&accno=ED017801)
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  Training
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Needs assessment
  (a) Organizational support
  (b) Organizational analysis
  (c) Task and KSA analysis
  (d) Person analysis
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2.1 TRAINING NEEDS ANALYSIS:
A Training Needs Analysis (TNA) is used to assess an organization’s training needs. The root of the TNA is the gap analysis. This is an assessment of the gap between the knowledge, skills and

attitudes that the people in the organization currently possess and the knowledge, skills and attitudes that they require to meet the organization’s objectives.
The training needs assessment is best conducted up front, before training solutions are budgeted, designed and delivered. The output of the needs analysis will be a document that specifies why, what, who, when, where and how. More specifically, the document will need to answer these questions:
  * Why do people need the training? 
  * What skills need imparting? 
  * Who needs the training? 
  * When will they need the new skills? 
  * Where the training may be conducted? and 
  * How may the new skills be imparted? 
There are so many ways for conducting a Training Needs Analysis, depending on the situation. One size does not fit all. Is the purpose of the needs assessment to:
  * lead in to a design of a specific purpose improvement initiative 
  * enable the design of the organization’s training calendar 
  * identify training and development needs of individual staff during the performance appraisal cycle 
… and so on and so on.
In clarifying the purpose of the TNA, consider the scope of the TNA. Is it to determine training needs:
  * At the organization level? 
  * At the project level for a specific project? or 
  * At the department level for specific employees? 
Your answer to these questions will dictate:
  * who will conduct the TNA 
  * how the TNA will be conducted, and 
  * what data sources will be used 

2.2 NEED ASSESSMENT:
Needs assessment diagnoses present problems and future challenges to be met through training and development. Organizations spend vast sums of money (usually as a percentage on turnover) on 

training and development. Before committing such huge resources, organizations would do well to the training needs of their employees. Organizations that implement training programmes without conducting needs assessment may be making errors. For example, a needs assessment exercise reveal that less costly   interventions (e.g. selection, compensation package, job redesign) could be used in lieu of training.
Needs assessment occurs at two levels-group and individual. An individual obviously needs when his or her performance falls short of standards, that is, when there is performance deficiency. Inadequacy in performance may be due to lack of skill or knowledge or any other problem. The problem of performance deficiency caused by absence of skills or knowledge can be remedied by training. Faulty selection, poor job design, uninspiring supervision or some personal problem may also result in poor performance. Transfer, job redesign, improving quality of supervision, or discharge will solve the problem. Figure below illustrates the assessment of individual training needs and remedial measures.
Lack of skill or Knowledge
Other Causes
  Training
Non-training Measures
  Performance
    Deficiency

Figure #2 Needs Assessment and Remedial Measures
Assessment of training needs must also focus on anticipated skills of an employee. Technology changes fast and new technology demands new skills. It is necessary that the employee be acquire new skills. This will help him/her to progress in his or her career path. Training and development is essential to prepare the employee to handle more challenging tasks. 
Individuals may also require new skills because of possible job transfers. Although job transfer common as organizational

personnel demands vary, they do not necessarily require training efforts. Employees commonly require only an orientation to new facilities and jobs. Recently however, economic forces have necessitated significant retraining efforts in order to assure continued employment for many individuals. Jobs have disappeared as technology, foreign competition, and the forces of supply and demand are changing the face of our industry.
Assessment of training needs occurs at the group level too. Any change in the organizations strategy necessitates training of groups of employees. For example, when the organization decides to introduce a new course, programs etc teachers have to be trained to deliver lectures to the students. Training can also be used when high scrap or accident rates, low morale and motivation, or other problems are diagnosed. Although training is not all, such undesirable happenings reflect poorly-trained workforce.
2.3 NEEDS ASSESSMENT METHODS:
How are training needs assessed? Several methods are available for the purpose. As shown in the below table, some are useful for organizational-level needs assessment others for individual needs assessment.
Table #2             Methods Used in Training Needs Assessment
Group or organizational Analysis                                 Individual Analysis
Organizational goals and objective                                       Performance appraisal
Personnel/skill invention                                                         Work sampling
Organizational climate indices                                               Interviews
Efficiency indices                                                                 Questionnaires
Exit interviews                       

                                                Attitude survey
MBO or work planning systems                                           Training progress
Customer survey/satisfaction data                                         Rating scales
Customer survey/satisfaction data                                     
Consideration of current and projected changes

2.4 ISSUE IN NEEDS ASSESSMENT:
Needs assessment, individual or group, should consider several issues as shown in Fig. #1
Organizational Support: Needs assessment is likely to make inroads into organizational life. The assessment tends to change patterns of behavior of faculty as well employees of the institution. When the needs assessment is carefully designed and supported by the organization, disruption is minimized and co-operation is much more likely to occur. Obviously, the analyst needs to take steps to work effectively with all parties and gain the trust and support of the participants in the needs assessment.
Organizational Analysis: Having obtained organizational support, the next step in the needs assessment is an organizational analysis, which seeks to examine the goals of the organization (short-term and long-term), and the trends that are likely to affect these goals. The analyst needs to ask and answer the following questions:
  * Is there a sufficient supply of people?
  * How does the organization attract, retain and motivate diverse work-force?
  * How does the organization compete for individuals with the right skills, knowledge abilities and attitudes?
  * How do employees make the firm competitive, domestically and internationally?
  * Which are the target jobs that require training?
These issues enable the analyst identify skill

gaps in people, which training seeks to fill.
Organizational analysis seeks to examine the goals of the organization and the trends that are likely to affect these goals. |

Task and KSA Analysis In addition to obtaining organizational support and making organizational analysis, it is necessary to assess and identify what tasks are needed on each job and which knowledge, skills and abilities (KSAs) are necessary to perform these tasks. This assessment helps prepare a blueprint that describes the KSAs to be achieved upon completion of the training programme.
Person Analysis: This analysis obliviously targets individual employees. A very important aspect of person analysis is to determine which necessary KSAs have already been learnt by the prospective trainee so that precious training time is not wasted repeating what has already been acquired. Also, employed who need to undergo training are identified at this stage.
2.5 BENEFIT OF NEEDS ASSESSMENT:
Training programmes are designed to achieve specific goals that meet felt needs. There is always the temptation to begin training without a thorough analysis of these needs. Should this happen, the training programme becomes inappropriate and its administration turn to be perfunctory. There are other benefits of needs assessment are other benefits of needs assessment:
1. Trainers may be informed about the broader needs of the trainees.
2. Trainers are able to pitch their course inputs closer to the specific needs of the trainees.
3. Assessment makes training department more accountable and more clearly linked to other human resource activities, which may make the training programme easier to sell to line manager.
2.6 CONSEQUENCES OF ABSENCE OF TRAINING NEEDS     ASSESSMENT:
The

significance of needs assessment can be better understood by looking at the consequence of inadequate or absence of needs assessment. Failure to conduct needs assessment can contribute to:
  * Constraints on students development
  * Poorer-quality applicants
  * Higher rates of pay, overtime premiums and supplements
  * Higher recruitment costs, including advertising, time and incentives
  * Greater pressure and stress on management and staff to provide cover.
  * Pressure on job-evaluation schemes, grading structures, payment system and career structure
  * Additional retention costs in the form of flexible working time, job sharing, extra lectures etc.
  * Need for job redesign and revision of job specifications
  * Undermining career paths and structures
  * Higher training costs

2.7 NEEDS ASSESSMENT OVERVIEW:

The first step in our project was to conduct a needs assessment, in order to tailor a set of programs to fit the individual needs of the faculty. Specific activities include: 
  * Identification of current needs within the departments/ institutions (specific populations, behaviors, curricular needs). 
  * Prioritization of current needs. 
  * Identification of existing resources (programs already in place in the institutions). 
  * Identification of existing community/agency resources and possible community linkages (e.g., organizations interesting in developing programs, conducting teachers’ development workshops, offer courses related to specific field etc ) 
  * Specification of gaps between existing resources and existing prioritized needs. 
This process was completed in the following five phases:
2.7.1 FIVE PHASES IN NEEDS ASSESSMENT: 
  * Phase 1 -- Process 

Development
  * Phase 2 -- Data Gathering (Forms)
  * Phase 3 -- Preliminary Hypotheses
  * Phase 4 -- Feedback and Goal Setting
  * Phase 5 -- Final Program Goals
Phase 1 -- Process Development 
  * Discussed observations procedures for HOD’s, faculty, students and institution as a whole. 
  * Discussed interview procedures for HOD’s, faculty, and students. [ interview questionnaires enclosed in annexure I]
  * Created questionnaires for students and teachers (need assessment forms).[enclosed in annexure I] 
Phase 2 -- Data Gathering 
  * Conducted systematic observations of daily personnel and student activities.
  * Interviewed HOD’s of respective business schools and management departments of various universities.
  * Interviewed specific teacher and student focus groups.
  * Distributed teacher’s and student’s questionnaires.
Phase 3 -- Preliminary Hypotheses 
  * Reviewed all data gathered which resulted in following areas: 
  * improvement/development in skills/abilities 
  * modules effectiveness 
  * participants point of view about training 
  * resource person’s evaluation 
  * coordination/management 
  * duration of the training 
  * preferred method of training
  * opportunities for faculty development 
  * professional development programs and workshops
  * Identified possible causes and solutions. 
Phase 4 -- Feedback and Goal Setting 
  * Discussed these areas and possible causes and solutions with different consultants. 
  * Prioritized problem areas based on all information reviewed. 
  * Formulated goals. 
  * Determined course of intervention implementation development. 
Phase 5 -- Final Program Goals
(All the results shown graphically in Annexure

II)
  * Divide the whole program in to three categories
      * CAT-I: Faculty Professional Development Program
      * CAT-II: contains 2 sessions
  * Session I: Training programs and workshops 
  1. Social Skills Training (67% shows great interest + 33% shows some interest)
  2. Department-based Training (79% preferred likely to participate)
  3. Online Training (87% preferred likely to participate)
  4. Workshops on developing students’ critical thinking skills (88%)
  5. Workshops on focused learning techniques and learning (65% shows great interest + 27% shows some interest)
  * Session II: Professional Development workshops
  1. Interdisciplinary faculty development (90% preferred likely to participate)
  2. Structured discussion on teaching and learning circle (77% preferred likely to participate)
  3. Strategies for teaching large classes (81% have great interest in active learning while 54% preferred to learn )
      * CAT-III:   In-depth training and workshops on Project management (Advance level) (100% results are shown in its favor in which 75% shows positive response and 25% disagrees that trained teachers share their experience) [ enclosed in annexure II]
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3.1 DERIVING INSTRUCTIONAL OBJECTIVES:
The next phase in the training process is to identify instructional objectives. Needs assessment helps prepare a blueprint that describes the objectives to be achieved by the trainee upon completion of the training programme. Instructional objectives provide the input for designing the training programme as well as for the measures of success (criteria) that would help assess effectiveness of the training programme. Below 

are some sample instructional objectives for a training programme with business administration faculty.
  * After training, the teachers will be able to promote the knowledge of curriculum development and its right implementation in classroom settings
  * After training, the teachers will be able to select, construct and use assessment strategies for monitoring student learning.
  * After training, teachers will be able to enhance their management skills and utilize them in the teaching learning situations.
3.2 DESIGNING TRAINING AND DEVELOPMENT PROGRAMME:
Every training and development programme must address certain vital issues (1) who participate in the programme? (2) Who are the trainers? (3) What methods and techniques are to be used for training? (4) What should be the level of training? (5) What learning principles are needed? (6) Where is the programme conducted?

Who are the trainees?
Who are the trainers?
What methods and techniques?
What should be the level of training?
What principles of learning?
Where to conduct the programme?

Fig #3 Steps in training Programme
3.2.1 Who are the Trainees? Trainees should be selected on the basis of self nomination, recommendations of supervisors or by the HR department itself. Whatever is the basis, it is advisable to have two or more target audiences. Bringing several target audience together can also facilitate group processes such as problem solving and decision making, elements useful in quality circle projects, writing case studies, etc.
3.2.2 Who are the Trainers? Training and development programmes may be conducted by several people, including the following:
  1. Immediate supervisors,
  2. Co-workers, as in buddy systems,
  3. Members of the personnel

staff,
  4. Specialists in other institutes,
  5. Outside consultants,
  6. Industry associations, and
  7. Faculty members at foreign universities.
Who among these are selected to teach, often, depends on where the programme is held and the skill that is being taught. For example, programmes teaching basic skills are usually done by the members of the HR department or specialists in other universities. On the other hand, interpersonal and conceptual skills for managers are taught at universities. Large organizations generally maintain their own training departments whose staff conducts the programmes. In addition, many organizations arrange basic-skills training for computer literacy. Similarly at advance level, such that project management professional training underlies various courses which were subject to be presented by national as well as international certified trainers.
Select peer program providers/trainers for the faculty development project. 
      * Identify trainers who are recognized by faculty as being role models with expert, informational, or referent power. 
      * Ensure trainer competence in the specific content area to be taught. 
      * Ensure trainer understanding of the principles of adult learning: 
        * Just-in-time skills training is most effective. 
        * Begin with what learner already knows. 
        * Expert learners may be temporarily dependent in unfamiliar content areas. 
        * Telling is not teaching. 
        * Roles include motivating, coaching, facilitating, consulting. 
      * Confirm trainer communication skills 
        * Group process mediation/facilitation 
        * Verbal communication 
        * Non-verbal communication (attentive,

empathic, non-judgmental attitude) 
        * Patience 
        * Flexibility 
3.2.3 Methods and Techniques of Training: A multitude of methods of training are used to train employees. The most commonly used methods are shown in Table #2. Table #2 lists the various training methods and presents a summary of the most frequent uses to which these methods are put. As can be seen from Table #2, training methods are categorized into two groups-{I) on-the-job and (ii) off-the-job methods. On-the-job methods refer to methods that are applied in the workplace, while the employee is actually working. Off-the-job methods are used away from workplaces.
Training techniques represent the medium of imparting skills and knowledge to employees. Obviously, training techniques are the means employed in the training methods. Among the most commonly used techniques are lectures, films, audio cassettes, case studies, role playing, video-tapes and simulations. 
At this point, it is worthwhile to elaborate on important techniques of training. We explain the following-lectures, audio-visuals, on-the-job training, programmed instruction, computer aided instruction, simulation and sensitivity training.
Table # 3                           The Relative Effectiveness of training Methods
Training                 Knowledge     Changing         Problem   Interpersonal   Participant   Knowledge
Method                   Acquisition     Attitudes         Solving           Skills           Acceptance     retention 
                              Rank                 Rank                   Skills           Rank                 Rank           Rank
Case study                   2                       4                 1                 4               

        2                     2
Conference                   3                       3                 4                 3                       1                     5
Lecture                         9                       8                 9                 8                       8                     8
Business games           6                       5                 2                 5                       3                     6
Films                             4                       6                 7                 6                       5                     7
Programmed               1                       7                 6                   7                       7                     1
Instruction                                                                                                                     
Role Playing               7                       2                 3                   2                       4                     4
Sensitivity                                                                                                                                                       
Training                     8                       1                 5                 1                       6                     3
Television                   5                       9                 8                 9                       9                     9
Lecture

Suitable training methods for our programs are as follow:
Lectures: Lecture is a verbal presentation of information by an instructor to a large audience. The lecturer is presumed to possess a considerable depth of knowledge of the subject at hand. A virtue of this method is that is can be used for very large groups, and hence the 

cost per trainee is low.
Limitations of the lecture method account for its low popularity. The method violates the principle of learning by practice. It constitutes a one-way communication. There is no feedback from the audience. Continued lecturing is likely to bore the audience. To break the boredom, the lecturer often resorts to anecdotes, jokes and other attention-getters. This activity may eventually overshadow the real purpose of instruction. However, the lecture method can be made effective it if is combined other methods of training.
Audio-visual: Visuals Audio-visuals include television slides, overheads, video-types and films. These can be used to provide a wide range of realistic examples of job conditions and situations in the condensed period of time. Further, the quality of the presentation can be controlled and will remain equal for all training group. But, audio-visuals constitute a one-way system of communication with no scope for the audience to raise doubts for clarification. Further, there is no flexibility of presentation from audience to audience.
Programmed Instruction (PI) This is a method where training is offered without the intervention of a trainer. Information is provided to the trainee in blocks, either in a book of thought a teaching machine. After reading each block of material, the learner must answer a question about it. Feedback in the form of correct answers is provided after each response. Thus, programmed instruction (PI) involves:
  1. Presenting questions, facts, or problems to the learner
  2. Allowing the person to respond
  3. Providing feedback on the accuracy of his or her answers
  4. If the answers are correct, the learner proceeds to the next block. If not, he or she

repeats the same.
The main advantage of PI is that it is self-paced-trainees can progress through the programme at their own speed. Strong motivation is provided to the learner to repeat learning. Material is also structured and self-contained, offering much scope for practice. 
The disadvantages are not to be ignored. The scope for learning is less, compared to other methods of training. Cost of preparing books, manuals and machinery is considerably high.
Computer-Assisted Instruction (CAI) This is an extension of the PI method. The speed memory and data-manipulation capabilities of the computer permit greater utilization of basic PI concept. For example, the learner's response may determine the frequency and difficulty level of the next frame.
CAI is an improved system when compared to the PI method, in at least three respects. First, CAI provides for accountability as tests are taken on the computer so that the management can monitor each trainee's progress and needs. Second, a CAI training programme can also be modified easily to reflect technological innovations in the equipment for which the employee is being trained. Third, this training also tends to be more flexible in that trainees can usually use the computer almost any time they want, and thus get training when they prefer. Not to be ignored is the fact that from CAI is as rich and colorful as modem electronic games, complete with audio instruction displays. A deterrent with regard to CAI is its high cost, but repeated use may justify the cost.
Simulation:   A simulator is any kind of equipment or technique that duplicates as nearly as possible the actual conditions encountered on the job. Simulation then, is an attempt to create a realistic decision-making

environment for the trainee. Simulations present likely problem situation and alternatives to the trainee. For example, activities of an organization may be simulated and the trainee may be asked to make a decision in support to those activities. The results of those decisions are reported back to the trainee with an explanation of what would have happened had they actually made in the workplace. The trainee learns from this feedback and improves his/her subsequent simulation and workplace decisions.
Case Study: is a written description of an actual situation in business which provokes, in the reader, the need to decide what is going on, what the situation really is or what the problems are, and what can and should be done. Taken from the actual experiences of organizations, these cases represent to describe, as accurately as possible, real problems that managers have faced. Trainee studies the cases to determine problems, analyses causes, develop alternative solutions, select the best one, and implement it. Case study can provide stimulating discussions among participants as well as excellent opportunities for individuals to defend their analytical and judgment abilities. It appears to be an ideal method to promote decision-making abilities within the constraints of limited data.
Role playing: generally focuses on emotional (mainly human relations) issues rather than actual ones. The essence of role playing is to create a realistic situation, as in case study, and then have the trainee assume the parts of specific personalities in the situation. The consequences are a better understanding among individuals. Role playing helps promote interpersonal relation. Attitude change is another result of role playing. Case study 

and role playing are used in MDPs.
3.2.4 What should be the Level of Learning? The next question in designing training and development programme is to decide on the level of learning. As was pointed out earlier, the inputs passed on to trainees in training and development programmes are education, skills, and the like.
In addition, there are three basic levels at which these inputs can be taught. At the lowest level, the employee or potential employee must acquire fundamental knowledge. This means developing a basic understanding of a field and becoming acquainted with the language, concepts and relationships involved in it. The goal of the next level is skills development, or acquiring the ability to perform in a particular skill area. The highest level aims at increased operational proficiency. This involves obtaining additional experience and improving skills that have already been developed.34 all the inputs of training can be offered at the three levels. How effectively they are learned depends on several principles of learning.
3.2.5 Learning Principles: Training and development programmes are more likely to be effective when they incorporate the following principles of learning:
  1. Employee motivation,
  2. Recognition of individual differences,
  3. Practice opportunities,
  4. Reinforcement,
  5. Knowledge of results (feedback),
  6. Goals
  7. Schedules of learning,
  8. Meaning of material, and
  9. Transfer of learning.
Motivation to learn is the basic requisite to make training and development programmes effective. Motivation comes from awareness that training fetches some rise in status and pay. Motivation alone is not enough. The individual must have the ability to learn. Ability varies

from individual to individual and this difference must be considered while organizing training programmes.
Regardless of individual differences and whether a trainee is learning a new skill or acquiring knowledge of a given topic, the trainee should be given the opportunity to practice what is being taught. 
Practice is also essential after the individual has been successfully trained. It is almost impossible to find a professional cricket player who does not practice for several hours a day. Practice can be a form of positive reinforcement.
Reinforcement may be understood as anything that (i) increases the strength of response and (ii) tends to induce repetitions of the behavior that preceded the reinforcement. Distinction may be made between positive reinforcement and negative reinforcement. Positive reinforcement strengthens and increases behavior by the presentation of desirable consequences. The reinforcement (event) consists of a positive experience for the individual. In more general terms, we often say that positive reinforcement consists of rewards for the individual and, when presented, contingent upon behavior, tends to increase the probability that the behavior will be repeated. Thus, the effect of negative reinforcement is avoidance of learning.
Knowledge of results is a necessary condition for learning. Feedback about the performance will enable the learner to know where he or she stands and to initiate corrective action if any deviation from the expected goal has taken place. There are certain tasks for which such feedback is virtually mandatory for learning.
Goal setting can also accelerate learning, particularly when it is accompanied by knowledge of results. Individuals generally perform better and 

learn more quickly when they have goals, particularly if the goals are specific and reasonably difficult. Goals that are too difficult or too easy have little motivational value.37 further, goals will have better motivational value if the employee has a scope for participation in the goal-setting process.
Probably one of the most well-established principles of learning is that distributed or spaced learning is superior to continuous learning. This is true for both simple laboratory tasks and for highly complex ones.
Schedules of learning involve (i) duration of practice sessions, (ii) duration of rest sessions, and (iii) positioning of rest pauses. All the three must be carefully planned and executed.
A definite relationship has been established between learning and meaningfulness of the subject learnt. The more meaningful the material, the better is the learning process. What is learnt in training must be transferred to the job. The traditional approach to transfer has been to maximize the identical elements between the training situation and the actual job. This may be possible for training skills such as maintaining a cash register, but not for teaching leadership or conceptual skills. Often, what is learned in a training session faces resistance back at the job. Techniques for overcoming resistance include creating positive expectations on the part of trainee's supervisor, creating opportunities to implement new behavior on the job, and ensuring that the behavior is reinforced when it occurs. Commitment from the top management to the training programme also helps in overcoming resistance to change.
Though, it is desirable that a training and development programme incorporates all these principles, seldom is such a combination

effected in practice.
3.2.6 Conduct of Training: A final consideration is where the training and development programme is to be conducted. Actually, the decision comes down to the following choices:
  1. At the institution itself
  2. On some seminar hall or auditorium e.g. NIBAF auditorium
  3. Off the site, such as   hotel, a resort, or a conference centers
Typically, basic skills are taught at the job, and basic grammar skills are taught on the site. Much of interpersonal and conceptual skills are learnt off the site.

  Chapter 04
IMPLEMENTATION OF TRAINING 
& DEVELOPMENT PROGRAM 

4.1 IMPLEMENTATION OF THE TRAINING PROGRAMME:
Once the training programme has been designed, it needs to be implemented. Implementation is beset with certain problems. In the first place, most managers are action-oriented and frequently say they are too busy to engage in training efforts. Secondly, availability of trainers is a problem. In addition to possessing communication skills, the trainers must know the complete course content and design, its objectives and the goals of the training programme. Training and development requires a higher degree of creativity than, perhaps, any other personnel specialty.
Scheduling training around the present work is another problem. How to schedule training without disrupting the regular work? There is also the problem of record keeping about the performance of a trainee during his or her training period. This information may be useful to evaluate the progress of the trainee in the company.
Programme implementation involves action on the following lines: 
  1. Deciding the location and organizing training and other facilities.
  2. Scheduling the training programme
  

3. Conducting the programme
  4. Monitoring the progress of trainees.

On the basis of whole survey and study it seems that the most convenient schedule for faculty development workshops/ training would be: [enclosed in annexure II]
  * Suitable day:
  * 74% preferred Saturday
  * Suitable timings: 
  * 81% preferred noon – 2 pm
  * Time of the year
  * 94% preferred June – August session
4.2 FINAL PROGRAM GOALS
4.2.1 FEES:
Security: 10,000 PKS
Membership: 5000 PKS
Per course: 500 – 1000 PKS
4.2.2 CAT-I: Faculty Professional Development Program
4.2.2.1 Introduction:
The Faculty Professional Development Program (FPDP) is an in-service orientation program designed to equip the Higher Education teaching faculty with the latest research skills required for effective teaching and research. 
The faculty members developed as Master Trainers disseminate similar training in their respective institutions. So far faculty members have benefited from it and they are serving as Master Trainers in their respective institutions. 
Batches have been organized so far by Learning Innovation Division in which faculty members of different Universities got professional certification in their teaching as well as research & administrative skills. 

The program will cover the following areas:
  * Training of Trainers 
  * Advanced Competencies for Trainers 
  * Quality Assurance for Higher Education
  * Education Leadership and Management 
4.2.2.2 Objectives:
  * To make teachers understand their responsibilities & duties towards the teaching profession.
  * To produce professional teachers, who have the theoretical knowledge and understanding, combined with practical skills, competencies and commitment

to teach at high national standards.
  * To expand their teaching skills from conventional teaching to include a variety of innovative teaching methods, using case study, problem based learning & simulation teaching techniques etc.
  * To promote the knowledge of curriculum development and its right implementation in classroom settings.
  * To enable teachers to select, construct and use assessment strategies for monitoring student learning.
  * To enable teachers enhance their management skills and utilize them in the teaching learning situations.
  * To develop their research skills so that they can contribute to the existing knowledge sphere in their respective fields.
  * To strengthen teacher’s communication skills so that they can effectively communicate as professional teachers.
  * Most importantly to trickle down quality education & knowledge to their students as expected of them.
4.2.2.3 Learning Outcomes:
By the end of this course the participant will:
  * Have awareness about their role as a teacher.
  * Be equipped with requisites of research skills.
  * Be equipped in ICT1 & E-Learning latest tools and techniques.
  * Have improved teaching & communication Skills.
  * Have in depth awareness about Teaching as a Profession.
  * Be able to handle students in a better way by understanding their psychology.
  * Have hands-on opportunities to identify, select, implement, and evaluate learning strategies that are most appropriate for particular teaching situation.
  * Be able to assess the suitability of a variety of approaches to the curricula that they teach.
  * Conduct a program similar to FPDP2 in their respective institutions.
  * Act as Master Trainers

to train Faculty Members of their respective institutions.
4.2.2.4 Target group (who will attend): 
All Faculty Members with maximum 5 years of teaching experience, preferably fresh inducted, from Public Sector Universities/Degree Awarding Institutions/HEC funded private Institutions.
4.2.2.5 Academic Session Plan
  * Each day comprises of 3 or 4 sessions respectively
  * Each session is of 1 hour 30 minute
  * Program is of eight to twelve week duration

4.2.2.6 How to apply: (pre-requisites)
  * Nominee should be a Lecturer or Assistant professor in any public or HEC funded private sector universities across Pakistan.
  * Age limit for nominees is up to 40 years, with maximum five years of teaching experience in the public sector universities or degree awarding institution of Pakistan.
  *   If a faculty member is already selected for some foreign scholarship, his/her name should not be forwarded for the program.
  *   Nominations received by the Institutions will be short listed on the basis of experience as well as provincial quota.
1 Information and communication technology
2 Faculty Professional Development Program

4.2.3   CAT-II: Training programs and workshops & Professional Development workshops
4.2.3.1 Introduction:

The curriculum offers a hand on approach to learning, and uses interactive tools to enhance the following fields:
  * Social Skills Training 
  * Department-based Training 
  * Workshops on developing students’ critical thinking skills
  *   Workshops on focused learning techniques and learning
  * Interdisciplinary faculty development (i.e. 3 or more faculty in different disciplines meet regularly to discuss teaching issues)
  *   Structured discussion on teaching

and learning circle 
  * Strategies for teaching large classes 
4.2.3.2 Benefits
  * Training under guidance of certified trainers
  * Standardized curriculum developed by experts and taught all over the world
  * Specially equipped with tools and material for providing hand on experience 
  * Free access to online curriculum regularly updated
  * Online exams of each chapter and module
  * Certificate and letter of recommendation (incentive)

4.2.3.3 How to apply: (pre-requisites)
  * Basic knowledge of computer usage
  * Have some experience of solving critical thinking problems

4.2.3.4 Academic Session Plan
  * Program is of 1-2 months duration
  * 5-days a week
  * 2pm -5pm , starting from June + August

4.2.4 CAT-III:   In-depth training and workshops on Project management
4.2.4.1 Introduction:
The participants would receive in-depth training and would be prepared for project management professional certification. The course content would include the following areas:
  * Project quality management
  * Project human resource
  * Project scope management
  * Standard for project management
Every participant receives a PMP preparation kit: including lecture slides, 1000’s of PMP exam questioners and comprehensive material relevant for the preparation of PMP online exam.

4.2.4.2 Academic Session Plan:
  * Program is 5- days intensive workshop
  * Jan 03 – Jan 17   2011, June 15 – June 29
  * 9 am – 5pm
  * Course fee : 20,000 PKR

  Chapter 05
EVALUATION OF THE PROGRAM 

5.1 EVALUATION OF THE PROGRAMME:
The last stage in the training and development process is the evaluation of results (see Fig. #1). Since huge sums of money are spent on training and development,

how far the programme has been useful must be judged/determined. Evaluation helps determine the results of the training and development programme. In practice, however, organizations either overlook or lack facilities for evaluation.
5.2 NEED FOR EVALUATION: 
The main objective of evaluating the training programmes is to determine if they are accomplishing specific training objectives that are, correcting performance deficiencies. A second reason for evaluation is to ensure that any changes in trainee capabilities are due to the training programme and not due to any other conditions. Training programmes should be evaluated to determine their cost effectiveness. Evaluation is useful to explain programme failure, should finally, credibility of training and development is greatly enhanced when it is proved that the organization has benefited tangibly from it.
5.3 PRINCIPLES OF EVALUATION: 
Evaluation of the training programme must be based on the principles:
  1. Evaluation specialist must be clear about the goals and purposes of evaluation.
  2. Evaluation must be continuous.
  3. Evaluation must be specific.
  4. Evaluation must provide the means and focus for trainers to be able to appraise themselves, their practices, and their products.
  5. Evaluation must be based on objective methods and standards.
  6. Realistic target dates must be set for each phase of the evaluation process. A sense of urgency must be developed, but deadlines that are unreasonably high will result in poor evaluation

5.4 CRITERIA FOR EVALUATION:
It contains a number of potential goals
  1. Training validity: Did the trainees learn during training?
  2. Transfer validity: What has been learnt in training, has it been transferred

on the job enhanced performance in the work organization?
  3. Intra-organizational validity: Is performance of the new group of trainees, for which the training programme was developed, consistent with the performance of the original training group?
  4. Inter-organizational validity: Can a training programme validated in one institution be used successfully in another institution?
These questions often result in different evaluation techniques for the designed program. 
5.4.1 TECHNIQUES OF EVALUATION: Several techniques of evaluation are being used may be stated that the usefulness of the methods is inversely proportional to the ease with which evaluation can be done.
  * One approach towards evaluation is to use experimental and control groups. Each group is randomly selected, one to receive training (experimental) and the other not to receive training (control). The random selection helps to assure the formation of groups quite similar to each other. Measures are taken of the relevant indicators of success before and after training for both groups. If the gains demonstrated by the experimental groups are better than those by the control group, the training programme is labeled as successful.
  * Another method of training evaluation involves longitudinal or time-series analysis. Measures are taken before the programme begins and are continued during and after the programme is completed. These results are plotted on a graph to determine whether changes have occurred and remain as a result of the training effort. To further validate that change has occurred as a result of training and not due to some other variable, a control group may be included.
  * One simple method of evaluation is to send a questionnaire

(training and workshop evaluation form: enclosed in annexure I) to the trainees after the completion the programme to obtain their opinions about the programmes worth. Their opinions could through interviews. A variation of this method is to measure the knowledge and/or skills that employee possess at the commencement and completion of a training. If the measurement reveals that the results after training are satisfactory, then the training may be taken as successful.
In order to conduct a thorough evaluation of a training programme, it is important to assess the cost and benefits associated with the programme. This is a difficult task, but is useful in convincing the management about the usefulness of training.
  * Some of the costs that should be measured for a training programme include needs assessment cost, salaries of training department staff, purchase of equipment (computers, videos, handouts), programme development costs, evaluation costs, trainers' costs, rental facilities and trainee wages during the training period.
  * The benefits to be compared with the cost are rupee payback associated with the improvement in trainees' performance, their behavioral change, and the longevity of the period during which the benefits would last.
Evaluate faculty development program outcomes:
  * Elicit feedback on training processes at regular intervals and on termination of service to individual participants. 
  * Measure results against performance standards and objectives. 
  * Modify aspects of the program on the basis of feedback as an ongoing process. 
5.5 KIRKPATRICK’S FOUR LEVELS OF TRAINING EVALUATION (FOR DESIGNED TRAINING SESSION):
Today institutions are being asked more and more to justify that

they are providing quality education to their students. The schools in turn are asking that teachers be responsible for the quality of the training that they are providing their students. This demand for quality is often without markers other than, perhaps, student performance on some identified standardized test. This may be one reasonable marker of teacher effectiveness but, perhaps is not sufficient by itself. A teacher's effectiveness is a multifaceted picture of how the learners in their charge grow under their direction. We expect our children to develop a motivation for learning, a basis of learning to build on, the skills or ability to apply their learning, and finally we expect our children to succeed at taking their learning and their skills outside the school and to use them in building the lives we hope they will have. Largely, we hold our teachers responsible for guiding this monumental task.
To frame our reference in a realistic approach to evaluating teacher’s training performance, Kirkpatrick's four level model of training evaluation is one of the most appropriate ways to judge. This model of evaluation has been the most reviewed and applied guide to assessing the effectiveness of training in the teaching. The table posits that the effectiveness of training, and is best evaluated at four progressively difficult and valuable levels. These are the reaction level, the learning level, the behavior level, and the results level. This also enhances that how each level can be used to evaluate the performance of teachers’ training.
evaluation level and type | evaluation description and characteristics | examples of evaluation tools and methods | relevance and practicability |
1. Reaction | Reaction evaluation

is how the delegates felt, and their personal reactions to the training or learning experience, for example:   * Did the trainees like and enjoy the training?     * Did they consider the training relevant?     * Was it a good use of their time?   * Did they like the venue, the style, timing, domestics, etc?   * Level of participation.   * Ease and comfort of experience.   * Level of effort required to make the most of the learning.   * Perceived practicability and potential for applying the learning. |     * Feedback forms based on subjective personal reaction to the training experience.   * Verbal reaction which can be noted and analyzed.   * Post-training surveys or questionnaires.   * Online evaluation or grading by delegates.   * Subsequent verbal or written reports given by delegates |     * Can be done immediately the training ends.   * Very easy to obtain reaction feedback   * Feedback is not expensive to gather or to analyze for groups.   * Important to know that people were not upset or disappointed.   * Important that people give a positive impression when relating their experience to others who might be deciding whether to experience same. |
2. Learning | Learning evaluation is the measurement of the increase in knowledge or intellectual capability from before to after the learning experience:   * Did the trainees learn what intended to be taught?   * Did the trainee experience what was intended for them to experience?   * What is the extent of advancement or change in the trainees after the training, in the direction or area that was intended? |     * Typically assessments or tests before and after the training.   * Interview or observation can be used before and after although this is time-consuming and can be 

inconsistent.   * Methods of assessment need to be closely related to the aims of the learning.   * Measurement and analysis is possible and easy on a group scale. |     * Relatively simple to set up.   * Highly relevant and clear-cut for certain training such as quantifiable or technical skills.     * Less easy for more complex learning such as attitudinal development, this is famously difficult to assess. |
3. Behavior | Behavior evaluation is the extent to which the trainees applied the learning and changed their behavior, and this can be immediately and several months after the training, depending on the situation:   * Did the trainees put their learning into effect when back on the job?   * Were the relevant skills and knowledge used   * Was there noticeable and measurable change in the activity and performance of the trainees when back in their roles?   * Was the change in behavior and new level of knowledge sustained?   * Would the trainee be able to transfer their learning to another person?   * Is the trainee aware of their change in behavior, knowledge, skill level? |     * Observation and interview over time are required to assess change, relevance of change, and sustainability of change.   * The opinion of the trainee, which is a relevant indicator, is also subjective and unreliable, and so needs to be measured in a consistent defined way.   * 360-degree feedback is useful method and need not be used before training, because respondents can make a judgment as to change after training, and this can be analyzed for groups of respondents and trainees.   * Assessments can be designed around relevant performance scenarios, and specific key performance indicators or criteria. |     * Measurement of behavior change is less

easy to quantify and interpret than reaction and learning evaluation.   * Simple quick response systems unlikely to be adequate.   * Cooperation and skill of observers of colleagues, students and supervisors. |
4. Results  | Results evaluation is the effect on the business or environment resulting from the improved performance of the trainee - it is the acid test.   * Measures would typically organizational   key performance indicators, such as numbers of complaints, staff turnover, achievement of standards and accreditations, growth, retention, etc. |     * It is possible that many of these measures are already in place via normal management systems and reporting.   * The challenge is to identify which and how relate to to the trainee's input and influence.   * Therefore it is important to identify and agree accountability and relevance with the trainee at the start of the training, so they understand what is to be measured.   * This process overlays normal good management practice - it simply needs linking to the training input.   * Failure to link to training input type and timing will greatly reduce the ease by which results can be attributed to the training.   * For senior people particularly, annual appraisals and ongoing agreement of key business objectives are integral to measuring business results derived from training. |     * Individually, results evaluation is not particularly difficult; unlike across an entire organization, which complicates the process of attributing clear accountability.   * Also, external factors greatly affect organizational performance, which cloud the true cause of good or poor results. |

  Chapter 06
PERSONAL EXPERIENCE

6.1 PERSONAL EXPERIENCE:
It has always been full of excitement

to have the practical tinge of what you are going through theoretical in your classes. Because experience polishes you. This activity made us actually to know about corporate culture. The way you have to professionally handle and also let us have the look into what is actually happening in industry. It also let us knows about the degree of precision required In the practical field work, from your hair-style to shoes and from your entering style to the carefulness in the selection of words. And it also showed the bitter picture of not being treated well if you got no foots behind. But the final completion made us realize that one can do what one wants to, provided the strong will to do that. And it will also help us to have the practical approach in our classes and making us prepare as per industry wants us to be.
There are certain things that you come to know once you perform them, the same happened with us. The things which we were used to consider being so common, happened to be twisted tasks. For example while carrying out an interview from the HOD”s of various institutes we come to know a wide difference between a business school and a general business administration department. To put it into nutshell we had scores of experiences like that and we came to learn multiple things. And the level of motivation also blew through us after the successful completion making us ready for the next activity with more degree of precision and less mistakes. Moreover, it helps to make the need assessment form through a way of experiencing a high level formal interview. Similarly visits to various institutes get a deep impact of our own institute’s value.

Thus it’s a great experience to meet such intellectual people and come 

to know about their views and life experiences. Similarly we also face difficulties in form of antagonism of various teachers and approach to the main concerns. Anyhow, our level of motivation blew up after the successful completion of the activity.

UNIT 03

RESULT & DISCUSSION

1.1 CONCLUSION:
By the conduction of this activity it is possible to gain the first-hand knowledge about the method of designing a training and development programme. It helps to learn practically about the training and development process along with the development of session plan, costing schedule and required documents for training and workshop. As training is any attempt to improve current or future employee performance by increasing an employee’s ability to perform through learning, usually by changing the employee’s attitude or increasing his or her skills and knowledge1, so with the help of internet and teacher’s guidance it is being possible to conduct a survey through interviews and questionnaire from students, faculty, and HOD’s and able to device the required training and development workshops and sessions. Information is formally collected by discussion among the group.

  The results of the survey show that, in general, the program is performing excellently. By the help of this information and data, it helps to create a complete picture of training and development process. Referring to Figure #1, it may be observed that the model suggests that a training programme should be a closed-loop system in which the evaluation process provides for continual modification of the programme. The information may become available at several stages in the evaluation process. For example, an effective monitoring programme might show that

the training programme has not been implemented as originally planned. In other instances, different conclusions might be supported by comparing data obtained from the evaluation of training. In addition, even when the training programme achieves its stated objectives, there are always developments that can affect the programme, including the new training techniques or characteristics of trainees. Obviously, the development of training programme needs to be viewed as a continuously evolving process.
Consequently, such type of activities can empower us to make the decisions and help to gain vital experience and skills to lead on the path to the future. Such activities help to gain experience in a variety of areas that will enhance the future. Through participation, we are able to learn cooperation, teamwork and time management. Moreover, we learn responsibility, problem solving and communication. It can also help to discover hidden talents, meet people we might otherwise not encounter, and learn about things outside our own environment. 
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