1 INTRODUCTION

It is increasingly acknowledged that human resources constitute essential and vital asset of business and organization like capital and equipment resources. What fine ideas, the newest technologies, the most favourable external conditions were, without well prepared and qualified personnel it is impossible to achieve the high efficiency of work and to meet an organisation's objectives. That's why human resources become a long-term factor of competitiveness and survival of a company. 
Today organisations have its own human resource departments which are responsible for all polices and activities that impact employees. The human resource department is a crucial area of business success, as talented employees are a company's most important asset. Thus, human resource executives are tasked developing strategies that ensure employees contribute to the company's success. This is a difficult challenge, given that they must also increase efficiencies and reduce operational costs while administering a mountain of recordkeeping. The human resource departments are responsible for tasks such as   recruiting and attraction capable employees; evaluating, creating and administering compensation and benefits programs; training and professional development of employees. 
As was written above success of organisation depends on their employees. That's why organisations should as much as possible spend time and money on training and development of their employees which result in better they will perform their jobs qualitatively better.
The following paper focuses on training and development of employees in Great Britain.

The paper begins with general description of the country. Further it describes the cultural dimensions which are inherent to Great Britain and have an influence on training activities in British organisations. The following chapter provides general information on changes at education system of Great Britain. Based on the facts given in survey report of Chartered Institute of Personnel and Development are presented the basic effective training methods which are used today by British enterprises. It also showed distinctions the average spends for training per employee in private and public sectors. Subsequently I made analysis of weakness' sides of training and development in Great Britain.   Especially will be compared differences training activities of executive and manual employee staffs.

2 DESCPRIPTION OF THE COUNTRY

Great Britain is a constitutionally monarchy with a unitary state, which consists of England, Scotland and Wales. The country is one of the leading trading power and financial center in Western Europe. The financial service such as banking, insurance and account compiles essential part of economy. Agriculture covers the food needs with only 2% of labor force.   The United Kingdom is the largest manufacturer of armaments, technical and petroleum products in Europe (The World Factbook, 2005).
The population of Great Britain is related to the one of the largest in the European Union (after Germany and France). It compiles 59,8 million people, of which 17,7% children at 0-14 years, 66,5% people at 15-64% years and 15,8% 65 years old and over (National Statistics, 2005). Beside the Britons there are also 

another minority of nationalities such as Indians, Pakistanis and etc.
The population of Great Britain is estimated in the year 2004 the following:

        Population                         Percent of total UK population
England                                     50, 093,100                                               86,2
Wales                                         2, 952,500                                                 5,1
Scotland                                     5, 078,400                                                 8,7                                                 
    Great Britain                             58, 124,000 
TABLE 1: The population in the United Kingdom (National Statistics, 2005)

The statistic shows that the trend in the employment rate in the last years is flat and compiled 74,7%   people of working age in the year 2005. Although the unemployment rate compare with other EU-countries is low, it may have started to rise. The unemployment rate was 4,9% in the year 2005. The number of unemployed people increased by 72,000 over the quarter, and by 97,000 over the year, to reach 1,49 Mio. To this group belong unemployed people especially at the age of 18-24. 
The following graphic shows the changes of the employment and unemployment rates at the period of three months (August, September and October) from 2003 till the year 2005:



GRAPHIC 1: The employment and unemployment rates quarterly in 2003-2005 
(National Statistics, 2005)

3 THE CULTURAL DIMENSIONS

Every nation has its own cultural backgrounds which are not always the same in each country. The distinction 

in cultural background can lead to misunderstood or conflicts specially in international organizations. A Dutch scientist Geert Hofstede has classified and compared cultural dimensions in 53 countries such as Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAI) and Long-Term-Orientation (LTO) (Mathis, Jackson, 2000: 115-117).


FIGURE 1: World Average for Hofstede's Dimensions (Hofstede, 2005)

The world averages which are shown above correspond: 55-43-50-64-45
  
The dimension of Power Distance shows inequality among the people in country's society. The increase of Power Distance indicates a greater status and authority between superiors and subordinates.   The lowest ranking dimension for Great Britain is Power Distance at 35, compared to the world average of 55. This indicates of a greater equality between social levels, including government, organizations, and even within families in Great Britain (Hofstede, 2005).


FIGURE 2: Cultural Dimensions of the United Kingdom (Hofstede, 2005)

In this research Great Britain was included in the group of countries with the highest Individualism dimension (89) following after USA (91) and Australia (90). Individualism is another cultural dimension, which shows that people prefer to act as individuals in society instead of members of groups. In my opinion, the cultural dimensions of Power of Distance and Individualisms having a big influence on training activity in British organisations. Further in my paper I'm going to describe that there is a big difference between training of employee and executive personnel.
According to Hofstede

the next highest dimension for Great Britain is Masculinity with a ranking of 66, compared with a world average of 50. This shows that the country has a higher degree of gender differentiation of roles. The male dominates a significant portion of the society and power structure. Although Great Britain belongs to country with relative high Masculinity, comparing with Germany there are more females in supervising posts.
In this research Uncertainty Avoidance in Great Britain is low with a ranking of 35. A low ranking in the Uncertainty Avoidance dimension is indicative of a society that has fewer rules and does not attempt to control all outcomes and results. It also has a greater level of tolerance for a variety of ideas, thoughts, and beliefs.
The dimension of Long-Term-Orientation refers to values people hold that emphasize the future, as opposed to short time values, which focus on the present and the past. Great Britain was included in the group of countries that had the Long-Term-Orientation dimension added. The LTO is the lowest dimension for Great Britain at 25, compared to the world average of 45. This low LTO ranking indicates the society appreciates own cultural traditions.

4 THE EDUCATION SYSTEM IN GREAT BRITAIN

The education system of Great Britain differs very strong from the education system in Europe. There were made a lot of reforms, which changed the structure of the school and higher education systems in Great Britain. Before 1833, education was afforded on the whole from wealthy people and only their children could study in boarding-schools. With the creation of the Lancashire Public Schools'

Association in 1837 in Manchestr led lower class also to get education. The association proposed that non-sectarian schools should be funded from local taxes. In 1840 the Grammar Schools Act expanded the Grammar School curriculum from classical studies to include science and literature. Moreover after adoption Elementary Education Act in 1880, education became free from the ages of 5 to 10 and was also made compulsory for that age group. The Butler Education Act of 1944 established the Tripartite System, and defined the modern split between Primary and Secondary education at age 11(Encyclopedia of British History: Education 1750-1950, 2005).
The 1988 Education Reform Act made also many considerable changes to the system of education. These changes were aimed at creating an education market so that schools were competing against each other and that only the good schools stay. The National Curriculum was introduced at that period of time, which made it compulsory for schools to teach certain subjects (Winch, 2005).
As Labour Party came to power in the year 1997, it took place also some   changes in this area.   Labour Party expanded a policy started of creating Specialist Schools. This new type of secondary school teaches the National Curriculum subjects plus a few specialist branches of knowledge (e.g. business studies) not found in most other schools. These schools are allowed to select 10% of their pupils.There was the New Deal introduced, which made available help to long-term unemployed (in Great Britain this is considered when the person unemployed for more than 6 months) and money to those who want to go back into

Education (Winch, 2005).
Nowadays the education system of the United Kingdom consists of Compulsory schooling (Primary and Secondary Schools) and Higher education. Primary education may take the form of combined junior and infant schools and therefore lasts for six years or a first stage covering infant school (two years) and a second stage covering junior school (four years). Secondary education covers schooling from the age of eleven to the minimum school leaving age of sixteen. There are some types of secondary schools such as Grammar School, Comprehensive School, Specialist School and etc. After the finishing secondary school pupils are taken General Certificate of Secondary Education, which determines the future professional stage of a young person, whether he may continue higher education or has to work. At some schools and colleges pupils may also stay on at a school sixth form for a further two years when they want to take higher additional qualification or re-sit examinations which they took at age of 16 (TeacherNet, 2005).
There are several kinds of higher education institutions which offer higher education in the United Kingdom. Although these higher education institutions have variety of titles, they are considered as Colleges and Universities. As a result of the Further and Higher Education Act of 1992, the binary line separating universities and polytechnics was abolished and polytechnics were given university status. Today the earlier polytechnics are called as new universities and the rest as old universities (Halliburton, Archer, 1998: 46).
The earlier polytechnics had been originally established in

60s to train the population at their place of residence and therefore offered shorter courses, which were coordinated by local industry. Nowadays the new universities propose more programs with profession specified field of study than with academic context (for example more programs for working people). In some cases their postgraduate programs substantial specialized as by old universities. The old universities are initially traditional universities such as Oxford, Cambridge or London Universities, which were more than for 200 years established. The colleges differ from the universities with shorter and clearly vocational courses, which last from 2 till 3 years and lead to diploma. Particularly further education colleges provide an important progression route for adults and non-traditional adults in particular. Being local makes them attractive to those who have been out of the education system for a long time (Halliburton, Archer, 1998:   47). 
There are also non-university higher education institutions which provide degree courses, various non-degree courses and postgraduate programs. Some may offer higher degrees and other qualifications offered by most non-university higher education institutions are validated by external bodies such as a local university or the Open University. The Open University offers instruction for part-time study for degrees and other courses by correspondence, supplemented by radio and television broadcasts, residential summer schools and an extensive counselling and tutorial service which operate through local study centres. The Open College offers vocational and professional training often

leading to recognized qualifications. The Open College of Arts, set up in 1987, is affiliated to the Open University. It aids students of the arts who wish to study at home. It receives no government funding but it receives donations from other organization (The information on database on education systems in Europe: 2003-2004). 
An institution can also apply for the authority to award its own degrees but it must be able to demonstrate a good record of running degree courses validated by other universities. Institutions can apply for university status but must satisfy a number of criteria, including the power to award its own first and higher degrees. Some higher education is also provided in further education institutions. This provision is funded by the Higher Education Funding Councils. The Further and Higher Education Act 1992 allows for the transfer of further education institutions to the higher education sector, if the full-time enrolment number of the institution concerned for courses of higher education exceeds 55% of its total full-time equivalent enrolment number (The information on database on education systems in Europe: 2003-2004).
Nowadays higher education institutions confer their own degrees. Moreover all universities are autonomous institutions, particularly in matters relating to courses. Most universities are given responsibility for their budget and management (Halliburton, Archer, 1998: 47).

4. 1 The qualification and duration of higher education

The structure and organisation of higher education in Great Britain is alike with a system of the United States of America. The first stage of university

level begins with Bachelor Degree and the last stages of higher education could be graduated with Master or Doctorate Degree (Halliburton, Archer, 1998: 48).
The first stage at University level: Bachelor Degree                                                   This stage level lasts for three or four years and leads to the award of a Bachelor's Degree in Arts, Science or other fields (Technology, Law, Engineering and etc.). In some Scottish universities the first degree is a Master's Degree. The Bachelor's Degree is conferred as a Pass Degree or an Honours Degree where studies are more specialized. The Bachelor's Honours Degree is classified as a First Class Honours, a Second Class Honours or a Third Class Honours. In some universities and colleges of higher education, a two-year course leads to a Diploma in Higher Education. This is also recognized qualification. Some universities have adopted the credit-unit or modular system of assessment. In some universities students must follow a foundation course before embarking on the course leading to the Bachelor's Degree. There is also another type of undergraduate program such as Sandwich-Program, which lasts for four years. This program is offered especially the earlier polytechnics and technical universities as a combination of practise and theory. The students graduate two years of their study and make a practice from 6 till 12 months, then come back to university to continue their education (Halliburton, Archer, 1998: 48-49). 

Qualification Duration of the study section Study duration after beginning of study
Bachelor   of   Arts (BA)   Bachelor of Science

(BSc) (Undergraduate) 3 years of full-time-study             or                                                     4 years of Sandwich-Program 3 or 4 years
Master of Arts (MA)         Master of Science (MSc)       Master of Business Administration (MBA)   (Postgraduate) 1 or 2 years after BA/BSc                   between 4 or 6 years 
Doctor of Philosophy (PhD) minimum 3 years after BA/BSc       or                                                 minimum 2 years after MA/MSc between 6 and 9 years minimum 

TABLE 2: The duration of the study at the universities (Halliburton, Archer, 1998: 48)

University level second stage: Master Degree       A Master's Degree is conferred after one or two years' study following upon the Bachelor's Degree. The main focus in this degree program is to provide more practice experience for students. The students take part in projects and work with some companies. They analyse the problem of companies and find out solution like in real life. In some cases, the degree is awarded solely after a written examination but candidates must usually submit a memoir. At Oxford and Cambridge, the Master of Arts is conferred automatically after a certain period of time on all holders of Bachelor's Degrees (Halliburton, Archer, 1998: 49-50).

University level third stage: Master of Philosophy, Doctor of Philosophy                       The third stage is pure research. At a university, it leads, after two years of additional study and the successful presentation of a thesis, to the Master of Philosophy (MPhil.) Degree. After usually three years' further study beyond the Master's Degree, the candidate

may present a thesis for the Doctorate of Philosophy (D.Phil. or Ph.D.) (The information on database on education systems in Europe: 2003-2004).                                                   University level fourth stage: Higher Doctorate       A further stage leads to Higher Doctorates which may be awarded by a university in Law, Humanities, Science, Medical Sciences, Music and Theology after a candidate, usually a senior university teacher, has submitted a number of learned, published works (The information on database on education systems in Europe: 2003-2004).

      5 TRAINING AND DEVELOPMENT

The quality performance of employees and their development through training and education are major factors in determining long-term profitability of a business. Today many organisations recognize that trainings is not only a cost, it is a good investment in the development of human capital of the organisation that benefits entire organisation (Malcolm, 1991: 3).         
The following figure shows the costs and benefits which may result from training:


FIGURE 3: Balancing Costs and Benefits Training (Mathis, Jackson, 2000: 317)
Training is defined as development of knowledge, skills and attitudes necessary to perform job-related tasks. The main purposes of training and development are to enhance the company's ability to adopt and use advances in technology because of a sufficiently knowledgeable staff; to build a more efficient, effective and highly motivated team, which enhances the company's competitive position and improves employee confidence (Cowling, Mailer, 1981: 53-54).                   

                                                                                                                The organisation should have a clearly defined strategy and set of objectives that direct and drive all the decisions made especially for training decisions. Firms that plan their training process are more successful than those that do not. If the employer decides to conduct trainings in his company for employees, it is very important to follow the training process (Thompson, 2005).     The figure below shows the steps necessary in the training process:
FIGURE 4: The Training Process (Truelove, 1995: 50)                       
Identifying Training Needs         Training needs can be assessed by analyzing three major human resource areas: the organization as a whole, the job characteristics and the needs of the individuals. This analysis will provide answers to the following questions:                               1) Where is training needed?                       2) What specifically must an employee learn in order to be more productive?                       3) Who needs to be trained?             Begin by assessing the current status of the company how it does, what it does best and the abilities of your employees to do these tasks. This analysis will provide some benchmarks against which the effectiveness of a training program can be evaluated. A firm should know where it wants to be in five years from its long-range strategic plan. Then, determine exactly where training is needed. It is irrational to implement a companywide training effort without concentrating 

resources where they are needed most (Truelove, 1995: 50-53).                                                                                                                     Selection of Trainees   Once the organisation has decided what training is necessary and where it is needed, the next decision is to define who should be trained. For a small business this question is difficult. Training an employee is expensive, especially when he or she leaves a firm for a better job. Therefore, it is important carefully to select who will be trained. Training programs should be designed to consider the ability of the employee to learn the material and to use it effectively, and to make the most efficient use of resources possible. It is also important that employees be motivated by the training experience. Training often is considered for new employees only. This is a mistake because ongoing training for current employees helps them adjust to rapidly changing job requirements. Employees frequently develop a greater sense of self-worth, dignity and well-being as they become more valuable to the firm and to society. Generally they will receive a greater share of the material gains that result from their increased productivity. These factors give them a sense of satisfaction through the achievement of personal and company goals (Cowling, Mailer, 1981: 56-57).                                                                                       Training Methods                                                                       Training can be provided through "off-the-job" and "on-the-job" methods.     On-the-job

training is delivered to employees by supervisor staff at their workplace. The trainee can be given opportunities to learn through demonstration and instruction, coaching and job rotation. The main advantages of on-the-job training is that employees are not away from the work, they may feel more confident being taught or supervised by people they know rather than by complete strangers from external training course. But training on-the-job could be inefficient, if the trainer has not enough teaching skills to train the employee.                                                                                                                             Off-the-job training involves employees taking training courses away from their workplace. The advantages of off-the-job training are using of specialist trainers and accommodation, employee can focus on the training and not distracted by work, opportunity to mix with employees from other business. There are could be also disadvantages such as high costs for transport, courses fees and sometimes these trainings may not be directly relevant to the employee's job (Cowling, Mailer, 1981: 57-58).                       

5.1 The impact of legislation
The basis for training and development of employee was the Industrial Training Act, 1964.   The Industrial Training Act was created by government because of poor economic performance after the second war. The main objective of this act to enable decisions on the scale of training which should be better related to economic needs and technological developments. This Act established machinery for the setting-up of a number of Industry

Training Boards, with power to levy firms within the scope of their industries and to pay grant if they performed specified training. The Industry Training Board encouraged firms to employ training staff, to analyse training needs and to train employees.                                         Despite the increase in quantity and quality of training overall, results were often disappointed. Some trainers adopted too prescriptive, others were capable of dealing with the problems but were unable to do so because they lacked the status needed to influence senior management. A few firms pursued policy of grant maximization from Industry Training Boards (Pemberton, 2001).                                                                           The levy-grant system was modified as a result of the Employment and Training Act, 1973 which established the Manpower Services Commission and its three major executive   arms � Employment Service Division, Training Service Division and the Special Programmes Divisions.   The intention was that Manpower Services Commission would be able to relate the problems of manpower planning to the provision of a national training scheme. The levy-grant system was replaced by a levy-exemption arrangement whereby firms were encouraged to pursue training policies that would lead to exemption from paying all but a small levy provided that each met its own training needs.   Some grants were still made available to Industry Training Boards to encourage key training activities within their industries. Firms have also been encouraged to train and prepare young people for work, and to provide work experience

for them, mostly under arrangements made by the Special Programmes Divisions (Pemberton, 2001). 

5.2 Training and development in Great Britain

To find out how British companies provide training and development for their employees, we consider annual survey report of Chartered Institute of Personnel and Development, which was made in the year 2005. The main purposes of this research were following:
1. To figure out what types of training methods use organizations from public and private sectors;
2. How much the companies spend for the training activities their employees (Chartered Institute of Personnel and Development, 2005: 3).
In this research took part 100 companies from private, public sectors and non-profit organizations. The result of this research showed that the most frequently used training methods in British organizations are training on-the-job, external conferences and formal education courses (Figure 5).


                  FIGURE 5: Percentage of organizations using different training methods
  (Chartered Institute of Personnel and Development, 2005: 8)

However it is expected that new training activities such as e-learning and coaching by Line Management are rising in the next years. 54% of respondents are using E-learning at the first time in the 2005, 39% respondents are planning to set up this training method of in the next years. The table 3 shows expected changes in using other training methods in the future.
The companies utilize e-learning especially for IT training, technical training, health and safety training and introduction training. Many enterprises recognize that e-learning

has a lot of benefits: 
a) available just-in-time and can be used continuously for learning and reference;
b) flexibility of access from anywhere at anytime; 
c) ability to simultaneously reach an unlimited number of employees; 
d) uniformity of delivery of training;
e) achieving cost reductions;
f) ability to log or track learning activities; 
g) possibilities of global connectivity and collaboration opportunities. 

TABLE 3: Expected change in usage in the next few years
        (Chartered Institute of Personnel and Development, 2005: 9)

Because of these reasons using of e-learning will only increase and old methods will be superseded. But it is important to remember that e-learning is the most effective when it is used in combination with other forms of training and that's why shouldn't be overestimated.
The British organizations apply besides traditional training methods also informal learning in the workplace. 60% of respondents frequently utilize the internet or company intranet. Nevertheless the result of report showed that despite of diversity training methods, the British organizations are the opinion that the most effective training methods are training on-the-job, instructor-led off-the-job training, formal education courses and external coaches. The table 4 gives the following information:


    TABLE 4: Perceived effectiveness of different training methods
    (Chartered Institute of Personnel and Development, 2005: 10)

In previous chapters of my paper was mentioned that there are also governmental support in training scheme for companies. The research fixed that the respondents

are additionally involved in governmental training scheme. The table below indicates that 58% of respondents take part in NVQs/SVQs (National Vocational Qualifications and Scottish Vocational Qualifications) and 29% are aware but not involved. 29% of respondents are occupied in Apprenticeship Level 2, while 17% in foundation degrees.


  TABLE 5: Involvement in government-sponsored training initiatives
    (Chartered Institute of Personnel and Development, 2005: 10)

The next focus of this study was to identify a budget of British enterprises for training their employees.   79% of respondents shared that they have a budget for training.   The size of the training budget varies from £2000 to £90 Mio. According to the research the average size of the training budget is £621, while the average spent per employee is £607. Notably that training spend per employee differs very significant in private and public sectors.   The amount of money for training per employee compiles about £817 in private sector and in public sector the firms spend only a half of it £414. 


TABLE 6: Training budgets and spend per employee by sector
(Chartered Institute of Personnel and Development, 2005: 34)

Moreover the report indicated that the enterprise's training budget varies also with the size of organizations. The following table shows that the firms with 50-99 employees give out £738,61 per employee, while the companies with 500 or more employees only £339,35. 


TABLE 7: Training budgets and spend per employee by number of employees
(Chartered Institute of Personnel and Development,

2005: 34)
5. 3 Weaknesses of training and development activities in Great Britain
According to some researches studying, existing tendencies and changes, there are some serious disadvantages in the system of trainings and professional development in Great Britain. It is necessary to struggle with them as they reduce efficiency of this activity at all.
1. Although Great Britain belongs countries with high expenditure for training and development their employees, the charges for training in different sectors to train by sectors of economy vary considerably. The research of Chartered Institute of Personnel and Development   clearly showed that the organizations in private sector spend more money and other resources than enterprises in public sector. Also there is a problem of incomplete reflection of expenses for trainings in expense item in the budget of organization. If organizations are not able to analyze all the expenses spent for training, they may face problems in evaluating the impact and profitability of their training efforts (Chartered Institute of Personnel and Development, 2005: 34). 
2. There is a tendency of general transition on e-learning though meanwhile traditional methods of trainings such as on-the-job training and external conferences remain the most popular. Compare with other training methods e-learning is relatively cheap, thus many companies prefer to utilize it. But it is important to remember that e-learning is more effective when it is used in combination with other forms of training (Chartered Institute of Personnel and Development, 2005: 12-13).
3. The expenditure on training and

development in British firms is distributed unequally depending on employee grades.

1992 1995 2000
Management
Professional/technical
Clerical
Manual 5
5
3
3 4
4
3
2 5
5
3
3

TABLE 8: Mean number of training days received by staff category
(Brewster, Mayrhofer & Morley, 2004: 51)

As shown in table 8 managers and professionals have 5 training days per year when clerical and manual employees only 3 days (Brewster, Mayrhofer & Morley, 2004: 51). Moreover the expenditures for training supervising staff are higher in comparison with general labourers. The average amount spent per manager compiled 1996 over than £1000 (Industrial and Commercial Training, 2000: 262). It is to suppose that today the expenditure for management staff can be increased. Today the employers in British enterprises provide financial support in study at the universities or business schools for executives. This fact shows that companies' human resource development priorities are concentrated on the top of organization.   But the main part of the customer-facing personnel is at the bottom of company's hierarchy, therefore it is important not to forget about distribution of resources.
4. In many organizations the managers pay attention to financial details of work, leaving relationship with personnel only a supporting role, and that is erroneous. There is a worrying trend in Great Britain: the number of disengaged employees is still increasing. And the most upsetting is that employees who have been with their companies for a long time are more likely lack any real commitment to their jobs than those with shorter tenures to be "not

engaged" or "actively disengaged". So human assets that should increase in value with training and development instead depreciate as managers and companies fail to maximize this investment (Flade, 2003). 
The main reason of this situation is lack of inspiration on the part of companies and poor management. The surveys show that workers say they don't know what is expected of them, their managers don't care about them as people, their jobs aren't a good fit for their talents, and their views count for little. Also employees feel they are far more productive if their supervisor focuses on their strengths and positive characteristics rather than their weaknesses.
As a result:
1) The companies sustain losses because of the missed days of employees. In Great Britain, on average, actively disengaged employees miss more than six days of work per year, while engaged employees miss less than three days on average. And actively disengaged employees are 10 times more likely to say they will leave their organizations within a year (48%) than their more engaged colleagues (4%);
2) Employees work less on behalf of company. What's more, only 13% of actively disengaged employees and 32% of "not engaged" employees would recommend their companies' products or services to others, compared to 78% of engaged employees. And although 67% of engaged employees actively advocate their organization as a place to work, only 19% of their not-engaged colleagues and a paltry 3% of actively disengaged workers would recommend their workplace to others. 
The whole national economy suffers: Gallup surveys show that actively disengaged workers cost

the British economy between £37.2 billion ($64.8 billion U.S.) and £38.9 billion ($66.1 billion U.S.) per year due to low employee retention, high absentee levels, and low productivity. Unfortunately, the situation tends to get worsen.

6 CONCLUSION

The paper starts with general information of the country, which includes population data and description of economical situation in Great Britain. The Chapter II focuses on the cultural dimensions of Great Britain and compares with world cultural dimensions, which were classified by a Dutch scientist Geert Hofstede. Further in Chapter III are presented the significant changes in school and higher education during last decades.   In comparison with other countries the children in Great Britain start their education at the age of 5. The compulsory school education includes primary and secondary schools and it generally lasts for eleven years. Primary school is a combination of infant and junior schools, where the study lasts for 6 years. Study in the secondary school lasts for 5 years. Nowadays there are a lot of types of secondary school which varies with different offering courses. Finally pupils take examination, which decides whether he or she could continue higher education. The higher education in Great Britain includes study at universities, colleges, further schools and open universities. Today higher education institutions offer a lot of different undergraduate and postgraduate programs. The undergraduate program usually takes 3 � 4 years and successful students are awarded a bachelor's degree. Postgraduate programs last for 1 or 2 years and at the end it

will be awarded a master degree. It is to observe that it is a tendency that more and more people study at the postgraduate programs, which are mostly supported from employer. In the fourth part of my paper I explain the importance of training for employees. The organization should recognize that training is not always a cost, but also an investment in human capital of enterprises, which lead to profitability of company and faster achievement of its aim. The praxis shows that the organizations which invest on training and development of their employees are more successful. Training is defined as development of knowledge, skills and attitudes important to present job-related tasks. The main purpose of training is to build a more efficient and highly motivated team, which enhances the company's competitive position. If the company decides to train its employees, it is better to follow training process which consists of identifying training needs, selection of trainees and training methods. After I described the training and development of employees in Great Britain on the basis of the research of Chartered Institute of Personnel and Development. There were investigated the training methods and the training budget in British companies. The result showed that the most often used training methods are training on-the job, external conferences and formal education courses. But there are also expected changes in using other new methods such as e-learning and coaching by Line Management. However the most effective methods îñòàþòñÿare training on-the-job, formal education courses and external coaches. The next emphasis of research

was the amount of money budgeted per employee. The results are surprising because the training budget in public sector is twice little as in private sector. Notably that the size of spend for training of employees depends on the size of organization.   Finally my I analyzed the weakness' sides of training and development in Great Britain. Although the British companies spend comparatively a lot to other countries, there is a difference at the expenditure on training and development in British firms depending on employee grades. If employee has a supervisor position, the company invests more than for general labourers. The budget for training the manager is twice bigger as the budget for employee. The most of the employers also support the managers by financing their education in business schools or universities. 
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